Health Promotion International, 2021;36:866—883
doi: 10.1093/heapro/daaa071

Advance Access Publication Date: 28 August 2020
Perspectives

Perspectives

Corporate social responsibility and internal
stakeholders’ health and well-being in Europe:
a systematic descriptive review

Gloria Macassa ® >*, Cormac McGrath ® **, Gianpaolo Tomaselli®, and
Sandra C. Buttigieg ® >®

'Department of Occupational and Public Health Sciences, University of Gavle, Kungsbacksvagen 47,
Gavle 801 76, Sweden, 2EPIUnit — Instituto de Satde Pablica, Universidade do Porto, Rua das Taipas 135,
Porto 4050-600, Portugal, Department of Education, Stockholm University, Frescativigen, 11419,
Stockholm 106 91, Sweden, *Department of LIME, Karolinska Institutet, Solnavdgen 1, Solna 171 77,
Sweden, °Department of Health Services Management, Faculty of Health Sciences, University of Malta,
Msida MS2080, Malta and ®Health Services Management Centre, School of Social Policy, College of
Social Sciences, University of Birmingham, Birmingham B15 2TT, UK

*Corresponding author. E-mail: gloria.macassa@hig.se

Summary

Corporate social responsibility (CSR) can contribute to the triple bottom line of economic, social and
environmental performance in organizations. However, the relationship between CSR, employee
health and well-being has not been frequently assessed despite an increased awareness that this
relationship can contribute to sustainable workplaces. To identify studies addressing the relationship
between CSR and employee health and well-being within the EuClropean context, we conducted a
systematic literature search using Web of Science and Medline. Of the 60 articles screened for inclu-
sion, 16 were retained. The results suggest that the majority (n=14) of the identified studies aimed to
understand the impact of CSR strategies on employees’ job satisfaction. None of the studies investi-
gated the relationship between internal CSR and physical health. There was no clarity in the measure-
ment of either internal CSR or the extent to which it affected employee outcomes. There is a need for
consensus on measurement of internal CSR and of the health and well-being-related outcomes.
Public health and occupational health researchers should be part of the discussion on the potential
role of CSR in physical and psychological health outcomes beyond job satisfaction.
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INTRODUCTION the concept continues to be a matter of debate (Peloza,
The literature on corporate social responsibility (CSR) ~ 2009; Aguinis, 2011; European Commission, 2011).
has grown rapidly in recent years, but the definition of ~ Nevertheless, there is substantial agreement that CSR
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refers to the responsibility of businesses towards their
impact on society, the environment and different stake-
holders (; Hart, 1997; Carroll, 1999; Shamir, 20035;
European Commission, 2011; Tomaselli et al., 2018). In
this article, we use the definition by Aguinis (Aguinis,
2011): CSR constitutes the ‘context-specific organiza-
tional actions and policies that take into account stake-
holders’ expectations and the triple bottom line of
economic, social, and environmental performance’. At
its core, CSR is also a business ethics concern, with a
view on corporate core values and culture aimed at pro-
moting responsible behaviour. Although the concept of
CSR may vary across contexts, organizations are com-
monly expected to direct their activities towards poverty
reduction, environmental protection, improvement of
public health and better education (Macassa et al.,
2017).

CSR entails having social responsibility towards dif-
ferent stakeholders, both external and internal to the or-
ganization: externally in relation to the surrounding
society and internally within the corporation (Macassa
etal.,2017).

According to the stakeholder theory, business organi-
zations are expected to engage with their stakeholders
through various initiatives and activities (Donaldson
and Preston, 1995; Barrena-Martinez et al., 2016). A
stakeholder-oriented CSR approach emphasizes the role
organizations exist within an environment of large net-
works of stakeholders, all of which might stake claim on
the organization (Barrena-Martinez et al., 2016). Some
argue that managers must know about entities in their
environment that hold power and have the intent to im-
pose their will upon the organization. Power and ur-
gency must be attended to if managers are to serve the
legal and moral interests of legitimate stakeholders
(Donaldson and Preston, 1995; Mitchell et al., 1997).

External social responsibility extends towards the
community and broader society, as well as environmen-
tal concerns, while internal responsibility is related to
the business entity’s own workforce (Zwetsloot and
Leka, 2008; Aguinis, 2011). Internal corporate responsi-
bility covers practices and strategies to improve employ-
ees’ safety and health (Zwetsloot and Starren, 2004;
Vives, 2006; Ali et al., 2010; Macassa et al., 2017), hu-
man rights (Al-bdour et al., 2010; DeConinck, 2010;
Ellemers et al., 2011; Chun ef al., 2013), training, equal-
ity of opportunities in business (Thang, 2012; Ayub
etal.,2013; Wambui et al., 2013) and work-life balance
(Zwetsloot and Starren, 2004; Ozbilgin et al., 2011).

It has been suggested that internal CSR strategies and
processes are directly linked to employee well-being,
through job satisfaction indicators that assess what

employees expect from their organizations (Al-bdour
et al., 2010; Yousaf et al., 2016). Furthermore, current
evidence suggests that employees expect their organiza-
tions to demonstrate social responsibility by guarantee-
ing recognition, rewards, personal development
opportunities, work-life balance, empowerment, in-
volvement in the organization and retirement benefits
(Tamm et al., 2010; Zanko and Dawson, 2012).
According to Bernard, business organizations are
expected to invest in health and safety management
practices that have an impact on the company perfor-
mance (Bernard, 2012). It has been argued that a com-
pany’s safety working environment is important to
employees in terms of job security, job performance and
increasing job commitment. For instance, a study by Hai
(Hai, 2012) revealed a positive relationship between or-
ganizational commitment and work environment.

Occupational health and safety (OHS) is a multidis-
ciplinary concept that addresses the promotion of safety,
health and welfare of people engaged in work or em-
ployment (Amponsah-Tawiah and Dartey-Baah, 2011;
Bhagawati, 2015). It encapsulates the physical, emo-
tional and mental well-being of the worker in relation to
the conduct of their work and, as a result, marks an es-
sential subject of interest, impacting positively on the
achievement of organizational goals (Amponsah-
Tawiah and Dartey-Baah, 2011; Zanko and Dawson,
2012).

Health and well-being influence each other mutually
in the workplace. Research from different contexts
shows that occupational stress affects employees’ well-
being because of contrasts between employees’ individ-
ual needs and demands, as well as the work environment
(Glavas, 2016). Cooper and Marshall point to six im-
portant factors that induce occupational stress: factors
intrinsic to the job (e.g. work overload, shift work, long
hours, travel risk and danger, new technology and qual-
ity of the work environment), factors related to one’s
role in the organization (role ambiguity, role conflict
and degree of responsibility for others), factors related
to relationships at work (with subordinates, colleagues
and superiors), factors related to career development
and job insecurity, factors related to the organizational
structure and climate (lack of participation and effective
consultation, poor communication, politics and the con-
sequences of downsizing) and factors related to the
home/work interface (balance between private and work
life) (Cooper and Marshall, 1978). Others argue that be-
sides OHS, CSR also includes issues regarding employ-
ment and employment relations, in terms of
employment and employment relationship and social di-
alogue (Sowden and Sinha, 2005). Employees expect
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organizations to guarantee rewards, recognition, per-
sonal development opportunities, work-life balance,
OHS and retirement benefits (Sowden and Sinha, 2005;
Aguinis and Glavas, 2012; Krainz, 2015), all of which
are important for job satisfaction. For instance, a study
conducted in Estonia, Latvia and Lithuania found a pos-
itive relationship between CSR, job satisfaction and em-
ployee well-being (Tamm et al., 2010).

In recent years, some have argued for the need to
view employee health and well-being beyond the physi-
cal work environment, as well as to consider physiologi-
cal stress that can be experienced in the workplace
(Gordon and Schnall, 2017). Gordon and Schnall point
to the importance of adopting a public health approach
to occupational health, thereby considering the signifi-
cant contribution of the psychosocial environment in
employee and organizational health and well-being
(Gordon and Schnall, 2017). They explicate that work-
places do not reside in isolation and that employees are
likely to experience both social and psychological condi-
tions (psychosocial work environment) (Gordon and
Schnall, 2017). The psychosocial work environment
includes risks that arise from psychological perceptions
of employees with the risks of the social environment
(WHO, 2010, LaMontagne et al., 2014; Gordon and
Schnall, 2017). The social environment encompasses the
social and economic forces brought by global economic
competition that may impact the way in which work
could be unhealthy to the most disadvantaged and vul-
nerable groups in society. These groups often occupy the
lowest socioeconomic positions (e.g. women and ethnic
minorities), whose health status is already compromised
(Gordon and Schnall, 2017).

The psychosocial environment is a very important
predictor of employee health and well-being. It affects
well-being from two viewpoints, namely the positive af-
fective states such as happiness (hedonic) and function-
ing with optimal effectiveness, and the social life
perspective (eudaimonic) (Ryan and Deci, 2001; Vivoll
and Vitterse, 2012; Huta and Waterman, 2014; Bartels
et al., 2019). Furthermore, the psychosocial work envi-
ronment has a greater impact on health, health behav-
iours, effectiveness, performance and productivity of
workers and organizations (Kompier, 2005; NIOSH,
2008; Gram Quist et al., 2013; ILO, 2016). Exposure to
work stressors, especially chronic stress (distress), is
likely to decrease employee’s performance negatively af-
fecting their productivity and engagement (Dobson and
Schnall, 2017; Gordon and Schnall, 2017). Prolonged
periods of distress have been associated with diabetes,
burnout, clinical depression (Ferrie et al., 2016), cardio-
(Fishta and  Backé, 2015),

vascular  disease

musculoskeletal disorders (Madsen et al., 2018; Nafeesa
et al., 2018), sickness absence and presentism (Milner
et al., 2015; Landsbergis et al., 2017) and mortality
(Goh et al., 2015). Stress is the most identified pathway
through which the psychosocial environment impacts
health outcomes (Gordon and Schnall, 2017). Regarding
the workplace, eustress (positive stress) can contribute
to Dbetter
through heightened focus, attention, passion, increased

employee engagement and productivity

job performance and for employees to engage better at
work and be more productive through focused attention
and passion, increased job performance as well as posi-
tive emotions (Jarinto, 2010).

Work-related stress has been measured using a vari-
ety of dimensions such as job requirements, work envi-
ronment, qualitative job requirements, organization of
working time and work process, influence and develop-
ment potential on the job, compatibility of family and
work requirements, social relationships in the work-
place, communication culture in the organization, man-
agerial structure and leadership style and the individual
risk of employees and emotional demands in the work
place (Rugulies et al.,, 2010; Virtanen et al., 2012;
Stenfors et al., 2013; Finne et al., 2014; Honda et al.,
2016). For instance, a study by Virtanen found that
overwork was a predictor of depression (Virtanen et al.,
2012). In Lunau et al.’s study, qualitative job require-
ments (measured as lower education) were associated
with higher stress levels at work (Lunau et al., 2015).
Furthermore, Framke and colleagues’ study found that
both perceived and content-related emotional demands
at work predicted a higher risk of long-term sickness of
absence among Danish employees (Framke et al., 2019).
In relation to psychosocial work environment, North
and colleagues found that low levels of work demand,
control and support were related with high rates of short
and long spells of sickness absence in men and women
(North et al., 1996). Also using the same data within the
Whitehall study, Marmot and co-authors reported an in-
verse gradient of coronary heart disease incidence was
attributed to differences in psychosocial work environ-
ment (Marmot et al., 1997).

Job satisfaction is an important component of health,
safety and well-being in the workplace. It is considered
to be an important determinant of individual well-being,
but it also affects societal economic prosperity as it has
an impact on work productivity and retirement
(Nadinloyi et al., 2013; Mory et al., 2016; Yousaf et al.,
20165 Omer, 2018). For instance, it has been suggested
that dissatisfaction at work can increase turnover and
absenteeism, leading to lethargy and reduced organiza-
tional commitment as well as negative mental health
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outcomes such as depression (Nadinloyi et al., 2013).
Other studies have found positive associations between
CSR, employment engagement and job satisfaction
(Koskela, 2014; Krainz, 2015; Seivwright and
Unsworth, 2016; Jones, 2018). The most-researched re-
lationship, by far, is the one between CSR and employee
satisfaction and commitment, particularly concerning
external CSR (Al-bdour et al., 2010; Nadinloyi et al.,
2013; Mory et al., 2016; Yousaf et al., 2016). However,
regarding internal CSR, which is the target of this review,
these relationships have primarily been studied through
the lens of social exchange and social identity theories. It
has been suggested that the social exchange theory relates
to a social exchange process that can be viewed as both a
content and an outcome of the process, divided into six
types of resources: love, services, goods, money, informa-
tion and status (Al-bdour et al., 2010). In an organiza-
tional context, the resource ‘love’ can be understood as
the attention paid by the organization to the employees
in terms of providing support, comfort, security and sta-
bility. ‘Services’ refers to activities which the company
offers to employees, while ‘goods’ refers to products,
materials and objects that can be provided by the com-
pany (Al-bdour et al., 2010; Mory et al., 2016). “Money’
covers both financial resources and symbolic gifts, and
‘status’ includes prestige, respect and recognition. Finally,
‘information’ refers to education, advice and instruction
given by the company to its employees (Al-bdour et al.,
2010). According to Tajfel and Turner, with regard to
the theory of social identity, an individual’s positive self-
concept is developed by feeling membership within a spe-
cific group or organization (Tajfel and Turner, 1986).

Work-life balance is the equilibrium between time at
work and time outside work. It is important for em-
ployee productivity and engagement, and thus affects re-
tention rates and organizational commitment (Ozbilgin
et al, 2011). For instance, Bernard suggests that
employees’ commitment to organizations can influence
retention of competent staff through programmes that
establish work-life balance (e.g. family-friendly practi-
ces), thus reducing work-life conflicts that can affect the
organization (Bernard, 2012). Other studies suggest that
the quality of work-life balance is associated with job
satisfaction and organizational commitment (Al-bdour
etal.,2010; Valcour et al., 2011).

The relationship between CSR, employee health and
well-being has not been frequently assessed, although
there is an increased awareness that this relationship can
contribute to sustainable workplaces. CSR can contrib-
ute to the triple bottom line of economic, social and en-
vironmental performance in organizations, as well as
employee health and well-being. The present article

therefore aims to systematically review studies address-
ing the relationship between CSR and internal stake-
holders’ (employees’) health and well-being in the
European context. This review focuses solely on the ex-
tent to which internal CSR is directly linked to employee
health and well-being (referred as internal stakeholders’
health and well-being).

METHODS

Search strategy

We conducted a systematic literature search using Web
of Science and Medline. The search was facilitated by
two trained librarians at a unit at Karolinska Institutet
that offers professional search services. Both librarians
have vast experience in systematic reviews. The review
was conducted and reported following the Preferred
Reporting Items for Systematic Reviews and Meta
Analyses (PRISMA) statement (Moher et al., 2009); a
PRISMA flow chart is given in Figure 1. The review cov-
ered studies published from January 2001 to January
2019, in order to include studies carried out in the last
decade after Carroll’s (Carroll, 1999) seminal paper on
the evolution and definitional constructs of CSR.

Studies were included if they were published in full-text
English language, were empirical studies conducted in
Europe and addressed the relationship between CSR and
internal stakeholders. Search terms included ‘CSR and oc-
cupational health and safety’, ‘CSR and employee health
and well-being’, ‘CSR and job satisfaction” and ‘CSR and
work-life balance’. We excluded conference papers as well
as conceptual, theory-building and review articles.

An additional and final search using the same data-
bases and search terms was conducted by the team on 3
October 2019 to identify whether any new articles perti-
nent to this review were published between January and
September 2019. None were identified.

Articles selection and assessment

A total of 1108 articles were identified in Web of Science
and Medline. After duplicates were removed, 1083
articles remained to be thoroughly screened. All 1083
were retrieved and exported to EndNote and Mendeley
for screening. Search limitations were applied in both
EndNote and Mendeley to include the key words and
concepts: corporate social responsibility, occupational
health and safety, job satisfaction, health and well-being
and work-life balance. This step generated a list of 103
articles which were then screened manually in two stages
to remove irrelevant publications. The first stage was per-
formed by C.M. and G.T., producing a total of 60



870 G. Macassa et al.
P
.S Records identified through database
ﬁ searching
£ (n = 1108)
B
c
(@)
gl
v
~—
Records after duplicates removed
(n=1083)
Qo
.S
(]
o v
G
) Records screened Records excluded
(n=1083) (n =980)
—
v
Full-text articles assessed for Full-text articles excluded for
= eligibility other reasons
= (n=103) (n=43)
&
E l
__ Studies included in Studies excluded in
qualitative synthesis qualitative synthesis
M
(n=60) (n=44)
gl
(] \ 4
E
i Studies included in the
£ systematic review
(n=16)
—

Fig. 1: Identification, screening, eligibility and inclusion of studies for the review.

articles. In the second stage, the articles were further
assessed by two pairs of authors (G.M. and G.T., and
C.M. and S.C.B.). Disagreements in the inclusion and ex-
clusion criteria were resolved within the research team
based on the relevance of the articles to the research ques-
tion. After excluding articles that included non-European
countries along with European data, there were 16
articles complying with the inclusion criteria (Figure 1).

RESULTS

This section first presents the characteristics of the stud-
ies included in the review and then describes the findings
of these studies.

Characteristics of the included studies

Sixteen studies published between 2007 and 2019 ful-
filled the inclusion criteria. Three were conducted in
Spain (Ruiz-Palomino et al., 2011; Celma et al., 2018;
Pérez et al., 2018), two in the UK (Brammer et al., 2007;
Raub and Blunschi, 2014), two in Belgium (De Roeck
et al., 2014; Closon et al., 2015), two in Poland (Kowal
and Roztocki, 2015; Zientara et al., 2015), two in
Greece (Vlachos et al., 2013; Tsourvakas and
Yfantidou, 2018) and one in each of Portugal
(Gaudencio et al., 2017), Cyprus (Hadjimanolis and
Boustras, 2013), Lithuania (Vveinhardt et al., 2017) and
the Netherlands (Wisse et al., 2018). One study was car-
ried out in more than one European country (Jain et al.,
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2011). Fifteen studies used a quantitative methodology,
and one study used mixed methods including focus
group interviews. The sample sizes varied from 43 (Jain
etal.,2011) to 4712 respondents (Brammer et al., 2007)
(see Table 1).

Relationship CSR and internal stakeholders’
health and well-being

The studies in the review addressed different dimensions
of well-being in relation to CSR. All had a cross-
sectional design. They used predominantly quantitative
methodology, with one exception which used focus
group interviews.

Celma et al. aimed to analyse the extent to which
having a responsible human resources management
within companies effectively helped to enhance employ-
ees’ well-being within the workplace (Celma et al.,
2018). The authors conductedCI a survey among 1647
employees from Catalonia, Spain, focusing on three
dimensions of employees’ well-being at work: job stress,
job satisfaction and trust in management. The results
showed that employees’ well-being levels were higher
when job quality standards were also high. However,
some practices were more effective than others in en-
hancing employees” well-being, such as job security (in-
cluding contract security) and a good and inclusive
work environment.

Jain et al. aimed to explore the potential role of CSR
in promoting well-being at work through the develop-
ment of a framework for the management of psychoso-
cial risks (Jain et al., 2011). The findings revealed that
all stakeholders considered CSR to be an effective tool
for improving social dialogue concerning psychosocial
risk factors, with trade union representatives rating CSR
higher than government agency representatives and em-
ployer representatives.

Vveinhardt et al. analysed data from companies that
did and did not declare CSR (1 =772), finding that CSR
helped to increase employees’ confidence and loyalty to-
wards the organization among companies that declared
CSR (Vveinhardt et al., 2017).

Drawing on social theory, Brammer et al. investi-
gated gender differences in the relationship between or-
ganizational commitment and three aspects of CSR:
employees’ perceptions of external CSR in the commu-
nity, procedural justice in the organization and the pro-
vision of employee training (7 =4712) (Brammer et al.,
2007). The results suggested that employees’ perceptions
of CSR had a major impact on organizational commit-
ment and that the contribution of CSR to organizational
commitment was at least as great as that of job

satisfaction. External CSR (strategies towards external
stakeholders) was positively related to organizational
commitment.

De Roeck et al. focused on the mechanisms that
drove employees’ responses to CSR initiatives, specifi-
cally examining the impact on employees’ job satisfac-
tion of two aspects of an organization’s socially
responsible behaviour: employees’ perceptions of CSR
initiatives directed at internal and external stakeholders,
respectively (n=181) (De Roeck et al., 2014). Also us-
ing social identity theory, the findings indicated that per-
ceived CSR related positively to job satisfaction through
the mediating effects of overall justice perceptions and
organizational identification. These results also sug-
gested that employees appeared to use CSR initiatives to
assess their organization’s character and sense of belong-
ing with it. Accordingly, CSR initiatives had particular
importance as a means to support organizational efforts
to create strong relationships with employees and
thereby improve their attitudes at work.

Gaudencio et al. built on the importance of social ex-
change relationships to illustrate the role of organiza-
tional trust in CSR and suggested that managers should
implement CSR practices because these could contribute
towards fostering organizational trust, improving work-
ers’ affective commitment and job satisfaction and re-
ducing turnover intention (7=315) (Gaudencio et al.,
2017). The findings showed that perceptions of CSR
predicted workers’ attitudes and behaviours directly
through the mediating role of organizational trust.

Kowal and Roztocki used an internet survey
(n=391) to examine the relationship between organiza-
tional ethics and job satisfaction among IT professionals
in Poland (Kowal and Roztocki, 2015). The findings
suggested that organization ethics led to job satisfaction
and that these professionals were more satisfied in com-
panies where top management enforced high ethical
standards. Conversely, the findings also suggested that
the professionals were ethically pessimistic and that
those who had a high belief in ethical standards were
particularly unsatisfied with their jobs unless the work-
place had a commitment towards organizational ethics.

Ruiz-Palomino et al. examined the direct and indirect
impact of ethical leadership as a way of studying leader-
ship—follower behaviour, using a survey of 525 banking
and insurance employees in companies in Spain (Ruiz-
Palomino et al., 2011). The findings suggested that man-
ager’s ethical leadership and organizational citizenship
were significantly and positively related to both job sat-
isfaction and affective commitment to the organization.

Hadjimanolis and Boustras aimed to investigate the
between work attitudes,

associations employees’
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employees’ safety perceptions (safety climate), employ-
ees’ safety performance and organizational health and
safety policies and procedures in Cyprus (Hadjimanolis
and Boustras, 2013). The results suggested that positive
work attitudes had a positive impact on safety climate,
that a good safety climate contributed to improved
safety performance, that safety policies had a direct im-
pact on safety climate and safety performance and that
safety policies increased job satisfaction and organiza-
tional commitment.

Tsourvakas and Yfantidou explored the influence of
CSR on employees’ engagement, motivation and job sat-
isfaction among staff members (7 =200) of two multi-
national companies operating in Greece (Tsourvakas
and Yfantidou, 2018). The results indicated that
employees were proud to identify themselves with com-
panies that had a caring image and that CSR was posi-
tively linked to employees’ engagement and job
satisfaction.

Wisse et al. (n=143) found that age moderated the
relationship between CSR and job satisfaction and that
the relationship was stronger among older employees
than among their younger counterparts (Wisse et al.,
2018). The study also revealed differential effects of
CSR practices on employees through the lifespan.

Vlachos et al. (7=497) showed that when employees
perceived their manager to be charismatic, they also at-
tributed the organization’s CSR activities to intrinsically
motivated values that in turn were positively associated
with job satisfaction (Vlachos et al., 2013). Moreover,
the study also found that CSR-induced extrinsic attribu-
tions were not explained by either charismatic leader-
ship or job satisfaction.

Raub and Blunschi (z=211) found that employees’
awareness of CSR activities was positively related to job
satisfaction and engagement and negatively related to
emotional exhaustion (Raub and Blunschi, 2014). The
study also indicated that task significance was an impor-
tant mediator in the relationship between awareness of
CSR initiatives and discretionary work behaviour.

Pérez et al. (n=602) analysed the relationship between
perceptions of CSR and employees’ attitudes and behav-
iour (Pérez et al., 2018). The findings showed that all three
dimensions of CSR were positively related to job satisfac-
tion and to organizational citizenship behaviour oriented
to the company and to co-workers. Although there were
some differences between the CSR dimensions, they had
similar importance. The study also revealed that sustain-
able economic development and environmental protection
had a greater impact than social equity.

Closon et al. (n=621) found that CSR in the form of
ethical and legal internal and external practices had an

impact on affective organizational commitment (Closon
et al., 2015). The findings also indicated that ethico-
legal and philanthropic practices positively influenced
job satisfaction in the organization, viewed through the
lens of citizen-worker interaction.

Finally, Zientara et al. studied low-ranking employ-
ees in Poland (7 =412) to analyse the link between ‘self-
related’ and ‘others-related” CSR experiences and job
satisfaction, organizational commitment and work en-
gagement (Zientara et al., 2015). Others-related CSR
experiences were positively associated with job satisfac-
tion and commitment, while self-related CSR experien-
ces were associated only with commitment and not with
job satisfaction.

DISCUSSION

Summary of results

The aim of this literature review was to identify and de-
scribe studies investigating the relationship between
CSR and employees’ (internal stakeholders’) health and
well-being, in the European context. The majority of the
identified studies aimed to understand the impact of
CSR strategies on employee job satisfaction; that is, the
extent to which employees were satisfied with their
work (Brammer et al., 2007; Ruiz-Palomino et al.,
2011; Hadjimanolis and Boustras, 2013; Vlachos et al.,
2013; De Roeck et al., 2014; Raub and Blunschi, 2014;
Closon et al., 2015; Kowal and Roztocki, 20135;
Zientara et al., 2015; Gaudencio et al., 2017;
Vveinhardt et al., 2017; Pérez et al., 2018; Tsourvakas
and Yfantidou, 2018; Wisse et al., 2018).

It has been argued that companies are increasingly
interested in how internal CSR strategies can help them
keep their current employees engaged and satisfied, at-
tract new employees, keep and retain customers and
above all advance their brand image (Mory et al., 2016;
Yousaf et al., 2016). Others have pointed out that, as an
outcome, job satisfaction gives an indication of the po-
tential emotional state of employees concerning their
job experience and work environment (Sarfraz et al.,
2018). In this regard, job satisfaction can directly affect
organizational performance and profitability (Yousaf
et al., 2016; Abdallah et al., 2017).

It has also been suggested that business organizations
can develop strategies that produce both intrinsic (moral
values, creativity, achievement, power and indepen-
dence) and extrinsic (work tasks and the work itself) job
satisfaction (Abdallah et al., 2017). Others have argued
that operational activities—that is, anything that an or-
ganization can carry out to improve its employees’
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lives—can affect productivity, which in turn affects prof-
itability (Pietersz, 2011; Nasrullah and Rahim, 2014).
For instance, Kim et al. noted that employees are the
ones who strategize and implement CSR, and hence that
their attitudes and behaviours can determine the success
or failure of an organization (Kim et al., 2018). Overall,
internal CSR has been found to be associated with job
satisfaction and three of its dimensions: work condi-
tions, work-life balance and empowerment (Obeidat
et al., 2018). According to Yousaf et al., working on
attributes of social obligation and responsibility as part
of the company’s human resources strategy is one of the
most important, durable and effective way to keep the
employees satisfied (Yousaf et al., 2016).

Regarding the connection between CSR and job sat-
isfaction, various scholars have suggested that social
identity theory and organizational identification mecha-
nisms are the most used mechanistic pathways that ex-
plain individual reactions to CSR (Tajfel and Turner,
1986; Gond et al., 2017). Social identity theory postu-
lates that people are likely to identify themselves with an
organization that they perceive to be highly prestigious
with an attractive and positive image. For instance,
Gond et al. suggested that employees who had a positive
image of the organization were more likely to remain
within it (Gond et al., 2017). However, others have ar-
gued that there are flaws in the reliance on social iden-
tity theory as an explanatory mechanism in individual-
related CSR studies, as very few studies actually test
whether identification is the underlying mechanism that
links CSR to employee outcomes such as job satisfaction
(De Roeck et al., 2014; Farooq et al., 2014).
Nevertheless, the present review included a study which
used notions of the social identity theory to reveal a rela-
tionship between perceptions of CSR and organizational
commitment (Brammer et al., 2007), which in turn has
been found to be linked to employee job satisfaction, re-
tention and performance (Meyer et al., 2002). The
results of Brammer et al. also suggested that CSR had in-
direct benefits for internal stakeholders through organi-
zational commitment, with women having stronger
preferences for external CSR and procedural justice
while men had stronger preference for the training pro-
vision (Brammer et al., 2007).

Only two studies in the present review directly
attempted to address other outcomes concerning em-
ployee well-being that were not related to job satisfac-
tion. For instance, one study Celma et al. found that
CSR/human resource management practices had an im-
pact on employees’ well-being, especially when job qual-
ity was perceived to be of a high standard (Celma et al.,
2018).

Elsewhere, a conceptual study outside this review
argues that the integration of CSR practices and human
resources management might contribute to employee
outcomes in terms of performance, motivation and com-
mitment enhancement (Barrena-Martinez et al., 2019).
Carried out in Spain the study suggested an array of so-
cially responsible policies areas linked to human resour-
ces management (and occupational safety at work)
practices such as retention and attraction of employees;
fair remuneration and social benefits; prevention, health
and safety at work; work-life balance; training and con-
tinuous development; management of employment rela-
tions; communication, transparency and social dialogue
and diversity and equal opportunity (Barrena-Martinez
etal.,2019).

Moreover, among the articles in the review, Jain
et al. reported that employees perceived internal and ex-
ternal CSR as an effective tool to improve social dia-
logue with trade unions in relation to workplace
psychosocial risk factors, which are known to be impor-
tant for employee and workplace well-being (Jain et al.,
2011).

The review revealed differences in how studies mea-
sured CSR, with some using internal CSR measures but
others a mix of internal and external measures to inves-
tigate their impact on well-being (mostly measured by
job satisfaction). At the micro-level, CSR has over-
whelmingly addressed employee perceptions, attitudes
and behaviours linked to job satisfaction; a well-being
dimension that is known to directly impact organiza-
tional performance and profitability (Farooq et al.,
2014). Furthermore, job satisfaction was measured us-
ing a variety of dimensions including employees’ organi-
zational commitment and organizational citizenship,
which to some extent made it difficult to align the find-
ings of the review. Nevertheless, the majority of the re-
view findings showed a direct and positive relationship
between perceived CSR and job satisfaction in compa-
nies of different branches in several EU countries. Some
studies measured job satisfaction and organizational
commitment, which is the individual psychological at-
tachment to an organization and willingness to make
efforts for it (Kim et al., 2018). Organizational commit-
ment is linked to absenteeism, citizenship behaviour,
performance and turnover (Kim et al., 2018). Elsewhere,
evidence has shown that although business organiza-
tions may recognize the importance of employees as
stakeholders, less attention is paid to their labour stand-
ards, health and safety provisions as well as work-life
balance (Cooke and He, 2010). Moreover, a study car-
ried out in five countries (Australia, Germany, Japan,
UK and USA) of which two are located in Europe found
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that differences between institutional regulations, corpo-
rate governance and cultural characteristics of national
business systems explained variations in the size and sig-
nificance of socially responsible investments across
countries (Waring and Edwards, 2008). Furthermore,
CSR may help business organizations in increasing their
competitiveness and bringing benefits in terms of risk
management, cost savings, access to capital, customer
relationships, human resource management and innova-
tion capacity (Iamandi, 2011; lamandi and Constantin,

2012).

Strengths and limitations

The studies included in this review were carried out us-
ing a variety of sample sizes across different branches
and in different countries. This fact, together with a lack
of standardized methodology (measurement and analyti-
cal strategy), created challenges for any generalization
of findings. Nonetheless, the review provides one of the
first assessments of studies concerning associations be-
tween CSR and employees’ health and well-being in
Europe. However, the review has its limitations. For in-
stance, it did not include studies that were written in lan-
guages other than English, which could affect the
findings, especially if they examined outcomes other
than job satisfaction. In addition, we did not search the
grey literature, as we were interested in research publica-
tions, but this could have led to our missing valuable
insights. Finally, the search only included studies pub-
lished up to September 2019; later literature may con-
tain findings not addressed in this review.

Research gaps identified

The review identified several areas where future research
should be concentrated. First, we did not find any study
that directly related internal CSR and physical health.
Attempts along these lines have been made elsewhere;
for example, in the USA, Fairlie and Svergun investi-
gated the relationship between CSR perceptions and
stress symptoms (Fairlie and Svergun, 2015). The results
revealed that there was a negative relationship and that
CSR perceptions and stress symptoms appeared to have
interrelated roles in predicting both negative stress-
related outcomes and work engagement. Fairlie and
Svergun also reported that CSR perceptions were posi-
tively associated with work satisfaction and appeared to
buffer both depression symptoms and turnover inten-
tions directly, through the mediation of job satisfaction
and organizational commitment (Fairlie and Svergun,
2015). We argue that there is a need to carry out studies
investigating the relation between internal CSR and

physical and psychological health, as well as wellness in
the workplace. Current discussions point to the impor-
tance of workplace wellness for employees’ health and
well-being towards achieving sustainable and healthy
workplaces (McCartney, 2015). There is a growing rec-
ognition that employers need to make employees’ men-
tal health a priority in their CSR strategies, due to the
ever-changing labour market that affects key dimensions
of job quality and safety which contribute to increased
psychosocial risks in the workplace (Baicker et al.,
2010; Gotaszewska-Kaczan, 2015; Gubler et al., 2018).
Moreover, some suggest that having a healthy organiza-
tion (and healthy work) might be more expensive in a
short-term (and in the context maximizing profits), the
potential long-term consequences of employee mental
well-being might be more grave due to costs to health
care systems, family and society (Hassard et al., 2014;
Gordon and Schnall, 2017). CSR presents a unique op-
portunity for business organizations to develop frame-
works for management and possible reduction of
psychosocial risks (through improvement of workplace
psychosocial environment) at the employee and organi-
zational levels (Jain et al., 2011; Sadlowska-Wrzesinska,
2017).

Second, it is important to improve the measurement
of CSR, and in particular the internal dimension of CSR.
This would allow a better comparison of studies from a
variety of contexts in Europe as well as elsewhere.

Third, the majority of studies in the review were car-
ried out by economic and management researchers,
which highlights the need for health science researchers
(e.g. public health and occupational health) to get in-
volved in discussions surrounding the potential impact
of internal CSR on employees’ physical and psychologi-
cal health, as well as OHS outcomes beyond job
satisfaction.

CONCLUSION

The aim of this work was to review studies that related
CSR to employees’ (internal stakeholders’) health and
well-being in the European context. The findings show
that the majority of studies addressed the relation be-
tween CSR and job satisfaction. There was no clarity in
the measurement of either internal CSR or the extent to
which it affected employee outcomes. These results
point to the need for a consensus on measurement of in-
ternal CSR and of outcomes related to health and well-
being, in order to enable better comparison of findings
from studies across Europe.

There is a need for public health and occupational
researchers to join the discussion and research efforts
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regarding the potential role to be played by CSR in phys-
ical and psychological health outcomes other than job
satisfaction. These outcomes are known to be linked
with long-term business sustainability beyond just prof-
itability. A better understanding of how CSR impacts
employee health and well-being outcomes might be im-
portant to other type of organizations.
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