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Abstract: The COVID-19 pandemic has created tremendous challenges for organizations’ corporate
social responsibility (CSR), communication, and relationship management with internal stakeholders
such as employees. This study conducted an online survey of 466 employees working for large
Chinese corporations during the pandemic. A structural equation model based on insights from
expectancy violation theory was used to examine how negative violation valence increases employees’
turnover intention as mediated by uncertainty, CSR cynicism, and distrust. The survey results showed
that employees’ negative violation valence positively influenced their uncertainty about their organi-
zations’ CSR activities, which fostered their cynicism about CSR and distrust of their organization.
Employees’ CSR cynicism increased their distrust toward their organizations, which increased their
turnover intention. The theoretical and practical implications of the study are discussed as well.
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1. Introduction

Recent research has shown that organizations and their management decisions can sig-
nificantly affect stakeholders’ quality of life and physical and psychological well-being [1].
Stakeholders such as consumers, employees, and the community expect corporations to
engage in corporate social responsibility (CSR) activities about environmental, social, and
governance issues during crises [2]. For instance, the CVS drugstore gave up USD 2 billion
in revenue when it stopped selling tobacco products to support public health [3]. Similarly,
since the eruption of COVID-19 in China in December 2019, many corporations started
active CSR activities. For instance, Microsoft in China donated over CNY 100 million to
the Red Cross in Hunan Province, China on 26 January 2020 [4]. According to a survey
conducted in China by McKinsey in March 2020, most of the participants and their cor-
porations had participated in CSR activities, and around 39% of senior executives had
deeply engaged in CSR activities during the pandemic [5]. By the end of January 2020,
companies in China had donated a total of CNY 12.43 billion to support society during the
pandemic [6]. Considering the critical role of large Chinese corporations’ CSR activities in
fighting against the COVID-19 pandemic, it is meaningful to examine how their employees
perceive their CSR efforts and its impacts.

Although many studies [7,8] have demonstrated the positive effects of CSR on firm per-
formance and values, such effects could become contingent on stakeholders’ expectations.
CSR activities during the COVID-19 pandemic, for example, might not satisfy individuals’
high expectations of large corporations (i.e., those with over 250 employees) [9] during
crises if these corporations do not sacrifice short-term profits as part of their CSR efforts
or these efforts do not directly benefit individuals [3]. Corporations’ CSR programs could
face tremendous challenges if they fail to meet stakeholders’ expectations [2]. Scholars
have established connections between stakeholders’ negative violation valence (i.e., the
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degree to which violations are considered to be negative expectations [10]), feelings of un-
certainty, and attitudes toward corporate reputation [11]. Cheng et al. [12] found a negative
relationship between consumers’ CSR skepticism and their brand loyalty and preferences.
However, from an internal perspective, the relationships between employees’ negative
violation valence, cynicism about corporate CSR, distrust, and turnover intention remain
unclear. As the literature has shown, employees’ attitudes and behaviors significantly
influence organizations’ crisis management, and more attention should be paid to internal
employees during crises [13].

Scholars have found significant differences in corporations’ CSR activities in Western
and Eastern contexts due to their different technological, cultural, and economic systems.
For instance, Tang et al. [14] found that ethics were the most cited reason for CSR engage-
ment on American corporations’ websites; employees and community were considered
the most critical stakeholders in CSR communication. In Eastern contexts such as China,
in contrast, CSR is regarded as ad hoc philanthropy, strategic philanthropy, or ethical
business conduct, and employees are less emphasized [15]. Moreover, the Chinese public
may have higher expectations of corporate CSR behaviors than American consumers [16].
Scholars [17–19] have found that in Asia, especially China, community and philanthropy
are the main focus of corporate CSR activities. Shared values between the business and
community are critically important in China for public perception. In contrast, in the U.S.
CSR is a predictor of public trust in a business, and corporate social values might not affect
stakeholders’ trust and supportive behavior. Consequently, CSR activities and stakeholders’
perceptions in an Eastern context such as China are distinct from those in the West, and
corporate CSR communication and relationship management with internal stakeholders in
the Chinese context deserve further exploration.

To fill the above research gap and enrich the crisis management literature, this paper
draws on expectancy violation theory [20] and focuses on the global health crisis context.
Due to the COVID-19 pandemic, employees’ work environment has been disrupted and
turnover intention has become unpredictable [21]. The effectiveness of CSR communication
within a crisis context in China has received limited attention thus far. This study aims to fill
this gap by exploring the influence of CSR perceptions on employee relationship building
and turnover intention in the context of the COVID-19 pandemic. The results have practical
implications for CSR communicators and human resource managers during crises.

2. Literature Review
2.1. Theoretical Framework
2.1.1. Expectancy Violation Theory

Expectancy violation theory (EVT) is a communication theory that explains how
individuals deal with unexpected violations of social norms and expectations [22]. It was
proposed by Burgoon and Jones [20], who used it to explain how individuals perceive
and explain the invasion of their personal space. According to EVT, communication is
an exchange of actions in which one person’s actions can violate the expectations of the
other [20]. Participants in the exchange view this violation either positively or negatively,
depending on their personal relationships or perceptions of the transgression [20]. This
theory predicts that expectations will affect the outcome of communication interactions in
a positive or negative manner, and the positive violations will strengthen the attractiveness
of violators and vice versa [22].

According to Burgoon [23], expectations are consistent patterns of predictable behavior
specific to individuals, contexts, and relationships. According to EVT, individuals use
expectations to describe and frame their interactions with others, and these expectations
dictate how they perceive such interactions and process information and influence their
subsequent behavior [23]. When one behaves in a way that deviates from typical behavior,
expectations are violated [24]. When an expectancy violation happens, an individual
will pay more attention to the interaction process and deal with the violation through
explanations and assessments [24].
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EVT has previously been applied to the field of crisis communication. Scholars have
used EVT to analyze business interactions between companies or between companies
and consumers. Sohn and Lariscy [25] used EVT to examine how a CSR crisis affects a
corporation’s reputation valence and found that higher expectations of the corporation
due to its previous good reputation resulted in a more detailed investigation of expectancy
violation behavior. Helm and Tolsdorf [26] documented that the public held higher ex-
pectations of companies with a better reputation and greater customer loyalty, and such
companies tended to suffer more losses during crises than companies with a poorer rep-
utation. Thus, when a company with a high reputation and customer loyalty violates
customers’ expectations, customers may lose their trust in it.

According to Guerrero and Burgoon [27], if someone believes that violation valence
and communicators’ reward valence are negative, he/she will reciprocate with negative
behavior. Therefore, in the workplace, if an unpopular coworker is grouchy and unpleasant
or if a disliked colleague is unhappy, people are more likely to be unhappy in return. In
the business context, Kim [11] found that after an oil spill crisis at British Petroleum (BP),
if BP’s stakeholders had a high prescriptive expectancy of environmental CSR activities,
they had more negative reactions toward the firm due to negative violation valence. In this
study, we hypothesize that if employees’ expectations of their organization’s CSR activities
are negatively violated, they will become alert and evaluate the violator (i.e., organization)
more negatively.

2.1.2. Uncertainty

“Uncertainty” refers to a state of limited knowledge about existing states, future
outcomes, or multiple possible outcomes [28]. Scholars have argued that violations have
different effects on uncertainty, in that inconsistent negative violations increase uncer-
tainty, whereas consistent violations (both positive and negative) lead to a decline in
uncertainty [29]. As individuals’ expectations are based on organizations’ communications,
media presence, and interactions with third parties, they expect certain kinds of behavior
from an organization [30].

2.1.3. CSR Cynicism

Davis [31] defined CSR as a company’s concern and responsibility for issues that
involve duties beyond its legal, economic, and technical purposes. Story et al. [32] classified
CSR as either internal or external. Internal CSR refers to the company’s responsibilities
to internal stakeholders, such as improving working conditions [33]. External CSR is an
organization’s responsibilities to stakeholders outside its organizational boundaries, such
as the government, clients, local communities, business partners, and society [33]. Both
internal and external CSR may induce cynicism from stakeholders [34]. CSR cynicism
was conceptualized as “a stable individual characteristic of general disillusionment or
apathy toward CSR across contexts” [35] (p. 219). According to Kuokkanen and Sun [36],
even if external stakeholders have a positive attitude toward a hotel, its use of CSR for
self-promotion can still induce skepticism from frequent travelers and elderly people. High
levels of CSR cynicism occur when there is an incongruence between high external CSR
and low internal CSR [37]. Cynicism occurs in both the internal and external business
environment, and should be studied from a broader perspective covering all stakeholders.

2.1.4. Employee Distrust

Trust is defined as “the willingness of a party to be vulnerable to the actions of another
party based on the expectation that the other will perform a particular action important
to the trustor” [38] (p. 712). Govier [39] defined distrust as the expectation that other
individuals will not act in one’s best interests or will even engage in harmful behavior
towards oneself. According to Cheng and Shen [40] (p. 2), stakeholders’ distrust toward an
organization means “their fear of and perception of sinister intentions of the organization’s
conduct related to the crisis”.



Int. J. Environ. Res. Public Health 2022, 19, 8297 4 of 14

2.1.5. Turnover Intention

Contrary to actual turnover, turnover intention refers to employees’ subjective atti-
tudes about leaving the company or their perceived likelihood to change jobs in the near
future [41]. Intention here means “a statement about a specific behavior of interests” [42]
(p. 2760). Turnover intention has additionally been defined as “the extent to which an
employee plans to leave the organization” [43] (p. 228), and serves as a major precursor of
employee turnover. According to Ranjan and Yadav [44], employees’ turnover intention
is affected by their cynicism, work engagement [45], work environment [46], quality of
work experience [47], and organizational justice [48]. Researchers have studied turnover
intention in various cultural contexts (e.g., individualistic and collectivistic cultures) and
industries (e.g., hospitality and manufacturing) [49], as it is considered an effective warning
indicator for problematic human resource management.

2.2. Development of Hypotheses
2.2.1. Negative Violation Valence and CSR Uncertainty

The relationship between violation behavior and uncertainty has been explored by
communication and management scholars. Smith [50] suggested that during a job hunt,
a thank-you letter from the company could be seen as a positive violation of expecta-
tions as it can reduce uncertainty. Park et al. [51] documented that negative expectancy
violation (e.g., a company’s violating customers’ higher CSR expectancy) leads to less
positive attitudes and supportive behavioral intentions. According to Kim [11], a negative
violation valence for an organization in crisis can increase uncertainty about its future
performance. More specifically, people with more negative violation valence about BP
had higher uncertainty about its future performance, placed more blame on BP for the oil
spill, and perceived BP more negatively [11]. EVT indicates that negative violation leads
to more negative evaluations of a violator and its future behavior [51]. Considering that
CSR is an expectation that the public sets for large organizations [52], we argue that a large
organization’s negative violation of its employees’ expectations about its CSR activities
results in their uncertainty about these activities. Thus, we propose the following:

Hypothesis (H1). Negative violation valence is positively related to uncertainty about CSR activities.

2.2.2. CSR Uncertainty and Cynicism

Scholars have examined the antecedents of employee cynicism. For example, Anders-
son [53] found that employee cynicism was influenced by employees’ self-esteem and locus
of control. Employee perceptions of CSR may reduce their cynicism in the workplace [54].
In particular, employee skepticism about CSR is related to cynicism [55]. According to
Pfrombeck et al. [56], social exchange theory can help explain organizational cynicism in a
business setting. Social exchange includes employees’ uncertainty about the future actions
of their organization, and may induce cynicism [56]. Therefore, if employees feel uncertain
about their organization’s CSR activities, they are more likely to be cynical about these
activities. Thus, we propose the following:

Hypothesis (H2). Employees’ uncertainty about CSR activities is positively related to their
CSR cynicism.

2.2.3. CSR Uncertainty and Distrust

Researchers have explored the relationship between CSR and trust/distrust. Lee [57]
argued that internal CSR activities create a communal environment among employees,
which improves their relationship with their organization, including trust. According to
Lepoutre et al. [58], when there are uncertainties about CSR content and activities, em-
ployees become cynical about CSR. Employees’ feelings of uncertainty lead to indifference,
which may affect their trust in the organization. Similarly, Jiang et al. [59] argued that
when employees feel that CSR activities are hypocritical, this affects their trust in manage-
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ment. Thus, if employees feel uncertain about their organization’s CSR activities, they may
distrust the organization. Therefore, we propose the following hypothesis:

Hypothesis (H3). Employees’ uncertainty about their organization’s CSR activities is positively
related to their distrust in the organization.

2.2.4. CSR Cynicism and Distrust

In addition to uncertainty, CSR cynicism may influence employee trust/distrust.
Employees may have negative responses to CSR [35]. For example, employees may consider
their organization’s CSR practice to be cynical and inauthentic [60]. Tourigny et al. [61]
examined Chinese employees’ CSR perceptions and found that these perceptions affect
their trust in their organization. According to Abraham [62], employees’ organizational
cynicism leads to their mistrust. Similarly, we argue that employees who perceive their
organization’s CSR efforts as cynical are more likely to distrust it. Thus, we propose the
following hypothesis:

Hypothesis (H4). Employees’ CSR cynicism is positively related to their distrust in their organization.

2.2.5. CSR Cynicism and Turnover Intention

Employees’ CSR perceptions may influence their turnover intention [63]. Positive
internal CSR can help employees increase their employability [44], which may reduce their
intention to leave their organization. Furthermore, Ranjan and Yadav [44] documented
that employees are less willing to quit their organization if it has strong internal CSR
performance, because an organization’s internal CSR reflects its welfare practices and
procedural justice and therefore enhances its attractiveness, which negatively influences
its employees’ turnover intention. Specifically, in a Chinese society, scholars found that
CSR and ethical leadership demonstrate the value of organizations and further affect
employees’ turnover intention [64]. In contrast, if employees perceive their organization’s
lowly involvement with CSR activities or consider their firms’ CSR practice to be cynical,
they may develop the idea of leaving their organization [64]. Therefore, we propose the
following hypothesis:

Hypothesis (H5). Employees’ CSR cynicism is positively related to their turnover intention.

2.2.6. Distrust and Turnover Intention

In addition to CSR cynicism, employees’ trust in their organization may be connected
to turnover intention. Zeffane and Melhem [65] examined the factors that influenced
employee turnover intention and found that employees’ trust had a negative effect on
their turnover intention. Employees’ distrust triggers their negative feelings about their
organization, which leads them to consider leaving as a way of decreasing these negative
feelings [65]. Similarly, we argue that employees who distrust their organization may
consider quitting. Thus, we propose the following hypothesis:

Hypothesis (H6). Employees’ distrust in their organization is positively related to their turnover intention.

3. Method
3.1. Data Collection

To test our hypotheses (see Figure 1), we conducted an online survey study. To
enroll employees from large organizations (with more than 250 employees) [66] located
in China, the researchers made use of the professional survey company Sojump, whose
national panel contains 2 million members [67]. Upon approval from the ethics committee,
we conducted a pretest in early February 2020 with 133 employees working in large
organizations. The researchers then reviewed the dataset and calculated the reliability and
validity of each measure. Cronbach’s α for the scale of each key variable ranged from 0.86 to
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0.93. Consequently, we kept the original items and continued the process of data collection.
At the beginning of the questionnaire, the respondents were provided with a detailed
description of CSR activities. Several examples were presented, including offering supplies
such as masks, paper towels, medicine, or food to those in need, providing cash donations
to the people affected, and supporting employees affected by crises by providing short-term
financial relief or paid vacations. In the survey section, attention-check items such as “if
you are paying attention, kindly please choose ‘strongly agree’ to pass” were employed
to ensure the quality of the online survey. From February to March 2020, 466 participants
volunteered to join this study and completed the questionnaire. The data were collected for
final analysis.
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3.2. Participants

In the sample, the gender ratio was 51.5% female (n = 240) versus 48.5% male (n = 226).
In terms of age, 81.5% (n = 380) of the respondents fell into the range from 25 to 39, 9.4%
(n = 44) from 28 to 24, and 9% (n = 42) from 40 to 74. Among the 466 participants, 40.8%
(n = 190) were in lower level management positions, followed by 26.6% (n = 124) in non-
management positions, 29.6% (n = 138) in middle management positions, and 3% (n = 14) in
top management positions. The average tenure of the respondents at their current company
was approximately 4.3 years (SD = 3.5). Over one fifth of the participants (20.4%, n = 95)
worked in manufacturing corporations, followed by information technology (19.7%, n = 92)
and education companies (7.5%, n = 35).

3.3. Measures

All of the key variables were measured with a 5-point Likert scale ranging from “1”
(strongly disagree) to “5” (strongly agree).

3.3.1. Negative Violation Valence

This construct was gauged by adopting Kim’s [11] measures. Four items were used:
“My organization’s CSR activities during the COVID-19 crisis makes me feel a lot worse
about it”, “My organization’s CSR activities during the COVID-19 crisis make me feel it does
not care about the society/community/environment”, “My organization’s CSR activities
during the COVID-19 crisis makes me feel negatively about it”, and “My organization’s CSR
activities during the COVID-19 crisis makes me feel very disappointed in it” (Cronbach’s
α = 0.94).

3.3.2. Uncertainty

To measure employees’ uncertainty about their organizations’ CSR activities, this
paper adopted Kim’s [11] scale. Three items were included: “I feel a lot less confident about
my organization’s CSR commitment”, “I feel a lot less confident about my organization’s
social-friendly performance”, and “I become much less able to predict my organization’s
commitment to society” (Cronbach’s α = 0.90).
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3.3.3. CSR Cynicism

Following the literature about CSR cynicism [68], we adopted three items to measure
employees’ level of cynicism about their organization’s CSR activities: “I doubt that my
organization’s CSR tries to solve social problems”, “I doubt that my organization’s CSR is
actually socially responsible”, and “I doubt that my organization’s CSR follows the ethical
responsibility to help society”. The level of reliability was 0.73.

3.3.4. Distrust

To measure this construct, we applied the scale from Cheng and Chen [69] and utilized
three items: “I feel that my organization will exploit my vulnerability given the chance”, “I
feel that the way my organization is run is irresponsible and unreliable”, and “I feel that
my organization cannot be trusted” (Cronbach’s α = 0.81).

3.3.5. Turnover Intention

Following Lapointe et al. [70], we adopted three items to measure employees’ turnover
intention: “I often think about leaving my organization”, “I am actively searching for a job
at another organization”, and “If I could choose again, I would choose to work for another
organization” (Cronbach’s α = 0.87).

3.3.6. Control Variables

The literature has shown that the working experience of employees and perceived
CSR fit influence participants’ CSR cynicism, distrust, and turnover intention [71–73]. Con-
sequently, we controlled these variables in the final structural model. Work experience was
measured by asking participants how many years they had worked in their organization.
To measure CSR fit, we followed the scales of Moreno and Kang [71] and applied four
items: “the CSR activities match our business goals”, “the CSR activities are relevant to the
business goals”, “the CSR activities are a good fit for the business goals”, and “the CSR
activities are compatible with the business goals”.

3.4. Statistical Procedures for Data Analysis

To test the six hypotheses, we performed correlation analysis and structural equation
modeling (SEM).

4. Results
4.1. Descriptive Statistics and Correlation Analysis

To demonstrate the mean and standard deviation of each construct, we adopted
the Likert scale, using “low” (1.00–1.99)”, “moderately low” (2.00–2.99), “neutral” (3),
“moderately high” (3.01–3.99), and “high” (4.00–5.00) as the standard. The data indicated
that respondents reported moderately low levels of negative violation valence (M = 2.60,
SD = 1.26) and uncertainty about their organizations’ CSR activities (M = 2.82, SD = 1.24). In
addition, employees reported a low level of agreement with distrust toward organizations
(M = 1.99, SD = 0.88), CSR cynicism (M = 1.78, SD = 0.64), and turnover intention (M = 1.99,
SD = 0.98). As shown in Table 1, these main constructs showed significant correlations to
each other. The values of the inter-correlation coefficient between the constructs and the
square root of average variance extracted (AVE) ranged from 0.08 to 0.88.
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Table 1. Inter-correlation between the Constructs and the Square Root of AVEs (Fornell–
Larcker Criterion).

Constructs Negative Violence Valence Uncertainty CSR Cynicism Distrust Turnover Intention

Negative Violence
Valence 0.88

Uncertainty 0.80 ** 0.87
CSR Cynicism 0.11 ** 0.08 0.71

Distrust 0.27 ** 0.18 ** 0.45 ** 0.76
Turnover Intention 0.25 ** 0.24 ** 0.49 ** 0.64 ** 0.83

Note. ** Correlation is significant at the 0.01 level (2-tailed). CSR refers to corporate social responsibility; AVE refers
to average variance extracted. Values in the diagonal bolded are the square root of AVE while the off-diagonals
are correlations.

4.2. The Measurement Model

Before testing the hypotheses, we conducted a confirmatory factor analysis (CFA).
The most conservative joint model testing criteria, according to Hu and Bentler [74], are as
follows: the comparative fit index (CFI) is equal to or larger than 0.96 and the standardized
root mean square residual (SRMR) is equal to or smaller than 0.10, the root mean square
error of approximation (RMSEA) is equal to or smaller than 0.06, and SRMR is equal to or
smaller than 0.10. The results of CFA analysis turned out to be satisfactory: χ2 = 134.55,
df = 94, p < 0.001, χ2/df = 1.431, CFI = 0.992, TLI = 0.989, IFI = 0.992, SRMR = 0.031,
RMSEA = 0.026 (90% CI = 0.018 − 0.042). The factor loadings of all items ranged from 0.64
to 0.91. According to Fornell and Larcker’s [75] criteria, if the value of composite reliability
(CR) is 0.70 or larger and that of AVE is 0.50 or larger, the reliability of CR and AVE are
considered to be acceptable. Our results suggested that the values of CR ranged from
0.73 to 0.94, and the scores of AVE ranged from 0.51 to 0.78, which indicated acceptable
reliability. Furthermore, Fornell and Larcker’s [75] approach was employed to assess the
discriminant validity of the measurement model. The square root of the AVE of each latent
variable ranged from 0.71 to 0.88, higher than the correlations of any other latent variables
(as shown in Table 1). Thus, discriminant validity was established and the data supported
the reliability and validity of the applied measures.

4.3. Hypothesis Testing

To test the hypotheses, we employed a structural equation model for data analysis.
The results indicated an excellent model fit: χ2 = 192.678, df = 123, p < 0.001, χ2/df = 1.566,
CFI = 0.986, TLI = 0.980, IFI = 0.986, SRMR = 0.043, RMSEA = 0.035 (90% CI = 0.025 − 0.044).
All of the path coefficients of the structural model are shown in Figure 2.

Specifically, H1 predicted a positive relationship between negative violation valence
and uncertainty. The results showed that negative violation valence had a significant and
positive impact on uncertainty about CSR (β = 0.87, p < 0.001), supporting H1. H2 further
predicted that uncertainty exerts a positive impact on CSR cynicism, which was supported
by the results (β = 0.11, p < 0.05). Uncertainty significantly positively influenced employees’
perceived distrust toward their organization (β = 0.17, p < 0.001), which means that a higher
level of uncertainty about the organization’s CSR activity during the pandemic would
lead to increased distrust from internal employees. Thus, H3 was supported. Hypothesis
4 posited that CSR cynicism is positively related to distrust. The data demonstrated
that a significant and positive impact flow existed between CSR cynicism and distrust
(β = 0.57, p < 0.001), supporting H4. In addition, the results showed that CSR cynicism
significantly positively affects turnover intention (β = 0.28, p < 0.001). Thus, H5 was
supported. Finally, employees’ distrust led to their intention to quit their job (β = 0.59,
p < 0.001), supporting H6.
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Indirect effects in the current model were estimated through a bootstrapping procedure
(N = 5,000 samples) via Amos 20. Negative violation valence had a significant and positive
indirect effect on CSR cynicism through the mediation of uncertainty (β = 0.11, p = 0.040, BC
95% CI: 0.01 to 0.21). Uncertainty significantly mediated the relationship between negative
violation valence and distrust (β = 0.23, p < 0.001, BC 95% CI: 0.13 to 0.32). Negative
violation valence had a positive indirect effect on turnover intention through the serial
mediation of uncertainty, CSR cynicism, and distrust (β = 0.17, p = 0.001, BC 95% CI: 0.09 to
0.25). Moreover, uncertainty had a positive indirect effect on turnover intention through
the channel of distrust and CSR cynicism (β = 0.19, p = 0.001, BC 95% CI: 0.10 to 0.28).

5. Discussion

The prolonged COVID-19 pandemic has created tremendous challenges for orga-
nizations’ CSR practices and their relationships with employees. This study surveyed
466 employees working in large organizations in China. It found that employees’ negative
violation valence increased their uncertainty about CSR activities, which fostered their cyn-
icism about CSR and distrust in their organization. Employees’ CSR cynicism strengthened
their distrust toward their organization, which increased their turnover intention. In this
section, we discuss the theoretical and practical implications of these findings.

First, the results of this study indicate that expectancy violation theory is a useful
theoretical framework for explaining employees’ CSR attitudes toward organizations
during a crisis. This theory provides a new understanding of the effectiveness of CSR
communication in a pandemic. One of the major findings of this study is that employ-
ees’ negative violation valence increases their uncertainty about their organization’s CSR
activities, which is consistent with previous research [11]. If employees are unsatisfied
with their organization’s CSR activities during the COVID-19 pandemic, they are more
likely to feel uncertain about the organization’s commitment to CSR and society. Thus,
large organizations should make more efforts to improve their CSR activities and satisfy
employee expectations during a public health crisis so that they can retain their employees’
confidence in their commitment to CSR and society. Although scholars have investigated
the general public’s and consumers’ perceptions of organizational CSR practices [11,51],
they have seldom examined the perceptions of internal stakeholders such as employees.
Thus, our findings fill this gap by focusing on employees’ perceptions of organizational
CSR practices and their consequences.

Second, as trust is considered to be a dimension of employee–organization relation-
ships [76], this study is one of the few studies to integrate the CSR perspective with the
relational perspective by documenting the effects of CSR uncertainty and cynicism on
distrust. It thus advances the literature on CSR and employee–organization relationships.
One important finding is that employees’ uncertainty about their organization’s CSR ac-
tivities results in CSR cynicism and distrust in their organization. If employees feel less
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confident about their organization’s CSR commitment, they are more likely to doubt that
their organization’s CSR is actually socially responsible or addresses social problems, and
will consequently develop distrust in their organization [77]. Furthermore, this study found
that employees’ CSR cynicism positively influenced their distrust in their organization.
As previous literature has indicated, CSR activities reflect company ethics and values and
help organizations to act as “trustees” for the interests of employees [78] (p. 10). With the
implementation of CSR activities, employees can fulfill their own social needs and become
enthusiastic toward their work, as CSR helps to reach goal congruence and a common iden-
tity between employees and their organization [64]. Consequently, if employees develop
their own cynicism toward their organizations’ CSR, the most proximate outcome would
be distrustful perceptions. Thus, large organizations should therefore promote their CSR
activities to their employees and demonstrate their CSR commitment, which can induce
their employees to trust them.

Third, the findings of this study contribute to the business literature by shedding light
on the influence of public relations practices on organizations. The results demonstrate
that employees’ cynicism about their organization’s CSR activities and distrust in the orga-
nization increases their turnover intention; these findings are similar to those in previous
research [44]. If employees doubt that their organization’s CSR helps society or solves social
problems, they are more likely to consider leaving the organization. Therefore, this study
advances the CSR literature by identifying employee CSR uncertainty as a new factor that
may influence turnover intention. Moreover, employees who distrust their organization
are more likely to leave it to work for another organization. This finding is critical, espe-
cially during the COVID-19 pandemic, because this global crisis has brought challenges
to organizational management in terms of maintaining employees’ trust in their organiza-
tion [79]. Thus, large organizations could strengthen their CSR efforts (e.g., delegating a
specific division for CSR practices, offering paid hours for employees’ CSR engagement, or
enhancing CSR fit with their strategic goals) to maintain their employees’ trust, which can
help with employee retention.

Practically, the results of this study provide important managerial implications for
large organizations. The proposed model can be used to measure the effectiveness of
organizational CSR practice. The COVID-19 pandemic has significantly impacted stake-
holders in organizations, such as employees. Managers can apply this tool to focus on
employees’ perceptions of CSR communication in order to examine their expectations
concerning current CSR activities and evaluate whether their activities will have a negative
or positive valence. The model suggests that if CSR activities do not satisfy employees’
expectations during a pandemic, then CSR cynicism and distrust toward organizations
could occur, leading to increased turnover. Consequently, examining and monitoring
employees’ perceptions of CSR activities is beneficial for human resource management
and internal crisis communication. Large companies might develop adequate measures
or structures to ensure that their employees can help the companies to perform CSR work
in a positive and mentally comfortable manner rather than forcing them to complete CSR
activities. Leaders in firms should listen to employees and carry their interests in mind
when they encourage and conduct CSR activities. An ethical and healthy leadership style
and “goal congruence” between a firm and its employees can reduce employees’ turnover
intention [64].

In addition, this study shows that positive relationship management with internal
employees might reduce employee turnover costs. During a crisis, relationships between
organizations and employees are threatened [80]. If corporations ensure that their CSR
activities are perceived as beneficial, ethical, and supportive during a crisis, employees
will be confident about such activities and trust their organization, which will significantly
reduce turnover intention.
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Limitations and Directions for Future Research

Although this study contributes to the literature on CSR and internal employee man-
agement during the COVID-19 pandemic, several limitations must be stated here. First, this
study only focused on internal communication within big Chinese organizations. Future
studies could employ comparative methods to further validate the proposed hypotheses
and explore cultural or contextual factors that might influence employees’ perceptions of
CSR during crises and the impact on turnover intention. For example, they could exam-
ine whether the types of companies (i.e., state-owned enterprises and private companies)
might influence the relationship between employees’ CSR perceptions and their distrust
and turnover intention. Second, as the magnitude of violation valence might influence
perceived uncertainty, future scholarship could continue to explore how employees’ re-
actions to a violator, such as the organization during a crisis, might influence their trust
in organizations and work performance. Third, employees’ individual differences might
influence their perceptions of an organization during a crisis. Future work could investigate
how CSR involvement or value orientations [81] predict distrust and CSR cynicism.

6. Conclusions

This paper presented a timely study on CSR perceptions, distrust, and turnover
intention of employees in crises of contemporary Chinese society. It contributed to the
body of knowledge on CSR in building trust and shed light on the application of ethical
CSR in crisis communication of China. This study also built on the most up-to-date
literature and addressed an important issue on CSR practice in China from an internal
employee’s perspective.

Author Contributions: Conceptualization, Y.C.; methodology, Y.C.; formal analysis, Y.C.; investi-
gation, Y.C. and Y.W.; data curation, Y.W.; writing—original draft preparation, Y.C., Y.W. and F.P.;
writing—review and editing, Y.C. and Y.W.; project administration, Y.W.; funding acquisition, Y.W.
All authors have read and agreed to the published version of the manuscript.

Funding: This research was funded by City University of Hong Kong (Projects No. 7200615
and No. 7005704).

Institutional Review Board Statement: The study was conducted in accordance with the Declaration
of Helsinki, and approved by the Human Subjects Ethics Sub-Committee of City University of Hong
Kong (reference number: 2-4-201810-03; date of approval: 6 November 2018).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: The data are not publicly available due to privacy or ethical restrictions.

Conflicts of Interest: The authors declare no conflict of interest.

References
1. Murrell, J.A.; Jones, R.; Zhao, X.-P. Special Issue “Ethics, Social Responsibility and Quality of Life in Times of Crisis”. Int. J.

Environ. Res. Public Health 2021. Available online: https://www.mdpi.com/journal/ijerph/special_issues/Times_of_Crisis
(accessed on 1 May 2022).

2. Lee, S.; Singal, M. Does Corporate Social Responsibility Matter During Crises? Boston Hosp. Rev. 2021. Available online:
https://www.bu.edu/bhr/2021/10/29/does-corporate-social-responsibility-matter-during-crises/ (accessed on 1 May 2022).

3. Kramer, R.M. Coronavirus is Putting Corporate Social Responsibility to the Test. Harv. Bus. Rev. 2020. Available online:
https://hbr.org/2020/04/coronavirus-is-putting-corporate-social-responsibility-to-the-test (accessed on 1 May 2022).

4. Center for China and Globalization. Research Report on Corporate Social Responsibility (CSR) of Multinational Enterprises in
China (2020–2021). Available online: http://wanghuiyao.com/archives/1727 (accessed on 2 July 2022).

5. Textor, C. Share of Companies that Engaged in CSR Actions during COVID-19 in China 2020. Statista, 19 April 2022. Available
online: https://www.statista.com/statistics/1112861/china-corporate-social-responsibility-csr-initiatives-during-the-COVID-
19-outbreak-2020/#statisticContainer (accessed on 2 July 2022).

6. Zhang, K. 61 State-Owned Enterprises Donated Over 2 Billion to Fight Against the Epidemic. Yicai, 31 January 2020. Available
online: https://m.yicai.com/news/100484618.html (accessed on 2 July 2022).

7. Almeida, M.D.G.M.C.; Coelho, A.F.M. The antecedents of corporate reputation and image and their impacts on employee
commitment and performance: The moderating role of CSR. Corp. Repu. Rev. 2019, 22, 10–25. [CrossRef]

https://www.mdpi.com/journal/ijerph/special_issues/Times_of_Crisis
https://www.bu.edu/bhr/2021/10/29/does-corporate-social-responsibility-matter-during-crises/
https://hbr.org/2020/04/coronavirus-is-putting-corporate-social-responsibility-to-the-test
http://wanghuiyao.com/archives/1727
https://www.statista.com/statistics/1112861/china-corporate-social-responsibility-csr-initiatives-during-the-COVID-19-outbreak-2020/#statisticContainer
https://www.statista.com/statistics/1112861/china-corporate-social-responsibility-csr-initiatives-during-the-COVID-19-outbreak-2020/#statisticContainer
https://m.yicai.com/news/100484618.html
http://doi.org/10.1057/s41299-018-0053-8


Int. J. Environ. Res. Public Health 2022, 19, 8297 12 of 14

8. Loor-Zambrano, H.Y.; Santos-Roldán, L.; Palacios-Florencio, B. Relationship CSR and employee commitment: Mediating effects
of internal motivation and trust. Eur. Res. Manag. Bus. Econ. 2022, 28, 100185. [CrossRef]

9. OECD. Enterprises by Business Size (Indicator). 2022. Available online: https://data.oecd.org/entrepreneur/enterprises-by-
business-size.htm (accessed on 1 July 2022).

10. Bennett, L.K.; Scruggs, X.; Woods, J.M. Surprise, hurt, and anger as emotional responses to expectancy violations following
feedback messages. Commun. Res. Rep. 2020, 37, 22–33. [CrossRef]

11. Kim, S. The role of prior expectancies and relational satisfaction in crisis. J. Mass Commun. Q. 2014, 91, 139–158. [CrossRef]
12. Cheng, Y.; Hung-Baesecke, F.C.-J.; Chen, Y.-R. Social media influencer effects on CSR communication: The role of influencer

leadership in opinion and taste. Int. J. Bus. Commun. 2021. [CrossRef]
13. Kim, Y. Organizational resilience and employee work-role performance after a crisis situation: Exploring the effects of organiza-

tional resilience on internal crisis communication. J. Public Relat. Res. 2020, 32, 47–75. [CrossRef]
14. Tang, L.; Gallagher, C.C.; Bie, B. Corporate social responsibility communication through corporate websites: A comparison of

leading corporations in the U.S. and China. Int. J. Bus. Commun. 2015, 52, 205–227. [CrossRef]
15. Tang, L.; Li, H. Corporate social responsibility communication of Chinese and global corporations in China. Public Relat. Rev.

2009, 35, 199–212. [CrossRef]
16. Chu, S.-C.; Lin, J.S. Consumers’ perception of corporate social responsibility in the United States and China: A study of female

cosmetics consumers. Int. J. Strategic Commun. 2013, 7, 43–64. [CrossRef]
17. Hung-Baesecke, F.C.-J.; Stacks, D.; Coombs, T.; Chen, R.Y.-R. The effects of corporate social responsibility and creating shared

value on public trust, and public supportive behavior: A comparison study. In Proceedings of the 19th International Public
Relations Research Conference, Miami, FL, USA, 2–5 March 2016; pp. 169–191.

18. Kim, R.C.; Moon, J. Dynamics of corporate social responsibility in Asia: Knowledge and norms. Asian Bus. Manag. 2015,
14, 349–382. [CrossRef]

19. Marquis, C.; Yang, Z. Embracing shared value in China. China Policy Rev. 2014, 7, 115–116.
20. Burgoon, J.K.; Jones, S.B. Toward a theory of personal space expectations and their violations. Hum. Commun. Res. 1976,

2, 131–146. [CrossRef]
21. Tao, W.; Lee, Y.; Sun, R.; Li, J.-Y.; He, M. Enhancing employee engagement via leaders’ motivational Language in times of crisis:

Perspectives from the COVID-19 outbreak. Public Relat. Rev. 2022, 48, 102133. [CrossRef]
22. Burgoon, J.K.; Hale, J.L. Nonverbal expectancy violations: Model elaboration and application to immediacy behaviors. Commun.

Monogr. 1988, 55, 58–79. [CrossRef]
23. Burgoon, J.K. Interpersonal expectations, expectation violations, and emotional communication. J. Lang. Soc. Psychol. 1993,

12, 30–48. [CrossRef]
24. Afifi, W.A.; Metts, S. Characteristics and consequences of expectation violations in close relationships. J. Soc. Pers. Relat. 1998,

15, 365–392. [CrossRef]
25. Sohn, Y.J.; Lariscy, R.W. A “buffer” or “boomerang?”—The role of corporate reputation in bad times. Commun. Res. 2015,

42, 237–259. [CrossRef]
26. Helm, S.; Tolsdorf, J. How does corporate reputation affect customer loyalty in a corporate crisis? J. Conting Crisis Man. 2013,

21, 144–152. [CrossRef]
27. Guerrero, L.K.; Burgoon, J.K. Attachment styles and reactions to nonverbal involvement change in romantic dyads: Patterns of

reciprocity and compensation. Hum. Commun. Res. 1996, 22, 335–370. [CrossRef]
28. Hubbard, D.W. How to Measure Anything Workbook: Finding the Value of “Intangibles” in Business, 3rd ed; Wiley: Hoboken, NJ,

USA, 2014.
29. Afifi, W.A.; Burgoon, J.K. The impact of violations on uncertainty and the consequences for attractiveness. Hum. Commun. Res.

2000, 26, 203–233. [CrossRef]
30. Fediuk, T.A.; Coombs, W.T.; Botero, L.C. Exploring crisis from a receiver perspective: Understanding stakeholder reactions during

crisis events. In The Handbook of Crisis Communication; Coombs, W.T., Holladay, S.J., Eds.; Wiley Blackwell: Hoboken, NJ, USA,
2010; pp. 635–656.

31. Davis, K. The case for and against business assumption of social responsibilities. Acad. Manag. J. 1973, 16, 312–322.
32. Story, J.; Castanheira, F.; Hartig, S. Corporate social responsibility and organizational attractiveness: Implications for talent

management. Soc. Respons. J. 2016, 12, 484–505. [CrossRef]
33. Turker, D. Measuring corporate social responsibility: A scale development study. J. Bus. Ethics 2009, 85, 411–427. [CrossRef]
34. Basil, D.Z.; Erlandson, J. Corporate social responsibility website representations: A longitudinal study of internal and external

self-presentations. J. Marketing Commun. 2008, 14, 125–137. [CrossRef]
35. Willness, C.R. Understanding stakeholders’ negative responses to corporate social responsibility. In The Oxford Handbook of

Corporate Social Responsibility: Psychological and Organizational Perspectives; Abagail, M., Deborah, E.R., Donald, S.S., Günter, K.S.,
Waldman, A.D., Eds.; Oxford University Press: Oxford, UK, 2019; pp. 207–238.

36. Kuokkanen, H.; Sun, W. Social desirability and cynicism biases in CSR surveys: An empirical study of hotels. J. Hosp. Tou. Ins.
2020, 3, 567–588. [CrossRef]

37. Li, Z.; Wang, F.; Yang, L. Looking in and looking out: Effects of (in) congruent corporate social responsibility on organizational
cynicism. Soc. Behav. Personal. 2021, 49, 1–15. [CrossRef]

http://doi.org/10.1016/j.iedeen.2021.100185
https://data.oecd.org/entrepreneur/enterprises-by-business-size.htm
https://data.oecd.org/entrepreneur/enterprises-by-business-size.htm
http://doi.org/10.1080/08824096.2020.1737000
http://doi.org/10.1177/1077699013514413
http://doi.org/10.1177/23294884211035112
http://doi.org/10.1080/1062726X.2020.1765368
http://doi.org/10.1177/2329488414525443
http://doi.org/10.1016/j.pubrev.2009.05.016
http://doi.org/10.1080/1553118X.2012.711401
http://doi.org/10.1057/abm.2015.15
http://doi.org/10.1111/j.1468-2958.1976.tb00706.x
http://doi.org/10.1016/j.pubrev.2021.102133
http://doi.org/10.1080/03637758809376158
http://doi.org/10.1177/0261927X93121003
http://doi.org/10.1177/0265407598153004
http://doi.org/10.1177/0093650212466891
http://doi.org/10.1111/1468-5973.12020
http://doi.org/10.1111/j.1468-2958.1996.tb00371.x
http://doi.org/10.1111/j.1468-2958.2000.tb00756.x
http://doi.org/10.1108/SRJ-07-2015-0095
http://doi.org/10.1007/s10551-008-9780-6
http://doi.org/10.1080/13527260701858497
http://doi.org/10.1108/JHTI-01-2020-0006
http://doi.org/10.2224/sbp.10945


Int. J. Environ. Res. Public Health 2022, 19, 8297 13 of 14

38. Mayer, R.C.; Davis, J.H.; Schoorman, F.D. An integrative model of organizational trust. Acad. Manag. Rev. 1995, 20, 709–734.
[CrossRef]

39. Govier, T. Is it a jungle out there? Trust, distrust, and the construction of social reality. Dialogue–Can. Philos. Rev. 1994, 33, 237–252.
[CrossRef]

40. Cheng, Y.; Shen, H.M. United airlines crisis from the stakeholder perspective: Exploring customers’ ethical judgment, trust and
distrust, and behavioral intentions. Public Relat. Rev. 2020, 46, 101908. [CrossRef]

41. Egan, T.; Yang, B.; Bartlett, K. The effects of organizational learning culture and job satisfaction on motivation to transfer learning
and turnover intention. Hum. Resour. Dev. Q. 2004, 15, 279–301. [CrossRef]

42. Ngo-Henha, P.E. A review of existing turnover intention theories. Int. J. Econ. Manag. En. 2017, 11, 2751–2758.
43. Lacity, M.C.; Iyer, V.V.; Rudramuniyaiah, P.S. Turnover intentions of Indian IS professionals. Inform. Syst. Front. 2008, 10, 225–241.

[CrossRef]
44. Ranjan, S.; Yadav, R.S. Uncovering the role of internal CSR on organizational attractiveness and turnover intention: The effect of

procedural justice and extraversion. Asian Soc. Sci. 2018, 14, 76–85. [CrossRef]
45. Liu, H.L.; Lo, V.-H. An integrated model of workload, autonomy, burnout, job satisfaction, and turnover intention among

Taiwanese reporters. Asian J. Commun. 2018, 28, 153–169. [CrossRef]
46. Smith, T.D. An assessment of safety climate, job satisfaction and turnover intention relationships using a national sample of

workers from the USA. Int. J. Occup. Saf. Ergo. 2018, 24, 27–34. [CrossRef]
47. Zhao, X.; Sun, T.; Cao, Q.; Li, C.; Duan, X.; Fan, L.; Liu, Y. The impact of quality of work life on job embeddedness and affective

commitment and their co-effect on turnover intention of nurses. J. Clin. Nurs. 2013, 22, 780–788. [CrossRef]
48. Harris, C.M.; Lavelle, J.J.; McMahan, G.C. The effects of internal and external sources of justice on employee turnover intention

and organizational citizenship behavior toward clients and workgroup members. Int. J. Hum. Resour. Man. 2020, 31, 2141–2164.
[CrossRef]

49. Park, J.; Min, H.K. Turnover intention in the hospitality industry: A meta-analysis. Int. J. Hosp. Manag. 2020, 90, 102599.
[CrossRef]

50. Smith, S.A. The Job Searching and Career Expectations of Recent College Graduates: An Application of the Expectancy Violations
Theory of Communication. Ph.D. Dissertation, The University of Arizona, Tucson, AZ, USA, 2015.

51. Park, S.-Y.; Cho, M.; Kim, S. The effect of CSR expectancy violation: Value from expectancy violation theory and confirmation
bias. J. Mark. Commun. 2021, 27, 365–388. [CrossRef]

52. Lin-Hi, N.; Blumberg, I. The link between (not) practicing CSR and corporate reputation: Psychological foundations and
managerial implications. J. Bus. Ethics 2018, 150, 185–198. [CrossRef]

53. Andersson, L. Employee cynicism: An examination using a contract violation framework. Hum. Relat. 1996, 49, 1395–1418.
[CrossRef]

54. Serrano Archimi, C.; Reynaud, E.; Yasin, H.M.; Bhatti, Z.A. How perceived corporate social responsibility affects employee
cynicism: The mediating role of organizational trust. J. Bus. Ethics 2018, 151, 907–921. [CrossRef]

55. Latif, B.; Ong, T.S.; Meero, A.; Abdul Rahman, A.A.; Ali, M. Employee-perceived corporate social responsibility (CSR) and
employee pro-environmental behavior (PEB): The moderating role of CSR skepticism and CSR authenticity. Sustainability 2022,
14, 1380. [CrossRef]

56. Pfrombeck, J.; Doden, W.; Grote, G.; Feierabend, A. A study of organizational cynicism and how it is affected by social exchange
relationships at work. J. Occup. Organ. Psych. 2020, 93, 578–604. [CrossRef]

57. Lee, Y. Toward a communality with employees: The role of CSR types and internal reputation. Corp. Repu. Rev. 2020, 23, 13–23.
[CrossRef]

58. Lepoutre, J.; Dentchev, N.A.; Heene, A. Dealing with uncertainties when governing CSR policies. J. Bus. Ethics 2007, 73, 391–408.
[CrossRef]

59. Jiang, H.; Cheng, Y.; Park, K.; Zhu, W. Linking CSR communication to corporate reputation: Understanding hypocrisy, employees’
social media engagement and CSR-related work engagement. Sustainability 2022, 14, 2359. [CrossRef]

60. Onkila, T. Pride or embarrassment? Employees’ emotions and corporate social responsibility. Corp. Soc. Resp. Env. Ma. 2015,
22, 222–236. [CrossRef]

61. Tourigny, L.; Han, J.; Baba, V.V.; Pan, P. Ethical leadership and corporate social responsibility in China: A multilevel study of their
effects on trust and organizational citizenship behavior. J. Bus. Ethics 2019, 158, 427–440. [CrossRef]

62. Abraham, R. Organizational cynicism: Bases and consequences. Genet. Soc. Gen. Psychol. Monogr. 2000, 126, 269–292.
63. Low, M.P.; Ong, S.F.; Tan, P.M. Would internal corporate social responsibility make a difference in professional service industry

employees’ turnover intention? A two-stage approach using PLS-SEM. Glo. Bus. Manag. Res. 2017, 9, 24–41.
64. Lin, C.-P.; Liu, M.-L. Examining the effects of corporate social responsibility and ethical leadership on turnover intention. Pers.

Rev. 2017, 46, 526–550. [CrossRef]
65. Zeffane, R.; Melhem, S.B. Do feelings of trust/distrust affect employees’ turnover intentions? An exploratory study in the United

Arab Emirates. Middle East J. Manag. 2018, 5, 385–408. [CrossRef]
66. Carim, L.A.R.A.; Warwick, C. Use of social media for corporate communications by research-funding organizations in the UK.

Public Relat. Rev. 2013, 39, 521–525. [CrossRef]

http://doi.org/10.2307/258792
http://doi.org/10.1017/S0012217300010519
http://doi.org/10.1016/j.pubrev.2020.101908
http://doi.org/10.1002/hrdq.1104
http://doi.org/10.1007/s10796-007-9062-3
http://doi.org/10.5539/ass.v14n12p76
http://doi.org/10.1080/01292986.2017.1382544
http://doi.org/10.1080/10803548.2016.1268446
http://doi.org/10.1111/j.1365-2702.2012.04198.x
http://doi.org/10.1080/09585192.2018.1441163
http://doi.org/10.1016/j.ijhm.2020.102599
http://doi.org/10.1080/13527266.2019.1671478
http://doi.org/10.1007/s10551-016-3164-0
http://doi.org/10.1177/001872679604901102
http://doi.org/10.1007/s10551-018-3882-6
http://doi.org/10.3390/su14031380
http://doi.org/10.1111/joop.12306
http://doi.org/10.1057/s41299-019-00069-x
http://doi.org/10.1007/s10551-006-9214-2
http://doi.org/10.3390/su14042359
http://doi.org/10.1002/csr.1340
http://doi.org/10.1007/s10551-017-3745-6
http://doi.org/10.1108/PR-11-2015-0293
http://doi.org/10.1504/MEJM.2018.095582
http://doi.org/10.1016/j.pubrev.2013.08.006


Int. J. Environ. Res. Public Health 2022, 19, 8297 14 of 14

67. Luo, Y.; Cheng, Y. The presumed influence of COVID-19 misinformation on social media: Survey research from two countries in
the global health crisis. Int. J. Environ. Res. Public Health 2021, 18, 5505. [CrossRef]

68. Ji, S.; Jan, I. The impact of perceived corporate social responsibility on frontline employee’s emotional labor strategies. Sustainability
2019, 11, 1780. [CrossRef]

69. Cheng, Y.; Chen, Z.F. Encountering misinformation online: Antecedents of trust and distrust and their impact on the intensity of
Facebook use. Online Inform. Rev. 2021, 45, 372–388. [CrossRef]

70. Lapointe, E.; Vandenberghe, C.; Mignonac, K.; Panaccio, A.; Schwarz, G.; Richebe, N.; Roussel, P. Development and validation
of a commitment to organizational career scale: At the crossroads of individuals’ career aspirations and organizations’ needs.
J. Occup. Organ. Psych. 2019, 92, 897–930. [CrossRef]

71. Moreno, F.; Kang, J. How to alleviate consumer skepticism concerning corporate responsibility: The role of content and delivery
in CSR communications. Corp. Soc. Resp. Env. Ma. 2020, 27, 2477–2490. [CrossRef]

72. Valentine, S.; Godkin, L. Banking employees’ perceptions of corporate social responsibility, value-fit commitment, and turnover
intentions: Ethics as social glue and attachment. Emp. Resp. Rig. J. 2017, 29, 51–71. [CrossRef]

73. Wei, L.; Kim, N. Attenuating public skepticism: Effects of pre-crisis corporate engagement and post-crisis CSR initiatives on
corporate evaluations. Public Relat. Rev. 2021, 47, 101999. [CrossRef]

74. Hu, L.; Bentler, P.M. Cut off criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives.
Struct. Equ. Modeling 1999, 6, 1–55. [CrossRef]

75. Fornell, C.; Larcker, D.F. Evaluating structural equation models with unobservable variables and measurement error. J. Marketing
Res. 1981, 18, 39–50. [CrossRef]

76. Wang, Y. When relationships meet situations: Exploring the antecedents of employee communication behaviors on social media.
Soc. Sci. Comput. Rev. 2022, 40, 77–94. [CrossRef]

77. Hansen, S.D.; Dunford, B.B.; Boss, A.D.; Boss, R.W.; Angermeier, I. Corporate social responsibility and the benefits of employee
trust: A cross-disciplinary perspective. J. Bus. Ethics 2011, 102, 29–45. [CrossRef]

78. Balmer, J.M.T.; Fukukawa, K.; Gray, E.R. The nature and management of ethical corporate identity: A commentary on corporate
identity, corporate social responsibility and ethics. J. Bus. Ethics 2007, 76, 7–15. [CrossRef]

79. Men, L.R.; Qin, Y.S.; Jin, J. Fostering employee trust via effective supervisory communication during the COVID-19 pandemic:
Through the lens of motivating language theory. Int. J. Bus. Commun. 2022, 59, 193–218. [CrossRef]

80. Cheng, Y.; Shen, H.; Jiang, Q. Corporate dialogue in crises of China: Examining dialogic strategies and communicative outcomes
in a child abuse scandal. Public Relat. Rev. 2020, 46, 101816. [CrossRef]

81. Oo, E.Y.; Jung, H.; Park, I. Psychological factors linking perceived CSR to OCB: The role of organizational pride, collectivism, and
person–organization fit. Sustainability 2018, 10, 2481. [CrossRef]

http://doi.org/10.3390/ijerph18115505
http://doi.org/10.3390/su11061780
http://doi.org/10.1108/OIR-04-2020-0130
http://doi.org/10.1111/joop.12273
http://doi.org/10.1002/csr.1969
http://doi.org/10.1007/s10672-017-9290-8
http://doi.org/10.1016/j.pubrev.2020.101999
http://doi.org/10.1080/10705519909540118
http://doi.org/10.1177/002224378101800104
http://doi.org/10.1177/0894439320904719
http://doi.org/10.1007/s10551-011-0903-0
http://doi.org/10.1007/s10551-006-9278-z
http://doi.org/10.1177/23294884211020491
http://doi.org/10.1016/j.pubrev.2019.101816
http://doi.org/10.3390/su10072481

	Introduction 
	Literature Review 
	Theoretical Framework 
	Expectancy Violation Theory 
	Uncertainty 
	CSR Cynicism 
	Employee Distrust 
	Turnover Intention 

	Development of Hypotheses 
	Negative Violation Valence and CSR Uncertainty 
	CSR Uncertainty and Cynicism 
	CSR Uncertainty and Distrust 
	CSR Cynicism and Distrust 
	CSR Cynicism and Turnover Intention 
	Distrust and Turnover Intention 


	Method 
	Data Collection 
	Participants 
	Measures 
	Negative Violation Valence 
	Uncertainty 
	CSR Cynicism 
	Distrust 
	Turnover Intention 
	Control Variables 

	Statistical Procedures for Data Analysis 

	Results 
	Descriptive Statistics and Correlation Analysis 
	The Measurement Model 
	Hypothesis Testing 

	Discussion 
	Conclusions 
	References

