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Abstract:  A key component of organizational success is employee engagement, which is frequently linked to 

increased retention, job satisfaction, and productivity. The "Good Samaritan" approach is one new idea in this 

field, where employees assist one another freely and without anticipating personal benefit. This essay 

examines the function of good Samaritan behaviors in employee engagement and evaluates how they affect 

teamwork, workplace culture, and organizational results. The purpose of the paper is to demonstrate how 

encouraging a helpful and altruistic culture can have a positive impact on employee engagement by evaluating 

recent research, case studies, and real-world examples. 
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Introduction: A key component of organizational performance is employee engagement, which includes 

workers' emotional dedication to their jobs, their employers, and their co-workers. Employees that are engaged 

are more devoted to their employers, more productive, and more satisfied. Recent studies have started to 

investigate workplace interpersonal interactions in addition to individual motives. The idea of "Good 

Samaritan" behavior—voluntary, selfless deeds in which workers assist their coworkers without anticipating 

anything in return—is one such dynamic.  

Although it is frequently associated with personal traits, organizational culture can also have an impact on 

good Samaritan action. This essay investigates the ways in which good samaritan actions promote 

cooperation, improve communication, and establish a positive work atmosphere, all of which increase 

employee engagement. By emphasizing the welfare of employees and establishing procedures that value and 

promote selflessness, businesses might 

Organizations can see improved overall performance by emphasizing employee well-being and establishing 

structures that value and promote generosity. 

The Good Samaritan Concept in the Workplace: Originally from a biblical story, the term "Good 

Samaritan" has come to refer to any deed of generosity or helpfulness. This idea is applied in the workplace 

when staff members help one another, whether it is by delivering emotional support, helping with tasks, or 

just giving advice and direction. Even though they are frequently regarded as informal, acts of kindness can 

have a significant impact on team dynamics, corporate culture, and employee satisfaction in general. 

Good Samaritan Behavior and Employee Engagement: Three key components are frequently used to 

define employee engagement: a sense of meaningful connection with coworkers, organizational dedication, 

and emotional commitment to work. Good Samaritan deeds and other altruistic actions can affect all three of 

these factors by: 

1. Strengthening Interpersonal Relationships: Employee camaraderie and trust are enhanced when 

they support one another. Stronger emotional ties to the company are fostered by a favorable work 

environment where employees feel encouraged by their coworkers. Building these connections is 

essential to having a motivated team. 

2. Fostering a Collaborative Culture: By removing obstacles between coworkers, good Samaritan 

actions promote cooperation. Employees that go above and beyond to support one another foster a 

sense of team unity that can improve creativity and problem-solving. Employee engagement is better 

in collaborative settings because workers feel their contributions are connected and recognized. 
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3. Promoting Organizational Commitment: An employee's sense of accountability and ownership 

within the company can grow as a result of altruistic actions. Workers are more likely to feel involved 

themselves if they see that the behaviors of their coworkers advance the company's overall goals and 

well-being. Furthermore, when companies encourage and support this behavior, staff members could 

feel more devoted to the company's principles. 

Psychological Mechanisms Behind Good Samaritan Effectiveness: The effectiveness of Good Samaritan 

behaviors in fostering engagement can be explained through several psychological theories: 

1. Social Exchange Theory: Social exchange theory (Blau, 1964) states that when workers assist others, 

they frequently anticipate receiving the same benefit in return, either directly from the person they are 

helping or indirectly from the company as a whole. Because of this reciprocity, an atmosphere of 

mutual support thrives, raising levels of participation. 

2. Self-Determination Theory (Deci & Ryan, 1985): The Self-Determination Theory highlights the 

significance of relatedness, competence, and autonomy in fostering engagement and motivation. By 

encouraging interactions and giving staff members chances to prove their abilities and form deep 

connections, good Samaritan behaviors help to create these components. 

3. Positive Psychology: Positive feelings like thankfulness and joy are evoked by altruistic deeds 

(Seligman, 2011). A person's overall job satisfaction and stress-resilience can both be improved by 

experiencing positive emotions at work. 

Case Studies and Real-World Applications: Many firms have realized how important it is to cultivate a 

helpful culture. Altruism and social responsibility have been incorporated into the corporate cultures of 

companies like Google, Salesforce, and Zappos, and this has been associated with increased employee 

satisfaction and engagement. 

Case Study 1: Zappos - Building a Culture of Helpfulness 

Overview: Online retailer Zappos, which is well-known for its exceptional customer care, also places a strong 

emphasis on fostering a supportive and encouraging work environment. The foundational principle of the 

company's corporate culture is "Delivering WOW Through Service." Customers are not the only ones who 

benefit from this idea; their staff members are also urged to go above and beyond to support one another. 

Good Samaritan Behavior in Action: Employees at Zappos are encouraged to take the initiative and help 

their colleagues in a number of ways. For instance, workers frequently offer emotional support during trying 

times or step in to help colleagues with their task during busy periods. Additionally, Zappos operates internal 

initiatives such as "Zappos Insights," where staff members exchange advice and tactics for improving job 

performance and upholding cordial working relationships.  

A customer service agent at Zappos demonstrated good Samaritan conduct by staying on the phone with a 

customer who was having trouble finding the proper shoes, rather than following a script. In addition to 

assisting the customer in finding shoes during this call, the agent made tailored suggestions based on the 

customer's requirements and preferences. 

Impact on Employee Engagement: Employee engagement has increased as a result of this supportive 

culture. Employees at Zappos express a high level of emotional attachment, trust, and camaraderie with their 

coworkers. The business has one of the best percentages of employee retention in the retail sector. Workers 

feel appreciated for their efforts as well as their readiness to help create a collaborative and encouraging work 

atmosphere. 

Application to Employee Engagement: By encouraging trust, satisfaction, and loyalty, Zappos shows how 

cultivating a culture of mutual aid and support boosts engagement. This can be duplicated by organizations 

through leadership modeling, team-building exercises, and formal and informal recognition systems that 

honor and promote good Samaritan behaviors. 
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Case Study 2: Google - Encouraging Altruism Through Collaboration 

Overview: Google, a company known for its creativity and vibrant workplace, has long understood the value 

of teamwork in fostering employee engagement. Employees have many opportunity to practice good 

Samaritan behavior because of the company's culture, which promotes open communication, knowledge 

sharing, and teamwork. 

Good Samaritan Behavior in Action: Google's well-known "20% time" policy permits staff members to 

dedicate 20% of their working hours to personal projects, which frequently entails working on new ideas or 

assisting coworkers with their own initiatives. Employees are encouraged to openly offer assistance in this 

setting, whether it be through mentoring, knowledge sharing, or helping others with difficult jobs. Google's 

commitment to helping others is further demonstrated by its support of employee participation in social 

responsibility programs including community service projects and charitable events.  

Google's internal forum, "Google Helpouts," which enables staff members to provide free guidance on a range 

of subjects, from technology and coding to personal development, is an illustration of good Samaritan 

behavior. Google promotes a culture of philanthropy and strengthens relationships by encouraging staff 

members to donate their time and knowledge. 

Impact on Employee Engagement: High levels of employee engagement are a result of Google's 

collaborative and charitable culture. Employees' contributions to the greater community as well as their 

individual projects give them a strong sense of purpose. Google's dedication to mutual aid and support has 

allowed the company to continuously rank among the best places to work in the world. 

Application to Employee Engagement: By establishing mechanisms for cooperation, such as internal 

mentorship programs, cross-departmental projects, or time set aside for assisting coworkers, organizations 

hoping to emulate Google's success can foster employee altruism. Businesses can help employees feel 

connected to the firm and their colleagues by giving them opportunities to volunteer their expertise. 

Case Study 3: Salesforce - Creating a "Giving Back" Culture 

Overview: The underlying principle of Salesforce, a well-known customer relationship management (CRM) 

company, has long been "Ohana," which means family in Hawaiian. Employees, clients, and the larger 

community all benefit from this value in addition to the company. Salesforce promotes a culture of giving 

back both internally and through corporate charitable endeavors, encouraging staff members to be "Good 

Samaritans." 

Good Samaritan Behavior in Action: Salesforce employees aggressively encourage volunteering by taking 

part in initiatives like "Salesforce.org," which gives NGOs free technology. The organization frequently hosts 

group volunteering events where staff members work together to support community initiatives, and 

employees are urged to contribute 56 hours per year.  

Salesforce also promotes peer-to-peer recognition initiatives, which allow staff members to thank coworkers 

for deeds of kindness, such as offering emotional support or assistance with work-related duties. For instance, 

staff members usually provide a hand during stressful product launches or important deadlines, encouraging 

a sense of unity and shared accountability. 

Impact on Employee Engagement: Salesforce's focus on community and employee support has resulted in 

high levels of employee engagement. High employee satisfaction, minimal turnover, and a strong sense of 

loyalty have all been associated with the company's welcoming and encouraging culture. Employees express 

an emotional connection to the company's principles, particularly the emphasis on mutual support and giving 

back. 

Application to Employee Engagement: Salesforce's focus on community and employee support has resulted 

in high levels of employee engagement. High employee satisfaction, minimal turnover, and a strong sense of 

loyalty have all been associated with the company's welcoming and encouraging culture. Employees express 

an emotional connection to the company's principles, particularly the emphasis on mutual support and giving 

back. 
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Case Study 4: The Ritz-Carlton - Empowering Employees to Go Above and Beyond 

Overview: The Ritz-Carlton Hotel Company is well known for providing outstanding customer service, 

which is primarily due to the company's emphasis on fostering a positive work environment for its staff. The 

organization encourages a culture of good Samaritan behavior and mutual support by empowering staff to go 

above and beyond for clients and coworkers. 

Good Samaritan Behavior in Action: Employees at The Ritz-Carlton are urged to help each other create 

experiences that customers will remember. This helpful culture also applies to internal support. For example, 

regardless of their own workload, it is typical for a colleague to assist when an employee feels overburdened 

by a task. Ritz-Carlton urges staff members to be personally accountable for their coworkers' success and 

satisfaction. 

The company's use of "empowerment cards," which provide staff members the ability to make choices that 

can enhance a visitor's experience or help a coworker, is an illustration of good Samaritan behavior. These 

cards frequently lead to unplanned deeds of kindness, such as a team member lending support at trying times 

or stepping in to assist someone in a difficult circumstance. 

Impact on Employee Engagement: The Ritz-Carlton has a highly engaged workforce as a result of its 

emphasis on mutual assistance. Excellent customer service is a direct result of employees feeling appreciated 

and respected. The business is regarded as one of the best employers in the hospitality sector because of its 

reputation for providing considerate service to both visitors and staff. 

Application to Employee Engagement: By encouraging staff to support one another and fostering a sense 

of shared accountability for customer and colleague happiness, service industry organizations can adopt the 

Ritz-Carlton model as a model. A more unified workplace and increased employee engagement can result 

from empowering staff to make decisions that benefit others. 

Challenges and Considerations: Although Good Samaritan actions can greatly increase employee 

engagement, maintaining them may present difficulties. Employees may believe their efforts are not valued 

if they don't receive acknowledgment or institutional support, which could result in burnout. Employers must 

find a balance between promoting helpful actions and making sure staff members don't go above and beyond.  

Furthermore, different cultures or organizational systems may have different perspectives on helpful 

activities. To guarantee that charitable deeds continue to benefit the business and its employees, it is crucial 

for enterprises to create explicit frameworks for identifying and rewarding them. 

Conclusion: By strengthening interpersonal ties, encouraging teamwork, and boosting organizational 

commitment, good Samaritan acts are essential for raising employee engagement. Organizations may increase 

employee retention, productivity, and satisfaction by fostering a helpful culture. However, in order to keep 

these behaviors effective, businesses must promote generosity, establish supportive processes, and make sure 

that these initiatives don't result in employee burnout. 

Future studies should examine the effects of various company cultures on the frequency of good Samaritan 

activities and how they relate to sustained employee engagement. 

References: 

1. Blau, P. M. (1964). Exchange and Power in Social Life. Wiley. 

2. Deci, E. L., & Ryan, R. M. (1985). Intrinsic Motivation and Self-Determination in Human Behavior. 

Springer Science & Business Media. 

3. Seligman, M. (2011). Flourish: A Visionary New Understanding of Happiness and Well-Being. Free 

Press. 

4. Saks, A. M. (2006). “Antecedents and consequences of employee engagement.” Journal of 

Managerial Psychology, 21(7), 600-619. 

5. Rhoades, L., & Eisenberger, R. (2002). “Perceived organizational support: A review of the literature.” 

Journal of Applied Psychology, 87(4), 698-714. 

6. Kahn, W. A. (1990). “Psychological conditions of personal engagement and disengagement at work.” 

Academy of Management Journal, 33(4), 692-724. 

7. Zappos Insights. (2020). “Creating an Engaged Workforce.” Zappos.com. 

8. Forbes. (2020). “America’s Best Employers 2020.” Forbes.com. 

9. Glassdoor. (2021). “Top 50 Places to Work.” Glassdoor.com. 

10. Harvard Business Review. (2019). "The Ritz-Carlton Way: How Empowering Employees Creates a 

High-Performance Culture." Harvard Business Review. 

. 

http://www.ijcrt.org/


www.ijcrt.org                                                       © 2025 IJCRT | Volume 13, Issue 1 January 2025 | ISSN: 2320-2882 

IJCRT2501550 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org e868 
 

REFERENCES 

[1] Ali, A. 2001.Macroeconomic variables as common pervasive risk factors and the empirical content of the 

Arbitrage Pricing Theory. Journal of Empirical finance, 5(3): 221–240. 

[2] Basu, S. 1997. The Investment Performance of Common Stocks in Relation to their Price to Earnings 

Ratio: A Test of the Efficient Markets Hypothesis. Journal of Finance, 33(3): 663-682. 

[3] Bhatti, U. and Hanif. M. 2010. Validity of Capital Assets Pricing Model.Evidence from KSE-

Pakistan.European Journal of Economics, Finance and Administrative Science, 3 (20). 

 

http://www.ijcrt.org/

