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Abstract 

Corporate social responsibility for employees is associated with employees’ requirements related to the work and the organization’s 
ability to meet such needs. The study aims to examine the impact of corporate social responsibility for workers on employee management 
effectiveness amongst businesses in Vietnam. Using the quantitative method, through SEM linear structural model analysis, the research 
surveys 619 samples of employees at businesses in Vietnam. The study results show that corporate social responsibility for workers has 
both a direct and indirect impact on the effectiveness of employee management through intermediary factors such as organizational identity, 
organizational commitment, and knowledge sharing of employees. In addition, the study also demonstrates that commitment has a positive 
correlation with both organizational identification and knowledge sharing of employees in the businesses. On that basis, the study proposes 
several recommendations to improve employee administration efficiency. This study’s findings have shown the importance and impact of 
corporate social responsibility in many respects on employee administration efficiency. These are meaningful contributions in theoretical 
and practical aspects that help businesses get a more in-depth insight into employee administration and the need to care and promote 
corporate social responsibility for employees, which is an important basis for further research.

Keywords: Corporate Social Responsibility, Employee Management, Organizational Identity, Organizational Commitment,  
Knowledge Sharing
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the common working environment in the department and 
organization, namely the capacity to organize activities and 
the willingness to implement innovation. Piero et al. (2005) 
measure the effectiveness of management activities through 
4 indicators, including: Employee evaluation of management 
efficiency; Satisfaction at work; Self-assessment of 
individual results; Desire to change jobs.

In the enterprise, administrators are the organizers, 
implementing administration activities, making plans, 
organizing, directing, and supervising human and financial 
resources distribution. Consequently, the administrator 
helps the organization achieve its goals. Their superiors can 
give administrators more time to propose and implement 
new ways at work. As a consequence, they make positive 
changes (Spangler & House, 1991). House et al. (1999) 
argue that administrators influence, motivate employees to 
be productive and contribute to the organization’s success. 
Therefore, the effectiveness of administration activities is of 
great importance in the development of the business. 

Corporate social responsibility is one strategy for 
managing firms’ business activities but may have 
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1. Introduction 

The administration is an essential factor in directing all 
organizational components to effectively accomplish the 
organization’s goals (Burns, 1978). The effectiveness of 
employee management is understood as the result of the 
impact of the leader on the direct employees under his or 
her authority (including job satisfaction, mental health) and 
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heterogeneity depending on ownership structures (Lee, 2018). 
Corporate social responsibility for employees is associated 
with employees’ requirements related to the work and the 
organization’s ability to meet such needs. Employees will 
mostly feel satisfied and motivated to work if they think 
their expectations and the organization’s commitment to 
them are met. According to Hopkins (2003), one of the most 
obvious invisible benefits of participation in corporate social 
responsibility is increasing morale, loyalty, and employee 
satisfaction. Mittal et al. (2008) argue that corporate social 
responsibility has a positive impact on employee productivity. 
Employees feel more satisfied with the reasonable values of 
the organization.

According to Jenkins (2006), Zairi and Peters (2002), 
the study of corporate social responsibility will usually be 
related to long-term benefits rather than immediate short-
term benefits. Corporate social responsibility can also attract 
better employees (Turban & Greening, 1997). Backhaus  
et al. (2002) demonstrate that corporate social responsibility 
increases a business’s attractiveness to potential employees, 
the most influential areas of corporate social responsibility, 
including environmental issues, community relations, and 
diversity policies. 

So far, in their work, many authors have mentioned 
the relationship between corporate social responsibilities 
for workers to the effectiveness of employee management. 
Most studies tend to focus on the argument that corporate 
social responsibility has a positive effect on employee 
management effectiveness. Businesses carrying out social 
responsibility and employee satisfaction in the business 
have a positive relationship, according to research by Koh 
and Boo (2001). At the same time, it helps employees 
feel inclusive and be motivated to stay longer with the 
business. Siddiq and Javed (2014) argue that corporate 
social responsibility has a positive and strong impact on 
employee management effectiveness. Meanwhile, Khan 
et al. (2016) also mention corporate social responsibility 
as a useful measure that increases the effectiveness of 
employee management and the efficiency of business 
operations. Katou and Budhwar (2010) point to results that 
administration activities positively correlate with reward, 
reward based on efficiency, training, and development so 
that employees have higher expertise, evaluate performance 
results fairly, motivate employees to work. Research by 
Ritzer and Trice (1969) demonstrates a positive relationship 
between organizational commitment and employee 
remuneration policies. Bakiev (2013) argues that high-
performance working systems through intermediaries are 
relationships between employee trust, engagement, and 
organizational performance awareness that positively affect 
the effectiveness of employee management within the 
organization. Shahzad et al. (2008) studied the relationship 
between remuneration, effectiveness evaluation, promotion 

practices, and administration efficiency within the 
organization, which showed that these factors positively 
correlate.

In fact, the administration activities at businesses in 
Vietnam have changed profoundly in recent years, especially 
since Vietnam joined the World Trade Organization (WTO). 
The efficiency brought by administration activities has great 
significance, contributing to increasing the motivation to work, 
improving the performance and scale of the organization, as 
well as creating a more favorable working environment for 
workers and the long-term development of the organization. 
However, in terms of social responsibility for workers, 
many businesses are still urgent yet underestimated today. 
Businesses have barely grasped employees’ practical needs; 
the solutions businesses build have had not come from the 
expectations and desires, both physically and mentally, from 
employees. Besides, administrators often radiate an air of 
imposing with little innovation in terms of their philosophy 
and working methods when they carry out their management 
styles. Moreover, administrators, in many cases, do not have 
the proper attention and support for employees. Besides, 
there are other causes such as low quality of labor resources, 
limited labor awareness. These have a significant impact 
on trust, thereby dominating the effectiveness of employee 
management in the business.

The study is based on an overview of the theory and 
related works, conducting modeling and testing the impact 
of corporate social responsibility on workers on the 
effectiveness of employee management. In the context of 
businesses in Vietnam, the study results show that corporate 
social responsibility for workers has both a direct and indirect 
impact on the effectiveness of employee management 
through intermediary factors such as organizational identity, 
organizational commitment, and knowledge sharing of 
employees. These are meaningful contributions both in terms 
of reason and practice, helping businesses have a deeper 
insight into employees’ administrative activities and the need 
to pay attention and promote corporate social responsibility 
activities for workers. From that, the research comes up with 
more effective solutions and policies in the future.

2.  Literature Review and Hypotheses

2.1. � Corporate Social Responsibility for  
Workers and the Effectiveness of  
Employee Management

Maignan and Ferrell (2004) argue that a business has a social 
responsibility when its decisions and activities are intended to 
create and balance the different interests of the individuals and 
organizations involved. Corporate social responsibility for 
employees is associated with employees’ requirements related 
to the work and the organization’s ability to meet such needs. 



Quang Bach TRAN, Thi Thu Cuc NGUYEN, Dieu Anh HO, Duc Anh DUONG /  
Journal of Asian Finance, Economics and Business Vol 8 No 4 (2021) 1033–1045 1035

Employees will mostly feel satisfied and motivated to work if 
they feel their expectations and the organization’s commitment 
to work is met to a reasonable extent. Besides, Carroll (1979) 
defines that corporate social responsibility includes society’s 
expectations economically, legally, ethically, and charitably for 
organizations at a given time.

In his research, Brammer et al. (2007) propose components 
of corporate social responsibility, including social responsibility 
for society, social responsibility for the natural environment, 
social responsibility for customers, social responsibility for 
other external stakeholders, social responsibility for law, social 
responsibility for fairness in policies and social responsibilities 
for training employees. The study results show a correlation 
between the components of corporate social responsibility to 
the organizational commitment of employees. In particular, the 
fair share of policy has the most decisive influence. Next is the 
business’s external social responsibility and finally, the issue of 
training for employees of the enterprise. 

Imran et al. (2010) consider the impact of corporate 
social responsibility on the organizational commitment 
of employees and evaluate how social responsibility 
and employee commitment affect the organization’s 
effectiveness. Research demonstrates that corporate social 
responsibility, including those for the benefit of employees 
and their families, increases employee engagement with the 
organization. The more businesses contribute to society, the 
more they attract potential employees and improve their 
current engagement level. The good deeds of the company 
motivate employees to introduce the company to others, 
making them feel more proud of their company and therefore 
will improve their working productivity. Moreover, social 
responsibility will also enhance prestige for businesses, 
customers, investors, suppliers, and governments. Thereby 
positively affecting the decision-making process, which is 
in favour of the business. Social responsibility also brings 
a competitive advantage, thereby positively impacting the 
effectiveness of the organization. In addition, organizations 
can increase employee engagement by promoting activities 
that are useful to society. All these activities will positively 
affect employees’ inclusiveness to the organization, 
thereby affecting working productivity and increasing the 
organization’s operations efficiency.

Perhaps the most valuable but often least recognized 
source of a company’s intellectual property is the staff. 
However, keeping those hearts and minds loyal to the cause 
is no easy feat (Kumari, 2015). According to Piero et al. 
(2005), employee management’s effectiveness is understood 
as a result of the leader’s impact on employees directly under 
his authority and on the familiar working environment in the 
department and organization, namely the capacity to organize 
activities and the readiness to innovate. The effectiveness 
of employee management includes the following criteria: 
Satisfaction with a job (Piero et al., 2005); Psychological 
health, and mental comfort (Reave, 2005; Thun, 2009).

Olsen (1993) defined satisfaction with a job as a positive 
emotional response of employees when the job’s value meets 
the employees’ expectations. Ivancevich and Mattson (2005) 
argue that satisfaction with a job reflects an individual’s 
attitude toward work and self-awareness. The individual’s 
perception of the job will lead to their attitude to the job. 
George and Jones (1996) argue that job satisfaction is a 
collection of feelings and beliefs about a person’s current 
position. Satisfied employees at work are happy with their 
current job and work enthusiastically. They even find the 
work very interesting and attractive. It seems that the work 
is not always finished, always opening up new opportunities 
(Thun, 2009). Piero et al. (2005) say that employees satisfied 
at work are always content with their jobs. 

According to Thun (2009), good leadership will help 
employees under the authority to have a good psychological 
state when working, such as better concentration, feeling 
themselves a valuable part of the organization, being involved 
in the decision-making process, facing and overcoming 
difficulties more easily, rarely feeling the pressure, 
unhappiness, loss of confidence in themselves. As a result, 
good mental and psychological comfort will make them work 
better and achieve higher yields at work.

The two main factors mentioned are corporate social 
responsibility for workers and employee management 
effectiveness. The study also addressed intermediaries in the 
model, including Organizational identification, Organizational 
commitment, and Knowledge sharing.

Organizational identification refers broadly to what 
members are aware of, feel and think about their organization. 
It is assumed to be a collective general understanding, a 
broad sharing of the organization’s particular values and 
characteristics. Albert and Whetten (1985) define an influential 
organizational identity that is a central, enduring, and distinc-
tive factor in an organization’s character.

The identity of the organization is harmony between 
individual and organizational values (Pratt, 1998). In other 
words, identifying the organization is a psychological structure 
that connects employees with the organization in which they 
work. A strong self-commitment with the organization will 
promote the development of positive attitudes (Davila & 
Garcia, 2012; Stinglhamber et al., 2015) and reduce employee 
departures (Riketta, 2005; Chiu & Ng, 2013).

Organizational commitment is a psychological state (desire, 
need, responsibility) that shows employees’ relationship with the 
organization. According to Mowday et al. (1982), commitment 
to the organization is the relative strength of employee  
co-synchronization with the organization and employees’ active 
participation in a certain organization. O’Reilly and Chatman 
(1986) argue that organizational commitment is defined as 
the psychological state of the member of the organization, 
reflecting the level of individuality that absorbs or accepts 
the characteristics of the organization. According to Meyer 
and Allen (1991), organizational commitment is viewed from 
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two perspectives: attitude and behavior. Mowday et al. (1982), 
Reicher (1985), Salancik (1977), Scholl (1981), Staw (1977), 
during a theoretical overview of organizational commitment, 
show that there is a difference between attitudes and behavioral 
commitments. Porter et al. (1974) and Mowday et al. (1979) 
further emphasize that organizational commitment is an 
employee’s willingness to contribute significant efforts to the 
organization.

Knowledge sharing is defined as a deliberate subjective act 
that makes knowledge reused by others through knowledge 
transfer (Lee & Al-Hawamdeh, 2002); the process of 
imparting and receiving knowledge, including creativity and 
knowledge sharing, depend on the conscious efforts of the 
individual to make knowledge shared (Nonaka & Tekeuchi 
1995). According to Hari et al. (2005), Knowledge sharing 
is a process or activity in which existing knowledge of an 
organization is transferred from its holder to those who do not 
have it, i.e., communicating hidden knowledge and explicit 
knowledge. Knowledge assets refer to the degree to which 
individuals accumulate and utilize knowledge. In terms of 
enterprises, knowledge assets can be defined as the knowledge 
accumulated concerning items, market, technology, process, 
and organization demanded by companies or which generates 
profits (Seo et al., 2018). Tsui et al. (2006) believe that 
knowledge sharing is an activity that helps employees share 
understanding and experience to support projects and plans 
to complete quickly and cost-effectively. Also, knowledge 
sharing involves sharing organizational information, ideas, 
suggestions, and work experience with others. Maponya 
(2004) research also shows knowledge sharing is based 
on experience obtained during work inside and outside the 
organization. If knowledge is available within members, 
the organization minimizes duplicate decisions and solves 
problems faster. Practical knowledge-sharing activities will 
help reuse each individual’s ability and raise understanding to 
a new high. Krough et al. (2000) say that knowledge sharing is 
also essential in creating a unique experience and improving 
its performance. In this same view, Nguyen et al. (2020) 
mention the role of knowledge sharing as an intermediary in 
the relationship that affects employees’ motivation, thereby 
impacting employee management’s effectiveness.

2.2.  Research Hypotheses

2.2.1. � Corporate Social Responsibility for Workers and 
the Effectiveness of Employee Management

Research by Thorne et al. (1993) demonstrates that 
if businesses do not carry out their social responsibility, 
their effectiveness will be significantly reduced. Enterprise 
performance of social responsibility increases current 
employees’ goodwill, from which it is possible to improve 
financial results (Davis, 1973; McGuire et al., 1988). 

Implementing social responsibility will positively impact 
workers’ willingness to participate in production and 
business activities, increase productivity, and enhance 
employee management in the enterprise.

Also, many other studies show similar results when 
evaluating corporate social responsibility for workers that 
it has a positive effect on the effectiveness of employee 
management as research works by (Yang & Kim, 2018; 
Babola, 2012; Khan et al., 2016; Akanbi & Ofoegbu, 2012; 
Wan Ahamed et al., 2014). In the context of businesses in Viet 
Nam, to verify the impact of corporate social responsibility 
on workers on the effectiveness of employee management, 
the authors hypothesize:

H1: Corporate social responsibility for workers positively 
correlates with the effectiveness of employee management in 
businesses in Vietnam (see Figure 1).

2.2.2. � Corporate Social Responsibility for Workers  
and Organizational Identification

Many studies in the world and practice show that if 
businesses perform well corporate social responsibility for 
workers, their benefit increases. The benefits that businesses 
have when implementing corporate social responsibility for 
employees include: Reducing costs, increasing revenue, 
increasing brand value, reducing the percentage of employees 
who quit, increasing productivity, and adding opportunities 
to access new markets.

Besides, corporate social responsibility for employees 
also creates a reputation for the organization, thereby 
strengthening employees’ organizational identification (Van 
Riel & Balmer, 1997). Excellent conduct of corporate social 
responsibility activities for employees, coupled with strategies 
to create a brand and reputation for the organization, will 
contribute to employee’s higher appreciation of the current 
organization (Dowling, 1994). To clarify the relationship 
impacting corporate social responsibility for employees on 
organizational identification, given the context of businesses 
in Vietnam, the study sets out the hypothesis:

H2: Corporate social responsibility for the employee 
positively correlates with organizational identification in 
businesses in Vietnam (see Figure 1).

2.2.3. � Organizational Identification and the 
Effectiveness of Employee Management

Organizational identification has the effect of connecting 
employees with the organization in which they work.  
A strong self-identification with the organization promotes a 
positive attitude (Stinglhamber et al., 2015), thereby reducing 
employees’ intention to leave and improving their work 
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efficiency (Chiu & Ng, 2013). Employees’ understanding, 
perceptions, feelings, and thoughts about their organization 
positively impact psychology and job satisfaction, thereby 
improving employee management effectiveness. To test the 
effects of organizational identification and the effectiveness 
of employee management at businesses in Vietnam, the 
study hypothesizes:

H3: Organizational identification positively correlates 
with the effectiveness of employee management in businesses 
in Vietnam (see Figure 1).

2.2.4. � Corporate Social Responsibility to Employees 
and an Organizational Commitment

Research by Nejati and Ghasemi (2013) based on 
Turker (2008) confirms that corporate social responsibility 
for employees has a positive impact on the organizational 
commitment of employees. The research results of Maignan 
et al. (1999) show that social responsibility plays a vital role 
in enhancing employee commitment. Turker (2008), in his 
research, demonstrates that corporate social responsibility 
for employees has a significant impact on employee 
engagement.

In general, previous studies on the impact of corporate 
social responsibility on employees on an employee’s 
organizational commitment can be classified into two 
categories. First, the authors analyze how corporate social 
activity affects potential employees (Albinger & Freeman, 
2000; Backhaus et al., 2002; Turban & Greening, 1997). 
These studies support the notion that corporate social 
responsibility for employees creates a good reputation for a 
company’s business and increases its attractiveness. 

In the second category, the authors focus on the 
organization’s social responsibility impact on current 
employees (Peterson, 2004; Rupp et al., 2007; Wood & Jones, 
1995). Riordan et al. (1997) argue that employees’ corporate 
social responsibility will affect employees’ attitudes, 
behaviors, and cohesion. Studies by Brammer et al. (2007) 
demonstrate the influence of social responsibility activities 
on organizational cohesion. 

Thus, most studies have reached a consensus that 
shows a direct and positive relationship of corporate 
social responsibility for employees on an organizational 
commitment of employees. In the context of Vietnamese 
businesses, to test this relationship more clearly, the authors 
hypothesize:

H4: Corporate social responsibility for employees 
positively correlates with the organizational commitment of 
employees at businesses in Vietnam (see Figure 1).

2.2.5. � Organizational Commitment and the 
Effectiveness of Employee Management

The organizational commitment has a positive correlation 
with motivation, performance, and job satisfaction (Mathieu 
& Zajac, 1990). Organizational commitment has a regulating 
and building role in the organization. At the same time, it 
supports employees’ working processes through the inter-
mediary relationships between management and employees. 
This will boost their motivation and work results and improve 
the effectiveness of employee management in the enterprise. 
Therefore, to test the relationship of the organizational 
commitment’s impact on the effectiveness of employee 
management, given the context of businesses in Vietnam, 
the hypothesis is built: 

H5: Organizational commitment positively correlates 
with the effectiveness of employee management at businesses 
in Vietnam (see Figure 1).

2.2.6. � Corporate Social Responsibility for Employees 
and Knowledge Sharing

According to Mohr et al. (2001), corporate social 
responsibility for employees is the minimization or elimination 
of dangers arising in society as well as maximization of certain 
effects for a long time. Drucker (1974) argues that when 
performing corporate social responsibility for employees, 
businesses should carry out social activities to create the 
community welfare. Because organizations will profit from 
the community and reduce the natural resources of society, 
they have a responsibility to improve the environment and 
other resources and improve the standard of living for the 
whole society. According to research results by Siddiq and 
Javed (2014), Babola (2012), Raihan et al. (2015), Khan et al. 
(2016), Akanbi and Ofoegbu (2012), Monsuru and Abdulazeez  
(2014), Weshah et al. (2012), Wan Ahamed et al. (2014), then 
corporate social responsibility for employees has a positive 
impact on knowledge sharing and overall corporate perfor- 
mance. In order to clarify the relationship impacting corporate 
social responsibility on employees on knowledge sharing, with 
the context of businesses in Vietnam, the study hypothesizes:

H6: Corporate social responsibility for the employee 
positively correlates with knowledge sharing of employees 
at businesses in Vietnam (see Figure 1).

2.2.7. � Knowledge Sharing and the Effectiveness of 
Employee Management

Podug et al. (2017) suggest that the Knowledge sharing 
process positively correlates with organizational innovation 
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outcomes. Robert (2016) recommends businesses provide 
support and encouragement to supervisors and employees 
in the workplace through HR and job satisfaction policies.  
A friendly working environment and open knowledge sharing 
among colleagues always bring positive signs for long-term 
development for businesses. From the above statements, to 
clarify the relationship of the impact of knowledge sharing 
on the effectiveness of employee management, given the 
context of businesses in Vietnam, the research hypothesizes:

H7: Knowledge sharing positively correlates with the 
effectiveness of employee management in businesses in 
Vietnam (see Figure 1).

2.2.8. � Commitment of Employee and  
Organizational Identification

The organizational commitment represents the spiritual 
relationship between employees and the organization in order 
to reduce employees’ likelihood of leaving the organization. 
Organizational identification reflects awareness and 
attachment to the organization’s standards, values, and 
goals (Van Dick et al., 2004). In addition, Organizational 
identification occurs when an individual identifies himself 
as having the same attributes as the organization in which 
they are working (Elsbach & Bhattaharya, 2001).

Employees who show a long-term attachment to the 
organization will feel more secure and comfortable at 
work. They will tend to increase their understanding of 
the organization’s values, goals, as well as standards set to 
increase organizational identification. So, given the context 
of businesses in Vietnam, to identify how the relationship 
between employee commitment and Organizational 
identification is shown, the following hypothesis is built:

H8: Employee commitment positively correlates with 
organizational identification at businesses in Vietnam (see 
Figure 1).

2.2.9. � Organizational Commitment and  
Knowledge Sharing

According to Morgan and Hunt (1994), cooperative 
behavior and knowledge sharing are positive results of 
commitment. Employee commitment is considered to have 
a certain impact on the degree of knowledge sharing of 
employees with colleagues, administrators, and vice versa. 
Employees who are highly committed to the organization, 
whether emotionally, intellectually, or morally, want to 
contribute to the organization’s success. Employees who are 
willing to share practical knowledge to learn experiences 
with colleagues will create good support in the organization’s 
overall working process and have a positive impact on 
perfecting the working procedures of employees. Given 
the context of businesses in Vietnam, and in order to test 
the relationship, the research comes up with the following 
hypothesis:

H9: Organizational commitment positively correlates 
with knowledge sharing of employees at businesses in 
Vietnam (see Figure 1).

3.  Research Method

3.1.  Research Scale

Based on a theoretical overview and related research 
works, the article proposes a research model with 
independent variables that are corporate social responsibility 

Figure 1: Proposed Research Model
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for workers, intermediate variables including organizational 
identification, organizational commitment, knowledge 
sharing, and the goal variable is the effectiveness of employee 
management. The scale used in the study is a Likert scale with 
5 levels (Strongly agree; Agree; Normal; Disagree; Strongly 
disagree). Variable measurement indicators are applied with 
adjustments to the characteristics of the research sample 
from previous studies. 

With the variable Corporate social responsibility for 
workers (SR) using the scales of Hopkins (2003) and 
Clarkson (1995) including 5 observations. The Organizational 
Commitment (OC) variable using Meyer and Allen’s research 
scale (1991) consists of 18 observations with 3 groups of 
factors: Organizational commitment (AC) has 6 observations; 
Continuance commitment (CC) has 6 observations; Normative 
commitment (NC) has 6 observations. Organizational identity 
(OI), using the scales of Wiesenfeld et al. (2001), Jones and 
Volpe (2011), consists of 5 observations. Knowledge sharing 
(KS) using Chennamaneni’s scale (2006) consists of 6 
observations.

The effectiveness of employee management (EM) 
consists of 2 factors: Satisfaction with a job (SJ) using the 
scale by Judge et al. (2002), which consists of 5 observations; 
Psychological health and mental comfort (MH) using Thun’s 
scale (2019) consists of 3 observations.

3.2.  Research Sample

The research sample was selected by the non-
probability sampling method, a convenient sampling, 
and relatively stratified according to the provinces and 
localities in Vietnam. The investigating unit in the study 
was identified as an employee at businesses in Vietnam. 
The sample size in the collection is 619 samples. The 
data collection process is conducted in two ways: direct 
distribution and online. The number of online votes 
collected is 402, the number of votes used is 378. In terms 
of direct distribution, the number of votes issued is 500, 
the number of votes collected is 398, the number of votes 
used is 241. The total number of valid votes used for 
analysis is 619. According to Hair et al. (1998) study for 
reference to the expected sample size, the sample size is at 
least 5 times the total number of observed variables. With 
the number of observations in the article of 42, the scale of 
the study, which consists of 619 samples, meets analysis 
requirements. The time to complete data collection is from 
October 2020 to December 2020.

3.3.  Data Processing

The research uses quantitative methods. Data collected 
and cleaned are processed through SPSS and AMOS 
programs. The first is to assess the reliability of the scale 

with the Cronbach’s Alpha value requirement > 0.7. Next, 
the study analyzes EFA discovery factors to determine 
the “convergence value” and “differentiated value of the 
scale.” Then, the AMOS program is used to assess the 
appropriateness of the research model through CFA testing. 
Finally, the study conducts the examination of research 
hypotheses by analyzing the SEM linear structure model. 

4.  Results and Discussion

4.1.  Testing the Reliability of the Scale 

Cronbach’s Alpha test results show the reliability of 
the scale used in the analysis when the Cronbach’s Alpha 
of all variables > 0.7. However, the NC6 index has a 
Cronbach’s Alpha if Item Delete of 0.90, which is greater 
than the Cronbach’s Alpha of the NC variable (0.899). 
The SJ3 index has a Cronbach’s Alpha if Item Delete of 
0.965, which is greater than the Cronbach’s Alpha of the 
SJ variable (0.959). Therefore, in order to increase the 
appropriateness of the scale, the study uses two indicators 
NC6 and SJ3 (see Table 1).

4.2.  EFA 

After examining the appropriateness of the scale, the 
study conducted an analysis of EFA discovery factors for both 
variations, intermediate variables, and dependent variables. 
The results show that the data are eligible for analysis 
due to Factors loading > 0.5 and satisfies two conditions: 
“Convergence value” (observation variables converging on 
the same factor) and “Distinguishing value” (observation 
variables belonging to one factor distinguish from another) 
(see Table 2).

Table 1: Evaluation of the Reliability of the Scale Through 
Cronbach’s Alpha Coefficient

No Variables Ref. 
Code

Cronbach’s 
Alpha

1 Corporate social 
responsibility for employees

SR 0.928

2 Organizational commitment AC 0.881
3 Continuance commitment CC 0.827
4 Normative commitment NC 0.902
5 Organizational identification OI 0.859
6 Knowledge sharing KS 0.921
7 Satisfaction with job SJ 0.965
8 Mental health MH 0.842
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4.3.  CFA 

The positive results show the conformity of the 
measurement model. Chi-square Index = 2350.415, df = 712, 
Chi–square/df = 3.301 (< 5), P = 0.000, GFI = 0.837 (> 0.8), 
TLI = 0.909 (> 0.9), CFI = 0.917 (> 0.9), RMSEA = 0.061 
(< 0.08).

4.4.  SEM Analysis

Conducting analysis of the SEM model for the research 
model, we see that the synthetic indicators are satisfactory. 
Specifically, Chi–square = 2395.518, df = 726, Chi–square/
df = 3.300 (< 5), P = 0.000, GFI = 0.834 (> 0.8), TLI = 0.909 

(> 0.9), CFI = 0.915 (> 0.9), RMSEA = 0.061 (< 0.08) (see 
Figure 2).

The results of estimating the relationships in the model 
show that the research model is appropriate. All hypotheses 
with P < 0.05 are accepted.

Specifically, the H1 hypothesis examines the impact of 
corporate social responsibility for workers on the effectiveness 
of employee management in businesses in Vietnam. The 
study results show that the hypothesis is accepted with the 
meaning of P < 0.05 and the revoicing weight of 0.576 > 0. 
This demonstrates that corporate social responsibility for 
workers has a positive correlation with the effectiveness of 
employee management. This result corresponds to the work 
of (Thorne et al., 1993; Davis, 1973; McGuire et al., 1988; 

Table 2: EFA Factor Analysis Results

EFA analysis Kaiser-
Meyer-Olkin P-value Average Variance 

Extracted 
Factor 

Loading Conclusion

Independent and 
intermediate variables

0.932 0.000 67.455 All are greater 
than 0.5

Guarantees analysis requirements

Dependent variable 0.923 0.000 82.043 All are greater 
than 0.5

Guarantees analysis requirements

Figure 2: SEM Model Analysis
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Babola, 2012; Khan et al., 2016; Akanbi, & Ofoegbu, 2012; 
Ahamed et al., 2014).

Hypotheses H2, H3 examine the impact of corporate social 
responsibility for workers on organizational identification 
and organizational identity on the effectiveness of employee 
management in businesses in Vietnam. The results of the 
study showed that with P < 0.05 and positive regression 
weight, both of these hypotheses are accepted. These results 
are similar to those of Van Riel and Balmer (1997), Dowling 
(1994), Stinglhamber et al. (2015), Chiu and Ng (2013), 
etc. research has demonstrated the intermediary role of 
organizational identification in the relationship of corporate 
social responsibility for workers on employee management 
effectiveness. 

Similarly, H4, H5, H6, H7 hypotheses are all accepted 
with P < 0.05 and positive regression weight, which 
corresponds to the research works of (Nejati & Ghasemi, 
2013; Turker, 2008; Maignan et al., 1999; Albinger & 
Freeman, 2000; Backhaus et al., 2002; Turban & Greening, 
1997; Peterson, 2004; Rupp et al., 2007; Wood & Jones, 1995; 
Riordan et al., 1997; Brammer et al., 2007; Mathieu & Zajac, 
1990; Mohr et al., 2001; Drucker, 1974; Podug et al., 2017). 
These results show that, like organizational identification, 
organizational commitment and knowledge sharing are 
proven as intermediary factors in the impact of corporate 
social responsibility for workers on the effectiveness of 
employee management. 

Thus, by accepting all hypotheses from H1 to H7, it can be 
seen that corporate social responsibility for workers has both 
a direct impact and an indirect impact on the effectiveness 
of employee management through intermediary elements 
that are organizational identification, organizational 
commitment, and knowledge sharing of employees in the 
business (see Table 3).

In addition, the H8 and H9 hypotheses examine the 
impact of commitment on organizational identification and 

Knowledge sharing of employees at businesses in Vietnam. 
The results of the study also showed that the hypotheses are 
accepted with P < 0.05 and among regression weight > 0. It 
means that the commitment has a positive correlation with 
both organizational identification and knowledge sharing of 
employees in businesses. These results also correspond to 
the works of (Van Dick et al., 2004; Elsbach & Bhattaharya, 
2001; Morgan & Hunt, 1994).

Research has demonstrated the importance of corporate 
social responsibility to workers in a relationship that 
affects the effectiveness of employee management and 
the intermediary role of organizational identity factors, 
organizational commitment, and knowledge sharing of 
employees in the business. To show the manifestation of 
each factor in this study for employees at businesses in 
Vietnam, the study conducts a descriptive statistical analysis 
to determine the average value of variables. The results 
show that, with the highest average value in the research 
variables included in the model maintaining at 3.8423, the 
organizational identity factor in Vietnamese businesses is 
evaluated at a fairly high level, showing relatively rational 
thinking and ways of doing things from business leaders, 
as well as the general direction of the State. However, this 
index is still modest compared to the general index of other 
factors in management and business activities. 

Besides, the mean value of Normative commitment 
stood at 3.4924, compared to other factors in the model; it 
can be concluded that this is the factor rated at the lowest 
level. This partly proves that, with the current momentum 
of economic development and global integration, businesses 
and workers are racing for profits and traditional values tend 
to be underestimated. This is also an issue that deserves 
attention for both businesses and authorities because 
maintaining conventional beauty; ethical values are always 
the right motto besides increasing the growth rate to keep 
up with developed countries’ economies today (see Table 4).

Table 3: SEM Analysis Results for the Relationships in the Model

Hypothesis Relationship Weight S.E C.R. P Conclusion

H1 EM ← SR 0.576 0.034 17.113 0.000 Accepted
H2 OI ← SR 0.311 0.047 6.656 0.000 Accepted
H3 EM ← OI 0.155 0.032 4.779 0.000 Accepted
H4 OC ← SR 0.339 0.035 9.775 0.000 Accepted
H5 EM ← OC 0.311 0.066 4.684 0.000 Accepted
H6 KS ← SR 0.277 0.047 5.914 0.000 Accepted
H7 EM ← KS 0.106 0.032 3.333 0.000 Accepted
H8 OI ← OC 0.467 0.087 5.344 0.000 Accepted
H9 KS ← OC 0.699 0.096 7.311 0.000 Accepted
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5.  Conclusion 

Based on an overview of related works, modeling 
research, and inspection of the relationship between corporate 
social responsibility for workers and the effectiveness of 
employee management in businesses in Vietnam. The study 
results show that corporate social responsibility for workers 
has both a direct and indirect impact on the effectiveness of 
employee management through intermediary factors such 
as organizational identity, commitment to the organization, 
and Knowledge sharing of employees. In addition, the study 
also demonstrates that commitment has a favorable impact 
on both organizational identification and knowledge sharing 
of employees in businesses. Based on the results of this 
study, the authors make many recommendations to enhance 
the effectiveness of employee management in businesses in 
Vietnam:

Firstly, regarding corporate social responsibility for 
employees, businesses need to create a safe working 
environment and take care of employees’ spiritual life and 
health. 

Secondly, regarding organizational identification, 
businesses need to have open policies, encouraging the 
development of internal communication channels within the 
organization, which can be done by enhancing the exchange 
of supporting information between departments. 

Thirdly, regarding the employees’ commitment to the 
organization, businesses need to pay attention and meet the 
material and spiritual needs of employees. Businesses should 
focus on developing individual skills, recording employees’ 
achievements reasonably, and listening to feedback from 
them to have timely incentive and encouragement policies. 

Fourth, regarding knowledge sharing, knowledge sharing 
should be encouraged in work in an open and candid way 
among employees and colleagues in the business, promoting 
the working group’s role. 
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