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Abstract  
Companies that have a well-formulated Corporate Social Responsibility (CSR) practice 
is one step in the right direction of contributing to a prosperous society where future 
generations are not compromised. Although companies may have a CSR practice, it is 
not guaranteed that that the practice is effective. Essentially, employees have a key role 
in the success of the company’s CSR practice. Employees are major actors in carrying 
out and actualizing the company’s CSR initiatives and without the employees’ 
willingness to engage in CSR initiatives, the company will fail to uphold a CSR practice. 
Therefore, it is essential for companies to understand how employees can become 
engaged in the CSR practice.  
 
We have extracted previously identified factors that have played a role in employees CSR 
engagement, i.e. attitudes towards CSR, organizational identification, management 
support, training and development, recognition, CSR culture, and internal CSR 
communication. In order to get a deeper understanding of employee CSR engagement, it 
was perceived of relevance to examine in what way these factors influence employees’ 
engagement in CSR. The study has been conducted at a case company operating in the 
green service support sector. Trough semi-structured interviews, this study consists of 
experiences and perceptions from both managers and employees. Whilst the study 
focuses on the employee perspective, managers are included in order to get a more 
comprehensive understanding of employee CSR engagement.  
 
We found that both internal and external factors can be drivers or impediments for 
employee CSR engagement. Matching values and attitudes towards CSR were found to 
be drivers, because working with an important societal mission, or consider and value 
CSR on a personal level positively influence CSR engagement among individual 
employees. Supportive managerial behaviour, more specifically, inspirational managers, 
setting clear goals and appropriate recognition was also found to be drivers for CSR 
engagement. Furthermore, in terms of CSR integration, insufficient CSR culture and 
internal CSR communication was found to be impediments. This because, employees did 
not feel they knew how to contribute, nor did they experience that CSR was prioritized. 
Additionally, two new factors were found; time constraints as an impediment, and social 
interactions as a driver.  
 
Keywords: Corporate social responsibility, employee engagement 
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1. Introduction 
The first chapter will begin with a presentation of the problem background and the 
identified problem this thesis aims to investigate. Previous research is discussed in the 
theoretical background, thus leading into a discussion about the research gap. 
Henceforth, the purpose and research question of this thesis is stated, as well as the 
contributions of the study. 
 

1.1 Problem background 
One of the biggest contemporary problems in the world today is the one of climate change 
(Swim et al., 2011, p 241). Stern et al. (2011, p. 311) identifies that the actions carried 
out by several different actors are contributing to the climate change. Organizations, 
households, governments and institutions are all actors that drive the climate change 
and are now urgently expected to take responsibility for it (Casey & Sieber, 2016, p. 
69). Positive light is shed on this issue as Stern et al. (2011, p. 311) also claims that 
these actors can help reverse the rapid climate change by revising their actions and 
changing behaviours. In particular, organizations are accountable for a large part of the 
activities carried out in today’s society that is harmful for the environment, and it is 
getting more and more critical for companies to be aware of these challenges and act 
responsible (Renwick et al., 2013; Robertson & Barling, 2013). Accordingly, it is evident 
that organizations have to go beyond “business as usual” in order to protect our planet 
(World Wildlife Fund WWF, 2018). Alniacik et al. (2011, p. 236) also address this by 
stating that “organizations have social responsibilities because their activity affects the 
well-being of society and the external environment”. This means that not only will actions 
made by organization affect the external environment, it will also impact human society. 
In other words, the social environment. Garavan and McGuire (2010, p. 502) also 
emphasize that companies have to be aware that their responsibility goes beyond their 
merely financial accounts and financial interests. Evidently, in order to ensure health and 
well-being in the society, companies need to take responsibility for their actions. The 
most common way of working with responsibility is through a Corporate Social 
Responsibility (CSR) practice. 
  
The concept of CSR has received a great deal of attention amongst both academics and 
practitioners. CSR is a complex concept, and its definition has been revised and adapted 
as more research has been conducted. As is supported by Carroll (1999, p. 291) “The 
concept of CSR has had a long and diverse history in the literature”. Davis (1960, p. 70) 
defined CSR as “Businessmen’s decisions and actions taken for reasons at least partially 
beyond the firm’s direct economic or technical interest.”. Accordingly, Davis and 
Blomstrom (1975, s. 23) defined CSR as the “managerial obligation to take action to 
protect and improve both the welfare of society as a whole and the interest of 
organizations”. 

CSR is commonly divided into different dimensions. Carroll (1979, p. 500) defined CSR 
as “The social responsibility of business encompasses the economic, legal, ethical, and 
discretionary expectations that society has of organizations at a given point in time”. 
Duthler & Dhanesh (2018 p. 454) adopted Carroll’s four dimensions but added 
environment as a fifth dimension to examine in their research. 
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The three dimensions of sustainable development, as declared by the United Nations’ and 
covered in the Agenda 2030 for sustainable development, are the economic, social and 
environmental dimensions. The Agenda is a plan of action, including goals and target, 
that is critical for humanity and the planet (United Nation UN, 2015). Previous studies 
have also stressed the importance of these three dimensions, for example by Bhattacharya 
(2016, p.10) who described CSR in terms of the triple bottom line: People, Planet and 
Profit. Essentially, organizations that consider the triple bottom line in their CSR strategy 
will receive value both through social and environmental initiatives, which accounts for 
people and the planet, and through profitability because the CSR initiatives are linked to 
the core business. 

Moreover, CSR can also be described in terms of internal and external CSR (Gupta and 
Sharma 2016; Farooq et al., 2017). Internal CSR reflects the actions taken by a company 
that impacts the internal workforce, whereas external CSR refers to the activities made 
by a company outside its perimeter. In other words, internal CSR includes the actions that 
affect employees concerning the physical and psychological environment, 
whereas external CSR includes actions towards customers, the community or 
environment. Based on a comprehensive literature review, Gupta and Sharma (2016, p. 
67) concluded that both internal and external CSR will lead to beneficial business 
outcomes, either directly or as a driver to enhance satisfaction, engagement and 
commitment.  

Internal or external CSR initiatives means that various stakeholders will be affected by 
an organization's CSR practices. In the recent decades, CSR has played a huge role in 
shifting companies’ focus of making responsible business from a shareholder perspective 
to a stakeholder perspective (Pater & van Lierop, 2006, p. 339). According to Freeman 
(1984, cited in O’Riordan and Fairbrass 2008, p. 747) stakeholders are defined as “groups 
and individuals who can affect or are affected by, the achievement of an organization’s 
mission”. Central arguments to why employees are one of the most important stakeholder 
groups are that companies are greatly dependent on their employees’ interest to create 
value for them, and that employees have a relative high power to influence its company 
in various ways (Greenwood & Anderson, 2009, p. 190). Without the employees’ 
willingness and efforts to perform and act in accordance to the company's objectives the 
business will fall short. Hence, employees are contributing to achieve the goals of a 
company in several significant ways (Greenwood & Anderson, 2009, p. 190). 
  
The shift from shareholder perspective to stakeholder perspective has taken place as a 
response to the increasing pressure that are put on companies to take all their 
stakeholders’ demands into account and to responsible fulfill the social, environmental 
and economical expectations that are imposed on the company (Casey & Sieber, 2016; 
Pedersen, 2006). The stakeholder perspective of CSR has been widely discussed in the 
literature, both from an internal and external perspective (Duthler & Dhanesh, 2018, 
p.453). Originally, more focus was directed to the importance of external stakeholders in 
a company’s CSR practice (David et al, 2005; Wigley, 2008). However, recent research 
has emphasized the importance of internal stakeholders (Dhanesh, 2014; Gill, 2015). 
Casey & Sieber (2016, p.75) further apply Pojasek’s proposal to CSR practice and argues 
that “to thoroughly and successfully address sustainability and CSR, people from all 
levels – from top management to frontline workers – have to be involved and be aware 
of social and environmental concerns”. Furthermore, Uusi-Rauva and Nurkka (2010, p. 
300) argues that employees are the key stakeholders in a company’s CSR practice. 
  



 

 3 

One reason to why employees are important to a company’s CSR practice is because they 
are the voice of the company, meaning that the employee’s role at company often includes 
being an advocate of the company’s CSR practice (Dawkins., 2005., p.116). Employees 
stand for the majority of the communication with external stakeholder groups, in both 
formal and informal ways. Along with that, Dawkins (2005, p. 118) also suggests that 
employees are a trustworthy source of information and the message they communicate 
about the company’s CSR practice will be seen as credible to other stakeholders. This 
indicates that employees will have their own perception of an organization's CSR 
practice. Hence, it is essential for organizations to include employees in the CSR practice 
in order to ensure that they communicate an unified CSR message. 
  
Another reason to why employees are important to a company’s CSR practice is that 
employees are the people at the company who carries out the CSR initiatives in the day-
to-day work of the company (Collier and Esteban, 2007, p. 22). Companies are dependent 
on their employees to continuously carry out the CSR initiatives. Further, not only can 
employees be considered as a bearer of a CSR message, they can also be a knowledge 
source and producer of CSR practices (Uusi-Rauva and Nurkka, 2010, p. 300). 
Employees are one of the main actors in developing and creating a company’s CSR 
practice, which means that the employees are being involved in the CSR practice. 
  
Employees are the key stakeholder in a company since they are the voice of the company 
and the real actors of the company's activities, which implies that it is beneficial for any 
organization to make conscious efforts to increase the level of employee engagement. 
One of the most common definitions of employee engagement was stated by Kahn in 
1990 (p. 694) who describes it as “the harnessing of organization members’ selves to their 
work roles; in engagement, people employ and express themselves physically, 
cognitively, and emotionally during role performances”. Harter et al. (2002, p. 269) offers 
another definition when they state that “The term employee engagement refers to the 
individual’s involvement and satisfaction with as well as enthusiasm for work.”. Based 
on the extensive literature search made by Mehta & Mehta (2013, p. 208), productivity 
and profitability has been claimed to positively be affected by high employee 
engagement. Further, Harter et al. (2002, p. 276) conclude that engaged employees can 
be connected to other results that are meaningful for the organization, such as low 
employee turnover. Not only can a higher level of employee engagement lead to 
beneficial financial outcomes, it can also create value beyond financial returns. 

Engaged employees tend to be more inspired and perceive their work as meaningful and 
self-fulfilling, which in turn, often will lead to increased commitment and enhancement 
in the job (Menguc et al., 2013, p. 2165). Employee engagement has also proven to 
positively impact customer perception of employee performance (Menguc et al., 2013, p. 
2168). That implicates that organizations who invest in developing higher employee 
engagement will also be able to harvest the benefit of better customer relationships. 

It is apparent that employee engagement is important for organizations to consider. For 
example, Shuck et al. (2011, p. 301) implies that employee engagement is a relevant area 
of research in general since there is a contradiction in many companies today. The 
contradiction that is discussed has been derived from the evidence that the anticipated 
importance of employee engagement does not cohere with the actual level of employee 
engagement. This indicates that organizations, to some extent, have insufficient employee 
engagement and organizations have to enhance employee engagement in general. 
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Moreover, we further argue that employee engagement especially needs to be enhanced 
in the CSR practice. 

This argument is partly based on the evidence that CSR is an important antecedent of 
employee engagement (Wollard & Shuck, 2011, p. 436). Further, it is also based on the 
role of employees in CSR initiatives. Collier and Esteban (2007, p. 20) states that 
employees are the major actors in carrying out CSR initiatives and actualizing the 
company's CSR initiatives. Without the employees’ willingness to engage in CSR 
initiatives, the company will fail to uphold a CSR practice. This is further supported by 
Opoku-Dakwa et al. (2018 p. 590), who suggest that employees’ engagement in CSR 
initiatives is of importance for the CSR practice to be effective. For that reason, it is of 
great importance for organizations to realize that employees’ awareness and knowledge 
about a company’s CSR practice is not enough. Thus, employees’ actions to engage in 
CSR initiatives are crucial in order to succeed with the CSR practice. 
  
Conclusively, evidence propose that organizations that accomplish to carry out a 
successful CSR practices are positively contributing to a better world. Researchers 
indicate that employee engagement in CSR initiatives is one of the most important factors 
that influence how successful a company’s CSR practice is (Collier & Esteban, 2007; 
Bhattacharya, 2016; Opoku‐Dakwa et al., 2018). Hence, how to get employees engaged 
in the company’s CSR practice has been identified as our research problem. 
 

1.2 Theoretical background and research gap 
 
There is a broad body of literature on the concepts of employee engagement and CSR, 
where most of the research has emerged during the last decade. Both employee 
engagement and CSR are attractive topics to examine and the growing interest for them 
has led to an abundance of research on the respective concepts. However, research on the 
relation between employee engagement and CSR have been conducted but are limited 
and yet to be investigated further (Tian & Robertson, 2017; Opoku‐Dakwa et al., 2018).   
  
Most of the conducted research have focused on answering the question if there is a 
connection between employee engagement and CSR, often by employing a quantitative 
method (i.e. Chaudhary, 2017; Rupp et al., 2018; Tian & Robertson, 2017). Other studies 
have investigated the relationship between employee engagement and CSR by examining 
different drivers of engagement, thus, using CSR as a predictor of employee engagement 
(i.e. Gupta & Sharma, 2016; Mirvis, 2012). Another set of research has investigated 
different mediators and moderators to determine the drivers of employees engagement in 
CSR activities, i.e. payroll (Haski‐Leventhal, 2013), internal communication (Duthler & 
Dhanesh, 2018; Uusi-Rauva & Nurkka, 2010), leadership (Robertson & Barling, 2013; 
Chen & Hung-Baesecke, 2014), human resource management practices (Benn et al., 
2015). 
  
Chaudhary (2017) investigated the relationship between employee engagement, and how 
engagement was affected by employees’ CSR perceptions, by conducting a quantitative 
study. The findings of Chaudhary’s (2017) study showed that employees’ attitudes and 
behaviours at work can be influenced by a company’s involvement in CSR. The 
respondents in the study of Chaudhary (2017) were executives on various levels at 
companies in India, thus, her study examined the managerial perspective. Chaudhary 
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(2017) further implies that future research could gain a better understanding of the CSR-
employee engagement relationship by using a qualitative method. 
  
Rupp et al. (2018) conducted a quantitative study which included motivational theories 
and cross-cultural theories to examine if the relationship between CSR perceptions and 
employee engagement would be stronger among employees with high CSR-specific 
relative autonomy and employees who were inclined to individualism. Hence, they seek 
to answer if there is a relationship between CSR and employee engagement but does not 
examine the drivers and impediments to CSR engagement. The findings of the study by 
Rupp et al. (2018) showed that there was a relation between CSR perceptions and 
employee engagement in CSR activities. Furthermore, the respondents in the study of 
Rupp et al. (2018) were all employees, thus, there is of value to study managers as well.  
  
Slack et al. (2015) made a qualitative study which investigate individual employee’s 
engagement in the organizational CSR practice by using Social Exchange Theory (SET) 
to assess the social and economic predictors and impediments of engagement. The study 
was conducted on a case company in the UK which are operating in the green support-
services sector, thus, our study will further add to the knowledge of how different factors 
affect employees’ CSR engagement at a company where CSR can be closely connected 
to the core business. However, Slack et al. (2015) were only interviewing employees at 
the company, whereas this study will also include managers as interviewees. It is of 
relevance to consider the drivers and impediments that were identified in the study of 
Slack et al (2015) which were; knowledge of company CSR, Attitudes to CSR, Internal 
communication, CSR culture, Strategic alignment of CSR to business objectives, and 
Conflict between CSR and business priorities. However, we seek to expand the 
knowledge of how factors affect employees’ engagement in CSR and will therefore 
include and add several other factors that will be investigated. Further, we also seek to 
find drivers and impediments that can be emerged from all dimensions of CSR, i.e. the 
social and economic dimensions as well as the environmental dimension. 
 
An additional qualitative study made by Uusi-Rauva and Nurkka (2010) investigated the 
effect of internal CSR communication on employee engagement in the environmental 
dimension of CSR. This study investigated only one potential driver of employee CSR 
engagement. The study of Uusi-Rauva and Nurkka (2010) may provide a deeper 
understanding of internal CSR communication as a driver of employee engagement in 
CSR, however, it does not provide a thorough understanding of how different factors 
influence employees to become engage in CSR. Thus, it is of relevance for us to conduct 
a qualitative study that investigate several factors to get a complete picture of employee 
CSR engagement. 
  
Tian & Robertson’s (2017) study is a quantitative study conducted in the context of the 
hotel industry in China. It is a study that investigate how and when employee engagement 
is affected by both the perceived presence of the social dimension and the environmental 
dimension of CSR practices, with the aim to answer how and when employees engage in 
pro-environmental activities. Thus, they left out the economic dimension and, therefore, 
limited their research to only two dimensions of CSR. Their findings showed that 
perceived CSR was an antecedent to the pro-environmental behaviours that was 
voluntarily performed by employees’. Tian & Robertson (2017) suggest that further 
research should investigate additional variables that can explain the relationship between 
CSR and employee engagement. Accordingly, we seek to find a deeper understanding of 
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the drivers and impediments of employee engagement in CSR activities by conducting a 
qualitative study. 
  
The contextual background of this study is that it will investigate employee engagement 
at a case company that is operating in the waste and water management industry in 
Sweden and it is presumed that the case company have a strong CSR profile. Furthermore, 
both employees and managers will be included in this study to get a complete picture of 
employee engagement in CSR. This study will conduct an open investigation of CSR, 
thus, the social, environmental and economical dimensions of CSR will be examined. 
Hence, this study will not limit the findings to only employee engagement in specific 
dimensions of CSR. Opposed to that, we seek to give an open and complete picture of 
employee CSR engagement. 
  
As mentioned above, there are quantitative researches investigating employee 
engagement and CSR, and many of the studies conducted have focused on CSR as an 
antecedent to employee engagement. Hence, employee engagement in CSR initiatives is 
yet to be investigated further. Additionally, few studies have provided greater depth 
through a qualitative method in which the factors behind employee engagement in CSR 
are investigated. Further, we will conduct a study where employee engagement in CSR 
is examined with both insights from employees and managers. Therefore, we have 
identified this as our research gap and seek to fill it by conducting this study in the context 
of a Swedish case company with a strong CSR profile. 
 

1.3 Purpose 
 
The purpose of this study is to examine the drivers and impediments to employees’ 
engagement in CSR initiatives in order to make senior management understand how 
different factors can affect employee CSR engagement. Thus, the aim is to provide 
recommendations and suggestions of what organizations can do to foster CSR 
engagement among employees, partly in terms of what conditions that needs to be 
facilitated by the organization. 
  
To be able to fulfill the purpose of this study the following research question will be 
investigated. 
 

1.4 Research question 
 
How can employees become engaged in a company’s CSR practice? 
 

1.5 Theoretical and practical contributions 
 
By investigating and answering the above stated research question, this study will 
theoretical contribute to the research area of employee engagement, as well as CSR. More 
specific, it would add to the knowledge of employee engagement in CSR initiatives. By 
investigating the employee perspective with insights from a managerial point of view, our 
study will contribute to a deeper understanding of how employees’ CSR engagement is 
influenced. This research will practically contribute with managerial implications on how 
to facilitate employee engagement in CSR. In other words, provide an understanding of 
what actions and, potentially, non-actions that makes employees become more or less 
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engaged in CSR initiatives. Further, it will stress the importance to consider employees 
in order to become a responsible organization. 
  
Society today are faced with severe challenges concerning social and environmental 
issues. Hence, it is vital to behave in a responsible manner. The study’s societal 
contribution will be to raise awareness of the subject of CSR and its importance, with a 
hope to increase knowledge and to encourage responsible behaviour. This implies for 
organizational as well as individual behaviour. Further, our ambition is that individuals 
that are engaged in CSR initiatives at work will also continue acting responsible in their 
personal life. 
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2. Theoretical method 
The second chapter starts with a description of the chosen thesis subject, as well as the 
authors pre-understandings for the thesis topic. The chapter will include an 
argumentation for the theoretical orientation, research approach, research method and 
perspective that best fits this study. Moreover, how the literature search was conducted, 
and source criticism is discussed. 
 

2.1 Choice of subject 
  
The choice to write this thesis on the subject of employee engagement in CSR initiatives 
is partly based on the attention and concern drawn to sustainability in today’s debate. The 
urgency to take responsibility for a sustainable future is a contemporary problem, and it 
is undeniably one of the major problems for organizations to consider in their businesses. 
Essentially, employees play a critical role in greening organizations, hence, we believe 
that it is of great importance and relevance to investigate how to engage employees in the 
company’s CSR practice. 
  
The authors of this thesis have been enrolled in Civilekonomprogrammet at Umeå 
University for the past 4 years. The awareness and attention towards CSR and 
sustainability has evolved remarkably during our education and has been integrated in 
our curriculum in several ways. Having CSR as an integrated part of our education has 
raised our interest for this subject and it has been our mutual agreement from the start that 
this would be our choice of subject. 
  
We are both passionate about making the world a better place and we are convinced that: 
even though one person cannot do everything - everyone can do something. As this thesis 
is also our degree project, our education is coming to an end and we are going out in the 
work life. We want to use our knowledge of this subject in future employments to 
encourage organizations to act responsible. Therefore, it is relevant for us to investigate 
this subject and gain further knowledge in this research area. 
  

2.2 Pre-understandings 
  
We have gained knowledge about CSR through our education, in the context of business 
administration, since we are both students at Umeå School of Business, Economics and 
Statistics (USBE). USBE is a sustainability awarded business school and work actively 
to engage students to work with CSR issues in their education. Hence, we have good 
knowledge about the basics of what CSR is and how it can be integrated as a practice in 
corporations and societies. 
  
Further, both authors were enrolled in Sustainergies Academy during the autumn of 2018. 
Sustainergies Academy is an educational program where students work together to solve 
CSR related cases for different companies. Working hands on to solve real life problems 
about sustainability developed our understanding for the challenges and opportunities 
related to incorporating CSR practices in organizations.  Examples of these real life issues 
are; how to encourage inhabitants to recycle, or how to communicate sustainability 
initiatives in the best way dependent on the recipient of the message, or come up with 
strategies on how different municipalities can work together for a better society. 
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Even though we have taken classes which have discussed subjects related to employee 
engagement (e.g. motivational theories, leadership, organizational behaviour, etc.), our 
pre-understanding of employee engagement is limited to our own perceptions of the 
factors that have fostered our engagement in our previous work-life experiences. For 
example, Lydia have worked both at a grocery store and as a student ambassador. At the 
grocery store, where one constantly have to handle a stressful environment since one has 
to simultaneously perform the works tasks and interact with customers, the predominant 
driver of her engagement was the monetary compensation. Contrasting, in the role as a 
student ambassador, Lydia’s engagement was driven by doing a job that was fulfilling on 
a personal level, i.e. by promoting and encouraging as many students as possible to join 
an entrepreneurship competition. Beatrice has worked in the retail industry for a long 
time, and known her engagement to be fostered by her managers, and what they have 
emphasized to be important. For instance, that her managers purchase clothes with a more 
sustainable fabric, that is what she feels more eager to sell. Further, she believes that since 
it is a service profession, her engagement has also been fostered by being able to help 
others and noticing that one can make a difference for someone. 
  
Beatrice has pre-understandings about marketing management and consumer behaviour 
from taking the course Marketing D at USBE. During her exchange studies in Portugal at 
Nova School of Business and Economics, she read a course in international management 
that stressed the psychological side of management as well as different cultural 
considerations connected to managerial behaviour. Previous theoretical experiences have 
led to knowledge about application of different theories and concept within both 
management and marketing. Lydia has pre-understanding about management and 
organizational behaviour from taking the course Management D at USBE which taught 
her relevant theories and concepts within management. Further, she also took HRM and 
organizational behaviour classes at Dalhousie University in Canada while on her 
exchange studies. Her studies at Dalhousie included both practical development and 
application of theories through an in-class simulation game, as well as deeper knowledge 
about the psychological side of management through activities related to organizational 
behaviour.  
  

2.3 Ontological considerations 
  
The purpose of this study is to gain a deeper understanding of how employees’ become 
engaged in a company’s CSR practice, hence, the study will emphasize the respondents 
own reality, i.e. their subjective view of the reality, since we want to examine the 
respondents’ personal perceptions of their own CSR engagement. Ontological 
considerations are, according to Bryman and Bell (2017, p. 52), a matter of whether or 
not social entities should be considered as social constructions or not and can undertake 
either an objective standpoint or a constructive standpoint. The objectivism stands for an 
objective view of how social reality is created, which implies that the social actor does 
not have any meaning for the social construct or its essence (Bryman & Bell, 2017, s. 52). 
Based on the purpose of the study, it will consider that it is the individuals of society that 
create their own perceptions of how they should act, as well as being the ones who both 
share and receive knowledge, hence, the social reality is not objective and therefore, 
objectivism is not relevant for this study. However, the other standpoint, constructionism, 
refers to social phenomenon and the meaning of them, which are continuously created 
among social parties (Bryman & Bell, 2017, s. 53). Thus, this study will follow the 
constructionism point of view which means that the social reality that is presented cannot 
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be considered as definitive, meaning that the social reality will not be the same for 
everyone or the same forever. This study investigates how employees become engaged 
in CSR by examine what drives or impedes their CSR engagement. It cannot be presumed 
that individuals are driven or impeded by the exact same factors, therefore, it is necessary 
that the study undertake a constructive standpoint.  
 

2.4 Epistemological considerations 
  
According to Bryman and Bell (2017, p. 47), epistemology refers to what can be viewed 
as acceptable knowledge within a subject. Epistemology is considered from two different 
scientific perspectives which are interpretivism and positivism (Collis & Hussey, 2014, 
p. 43). One important question in regard to epistemological considerations is whether or 
not a social construct is examined based on the same principles, methods and ontological 
standpoints as in the nature science (Bryman & Bell, 2017, p. 47). The epistemological 
standpoint that favors a nature science approach when examining a social construct is 
called positivism, which is the view that emphasizes that social constructs can only be 
explained from an objective position (Bryman & Bell, 2017, p. 47). Thus, positivism is 
not an appropriate standpoint for this study since the aim is to understand how individual 
employees become engaged in CSR initiatives, i.e. understanding the social actions from 
a subjective perspective. 
  
The interpretivist standpoint differ from the positivistic standpoint in the sense that is not 
based on the same approaches as the nature science (Bryman & Bell, 2017, p. 49). The 
interpretivist standpoint will be adopted in this study since it holds the belief that social 
constructs are subjectively created by different social actors; thus, one has to consider the 
differences between social study objects and nature science study objects (Bryman & 
Bell, 2017, p. 49). In accordance to what Bryman and Bell (2017, p. 49) assert about the 
logic of a study based on interpretivism, our study aims to understand the individual 
employees subjective meaning of their engagement in CSR. Furthermore, the answer to 
what drives and impedes engagement in CSR can differ between individuals, thus, it is 
not expected that only one conclusion can be accurate for everyone. 
 

2.5 Research approach 
  
According to Johansson-Lindfors (1993, p. 56) a deductive research method means that 
the researcher goes from theory to empirics. In order to answer our research question, we 
have assembled existing theory that constitute our theoretical framework, subsequently 
we gathered data with the aim to explain it based on the theory. Thus, we have applied a 
deductive research approach. Bryman and Bell (2017, p. 43) explain that in a deductive 
research approach the researcher derives hypotheses to be tested, based on relevant theory 
in the field and what is currently known about the topic. We have not developed 
predetermined hypotoses but argue for our study to be deductive since the specific factors 
we explore for employee engagement are taken from theory. These factors were shown 
to be relevant for employee engagement in CSR in previous research. To be able to 
answer our research question “How can employees become engaged in a company’s CSR 
practice?” we have explained the data collection based on the theoretical framework, 
opposed to using hypotheses. The other main research approach is induction, which 
occurs when theory is built based on observations and gathered data (Saunders et al., 
2016, p. 146). The applied research approach depends on the topic of interest or the 
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emphasis on the research, one approach can also be more dominant than another 
(Saunders et al., 2016, p. 149). There is also a third approach called an abductive research 
approach. However, this approach is not relevant for our study since it means that the 
researcher moves back and forth between theory and data (Saunders et al., 2016, p. 148). 
  
Our study can be seen to have inductive elements since the analysis was added with new 
theory to be able to understand all elements necessary to answer our research question. 
Since we found additional factors that influenced employees’ engagement in CSR it felt 
relevant to add theory in order to explain parts of what the respondents emphasize in 
terms of CSR engagement, which was perceived to be missing in our theoretical 
framework after the collected data was examined in relation to it. However, the theoretical 
framework has constituted the foundation of our interview guide and thereby our study is 
deductive. 
 

2.6 Research Method 
  
The aim of our study is to investigate and gain a deeper understanding of how employee 
engagement in CSR is generated and what drivers and impediments that exist in the 
workplace of the employees, as well as their perceptions of CSR engagement. In 
accordance with Yin (2011, p. 15), who assert that a qualitative research is appropriate 
when the aim is to investigate the respondent’s own perception of their reality, our study 
will be conducted with a qualitative method. The research method is stated in order to 
outline how the research will be conducted and how the research question will be 
answered (Saunders et al., 2016, p. 163). Bryman and Bell (2017, p. 58) insist on two 
fundamental approaches within business research that are referred to as qualitative and 
quantitative researches. A qualitative research method is characterized by non-numeric 
data collection such as interviews, focus groups and observations (Saunders et al., 2016, 
p. 168). Interviewing is known as the most common technique to collect data in a 
qualitative study. Contrasting, a quantitative research method is characterized by numeric 
data collection where a larger quantity of data is collected through, for example, surveys 
or statistic data analysis (Saunders et al., 2016, p. 166). 
  
We have chosen to conduct our study on a case company. Since our study aim to examine 
drivers and impediments, we believe that it will give us a deeper understanding of 
employee CSR engagement in an organization with a strong CSR profile. A case study 
implies that a specific case, i.e. a specific company in this study, is investigated in a 
fundamental and thoroughly manner (Bryman & Bell, 2017, p. 86). Based on our research 
question “How can employees become engaged in a company’s CSR practice?”, it is 
further motivated to conduct a case study since we, through a qualitative method, will 
gain deeper insight into how employee CSR engagement is generated specifically in the 
context of that company. 
  
Conclusively, a qualitative research method will be most appropriate to use in this study 
since the purpose of the research is to gain a deeper understanding of the topic in the 
context of a case study. The findings will be subjective to the participants own perceptions 
of their engagement in CSR initiatives. Therefore, the findings will not be generalizable 
which is neither the intention nor the aim of this study. 
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2.7 Perspective 
 
This study will investigate employee engagement from the perspective of employees 
since we aim to identify the drivers and impediments of employee engagement in CSR 
initiatives. However, although employees are the best at answering how they become 
engaged in a CSR practice, managers still have valuable information and insights about 
what influence employees’ engagement which will add to the understanding of employee 
engagement in CSR. Especially in the context of CSR, as its success is often a matter of 
both individual initiatives and strategic requirements. Thus, we will also investigate 
managers’ perceptions on employee engagement. Furthermore, managers can provide 
general feedback about the factors that might influence employee engagement. 
Additionally, based on managers’ interactions with their employees, they could give 
general opinions of how employee engagement is fostered among the whole workforce. 
Hence, it is beneficial and relevant for this study to include the managerial perceptions 
and understandings of employee engagement. By taking the managers contributions into 
account the findings of this study will provide a complete description of employee 
engagement in CSR initiatives. 
 

2.8 Literature search 
  
The literature search started with review of relevant articles within the subject. Our 
literature search was conducted with an open mind in order to find as much information 
about the subject as possible. Conducting the literature search in this way allowed us to 
find other relevant keywords, and it also led us forward to examine new articles and 
authors within the subject that was found through the reviewed articles. Thus, this way of 
literature search ensured that a large amount of information on the subject was gathered 
to increase and expand our knowledge in the subject. 
  
To be able to find relevant articles for the subject and to identify what has been written 
about the subject before we searched for articles by using the following keywords: 
Corporate social responsibility, CSR, employee engagement, engagement, triple bottom 
line. These keywords were used to find relevant concepts and theory that would help us 
answer our research question. The literature found by searching within these keywords 
was enough and we did not have to search for more specific keywords. This was because 
the articles found allowed us to quickly identify the well known and cited authors within 
the subject, as well as the most profound articles in the subject. We also used the articles’ 
lists of reference to find additional literature and authors within the subject, hence, we 
were always led deeper into the literature search without having to search for additional 
keywords. 
  
The library search tool of Umeå University and the EBSCO search engine, that was 
accessed through Dalhousie University ExProxy library, has been the primary sources to 
find relevant literature for this study, both articles and books. Both search tools provide 
a service where one can limit the search to exclusively show peer reviewed articles, this 
service was consistently used throughout the literature search to ensure that only 
published articles was used in this study. Google Scholar was further used as a 
complement to access even more relevant articles in the subject. By using reliable search 
tools and relevant sources extracted from the articles lists of reference, we were enabled 
to find the primary sources in an efficient way. 
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2.9 Source criticism 
  
According to Thurén (2013, p. 4) an individual's knowledge originates from different 
sources. Further, Thurén (2013, p. 4) assert that a source is not limited to one form, it can 
be both oral, written or materialized. Thus, source criticism intends to evaluate sources in 
terms of how reliable they are (Thurén, 2013 p. 4). In our study we have evaluated our 
sources based on four criterions; authenticity, time, independency and tendency. These 
criterions will be discussed below in connection to the context of our study.   
  
Authenticity and Time 
The first criterion is authenticity, which intend to ensure that a source is what it claims to 
be (Thurén, 2013, p. 7). All scientific articles are peer-reviewed and have been retrieved 
from Umeå University UB, Google Scholar and Dalhousie University ExProxy library. 
The second criterion is time, which intend to discuss the time past between an event and 
the source description of the event (Thurén, 2013, p.7). We have aimed to use as new and 
updated sources as possible. However, we partly build our theory on articles that date 
back decades, such as Kahn (1990) in relation to employee engagement and Carroll 
(1979) in terms of CSR. Furthermore, these are perceived to be of relevance since they 
are widely cited and considered to constitute a fundament for the research area. Further, 
our theoretical framework constitutes of articles that build on the theories suggested by 
Kahn (1990) and Carroll (1979), which further support the relevance of using these 
articles. 
  
Independency and Tendency 
The third criterion is dependency, which intend to ensure that sources are independent 
and not copied or influenced in any way (Thurén, 2013, p. 8). In alignment, we have, to 
the best of our ability, aimed to use primary sources. Primary sources include data 
assembled directly by the researcher, whereas secondary sources builds on the primary 
sources (Myers, 2013, p. 120). At times, where primary sources have not been accessible, 
we have evaluated the secondary sources by considering the criterions of source criticism 
and found them to be reliable. The fourth criterion is tendency, which stresses the 
importance for the source to not give a falsified reality. In other words, the source should 
not distort the reality because of someone's personal, economic or political interest 
(Thurén, 2013, p.8). To prevent this, we have emphasized authors who played a 
substantial role in that field of research. Further, we have extracted literature from 
different journals in order to get various perspectives. 
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3. Theoretical framework 
The third chapter gives a description of previous research and literature on the topic. 
The chapter starts with a presentation of employee engagement and CSR, which aims to 
define the concepts and relate them to this study. Next follows a discussion about the 
relationship between employee engagement and CSR, and thereafter a presentation of 
the factors that is considered of relevance to examine in this study and therefore will be 
investigated. This chapter aims to present the theoretical framework that will further 
support and shape the collection of data and the analysis of the collected data. 
 

3.1 Employee engagement 
 

3.1.1 Defining employee engagement 
  
The interest in employee engagement has emerged rapidly over the last years and are now 
becoming prominent in the literature (Saks, 2006; Saks & Gruman, 2014; Shuck & 
Wollard, 2010). Employee engagement is a fairly new topic in the field of research. 
Consultants within human resources were the first one’s to stress its importance, and 
academics are more and more beginning to explore its meaning (Macey & Schneider, 
2008, p. 3). Casual observations propose that managers’ attraction for the concept has to 
do with the fact that engaged employees can improve organizational performance (Macey 
& Schneider, 2008, p. 3; Harter et al., 2002; Sinha & Trivedi, 2014). Because employee 
engagement is considered to contribute to enhanced organizational performance, many 
define the concept thereafter, especially within the practitioner’s community where focus 
lies within the desirable organizational outcomes (Macey & Schneider, 2008, p. 4; Shuck, 
2011, p. 305). However, when defining what employee engagement means, one is likely 
to encounter some ambiguity and a wide range of definitions exists that can be extracted 
from both practitioners and academics (Macey & Schneider, 2008, p. 4). As is further 
supported by Saks and Gruman (2014, p. 156) who states that researchers have yet to 
agree and reach a consensual explanation on the meaning of employee engagement. 
  
Shuck and Wollard (2010, p. 102) stress that employee engagement is commonly 
misinterpreted as something that concerns the organization. In other words, that 
engagement can be forced or ordered. However, Shuck and Wollard (2010, p. 102) 
declares that employees choose to be engaged, thus, it is a personal decision. 
Additionally, there are academics who stress different sorts of engagement, that is 
cognitive, behavioural and emotional engagement. For instance, Saks (2006, p. 602) 
discuss employee engagement as “A distinct and unique construct that consists of 
cognitive, emotional, and behavioral components that is associated with individual role 
performance”. However, some academics do not make the same distinction, for example 
the definition offered by Harter et al. (2002, p. 269) who states that “The term employee 
engagement refers to the individual’s involvement and satisfaction with as well as 
enthusiasm for work.”. 
  
Furthermore, definitions of employee engagement can also be related to organizational 
commitment, which is highlighted in the definition made by the Corporate Leadership 
Council (2004, cited in Sinha & Trivedi, 2014, p. 23) who state that employee 
engagement is “the extent to which employees commit to something or someone in their 
organization, how hard they work and how long they stay is a result of their commitment”. 
However, other academics distinguish the concept of employee engagement from 
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organizational commitment (Saks 2006, p. 601; Macey & Schneider, 2008, p. 8). 
According to Saks (2006, p. 602) organizational commitment has to do with how 
individuals’ feel about their organization, i.e. their attitudes, and also how attached they 
are to the organization. As explained by Saks (2006, p. 602), “Engagement is not an 
attitude; it is the degree to which an individual is attentive and absorbed in the 
performance of their roles”. 
  
Shuck and Wollard (2010, p. 103) assert that employee engagement is determined by the 
individual willingness to engage, thus, it is a psychological construct, and engagement is 
observable in the behaviour of the employee. Shuck and Wollard (2010, p. 103) suggest 
a definition of employee engagement as “an individual employee’s cognitive, emotional, 
and behavioral state directed toward desired organizational outcomes”. Shuck and 
Wollard (2010) suggestion is based on an extensive review of definitions and the concepts 
history, including the study of Kahn (1990). Kahn (1990, p. 694) define employee 
engagement as “the harnessing of organization members’ selves to their work roles; in 
engagement, people employ and express themselves physically, cognitively, and 
emotionally during role performances”. William A. Kahn is considered as the founder of 
the concept of employee engagement as he was the first to conceptualize the term and 
develop a framework for it within the context of the workplace (Shuck, 2011; May et al., 
2004; Harter et al., 2002; Sinha & Trivedi, 2014). Kahn’s (1990) contribution to the 
research area of employee engagement is significant in the sense that many of the relevant 
studies in the field has built on Kahn’s framework to further investigate the drivers of 
employee engagement (May et al. 2004; Harter et al., 2002; Saks, 2006). Kahn (1990, p. 
692) argues that the degree to which employees are psychologically engaged in their work 
role is dependent on how well they are able to express their physical, cognitive and 
emotional dimensions in their roles. 
  
3.1.2 Antecedents to employee engagement 
  
Kahn (1990) conducted the study to investigate the psychological conditions that affect 
personal engagement and disengagement at work. From the study, Kahn (1990, p. 703) 
was able to determine three psychological conditions that affected personal engagement; 
psychological meaningfulness, psychological safety, and psychological availability. The 
findings of Kahn (1990) also outlined different antecedents that was argued to foster the 
psychological conditions. Another major contributor to the understanding of employee 
engagement is May et al. (2004, p. 12) who, in line with Kahn (1990), argued that for 
individuals to truly prosper at work they have to be physically, emotionally and 
cognitively engaged in their work. May et al. (2004, p. 14) found that there was limited 
knowledge about the relations between Kahn’s (1990) antecedents, the psychological 
conditions and engagement. Thus, May et al. (2004, p. 14) aimed to extend that 
understanding by further examining Kahn’s (1990) suggested antecedents, and whether 
or not they could be perceived as determinants for psychological meaningfulness, safety 
and availability. Essentially, May et al. (2004) empirically tested the conceptualization of 
employee engagement by Kahn (1990) and found that psychological meaningfulness, 
safety and availability had significant relations to engagement. Kahn (1990, p. 703) 
argues that the level of employee engagement will simultaneously be affected by 
psychological meaningfulness, safety and availability. This is supported by May et al. 
(2004, p. 30) who declare that all of Kahn’s (1990) proposed psychological conditions 
are vital to consider in terms of employee engagement. Hence, these conditions are 
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relevant predictors of employee engagement and can determine why employees are 
engaged or disengaged in performing their tasks. 
  
Further, Lemon and Palenchar (2018) aimed to find drivers of employee engagement in 
the context of public relations. The study was based on Heath’s (1993) zones of meaning 
which are different aspects of how meaning is established by companies and their key 
stakeholders (Lemon & Palenchar, 2018, p. 151). Hence, employee engagement was 
identified as a way to create meaning. The zones of engagement that emerged in the study 
by Lemon and Palenchar (2018, p. 147) are: (1) employee engagement experiences occur 
from non-work related experiences at work, (2) employee engagement is freedom in the 
workplace, (3) employee engagement is going above and beyond roles and 
responsibilities, (4) employee engagement occurs when work is a vocational calling, (5) 
employee engagement is about creating value, and (6) connections build employee 
engagement experiences. It was found that employees’ engagement relates to how Kahn 
(1990) define engagement, i.e. in terms of personal engagement (Lemon & Palenchar, 
2018, p. 151). Moreover, it was shown that employees experienced strong perceptions of 
psychological meaningfulness and psychological safety in relation to the different zones 
of engagement (Lemon & Palenchar, 2018, p. 152). 

Saks (2006) conducted a survey in order to test a model based on SET with the aim to 
investigate the antecedents of employee engagement. Saks (2006, p. 604) argues that 
there are two aspects of employee engagement, job engagement and organization 
engagement, which he has determined in alignment with Kahn’s (1990) assertion that 
employee engagement is dependent on how psychologically present an individual is in a 
specific role. The factors of employee engagement that is investigated in the study of Saks 
(2006, p. 604) was partly derived from the framework of Kahn (1990), and partly from 
Maslach et al.’s (2001) research, which are six different antecedents: (1) job 
characteristics, (2) perceived organizational support, (3) perceived supervisor support, (4) 
rewards and recognition, (5) procedural justice, and (6) distributive justice. 

Conclusively, this study will adopt the view on employee engagement as a psychological 
construct, which is in alignment with scholars mentioned above. Meaning that employees 
employ their cognitive, emotional and physical dimensions in their work. Further, there 
are no ways of knowing exactly what determines employee engagement, instead, 
academics have studies different factors as mentioned above. Many scholars, including 
the ones mentioned above, have to some extent built on the framework of Kahn (1990), 
who found that psychological meaningfulness, psychological availability and 
psychological safety are antecedents of employee engagement. The psychological 
conditions will be considered in this study and therefore, these will be further explained 
below.   

Psychological meaningfulness 
Kahn (1990, p. 705) defined the first condition, psychological meaningfulness, as the 
“sense of return on investments of self in role performance”. A feeling of psychological 
meaningfulness occurs when an employee feel that they are important to the organization, 
i.e. when they are valued and when they are making a difference (Kahn, 1990, p. 704). 
Essentially, it is a matter of exchange between an employee and the organization. Kahn 
(1990, p. 704) assert that employees who are content with their task characteristics, role 
characteristics, and work interactions often experience a higher degree of 
meaningfulness. In accordance, May et al. (2004, p. 30) discovered that both job 
enrichment and work role fit were positively related to meaningfulness. Furthermore, 
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May et al. (2004, p. 15) argued for rewarding co-worker relations too influence 
meaningfulness. However, the findings showed that there was no relation between the 
two, and suggest that the context (i.e. the insurance industry in this case) could be one 
plausible reason for the finding (May et al., 2004, p. 30). Hence, the inconsistent findings 
suggest that it is of interest to further examine the role played by work interactions in 
terms of meaningfulness at work. Related to psychological meaningfulness, Kahn (1990, 
p. 705) declare that the work has to include various and creative tasks which are 
challenging and autonomous, that the employee are able to identify with their work role 
which is consistent with how they wish to identify themselves, including that the role 
grant them status and influence, and that they continuously interact with others on an 
interpersonal level which give them a sense of belonging. 
  
Psychological safety 
Further, the second condition, psychological safety, is defined as the “sense of being able 
to show and employ self without fear of negative consequences to self-image, status, or 
career” (Kahn, 1990, p. 705). Psychological safety was found to be fostered by 
interpersonal relationships that were characterized by trust and support, desirable group 
and intergroup dynamics in the organization, encouraging and clear management, and 
conformity between role performance and organizational norms (Kahn, 1990, p. 708). 
May et al. (2004, p.30) found supportive supervisor to be a positive predictor of 
psychological safety. Thus, May et al. (2004, p. 33) assert that managers should develop 
relationships with their employees that are characterized by trust and support in order to 
ensure that employees experience a sense of psychological safety. Further, rewarding co-
worker relations was positively related to psychological safety (May et al., 2004, p.30), 
and explained as supportive colleagues who respect and appreciate one another creates 
trust and a sense of safety (May et al., 2004, p. 16). Moreover, findings in May et al. 
(2004, p. 30) suggests that employees who felt adherence to co-worker norms were 
negatively related to psychological safety. In other words, individuals who experience 
that they have to obey certain rules within a team will feel less psychologically safe than 
if an individual feel that they could behave in a more flexible manner (May et al., 2004, 
p.17). As stated, one factor that influence employees’ experience of psychological safety 
is supporting and trusting managers. 
  
Psychological availability 
The third and last condition in the framework, psychological availability, is defined as 
the “sense of possessing the physical, emotional, and psychological resources necessary 
for investing self in role performance” (Kahn, 1990, p. 705). Kahn (1990, p. 714) found 
that the degree of psychological availability was dependent on how much of the 
employee’s physical and emotional energy they were able to employ in their work roles, 
if the employees felt secure or insecure in their work roles, and how much their personal 
lives affected and distracted them from being present at work. In the study of May et al 
(2004, p. 31), psychological availability did not show a significant relationship with 
engagement at first. However, when adding the direct relationship between resources and 
engagement, availability became significantly related to engagement (May et al, 2004, p. 
28). Thus, supporting Kahn (1990) argument of psychological availability related to 
employee engagement. In other words, May et al. (2004, p.31) state that employees may 
be less psychologically available if they are exposed to a lot of stress, exhausted 
emotionally or hurt physically (May et al, 2004, p. 31). One should also recognize that 
employees should be given the opportunity to develop to be able to generate new 
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resources (i.e. new competencies), that in turn can increase psychological availability 
(May et al, 2004, p. 31). 
 
In the last section of this chapter, we have extracted factors that will be investigated in 
this study, based on previous research and that are presumed relevant for engagement in 
CSR. However, prior to that, we aim to define CSR and explain the different dimensions 
of CSR, as well as the relationship between employee engagement and CSR. 

3.2. Corporate Social Responsibility 
  
Dated back centuries, the organizational community have exhibited a concern for society 
(Carroll, 1999, p. 268). As follows, CSR is a concept that has received a great deal of 
attention in the literature due to its importance for society, but also for its complexity. 
Before the modern era of the concept CSR arose during the 1950s, it was more commonly 
referred to as social responsibility (Carroll, 1999, p. 269). However, Carroll (1999, p. 
269) explains that when companies were recognized as influential actors in the business 
sector, it was changed into the term CSR to emphasize the role of corporations. There are 
multiple definitions and concepts related to CSR that all refers to organizations behaving 
in a socially responsible manner. As of today, organizations’ social responsibility is most 
often discussed in terms of CSR or the Triple Bottom Line. 
 
The concept of CSR is not only complex because it has been given many different 
definitions, but also because it includes many aspects and have been discussed in terms 
of different dimensions depending on the writer and the context (Carroll, 1999; 
Bhattacharya, 2016). Furthermore, CSR can also be divided into internal or external CSR, 
depending on who is the primary target for the given action (Farooq et al., 2017). Due to 
its complexity, one could lose themselves going in detail about existing definitions and 
alternative explanations. Hence, CSR should not be limited to only one definition 
(Marrewijk, 2003 p. 95). Therefore, we aim to clarify and define the concept of CSR, and 
further discuss the dimensions of CSR that best meet the purpose of our study. 
 

3.2.1. Defining CSR 
  
Even though CSR has been widely discussed since its appearance in the 1950’s, CSR still 
remains complex in the sense that it has not been given an official definition that is 
suitable and applicable in all its settings (McWilliams et al., 2006, p. 1). Votaw (1972, s. 
25) notes that the meaning of CSR is often perceived differently between people; some 
people interpret it as the company’s legal responsibilities, others interpret it as the 
company’s ethical awareness that is displayed by behaving in a socially responsible 
manner, and to some it simply means that the company acts responsible by contributing 
to society. In accordance, Garriga and Melé (2004, s. 51) have further noted that CSR is 
often applied in various theories in combination with different approaches depending on 
the context, which also adds to the complexity as it gives CSR different meanings while 
still using the same terminology. 
  
Nevertheless, there are several influential contributors to the definition of CSR. Bowen 
is more or less considered as the founder of the term social responsibility (Carroll, 1999, 
p. 270). His publication of the book ’Social Responsibilities of the Businessman’ in 1953 
is an important contributor to the establishment of CSR and, thus, the book also helped 
in developing an interest for the concept (Bowen, 1953, cited in Carroll, 1999). Yet, it 
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took another decade before definitions started to emerge more frequently. Friedman 
(1962, p. 112) argued that the social responsibility of a company was met as long as they 
maximize their profit within the legal boundaries. Friedman later developed his belief 
about responsibility into the Shareholder Theory that has been recognized as one of the 
major perspectives of addressing CSR (Dhanesh, 2014, p. 132). The interpretation of 
Shareholder Theory is that organizations always have to act in the best interest of its 
shareholder from a purely economic point of view. However, this way of addressing CSR 
has been overrun by contributors that promoted CSR in accordance with the stakeholder 
approach, which was later linked to Freeman’s Stakeholder Theory (Freeman, 1984, cited 
in O’Riordan and Fairbrass 2008). In contrary to the shareholder perspective, the idea of 
Stakeholder Theory is that organizations have responsibilities towards a wider group of 
stakeholders other than just their responsibility towards the shareholders (McWilliams et 
al., 2006, p.7). 
  
The majority of the definitions stated by influential contributors are in general in line with 
the stakeholder approach, and it is noticeable that this approach is included in the 
definitions. Davis (1960, p. 70) first defined CSR as “Businessmen’s decisions and 
actions taken for reasons at least partially beyond the firm’s direct economic or technical 
interest.”. Accordingly, McGuire define CSR in the light of corporation’s responsibilities 
towards the society that goes beyond their economic and legal obligations (1963, cited in 
Carroll, 1999, p. 271). The definitions of Davis (1960) and McGuire (1963) specify that 
less emphasize should be put on organizations’ economical goals when addressing CSR. 
Later, Davis and Blomstrom (1975, s. 23) defined CSR as the “managerial obligation to 
take action to protect and improve both the welfare of society as a whole and the interest 
of organizations”. This definition involves both the society and the organization and 
imply that attention must be given to various stakeholders and their interest in CSR. 
  
Furthermore, one of the most commonly cited definitions of CSR was declared by Carroll 
(1979, p. 500); “The social responsibility of business encompasses the economic, legal, 
ethical, and discretionary expectations that society has of organizations at a given point 
in time”. He was the first to extend the concept by including different dimensions of CSR 
and to offer a clarification of previous definitions by explaining what it means to be social 
responsible, i.e. making profit whilst obeying the law and engage in activities that goes 
beyond the core business (Carroll, 1999, p. 283). All of these definitions favor the 
stakeholder approach and indicates that CSR is something a corporation is required to 
integrate in the business to fulfill the needs of all its stakeholders. Alniacik et al. (2011, 
p. 235) explain the relationship between CSR and stakeholders when they state that “A 
corporation’s business activities may affect directly or indirectly the well-being of many 
stakeholders including shareholders, employees, customers, suppliers, local 
communities, natural environment, government, and general society.”. Hence, they imply 
that in order for an organization to be socially responsible they have to both act in 
accordance to the expectations of the stakeholders and consider how their activities 
directly and indirectly affect different entities of interest (Alniacik et al., 2011., p. 235). 
  
Since the definition of CSR made by Carroll (1979) is the most recognized definition, it 
is of relevance for this study to further explain the different dimensions of CSR that are 
included in his definition. The explanation of Carrol’s dimensions will be followed by a 
discussion about CSR is in the light of triple bottom line and the relevance of defining 
CSR according to its three dimensions; people, planet, profit (i.e. social, environmental 
and economic) (Bhattacharya, 2016, p. 10). 
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CSR dimensions 
Carroll (1979, p. 500) declared four dimensions of CSR; Economic responsibilities, Legal 
responsibilities, Ethical responsibilities, and Discretionary responsibilities. He suggests 
that these dimensions must be met and performed simultaneously, thus, companies’ 
activities and actions are often complex and may require the consideration of more than 
one social responsibility. Hence, the four dimensions can be used as a framework in which 
companies can identify the need of social consideration in their activities and actions 
(Carroll, 1979, p. 501). Additionally, these dimensions can also facilitate clarity about 
what society expect from companies in regard to their responsibilities in different 
categories (Carroll, 1979, p. 500). 
  
Further, Carroll (1979, p. 500) assert that a company's economic responsibilities is the 
most fundamental dimension and refers to the responsibility to provide society with goods 
and services that they make their profit of by selling. This is the foundation of business 
and society expect companies to make profit in this way. In the same vein, society expect 
companies to operate their businesses within the legal boundaries which constitutes the 
company’s legal responsibility (Carroll, 1979, p. 500). Further, Carroll (1999, p. 283) 
discuss that the legal and economic dimension is to some extent linked together because 
companies perform their economic responsibilities within the framework of legal 
obligations. Hence, this implicates that the economic and legal responsibilities can be 
viewed as one integrated category. 
  
The ethical and discretionary responsibilities are more ambiguous in their nature and are, 
by some means, more complicated to determine. Carroll (1979, p. 500) discuss that ethical 
aspects are incorporated in the economic and legal responsibilities, however, there are 
still activities and actions that should be considered from an ethical aspect that does not 
fall under the law. Hence, ethical responsibilities refer to the responsibilities that are 
expected by society but are neither represented under the economic nor the legal 
dimension. 
  
Discretionary responsibilities are referred to as the activities and actions that are of a 
voluntarily nature (Carroll, 1979, p. 500). The activities and actions that fall under this 
category are neither related to a company’s business nor required from them by any 
means, i.e. legal and ethical requirements. Even though society may put additional 
expectations on companies to go beyond their responsibilities, the engagement in 
discretionary activities and actions are generally selected from the company’s own 
preferences of how they want to contribute to society (Carroll, 1979, p. 500). 
  
Conclusively, Duthler and Dhanesh (2018, p. 454) adapted Carroll’s definition of the four 
dimensions but explained that the related term, sustainable development, stress the 
importance of environmental responsibilities. Accordingly, Turker (2009a, p. 200) stress 
that there is an increase in awareness, and concern, of the environmental issues currently 
faced by society. Therefore, Duthler and Dhanesh (2018, p. 454) added the environmental 
dimension in their study. This has led us to consider five dimensions so far; economic 
responsibilities, legal responsibilities, ethical responsibilities, discretionary 
responsibilities, and environmental responsibilities. However, the prominent definition in 
modern time, that most often support how businesses relate to the concept of CSR today, 
is based on the concept of triple bottom line (Elkington, 1998). 
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CSR in terms of triple bottom line 
Essentially, the concept of Triple Bottom Line (TBL) is just another way to describe CSR 
(Marrewijk, 2003 p. 95), thus, in the same notion as sustainability and corporate 
sustainability are equivalent to CSR (Milne & Gray, 2012, p. 14). The first arguments 
that supported the idea that CSR can be viewed in terms of TBL was formed as early as 
1997 in the book ‘Cannibals with Forks: The Triple Bottom Line of 21st Century 
Business’ by John Elkington (Wheeler & Elkington 2001, p. 1). Elkington (1997, cited in 
Milne & Gray, 2012) and Wheeler and Elkington (2001, p. 13) argued that the relevance 
of using TBL would increase as the importance of creating value and communicating 
CSR towards stakeholders was increasing. Hence, TBL is an effective way for companies 
to inform the stakeholders about the company’s social, environmental and economic 
progress, as well as managing how their business should be operated to meet their CSR 
goals (Wheeler & Elkington 2001; Milne and Gray, 2012). 
  
Bhattacharya (2016, p.10) refers to CSR as the TBL which, in contrast to Carroll (1979), 
constitutes of only three dimensions; social, environmental and economic responsibilities. 
Essentially, TBL is determined as the way in which companies create value by combining 
the value of the business and the value of the stakeholders (Bhattacharya, 2016, p.10). He 
argues that companies that adopt to and manage their business in accordance with the 
TBL will be able to create socio-environmental value when acting responsible towards 
people and the planet. Additionally, it will also create business value because the 
responsible actions towards people and planet will also result in enhanced business value, 
i.e. profit (Bhattacharya, 2016, p.10). Eventually, combining business value and 
stakeholder value in the CSR practice will lead to the company’s responsible activities 
being closer linked to the its core business (Bhattacharya, 2016, p.10). Ultimately, it is 
more likely that their initiatives will result in a successful CSR practice if they manage to 
combine the social and environmental dimensions with the economic dimension. 
Furthermore, looking at CSR through TBL is in line with the stakeholder approach as it 
emphasizes the importance for a company to act responsibly towards their stakeholders 
and to consider the stakeholders’ expectations. 

The principle of social responsibility, i.e. the social dimension of TBL, includes 
responsibilities regarding how an organization impact its social community, including the 
local, national and global communities (Elkington, 1998, cited in Miller et al., 2007, p. 
225). Bansal (2005, p. 198) further stress that all members of society and all members of 
the organization’s community should have the same rights in terms of having their needs 
met, i.e. getting access to resources such as food, safety, health care and education. 
Examples of social responsibility can be initiatives that account for equality, non-
discrimination, sharing of competencies etc. Moreover, the basic principle of 
environmental responsibility is that actions and activities that are carried out by 
businesses and humans should not damage the natural environment, as well as 
organizations should promote actions and activities that will protect and improve it 
(Bansal, 2005; Turker, 2009a). Farooq et al. (2017, p. 957) provides examples of 
environmental responsible actions and activities when they state that “CSR supporting 
the environment can include environmentally conscious investments, pollution 
prevention, ecological initiatives focused on the natural environment, and practices 
focusing on sustainable growth for future generations.“. Further, the principle of 
economic responsibility is that business should effectively produce goods and services 
that the society demand, and by doing so, they will create value and help to facilitate 
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better living conditions for all the members of society and its community (Bansal, 2005, 
p. 200). 

Montiel (2008, p. 260) argues that regardless of what terminology is being used to discuss 
companies’ social responsibility (i.e. CSR, CS or TBL), all the concepts have one thing 
in common which is the intention to balance social, environmental and economic 
responsibilities to create both stakeholder value and business value. However, what is 
clear is that there is no correct way of defining CSR, but because TBL includes all the 
aspects in which organizations most commonly address CSR in their business today, the 
definition of CSR that this study will adopt is in accordance with the definition of TBL. 
In other words, this study takes into account the environmental, economical and social 
dimension of CSR. It is of relevance to use a definition of CSR that is concurring with 
how organizations work with CSR today and that fits the context of business 
administration. As follows, organizations have responsibilities to go beyond their own 
organizational goals in order to contribute to society in social, environmental and 
economical ways. 
 
Internal and external CSR initiatives 
In addition to define CSR in terms of dimensions, it can also be regarded in terms of 
internal or external CSR. Thus, we aim to include a discussion about internal and external 
CSR in our defining of CSR. According to Turker (2009b, p. 413) corporate actions in 
relation to CSR can be targeted towards different stakeholder groups. In accordance, 
Farooq et al (2017, p. 958) discuss actions of internal or external CSR, the difference 
being whom the action is intended for. However, even if the receiver of internal and 
external CSR actions can differ, it is still the organization who initiates actions in both 
categories (Farooq et al., 2017, p. 958). Internal CSR refers to actions taken with the aim 
to affect the internal parties in an organization, i.e employees (Farooq et al., 2017, p. 958), 
this can be training, fair working conditions, ethical practices, as well as, fair treatment 
policies (Farooq et al., 2017, p. 957). Moreover,  external CSR is aimed to affect external 
parties which includes initiatives taken by the organization to promote the welfare of the 
community and consumers, as well as environmental protection plans (Farooq et al., 
2014, p. 566).  Essentially, with support from Farooq et al. (2017, p. 958), CSR initiatives 
can be categorized as internal or external. Since this study aims to investigate employees’ 
engagement in a company’s CSR practice, it is relevant to include initiatives with both 
internal and external nature.  
 
Conclusively, this study aims to investigate drivers and impediments that ultimately leads 
to employee engagement in a company’s CSR practice. Based on the discussion above, 
this study refers to CSR initiatives as actions taken by a company with the intention to 
positively impact society, from a social, economic and environmental perspective. 
Furthermore, these CSR initiatives can be characterized in terms of internal or external.  
 

3.3 Employee engagement and CSR 
  
The theoretical framework has, so far, provided a thorough description of the concept of 
employee engagement and the concept of CSR. Henceforth, it is important to address the 
concepts in relation to each other. The relationship between employee engagement and 
CSR has been discussed and investigated, especially in terms of CSR as an antecedent to 
employee engagement (Wollard & Shuck, 2011; Gupta & Sharma, 2016; Mirvis, 2012). 
As argued for in the problem background, employees are the key stakeholders in a 
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company’s CSR practice (Uusi-Rauva & Nurkka, 2010; Collier & Esteban, 2007), and 
their engagement in the company’s CSR practice is critical for the CSR practice to be 
successful (Collier & Esteban, 2007; Bhattacharya, 2016; Opoku‐Dakwa et al., 2018). 
Especially, Collier and Esteban (2007) are recognized as influential authors with regard 
to explaining the importance of employees’ engagement in companies’ CSR practices. 
They argue that how well an organization will be able to deliver their CSR activities is 
depending on how responsive employees are towards the organization’s CSR practice, as 
well as how committed the employees are to deliver and engage in CSR activities (Collier 
& Esteban, 2007, p. 22). Thus, researchers have aimed to outline drivers and impediments 
in order to understand employees’ responsiveness to, and engagement in, CSR initiatives. 
Further, this will lead to knowledge of how to increase employee engagement in 
organizations’ CSR practices. Hence, potential factors that are relevant for this study will 
be presented and discussed in the next section of the theoretical framework.  
 

3.3.1 Factors that affect employee engagement in CSR 
  
Since this study aims to examine how employees become engaged in CSR, we will further 
discuss the relevant factors that can be related to engagement in CSR initiatives that have 
been identified from different studies. Some of the factors will further be considered in 
relation to the employee engagement model conceptualized by Kahn (1990); 
psychological meaningfulness, psychological safety and psychological availability. 

Internal factors 
Slack et al.’s (2015, p. 542) study identified attitudes to CSR as a driver of employee 
engagement in CSR activities. The findings showed that the general knowledge and 
attitudes an employee has towards CSR will affect on what level they engage in the CSR 
initiatives at work (Slack et al., 2015, p. 542). Rodrigo and Arenas (2008, p. 276) 
categorized employees into three groups based on their general attitude to CSR; 
Committed employees, indifferent employees, and dissident employees. Committed 
employees engage in CSR initiatives at work simply because they value and consider 
CSR as important on a personal level, thus they have a positive attitude to CSR (Rodrigo 
& Arenas, 2008, p. 276). Indifferent employees are explained to have an attitude towards 
CSR that is neither positive nor negative (Rodrigo & Arenas, 2008, p. 277). They will 
engage in CSR activities if they recognize it as important for the success of the 
organization, hence, they have no personal motives for engagement in CSR activities 
other than achieving their own goals (Rodrigo & Arenas, 2008, p. 277). In opposition, 
dissident employees have a negative attitude to CSR as they consider social 
responsibilities to be external to the organization and do not want resources to be devoted 
to those activities, thus they are likely to disengage in CSR initiatives (Rodrigo & Arenas, 
2008, p. 277). However, findings in the study showed that positive attitudes to CSR can 
be enhanced if the CSR practice is embedded in the organization, possible because that 
makes the employees more concerned about CSR in general and feel like their work has 
a higher meaning (Rodrigo & Arenas, 2008, p. 272). Embeddedness of CSR in the 
organization can be achieved through implementing a specific CSR function or 
department in the organization which will communicate the importance of CSR (Slack et 
al., 2015, p. 539). Thus, that will in turn lead to enhancing both their knowledge about 
the organization’s CSR practice and their attitudes to CSR. 
  
In accordance with the attitudinal groups of employees, Slack et al (2015, p. 544) found 
that employees’ engagement in CSR initiatives differed depending on their attitudes. 
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Thus, employees with positive attitudes genuinely engaged in CSR, whereas employees 
with negative attitudes where less likely to genuinely engage in the organization’s CSR 
practice. Therefore, investigating attitudes to CSR will be relevant to determine what 
factors that influence employee engagement in CSR. 
  
The next factor this study will investigate is organizational identification, which is 
defined by Mael and Ashforth (1992, p. 109) as “the perception of oneness with or 
belongingness to an organization where the individual defines him or herself at least 
partly in terms of their organizational membership”. Tian and Robertson (2017) study 
showed that perceived CSR and organizational identification are positively related. 
Contrary, by some means, Farooq et al. (2017, p. 958) argued that CSR is an essential 
driver of employee identification. Specifically, because employees often determine the 
attractiveness of their organization based on how they perceive the organizations’ CSR 
practice. They argue that CSR is a valued practice in which the organization contributes 
to society, employees are more likely to identify with socially responsible organizations 
as it increases their own self-esteem and gives them opportunities for self-enhancement 
(Farooq et al., 2017, p. 958). However, building on this argument, Tian and Robertson 
(2017) suggest that organizational identification is a driver of employee engagement in 
CSR initiatives. They argue that organizations that are perceived as socially and 
environmentally responsible will be able to leverage self-esteem and self-enhancement 
so that employees include organizational characteristics in their identity (Tian and 
Robertson, 2017). Thus, the relationship between organizational identification and 
perceived CSR can be argued to work in both directions, i.e. organizational identification 
as a driver of CSR engagement and CSR engagement as a driver of organizational 
identification, as well as something that is created simultaneously. 
  
Brammer et al. (2015, p. 329) further asserts that employees who includes organizational 
characteristics in their identity will experience the potential difference in interest, between 
the organization and themselves, to be less palpable. Hence, the objectives and goals of 
the organization will be aligned with the employees’ objectives and goals, and vice versa 
(Brammer et al., 2015, p. 329). An alignment between the goals of the organization and 
the goals of the employee is suggested to lead to employees engaging in activities and 
behaving in a way that promote the organization's values and norms, as they start to 
identify them as their own values and norms (Ashforth et al., 2008, p. 338). Tian and 
Robertson (2017) further apply this discussion to the context of employee engagement in 
CSR practices. Thus, arguing that alignment between the CSR values and goals of the 
organization and the ones of the employee will lead to higher level of identification, 
which in turn will lead to a higher level of engagement in the CSR practice and specific 
CSR initiatives (Tian & Robertson, 2017). By all means, an employee who identifies with 
an organization that is socially and environmentally responsible will contribute to the 
success of the CSR practice by engaging in it (Tian & Robertson, 2017). 
  
Findings in the study of Tian and Robertson (2017) indicated that employees who 
perceived their organization as responsible, both in a social and environmental manner, 
identified with the organization on a higher level than those who did not perceive the 
organization as responsible. By reason, employees that identified with their organization 
was more inclined to engage in the organization's CSR practice. Additionally, employees 
who identifies with their organization are more likely to care about organizational 
outcomes and the success of the organization, which ultimately makes them more willing 
to engage in initiatives that benefit the organization (Tian & Robertson, 2017). 
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Positive emotions like being important and valued within the organization which leads to 
organizational identification can be related to psychological meaningfulness (Kahn, 
1990). Hence, organizational identification is likely to cultivate meaningfulness which in 
turn leads to a higher level of employee engagement. 

External factors 
One factor known to foster employee engagement is the availability of training and 
development. Bansal & Roth (2000, p. 732) assert that training employees about the 
impact the organization has on CSR related issues will raise awareness and concern. 
Training is the practice that enables an organization to evolve the knowledge and skills 
of the workforce (Cantor et al., 2012, p. 38). According to Cantor et al. (2012, p. 38) 
different training programs can have varying purposes, but essentially it expresses what 
the organization values and what goals the organization has (Casey & Sieber, 2016, p. 
74; Cantor et al, 2012, p. 38). In other words, CSR related training programs is seen to 
develop skills in relation to CSR (Casey & Sieber, 2016, p. 74), thus, increase an 
employees’ ability to carry out CSR initiatives. According to Cantor et al. (2012, p. 43) 
an organization who offer CSR related training can strengthen the kind of behaviour it 
wishes employees to display. Additionally, how employees perceive training programs 
will influence the level of engagement in CSR related behaviours (Cantor et al., 2012, p. 
44). May et al. (2004, p. 31) assert that managers who encourage employees to focus on 
themselves to develop new competencies can increase the feeling of availability, thereby 
enhance engagement. This implies that if an organization were to provide training and 
development opportunities connected to their CSR practice, that allows employees to 
invest in themselves, grow and advance, they could enhance employee engagement in 
CSR. Thus, training and development is of interest to examine in terms of employee 
engagement in CSR. 
  
Another factor identified that can affect employee engagement in CSR is recognition. 
According to Kahn (1990, p. 704) employees who are satisfied with their work role will 
to a greater extent experience a sense of meaningfulness at work. This is further supported 
by May et al. (2004, p. 33) who assert that the job design and the work role fit, i.e. how 
employees work role align with how they identify themselves, will influence 
meaningfulness and thereby enhance engagement at work. In addition to employee 
experiencing their work role to enhance meaningfulness, Saks (2006, p. 605) assert that 
this experience can be reinforced by recognitions and rewards from external parties. Thus, 
Saks (2006, p. 605) suggest that employees will be to a greater extent engaged if they 
perceive they are recognized and rewarded by management for their efforts. Furthermore, 
Paillé et al. (2014, p. 453) declares that employees who carry out CSR initiatives at work 
should be recognized and, thus, connects rewards and recognition to CSR initiatives. 
Essentially, this implies that if management recognize and reward their employees’ CSR 
related efforts, their sense of meaningfulness will increase and thereby increase employee 
engagement. Hence, recognition is presumed as an important factor for employee 
engagement in CSR. 
  
Dilchert and Ones (2012, p. 506) identified the management of an organization to be an 
important facilitator of CSR initiatives. Managers and supervisors are responsible for 
coordinating and deciding what activities their employees should put time and effort into, 
hence, they will direct if and how much an employee participate in CSR initiatives (Casey 
& Sieber, 2016, p. 74). Therefore, management plays a central role in the work towards 
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getting employees engaged in CSR initiatives at an organizational level (Casey & Sieber, 
2016; Paillé et al., 2014, p. 456). Especially, encouraging employees to participate in CSR 
initiatives, and by supporting them in doing so, will lead to a higher level of employee 
engagement in CSR initiatives. Thus, management support is another factor that this 
study will investigate. Furthermore, another way for managers to influence the 
employees’ engagement in CSR initiatives is to lead by example (Casey & Sieber, 2016, 
p. 74). Essentially, if the managers are actively engaged in the company’s CSR practice, 
such behaviour will be reflected onto the employees. Collier and Esteban (2007, p. 27) 
further stress management's commitment to CSR as important in order to get the 
employees to engage in CSR initiatives. Employees might not recognize engagement in 
CSR as important if their managers are not committed to it, or if the managers do not 
integrate CSR in their work, thus, making the employees less engaged in the 
organization’s CSR practice (Collier & Esteban, 2007, p. 27). 
  
Kahn (1990, p. 708) conclude that encouraging and clear management influence the 
feeling of psychological safety among employees. This is further supported by May et al. 
(2004, p. 30) who found supportive supervisors to be a predictor of psychological safety. 
A feeling of psychological safety will lead to increased employee engagement, hence, 
this further indicates that management support is a factor that can influence employee 
engagement, which further support the relevance of examine management support in 
relation to employee CSR engagement. 
  
The findings in Slack et al.’s (2015, p. 544) study showed that employee engagement in 
CSR initiatives are both occurring at an organizational level and personal level, which 
are, to some extent, separated from each other. This separation of engagement derives 
from how employees experience CSR engagement based on both organizational factors 
and personal factors, and how an employee experience CSR engagement is further linked 
to the perceived lack of embeddedness of CSR in the organization (Slack et al., 2015, p. 
544). Ultimately, Slack et al. (2015, p. 544) assert that the lack of embeddedness of CSR 
is a result of poor internal CSR communication and lack of CSR culture. Thus, those 
will also be factors investigated in this study. 
  
Slack et al. (2015, p. 543) argues that internal CSR communication is a significant 
impediment to employee engagement in CSR. Poor internal communication can be 
displayed through either week or complete absence of CSR communication within the 
organization. Consequently, employees not being informed about the organization’s CSR 
practice and the social benefits of it can be a result of poor internal CSR communication 
(Slack et al., 2015, p. 546). The findings in Slack et al.’s (2015, p.546) showed that the 
employees who were not informed enough, were also more prone to disengage from the 
organization’s CSR practice in whole, or specific CSR initiatives. Furthermore, internal 
communication can also be related to the effectiveness of the CSR practice (Slack et al., 
2015, p. 543). Employees in the study insisted that the CSR practice was ineffective 
because it was not communicated in a clear and understandable way, therefore, it was not 
feasible to effectively carry out the CSR practice within the organization (Slack et al., 
2015, p. 543). Thus, in order for employees to engage in the CSR practice, it needs to be 
communicated properly so that the employees understand how to identify with it and 
engage in it. 
  
Conclusively, poor internal communication is likely to result in less engaged employees, 
whereas the presence of internal CSR communication, that is effective and clear, is crucial 
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to get employees engaged in CSR initiatives. Therefore, this study will be investigating 
how this factor influence employee engagement. 
  
Slack et al (2015, p. 539) further argue that a conflict between personal and organizational 
CSR values can emerge if the value of CSR is not communicated properly, meaning that 
conflict emerge when employees do not know what the value of CSR is for the 
organization and for themselves. Hence, when the CSR values are conflicting between 
the employee and the organization, it might lead to disengagement in CSR initiatives 
(Slack et al., 2015, p. 539). However, if the CSR values are shared it will more likely 
increase the level of employee engagement in CSR initiatives. The shared CSR values 
between the organization and the employee is often displayed and facilitated in the 
organization's CSR culture. 
  
Hence, the other factor related to embeddedness of CSR and employee engagement is 
lack of CSR culture (Slack et al., 2015, p. 544). Duarte (2010, p. 358) define CSR culture 
as different meanings, based on social and environmental values, that is to various extents 
shared by members within the organization. These values characterize an organization, 
where ethical norms, fair treatments and transparency reflect the organizations behaviour 
towards society and the environment. Further, Collier & Esteban (2007, p. 24) stress that 
different aspects of the organizational environment such as policies, compensation, 
management or stories, can all be carrying meaningful messages that constitute a CSR 
culture. In regard to the role of CSR culture in employee engagement, Slack et al. (2015, 
p. 543) assert that a weak CSR culture will impede employee engagement in CSR. 
Organizational CSR culture is connected to the extent in which CSR is noticeable within 
the organization, in other words the visibility of CSR (Slack et al., 2015, p. 544). Thus, 
lack of presence of CSR in the day-to-day operations indicates that organization have not 
fully integrated CSR into their organizational culture (Slack et al., 2015, p. 544). Further, 
in the study of Slack et al. (2015, p. 544) some respondents mentioned visibility of CSR 
is an essential factor that affect the degree of CSR engagement. 
  
Moreover, Collier & Esteban (2007, p. 20) stress the importance of CSR being prioritized 
and advocated at the top level of an organization, among the people who have the 
responsibility to embed CSR in the organizational culture. To further stress the 
importance of CSR culture, Duarte (2010, p. 365) discuss shared values among 
organizational members and stress that an organization's CSR culture will reflect the 
identity of a group, as well as, what the group aim for and where they are headed. This 
implies that a CSR culture should outline a clear direction in which employees know what 
to expect and what is expected of them. Thereby, it is likely that an employee will 
experience conformity between organizational norms and their work role. Which 
according to Kahn (1990) can foster a sense of psychological safety and thereby enhance 
engagement. Thus, it is of interest to examine the role played by CSR culture on employee 
engagement in CSR initiatives. 
 

3.3.2. Summary 
  
To describe what fosters employee CSR engagement is not without complexity. Thus, 
what factors that affect employee engagement can be individual to every employee, and 
a result of influence from both individual and organizational factors. The literature and 
previous research on employee engagement in relation to CSR has identified and 
illustrated both internal and external factors that affect employees’ engagement in CSR 
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initiatives. Hence, the factors described in this study is drawn from research and 
connected to employee engagement theory. It is known that the degree to what an 
employee experience psychological meaningfulness, psychological safety and 
psychological availability at work will determine their level of engagement (Kahn, 1990). 
Attitudes to CSR and organizational identification are internal factors related to an 
employee’s personal experiences that can affect their CSR engagement, whereas training 
and development, recognition, management support, CSR culture and internal CSR 
communication are external factors related to the organization that can affect their CSR 
engagement. 
 
Table 1. Factors that affect employee engagement in CSR 
  
 

Internal factors Connection to 
employee engagement 
condition 

Previous research 

1. Organizational 
identification 

Psychological 
meaningfulness 

Brammer et al. (2015); Mael & 
Ashforth (1992); Tian & 
Robertson (2017); Farooq et al. 
(2017); Ashforth et al. (2008) 

2. Attitudes to CSR Psychological availability Slack et al. (2015); Rodrigo & 
Arenas (2008) 

 
External factors Connection to employee 

engagement condition 
Previous research 

3. Training and 
development 

Psychological availability Casey & Sieber, (2016); Bansal 
& Roth (2000); Cantor et al. 
(2012) 

4. Recognition Psychological 
meaningfulness 

Saks (2006); Paillé et al. (2014) 

5. Management 
support 

Psychological safety Casey & Sieber (2016); Paillé et 
al. (2014); 
Dilchert and Ones (2012); Collier 
& Esteban (2007) 

6. Internal CSR 
communication 

Psychological availability Slack et al. (2010) 

7. CSR 
culture 

Psychological safety Slack et al. (2010); Collier & 
Esteban (2007); Duarte (2010) 
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4. Practical Method 
The fourth chapter outlines an explanation of the practical approaches to how the data 
was collected in this study. It begins with a description of how the case company and the 
respondents were selected. Next follows a description of preparations, data collection 
method and the interview guide that was used when conducting the interviews, as well as 
the preparations before the interviews and how the interviews were conducted. Thereafter 
follows a presentation of how the collected data was handled, and the presentation of 
empirical findings and analysis. Conclusively, the ethical considerations are discussed. 
  
4.1 Choice of company and respondents 
  
Our choice to have a case study is supported by the fact that we wanted to examine 
employee CSR engagement with insights from both employees and managers, with the 
purpose of managers being able to describe how they perceive the employees to be 
engaged in CSR, thus it was necessary to conduct the study in the same context. The case 
company is anonymous because it allows for a critical and analytical view, since the 
respondents can answer the questions without feeling constrained.  
 
The selection criteria when choosing case company to investigate in this study was that 
the chosen organization should have a well-formulated CSR practice. This criterion was 
set out to ensure that employees within the organization were aware and knowledgeable 
about CSR, and thereby able to express their opinions related to CSR. It was also 
interesting to investigate a company within an industry that works with a societal mission. 
This because the consequences are more critical if their services are not provided in a 
responsible manner, in comparison to other industries. The case company is an 
organization who work with a societal mission within the sector of green support services, 
i.e water and waste management. From its sustainability report it was noticeable that the 
it has an extensive CSR practice with CSR initiatives that goes beyond its operations. It 
was also found to have assigned personnel to work specifically with CSR questions. In 
other words, the case company fulfilled the criterions that had been established. This 
shows that the selection was not made at random, which Saunders et al. (2016, p. 295) 
call a non-probability sample. Since our study aims to examine employees CSR 
engagement, we felt these criterions to be relevant and appropriate to answer our research 
question. This means that we did a purposive sample which, according to Bryman and 
Bell (2017, p. 406), is one form of a non-probability sample.  
 
The respondents have been selected the same way as the case company, through a 
purposive sample. Common in a purposive sample is to select respondents that differ from 
each other in relation to qualities or important aspects, this is done to get a variation 
representative for the whole group (Bryman and Bell, 2017, p. 406). Since, the case 
company is a large organization we felt it relevant to select respondents from various 
departments (i.e human resources, Marketing and Operations), we also accounted for a 
variation in gender and age. This was done to ensure that we had a representative sample. 
Moreover, we had a contact person at the company in which we told our criterions to and 
received help to select respondents. Thus, the sample was selected by a person who are 
familiar with the company, and the people working there, this further supported that our 
criterions were fulfilled. Additionally, our respondents consist of both managers and 
employees, this because it enables us to get a more comprehensive understanding of CSR 
engagement. Furthermore, even though this study answers the research question from the 
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employee perspective, managers are still a good source of information. This because 
managers will be able to express their opinions on the existing conditions and their 
perceptions on what fosters engagement, as well as, the degree to which they perceive 
employees to be engaged in CSR initiatives. 
  
Additionally, Back and Berterö (2015, p. 152) stress that in a semi-structured interview 
one should account for at least one hour, since the interview can stir up feelings and 
thereby it is favourable if it does not have to be cut short. In consideration to this, we set 
aside one and a half hour for our interviews to ensure that we would have the time if 
necessary. According to Saunders et al. (2016, p. 297) there is a point when data 
saturation is reached, and this occurs when additional data do not give any new insights 
or information. Further, Trost (2010, p. 143) assert that a researcher should limit the 
number of interviews so that the assembled material is manageable, with too much data 
one might miss important details. Thus, Trost (2010, p. 143) suggest four to eight 
interviews, whilst Back and Berterö (2015, p. 151) assert that it can be a matter of 10-15 
interviews. By considering what would be the appropriate amount of data we choose to 
interview nine respondents, six employees and three managers. We perceived that nine 
interviews were appropriate since we experienced that data saturation was reached when 
some respondents started to repeat what others had already said. 
  

4.2. Preparations and data collection method 
  
Collis and Hussey (2014, p. 133) assert that interviews are a data collection method that 
allows the researcher to gain a deeper understanding of the interviewees’ thoughts, 
feelings and actions. Thus, interviews are perceived to be the most appropriate way of 
collection data in this study since the aim is to understand how employees become 
engaged in CSR. In line with our interpretivist standpoint, interviews will allow us to 
understand the individual respondents’ thoughts and feelings in regard to the investigated 
phenomenon. Focus groups are known as another data collection method in qualitative 
studies (Saunders et al., 2016, p. 168). However, it is not suited for this study since the 
respondents should be anonymous in all regards, i.e. in the study and to each other. It 
could also be a risk with focus groups that the respondents might be prone to give answers 
that is perceived to be the ‘right’ one instead of expressing what they actually feel or 
think, which they can be more comfortable doing in an individual interview. A 
disadvantage of interviews as a data collection method could be that it is time consuming 
(Collis & Hussey, 2014, p. 134). However, time was not perceived to be a constraint in 
this study since it was essential to set aside the time necessary to gain a deeper knowledge 
of the respondents’ answers and their perception of CSR engagement.  
 
The initial phase of the data collection began with contacting the case company to find 
out if they had an interest in participating in the study, and further to reach an agreement 
on their participation. After the first contact with the case company over phone, an 
information letter (see appendix 2) and an interview schedule was sent to our contact 
person at the case company. Thereafter, the information letter and interview schedule 
were further forwarded to the respondents. Information about the authors, the study, as 
well as thorough information about the interviews was included in the information letter. 
The respondents got general information about what the interview was going to be about, 
the location the interviews were going to be held at, the estimated time frame for the 
interview, as well as their participation and anonymity in the study. In order to ensure 
comfort and ease for the respondents, it was decided that the interviews were going to be 
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held at the office, as it could otherwise affect the respondent’s participation and their 
answers (Saunders et al., 2016, p. 403). 
 
Interviews can, according to Saunders et al. (2016. p. 390), be categorized into different 
types of interviews depending on structure and formality, and these types can be 
structured interviews, semi-structured interviews or unstructured interviews. Saunders et 
al. (2016, p. 391) assert that structured interviews are constructed by predetermined 
questions and answers, whereas unstructured interviews are constructed only by 
predetermined themes without specific or predetermined questions. A semi-structured 
method was chosen for this study, which is the most common type of interview for a 
qualitative research (Saunders et al., 2016, p. 391). In accordance with how Saunders et 
al. (2016, p. 391) describes the structure of this type of interviews, an interview guide 
was constructed with different predetermined themes and key questions. The themes of 
the interview guide were engagement in CSR, internal factors and external factors, which 
were identified as relevant based on the material presented in the theoretical framework. 
Additionally, semi-structured interviews also allow for further sub-questions to be 
included if the interviewer find it necessary in order to examine the research question in 
best way possible (Saunders et al., 2016, p. 391). 
 

4.2.1 Interview guide 
  
Two different interview guides were created for this study, one for the employees (see 
appendix 4) and one for the managers (see appendix 6). The interview guide for 
employees consisted of 15 questions and the interview guide for the managers consisted 
of 14 questions. The aim of the interview guide for the employees was to capture their 
own perceptions of their CSR engagement, whereas the aim for the interview guide for 
the managers were to capture how they perceive employees’ engagement in CSR in order 
to give further insights to what fosters employees’ CSR engagement. The differences in 
the interview guides emphasize that distinction between what we wanted to capture 
through the interviews with the employees versus the interviews with the managers. For 
example, in the interviews with the employees, respondents were asked about different 
factors and how those factors might affect their engagement in CSR. However, in the 
interviews with the managers, respondents were also asked about the same factors, but 
instead how they perceived that those factors might affect employees’ engagement in 
CSR. Further, another example is the interview question regarding the factor management 
support; whilst respondent employees were asked to explain how the management might 
affect their CSR engagement, the managers were also asked about the factor management 
support, but instead how they as a manager might affect the employees’ CSR engagement. 
  
Our interview guide was tested on an independent manager and employee separated from 
the case company to ensure that the estimated timeframe was reasonable and that the 
questions would give us useful information. Both test interviews were kept within the 
estimated time frame of 60 minutes which allowed us the time to ask further sub-questions 
during the real interviews. Answers in the test interviews was given appropriate to the 
stated themes in the interview guide, however, we needed to clarify some of the questions 
as well as add some open questions in regard to CSR and engagement. 
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4.3 Conducting the interviews 
  
In total, nine interviews were held which went on between approximately 30 and 70 
minutes. All interviews, expect one interview, was held at the company’s office. 
Furthermore, the interviews were held in Swedish since that is the native language of both 
the respondents and the authors, hence, it would be more comfortable and natural for the 
authors to ask questions and the respondents to formulate their answer in Swedish (Myers, 
2013, p. 119). It was also important that we could ensure that the respondents would not 
misunderstand and/or misinterpret the questions, as well as to avoid any 
misunderstandings or misinterpretations between the respondents and the interviewer. 
Before the interviews started, we gave a short presentation and introduction to the study 
and us, the authors. The authors took turns in holding the interviews, therefore, we 
clarified whom of the authors that was holding the interview and was responsible for 
asking the interview questions, as well as mentioning that the other author was allowed 
to ask potential sub-questions. Accordance with Bryman and Bell (2017, p. 219) this is 
important to ensure consistency in the interviews and between the interviewers. Further, 
this was also clarified in order to avoid any confusions for the respondents, as well as not 
making them feel inferior if there were two interviewers asking questions (Trost, 2010, 
p. 67). After the short presentation and introduction, the interview began with the question 
to get permission to record the interview, as well as stating that the participation was 
voluntary and that they were allowed to refuse to answer any of the questions they were 
not comfortable with answering. 
  
One interview was held over phone. Intentionally, it was decided that all interviews were 
going to be held in person to be able to observe and identify body language and gestures 
that could be relevant in order to understand the respondents and gain a deeper 
understanding for their answers (Bryman, 2017, p. 419; Saunders et al., 2016, p. 421). 
However, an exception was made in order to grant that theoretical saturation was met. 
Saunders et al. (2016, p. 421) further assert that telephone interviews can be advantageous 
in the sense of guaranteeing access. The telephone interview began with the authors 
calling a few minutes prior to the interview was scheduled in order to ensure that the 
practical concerns were checked before the interview started. Thereafter, the interview 
followed the same structure as the in-person interviews, i.e. a short introduction followed 
by the question in the interview guide. 
  
A compilation of the conducted interview in the study is presented below in table 2. The 
table presents the respondents position and fictitious name, as well as the date of the 
interview, place of the interview and length of the interview. The employees were given 
fictitious name starting with the letter E to indicate that they are employees, whereas the 
managers were given fictitious name starting with the letter M to indicate that they are 
managers. 
  
Table 2. Compilation of Interviews 
  

Position Name Date Place Interview length 

Manager Maria March 28th, 2019 Office 45 mins 
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Manager Melissa April 1st, 2019 Phone 49 mins 

Manager Marcus April 2nd, 2019 Office 31 mins 

Employee (operations) Emma March 27th, 2019 Office 34 mins 

Employee (operations) Edwin March 27th, 2019 Office 68 mins 

Employee (operations) Eric April 1st, 2019 Office 31 mins 

Employee (administration) Eleanor March 28th, 2019 Office 40 mins 

Employee (administration) Elisabeth March 29th, 2019 Office 42 mins 

Employee (administration) Ethan April 1st, 2019 Office 45 mins 

 
4.4 Handling the collected data 
 

4.4.1 Transcribing the interviews 
  
In accordance with Bryman and Bell (2017, p. 466) who emphasize that interviews in 
qualitative studies are often recorded and thereafter transcribed, i.e. the recorded data is 
written down into words as soon as possible after they are completed, we considered this 
in our study. Further, Bryman and Bell (2017, p. 465) also stress that it is easier to make 
a thoroughly analysis when the interviews are transcribed. Therefore, in order to facilitate 
an easier presentation of empirical findings and the analysis, the interviews in this study 
was transcribed shortly after they were held. 
  
Further, since the interviews was held in the respondent’s native language, Swedish, the 
transcribed data had to be further translated into English in order to do the analysis. 
Bryman and Bell (2017, p. 470) discuss that the comparability could be affected if the 
author translate data into their second language, as that could increase a risk of 
interpreting words in an incorrect way. However, this should not be a problem for this 
study since both authors possesses good knowledge of the English language and have 
great experience of working on an academic level in English. This experience has been 
gained from studying abroad and taking courses taught in English at Umeå University. 
  

4.4.2 Presentation of empirical findings and analysis 
  
According to Trost (2010, p. 143), there is no predefined technique or rules as to how 
qualitative studies should be analysed, as opposed to quantitative studies. After the 
transcriptions had been written down, we were left with a vast amount of data, which 
Bryman and Bell (2017, p. 537) explain as one of the difficulties with qualitative research. 
In alignment with Back and Berterö (2015, p.153), we started of by reading our 
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transcriptions carefully and made comments of reflections and thoughts along the way. 
The empirical findings are presented in line with the structure of the interview guide to 
make it comprehensive and easy to understand. 
 
Subsequently, to be able to derive findings from our assembled data we conducted a 
thematic analysis (Bryman & Bell, 2017, s. 556). The themes of the thematic analysis 
were identified based on the content and the contexts of the data in connection to our 
theoretical framework and our research question.  In accordance with Bryman and Bell 
(2017, p. 556), we started by deriving the central themes of the collected data, these 
themes were identified in relation to the factors presented in the theoretical framework. 
For example, the factors attitude towards CSR and organizational identification were 
categorized under the central theme “Individual factors”, these were later divided into 
sub-themes, i.e. Genuine interest of CSR, CSR should be related to organizational 
outcomes, Meaningful work, Matching values in connection to organizational outcomes. 
The other central themes that were identified are: dimensions of CSR, Management’s 
role, Situational factors and Integration of CSR. In total, 15 sub-themes were identified, 
and all the identified sub-themes are presented under each central theme. Which means 
that some of the investigated factors were re-grouped based on what central theme they 
were included in. The central themes were also identified as either internal factors or 
external factors, which constitutes the global themes identified in the thematic network 
in connection to the thematic framework. After we identified the central themes and the 
sub-themes from the data, we reviewed the theoretical framework in order to integrate 
theory to our findings. From the data we encountered findings in relation to CSR 
engagement that had not been identified prior to our interviews, thus felt it to be relevant 
to complement with new theory to our analysis in order to further gain an understanding 
of “How can employees become engaged in a company’s CSR practice?”, this represent 
the inductive element of our study. 
 

4.5 Ethical considerations 
  
Bryman and Bell (2017, p. 140) argues that ethical considerations are important when 
conducting research within business administration, especially in the cases where the 
study involves close contact with people. Since our study is using a qualitative method to 
investigate individuals’ perceptions about employee CSR engagement, ethical 
consideration has been of great importance when conducting the study. Six different 
requirements are mentioned that should be considered and met in order to have an 
approach that is ethical correct; information requirement, consensus requirement, 
confidentiality- and anonymity requirement, utilization requirement, no false pretenses, 
and no harm to participants (Bryman & Bell, 2017, p. 141). 
  
The study is considered to meet the last two requirements, i.e. no false pretenses, and no 
harm to participants since none of the respondents have received information that is either 
misleading or false, as well as none of the respondents were harmed as a result of their 
participation in the study (Bryman & Bell, 2017, p. 141). The no false pretense 
requirement was met because relevant and correct information about the study was given 
to the respondent at several times which they showed their consensus to. 
  
The information requirement implies, according to Bryman and Bell (2017, p. 141), that 
the authors are informing and clear about what the purpose of the study is as well as how 
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the interviews will be conducted. An information letter was sent to the respondent with 
information including the purpose of the study, how the interviews was going to be 
conducted and that their participation was voluntarily. Thereafter, they agreed to 
participate in the study which indicates that they also acknowledge that the study was 
voluntarily and that they could choose to refuse to answer any of the questions they were 
not comfortable with answering or end the interview at any point. Thus, this asserts that 
both the information requirement and the consent requirement was met (Bryman & Bell, 
2017, p. 141) 
  
Furthermore, confidentiality- and anonymity requirement implies that information about 
the respondents are handled with as much confidentiality as possible and that all personal 
data is kept safe from unauthorized people (Bryman & Bell, 2017, p. 141). All 
respondents are mentioned with fictitious names in the empirical findings; thus, the 
authors are the only ones who knows their real names and identity. Additionally, neither 
personal nor sensitive information about the respondents was collected. Thus, the 
confidentiality- and anonymity requirement is met. Bryman and Bell (2017, p. 141) 
further asserts that, in order for the utilization requirement to be met, the collected data 
about individuals should only be used for the stated research purpose. The recorded 
interviews were deleted as soon as they had been transcribed, hence, to ensure that 
unauthorized people cannot access it after the study is completed. Essentially, the 
utilization requirement is met since the collected data is only used to answer the research 
question and purpose. 
  
Conclusively, this study meets all of the six ethical considerations. Whilst transparency 
was permeated through the study, assurance of confidentiality and anonymity was also 
protected at the same time. 
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5. Empirical findings 
The fifth chapter starts with an introduction of the case company, following by an 
introduction of the respondents. Thereafter, the empirical findings are presented based 
on the themes that were used when collecting the data. 
 

5.1 Presentation of the company  
 
The case company chosen for this study is a corporation in Sweden, operating water 
supply and waste management. It is a municipal company that have monopoly on their 
services, meaning there is no private actor allowed to offer the same type of services. The 
company is not financed from taxes, instead they are finances through their own earnings. 
Further, any potential revenue must be reinvested in the company and used for example 
development and maintenance. The company has about 135 employees, operating within 
different departments. The respondents in this study was selected from three different 
categories within the company; operational work, administrative work and managers. 
Their areas of responsibility differ, operational work includes employees within 
engineering or in operations, whereas the category of administrative work includes 
employees within communication, human resources and sustainability. Lastly, the 
respondents listed as managers in this study have responsibilities over personnel within a 
specific department. 
 

5.2 Respondents 
 
Employees 
Emma is one of the operational workers, she is interested in CSR and the environment 
has been important for her ever since she was young. Emma perceive that she is engaged 
in CSR initiatives, but she thinks it would be fun to do more.   
 
Eric is also an operational worker; he is very interested in environmental questions and 
he express a concern for the climate change. Eric perceive that he is not that engaged in 
CSR initiatives at the moment but says that it would be exciting to be more engaged.  
 
Edwin is another operational worker; he has a greater interest in CSR since he started 
working at the case company. Edwin perceive that he is very engaged in CSR initiatives, 
which he thinks is very important.  
 
Eleanor works with administration. For her, CSR is a diffuse subject and she is neither 
positive nor negative towards CSR and because of that, Eleanor perceive that she is not 
as engaged in CSR initiatives.  
 
Elisabeth is also working with administration. She has been aware of environmental 
concerns ever since she was little and stress the urgency of the climate change. Elisabeth 
perceive that she is very engaged in CSR initiatives.  
 
Ethan is another administration worker; he has a fundamental belief that it is important to 
have a healthy environment. Ethan perceive that he is indirectly engaged in CSR 
initiatives due to his line of work.  
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Managers 
Maria is one of the managers, she is responsible over a department within the 
organization, and her responsibilities are to manage and distribute work within that 
department. She has a personal interest in CSR related questions. Maria also perceive that 
there is a variation among the employees in terms of who is engaged in CSR initiatives 
and who is not. 
 
Marcus is another manager; he is managing a department within the organization. He 
perceives that CSR is when a company puts money and effort into what is best for society. 
Marcus perceive employees to have a general interest in environmental questions, and he 
believes there is a positive mindset among employees in regard to engagement in CSR.  
 
Melissa is also a manager and that is responsible over a department within the 
organization, and she is passionate about CSR related questions. Melissa perceive that it 
is a high engagement in CSR initiatives among employees, especially when it comes to 
environmental issues or economical responsibilities.  
 

5.3 A company’s responsibility towards society 
 
Employees 
All employees perceive that a company has great responsibility towards society. They 
explicitly assert, and are in agreement, that the case company has responsibilities due to 
its core business and the industry in which they operate. About the case company’s 
responsibility, Elisabeth says: “Yes, I think that for us it is probably the environment, 
partly environment or a lot about environment because that is what we do, we are an 
environmental focused company in the core. So, it becomes a natural connection that the 
environmental focused questions are on top of our agenda.”. Emma adds that for 
companies working with the environment, there is also a responsibility to consider their 
pollution so that they do not harm the environment. 
 
Emma and Eric talked about the case company’s economic responsibility, and mention 
that the profit needs to be used for the right purpose. Emma expresses that it includes 
“Both to live up to the expectations that exist and to, yes but, to take care of the resources 
that we get, not to be wasteful.”. Elisabeth also agrees and express that it is important that 
the case company allocate resources correctly since everyone has the right to get the 
company’s services provided and the case company have a responsibility to provide them 
in the most favourable way for the society.  
 
Edwin states that there comes a responsibility with having have monopoly on the 
company’s services, which means that it is essential that the case company reflect upon 
their actions and perform their services in the right way. Elisabeth also talks about how 
monopoly means greater responsibility: “We are the only ones; we have monopoly on 
collecting waste and producing water. And with that I feel that it follows a responsibility 
because the customer can’t really choose who they want.”. Further, Eleanor perceive that 
the case company might have an even greater responsibility than other companies because 
they work in the waste and water management industry, and because it is a municipal 
company, which means that they have to work in the best interest of the inhabitants of the 
city, i.e. take care of the environment around them. Elisabeth agrees and further states 
that because they are a municipal company, she experience that it is their responsibility 
to help integrate people who have had trouble entering the labour market and she adds 
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that a company also have a responsibility to consider factors such as equality in the 
workplace. Additionally, Ethan says that there is a responsibility within the workplace 
itself, he states that “we should have an open and honest workplace where we take care 
of each other and our history, among other things.”. 
 
Managers 
Melissa mention several examples of the case company’s responsibilities to society, such 
as health care for the employees, making sure the water they supply is clean, and that they 
have to be careful with their costs financially. Maria also talk about the importance of the 
environmental aspect of CSR as well as allocating resources right, “Our mission is to 
gather waste from every estate, make sure it is being made in a correct way in concern 
for the environment, and in a cost-effective way. And then we are also responsible to 
make sure the waste is taken care of in the best way in concern to the environment.“. 
Further, Maria believes that it is easy to connect responsibilities in regard to the 
environment.  
 
All three managers mention that CSR is easy to connect to their core business. Melissa 
talks about the basic business idea “Our foundation is that we are an important company 
for the society, or a company that provide important services for the society.”. Maria 
stress that it is important for the case company to take responsibility for its actions in 
order to ensure a functioning society, she says “Everything we do is for the environment 
and people's health.”. Marcus stress that the case company has a responsibility to provide 
services in the right way so that inhabitants are distributed with fresh water. Additionally, 
Marcus also mention that economical responsibilities is something that companies always 
have talked about, but that it is becoming more common nowadays to also discuss 
environmental and climate concerns as something that is included in a company’s 
responsibility towards society.  
 

5.4 Internal factors 
 

5.4.1 Attitudes towards CSR 
 
Employees 
Edwin explains that his work experiences has influenced his attitude towards CSR. He 
knew very little about environmental issues before he started at the case company as he 
previously worked at a company where they did not talk about waste management and 
such issues, to now be working at a company where they stress these questions everyday. 
He believes this has increased his awareness and understanding of environmental issues. 
 
Both Emma, Elisabeth and Eric talk about different aspects that have influenced their 
interest in environmental concerns, they all mention their choice of education. Elisabeth 
adds that like-minded friends have an impact on her. Emma and Elisabeth also talk about 
family, whilst Emma stress that caring for the environment has been important to her for 
as long as she can remember, and Elisabeth adds that her mother’s interest have had an 
impact. Employees also stressed a concern for climate change. Elisabeth mentions climate 
change as a pressing issue in today's society, she says “Well I believe that you have a very 
very big responsibility. Especially now when it is a crisis with climate and such.”. Eric 
also stress that it is important to consider the urgency of climate change.  
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All employees agreed that a company has a great responsibility towards society. 
However, when it comes to how a company works with CSR, some employees displayed 
a certain skepticism. Eleanor is not that intent to participate in projects and she express 
that “It is not like I feel; yes!”. She believes that for her to participate it has to be included 
in her work tasks, she says “Then I have to work with it, in another way.”. Further, Ethan 
mention that CSR means honesty and transparency in regard to what actions have been 
done and what actions that should be done in the future. Ethan adds that there are moments 
when one can feel that it is something that is done just to be able to talk about it externally. 
Further, Ethan talks about putting two assignments against each other, and that if that 
would be the case, he would choose more urgent assignments that can be connected to 
his work role over assignments connected to CSR. Ethan says “Everything is a matter of 
time and prioritization. If you should add one more project, then you’ll have to take away 
something else. Or lower the quality on something. Then you always have to evaluate, 
what is more valuable from the organizations point of view?”. However, in a situation 
where he would not have to choose between two projects, his approach would be positive 
since he believes that a job is about doing good. Ethan adds that that people should be 
careful to not be all over the place because he believes that there might be a risk of being 
involved in projects that are not connected to one’s work role which is not doing any good 
for the company. Eric shares similar thoughts and express that if he would feel that he 
can contribute with his competence, it would be a lot of fun to participate in CSR projects.  
 
In regard to her previous work life, Eleanor discuss that she has encountered people who 
had a hard time to assimilate new things, she adds that it can have to do with already 
established patterns that is hard to change when you start to incorporate new practices or 
projects, such as emission goals. Edwin also adds that it is important to talk about 
environmental issues, so that people gain an understanding instead of questioning. He 
says that it is always easier to question what one does not understand.  
 
Managers 
Both Melissa and Marcus describe that they perceive employees to have a positive 
mindset and want the case company to take its responsibility and work for a better society. 
Melissa gives example of both sharing competence and providing work opportunities for 
refugees. She perceives that people are influenced by the feeling of having a meaningful 
job and that employees who get the chance to help others feel good. She says “... I believe 
that people have this inherent force that they want to help.”. Marcus says that in general, 
employees want the company to perform as well as possible, for as long as possible. 
  
All managers believe that, overall, there is an interest in CSR among employees. Maria 
perceives that everyone at the company has a basic interest in environmental issues, and 
that some employees might even choose to work at the case company particularly because 
they are interested in these questions. However, she does not think that employees are 
equally interested and Maria says: “I don’t think everyone is, well people are different, 
some only wants to have a job to attend to where they know what to do, others choose to 
study and become academics and wants to think and wants to be a part in developing, 
and I mean, it is, that’s where we differ as people.”. Melissa explain that some people are 
positive all the time, but that initiatives sometimes have be explained in regard to the 
intentions behind it.  
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5.4.2 Organizational identification 
 
Employees 
Several respondents talk about that it feels good to work for a company that helps the 
society. Eric gets encouraged from working a lot with questions regarding the 
environment. He adds that, at another company, he might not have felt the same purpose 
from working with these questions. He values a work where he does something for 
someone else, and not working with something only to make as much money as possible. 
Emma emphasize that it is important for her to work for a better environment and thereby 
it feels good to work at an environmental focused company. She says, “it would feel very 
hard to work in a, in an industry where you know that you are harming the nature or the 
environment for everyone that lives there”. Equally, Elisabeth believes that she would 
have perceived that something felt wrong if she did not share the company’s values and 
she says: ” I think it is rather hard to work at a company where one does not feel that the 
values are shared.”. Elisabeth adds that if she were to work at a company who would not 
be concerned at all over their responsibilities, she would start questioning the company’s 
actions. Additionally, Eleanor says that one has to believe that the company’s values are 
good, but it is not critical in terms of employment, she says “If it is so that you can fend 
that off, then I believe you could stay. But if is is completely wrong, then you’ll switch 
jobs.“.   
 
Both Elisabeth and Eleanor discuss that it can be some sort of feeling of pride connected 
to working for a company that does good for society and for others, and that it becomes 
a driving force instead of profit. Elisabeth stress the feeling of working with something 
important, she says “I don’t know if pride might be the wrong phrasing, but perhaps it is 
some sort of driving force that you work with an important societal responsibility.”. 
Eleanor emphasize pride in terms of providing the case company’s services for the 
inhabitants because she knows how much it means for them. She adds “To have good 
results that is harmonized with what we do, that is another driver. People does not come 
here to make profit, that is not the basic idea.”.  
 
Both Ethan and Edwin perceive that when one agrees with the company values one does 
tasks without considering them. Ethan emphasize the difficulties if this was not the case, 
for example if the company did not care about a healthy environment. He describes it as 
“Companies can have whatever routines and policies they like, but in the end, it is norms, 
values and the everyday life that matters. And the more I believe that our values are 
harmonised, between the company and me as an individual, the less I have to think about 
routines and policies and doing the job right.”. Edwin stress that it is important to have 
the same view as the case company, otherwise it would not be a good match to work 
there, and he says: “in some way, in the daily operations, you do everything the (case 
company’s name) stands for without thinking about it, it becomes natural.”. 
 
Managers 
Maria mention that once you get an understanding of what the company does, you become 
interested. She thinks that many employees have actively applied for a position because 
they have heard about the case company and what they do, and thereby realize that it is a 
company that both care for their staff and also does an important work for society. Maria 
also believes that employees would not work at a company like the case company if they 
were not interested in what the company does. Marcus also talks about what would 
happen if employees are in disagreement with what the case company stands for, he 
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believes that there would be some sort of disruption. He adds that one potential 
consequence could be that the work would not be as effective, neither as individuals nor 
as a company. Melissa also believes that it is important that employees feel encompassed 
of the company’s values, she says “if they don’t really sense the values or feel like they 
are encompassed by them, then they might not run additional questions but rather the 
questions about the daily operations.”.  
 

5.5 External factors 
 

5.5.1 Training and development 
 
Employees 
The respondents talk a lot about the case company’s investments in becoming a company 
that focus on education, by making programs available to attend to if one wants to learn 
more about the industry. Elisabeth says that “the (case company’s name) invest quite a 
lot in development of competences, we will become the natural meeting place in (the 
company’s region)” and Edwin also says that “the (case company’s name) has created a 
corporation for development of competences. … And the goal there is that we want to be 
the hub.”. 
 
Edwin mention that employees attend many mandatory educations necessary for their 
position. Further, Eric, Eleanor and Ethan all believe that there are good opportunities to 
get the education you need. Ethan mentions examples of educational programs that is 
available, such as mentoring education to be qualified to take care of interns or 
participating in ISO 26 000. He mentions that if he were to start working at a company 
that did not offer opportunities to develop competencies, that would be negative. Ethan 
also mention that if he would attend an education, he believes that it would be good to 
connect the daily work to the subject so that one can see the opportunities and benefits 
from it, then it would be highly prioritized. Eric agrees and also emphasize that an 
education needs to be connected to daily work.  He adds that a connection would make it 
easier for it to become a part of the everyday tasks and for him to see the purpose of it. 
Further, Eleanor express that she is not very prone to attend a program, but she also says 
that “you become influenced by everything you listen to“, and she means that she is 
affected by how much she knows about the subject.  
 
Many of the respondents stressed meetings or employee gatherings as a favourable way 
of learning or becoming engaged. Elisabeth says that there are multiple ways to gain more 
knowledge that is not specifically connected to attending an education or being enrolled 
in a program. She talks about circular economy, and says that meetings, workshops or 
being a part of a network is inspiring and can make a subject more interesting. She adds 
that it is also a way to become engaged. Edwin also mention networking. He adds that 
people like every chance they get to meet up to discuss their work and share thoughts, 
both at the monthly meetings, during lunch hours or coffee breaks, he says that it is a 
good way to exchange ideas.   
 
Several respondents talk about a company’s responsibilities to society as something that 
is hard to grasp. Elisabeth also stress that it includes a lot of different aspects and it is 
diffuse, and she adds that if one does not understand that it might be seen as something 
that is only talked about among the management. Emma express an uncertainty of what 
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it really includes and she says “.. Most people are probably thinking only about the 
environment. But there are maybe a lot of other factors apart from that.”.  
 
Managers 
Melissa perceives that education would make employees understand, and maybe get some 
help to think about what a company’s responsibilities means for them. She adds that there 
are many examples of employees that carries out CSR initiatives at the case company 
without being aware of it. Melissa gives the example of integrating refugees and giving 
them employment “They have taken care of them, year after year. Without making any 
fuss about it. For them, it was only natural to help.”. In alignment, Maria stress that 
employees might not consider that they need education because environmental concerns 
are a part of everyday operations. She says “...it is more of an integrated part of our 
business, I don’t think that we, I don’t think that we view it as a separate question in the 
day-to-day work. It is more like a, often something underlying in what we do, and I can 
feel sometimes that, yeah, that might be a weakness. Essentially, it is a strength but if it 
gets to natural, we might forget to talk about it. And then we might start moving in a 
direction that is not really thought through.”. Although, Maria adds that more knowledge 
is always a good thing. Additionally, Marcus believes that employees who already has a 
strong desire to learn more will be pushed in a positive direction if they get to attend a 
program or education. 
 
Further, Melissa describes one project where employees were chosen from different 
departments, so that as many as possible could get the chance to participate, she perceived 
it to be positively received. One employee told her “Finally, I get to do something other 
than just helping our customers.”. Maria explains that enabling employees to see and 
participate in different parts of the organization is a good way for them to exchange 
experiences and acknowledge what is working and what could possible be changed for 
the better, and she says that “when one does that, one is often inspired”. Melissa also 
believes that participating in projects can enhance an understanding and create an 
attractive workplace if an individual knows that these opportunities exists. She has also 
received positive reactions from employees that have gotten the chance to see different 
departments of the organization, and she believes that it is important for employees to go 
outside their own box and see things from a different view.  
 

5.5.2 Recognition 
 
Employees 
Respondents talk about being recognized for their efforts in different ways. Ethan talked 
about it in terms of salary. He believes that there are two ways to direct what people 
should work with, firstly make it a part of one’s job description, and secondly, have clear 
and measurable goals that show how one has worked with these things. He means that 
when you put your time and effort into something it could constitute a part of the 
foundation for one’s salary, or a temporary addition to your salary. This because it would 
both be a strong statement from the company, as well as, it can be a motivating factor. 
Ethan says, “I believe that it is very few people that do not consider their own income at 
the end of the month.”.  Edwin talks about recognition in terms of getting both positive 
and constructive feedback. He believes that when he gets positive feedback it is 
encouraging him to keep doing a good job. Additionally, Emma says that when someone 
notice what she has done it gives her confirmation that she has accomplished something 
meaningful for the company. Emma mention recognition in connection to specific 
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projects. Emma believes that it is good if the company lift people that have been part of 
a project, and what that project have accomplished because “if you are part of a project, 
it should evoke engagement in the whole company, I believe”.  
 
Further Eric and Eleanor describes recognition in terms of positive reactions. Eric stress 
that he thinks it is fun when his work is noticed and when it is positively received by 
others. He says about his work “If it has been very well received and such, then I have 
become more inspired to work with it, also because I notice that this is important for the 
company. This is something that will be used, this is not only something that will end up 
in a bookshelf.”. Eleanor believes that every individual thrives from being credited and 
she says “I think when one gets credit ... then you will strengthen that side of the person 
and then that person should be more interested in doing even better. So that is the case 
with me as well, I believe.”. 
 
Managers 
In accordance with the employees, managers also emphasize different ways of 
recognition. Marcus stress giving credit to employees and that it is something positive 
because it makes people feel good. He also adds that employees’ efforts can be recognized 
through an increased salary in the long run. Further, he mentions that employees differ in 
their personality and thereby they want to be recognized in different ways, some wants a 
pat on the shoulder everyday whereas others only needs to be recognized when they have 
done something extra. Maria mention trusting employees with tasks beyond their daily 
assignments, which is something she believes would encourage employees to do more or 
learn more. She mentions that once an employee feels that they have developed 
something, and get to tell others about it, one will get more inspired to additional efforts 
and learn more. In alignment, Melissa also talks about highlighting employees who has 
been a part of projects outside daily tasks. She adds that being a part of a project is a good 
way for employees to start thinking about societal responsibilities from a larger 
perspective because one starts to notice injustices and different problems, Melissa says: 
“It becomes like a self-playing piano … Once you put on these glasses, you can’t remove 
them. … and the same goes for CSR, once you have started to think about it you can’t 
take them off”.  
 

5.5.3 Management support 
 
Employees 
Ethan mention that there is usually a dialogue with his manager in which projects or 
assignments he should get involved in and he adds that he will perform assignments that 
his manager initiates. Eleanor says that whatever her manager believe is important, will 
also become important to her. She says, “What my manager initiates, I become engaged 
in”. Eric mention that he values when his manager encourages him to work with CSR. 
He also adds that when an assignment is finished it is important that managers make sure 
to take it to the next level so “that it does not become a product that is not used.”. 
Elisabeth adds that managers should organize practical activities and be present in 
operations. She highlights one activity where the employees got to make paintings that 
would illustrate how they perceive human rights. 
 
Additionally, Eric describes that managers show encouragement by giving him credit and 
letting him set aside time to work with different projects or assignments. Emma also 
discuss time, and that she thinks it is fun when she gets time to participate in a project, 
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concerning for example the environment. She adds that it would have been exciting to do 
more, but that one has to have the time to do everything else as well.   
 
Several employees stressed the importance of management setting goals. Elisabeth thinks 
that management it is important with goals and how they are connected to daily 
operations. She says that goals are a way to get everyone to work with the company’s 
responsibilities, and that it also allows one to see the current situation of the company. 
Ethan also stress that goals allows everyone to know where the company is headed, he 
says “Well I think it is very important to have clear goals, not just for the company as a 
whole, but also for every department, task force and individual. So, everyone follows the 
same direction.”. Emma adds that clear goals help one see that one's’ efforts give results.   
 
Managers 
Melissa thinks that it is important that managers are positive towards social and 
environmental initiatives, she means that it can be harder for employees to initiate 
something if the manager does not emphasize it and she says ”You have to be passionate 
yourself, to make other people passionate.”. She believes that employees will be affected 
positively if managers give them support and allow them to invest time in different 
projects, this because she experiences that employees could get stressed from being 
involved in projects and at the same time handle the daily assignments. Melissa stress the 
important role of a manager by saying: “A manager is still a, is a role model so ... we do 
as the manager does. They have a very important role. It is almost crucial that a manager 
is onboard, to engage, to make employees engaged.”. 
 
Both Maria and Marcus stress that managers should recognize their employees. Maria 
mentions that managers should let employees who wants to learn more attend an 
education or participate in a workforce or project where employees can broaden their 
network. Whereas Marcus talks about recognition in a way that you give credit to the 
employees. He also talks about setting clear goals and include it in the business plan.  
 

5.5.4 CSR culture 
 
Employees 
Many respondents felt that CSR need to be clearly connected to operations, and not 
something on the side. Ethan experience that CSR and the daily operations can easily 
become separated and he says: “‘here we have a CSR related practice and here we have 
the daily operations’... but if they start to get closer and preferably hook on to each other, 
there it is a win perspective for both, yes, then it is considerably easier to engage.”. In 
alignment, Eric says that it can become more of a managerial topic, he adds that he is not 
sure about how many that think about it in their daily work, he says “It feels like it is lying 
a little bit on the side, in some way.”. Emma says that if you have a strong CSR culture, 
where CSR is clearly connected to operations, it will come more naturally. On the 
contrary, Edwin mention that taking care of waste and water, in a way with concern for 
the environment, is what they do everyday. Therefore, he believes CSR to be very 
integrated in their day-to-day operations.  
 
Additionally, Ethan says that it is very important that it is visible so that you as an 
individual can feel that you are a part of it and feel pride. Thereby, one would see that 
what you do in your everyday work, is affecting higher up in the organization or the 
external environment. In that way it becomes clearer and more authentic. Elisabeth stress 
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that a CSR culture is very important, she says “Is it a culture where everybody perceive 
that it is important. That will foster, then I would get energy from that and that foster 
engagement.”.  
 
Several of the employees express that they are unsure of how they can contribute to the 
CSR practice. Eleanor talks about management knowing more about CSR than 
employees, she adds that if she would have known more about how to work with it, she 
would have it in the back of her head and think of it as important. She mentions that it 
would be clearer if the company had routines where it was written down how to work 
with CSR. In alignment, Elisabeth says that goals, guidelines and policies determine 
which culture a company wants, and this can help one understand CSR better, and get 
employees to work together.   
 
Managers 
Maria experience that it is a basic attitude among her colleagues that the case company is 
an important part of society, in terms of not causing any greater environmental or health 
problems than it already is. She adds that if one is not knowledgeable within the area, one 
might not see this, she says “so I think that it depends on the knowledge level, or interest 
for it”. Maria express that some employees view their work tasks as only a task they need 
to solve, thereby they do not consider that the assignment has been given to them because 
the company wants to act responsible in the long-term perspective. In alignment, Melissa 
says that the case company’s fundamental assignment is to support the inhabitants of the 
community in the best way possible and that alone is a culture. However, she believes 
that whether or not an employee notices that culture is based on how important the 
individual perceive these questions.  
 
5.5.5 Internal CSR communication 
 
Employees 
Ethan says that communication is vital in order to get people onboard, he says “because 
internal communication is built, it is an enabler for these kinds of things. If we don’t 
communicate this internally, it will be hard to get people on board.”. Ethan adds that it 
should be included in several different channels to show that it is important and not only 
something that is stated within the company. Elisabeth also talk about the importance of 
bringing up these questions continuously, she says “Well, emphasize the question, 
repeatedly in different forms… Show that it is important.”. Edwin agrees and says that it 
is important that managers emphasize the question of CSR, for example at big meetings 
or gatherings. In alignment, Emma discuss the importance of having these questions as a 
natural part of the communication, she gives examples of workplace gatherings. She adds 
that then it would also be apparent how you work with it further down in the organization. 
Additionally, Elisabeth express that communication is a way to spread knowledge and an 
understanding for what the company wants, she adds that it allows her to become aware 
of the initiatives pursued by the company, she says “I would think that, oh I am a part of 
that. That is cool, and that would foster engagement.”. Edwin also mention that 
communication would allow employees to become aware of what activities are being 
made, and that it is not only something that you talk about. 
 
Several of the employees stressed that information about CSR can become abstract, in a 
way that you do not know how to contribute. Emma emphasize that managers should 
actively work with questions related to societal responsibilities, she says ”It should be a 
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on-going topic on the agenda, that you talk about these questions and how you can employ 
yourself in such questions, also in our taskforce. And bring the information from 
management and to operations, what’s going on.”. Emma explains that everyone 
understands what the environmental consequences would be if the case company’s 
operations would not function properly, but she thinks that when questions become more 
abstract, one does not think about it in the same way. Emma adds that it would be good 
to emphasize and lift all areas that are included in a company’s societal responsibilities, 
not just the effects on external environment. Additionally, Ethan stress that CSR is mainly 
perceived as a managerial topic, and therefore it is important that managers clearly 
communicate it to their employees, which also is mentioned by Elisabeth. Ethan adds that 
information needs to be specified so that it does not become too abstract. Eric also talk 
about the importance of clearly communicate how one can work with it and in what ways 
their work can affect the CSR practice. Eleanor express that repetition of information is 
important. She says “... Because no matter what question you talk about, the more you 
talk about it and write about it, the better.”. She adds that letting people work with it is 
important in order to get results and she stress that you cannot just have it on paper, 
essentially, it has to be implemented.  
 
Managers 
Maria describes that she wants to explain the reasons behind different actions so that her 
employees get an understanding for the work they do, and also more easily get inspired. 
She comments that it is important for employees to see that each individual is a piece of 
the company’s large puzzle. Maria believes in that way employees become more 
understanding and they might think “maybe I had to do those three steps where I might 
thought that I only had to do one of them, well that is because we are achieving this in 
the end and we do these additional steps now because we will gain it in the end. So I think 
that it is all about understanding why you do different things.”. She believes that 
communication facilitates the mentality of “we are here, and we are going there”, then 
employees will be able to figure out how to achieve that.  
 
Furthermore, both Melissa and Marcus perceive workplace gatherings, or face-to-face 
meetings as the most effective way of communicating. Melissa emphasize that it makes 
it easier to give fast responses, she says “then they’ll get an opportunity to ask questions 
right away, and then they’ll get the opportunity to reflect about ‘what do I do?’”. Marcus 
emphasize that at the regular workplace meetings, you can reach out to all employees and 
it is easier to have a dialogue about these issues and questions. 
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6. Analysis and discussion 
The sixth chapter will analyze and discuss the empirical findings in relation to the 
material that can be found in the theoretical framework. In order to provide a complete 
illustration of what drivers and impediments that has been identified, the factors are 
analyzed according to the thematic network that was developed. The analysis will 
compare the individual’s differences and similarities in how they become engaged in 
CSR, as well as the managerial view of what influence employee CSR engagement. To 
give an overview, the chapter starts with a presentation of the thematic network in a table 
that presents the sub-themes, and which central theme and global theme they cover. The 
chapter will be concluded with the key findings that was found through the thematic 
analysis. 
  

6.1 Thematic Network 
  
Below is a presentation of the thematic network that was derived from the thematic 
analysis of the collected data. As described in the practical method, the central themes 
were identified in relation to the factors that were presented in the theoretical framework. 
Based on the respondents’ discussions of what influence their CSR engagement under 
each factor, some previously identified factors were regrouped, as well as, sub-themes 
were identified to further be able to analyze how these factors influence employees’ CSR 
engagement. The sub-themes are presented under the associated central theme, and also 
the global theme of that central theme. Additionally, two new factors were identified. 
 
Table 3. Thematic network. 

Sub-themes Central themes Global themes 

1. CSR dimensions 
connected to operations 

Dimensions of CSR - 

2. Genuine interest of CSR 
3. CSR should be related to the 
organization 
4. Meaningful work 
5.Matching values in connection to 
organizational outcomes 

Individual factors 
• Attitudes towards 

CSR 
• Organizational 

Identification 

Internal 
Factors 

6. Setting clear goals 
7. Inspirational managers 
8. Proper recognition for CSR 
efforts 

Management's role 
• Management support 
• Recognition 

External 
Factors 

9. Knowledge and skills in connection to 
work role 
10. Influences from social interactions 
11. Time constraints 

Situational factors 
• Training and 

development 
• Additional tasks 

External 
Factors 
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12. CSR prioritization  
13. Practical connection to CSR 
14. CSR visibility dependent on 
organization   
15. CSR visibility dependent on the 
individual 

Integration of CSR 
• Internal CSR 

communication 
• CSR culture 

External 
Factors 

  

6.2 The different dimensions of CSR  
  
According to Montiel (2008, p.260), CSR includes balancing social, environmental and 
economical responsibilities to create both stakeholder value and business value, and as 
mentioned before, CSR can be both internal and external (Farooq et al., 2017, p. 957). 
Employees at the case company were in agreement that a company has a great 
responsibility to society, and that the case company might have an even bigger 
responsibility due to its core business and the industry in which they operate. The 
economical dimension of CSR was one dimension that the employees emphasized. In 
alignment with Bansal (2005, p. 200), the economical responsibility was discussed by the 
employees in terms of effectively handling resources so that inhabitants get their services 
provided in the most favourable way, which can be viewed as external CSR, since the 
aim is to care for the inhabitants within the community. Farooq et al. (2017, p. 957) 
provide examples of environmentally responsible actions such as pollution prevention 
and ecological initiatives focused on the natural environment. In accordance, another 
dimension emphasized by the employees was the environmental dimension. The 
environmental dimension was discussed in terms of considering pollution and the 
importance of making sure that services are provided in the best possible way with 
concern for the environment. Employees emphasize actions that can all be related to 
affecting stakeholders outside the case company’s boundaries, hence, mentioning only 
external environmental CSR. The few employees who stressed the social dimension did 
so by, for example, mentioning equality or having an honest workplace. Thus, referring 
to internal social CSR. 
  
Essentially, employees had a limited discussion about social CSR in contrast to their more 
extensive discussions about economic and environmental CSR in connection to the 
operation. Therefore, we see that CSR dimensions that could clearly be connected to the 
operation, in other words the products and services the case company is distributing, 
becomes of higher relevance for employees at the case company. This is further supported 
by the fact that external CSR is mainly discussed. In the case company, this was 
effectively handling resources, i.e. the economical dimension, and the concern for the 
environment, i.e. the environmental dimension. Furthermore, managers’ responses 
reinforce the fact that employees merely talk about dimensions in connection to operation, 
by saying that CSR is easy to apply to core operations. We suggest that this is because 
the CSR dimensions connected to the core business is where one makes the greatest 
difference. Lemon and Palenchar (2018, p. 147) assert that value can be created from 
employees noticing that their work has an impact on the community. This implies that an 
individual can experience value through their perceptions of doing an important work that 
have an impact and make a difference. Thus, connected to the work role and the 
organization, which aligns with employees’ comments on the CSR dimensions. This 
reflects the theme CSR dimensions connected to operations. 
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6.3 How individual factors influence CSR engagement 

6.3.1 Personal influences 

  
The attitude towards CSR is differentiating between the employees. Rodrigo and Arenas 
(2008, p. 276) divides employees into three different groups dependent on their attitude 
towards CSR, which are; committed employees, indifferent employees, and dissident 
employees. The two themes genuine interest in CSR and CSR should be related to 
organizational outcomes is based on the employees’ narratives in regard to their attitude 
towards CSR. 
  
The majority of employees expressed that they have a genuine interest in CSR, which 
was said to have been influenced by previous work experiences, family, friends and their 
university education. These employees also displayed a concern for the contemporary 
issue of climate change. Therefore, we interpret that employees at the case company who 
uphold genuine interest and concern for CSR related questions can be categorized as 
committed employees, as is supported by Rodrigo & Arenas (2008, p. 276), who further 
assert that committed employees will engage in CSR initiatives because they value and 
consider CSR as important on a personal level. This implies that CSR engagement among 
committed employees at the case company will be positively affected by their 
fundamental understanding that CSR is important. On the contrary to committed 
employees, few of the employees did not display a personal interest in CSR, instead they 
emphasized that CSR initiatives are important if it entails valuable outcomes for the 
organization. Thus, we interpret these employees to be categorized as indifferent, which 
according to Rodrigo & Arenas (2008, p. 277) means that engagement in CSR is apparent 
if it can be recognized as important for the success of the organization. Indifferent 
employees at the case company expressed that CSR should be related to the organization, 
and that organizations should not carry out CSR initiatives only for external display. This 
implies that, among indifferent employees, CSR engagement will be influenced by how 
an organization present their CSR practice. The notion of employees having varying 
attitudes towards CSR is supported by managers. In general, employees are perceived by 
managers to have a positive mindset but dependent on the individual, intentions behind 
CSR initiatives may have to be clarified in order to understand why certain CSR 
initiatives are pursued. This support the finding that some employees have indifferent 
attitudes.  
  
The third category outlined by Rodrigo & Arenas (2008, p. 277) is dissident employees, 
which includes employees who consider CSR to be external to the organization and do 
not want resources to be devoted to those initiatives. During the interviews, we did not 
experience that any of the respondents, neither employees nor managers, displayed a 
dissident attitude towards CSR. However, when talking about their overall professional 
background including work experiences prior to the case company, it was mentioned by 
both managers and employees that they had encountered this attitude. Additionally, they 
expressed that it was connected to resistance of changing established patterns, or a lack 
of awareness and understanding, thus the perception of CSR was not merely negative. 
Essentially, we see that dissident employees is not relevant to consider in terms of CSR 
engagement within the case company. 
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6.3.2 Values      

  
The theme meaningful work is derived from employees’ narratives in terms of their 
values. Tian and Robertson (2017) argue that alignment between the CSR values of the 
organization and the values of the employee will lead to higher level of identification. 
Based on the employees’ narratives, we could see that the majority felt that their values 
aligned with the case company's values. According to May et al. (2004, p. 15), being in a 
work role that cohere with how one identifies oneself will lead to a sense of 
meaningfulness, which in turn affect employee engagement (Kahn, 1990, p. 703). Some 
employees mentioned that they experience a greater purpose with their work at the case 
company. It was also expressed that one can feel pride in working at a company that does 
good for the society. Other employees mentioned that they value when they get to do 
something for someone else, opposed to working towards just increasing a company’s 
financial result or making as much money as possible. They explained that it makes them 
feel good when their work influence someone else in a positive way, thus, we interpret 
that self-enhancement is fostered by positively influencing others. Essentially, employees 
describe different ways in how they perceive that they are doing a meaningful work in 
which they are all emphasizing the case company’s operations, i.e. do good for society. 
Thus, the employees’ feelings of pride, purpose and self-enhancement shows that the 
work role of the employees at the case company cohere with what they value and, thus, 
how they identify themselves. As supported by May (2004, p. 15), this perception lead 
employees to feel a sense of meaningfulness. In other words, we see that employees at 
the case company experience a sense of meaningfulness from their work, which 
subsequently enhance their CSR engagement (May et al., 2004, p. 15; Kahn, 1990, p. 
703). 
 
The theme matching values in connection to organizational outcomes is derived from the 
different perspectives given by managers in terms of matching values. Managers 
emphasize that when values align between employees and the organization, one might be 
more willing to run additional questions, as well as, becoming more effective. Thus, we 
see that managers connect matching values to organizational CSR performance. As is 
supported by Tian and Robertson (2017), who assert that employees who identifies with 
their organization are more likely to consider organizational outcomes and the success of 
the organization. We suggest that this perspective can be derived from the position hold 
by a manager, in which we presume that is it a necessity to prioritize organizational 
performance. Essentially, managers emphasize that matching values leads to employees 
caring more for organizational CSR performance and act accordingly, which positively 
influence their CSR engagement.  

6.4 How the role of Management influence CSR engagement 

6.4.1 Management support 
 
Based on the respondent narratives we derived numerous situations in which both the 
managers and employees perceived that managers played an important role in employees 
CSR engagement. Therefore, we perceived that it was relevant to divide the factor of 
management support into three different themes; setting clear goals, inspirational 
managers and proper recognition for CSR effort. 
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Some of the employees emphasized that their engagement is affected by having goals to 
work towards. This reflects the theme setting clear goals. Wellins et al. (2005, p. 10) 
stress the importance of aligning employees’ efforts with strategy, meaning that it is 
central that managers clearly outline organizational goals to foster engagement. Based on 
the employees’ narratives, it is evident that it is important for them to see the current 
situation of the organization, as well as the direction in which the organization is headed. 
It was also mentioned that having clear goals make one see that efforts give results. Thus, 
we interpret that goals enables a sense of clarity. Further, employees expressed that goals 
make them acknowledge that what they do make a difference. According to Kahn (1990, 
p. 704) employees who experience they make a difference will have an increase sense of 
meaningfulness, that in turn affect their engagement. Thus, we see that CSR engagement 
at the case company is positively affected by having goals since it gives employees 
clarity, as well as, foster a sense of psychological meaningfulness. 
  
The theme inspirational managers is derived from the employees descriptions of their 
direct managers behaviour that can influence CSR engagement. Employees values when 
managers are encouraging and show that CSR is important for them. It was mentioned 
that what the manager initiatives, one become engaged in. This is further supported by 
one of the managers who states that a manager has to be positive towards CSR, and in 
order for employees to become passionate the manager has to be passionate. Casey and 
Sieber (2016, p. 74) assert that one way for managers to facilitate employee engagement 
in CSR is to lead by example. In alignment, we interpret from the employees’ narratives 
that they believe that it is important that managers do not only verbally express what they 
perceive to be important, they should also act accordingly. Thus, we see that managerial 
behaviour in terms of leading by example, i.e show what is important and acting 
accordingly, as well as being encouraging, i.e passionate and positive towards CSR, have 
a positive influence on CSR engagement at the case company. The effect on CSR 
engagement in term of managers leading by example is supported by Casey & Sieber 
(2016, p. 74), who further stress the importance of an encouraging management. 
Essentially, we suggest that managerial behaviour will be replicated by the 
employees. 
  
According to Saks (2006, p. 605), employees that are recognized for their efforts, can 
become engaged to a greater extent. From the employees’ narratives we could detect 
differentiating views on how recognition affect their CSR engagement, which will be 
reflected in the theme proper recognition for CSR efforts. This was supported by the 
managers who express that employees differ in their personality and therefore want 
recognition in different ways. We could derive three different types of recognition: 
monetary, affectionate and public recognition.  
 
Affectionate recognition was related to receiving credit, which would strengthen the 
individual further, public recognition was said to confirm that you had created something 
meaningful for the company, and thereby foster engagement throughout the organization. 
In accordance with Maslach et al. (2001, p. 414) who stress different aspects of 
recognition, our findings revealed the importance of appropriate ways of recognizing 
employees dependent on the individual. Kahn (1990, p. 704) stress that employees who 
perceived to be valued experience a sense of meaningfulness, which fosters employee 
engagement. In alignment, we can see that recognition for CSR efforts lead to employees 
feeling either strengthened or meaningful, which we interpret to affect employees at the 
case company by making them feel valued by the organization.  
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Monetary recognition was explained by one employee as something that can affect 
engagement in terms of being a strong statement from the organization, as well as, a 
motivational factor. There was a contrasting view of monetary recognition between 
employees and managers. Whilst it was suggested by the employee that it can constitute 
a part of the foundation for the salary, it was mentioned by a manager that employees can 
be recognized through a higher salary in the long run. Saks (2006, p. 604) stress that there 
is a variation in engagement based on the perceived benefits employees receive from their 
role. We suggest that this discrepancy in regard to monetary recognition can affect CSR 
engagement, not by constraining it, but more importantly, that it can increase the benefits 
one perceive that they get from their role.  

6.5 How situational factors influence CSR engagement 

6.5.1 Training and career development 
  
Employees talk fondly about the case company being a center for knowledge sharing, and 
that the case company offers educational opportunities targeted towards both internal and 
external parties. However, employees describe these opportunities as mainly focused to 
sharing knowledge about the industry, and the training programs the employees have 
attended have been focused on mandatory information or necessary competencies for 
their position. Thus, we interpret that there are no available training programs that is 
explicitly outlined as CSR. According to Cantor et al. (2012, p. 38), training is the practice 
that enables an organization to evolve the knowledge and skills of the workforce. Based 
on employees’ narratives, we see that they are positively inclined to develop new skills 
and knowledge. One employee mentioned that it would be negative if an organization 
would not offer opportunities for personal development. Furthermore, employees 
describe training programs in various ways, but we could see a common perception that, 
for their engagement to be affected by new knowledge and skills, it has to be connected 
to their work role so that they see the purpose with it. Casey & Sieber (2016, p. 74) assert 
that CSR related training programs is seen to develop skills in relation to CSR. In regard 
to CSR programs, we interpret that gaining knowledge and skills about CSR was not 
perceived to provide employees with necessary competencies to perform their tasks and 
could therefore not be seen to have a connection to their work role. In alignment, Cantor 
et al. (2012, p. 44) assert that employees’ perception of training programs will influence 
the level of engagement in CSR related behaviours. Thus, due to employees’ perception 
of CSR programs, we suggest that CSR programs does not necessarily influence CSR 
engagement. This finding reflects the theme knowledge and skills in connection to 
employees work role. Our analysis is supported by the managers who mentions that 
knowledge and skills is always a good thing and that it can raise awareness and 
understanding of what CSR means for the individual. The majority of the managers 
further stress that CSR is underlying in everything they do and thereby employees do not 
consciously consider that they are performing tasks in alignment with CSR. It was 
mentioned that, since they do not talk about it as CSR, it becomes a weakness because 
people do not consider it as separated from day-to-day work. Which can explain why the 
employees does not perceive that CSR programs provides them with competencies 
necessary to perform their daily tasks.  
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In contrast to the lack of attraction for CSR programs, employees instead emphasized 
social interactions. Kahn (1990, p. 705) declares that employees who continuously 
interact with others on an interpersonal level can give them a sense of belonging, which 
can cultivate a sense of meaningfulness that in turn foster employee engagement (Kahn, 
1990, p. 703). Managers perceived that working cross-functionally is a good way for 
employees to exchange experiences, learn more and become inspired. Which supports 
employees’ description of how they experience networking, meetings and workshops, as 
well as, coffee or lunch breaks. It was explained by employees as a way to share thoughts 
that are inspiring and that could increase someone's interest for a subject. We interpret 
that these social interactions can be related to characteristics of an emotional exchange 
explained by Maslach et al. (2001, p. 415). According to Maslach et al. (2001, p. 415), 
with this type of emotional exchange an individual thrives the most, and it confirms the 
individuals group membership, which can be related to how individuals experiencing a 
sense of belonging. Thus, we suggest that employees at the case company get an 
emotional exchange from their social interactions which gives them a sense of belonging, 
that in turn is beneficial for CSR engagement. These findings reflect the theme influences 
from social interactions. 

6.5.2 Additional tasks 

Something notable from the interviews was that many employees discussed balancing 
workload, which is reflected in the theme time constraints. Maslach et al. (2001, p. 408) 
state that individuals will not further engage when the workload is already too heavy or 
if they feel like they do not have the time. The majority of the employees emphasized 
lack of time as a critical factor at work. This because they experience that it would be fun 
to do more CSR related tasks but they have to prioritize assignments and, first and 
foremost, they have to manage all their daily tasks. From the employees’ narratives we 
interpret that CSR is seen as an additional task that can increase workload and ultimately 
leads to employees experiencing stress, which is further supported by the managers who 
mentions that there is a risk that employees become stressed from not being able to 
manage all their daily work tasks. According to May et al. (2004, p. 31), employees may 
be less psychologically available if they are exposed to a lot of stress, and as declared by 
Kahn (1990, p. 703), psychological availability affect employee engagement. Thereby, 
we suggest that a heavy workload and time pressure will negatively affect employees’ 
engagement at the case company, and lead to employees experiencing to be less 
psychologically available.  

6.6 Integration of CSR 

  
According to Slack et al. (2015, p. 544), employees CSR engagement is related to whether 
or not CSR is embedded in the organization. Essentially, two factors determine 
embeddedness of CSR; internal CSR communication and CSR culture (Slack et al., 2015, 
p. 544). One of the employees, who works in operation stressed that CSR is everything 
they do and thereby felt that CSR was integrated in the organization. On the contrasting 
view, the majority of the employees perceived that CSR is not integrated in the case 
company. We suggest that this contrasting view can be dependent on how closely one 
work with the operations. Working hands on with operations could lead to an increased 
awareness and understanding of CSR related questions. Hence, one is more likely to 
perceive that CSR is apparent in everything the case company does, in contrast to 
administrative workers who might not feel that connection. Thus, this implies that having 



 

 54 

CSR integrated in the organization through the organizational culture and internal 
communication is essential in order to get everyone onboard. 
  
CSR prioritization 
The theme CSR prioritization is derived from the employees’ narratives about 
experiencing CSR as something on the side and not clearly connected to daily operations. 
Based on the employees expressing that CSR is hard to grasp and that they are not sure 
what it really includes, we see that CSR becomes ambiguous in terms of what CSR is and 
what it is not. Thereby, we interpret that there is a lack of visibility of CSR within the 
case company. Slack et al. (2015, p. 544) argues that a CSR culture can affect the extent 
to which employees become engaged in CSR and that it is connected to the extent CSR 
is visible within the organization. Moreover, employees mentioned that visibility of CSR 
could make one feel included, and one employee said that it would give one energy to 
become engaged. In accordance, Collier & Esteban (2007, p. 20) assert that CSR should 
be prioritized at the top level of an organization, among the people who have the 
responsibility to integrate CSR in the organizational culture. Further, employees stressed 
that CSR should be continuously communicated through various information channel to 
display that CSR is important, and they discuss that it is a prerequisite to become aware 
of CSR. Thereby, we interpret that employees perceive CSR to not be prioritized, and that 
the internal CSR communication, as well as, including CSR in the organizational culture 
are two ways to display that an organization prioritize the question. According to Kahn 
(1990, p. 711), a clear management can heighten a sense of psychological safety, and he 
further assert that organizations should create conditions in which individuals are 
encouraged to try new things without fear of negative consequences. We see that 
employees’ perception is that CSR is not prioritized in the internal CSR communication 
and the organizational culture, it is instead perceived as something on the side. Employees 
experience a certain ambiguity and uncertainty related to CSR which indicates that it is 
something unfamiliar to them. Thus, we interpret that participating in CSR is comparable 
to performing a new task. Perceived insufficient internal CSR communication and CSR 
culture makes CSR less visible at the case company, which can be a reason why 
employees feel that CSR is not prioritized. Therefore, this indicates that employees would 
feel less psychologically safe to perform CSR tasks then if it was prioritized, which 
negatively influence CSR engagement. 
 
Practical connection to CSR 
Furthermore, employees emphasized that they are not sure how they can contribute to the 
CSR practice. Which reflects the theme of CSR having a practical connection. According 
to Slack et al. (2015, p. 543) it is important to communicate the CSR practice in a clear 
and understandable way for employees to be able to effectively carry out the CSR practice 
within the organization. Based on the respondent narratives, we see that information about 
CSR can become too abstract and that they perceive that it is important to include how 
employees can work with CSR in the communication. Accordingly, one of the managers 
express that it is important to inform employees so that they get an understanding of the 
reasons behind their assignments. Furthermore, one employee expressed that policies and 
guidelines should be clarified to help one understand how to work with CSR. It was also 
mentioned that policies and guidelines determine which type of culture a company wants 
and it can make employees work together. In alignment, Collier & Esteban (2007, p. 24) 
stress that different aspects of the organizational environment such as policies, 
management or stories, can all be carrying meaningful messages that constitute a CSR 
culture. Based on the findings above, we see that employees at the case company do not 
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really know how they can contribute to the CSR practice, which can be clarified through 
the internal CSR communication, as well as, the CSR culture. In organizations, there is 
usually a set of norms that outlines how an employee should behave and how an employee 
is expected to behave within the organization. Kahn (1990, p. 712) suggest that employees 
who behave within these given norms will perceive a stronger sense of psychological 
safety than employees who act outside of the given norms. We suggest that employees 
feel less psychologically safe than they would have felt if the internal CSR 
communication and the CSR culture facilitated organizational norms and expectations of 
how to behave, i.e. how to contribute to the CSR practice.  
  
Visibility of CSR 
The themes CSR visibility dependent on organization and CSR visibility dependent on the 
individual is derived from the different perceptions of how visible CSR is at the case 
company. Slack et al. (2015, p. 546) discuss that an employee’s CSR engagement is 
dependent on both personal and organizational factors. Additionally, the extent to which 
an individual perceives CSR to be integrated in the organization is dependent on their 
engagement in CSR on a personal level and an organizational level (Slack et al., 2015, p. 
544). Based on employees’ narratives, CSR is perceived to be a question owned by 
management and that the managers know more about the subject. It was mentioned that 
employees might not think about CSR in their daily work. As mentioned above, 
employees value if CSR were to be more visible in the organizational culture and included 
in the internal communication, and thereby CSR is perceived as not fully integrated in the 
daily operations. In alignment with Slack et al. (2015, p. 544), we can see that 
organizational factors affect how employees perceive CSR to be integrated, and thus 
affect the perceived visibility of CSR. Contrarily, one manager describes that the basic 
attitude among colleagues is that the case company is an important part of society, in 
terms of not causing any greater environmental or health problems. It was mentioned that 
the fundamental assignment of the case company is to support the inhabitants of the 
community in the best way possible, and that alone is a culture. Thus, we interpret that 
managers perceive CSR to be integrated at the case company. Additionally, the managers 
mention that how employees experience CSR to be visible is dependent on the individuals 
own perception of how important CSR is, as well as, their interest or knowledge level. In 
alignment with Slack et al. (2015, p. 544), we see that managers perceive the employees’ 
perception of CSR visibility to be based on personal factors. Thereby, we suggest that 
this discrepancy is dependent on the differentiating view of how organizational and 
personal factors influence CSR visibility, and in turn this can negatively affect CSR 
engagement, which is supported by Slack et al. (2015, p. 544). 
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6.7 Key findings 
  
Table 4. Key findings. 

Sub-themes Key Findings 

1.CSR dimensions 
connected to 
operations 

CSR dimensions connected to an organization's operations is where 
employees experience that they can have an impact and a difference for 
the community. 

2.Genuine interest in 
CSR 
 
3.CSR should be 
related to 
organizational 
outcomes 
 
4.Meaningful work 
 
 

 
5.Matching values in 
connection to 
organizational 
outcomes 

Committed employees engage in CSR since they value and consider it on 
a personal level, which is influenced by family, friends and education. 
  
Indifferent employees engage in CSR if it is essential for organizational 
success, CSR has to have a connection to the organization and be 
authentic.  
 
 
Employees perceive matching values to be important. They want to 
perform a meaningful work, which gives them feelings of pride, purpose 
and self-enhancement which further foster a sense of meaningfulness in 
doing their job. 

Employees who share values with the company will care more about 
organizational outcomes and therefore employ themselves in 
organizational CSR performance to a greater extent. 

6.Setting clear goals 
 
 
 

 
7.Inspirational 
managers 
 
 
8.Proper recognition 
for CSR efforts 

Management that set clear CSR goals can make the employee understand 
the current situation, as well as, where the organization is headed, and how 
their efforts contribute. Having goals will make employees perceive a 
sense of clarity and feel that they make a difference, which in turn will 
give them a sense of meaningfulness. 
 
The direct manager of the employee should lead by example and be 
encouraging in terms of CSR, this kind of managerial behaviour will make 
employees behave in the same manner. 
  
Appropriate recognition for CSR efforts can lead to employees feeling 
either strengthened or meaningful, which makes an employee feel valued 
by the organization. Monetary recognition can increase the perceived 
benefits of one's work role.  
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9.Knowledge and 
skills in connection to 
employees’ work 
role 
 
10.Influences from 
social interactions 

 
11.Time constraints 

Employees perceive that CSR programs are not necessary in order to 
perform in their work roles and they do not perceive it to influence CSR 
engagement.  
 

Employees perceive that social interactions give them an emotional 
exchange that in turn leads to a sense of belonging. 
  
 
A heavy workload and time pressure can lead to an employee feeling 
stressed which will in turn have negative impact on employees’ sense of 
psychological availability. 

12. CSR 
prioritization  
 
 
 
13.Practical 
connection to CSR 

 
14.CSR visibility 
dependent on 
organization   

15.CSR visibility 
dependent on the 
individual 

When CSR is not sufficiently included in the organizational culture and 
the internal communication, employees does not perceive that CSR is 
prioritized. Thus, employees feel less psychologically safe to perform 
CSR.  
  
When expectations of CSR are not clarified, through internal 
communication and the organizational culture, employees will feel less 
psychologically safe to perform CSR. 
  
Employees experience that internal CSR communication and the CSR 
culture reflect CSR visibility in the organization. 
 

Managers experience that employees’ knowledge level, interest or 
perceived importance of CSR reflect CSR visibility in the organization.  

 
Prior to our interviews we presumed that there would be differences in perceptions of 
CSR engagement dependent on which category the employees belonged to, i.e. 
operational or administrative. However, our analysis shows that, overall, the perceptions 
of what affect employee CSR engagement did not differ between operational workers and 
administrative workers. Instead, it showed differences among individuals and what they 
perceived to be important for their engagement in CSR, thus, they are highlighted in the 
analysis. 
  
In accordance with what was presumed prior to our interviews, managers were mainly 
able to give valuable insights in terms of external factors. This because individual factors 
were found to be rooted in the individual's fundamental ideas and notions and based on 
the individual employees’ experiences. Thereby it was more relevant and justified to 
include managerial insights on the external factors, since they could better confirm 
employees’ explanations of factors affecting CSR engagement. Additionally, our study 
investigates employee CSR engagement from the employee perspective with additional 
insights from managers. Oftentimes, managers could strengthen the findings of the 
employees, for example in the case of social interactions and inspirational managers. 
However, there were also some discrepancies in the narratives of employees and 
managers in regard to what affects employee CSR engagement, such as the view on 
monetary recognition and CSR integration.  
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In general, the investigated factors that influence employee CSR engagement can be both 
drivers and impediments. However, our analysis reflects the employees’ perceptions at 
the case company. Thus, it is analyzed and concluded in this study if the factors are a 
driver or an impediment for the employees at the case company. Moreover, there is also 
an inductive element in this study since additional factors were identified that affect the 
employee CSR engagement, i.e. social interactions and time constraints. These factors 
were frequently occurring in the employees’ narratives and thereby perceived of 
relevance to distinguish from the original factors of our investigation.   
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7. Conclusions 
The seventh chapter presents the results and the general conclusions of the study. 
Further, we aim to answer the research question and the purpose of the study. Moreover, 
theoretical contributions, practical implications and social implications are given, as 
well as, recommendations for future research. Limitations of the study is also discussed 
in this chapter. 

7.1 General conclusion 

  
The aim of this study is to answer the research question How can employees become 
engaged in a company’s CSR practice? by examine the drivers and impediments to 
employees’ engagement in CSR. Seven factors were identified from previous research in 
the literature and investigated further in this study. What we can conclude from this study 
is that employees’ perceptions of how they become engaged in CSR is more or less 
aligned with what the literature on employee engagement suggests. However, since we 
conducted a deeper investigation, we found that some of the pre-identified factors had to 
be regrouped and divided into sub-themes. From our findings we also identified two new 
factors: social interactions and time constraints.  
 
First and foremost, it was of relevance to identify how employees experience a company’s 
responsibility towards society in order to establish the perceived importance of working 
with CSR. Subsequently, it was possible to acknowledge which factors that would, either 
negatively or positively, impact CSR engagement. Our study shows that employees 
experience that a company has a great responsibility towards society. We found that the 
CSR dimensions that can be clearly connected to the organization's operations, in this 
case, the environmental and economical dimension of CSR, was where employees 
perceive they can make a difference and thus, have a greater impact on the community. 
 
Drivers of employee CSR engagement 

Our study shows that attitudes towards CSR is a driver for CSR engagement. This 
because, CSR engagement comes naturally for employees who value and consider CSR 
on a personal level. Organizational factors play a greater role in determining CSR 
engagement for employees who are neither positive nor negative towards CSR, this 
because CSR have to entail valuable outcomes for the organization. Our study show that 
attitudes are given more in nature for the individual employees and thus perceived as 
difficult for management to alter. Instead, management can provide conditions that 
influence CSR attitudes. Firstly, by making initiatives authentic, and not leave room for 
misconceptions of the intention behind the initiatives. Secondly, by making CSR coherent 
with overall organizational objective. Thereby, all varying attitudes will be encompassed, 
and CSR engagement will be facilitated among a wider range of employees. 

According to May et al. (2004, p. 33), support is one characteristic that should reflect the 
employee-management relationship in order to facilitate employee engagement. Equally, 
we found that management play an important role in terms of employee CSR engagement 
and support was found to be displayed in various ways. Hence, we found three sub-drivers 
for CSR engagement which are included under management support. First of all, setting 
clear goals which was found to give employees clarity and feel that their efforts make a 
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difference, which positively affect CSR engagement. Moreover, the behaviour of 
employees’ direct manager reflects onto employees, thus, if managers behave in a way 
that promote and encourage CSR, our study show that employees behave in similar ways. 
Lastly, recognizing employees for CSR efforts will make them feel valued which will 
enhance CSR engagement. 

Appropriate recognition needs to be considered in terms of CSR engagement, which is a 
notion we found managers to support. In order for recognition to be a driver we found 
that, first and foremost, it is essential to consider the individual. For some employees, 
credit will strengthen them, that in turn lead them to become more engaged. Some 
employees appreciated when they get highlighted by the case company for specific CSR 
efforts, we found that it could foster a sense of accomplishing something meaningful, 
which is favorable for CSR engagement. 

Employees suggest that CSR efforts should constitute a part of the foundation for salary, 
i.e. monetary recognition. Even if this was not apparent at the case company, we do not 
consider it as an impediment since it does not constraint employees’ engagement in any 
way. It was instead explained as an incitement, in terms of beneficial traits of one’s work 
role, that could push someone to go the extra mile. Thus, our study show that monetary 
recognition can be a driver for CSR engagement.  

Employees value when there are opportunities for personal development, in a way that it 
can be connected to their work role. However, our study show that CSR was not perceived 
to reflect knowledge and skills necessary to perform their daily assignments. Thus, 
training and development opportunities that was presumed to be a driver for CSR 
engagement, was not apparent in our study. Opposed to training programs, we found that 
social interactions in connection to CSR, both in terms of formal, i.e. networks or 
workshops and informal, i.e. lunch breaks or coffee breaks, are drivers of CSR 
engagement. We found that these interactions give employees an emotional exchange, 
which ultimately leads to a heightened CSR engagement. Essentially, managers 
acknowledge that working cross-functionally and exchanging experiences influence 
employees. However, it is essential to understand the extent to which social interactions 
impact CSR engagement, both in terms of cross-functional collaborations or meetings, i.e 
formal interactions, and informal social interactions. 

According to our study, matching values is a driver for CSR engagement both directly 
and indirectly. It was found that employees share their values with the case company, and 
that doing good for society makes them feel that their work is meaningful, which directly 
influence their CSR engagement. Moreover, our study shows an additional way in which 
matching values is a driver for CSR engagement, i.e. through organizational outcomes. 
As supported by Tian and Robertson (2017), we found that managers believe that 
employees who share the company’s values are more inclined to achieve organizational 
outcomes, thus, they will perform in CSR initiatives to a higher degree. Therefore, 
matching values in relation to organizational outcomes is indirectly affecting CSR 
engagement since the CSR engagement is higher when employees’ care about 
organizational CSR outcomes. 

Impediments to employee CSR engagement 

Time is a critical factor for employees since it was found that employees feel that they 
have to prioritize tasks and manage daily assignments before engaging in any additional 



 

 61 

CSR related task. It was found that a heavy workload leads to stress, which negatively 
influence CSR engagement. Thus, lack of time was found to constraint employees CSR 
engagement and is identified as an impediment. Therefore, our study shows that as long 
as CSR is perceived as an additional task, CSR engagement will be influenced negatively. 

Our study shows that the lack of prioritization of CSR, as well as, not knowing how to 
contribute to the CSR practice is negatively influencing CSR engagement among 
employees at the case company. We found that lack of CSR integration, in other words 
insufficient internal CSR communication and CSR culture, leads to the feeling of not 
knowing how to contribute or experiencing that CSR is not prioritized. Essentially, if an 
organization lack integration of CSR, employees will feel insecure and not safe to fully 
employ themselves to CSR. Thus, insufficient internal CSR communication and CSR 
culture is seen as an impediment to CSR engagement, which further support the findings 
of Slack et al. (2015). 

Furthermore, our study shows a discrepancy between managers and employees on CSR 
visibility, which can explain the reason behind insufficient internal CSR communication 
and CSR culture. Employees perceive internal CSR communication and CSR culture to 
be crucial for CSR visibility, and managers perceive it more to be dependent on personal 
factors, i.e. perceived importance, knowledge level or interest. This discrepancy can mean 
that managers might miss to sufficiently include CSR in the internal communication, and 
actively promote it so that it feels included in the organizational culture, since they might 
not experience that it can be a determinant for CSR engagement.  
 

7.2 Theoretical contributions 
 
Employee engagement and CSR are concepts that has been research widely both 
separately and in relation to each other, therefore, this study had the intention to contribute 
and advance prior research, opposed to explore a new research area. Much of the prior 
research about employee engagement in CSR was conducted by using a quantitative 
method without the aim of gaining a deeper understanding of what makes employees 
engaged in CSR (Chaudhary, 2017; Rupp et al., 2018; Tian & Robertson, 2017), hence, 
our study will add to the research by providing a greater depth through a qualitative 
method and by conducting the study on a case company.   
 
Slack et al. (2015) assert that lack of CSR culture and poor internal CSR communication 
can be seen as impediments to CSR engagement. Our study supports the findings of Slack 
et al. (2015) and add to the knowledge by identifying how these factors impede CSR 
engagement. That is, the perception of CSR as not being prioritized and employees not 
knowing how to contribute. As opposed to Slack et al. (2015) this study also provide 
managerial insights that can establish a discrepancy between managers and employees of 
what makes CSR visible, which can be a reason for insufficient internal CSR 
communication and CSR culture. In alignment, previous studies within the subject 
investigates employee engagement in CSR from an employee perspective. However, 
since that study includes managerial insights, it enabled us to get a comprehensive 
understanding of employee engagement and CSR. 
 
Previous studies have declared the role of management as important for CSR engagement 
(Casey & Sieber, 2016; Paillé et al., 2014; Collier and Esteban 2007). This study confirms 
the importance of management in terms of CSR engagement, and extend this knowledge 
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by identifying three ways in which management can display a supporting behaviour to 
facilitate CSR engagement. That is by setting clear goals, being encouraging and lead by 
example, and lastly, recognize employees. Furthermore, Saks (2006) states that 
recognition can lead to higher level of engagement. This study contributes and add that 
appropriate recognition is important to consider since different types of recognition drives 
different employees in terms of CSR engagement, this study found it to be monetary, 
public or affectionate recognition.   
 
Additionally, previous studies identified attitudes towards CSR to affect the level of CSR 
engagement (Slack et al., 2015), as well as, organizational identification (Tian and 
Robertson 2017), as is supported by the findings of this study. Further this study show 
that attitudes can be influenced by making CSR authentic and coherent with overall 
organizational objectives. Moreover, matching values was found to be a driver for CSR 
engagement, since employees values to work at a company that does good for society 
and, henceforth, felt their work to be meaningful. This study also adds to the literature by 
identifying two additional factors that influence CSR engagement. These are, time 
constraints, which was identified as an impediment, and social interactions, which was 
identified as a driver. 
 
This study investigates employee CSR engagement at a case company that has a strong 
CSR profile. Although the study is limited to the context in which the study is conducted, 
we see a potential of transferability to other organizations that also have a strong CSR 
profile. This because, these organizations can also be presumed to have employees who 
are knowledgeable about CSR, which is in accordance with this study.  
 

7.3 Practical implications 
 
Based on the purpose of this study “to examine the drivers and impediments to 
employees’ engagement in CSR initiatives in order to make senior management 
understand how different factors can affect CSR engagement”, we have identified drivers 
and impediments that can help organizations understand what fosters employee CSR 
engagement. 
  
First of all, our study showed that employees perceive CSR dimensions that can clearly 
be connected to operations as where they can have an impact and make a difference. This 
implies that organizations should focus their CSR practice on initiatives that align with 
the industry in which they operate in. Furthermore, our study shows that both formal and 
informal social interactions drive CSR engagement. Therefore, our recommendation is 
for management to organize activities in which employees get to interact within the 
context of CSR.  
 
Additionally, our study shows that the role of management is of high importance for CSR 
engagement. Thus, managerial implications will be to employ a supportive behaviour 
towards employees. Our recommendations are for managers to ensure that employees are 
recognized for their CSR efforts, establish a plan that reveal how employees should work 
with CSR by setting clear goals for both the individual and the whole taskforce and lastly, 
both state and act in a way that CSR is important and encourage employees to get 
involved.  
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CSR is a complex concept for employees to understand and in order for them to see that 
CSR is prioritized and for them to know how to contribute, it is important that the 
management connect the organization’s CSR practice to the daily operations and the 
employees’ daily tasks. Our recommendation is that CSR should be clearly outlined in 
the business plan, i.e. policies and guidelines, as well as, in the employees’ job 
descriptions. Further, CSR should be included in the internal communication, throughout 
various channels. Our recommendations are to continually emphasize CSR both at 
workplace gatherings, as well as, in the day-to-day communication.  
 
Another recommendation is for management to let employees set aside time to work with 
CSR, or integrate it in their daily assignments, in a way that it is not perceived as an 
additional task. Essentially, the identified drivers and impediments can be used by 
management to gain knowledge and inspiration of how to approach CSR in order to foster 
employee CSR engagement. 
 

7.4 Societal implications 
 
In terms of societal implications, this study contributes to the discussion of how 
organizations should handle different societal challenges. First and foremost, society 
today is facing numerous challenges in regard to the contemporary problem of climate 
change. Organizations, as well as, individuals need to alter their behaviour and act more 
responsible in order to head in the right direction towards a greener world. Additionally, 
this study shows that employees perceive that organizations has a great responsibility 
towards society. With that said, it is therefore vital that organizations have a well-
formulated and effective CSR practice. As Collier and Esteban (2007, p. 22) says, 
employees are the ones carrying out CSR activities in the day-to-day work of the 
company, and employees’ engagement in CSR is important for a CSR practice to be 
effective (Opoku-Dakwa et al., 2018 p. 590). Therefore, getting an understanding of how 
organizations can get individuals to engage in CSR initiatives is important for an 
organization to successfully carry out activities that positively contribute to a greener 
world. 
 
Moreover, cultural and social differences can dissolve by including and integrating 
people in an organization. The social dimension of CSR focus on equal rights, and thus, 
CSR engagement can remind individuals to consider their fellow humans and care for 
one another which lead to overall positive outcomes, in terms of a open-minded and 
welcoming society. Essentially, being engaged in CSR can raise awareness of the subject 
and its importance, that can lead to individuals becoming encouraged to employ a 
responsible behaviour beyond the boundaries of the workplace. This means an altered 
individual behaviour which contributes in the right direction of becoming a responsible 
society. Lastly, our study shows that individuals feel good to do something for someone 
else. Thus, CSR engagement can lead to a feeling of self-enhancement that in turn 
contribute to a favourable emotional state among individuals in a society.  
 

7.5 Limitations 
 
One limitation of this study is the restricted information about the case company and the 
respondents. Total anonymity of the company and the participants was granted in order 
to get access to the case company. Even though it is important to respect both anonymity 
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and privacy, it limits the study in the sense that it is difficult to know more specific what 
respondents the study is built on and it is much harder to find the equivalent respondents 
if the study was to be conducted again. 
 
Since this study was conducted at a specific case company, another limitation of the study 
is that the findings are limited to the context and the industry of the case company. 
However, the study can still facilitate inspiration and guidance of how to foster employee 
CSR engagement at companies in another industry. Another distinct limitation of 
qualitative studies is that the findings and the results cannot be generalized to a larger 
population. Even though the findings could possibly be transferred and applied to a 
similar context, it is not entirely certain that it is valid for that population.  
 
Furthermore, another limitation of this study is the language bias. The interviews were 
held in Swedish to ensure comfort for both the respondents and the interviewers even 
though the study is written in English. This implies that there is a language bias that could 
not be avoided. The respondents were informed about the data handling process in the 
study but did not express any wish to control the process. However, the respondents will 
be given the opportunity to approve the study before its publication.  
 

7.6 Future research 
 
This study found that the CSR dimensions that can be connected to the core business is 
where employees experience to have a greater impact. Thus, future studies should 
investigate if different dimensions affect CSR engagement to different extents. Future 
studies should also aim to examine drivers and impediments of CSR engagement by 
conducting a quantitative study to be able to generalize the results. Which our study could 
not do, since it focused on creating a deeper understanding of CSR engagement and 
therefore was conducted as a qualitative study. 
 
It would also be of interest to examine drivers and impediments to CSR engagement 
within another industry, to see how CSR engagement is perceived when CSR is not as 
easily connected to the core business. Since this study was conducted as a case study, 
future research should aim to examine CSR engagement based on a selection of several 
companies. Firstly, it could provide a possibility for comparison between companies and 
secondly, it would also enable us to see if the results of this study can be applicable to 
other companies. 
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8. Quality Criteria 
In the eighth and final chapter, the study will be evaluated and examined based on the 
four criterions of “trustworthiness”; credibility, transferability, dependability, and 
confirmability. 
  
Bryman and Bell (2017, p. 68) assert that reliability, validity and replicability are the most 
important criterions for evaluating research within business administration. However, 
whilst these criterions are common for evaluating quantitative research, it is suggested 
that other criterions should be used for evaluating qualitative research (Bryman & Bell, 
2017, p. 70). Instead, Bryman and Bell (2017, p.70) suggest that “trustworthiness” is a 
better criterion, which is consisting of four sub- criterions; credibility, transferability, 
dependability, and confirmability. The study will be evaluated based on these criterions 
below. 
  

8.1 Credibility 
  
Bryman and Bell (2017, p. 70) describes credibility as equally to internal validity, i.e. 
how credible or how likely a result is. Evaluating the study based on credibility will 
ensure whether or not the study and the results presents a correct view of the reality. This 
criterion should also ensure that the empirical findings and analysis is trustworthy. To 
ensure this, the study will be shared with the respondents and they will have the 
opportunity to give their opinions, and their approval will be guaranteed before 
publishing. Therefore, the results of this study cannot be manipulated or changed without 
the respondents’ consent which ensures the credibility. 
  

8.2 Transferability 
  
Evaluating whether or not the results can be transferred and applied to other contexts is 
referred to as transferability, which is equal to external validity (Bryman & Bell, 2017, p. 
70). Since the aim of this study has been to gain a deeper understanding for the subject, 
we choose to conduct the study on a case company. This implies that the findings will be 
specific and related to the given context of the case company. Therefore, we do not 
consider the result to be directly transferable to other context or situations. Nonetheless, 
we believe that the result of our study could be useful since there might be similarities in 
how employees perceive CSR engagement at other companies within the green support 
services sector. Thus, our results could generate understanding for and ideas how to 
facilitate employee CSR engagement. However, the results of this study will not be 
generalizable, which is supported by Bryman and Bell (2017, p. 70) who assert that 
qualitative studies are not generalizable since they are based on only a limited number of 
respondents. 
  

8.3 Dependability 
  
Dependability evaluates the trustworthiness of a study by examine whether or not it would 
be possible to conduct the study another time and still get a similar result (Bryman & 
Bell, 2017, p. 70). Dependability is comparable to reliability and can also be referred to 
as the researchers’ transparency of how the study is conducted. We have aimed to ensure 
dependability by presenting all chapters and parts of the study in a transparent way. By 
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describing the methods, approaches and our standpoints, as well as, augmented and 
justified our choices, dependability should be ensured. Conclusively, we have been 
careful to include all necessary and important parts of the study to ensure that it is reliable, 
and so that it can be replicated. 
  

8.4 Confirmability 
  
According to Bryman and Bell (2017, p. 70), the researchers must be aware of their 
personal values so that they do not influence the study in any way. When evaluating the 
confirmability of a study, the objectivity of it must be ensured. However, it can be difficult 
for the researcher to remain objective when conducting qualitative research since they are 
very close and invested in it. We have aimed to ensure the confirmability in this study by 
presenting our pre-understandings and experiences within the subject, hence, to give the 
reader an understanding of the mindsets that we bring into the study. Further, we have 
also presented the theoretical and practical method to facilitate transparency. This will 
give the reader the opportunity to critically evaluate the choices we have made throughout 
the study to ensure our objectivity. Furthermore, it can also be argued that confirmability 
is ensured by including managers’ views on employee engagement in CSR since they can 
support employees’ explanations of what affects their engagement. 
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Appendix 1: Information letter to respondents (Swedish) 
Hej, 
 
Vi är två civilekonomstudenter vid handelshögskolan på Umeå universitet som just nu 
skriver vårt examensarbete inom management och hållbarhet. Vi hör av oss till dig för att 
vi gör en kvalitativ studie där vi önskar intervjua 8–10 anställda på ert företag.  
 
Dagens forskning visar att anställda är en av de viktigaste aktörerna i ett företag för att få 
ett väl integrerat och lyckat hållbarhetsarbete. Om man får anställda att engagera sig i 
hållbarhetsarbetet så kommer det leda till ett grönare företag. Och i längden får vi ett mer 
hållbart samhälle. Syftet med studien är att undersöka vilka drivkrafter som finns för den 
enskilda anställda till att engagera sig i ett företags hållbarhetsarbete, samt vad de 
anställda värderar som viktiga faktorer inom företaget som kan påverka engagemang. 
Genom detta kommer vi kunna kartlägga vilka möjligheter och eventuella hinder som 
finns för att engagemang ska framträda. Vidare kommer ingen värdering göras av 
företagets hållbarhetsarbete.  
 
Intervjun kommer att äga rum på ert kontor och det krävs ingen förberedelse inför 
intervjun. Frågorna kommer i huvudsak att handla om vad som får dig engagerad i 
företagets miljö- och samhällsarbete, samt vilka faktorer inom företaget som påverkar ditt 
engagemang. Den beräknade tiden per intervju är ca 45–60 minuter. Med ert medgivande 
kommer intervjun att spelas in och sedan transkriberas för att användas i analysen, 
ljudfilerna kommer därefter att raderas. Deltagandet är helt frivilligt och ni har rätt att när 
som helst under intervjun välja att inte svara på frågor eller avbryta intervjun. Ni som 
respondenter kommer att vara anonyma i uppsatsen och omnämnas med påhittade namn.  
 
Intervjuerna kommer göras enligt vårt önskemål under vecka 13 och 14. Om du vill och 
har möjlighet att delta i vår studie får du själv fylla i vilken tid som passar dig bäst, detta 
gör du genom att skriva in ditt namn under datum och tid i schemat som vi bifogar. Om 
du gärna vill delta men inte har möjlighet vid någon av de föreslagna tiderna ser vi gärna 
att du hör av dig så kan vi försöka hitta en annan tid.  
 
Vi ser mycket fram emot att träffa dig. Vid fler frågor eller funderingar är du välkommen 
att kontakta oss. 
 
Tack på förhand! 
 
Vänliga hälsningar, 
Beatrice Neiderstam & Lydia Sundén 
 
Beatrice Neiderstam   Lydia Sundén 
Telefon:     Telefon: 
Mail:     Mail:  
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Appendix 2: Information letter to respondents (English) 
Hello, 
 
We are two graduate students at Umeå School of Business, Economics and Statistics at 
Umeå university and we are currently writing our thesis in management and 
sustainability. We are reaching out to you because we are conducting a qualitative study 
and wish to interview 8-10 employees at your company. 
 
Today’s research shows that employees are one of the most important actors in a company 
in order to achieve a well-integrated and successful CSR practice. Hence, employee 
engagement in CSR practices will lead to a greener company, and in the long run, it will 
also lead to a sustainable society. The purpose of the study is to investigate the driving 
forces that exist for the individual employees to engage in a company's CSR practice, and 
what the employees value as important factors within the company that can influence 
engagement. Through this, we will be able to identify the opportunities and possible 
obstacles that exist for engagement to emerge. Furthermore, no valuation will be made of 
the company's sustainability work. 
 
The interviews will be held at your office and no preparation is needed before the 
interview. The interview will mainly deal with question regarding what makes you 
engaged in the company’s environmental and societal practices, as well as what factors 
within the company that influence your engagement. The estimated time per interview is 
about 45-60 minutes. With your consent, the interview will be recorded and then 
transcribed to be used in the analysis, the audio files will then be deleted. Participation is 
completely voluntary, and you have the right to choose not to answer questions or cancel 
the interview at any time during the interview. The respondents will be anonymous in the 
thesis and will be mentioned with fictitious names. 
 
The interviews will be done according to our wishes during weeks 13 and 14. If you wish 
to and have the opportunity to participate in our study, you yourself have to fill in the 
time that suits you best. This is done by entering your name during the date and time in 
the schedule that we have attached. If you would like to participate but do not have the 
opportunity at any of the suggested times, we would be happy to hear from you so we can 
try to find another time. 
 
We look forward to meeting you. If you have any questions or concerns, please do not 
hesitate to contact us. 
 
Thank you in advance! 
 
Sincerely, 
Beatrice Neiderstam & Lydia Sundén 
 
Beatrice Neiderstam   Lydia Sundén 
Telefon:     Telefon: 
Mail:     Mail: 
 
 
 



 

 77 

Appendix 3: Interview guide employees (Swedish) 
Tema Allmänna frågor Koppling 

1. (Bakgrundsfråga) Berätta om din position på företaget 
• Hur länge har du arbetat på 

företaget? Olika positioner? 

Introduktion 

2. (Bakgrundsfråga) Hur ser en vanlig dag ut för dig? 
• Vad är dina arbetsuppgifter? 

Introduktion 

 
Engagemang i CSR 

 

3. (Attityder till CSR) Hur upplever du att ett företag generellt 
har ansvar gentemot samhället? 

• Om det är viktigt; varför? på 
vilket sätt? 

Slack et al. 
(2015); Rodrigo 
& Arenas (2008) 

4. (CSR) Vad känner du till om företagets CSR 
arbete? 

Introduktion 

5. (CSR+Engagemang) Vilka CSR initiativ är du engagerad i? 
• Vad gjorde att du blev 

engagerad? Varför/varför inte? 

Introduktion 

6. (Öppen)  Hur upplever du att du i din roll kan 
bidra och engagera dig i företagets CSR 
arbete? 

Introduktion 

7. (Öppen) Vilka ytterligare faktorer påverkar ditt 
engagemang i CSR initiativ? 

• Vilka faktorer tror du möjligtvis 
skulle kunna hindra ditt 
engagemang i CSR?  

Introduktion 

 
Interna/Personliga faktorer 

 

8. (Attityder till CSR) Vad betyder CSR för dig? 
• Förklara hur din attityd till CSR 

möjligtvis skulle kunna påverka 
ditt engagemang i CSR initiativ? 

Slack et al. 
(2015); Rodrigo 
& Arenas (2008) 

9. 
(Organisationsidentifiering) 

Hur resonerar du kring företagets 
värderingar i relation till dina egna 
värderingar? 

• Förklara hur det möjligtvis 
skulle kunna påverka ditt 
engagemang i CSR initiativ? 

Brammer et al. 
(2014); Mael & 
Ashforth (1992); 
Tian & 
Robertson 
(2017); Farooq et 
al. (2017); 
Ashforth et al. 
(2008) 

 
Externa/organisatoriska faktorer 

 

10. (Träning och utveckling) Vilka möjligheter finns det till att delta i 
program eller utbildningar inom CSR?  

Casey & Sieber, 
(2016); Bansal & 
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• Förklara hur det möjligtvis 
skulle kunna påverka ditt 
engagemang i CSR initiativ?   

Roth (2000); 
Cantor et al. 
(2012) 

11. (Erkännande) Förklara hur uppmärksamhet för insatser 
i CSR möjligtvis skulle kunna påverka 
ditt engagemang i CSR initiativ?  

Saks (2006); 
Paillé et al. 
(2014) 

12. (Ledningsstöd) Förklara hur ledningen/cheferna skulle 
kunna påverka ditt engagemang i CSR 
initiativ? 

• På vilket sätt? Varför?  

Casey & Sieber 
(2016); Paillé et 
al.(2014); 
Dilchert and 
Ones (2012); 
Collier & 
Esteban (2007) 

13. (CSR kultur) Beskriv CSR kulturen 
• Förklara hur den möjligtvis 

skulle kunna påverka ditt 
engagemang i CSR initiativ? 

Slack et al. 
(2010); Collier & 
Esteban (2007); 
Duarte (2010) 

14. (Intern CSR 
kommunikation) 

Beskriv den interna CSR 
kommunikationen 

• Förklara hur den interna CSR 
kommunikationen möjligtvis 
skulle kunna påverka ditt 
engagemang i CSR initiativ? 

Slack et al. 
(2010) 

 
Avslutning 

 

15. (Öppen) Är det något du skulle vilja lägga till 
som du tror kan påverka ditt 
engagemang i CSR? 

Ej kopplad 
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Appendix 4: Interview guide employees (English) 
Theme General questions Connection 

1. (Background 
question) 

Tell us about your position at the 
company?  

• How long have you worked for 
the company? Different 
positions? 

Introduction 

2. (Background 
question) 

What is a normal day like for you? 
• What are your work tasks? 

Introduction 

 
Engagement in CSR 

 

3. (Attitudes to CSR) How do you perceive that a company 
has responsibilities towards society? 

• If important; why? In what 
way? 

Slack et al. (2015); 
Rodrigo & Arenas (2008) 

4. (CSR) Tell us what you know about the 
company's CSR practices.  

Introduction 

5. 
(CSR+Engagement) 

In what CSR initiatives are you 
engaged?  

• What made you engaged? 
Why/why not? 

Introduction 

6. (Open)  How do you perceive that you can 
contribute and engage in CSR 
initiatives?  

Introduction 

7. (Open) What additional factors influence your 
engagement in CSR initiatives? 

• What factors might impede your 
engagement in CSR?  

Introduction 

 
Internal/Personal factors 

 

8. (Attitudes to CSR) What does CSR mean to you? 
• Explain how your attitude 

towards CSR might affect your 
engagement in CSR initiatives? 

Slack et al. (2015); 
Rodrigo & Arenas (2008) 

9. (Organizational 
identification) 

How do you perceive your values to be 
aligned with the organizational values?  

• Explain how that might affect 
your engagement in CSR 
initiatives? 

Brammer et al. (2014); 
Mael & Ashforth (1992); 
Tian & Robertson (2017); 
Farooq et al. (2017); 
Ashforth et al. (2008) 

 
External/organizational factors 

 

10. (Training and 
development) 

What opportunities are there to 
participate in programs or educations 
within CSR?  

Casey & Sieber, (2016); 
Bansal & Roth (2000); 
Cantor et al. (2012) 
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• Explain how that might affect 
your engagement in CSR 
initiatives?  

11. (Recognition) Explain how recognition might affect 
your engagement in CSR initiatives? 

Saks (2006); Paillé et al. 
(2014) 

12. (Management 
support) 

Explain how management might affect 
your engagement in CSR initiatives? 

• In what way? Why?  

Casey & Sieber (2016); 
Paillé et al. (2014); 
Dilchert and Ones (2012); 
Collier & Esteban (2007) 

13. (CSR culture) Describe the CSR culture 
• Explain how the CSR culture 

might affect your engagement in 
CSR initiatives? 

Slack et al. (2010); 
Collier & Esteban (2007); 
Duarte (2010) 

14. (Internal CSR 
communication) 

Describe the internal CSR 
communication 

• Explain how internal CSR 
communication might affect 
your engagement in CSR 
initiatives? 

Slack et al. (2010) 

 
Conclusion 

 

15. (Open) Is there something you want to add in 
regard to what might affect your 
engagement in CSR? 

Not connected 
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Appendix 5: Interview guide managers (Swedish) 
Tema Allmänna frågor Koppling 

1. (Bakgrundsfråga) Berätta om dina ansvarsområden på 
företaget 

• Hur länge har du arbetat på 
företaget? Olika positioner? 

Introduktion 

2. (Bakgrundsfråga) Hur ser en vanlig dag ut för dig? 
• Vad är dina arbetsuppgifter? 

Introduktion 

 
Engagemang i CSR 

 

3. (Attityder till CSR) Hur upplever du att ett företag 
generellt har ansvar gentemot 
samhället? 

• Om det är viktigt; varför? på 
vilket sätt? 

Slack et al. (2015); 
Rodrigo & Arenas 
(2008) 

4. (CSR) Vad vet du om företagets CSR arbete? Introduktion 

5. (Öppen)  Hur arbetar du med företagets CSR 
profil inom din ledarroll? 

Introduktion 

6. (Öppen) Vad upplever du är faktorer som 
påverkar anställdas engagemang i CSR 
initiativ? 

• Vilka faktorer tror du 
möjligtvis skulle kunna hindra 
anställdas engagemang i CSR? 

Introduktion 

 
Interna faktorer 

 

7. (Attityder till CSR) Hur upplever du de anställdas attityd 
till CSR? 

• Förklara hur anställdas 
attityder till CSR möjligtvis 
skulle kunna påverka deras 
engagemang i CSR initiativ? 

Slack et al. (2015); 
Rodrigo & Arenas 
(2008) 

8. 
(Organisationsidentifiering) 

Hur upplever du att anställdas 
värderingar är i linje med företagets 
värderingar? 

• Förklara hur det möjligtvis 
skulle kunna påverka 
anställdas engagemang i CSR 
initiativ? 

Brammer et al. 
(2014); Mael & 
Ashforth (1992); 
Tian & Robertson 
(2017); Farooq et 
al. (2017); 
Ashforth et al. 
(2008) 

 
Externa faktorer 
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9. (Träning och utveckling) Vilka möjligheter finns det till att delta 
i program eller utbildningar inom 
CSR?  

• Förklara om det möjligtvis 
kunna påverka anställdas 
engagemang i CSR initiativ? 
På vilket sätt? 

Casey & Sieber, 
(2016); Bansal & 
Roth (2000); 
Cantor et al. (2012) 

10. (Erkännande) På vilka sätt är anställda 
uppmärksammade för deras insatser i 
CSR initiativ? 

• Förklara hur den 
uppmärksamheten möjligtvis 
skulle leda till ytterligare 
engagemang i CSR? 

Saks (2006); Paillé 
et al. (2014) 

11. (Ledningsstöd) Förklara hur du som ledare möjligtvis 
skulle kunna påverka anställdas 
engagemang i CSR initiativ?  

• På vilket sätt? Varför?  

Casey & Sieber 
(2016); Paillé et 
al.(2014); 
Dilchert and Ones 
(2012); Collier & 
Esteban (2007) 

12. (CSR kultur) Beskriv CSR kulturen 
• Förklara hur CSR kulturen 

möjligtvis skulle kunna 
påverka anställdas 
engagemang i CSR initiativ? 

Slack et al. (2010); 
Collier & Esteban 
(2007); Duarte 
(2010) 

13. (Intern CSR 
kommunikation) 

Hur kommunicerar du CSR till dina 
anställda? 

• Förklara hur den interna CSR 
kommunikationen möjligtvis 
skulle kunna påverka 
anställdas engagemang i CSR 
initiativ? 

Slack et al. (2010) 

 
Avslutning 

 

14. (Öppen) Är det något du skulle vilja lägga till 
som du tror kan påverka eller 
uppmuntra anställdas engagemang i 
CSR? 

Ej kopplad 
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Appendix 6: Interview guide managers (English) 
Theme General questions Connection 

1. (Background 
question) 

Tell us about your responsibilities at the 
company 

• How long have you worked for 
the company? Different 
positions? 

Introduction 

2. (Background 
question) 

What is a normal day like for you? 
• What are your work tasks? 

Introduction 

 
Engagement in CSR 

 

3. (Attitudes to 
CSR) 

How do you perceive that a company 
has responsibilities towards society?  

• If important; why? In what 
way?  

Slack et al. (2015); Rodrigo 
& Arenas (2008) 

4. (CSR) Tell us what you know about the 
company's CSR practices.  

Introduction 

5. (Open)  How do you work, in your management 
role, with the CSR profile of the 
company? 

Introduction 

6. (Open) What do you perceive as influential 
factors for employees’ engagement in 
CSR initiatives? 

• What factors might impede 
employees’ engagement in 
CSR?  

Introduction 

 
Internal factors 

 

7. (Attitudes to 
CSR) 

How do you perceive employees’ 
attitudes towards CSR? 

• Explain how attitudes towards 
CSR might affect employees’ 
engagement in CSR initiatives? 

Slack et al. (2015); Rodrigo 
& Arenas (2008) 

8. (Organizational 
identification) 

How do you perceive employees’ value 
to be aligned with organizational 
values?  

• Explain how that might affect 
employees’ engagement in CSR 
initiatives? 

Brammer et al. (2014); Mael 
& Ashforth (1992); Tian & 
Robertson (2017); Farooq et 
al. (2017); Ashforth et al. 
(2008) 

 
External factors 

 

9. (Training and 
development) 

What opportunities are there to 
participate in programs or educations 
within CSR? 

Casey & Sieber, (2016); 
Bansal & Roth (2000); 
Cantor et al. (2012) 
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• Explain how that might affect 
employees’ engagement in CSR 
initiatives? 

10. (Recognition) In what way are employees recognized 
for their efforts in CSR related 
activities? 

• Explain how recognition of 
employees’ efforts in CSR might 
affect employees’ further 
engagement in CSR related 
activities? 

Saks (2006); Paillé et al. 
(2014) 

11. (Management 
support) 

Explain how you, as a manager, might 
affect employees’ engagement in CSR 
initiatives? 

• If important: Why? How? 

Casey & Sieber (2016); 
Paillé et al. (2014); 
Dilchert and Ones (2012); 
Collier & Esteban (2007) 

12. (CSR culture) Describe the CSR culture 
• Explain how the CSR culture 

might affect employees’ 
engagement in CSR initiatives? 

Slack et al. (2010); Collier & 
Esteban (2007); Duarte 
(2010) 

13. (Internal CSR 
communication) 

How do you communicate CSR to your 
employees? 

• Explain how internal CSR 
communication might affect 
employees’ engagement in CSR 
initiatives? 

Slack et al. (2010) 

 
Conclusion 

 

14. (Open) Is there something you want to add in 
regard to what can affect or encourage 
employees’ engagement in CSR? 

Not connected 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 85 

[This page is intentionally left blank]



 

 
 

 

Business Administration SE-901 87 Umeå www.usbe.umu.se 

 
 


