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Abstract 

In today’s business world, corporate Social Responsibility (CSR) is new opportunity for companies. A genuine 

concern for society usually strengthens the image of organization and support sustainable growth. Employees are 

one of the legitimate parts of any business firm, so the impact of CSR practices on employees’ performance has 

been discussed theoretically. Literature review of existing studies regarding CSR helps in find the nexus between 

CSR and performance outcomes. 
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1. Introduction 

Corporate Social Responsibility (CSR) is one of the latest business approaches. Various investigators worked on 

different aspects of CSR, but still they don’t agree upon its single definition. CSR came in existence in late 

1960’s and early 1970’s (Lee, 2011). In word of Cannon (1992), CSR is described as an alliance between three 

parties i.e. business firm, government, and society. Meanwhile he argued that the primary purpose of any 

organization is to work for society (say creating healthy environment, following government standards, educate 

employees etc.). In the similar vein, Branco and Rodrigues (2009) highlighted that there exists two factors i.e. 

internal and external factors behind an organization’s motivation for adopting CSR practices. 

Rationale behind the evolution of Corporate Social Responsibility is triple bottom line, profit, people and planet 

i.e. economical, socially responsible and environmental issues (Iamandi, 2007). To serves these, Shareholder 

approach, stakeholder approach and societal approach are developed (Marrewijk, 2003). First one focuses on 

profit maximization i.e. to gain more and more profit for their shareholders while stakeholder approach 

emphasizes on considering the interest of all its associated stakeholders’ i.e. consumers, employees, suppliers, 

government, community etc. After considering the prevalent business situations, it is quite impossible to neglect 

the importance of stakeholders in an organization (Rodrigo and Arenas, 2008). Stakeholders are very important 

and legitimate part in socially responsible behavior of any organization (Mitchell et al., 1997). Freeman (1984) 

defined a stakeholder as “any group or individual who can affect or is affected by the achievement of an 
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organization's objectives”. Stakeholders are divided under various categories. Stakeholders are divided as 

primary stakeholders and secondary stakeholders (Clarkson, 1995). This classification is done on the basis of 

their level of impact on the organization mission, vision and objectives. Internal and external stakeholders are 

classified as their legal and administrative limits of the organization (Cavanagh and McGovern, 1988). They are 

also categorized as voluntary stakeholders and non-voluntary stakeholders depending upon their degree of risk 

bearing capacity (Mitchell et al., 1997). Goodpaster (1991) classify them as fiduciary stakeholders and non-

fiduciary stakeholders, on the basis of degree of trust they have in management. Lastly, societal approach says 

that society is the most integral part of any organization, so to accomplish all the needs of society is also a 

responsibility of business. 

2. Three domain model of CSR 

An alternative model of CSR is proposed i.e. The Three Domain Model of CSR (Schwartz and Carroll, 2003). 

Underlying principles behind the origin of this new model are i) use of pyramidal structure ii) philanthropic as a 

separate dimension and iii) ambiguity in Economic, Legal and Ethical domains (Schwartz and Carroll, 2003) in 

Carroll’s model.  As Carroll (1991) proposed a hierarchical pyramidal structure of four dimensions of CSR. 

There is no explanation given regarding the most and least important dimension. Secondly, Carroll model shows 

a clear separation between all domains (Carroll, 1991). There may exist an overlapping between all domains. 

Thirdly, he described philanthropic as a separate dimension but one may argue that philanthropic is something 

which can go beyond the limits of responsibility or duties (Schwartz and Carroll, 2003). It can be consider as an 

integration of economic and ethical practices. There may exist some activities which doesn’t fall in any of 

Carroll’s’ CSR dimensions. So, Three Domain Model of CSR is purposed which consists of seven CSR 

categories i.e. Purely Economic, Purely Legal, Purely Ethical, Economic/Ethical, Economic/Legal, Legal/Ethical 

and Economic/Legal/Ethical. But there are also some limitations of this The Three Domain Model of CSR. 

Firstly, no activity may be considered as Purely Economic, Purely Legal or Purely Ethical. Secondly, if there 

exist any activity which doesn’t fall under any of seven domains, than under which domain should it be labeled? 

Thirdly, there is no proper criterion is given for MNCs’ as they operate in home and host countries. So there may 

arise some issues regarding legal and ethical practices of home and host country (Schwartz and Carroll, 2003). 

3. Lantos’s Classification of CSR 

Corresponding to Carroll’s (1979) model of Corporate Social Responsibility, Lantos (2001) classify CSR under 

three components i.e. Ethical CSR, strategic CSR and Altruistic CSR.  Ethical CSR emerges from the integration 

of Economic Responsibilities, Legal Responsibilities, and Ethical Responsibilities of Carroll’s model. Here, 

Ethical CSR is not only a moral obligation but also to go beyond its economic responsibilities for the welfare of 

society. Strategic CSR or Strategic Philanthropy is about attainment of strategic business goals (Carroll, 2001). It 

is some where related to Philanthropic CSR as it also talks about to ‘Giving Back to Society’ but on the other 

side it expects some financial returns from that (Quester and Thompson, 2001). Cynics consider it as a self-

serving phenomenon. Investment in Strategic CSR practices is considered as a type of investment in Goodwill 

Bank which consecutively gives financial returns (Vaughn, 1999). Dilemma regarding Strategic CSR is that who 

should be preferable among the group of stakeholders. Say, if employees are expecting higher wages and 

consumers are expecting products at lower price then who should be given advantage over another (Lantos, 

2001). Moreover how factors like employee morale, goodwill, public relations should be measured in terms of 

financial returns (Miller and Ahrens, 1993).To check the improper implementation of Strategic CSR, social 

audits should be done for measuring social and environmental performance. Social audits should be conducted 

by ethics consultants, social auditing organizations, board of directors etc. Green marketing, cause-related 

marketing are some ways of implementing Strategic CSR (Lantos, 2001). Corresponding to Philanthropic 

domain of Carroll’s model, Altruistic CSR is designed which depicts that contribution to the society is also a 

responsibility of every business (Lantos, 2001). Friedman (1996) suggests that altruistic CSR should not be 

considered as legal commitment for a business. As key objective of any business is to earn more and more profit 

i.e. profit maximization not endorsing public interests.  An organization is not obliged to give back to the general 

public as it pay tax to the government which could be used for public welfare. There may remain some 

unresolved ethical issues because need of society can’t be fulfill absolutely. 
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4. Performance Outcomes 

In this era of globalization, technology is one of the important construct for the success of any organization. But 

the role of human resources can’t be ignored. For the accomplishment of favorable outcomes, human oriented 

measures like employee commitment, employee motivation and employee engagement plays a significant role 

(Pfeffer, 1998). 

5. CSR and Employee Engagement 

The impact of Corporate Social Responsibility practices on Employee Engagement (EE) is not examined so far. 

Researchers are investigating on relationship between CSR and employee engagement. Most of the 

organizations believe that EE plays a vital role in gaining competitive edge (Macey et al., 2009). Employee 

engagement explains family friendly employment practices. On the other side, disengaged employees separate 

themselves from work place, cognitively and emotionally. The performance of engaged employees is much more 

better that disengaged employees (Shuck and Wollard, 2010). Satisfaction level of disengaged employees is 

lower than engaged employees. EE shows a level of commitment, loyalty towards a firm and hardworking 

tendency.  It is a psychological construct (Harter et al. 2002). Kahn (1990) suggests that EE is multi-dimensional 

in nature and includes emotional, cognitive and physical domain. Emotional constructs explains relations or 

feeling associated with other employees. Cognition refers to self-awareness of an employee. Career objectives, 

job role constitutes its part. According to Shuck and Wollard (2010) Employee Engagement is “an individual 

employee’s cognitive, emotional and behavioral state directed toward desired organizational outcomes”. It is the 

predictor of desirable organizational outcomes (Luthans and Petersons, 2001). It is somewhere different from 

other construct like intrinsic motivation (Deci, 1975), organizational commitment (Mowday et. al., 1982), and 

job involvement (Lawler and Hall, 1970) 

Employee Engagement is a part of business case and encompasses organizational commitment, job satisfaction 

and intention to stay (Langford, 2009). According to Smith and Langford (2011), Social responsibility has a 

greater correlation with EE than that of environmental responsibility. Applying social identity theory and 

signaling theory they explained that social responsibility has a direct influence on the engagement of employees 

as environmental responsibility does not (Greening  and Turban, 2000; Albinger and Freeman 2000). They also 

proposed that ethical CSR has a high degree of correlation with EE than that of economic, legal and 

philanthropic CSR. Reason behind this, employees would like to recognize with the organization which bears a 

strong goodwill and reputation as Carroll (1991) also stated that philanthropic CSR is least important among all 

other dimensions. Smith and Langford (2011) found that in spite of legal CSR, rest all other dimensions of CSR 

are related to EE to a situation. Explanation is given in a way that legal CSR is reactive approach while others 

are proactive in nature. So EE is not highly related to legal CSR. Facts prove that CSR will lead to positive 

favorable outcomes (Brammer et al., 2007; Turban and Greening, 1996). There is also a variation between the 

employees’ outcomes while using CSR practices and traditional HRM practices (Smith and Langford, 2011). 

Albinger and Freeman (2000) argue that employees primarily focus on their basic needs and after meeting up 

with them they consider CSR practices. CSR will have an additional variance in EE as that of traditional HRM 

practices. On the basis of above discussion hypothesis formulated here is 

Proposition 1: there is a positive and significant relationship between CSR and employee engagement. 

6. CSR and Employee Commitment 

According to Meyer & Herscovitch (2001) Commitment is ‘a force that binds an individual to a course of action 

that is of relevance to a particular target’. Meyer and Allen (1991) define ‘Organizational commitment as the 

employee’s psychological attachment to the organization’. It is broadly categorizes as Affective commitment, 

Continuance commitment and Normative commitment. Affective commitment (AC) is defined as the 

employee’s positive emotional attachment with the organization. An employee who has affective commitment 

willing to remain associated with the organization. Continuance commitment (CC) is defined as employee 

commitment based on the economic and social costs of leaving the organization. An employee who has 

continuance commitment chooses to stay with the organization because of a lack of a better alternative.  

Normative commitment (NC) is defined as sense of moral obligation to the organization. An employee who has 
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normative commitment stays with the organization to reciprocate the benefits he/she receives. Apart from this 

classification there are some bases of commitment. First one is identification. It explains the employee can 

establish an identity where s/he is identifiable by her/is work performance, behavior, job outcomes etc. 

Secondly, socialization describes her/is behavior towards other employees whether s/he is a part of team, group, 

and organization or not. Thirdly, lack of choices, which explains that if an employee, has no alternatives then he 

indulges himself in that particular job. Factors like climate (as meteorological qualities like humidity, dryness, 

temperature and wind), culture (rules, regulations, rituals, codes, rewards) also affect commitment (Trevino et al. 

1998). Integrating culture and climate give rise to a new concept i.e. ethical culture (Collier and Esteban, 2007). 

Organization involved in CSR practices also constitutes ethical culture. For example if some percentage of 

employees’ salary is donated to any orphanage formulate ethical culture. Adoption of core values, ethics by all 

stakeholders of the company ensures successful ethical program. Better CSR practices will lead to immense 

commitment. To get a best result of socially responsible program one thing which can’t be ignored is proper 

communication of organization values and ethics to its stakeholders especially employees. If employees are not 

aware about the organization values and ethics, then CSR would just become a window-dressing activity for the 

organization (Collier and Esteban, 2007). Employee Commitment is affected by CSR (Turker, 2008). If CSR 

includes employee oriented practices then current as well as prospective employees get attracted toward that 

organization (Greening and Turban, 2000). In nutshell, Shen and Zhu (2011) argue that employees feel a sense 

of affective commitment when they are associated with organization which adopts socially responsible HRM 

practices. Considering continuance commitment, it is related with opportunity cost. Practices like pay for 

performance, equality in hiring, promotion, appraisal, training and development etc would definitely make them 

committed towards that organization. Flexible working hour’s facility is given to those employees who are 

actually in need. So if an organization is doing something beyond an employer expectation, this would definitely 

induce a sense of moral obligation to counter benefits to organization. On the basis of above literature, following 

proposition is developed:  

Proposition 2: There is a positive and significant relationship between CSR and commitment. 

7. CSR and Motivation 

Motivation is the ‘energizing force that induces action (Locke, 1997). It generally affects an individual behavior. 

Commitment is followed by motivation (Collier and Esteban, 2007). Studies conducted on motivation and 

Corporate social responsibility has implied that CSR can be used as a tool for motivation (Heslin and Ochoa, 

2008). Motivation is related to many HRM practices like employee training and development, recruitment and 

selection, job sharing, flexibility, loyalty, retention (Meyer et al., 2004). 

As per self-determination theory motivation is influenced by two types of incentive i.e. external and internal 

rewards (Skudiene and Auruskeviciene, 2012). External rewards are those rewards which are related with 

monetary values like salary, fringe benefits, bonus, and incentives. Internal rewards are those rewards which 

give an employee a sense of joy like job satisfaction, receiving appreciation, goal accomplishment, self-

confidence, being involved in decision making  (Ryan and Deci, 2000). Considering these two types of rewards, 

Minbaeva (2008) argues that external rewards are quite helpful in keep an employee on the job. External 

motivation can be achieved by external rewards and internal motivation through internal rewards. Motivating a 

person internally can be done through indirect ways like creating a comfortable work place, favorable work 

climate, induce a sense of belongingness, design interesting tasks (Skudiene and Auruskeviciene, 2012). Internal 

motivation can only be achieved by the self-interest of the employee (Ryan and Deci, 2000). Internally 

motivated person get emotionally attached with the organization and relate his personal life with organization 

(Skudiene and Auruskeviciene, 2012). So, it will lead a company to long term success.  

It is found that majority of students prefer to go for that organization which is engaged in CSR practices (Heslin 

and Ochoa, 2008). Because they proposed that CSR act a motivator for selecting that particular organization 

(Heslin and Ochoa, 2008). There are some employees who can compromise with their salary if that organization 

is involved in social practices. According to Heslin and Ochoa (2008) “When employees see the positive impact 

of their work on society, they put more effort and demonstrate more persistence toward their job which leads to a 

better performance and productivity”. Empirical research have found that CSR is having a positive relation with 
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self-image, team work, retention, trust, employee morale, employee motivation, commitment, need of 

belongingness, job satisfaction etc. On the basis of above literature, following hypothesis is formulated: 

Proposition 3: There is a positive and significant relationship between CSR and motivation. 

8. Conclusion 

The notion of corporate social responsibility is now well accredited by organizations on the world business-

agenda. From theoretical approach to action approach, many hindrances need to be tackled. Further, viewing the 

impact of CSR practices on employee performance, it has been concluded that CSR strategies need to be 

designed cautiously, so that a positive impact have been done on employees 

 

References 

[1] Aguilera, R.V., Rupp, D.E., Williams, C.A. and Ganapathi, J. (2007), “Putting the S back in corporate 

social responsibility: a multi-level theory of social change in organizations”, Academy of Management 

Review, Vol. 32 No. 3, pp. 836-863. 

[2] Albinger, H.S. and Freeman, S.J. (2000), “Corporate social performance and attractiveness as an 

employer to different job seeking populations”, Journal of Business Ethics, Vol. 28 No. 3, pp. 243-253. 

[3] Alvesson, M. (2000), “Social identity and the problem of loyalty in knowledge-Intensive companies”, 

Journal of Management Studies, Vol. 37 No. 8, pp. 1101-1123. 

[4] Atkinson, C. and Hall, L. (2011), “Flexible working and happiness in the NHS”, Employee Relations, 

Vol. 33 No. 2, pp. 88-105. 

[5] Bagraim, J., and Sader, R. (2007), “Family-friendly human resource practices and organizational 

commitment”, Management Dynamics, Vol. 16 No. 4, pp. 2-10. 

[6] Bardoel, E.A., De Cieri, H., and Mayson, S. (2008), “Bridging the research-practice gap: developing a 

measurement framework for work-life initiatives”, Journal of Management and organization, Vol. 14 

No. 3, pp. 239-258. 

[7] Batt, R. (2004), “Who benefits from teams: comparing workers, supervisors, managers”, Industrial 

Relations, Vol. 43, pp.183-212. 

[8] Berg, P., Applebaum, E., Bailey, T. and Kalleberg, A. (2004), “Contesting time: international 

comparisons of employee control over working time”, Industrial and Labour Relations Review, Vol. 

57, pp. 331-349. 

[9] Berge, Z., Verneil, M. D. Berge, N., Davis, L. and Smith, D. (2002),”The Increasing Scope of Training 

and Development Competency”, Benchmarking: An International Journal, Vol. 9 No. 1, pp. 43-61. 

[10] Bhattacharya, C. B. and Sen, S. (2004), “Doing better at doing good: When, why, and how consumers 

respond to corporate social initiatives”, California Management Review, Vol. 47 No.1, pp. 9-24.  

[11] Bogan, C.E. and English, M.J. (1996), “Benchmarking for Best Practices”, in Craig, R.L. (Ed.), The 

ASTD Training and Development Handbook: A Guide to Human Resource Development, 4th ed., 

McGraw-Hill, New York, NY, pp. 394-412. 

[12] Boxall, P. and Macky, K. (2009), “Research on theory and high performance work systems: 

progressing the high involvement stream”, Human Resource Management Journal, Vol. 19, pp. 3-23. 

[13] Brammer, S., Millington, A. and Rayton, B. (2007), “The Contribution of Corporate Social 

Responsibility to Organizational Commitment”, International Journal of Human Resource 

Management, Vol. 18 No. 10, pp. 1701-1719. 

[14] Branco M.C. and Rodrigues, L.L. (2009), “Exploring the importance of social responsibility disclosure 

for human resources”, Journal of Human Resource Costing & Accounting, Vol. 13 No. 3, pp. 186 - 

205. 

[15] Brenkert, G.G. (1996), “Private corporations and public welfare”, in Larmer, R.A. (Ed), Ethics in the 

Workplace: Selected Readings in Business Ethics, West Publishing Company, Minneapolis/St. Paul, 

MN. 

[16] Brum, S. (2010), “What Impact Does Training Have On Employee Commitment And employee 

turnover”, [Online] available: http://www.uri.edu/research/lrc/research/papers/Brum-Commitment.pdf. 

(December, 2012). 

[17] Bryson, A. (1999), “The impact of employee involvement on small firms” financial performance”, 

National Institute Economic Review, Vol. 169, pp. 78-95. 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 142  

 

[18] Buhmann, K. (2006), “Corporate Social Responsibility: What Role for Law? Some Aspects of Law and 

CSR”, Corporate Governance, Vol. 6 No.2, pp. 188-202. 

[19] Cannon, T. (1992), Corporate Responsibility, 1st edition, Pitman Publishing, London. 

[20] Carroll, A. B. (2001), “Ethical Challenges for Business in the New Millennium: Corporate Social 

Responsibility and Models of Management Morality,” in Richardson, J.E. (Ed). Business Ethics 01/02, 

Dushkin/McGraw-Hill, Guilford, CT, pp.198-203. 

[21] Carroll, A.B. (1979), “A three dimensional conceptual model of corporate performance”, Academy of 

Management Review, Vol. 4 No. 4, pp. 497-505. 

[22] Carroll, A.B. (1991), “The pyramid of corporate social responsibility: towards the moral management 

of organizational stakeholders”, Business Horizons, Vol. 34 No. 4, pp. 39-48. 

[23] Carroll, A.B. and Shabana, K.M. (2010), “The business case for corporate social responsibility: A 

review of concepts, research and practice”, International Journal of Management Reviews, Vol. 12 No. 

1, pp. 85-105. 

[24] Cavanagh, G. F. and McGovern, A. F. (1988), Ethical Dilemmas in the Modern Corporation, Prentice 

Halls, Englewoof Cliffs. 

[25] Chhabra, T.N. and Suri R.K. (2011), Industrial Relations, Dhanpat Rai, New Delhi. 

[26] Choi, J, and Chen, C.C. (2007), “The Relationships of Distributive Justice and Compensation System 

Fairness to Employee Attitudes in International Joint Ventures”, Journal of Organizational Behavior, 

Vol. 28 No. 6, pp. 687-703. 

[27] Clarkson, M., (1995), “A stakeholder framework for analyzing and evaluating corporate social 

performance”, Academy of Management Review, Vol. 20 No. 1, pp. 92-117. 

[28] Collier, J. and Esteban, R. (2007), “Corporate social responsibility and employee commitment”, 

Business Ethics: A European Review, Vol. 16 No. 1, pp. 19-33. 

[29] Cotton, J. (1993), Employee Involvement: Methods for Improving Performance and Work Attitudes, 

Sage publications, Newbury Park, CA. 

[30] Cox, A., Zagelmeyer, S. and Marchington, M. (2006), “Embedding employee involvement and 

participation at work”, Human Resource Management Journal, Vol. 16, No.  3, pp. 250-267. 

[31] Crane, A., Matten, D. and Spence, L.J. (2008), Corporate Social Responsibility. Readings and Casesin 

a Global Context, Routledge, London. 

[32] D’Netto, B., and Sohal, A.S. (1999), “Human resource practices and workforce diversity: an empirical 

assessment”, International Journal of Manpower, Vol. 20, No. 8, pp. 530-547. 

[33] Deci, E.L. (1975), Intrinsic Motivation, Plenum Press, New York, NY. 

[34] Drucker, P. (2001), “The Next Society”, The Economist, Nov. 1st, p. 16. 

[35] Eikhof, D. R., Warhurst, C., Haunschild, A. (2007), “Introduction: What work? What life? What 

balance?: Critical reflections on the work-life balance debate”, Employee Relations, Vol. 29 No. 4, pp. 

325 - 333. 

[36] Eikhof, D.R. and Haunschild, A. (2006), “Lifestyle meets market. bohemian entrepreneurs in creative 

industries”, Creativity and Innovation Management, Vol. 13 No. 3, pp. 234-41. 

[37] Folger, R., and Konovsky, M.A. (1989), “Effects of procedural and distributive justice on reactions to 

pay raise decisions”, Academy of Management Journal, Vol. 32 No. 1, pp. 115-130. 

[38] Freedman, S. M. and Montanari, J. R. (1980), “An Integrative Model of Managerial Reward 

Allocation”, The Academy of Management Review, Vol. 5 No. 3, pp. 381-390. 

[39] Freeman, R. (1984), Strategic Management: A Stakeholder Approach, Ballinger, Boston, MA. 

[40] Friedman, M. (1996), “The social responsibility of business is to increase profits,” in Rae, S. B., and 

Wong, K.L. (Eds), Beyond Integrity: A Judeo-Christian Approach, Zondervan Publishing House, 

Grand Rapids, MI, pp. 241-245.  

[41] Giangreco, A., Carugati, A., Sebastiano, A. and Bella, B.B. (2010), “Trainees’ reactions to training: 

shaping groups and courses for happier trainees”, The International Journal of Human Resource 

Management, Vol. 21 No. 13, pp. 2468-2487. 

[42] Goodpaster, K. E. (1991), “Business ethics and stakeholder theory”, Business Ethics Quarterly, Vol. 1 

No. 1, pp. 53-72. 

[43] Greening, D.W. and Turban, D.B. (2000), “Corporate social performance as a competitive advantage in 

attracting a quality workforce”, Business and Society, Vol. 39 No. 3, pp. 254-280. 

[44] Greenwood, M.R. (2002), “Ethics and HRM, review and critical analysis”, Journal of Business Ethics, 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 143  

 

Vol. 36, pp. 261-278. 

[45] Guest, D. (1998), “Beyond HRM: commitment and the contract culture”, in Sparrow, P. and 

Marchington, M. (Eds), Human Resource Management: The New Agenda, FT Pitman Publishing, 

London. 

[46] Guest, D. (1999), “Human Resource Management: The workers’ verdict”, Human  Resource 

Management Journal, Vol. 9 No. 3, pp. 5-25. 

[47] Gunnigle, P. (1999), “Involvement, Participation And Partnership: A Review of The Debate and Some 

Reflections on The Irish Context”, paper presented at the Countess Markievicz Lecture to the Irish 

Association for Industrial Relations, Dublin, November. 

[48] Guthrie, J.P. (2001), “High involvement work practices, turnover and productivity: evidence from New 

Zealand”, Academy of Management Journal, Vol. 44, pp. 180-190. 

[49] Harcourt, M., & Harcourt, S. (2000), “When Can an Employee Refuse Unsafe Work and Expect to be 

Protected from Discipline? Evidence from Canada”, Industrial & Labor Relations Review, Vol. 53 No. 

4, pp. 684-703. 

[50] Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002), “Business-unit-level relationship between 

employee satisfaction, employee engagement, and business outcomes: a meta-analysis”, Journal of 

Applied Psychology, Vol. 87 No. 2, pp. 268-279. 

[51] Hemingway, C. A. (2005), “Personal values as a catalyst for corporate social entrepreneurship”, 

Journal of Business Ethics, Vol. 60 No. 3, pp. 233-249. 

[52] Heslin, P.A. and Ochoa, J.D. (2008), “Understanding and developing strategic corporate social 

responsibility”, Organizational Dynamics, Vol. 37 No. 2, pp. 125-44. 

[53] Heyes, J., and Stuart, M. (1996), “Does Training matter? Employee Experiences and Attitudes”, 

Human Resource Management Journal, Vol. 6 No. 3, pp. 7-21. 

[54] Homans, G. C. (1961), Social Behavior: Its Elementary Forms, Routledge and Kegan Paul, London. 

[55] Hook, K., and Bunce, D. (2001), “Immediate learning in organizational computer training as a function 

of training intervention affective reaction, and session impact measures”, Applied Psychology: An 

International Review, Vol. 50 No. 3, pp. 436-454. 

[56] Iamandi, I. (2007), “Corporate Social Responsibility and Social Responsiveness in a Global Business 

Environment A Comparative Theoretical Approach”, Romanian Economic Journal, Vol.10 No.23, pp. 

3-18. 

[57] Isles, N. (2004), The Joy of Work, Work Foundation, London. 

[58] Jones, T.M. (1980), “Corporate Social Responsibility Revisited, Redefined”, California Management 

Review, Vol. 22 No. 1, pp. 59-67. 

[59] Jong, D.J. D. (2011), “International Transfer of Employee-Oriented CSR Practices by Multinational 

SMEs”, International Journal of Workplace Health Management, Vol. 4 No.2 pp. 123-139. 

[60] Kahn, W. (1990), “Psychological conditions of personal engagement and disengagement at work”, 

Academy of Management Journal, Vol. 33 No. 4, pp. 692-724. 

[61] Kelly, A. (1989) “The Worker Director in Irish Industrial Relations”, in University College Dublin: 

Industrial Relations in Ireland: Contemporary Issues and Developments, Dublin: Department of 

Industrial Relations, University College, Dublin. 

[62] Kidder, L. H., Bellettirie, G. and Cohn, E. S. (1977), “Secret Ambitions and Public Performances: The 

Effects of Anonymity on Reward Allocations Made by Men and Women”, Journal of Experimental 

Social Psychology, Vol. 13 No.1, pp. 70-80. 

[63] Langford, P.H. (2009), “Measuring organizational climate and employee engagement: Evidence for a 7 

p’s model of work practices and outcomes”, Australian Journal of Psychology, Vol. 61 No. 4, pp. 185-

198.  

[64] Lantos, G.P. (2001), “The Boundaries of Strategic Corporate Social Responsibility”, Journal of 

Consumer Marketing, Vol. 18 No. 7, pp.595-632. 

[65] Lawler, E. E., III (1965), “Manager's perceptions of their subordinates' pay and of their superiors' pay”, 

Personnel Psychology, Vol. 18 No.4, pp. 413-422. 

[66] Lawler, E.E. III and Hall, D.T. (1970), “Relationship of job characteristics to job involvement, 

satisfaction and intrinsic motivation”, Journal of Applied Psychology, Vol. 54, pp. 24-33. 

[67] Lee, L.T., (2011), “The pivotal roles of corporate environment responsibility”, Industrial Management 

& Data Systems, Vol. 112 No. 3, pp. 466-483. 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 144  

 

[68] Levin-Waldman, O.M. (2000), “Minimum wage and justice?”, Review of Social Economy, Vol. 58, 

No. 1, pp. 43-62. 

[69] Locke, E.A. (1997), “The motivation to work: what we know”, in Maehr, M.L. and Pintrich, P.R. 

(Eds.), Advances in Motivation and Achievement, Vol. 10, pp. 375-412, JAI Press, Greenwich, CT 

[70] Luszcz, M.A. and Kleiner, B. H. (2000), “How to hire employees effectively", Management Research 

News, Vol. 23 No. 1, pp. 19-26. 

[71] Luthans, F. and Petersons, S. J. (2001), “Employee engagement and manager self-efficacy implications 

for managerial effectiveness and development”, Journal of Management Development, Vol. 21 No. 5, 

pp. 376-387. 

[72] Macey, W.H., Schneider, B., Barbera, K.M. and Young, S.A. (2009), Employee Engagement: Tools for 

Analysis, Practice, and Competitive Advantage, Wiley, Malden, MA. 

[73] Mandl, I. and Dorr, A. (2007), CSR and Competitiveness: European SMEs’ Good Practice. 

Consolidated European Report, KMU Forschung Austria, Vienna. 

[74] Marchington, M., Wilkinson, A., Ackers, P. and Goodman, J. (1993), “The Influence of Managerial 

Relations on Waves of Employee Involvement”, British Journal of Industrial Relations, Vol., 31 No. 4, 

pp. 553-576. 

[75] Marrewijk, M.V. (2003), “Concepts and Definitions of CSR and Corporate Sustainability: Between 

Agency and Communion”, Journal of Business Ethics, Vol. 44, pp. 95-105. 

[76] McClintock, B. (2001), “Trade as if children mattered”, International Journal of Social Economics, 

Vol. 28 No. 10, pp. 899 - 910. 

[77] McWilliams, A., Siegel, D. and Wright, P.M. (2006), “Corporate social responsibility: strategic 

implications”, Journal of Management Studies, Vol. 43 No. 1, pp. 1-18. 

[78] Meyer, J.P. and Herscovitch, L. (2001), “Commitment in the workplace: towards a general model”, 

Human Resources Management Review, Vol. 11 No. 3, pp. 299-327. 

[79] Meyer, J.P., and Allen, N.J. (1991), “A three-component conceptualization of organizational 

commitment”, Human Resource Management Review, Vol. 1, pp. 61-89. 

[80] Meyer, J.P., and Allen, N.J. (1997), Commitment in the Workplace, Sage publications,Thousand Oaks, 

CA. 

[81] Meyer, J.P., Becker, T.E. and Vandenberghe, C. (2004), “Employee commitment and motivation: a 

conceptual analysis and integrative model”, Journal of Applied Psychology, Vol. 89 No. 6, pp. 991-

1007. 

[82] Milkovich, G. T., and Newman, J. M. (2002), Compensation (7th Ed.), McGraw-Hill, New York. 

[83] Miller, F.D. and Ahrens, J. (1993), “The Social Responsibility of Corporations”, in White, T.I. (Ed), 

Business Ethics: A Philosophical Reader, Prentice Hall, Upper Saddle River, NJ, pp. 187-204. 

[84] Minbaeva, D. (2008), “HRM practices affecting extrinsic and intrinsic motivation of knowledge 

receivers and their effect on intra-MNC knowledge transfer”, Working Paper No. 12. 

[85] Mitchell, R. K., Agle, B. R. and Wood, D. J. (1997), “Toward a theory of stakeholder identification and 

salience: Defining the principle of who and what really counts”, Academy of Management Review, 

Vol. 22 No. 4, pp. 853-886. 

[86] Moir, L. (2001), “what do we mean by corporate social responsibility?”, Corporate Governance, Vol. 1 

No. 2, pp.16 - 22. 

[87] Mowday, R.T., Porter L.M. and Steers, R. M. (1982), Employees Organizational Linkages, Academic 

Press, New York, NY. 

[88] Narcisse, S. and Harcourt, M. (2008), “Employee fairness perceptions of performance appraisal: a 

Saint Lucian case study”, The International Journal of Human Resource Management, Vol. 19 No. 6, 

pp. 1152-1169. 

[89] Novak, M. (1996), Business as a Calling: Work and the Examined Life, The Free Press, New York. 

[90] Oliver, C. (1997), “Sustainable Competitive Advantage: Combining Institutional and Resource-Based 

Views”, Strategic Management Journal, Vol. 18 No. 9, pp. 697-713. 

[91] Owusu, Y. A. (1999), “Importance of employee involvement in world-class agile management 

systems”, International Journal of Agile Management Systems, Vol. 1 No. 2, pp. 107-115. 

[92] Persons, C. E. (1919), “Estimates of a living wage for female workers", American Statistical 

Association, Vol. 125, pp. 567-577. 

[93] Peterson, G.P. and Buss, J.A., “Establishing the Priority of Labor”, International Journal of Social 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 145  

 

Economics, Vol. 25 No. 11/12, pp. 1699-1710. 

[94] Pfeffer, J. (1998), The human equation: building profits by putting people first, Harvard Business 

School Press, Boston, MA. 

[95] Pocock, B. (2003), The Work/Life Collision, Federation Press, Leichhardt. 

[96] Porter, M.E. and Kramer, M.R. (2002), “The competitive advantage of corporate philanthropy”, 

Harvard Business Review, Vol. 80 No. 12, pp. 56-68. 

[97] Porter, M.E. and Kramer, M.R. (2006), “Strategy and society: the link between competitive advantage 

and corporate social responsibility”, Harvard Business Review, Vol. 84 No. 12, pp. 78-92. 

[98] Purcell, J., Kinnie, N., Hutchinson, S., Rayton, B. and Swart, J. (2003), Understanding the 

People/Performance Link: Unlocking the Black Box, CIPD, London. 

[99] Quester, P.G. and Thompson, B. (2001), “Advertising and Promotion Leverage on Arts Sponsorship 

Effectiveness”, Journal of Advertising Research, Vol. 41 No. 1, pp. 33-47. 

[100] Rawls, J. (1971), A Theory of Justice, Cambridge, Harvard University Press, MA. 

[101] Roberts, K. (2007), “Work-life balance - the sources of the contemporary problem and the probable 

outcomes A review and interpretation of the evidence”, Employee Relations, Vol. 29 No. 4, pp. 334-

351. 

[102] Rodrigo, P. and Arenas, D. (2008), “Do employees care about CSR programs? A typology of 

employees according to their attitudes”, Journal of Business Ethics, Vol. 83, pp. 265-283. 

[103] Ryan, R.M. and Deci, E.L. (2000), “Self-determination theory and the facilitation of intrinsic 

motivation, social development, and well-being”, American Psychologist, Vol. 55 No. 1, pp. 68-78. 

[104] Schwartz, M.S. and Carroll, A.B. (2003), “Corporate Social Responsibility: A Three-Domain 

Approach”, Business Ethics Quarterly, Vol. 13 No. 4, pp. 503-530. 

[105] Shen, J. and Zhu, C. J., (2011), “Effects of socially responsible human resource management on 

employee organizational commitment”, The International Journal of Human Resource Management, 

Vol. 22 No. 15, pp. 3020-3035. 

[106] Shen, J., Chanda, A., D’Netto, B., and Monga, M. (2009), “Managing diversity through human 

resources: an international perspective and conceptual framework”, International Journal of Human 

Resource Management, Vol. 20, No. 2, pp.235-251. 

[107] Sheth, N.R. (1969), “Workers' Participation in Trade Union Activity”, Indian Journal of Industrial 

Relations, Vol. 4, No. 3, pp. 279-297. 

[108] Shuck, B. and Wollard, K. K. (2010), “Employee engagement and HRD: a seminal review of the 

foundations”, Human Resource Development Review, Vol. 9 No. 1, pp. 89-110. 

[109] Silberhorn, D. and Warren, R.C. (2007), “Defining Corporate Social Responsibility: A View from Big 

Companies in Germany and the UK”, European Business Review, Vol. 19 No. 5, pp. 352-372. 

[110] Skarlicki, D.P., and Folger, R. (1997), “Retaliation in the workplace: the roles of distributive, 

procedural and interactional justice”, Journal of Applied Psychology, Vol. 82 No. 3, pp.434-443. 

[111] Skarlicki, D.P., and Latham, G.P. (1996), “Increasing citizenship behavior within a labor union: a test 

of organizational justice theory”, Journal of Applied Psychology, Vol. 81 No. 2, pp.161-169. 

[112] Skarlicki, D.P., and Latham, G.P. (1997), “Leadership training in organizational justice to increase 

citizenship behavior within a labor union: a replication”, Personnel Psychology, Vol. 50 No. 3, pp. 617-

633. 

[113] Skudiene, V. and Auruskeviciene, V. (2012), “The contribution of corporate social responsibility to 

internal employee motivation”, Baltic Journal of Management, Vol. 7 No. 1, pp. 49 - 67. 

[114] Smith, V. and Langford, P. (2011), “Responsible or redundant? Engaging the workforce through 

corporate social responsibility”, Australian Journal of Management, Vol. 36 No. 3, pp. 425-447. 

[115] Stancu, A., Grigore, G.F. and Rosca, M.I. (2011), “The Impact of Corporate Social Responsibility on 

Employees”, International Conference on Information and Finance IPEDR, Vol.21, IACSIT Press, 

Singapore. 

[116] Steers, R. M. (1977), “Antecedents and Outcomes of Organizational Commitment”, Administrative 

Science Quarterly, Vol. 22 No.1, pp. 46-56. 

[117] Stone, R. (2005), Human Resource Management, QLD Wiley, Milton. 

[118] Tan, J.A., Hall, R.J., and Boyce, C. (2003), “The role of employee reactions in predicting training”, 

Human Resource Development Quarterly, Vol. 14 No. 4, pp. 397-411. 

[119] Tannenbaum, S.I., Mathieu, J.E., Salas, E., and Cannon-Bowers, J.A. (1991), “Meeting trainees’ 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 146  

 

expectations: the influence of training fulfillment on the development of commitment, self-efficacy and 

motivation”, Journal of Applied Psychology, Vol. 76 No. 6, pp. 759-769. 

[120] Thompson, P.H., and Dalton, G.W. (1970), “Performance Appraisal: Managers beware”, Harvard 

Business Review, Vol. 48, pp. 149-157. 

[121] Trevino, L.K., Butterfield, K.D. and McCabe, D. (1998), “The ethical context in organizations: 

influences on employee attitudes and behaviors”, Business Ethics Quarterly, Vol. 8 No. 3, pp. 447-476. 

[122] Austin, J. E. (2006), “Leadership through social purpose partnering” in Maak, Th. and Pless, N.M. 

(Eds.), Responsible Leadership , Routledge. London, New York, pp. 2020-2211. 

[123] Bhattacharya, C. B., Korshun, D., and Sen, S. (2009), “Strengthening stakeholder-company 

relationships through mutually beneficial corporate social responsibility initiatives”, Journal of 

Business Ethics, Vol. 85 No.2, pp. 257-272. 

[124] Bhattacharya, C. B., Sen, S., and Korshun, D. (2008), “Using corporate social responsibility to win the 

war for talent”, MIT Sloan Management Review, Vol.49 No. 2, pp. 37-44. 

[125] Cramer, J., Jonker, J., and van der Heijden, A. (2004), “Making sense of corporate social 

responsibility”, Journal of Business Ethics, Vol. 55 No.2, pp. 215–222. 

[126] Deming, W. E. (1986). Out of the crisis. Cambridge, MA: MIT. 

[127] Elkington, J. (1997), Cannibals with forks: The triple bottom line of the 21st century business, Gabriola 

Island, Canada: New Society. 

[128] Gond, J.P., Igalens, J., Swaen, V. and Akremi, A.E. (2011), “The Human Resources Contribution to 

Responsible Leadership: An Exploration of the CSR–HR Interface”, Journal of Business Ethics, Vol. 

98, pp. 115-132. 

[129] Hess, D. (1999), “Social Reporting: A Reflexive Law Approach to Corporate Social Responsiveness”, 

Journal of Corporate Law, Vol. 25 No.1, pp.41-85. 

[130] Kellerman, A. (2006). The S-factor: A responsible guide to sustainable leadership. Amsterdam: 

Business Contact. 

[131] Lam, H. and Khare, A. (2010), “HR's Crucial Role for Successful CSR”, Journal of International 

Business Ethics, Vol. 3 No. 2, pp.  

[132] Lindgreen, A., Swaen, V., Harness, D. and Hoffmann, M. (2011), “The Role of ‘High Potentials’ in 

Integrating and Implementing Corporate Social Responsibility”, Journal of Business Ethics, Vol. 99, 

pp. 73-91. 

[133] Maak, T., and Pless, N. M. (2006), “Responsible leadership in a stakeholder society. A relational 

perspective”, Journal of Business Ethics, Vol. 66, pp.99-115. 

[134] Maak, T., and Pless, N. M. (2009), “Business leaders as citizens of the world. advancing humanism on 

a global scale”, Journal of Business Ethics, Vol. 88 No.3, pp.537-550. 

[135] Maon, F., Lindgreen, A., and Swaen, V. (2009), “Designing and implementing corporate social 

responsibility: An integrative framework grounded in theory and practice”, Journal of Business Ethics, 

Vol. 87, pp.71-89. 

[136] Maon, F., Lindgreen, A., and Swaen, V. (2010), “Organizational stages and cultural phases: A critical 

review and a consolidative model of corporate social responsibility development”, International Journal 

of Management Reviews, Vol. 12 No.1, pp.20-38. 

[137] Morimoto, R., Ash, J. and Hope, C. (2005), “Corporate Social Responsibility Audit: From Theory to 

practice”, Journal of Business Ethics, Vol. 62, pp.315-325. 

[138] Pless, N., and Maak, T. (2009), “Responsible Leaders as Agents of World Benefit: Learnings from 

project ulysses”, Journal of Business Ethics, Vol.85, pp.59-71. 

[139] Rangan, K., Chase, L.A. and Karim, S. (2012), “Why Every Company Needs a CSR Strategy and How 

to Build It”, Working Paper. 

[140] Stauber, S. (2009), Managing Corporate Social Responsibility in Israel. Available at  

[141] Tucker, E. (2003), “Diverging trends in worker health and safety protection and participation in 

Canada”, Industrial Relations, Vol. 58 No. 3, pp. 395-426. 

[142] Turban, D.B. and Greening, D.W. (1996), “Corporate social performance and organizational 

attractiveness to prospective employees”, Academy of Management Journal, Vol. 40 No. 3, pp.  658-

672. 

[143] Turker, D. (2008), “How Corporate Social Responsibility Influences Organizational Commitment”, 

Journal of Business Ethics, Vol. 89 No. 2, pp. 189-204. 



   RB Journal of Lib & Information Science                           ISSN: 0972-2750 

   (UGC Care Group I Listed Journal)                                         Vol-12 Issue-07 No.01: 2022 

Copyright @ 2022 Author                 Page | 147  

 

[144] Van Marrewijk, M., and Werre, M. (2003), “Multiple levels of corporate sustainability”, Journal of 

Business Ethics, Vol. 44, pp. 107-119. 

[145] Vaughn, S. (1999), “Firms Find Long-Term Rewards in Doing Good”, in Richardson, J.E. (Ed.) 

Business Ethics 99/00, Dushkin/McGraw-Hill, Guilford, CT, pp. 198-99. 

[146] Verma, A. (2006), The Role of Employee Voice in Obtaining Better Labour Standards, available at 

http://www.hrsdc.gc.ca/eng/labour/employment_standards/fls/pdf/research19.pdf (accessed 15 July 

2012). 

[147] Warr, P. (2007), Work, Happiness and Unhappiness, Lawrence Erlbaum Associates, London. 

[148] Werre, M. (2003), “Implementing corporate social responsibility: The Chiquita case”, Journal of 

Business Ethics,  Vol. 44 No. 23, pp.247-260. 

[149] Winstanley, D., Woodall, J., and Heery, E. (1996), “Business ethics and human resource management 

themes and issues”, Personnel Review, Vol. 25 No. 6, pp. 5-12. 

[150] Wood, D.J. (1991), “Corporate social performance revisited'', Academy of Management Review, Vol. 

16, pp. 691-718. 

[151] Wood, S. and Wall, T. (2007), “Work enrichment and employee voice in human resource management-

performance studies”, International Journal of Human Resource Management, Vol. 18, pp. 1335-1372. 

[152] Wright, P.M., Gardner, T.M., Moynihan, L.M., and Allen, M.R. (2005), “The relationship between HR 

practices and firm performance: examining causal order”, Personnel Psychology, Vol. 58, pp. 409-446. 

[153] Aguilera, R., Rupp, D. E., Ganapathi, J., & Williams, C. A. 2006. Justice and social responsibility: A 

social exchange model. Paper presented at the Society for Industrial/Organizational Psychology Annual 

Meeting, Berlin. 

[154] Brammer, S., Millington, A., & Rayton, B. 2007. The contribution of corporate social responsibility to 

organizational commitment. International Journal of Human Resource Management, 18(10): 1701-

1719. 

[155] Maignan, I., & Ferrell, O. C. 2001. Antecedents and benefits of corporate citizenship: an investigation 

of French businesses. Journal of Business Research, 51(1): 37- 51. 

[156] Maignan, I., Ferrell, O. C., & Hult, G. T. M. 1999. Corporate citizenship: Cultural antecedents and 

business benefits. Journal of the Academy of Marketing Science, 27(4): 455-469. 

 

http://www.hrsdc.gc.ca/eng/labour/employment_standards/fls/pdf/research19.pdf

