
© 2021 Journal of ISOSS 39 

Journal of ISOSS 

2021 Vol. 7(3), 39-51 

 

CORPORATE SOCIAL RESPONSIBILITY (CSR) AND TASK 

PERFORMANCE: A SERIAL MEDIATION MODEL 

 

Irum Yasmeen, Alia Ahmed and Imran Asghar Warraich 

National College of Business Administration & Economics 

Lahore, Pakistan 

Email: irum_yasmeen@yahoo.com 

  dralia@ncbae.edu.pk 

  imranasghar2001pk@yahoo.com 

 

ABSTRACT 
 

 Most existing literature links corporate social responsibility (CSR) to employee 

performance. However, the underlying mechanism has not yet been explored. So, the 

current research aimed to explore the mechanism of employees’ internal corporate social 

responsibility perception (CSRIN) and task performance by incorporating social exchange 

perspective. Data was collected from 372 employees of different Pakistani companies. 

Hayes process macro has been used to conduct analysis for serial mediation. Results reveal 

that perceived organizational support (POS) and work engagement (WE) partially mediates 

the relationship between employees’ CSRIN and TP. Thereby, provides empirical support 

for employees’ internal CSR perception and task performance using the social exchange 

theory, and also it provides a mechanism about internal stakeholder exclusively, explaining 

how CSRIN leads to the TP with the help of sequential mediation of POS and WE. 

Furthermore, past studies have focused on developed economies, so less literature is 

available regarding CSR from developing countries. This research adds to the current CSR 

literature by proposing a unique mechanism linking between employees’ perceptions to 

task performance. Theoretical and practical implications are discussed. 
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INTRODUCTION 
 

 The notion of CSRIN has been explored extensively by researchers and practitioners, 

resulting in ample literature (Glavas and Radic, 2019), though focusing on the macro-CSR, 

i.e., institutional level and organizational level (Aguinis and Glavas, 2012; Shen and 

Zhang, 2019), ignoring the micro-CSR i.e., individual level (Glavas and Radic, 2019). CSR 

refers to “context-specific organizational actions and policies that take into account 

stakeholders’ expectations and the triple bottom line of economic, social and 

environmental performance” (Aguinis, 2011). Earlier, the focus of CSR literature was upon 

financial performance, which has shown inconclusive results (Wang and Sarkis, 2017; 

Maqbool and Zameer 2018; Mahmood, Qadeer, Sattar, Ariza-Montes, Saleem and Aman, 
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2020) such as positive (Malik, Mamun and Amin, 2018) negative (Berman et al., 1999) 

and neutral (Vogel, 2007). 
 

 To answer these mixed results, researchers have urged investigating CSR at the micro 

level along with its mechanism in search of the ‘how’ and ‘why’ of those results (Gond et 

al., 2017; Akhouri and Chaudhary, 2019). Moreover, the focus of micro researchers has 

been on external stakeholders like investors and customers, whereas, employees, being 

vital stakeholders, have largely been ignored (Akhouri and Chaudhary, 2019).  
 

 Employees are internal stakeholders in the organization, have direct involvement in 

organizational practices/culture, and can deeply observe and evaluate the organizational 

motives for CSRIN (Story and Neves, 2015). Their judgment regarding organizational 

activities for CSR makes or breaks their behavior and attitude towards their own 

performance, which ultimately may affect organizational performance (Story and Neves, 

2015; Islam et al., 2018). Though, several researchers have explored micro CSR resulting 

in positive attitudes and behaviors such as work engagement (Gao, Zhang and Huo, 2018), 

organizational identification (Farooq et al., 2017; Cheema et al., 2020), and organizational 

citizenship behavior (Oo, Jung and Park 2018), very less is known about organizational 

oriented individual performance outcomes (Hur, Moon and Choi, 2019). However, these 

studies provide evidence for developed Western countries CSR being context specific we 

could not apply these results to developing countries like Pakistan. As a result, studying 

CSRIN and employee performance in a developing country makes sense.  
 

 Previously, researchers have overlooked the potential effects of organizational  

CSR categories, such as CSR related to employees named as internal CSR or CSR  

related to external stakeholders named as external CSR. So, it has become essential  

to explore employees’ internal CSR perceptions in relation to task performance, which 

plays a crucial part in any type of business and is necessary for the success of the 

organization. 
 

 Drawing upon Social Exchange Theory (Blau, 1964), which states that employees’ 

reactions are driven by reciprocity. Following this logic, CSRIN enhances norms of 

reciprocity between employees and employers and thereby increases employees’ perceived 

organizational support. Employees, who believe their employer to be supportive, will be 

more expected to reciprocate the positive approach received being fully engaged. 

Therefore, we posit that when organizations support their employees’ physical, 

psychological and professional development, it enhances their positive feelings towards 

the employer, resulting in better performance. 
 

 Moreover, the existing studies have focused upon direct relationships (Bogan and 

Dedeoglu, 2020; Chaudhary, 2017) and the quest to explore more about their mechanisms 

at the micro level is still on. This research is dedicated to explore the sequential mediation 

mechanism through which employees’ internal CSR perception influences employee 

performance. In particular, this research filled an important research gap in CSR related 

studies by exclusively addressing the internal dimension, i.e. corporate social 

responsibilities directed towards internal stakeholders that are employees.  
 

 Current study adds to the micro-CSR management in numerous ways. Firstly, it 

provides further empirical support (Zhao, Wu, Chen and Zhou, 2020; Paruzel et al., 2021). 
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Secondly, and more importantly, by proposing employee-oriented CSR, our work, 

identifies a mechanism pertaining to employees’ reactions to CSRIN; thereby, explaining 

CSRIN affects employees’ perceived organizational support and then impact their work 

engagement resulting in task performance. Thirdly, it provides fresh insight towards social 

exchange theory. 

 

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 
 

 Earlier, it was believed that the only purpose of the organization was to earn a profit 

for its shareholders (Friedman, 1970). With the passage of time, those organizations were 

considered responsible for the society in which they are operating and held responsible for 

answering the stakeholders of the organization, i.e., inside and outside (Freeman, 1984). 

Thus, responding to the economic, social and environmental aspects, or more precisely, a 

blend of business and ethics, developed the notion of CSR. It takes up many definitions, 

some with a stakeholder perspective, such as society, environment and economy (Turker, 

2009), some with an economic, ethical, legal and discretionary (Carroll, 1991) perspective 

and some with triple bottom line perspective, such as people, planet and profit (Aguinis, 

2011; Paruzel et al., 2021). 
 

 CSR being multidimensional concept has multiple stakeholders, some from inside the 

organization, such as employees, and some from outside, such as society, consumer, 

environment and so on (Al Akremi et al., 2018; Turker, 2009). Therefore, CSR is classified 

as internal corporate social responsibility and external corporate social responsibility 

pertaining to its beneficiaries. Internal CSR concerned about policies and practices directed 

towards employees to satisfy their expectations (Farooq et al., 2017; Turker, 2009). By 

providing them welfare services and ensuring work safety, internal CSR is aimed at 

benefiting employees’ psychologically and physiologically. 
 

 Employee perception works as a process where employees organize and interpret their 

sensory impressions by which they give meaning to their environment. Up till now, it has 

been studied with multiple stakeholders such as environment, economy, and employees 

(Turker, 2009). In the current study, we are focusing on employees. Therefore, it is 

inevitable to test employee perception with the perspective of internal CSR, which has been 

ignored so far (Hameed et al., 2016). 

 

Social Exchange Perspective 
 Social Exchange Theory (Blau, 1964) posits that social behavior is a consequence of 

an exchange process. Drawing upon the theory, we posit that employees, who perceived 

their organization to be supportive, will be more likely to reciprocate the positive treatment 

received with greater commitment and fully engaged. When organizations support their 

employees for physical psychological and professional development, it enhances their 

positive feelings towards the employer. Thus their work engagement will improve their 

task performance that is “Work behavior that is related to the organization’s technical core, 

either by executing its technical processes or by maintaining and servicing its technical 

requirements” (Motowidlo et al., 1997). 
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Role of Perceived Organizational Support (POS) and Work Engagement (WE) 

 POS measures employee perception regarding their employer, whether they (employer) 

care and how they care about them (employees) (Ditlev-Simonsen, 2015). An employee’s 

perception regarding their employer’s care towards them would help them to be engaged 

in work. POS has been found to result in stronger positive outcomes in Eastern cultures 

(Eisenberger et al., 2020). Employees working with high energy and fully involved are 

charged with a feeling of pride and are considered engaged in their work. It is a state of 

mind where employees have positive feelings about their organization’s reward system and 

catering to the workers (Schaufeli et al., 2006). 
 

 Based on the social exchange theory, we posit that organizational support towards 

employees would exert positive feeling and obligation to repay the benevolent investment 

of internal CSR in terms of fully engaged in work to respond the support which is beyond 

the human resource management practices. Internal CSR involves volunteer actions taken 

up by organization such as good working conditions, opportunities for career development 

and work life balance (Hameed et al., 2016). 
 

 According to the empirical literature, it has been stated that internal CSR can influence 

Employees attitude and behavior by perceived organizational support and work 

engagement (Glavas, 2016). To be engaged at work, psychological safety and feeling of 

fair treatment plays a critical role (Kahn, 1990; Rich et al., 2010). POS is considered as 

key element which induces employees with the feeling of psychologically safe and in line 

with their own values. Such as, Bouraoui et al., (2018) have found the POS association 

with affective commitment. Moreover, Glavas (2016) have tested the relationship in USA 

context. So, in the present study, we will be extending the same relationship to work 

engagement. Another study supported the argument, that perceived CSRIN is positively 

linked with work engagement and affective commitment (Farid et al., 2019; Bouraoui et 

al., 2018). Grounded in Social Exchange Theory, the study posits the following hypotheses. 
 

 H1: POS is positively related to work engagement. 

 

 Several studies have explored the mediating effect of POS resulting in positive 

outcomes (Eisenberger et al., 2020). Such as, Moreover, Jia et al., (2019) have found 

employee perception regarding internal corporate social responsibility to resulting in POS, 

which further leads to work engagement. In the same vein, Glavas (2016) have asserted 

that CSR enables employees to bring their whole selves to the work by perceiving 

organization to be fair and psychologically safer. Fatma, Khan, Rahman (2019), provided 

empirical support for the association of CSRIN with perceived organizational support. 

They have used POS to mediate the relationship. In line with the majority,  
 

H2: POS has mediating impact on the relationship of employees’ internal CSR 

perception and WE. 

 

 Authors suggest incorporation of CSR at its maximum capacity would infer positive 

impact on employees’ behavior (Farrukh, Sajid, Lee and Shahzad, 2020; Shin and Hur, 

2020; Jia et al., 2019) resulting in high performance (task performance, in-role, extra role). 

Therefore, contemporary researchers are looking for CSR and task performance 

mechanisms, such as, Story and Neves (2015) found that employees’ task performance 
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enhance, and they exert extra efforts when they attribute motives to the CSR activities of 

their organizations as extrinsic and intrinsic. They surveyed 229 dyads of employees and 

their supervisors from well spending CSR investor companies in Portugal. In another study 

by Chaudhary (2020), has asserted that CSR towards employees influence employees’ task 

performance positively, however, the scope of the research was limited to the direct 

relationship. 
 

 The mechanism between CSRIN and task performance has been hardly examined, 

specifically at micro level (John et al., 2019). However, research by Asante Boadi et al., 

(2020) has stated employee performance and CSRIN perception are linked positively with 

each other, inferring CSRIN initiation to be a source to improve the employee performance 

and become identified with the organization. Furthermore, CSRIN linked to work 

engagement is also considered an under explored area as far as micro CSR is concerned. 

Kim and Kim (2020) have provided empirical support for the positive and significant 

association of work engagement with task performance. In their study of front-line 

employees from the Korean context, they found work engagement as a mediator resulting 

in task performance. However, Chaudhary and Akhouri (2018) have incorporated work 

engagement as a mediator with CSR attribution, which results in creativity having a 

positive and significant mediation impact. 
 

H3:  Employees’ internal CSR perception effect task performance through the 

mediation of POS and work engagement. 
 

 Under mentioned is the theoretical model that depicts the relationship between CSRIN 

the variables: 

 

 

 
 

Figure 1: Theoretical Model 
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RESEARCH METHODOLOGY 
 

Data Collection Procedure  

 We used a structured questionnaire to collect data in order to evaluate the current 

study's hypotheses. These questionnaires were administered by researchers online and by 

hand. The responses were collected from the employees of various organizations operating 

in Pakistan. To make sure that these employees are working in organizations where CSR 

is implemented, we started the survey with a filter question, “Does your employer company 

function in a socially responsible way?” so that we could get responses from valid 

respondents who have experienced the CSRIN phenomenon. A total of 372 valid responses 

were gathered for analysis purpose. 

 

Study Measures 

 A Likert scale ranging from one (strongly disagree) to five (strongly agree) was used 

in the survey. SPSS was used for data analysis purposes. A reliability analysis was 

conducted to test the appropriateness of the used scales. For this purpose, composite 

reliability was checked.  
 

 To measure employees’ perceptions of internal CSR, Turker’s (2009) 17-item scale 

was used to measure the internal perception of CSR. We used six items for employees to 

measure internal CSR. A sample item includes “Our company policies encourage 

employees to develop their skills and careers.” Cronbach’s 𝛼 was .82. A measure consisting 

of 5 items scale by Podsakoff and Mackenzie (1989) was employed to measure the task 

performance. A sample item is “This worker often performs essential duties.” Cronbach’s 

𝛼 was .83. 
 

 For the purpose of measuring POS, an 8-item scale by Eisenberger et al. (1997) was 

employed, where the sample item included “My Organization cares about my opinions.” 

Cronbach’s 𝛼 was .71. To measure work engagement, a nine-item scale by Schaufeli and 

his colleagues was used (Schaufeli, Bakker, and Salanova, 2006). “My job inspires me.” 

The Cronbach’s 𝛼 was .89. 
 

 According to Nunnally and Bernstein (1994), a composite reliability value of .70 and 

above is considered adequate. In the current study, all the constructs met the criteria of .70, 

thus confirming the construct’s reliability. To assess the mediation relationship among 

CSRIN, POS, WE and TP, we used the model type 6, which is specific for serial mediation 

in IBM SPSS for the statistical analysis. 
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RESULTS 
 

Table 1 

Descriptive Statistics 

 Mean Std. 1 2 3 4 5 6 7 

Gender .37 .484 1       

Age 31.00 8.310 -.081 1      

Education 1.44 .553 -.197** -.333** 1     

Internal 

CSR 
3.8132 .65176 -.053 .388** -.123* 1    

Work 

Engagement 
3.8959 .61636 .028 .382** -.213** .705** 1   

Perceived 

Org Support 
3.6589 .56238 -.023 .338** -.207** .509** .449** 1  

Task 

Performance 
4.0262 .62673 .071 .377** -.220** .564** .658** .388** 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

0 = Male; 1 = Female; 

 

Descriptive Statistics and Correlation Analysis 

 The data's basic nature was summarized using descriptive statistics, as shown in the 

table above. The initial hypotheses’ testing was done through Pearson Product correlation, 

which ranges from +1 to -1. With the exception of the control variable of gender, 

correlations among the primary study variables were found to be substantial and positive, 

indicating early support for the study hypotheses. 

 

Table 2 

Mediation Analyses 

Direct & Indirect Effect SE LLCI ULCI Mediation 

INCSR -> TP .163 .054 .055 .270 Sig 

POS -> WE .133 .046 .042 .225 Sig 

INCSR -> POS -> WE .062 .028 .014 .125 Sig 

INCSR -> POS -> WE -> TP . 031 .014 .007 .064 Sig 

 

Hypotheses Testing 

 First, we present the results of the direct effects of the H1. Second, we analyze the 

mediation effects related to H2. Third, we generated the serial mediation impact of the 

given variables by serial mediation. 
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 The path from POS to WE were positive and statistically significant (b = .13, s.e. = .046, 

p < .001) indicating that POS enhances employees’ work engagement. Concerning to the 

mediating effect of POS on CSRIN and AC (b = .28, s.e.  = .040, p < .001), the coefficients 

are also positive and significant. Thus, we can also validate hypothesis H3. Regarding H2, 

the above table show that POS has a mediating effect on CSRIN and WE (b = .062, 

s.e. = .028, p < .001) depicting a positive and significant effect.  
 

 The mediation effect on CSRIN to task performance via POS and WE (IE = .0313; 95% 

CI = [.007, .064]) is positive and statistically significant. Thus, the whole statistics show 

that CSRIN is partially mediated by task performance as the direct and indirect effects 

show significant effects. Our results depict partially mediation impact, keeping in view that 

both direct and indirect path of the mediation are representing significant and positive 

impact of CSRIN on task performance. CSRIN leads to an increase in perceived 

organizational support, which further leads to work engagement and ultimately contributes 

to the increase in task performance. 

 

DISCUSSION 
 

 The current study was aimed to unfold the underlying possible mechanism relating to 

the CSRIN and task performance, which enlighten our understand relating to these links. 

In this respect, we employed POS and WE as our mediators. Overall, the results depicted 

that CSRIN is positively related to TP through POS and WE respectively. Specifically, our 

first hypothesis stating POS is positively related to WE, is in line with previous literature 

such as, Rich et al., (2010) stating POS as psychological safety which results in employee 

engagement in work. 
 

 Our second hypothesis is also showing positive and significant results where  

CSRIN and WE is mediated by POS, depicting an agreement with Jia et al., (2019) and 

contrary to Glavas (2016), a study from USA context where POS did not result in 

significantly mediating between CSR and WE. However, another study by Khan et al., 

(2021) stated that CSRIN enhance employees’ POS. Our last and third hypothesis,  

which is about sequential mediation of POS and WE in the relation of CSRIN and  

task performance, have also been showing positive and significant effect. Approving  

the previous literature, such as Khan et al., (2021) stated CSRIN as antecedent to POS, 

Farid et al., (2019) stating WE as consequent of perceived CSR. Previous studies  

have asserted employee performance as a consequence of perceived CSR (Boadi et al., 

2020; Fang et al., 2021). However, these all above stated studies have used different 

dimensions of CSR. 
 

 So, we can safely state that CSRIN gives employees a sense of organizational support, 

which in turn makes them more engaged in their work, resulting in greater task 

performance. Despite the increase in CSR literature, particularly in micro-CSR, there is 

still a vague prospect for developing nations (Jamali and Karam, 2018). 

 

Theoretical Contribution 

 This study makes important contributions, in CSR and OB literature. Little is known 

about the micro-foundation of CSR and more precisely employees. So, the current study 

has addressed the employees’ internal CSR perception and unfolds the underlying process 



Yasmeen, Ahmed and Warraich 47 

turning it to better task performance. Several researchers have emphasized to explore the 

underlying mechanism (Gond et al., 2017; Wang et al., 2020). So, by providing the answer 

to “when”, the current study is moving a step forward in the CSR literature. Present study 

offers new insight into how CSRIN can inflate employees’ performance, by introducing 

the POS and work engagement as unique mediators. Therefore, we can infer, CSRIN helps 

organization to achieve its business objective and sustainable development, by improving 

their performance. 

 

Practical Implications 

 Managers are always concerned about performance. While considering employees as 

the critical stakeholders, managers should understand the importance of internal CSR 

policies to employees, since their perception is impacting their performance. This paper 

suggests that CSR policies should be prepared considering the internal stakeholders i.e. 

employees, responses. Moreover, internal CSR policies should be communicated well to 

the employees. So that their perceived organizational support can be enhanced. In 

reciprocating to this, employees will be more engaged in work and will gradually enhance 

their performance. 
 

 Managers should make sure that these CSR policies are implemented effectively so 

employees can feel the support given to them by their organizations. This study gives a 

clear message that employees reciprocate with a higher level of performance for the 

organization’s benevolence of internal CSR. 

 

Limitations 

 It is recommended to consider some certain limitations while interpreting the results. 

Firstly, the cross-sectional study confines our ability to infer causality. However, 

significant correlation results, along with theoretical reasons and empirical evidence from 

earlier studies incorporated in hypotheses development, imply that true causal relationships 

exist. Thus, it is recommended to employ longitudinal and experimental research designs 

for directionality and causal effects. Moreover, as our data has been self-reported which 

may cause the social-desirability, however, that issue has been dealt by assured anonymity 

to the respondents.  
 

 Furthermore, our data is not confined to a specific industry, however, for future it is 

recommended to test the model industry wise, to get industry specific results.  

 

CONCLUSION 
 

 Despite the increasing interest in micro-CSR, literature is still vague about the 

employees’ responses. Moreover, researchers have identified that CSR impact employees’ 

performance, however, the underlying psychological mechanisms of employee’s 

perception of CSR (Gond et al., 2017; Fang et al., 2021) are underexplored. Aiming to 

address these gaps, the purpose of the current research was to explore the internal CSR 

perception of employees’ in relation to task performance. In doing so, a novel framework 

was adopted by incorporating social exchange theory, perceived organizational support as 

an immediate mediator followed by work engagement and resulting is task performance. 

The data was collected from employees of various organizations of Pakistan, comprising 
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of 372 employee responses. SPSS have been used for initial data analyses and Hayes 

process macro has been used for testing the hypothesis. 
 

 The current research reveals that employees’ response to internal CSR has a significant 

and positive effect on their TP. Furthermore, these findings contribute to the micro-CSR 

literature in many ways. Firstly, it provides empirical support for employees’ internal CSR 

perception and task performance using the social exchange theory in a developing country 

perspective, and secondly, it provides a mechanism pertaining to internal stakeholders 

exclusively, explaining how CSRIN leads to the TP by the help of sequential mediation of 

POS and WE. For future research, it is recommended to develop the mechanism with 

external CSR perspective, to get a comparative result that how employees’ respond to 

external CSR in terms of task performance. In addition, personality traits can have a 

potential impact so it can also be tested as boundary condition to the above mechanism. 
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