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Abstract

The purpose of this research is to consolidate and extend the current literature on
employee outcomes of CSR (referred to as micro-level outcomes). The authors use a
systematic review of the literature as a method to summarize and synthesise the dif-
ferent effects of CSR activities on employees based on 270 journal articles. The con-
tribution of this paper is that it provides a comprehensive list of employee outcomes
classified into different categories and a conceptual framework that maps desirable
and undesirable outcomes of CSR activities on employees. The results show that
various dimensions of CSR have different effects on employee outcomes. In addi-
tion, we explain mediators of CSR-employee outcomes relationships and moderators
that could strengthen or weaken this relationship. The review reveals important gaps
and offers a research agenda for the future. We have found only a few studies dealing
with the negative impacts of CSR on employees as well as only a few studies that
explain how different dimensions of CSR affect employees differently. The study
has also practical implications for companies, as understanding different effects of
CSR on employees helps organizations to design and implement CSR strategies and
policies that foster employees’ positive attitudes and behaviours as well as prevent
or reduce the negative effects, and hence create a business value and sustainable
growth for the company.

Keywords Corporate social responsibility - Micro-level - Employee outcomes -
Employee attitudes - Employee behaviours - Employee well-being - Systematic
review
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1 Introduction

Although there is an extensive discussion in the literature about the impact of
Corporate Social Responsibility (CSR), most of these studies are interested in
its impact at the organizational level. Few studies analyse its effect on individu-
als and, in particular, on employees. Only in the last decade, since 2010, some
researchers began to focus on studying the relationship between CSR and employ-
ees of a company (e.g., Glavas 2016; Lee and Chen 2018; John et al. 2017; Du
et al. 2015). A strong link was found between CSR and employees for two rea-
sons: On the one hand, employees are one of the most important stakeholders
that the organization should be responsible for (Farooq et al. 2014a, b; Siltaoja
et al. 2015). They are affected by a company’s policies and activities including
CSR, whether internal or external CSR, and form different perceptions about
these activities. On the other hand, employees are seen as a driver that is rel-
evant for the business benefit of CSR (Gao and He 2017; De Roeck and Farooq
2018). Employees react, according to their perceptions about CSR, through dif-
ferent attitudes and behaviours such as participating in, and even leading CSR
programs, work satisfaction, organizational commitment, and in-role and extra-
role performance which, in turn, affect the economic performance of the company
(Gao et al. 2018). So, companies should consider that employees have different
views, needs, expectations, and motivations when designing and implementing
CSR programs to improve the well-being of employees and achieve a competitive
advantage (De Roeck and Maon 2018; Evans and Davis 2014; Park et al. 2018).
Most of the studies linking CSR to employee outcomes, which include
employee attitudes and behaviours that could result from CSR actions and poli-
cies, investigate isolated outcomes such as employee satisfaction, organizational
citizenship behaviour, or organizational commitment. In addition, they focus
mainly on the desirable outcomes of CSR on employees and not potentially the
undesirable ones. What is missing is a comprehensive picture that maps the full
spectrum of employee outcomes, whether desirable (i.e., being good for employ-
ees and/or the organization/society) or undesirable (i.e., being detrimental for
employees and/or the organization/society). Moreover, simply asking if CSR
creates certain employee outcomes underestimated the role of contextual factors
such as individual differences (e.g., collectivism, empathy, demographic factors)
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and organizational factors (e.g., organizational support, overall justice, ethical
leadership, etc.). In fact, whether CSR has desirable or undesirable outcomes crit-
ically depends on the conditions under which it unfolds.

While scholars have investigated many of these influencing factors, there is,
so far, no comprehensive overview of mediators and moderators that explain and
could affect positively or negatively the relationship CSR can have on employ-
ees. Thus, advancing our understanding of employee outcomes of CSR can help
companies to design and implement CSR strategies and programs that consider
employee needs and expectations, which, in turn, foster supportive employee atti-
tudes and behaviours that increase business returns.

To address this research gap, we conduct a systematic literature review (SLR)
of 270 papers to give a full overview and to develop a conceptual framework of the
relationship between CSR and employees, including current employees, job seekers
and prospective employees. We systematically review articles that include not only
the positive impacts of CSR on employees, but also the negative ones or the so-
called “dark side of CSR” by Maon et al. (2019). In addition, some researchers dif-
ferentiate between different dimensions of CSR, such as internal and external CSR,
or Carroll’s four dimensions of economic, legal, ethical, and discretionary CSR.
Hence, we specifically clarify the different effects of various dimensions of CSR
on employees. Furthermore, we incorporate the mechanisms (i.e., mediators) that
mediate these relationships and boundary conditions (i.e., moderators) that could
strengthen or weaken these relationships.

As the field of CSR and employee outcomes is widely dispersed and spans dif-
ferent types of outcomes, the purpose of this study is to summarize and structure
extant employee outcome research, including contextual, hindering, and catalysing
factors and to outline a research agenda for CSR-employee outcome research as a
multi-effect, multi-dimension phenomenon. To achieve this purpose, the following
questions will be answered in the subsequent sections:

What kind of employee outcomes can CSR generate?
How can these outcomes be categorized?

e What are the mechanisms (mediators) that explain the relationship between CSR
and employee outcomes?

e What are the boundary conditions (moderators) that could affect the relation-
ship?

e What are the effects of different kinds of CSR on employee outcomes?

The organization of our paper proceeds in five steps: First, we provide a brief
overview of the CSR concept and explain its different dimensions. Second, we intro-
duce the research methodology of the SLR and provide a descriptive and thematic
content analysis of the selected literature to give a general overview of the data.
Third, based on the findings, we explain the different employee outcomes that could
be generated by different kinds of CSR and clarify the mediators and moderators
that could affect the relationship. Fourth, we classify employee outcomes into dif-
ferent categories/groups and develop a framework that links all employee outcomes
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598 Y. Yassin, M. Beckmann

to CSR. Finally, we summarize our theoretical contribution and discuss practical
implications, gaps, and a research agenda for the future.

2 Brief overview of CSR and employee outcomes

In this section, we define CSR, clarify its different dimensions, and explain what
we mean by employee outcomes of CSR. Then, we will give a brief overview of the
previous systematic literature reviews on the topic.

There is no consensus or widely accepted definition of CSR. The arguably
most popular definition in the literature is that of Carroll (1991). He stated that
“social responsibility of business encompasses the economic, legal, ethical, and
discretionary (philanthropic) expectations that society has of organizations at a
given point in time” (Carroll and Buchholtz 2009, p. 40). Another popular defi-
nition of CSR is the one articulated by The Commission of the European Com-
munities (CEC), which defines CSR as “a concept whereby companies integrate
social and environmental concerns in their business operations and in their inter-
actions with their stakeholders on a voluntary basis” (CEC 2001, p. 4). On the
other hand, many of the researchers in micro-CSR research, which is concerned
with the study of the effects of CSR on individuals, adopt the definition of CSR as
“context-specific organizational actions and policies that take into account stake-
holders’ expectations and the triple bottom line of economic, social, and environ-
mental performance” (Aguinis 2011, p. 858). Our focus in this paper is reviewing
the literature on one part of the micro-CSR, namely with a focus on employees,
and we, therefore, exclude other individuals such as investors, consumers, execu-
tives, and managers.

Researchers have classified CSR into multiple dimensions due to their different
perspectives of what defines CSR. The most frequent classification of CSR used in
the literature distinguishes between internal and external CSR (e.g., Hur et al. 2019;
Edwards and Kudret 2017; Aggarwal and Singh 2022). Internal CSR (ICSR) refers
to the activities, actions, and policies of the organization that are directed to the
internal stakeholders of the organization, such as employees, while external CSR
(ECSR) refers to activities, actions, and policies directed toward other stakehold-
ers such as customers, governments, communities, and the environment (Zhao et al.
2020; Story and Castanheira 2019; Ouakouak et al. 2019). Some researchers differ-
entiate between the four dimensions of CSR of Carroll, which are economic, legal,
ethical, and discretionary (e.g., Maignan and Ferrell 2001; Lin et al. 2012; Kim et al.
2018; Mohammed et al. 2022). Other researchers group CSR dimensions according
to stakeholder groups such as community, employees, consumers, and environment
CSR (e.g., Farooq et al. 2014a, b; Park et al. 2018), whereas few researchers such
as Bohlmann et al. (2018) distinguish between social, economic, and environmental
CSR.

Although there is no consensus about CSR definition in the literature, Dahlsrud
(2008) reviewed and analysed 37 different definitions and developed the following
five CSR dimensions:
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e The stakeholder dimension, which refers to the organization’s responsibility to
all stakeholders such as customers, employees, shareholders, investors, govern-
ment, community, and the environment.

e The economic dimension, which refers to the organization’s obligation to gener-
ate profits to the shareholders and investors.

e The discretionary dimension or the voluntary activities of the organization that
extends beyond the law.

e The social dimension, which includes the responsibility of the organization to
have a positive impact on society.

e The environment dimension, which includes the organization’s responsibility to
protect and preserve the natural environment and promote green behaviours.

Most studies that investigate the CSR-employee-outcomes relationship have
focused either on CSR’s overall effects on employee outcomes, or on the effect of
only one dimension of CSR on employees. There are few studies that differentiate
between the effects of different dimensions of CSR on employee outcomes. There-
fore, in our analysis, we follow the Dahlsrud’s (2008) five CSR dimensions, as they
cover almost all aspects of CSR mentioned in the definitions of CSR in previous
studies and investigate whether each CSR dimension affects employee outcomes dif-
ferently or not.

Regarding employee outcomes’ definition, we go beyond the traditional focus on
financial compensation to include all the employees’ attitudes and behaviours that
could result from the organization’s actions and policies. These outcomes could be
desirable or undesirable. Desirable employee outcomes include two subcategories,
namely the desirable employee outcomes that have a positive relationship with CSR
as well as the undesirable employee effects that have a negative relationship with
CSR and are thus reduced. Similarly, undesirable outcomes or the so called “dark
side of CSR” include two subcategories of detrimental employee outcomes of CSR,
namely undesirable employee outcomes that have a positive relationship with CSR
and desirable employee outcomes that decrease with CSR due to a negative relation-
ship with it.

Concerning prior reviews that investigate the relationship between CSR and
employee outcomes, Gond et al. (2017), in their systematic review of CSR at the
individual level, consolidate and extend prior reviews of Aguinis and Glavas (2012),
Rupp and Mallory (2015), Glavas (2016). They also clarify drivers, processes, and
reactions of individuals to CSR and explain the mechanisms and boundary condi-
tions that affect the relationship. Although this review is valuable and insightful
in summarizing and analysing the effects of CSR at the individual level, we found
various reasons for an up-to-date systematic review: First, they examined the CSR’s
overall effects on employees without differentiating between the different effects of
different dimensions of CSR; second, they did not include undesirable employee
outcomes of CSR; and third, they reviewed articles published until 2016, and we
found a massive increase in the micro-CSR literature in the past six years, as 187
articles out of 270 (69%) examined in our review were published in the six years
since their review.
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600 Y. Yassin, M. Beckmann

We also found three additional reviews that are published recently which are
Wang et al. (2020), Zhao et al. (2020), and Macassa et al. (2021). All of them were
not inclusive because they, first, include only empirical studies; second, they did not
include undesirable employee outcomes nor the complete list of positive outcomes,
mediators, and moderators.

Onkila and Sarna (2022), in their recent systematic review of employee rela-
tions with CSR, have contributed important insights to our understanding, as the
authors classified the literature into three categories (organizational implementa-
tion of CSR, benefits to organizations, and differences in employees’ perceptions
of CSR). In addition, they identified mediating categories between the main
categories. However, this review is not up to date, as it includes articles pub-
lished only until 2018, and more than half of the articles reviewed in our litera-
ture were published in the four years since their publication (142 out of 270). In
addition, this review is more concerned with the importance of organizational-
level policies, practices, and leader behaviour, as well as the benefits of CSR
to employees from the organization perspective than the employee one, such as
organizational reputation, external image, and strong relationships with employ-
ees. To summarize: we have identified several gaps and limitations that warrant
an up-to-date systematic review. The points we have highlighted include:

— Differentiation of CSR dimensions: The previous reviews we mentioned did
not differentiate between the various dimensions of CSR and their distinct
effects on employees. We were looking for a review that delves into how dif-
ferent aspects of CSR might impact employees differently.

— Undesirable employee outcomes: The reviews we discussed have primar-
ily focused on desirable employee outcomes resulting from CSR initiatives.
Maon et al. (2019), for example, in their systematic review stated that future
research should investigate undesirable employee outcomes of CSR and
explain mediators and moderators that could have effect on the relationship.
Therefore, we were interested in a review that includes both the desirable and
undesirable outcomes of CSR on employees.

— Recent literature: The existing reviews have a time gap in terms of the arti-
cles they include, with many of the recent articles not being considered. Our
interest lies in an up-to-date review that takes into account the significant
increase in literature over the past few years.

— Inclusiveness of studies: Some of the reviews, e.g., Zhao et al. (2020), only
included empirical studies, potentially excluding valuable insights from other
types of research.

— Mediators and moderators: Zhao et al. (2020), in their systematic review
called for more research on new employee outcomes, mediators and mod-
erators. Likewise, Gond et al. (2017) suggested that future research should
investigate how mediators interact and consider new individual differences.
Our review comprehensively identified and presented employee outcomes of
CSR as well as the mediators and moderators of the relationship.

— Employee perspective: While some reviews focused on the organizational
perspective and benefits of CSR, we were interested in a review that empha-
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sizes the impact of CSR on employees themselves. Previous systematic
reviews, such as Wang et al. (2020), and Onkila and Sarna (2022), suggested
that future research should approach employee-CSR research more as indi-
vidual-level phenomenon.

Given these considerations, conducting an up-to-date systematic review that
addresses these gaps and limitations in the existing literature could indeed con-
tribute significantly to the understanding of the relationship between CSR and
employee outcomes. Such a review could help researchers, practitioners, and
organizations gain a more nuanced and comprehensive understanding of the
topic.

3 Methodology

We conducted a systematic literature review (SLR) to identify, analyze, and syn-
thesize the knowledge on employee outcomes of CSR. We followed the structured
multistage process of Denyer and Tranfield (2009) and Shabir and Rosmini (2016),
which consists of a planning phase, a scoping study, the selection of search parame-
ters, the selection of publications as well as the data analysis and the synthesis of the
publications (Denyer and Tranfield 2009; Garkisch et al. 2017; Pilbeam et al. 2012,
p. 360; Shabir and Rosmini 2016).

Regarding the choice of database, we decided to limit our search to a database
with a precise fit with our topic. We thus departed from previous systematic reviews
that used Scopus or Web of Science. Given their multidisciplinary nature, these
databases are advantageous for SLRs that combine research insights from highly
disparate research disciplines. Given our specific research interest in CSR and
employee outcomes, however, we deliberately decided to use the Business Source
Complete (EBSCOhost) database. As the leading database in the field of business,
this database not only covers the journals relevant to CSR research but also includes

Table 1 Topic-related and Sector-related search terms

Topic- related search terms Sector-related search terms

TI (Corporate Social Responsibility OR CSR AB (staff response* OR staff attitude* OR
OR Corporate Social Initiative* OR Corporate staff effect* OR individual performance OR
Responsib* OR Social Responsib* OR Corporate individual reaction OR individual effect OR
Citizenship OR Triple Bottom Line) individual well-being OR individual wel#being

OR employ* consequence® OR personnel devel-
opment OR employ* outcome* OR employ*
performance OR employ* attitude* OR
employ* behavio#r* OR employ* well-being
OR employ* wel#being OR internal stake-
holder* OR employ* response* OR individual
outcome* OR employ* reaction* OR employ*
effect* OR Human Resource* OR Human Capi-
tal OR labo#r market*)
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602 Y. Yassin, M. Beckmann

psychology and human resource research relevant to our interest in employee out-
comes. While excluding other databases is a certain limitation of our research, we
opted for EBSCOhost as a database with an appropriate balance between multidisci-
plinary scope and thematic focus. Nevertheless, we compared the EBSCOhost find-
ings with other databases and found that the search results in different databases
produced fairly similar results. Therefore, we decided to focus on the EBSCOhost
database to identify the relevant articles over a long-time span (22 years) and use
many keywords related to CSR and employees (see Table 1) to obtain and cover
the relevant conceptual and empirical articles. However, in cases where it was not
possible to access the full text, we used other databases, including ABI (ProQuest),
Google Scholar, Science Direct, and Emerald, to retrieve the full text of the previ-
ously identified articles. The search covered studies published from 2001 to 2022 in
English language and yielded 798 peer-reviewed journal publications in academic
journals. We conducted a quantitative and qualitative analysis of the identified
publications.

3.1 Keywords and search strings

We organized our search terms into Topic-related terms (CSR) and Sector-related
terms (covering the employee outcome part), as shown in Table 1. For both a list
was discussed with other researchers, and feedback was incorporated. The search
in Topic-related terms was limited to “title only” because we found thousands
of articles before this limitation. In contrast, the search in Sector-related terms
was extended to include abstracts and more search terms in order to cover all the
employee outcomes related to CSR.

3.2 Inclusion and exclusion criteria

We applied inclusion and exclusion criteria for the systematic selection of publica-
tions (Denyer and Tranfield 2009; Shabir and Rosmini 2016). As the focus of our
study lies on the available scientific knowledge, we decided to narrow down our
search using the following criteria (Maier et al. 2016; Seuring and Miiller 2008):

e Focus on CSR and Employee Outcomes: We were interested specifically in
studies that explored the relationship between Corporate Social Responsibility
(CSR) and its impact on employee outcomes. We included studies that directly
addressed this relationship. However, we excluded studies that examined the
factors that lead to CSR initiatives (antecedents of CSR) as well as studies that
looked at the broader organizational outcomes of CSR.

e Impact on Current and Prospective Employees: Our intention was to gather
research that pertains to the influence of CSR on both current and potential
employees. Studies that explored the impact of CSR on middle or top managers
were excluded.
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e Time Period and Type of Studies: By including studies conducted between
2001 and 2022, We captured a comprehensive overview of how the relationship
between CSR and employee outcomes has evolved over time. Additionally, we
decided to include both conceptual and empirical studies to make a balanced
approach that considers both theoretical frameworks and empirical evidence.

e Publication Type and Language: We chose to exclusively include peer-reviewed
scientific publications in academic journals published in English in order to add
a level of quality assurance to our study. Peer-reviewed articles are subject to rig-
orous evaluation by experts in the field, ensuring a certain standard of research
quality. Thus, we excluded unpublished or grey literature, which may not have
undergone the same level of scrutiny as peer-reviewed articles. By limiting the
search to academic journals and English language publications, we further ensure
that the sources are reputable and accessible to a wide audience.

After going through the titles, abstracts, and conclusions of the retrieved arti-
cles and applied our predefined criteria to determine whether the articles meet our
research focus, we reduced our sample to 336 publications.

The preliminary screening was followed by a more comprehensive evaluation of
the full texts to ensure they truly aligned with our inclusion/exclusion criteria. This
thoroughness enhances the credibility of our systematic review by minimizing the
risk of including irrelevant or inappropriate studies. We excluded 66 additional stud-
ies that were upon closer inspection not in line with our inclusion/exclusion criteria.
Our final sample thus consists of 270 peer-reviewed journal studies (Table 2).

3.3 Qualitative data analysis

Our approach to qualitative data analysis is detailed and systematic. Here’s a break-
down of the steps we have taken and the tools we have used for analyzing the 270
identified publications:

— Data Set and Software Usage: We utilized the 270 publications that we had pre-
viously selected as our data set for qualitative content analysis. To facilitate this
analysis, we employed MAXQDA, a qualitative data analysis software known for
its capabilities in structuring, coding, and analyzing qualitative data. This soft-

Table 2 Numbers of publications per search step

Description Number of
publica-
tions

Relevant peer-reviewed publications in the specified period 798

Publications after reading of Abstracts and Conclusions 336

Final publications after reading of content 270
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604 Y. Yassin, M. Beckmann

ware helps in managing the complexity of handling a large number of publica-
tions and their content.

— Deductive and Inductive Coding: We applied a combined approach of deductive
and inductive coding. We had deductive overarching categories (e.g., CSR out-
comes, mediators, moderators, and CSR dimensions), while when it comes to
filling these categories with content such as types of outcomes, that was induc-
tive coding. This dual approach allowed us to both explore emergent themes and
validate concepts that were predefined based on existing knowledge (deductive).

— Code Reorganization and Merging: After the initial coding, we moved on to reor-
ganizing, merging, and structuring the codes. This step likely involved identify-
ing relationships between codes, grouping similar ones together, and creating a
more organized framework of thematic elements.

— Code Consolidation: As a result of organizing and structuring the codes,
we arrived at a total of 18 different codes that encapsulated the key concepts,
themes, or patterns present across all 270 publications.

— Conceptual Framework Development: The qualitative data analysis yielded
valuable insights that guided the development of a conceptual framework. This
framework outlines the various employee outcomes that can result from embrac-
ing different dimensions of Corporate Social Responsibility (CSR). By synthe-
sizing the themes identified through coding, we have created a structured repre-
sentation of the complex relationship between CSR and employee outcomes.

4 Descriptive results

Prior to our thematic analysis, a quantitative evaluation of the data set was con-
ducted to condense the selected publications and to provide a holistic overview
(Seuring and Muller, 2008; Tranfield et al. 2003). This includes the distribution of
papers over time (1), the occurring journals (2), the applied research methodologies
(3), and the mechanisms (theories) that explain the relationship (4).

46
38
34
26
24
25
20 19
20 16
14

15
10 4676
2 aamn L
, = == 0 un 0

2001 2004 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022
Year

270)

w
[l

Number of papers (N

Fig. 1 Distribution of papers per year across time period studied
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By putting the results into context, we derive conclusions and propositions
regarding the future development of the research field.

4.1 Distribution of publications over time

The 270 publications are distributed along the selected time period of 22 years
(2001-2022) as shown in Fig. 1.

The trend pattern shown in Fig. 1 suggests a clear evolution in the research land-
scape related to employee outcomes of Corporate Social Responsibility (CSR) over
the 22-year period from 2001 to 2022. Let’s break down the pattern step by step:

— 2001-2013: Few publications. During this initial phase, spanning from 2001 to
2013, there were only a limited number of publications focused on employee out-
comes of CSR. This could be due to several reasons, such as the relatively early
stages of research interest in this specific aspect of CSR or a lack of awareness
about the potential impact of CSR on employee-related issues.

— 2014-2022: Rapid increase. Starting from 2014 and continuing until 2022,
there was a notable increase in the number of publications on this topic. This
increase could be attributed to a growing recognition among researchers, busi-
nesses, and academia about the importance of understanding how CSR initiatives
influence employee outcomes. As organizations began to prioritize CSR and its
impact on various stakeholders, including employees, researchers responded by
investigating these connections and generating more publications.

— 2020-2022 vs. 2001-2019: Rapid catch-up. One of the most striking obser-
vations is that the combined number of publications during the last three years
(2020-2022) nearly matches the total number of publications in the preceding
19 years (2001-2019). This rapid catch-up signifies a substantial shift in research
attention and resources toward understanding the relationship between CSR and
employee outcomes. It also highlights a growing urgency among researchers to
explore and analyze this topic comprehensively.

— Recent trends: A notable surge and stabilization at a high plateau (2014-
2022). Within the 2014-2022 period, there was a particularly remarkable spike in
publications in 2020, followed by a slight decrease in 2021 and 2022. However,
the annual publication numbers for 2021 and 2022 remained higher than those
of any year preceding 2020. This sustained high level of annual publications can
be interpreted as reflecting two key aspects. On the one hand, the overall high
publication number reflects the growing significance of employee-related CSR in
business practices, a heightened awareness of the importance of employee well-
being, and the prominence of micro-level views in CSR. On the other hand, the
first two-year decrease in publication numbers in our sample suggests a consoli-
dation of the research fields that mirrors a certain research maturity, thus present-
ing a strong case for synthesizing the body of scholarly knowledge.

— The opportunity for a timely review. Given the surge in publications, the pro-
nounced interest in the topic in recent years, and indicators for growing maturity
of the research field, conducting a review of the literature at this point appears to
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be timely and relevant. The increased activity and engagement from researchers
and academics during 2018-2022 present an opportune moment to synthesize
the existing knowledge, take stock, identify remaining gaps, and offer insights
that could guide future research and business practices in the realm of CSR and
its effects on employee outcomes.

In summary, the trend pattern showcases a trajectory of growing interest and
research output in the area of employee outcomes of CSR, with a significant accel-
eration in the past few years. This evolving landscape offers an exciting opportunity
to better understand how CSR initiatives impact employees and to contribute valu-
able insights to both academia and industry.

4.2 Distribution in main journals

The total of 270 identified publications are derived from 92 different journals which
cover a wide variety of different scientific fields, including fields such as CSR,
Organizational Behaviour, Human Resource Management, psychology, manage-
ment, and ethics.

The broad spectrum of academic journals makes sense because the topic of CSR
and employee outcomes covers a great variety of disciplines and scientific studies
which often results in interdisciplinary studies. Despite the great variety of scientific
disciplines and academic journals, some journals deliver a stronger contribution to
the existing body of literature, as shown in Fig. 2. Corporate Social Responsibility
& Environmental Management clearly plays a leading role in the existing body of
literature with a total of 42 publications, followed by the Journal of Business Ethics
with 24 publications. Journals relevant to employees such as Human Resource, Psy-
chology, and OB journals include a total of 40 publications.

Corporate SocalResponsiiity & Enironment! . | ;2

Management

Journal of Business Ethics _ 24

Business Ethics, the Environment & Responsibility _ 12

International Journal of Contemporary Hospitality _ 11
Management

The International Journal of Human Resource Management _ 8
Journal of Business Research - 6

Management Decision - 5

Fig.2 Overview of leading journals. Note that prior to 2021, the journal now known as *Business Ethics,
the Environment & Responsibility” was titled *Business Ethics: A European Review’
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4.3 Applied research methodologies

Research methodologies in the selected publications were grouped into three cat-
egories: qualitative methods; quantitative and mixed methods; and conceptual and
literature review.

Most publications are quantitative and mixed methods (223 out of 270). Concep-
tual and literature review publications follow with 28 studies. As the least frequent
method, 19 studies used a qualitative approach.

4.4 Underlying mechanisms (theories) of employee outcomes to CSR

After reviewing the literature, we found that researchers used different mechanisms
to explain why CSR activities have an impact on employees. Most of the articles
were linked to three theories, which are: Social identity and organizational identi-
fication theories, social exchange theory, and signalling theory. Other theories used
include theories of justice, self-determination theory, cue consistency theory, social
learning theory, attribution theory, expectancy theory, and stakeholder theory.

We give a brief overview of the most frequent theories that are used by
researchers.

4.4.1 Social identity and organizational identification theories

Social identity and organizational identification theories are the most frequent theo-
ries that explain employee outcomes of CSR (108 out of 270 studies). According to
these theories, employees are more likely to identify with organizations that have
a good image, like those communicated by CSR. Being part of such organizations
make employees feel pride and, hence, achieve their self-esteem need, which results
in positive employee outcomes such as in-role and extra-role performance (e.g.,
Deng et al. 2020; Ali et al. 2020; Chaudhary 2020).

4.4.2 Social exchange theory

Social exchange theory is the second most frequent theory in our literature sample
(63 out of 270 studies). According to this theory, employees react to the policies
and actions of the organization according to their assessments of costs and benefits
(Sanusi and Johl 2020). When they perceive mutual benefits from the interaction
with the organization, they feel trust in the organization (Memon et al. 2020). CSR
enhances the benefits for employees through enhancing overall justice, organiza-
tional support, trust, and the subsequent attitudes and behaviours such as job sat-
isfaction, turnover intention, and organizational commitment (e.g., De Roeck and
Maon 2018; Ahmad et al. 2020; Kim et al. 2020).
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4.4.3 Signalling theory

Signalling theory, which is used 14 times in the studies reviewed, is related more
to external CSR rather than internal CSR (Gond et al. 2017). Its use is linked to
the attraction of job seekers and prospective employees through giving them sig-
nals or indications of the kind of treatment they will face once they are hired (Pfis-
ter 2020; Jamali et al. 2019). Companies embracing CSR activities give prospective
employees an indication that these organizations are fair, trusted, and caring for their
employees and society, and hence, they will expect a good treatment once they are
hired to such organization (Rupp and Mallory 2015; Klimkiewicz and Oltra 2017,
Tkalac Ver&i€ and Sin&i¢ Corié 201 8).

To our knowledge, researchers have focused mainly on studying the effects of
CSR on isolated positive employee outcomes. Few of them investigate potentially
negative ones. In addition, these outcomes were fragmented and not categorized in
groups. So, the next chapter will look at the methodology that enables us to synthe-
size the literature on CSR’s effects on employees, put them in categories, explain
how the literature is developed over time, and clarify the mechanisms and conditions
behind this relationship.

5 Thematic findings

In this section, we review and structure the full range of effects that the litera-
ture discusses as effects of CSR on employees. In our analysis, we distinguish
between the normative assessment of an effect (desirability) and the descriptive
assessment of how CSR is related to it (correlation). Here, the normative assess-
ment reflects whether a certain effect is seen as desirable (i.e., being good for
employees and/or the organization/society) or undesirable (i.e., being detrimen-
tal for employees and/or the organization/society). In turn, the descriptive assess-
ment reflects whether CSR is positively related to this effect (thus increasing
it) or negatively related (thus decreasing the effect). In the combined analysis,
desirable employee outcomes thus include two subcategories, namely the desir-
able employee outcomes that have a positive relationship with CSR as well as
the undesirable employee effects that have a negative relationship with CSR and
are thus reduced. Similarly, undesirable outcomes or the s- called “dark side of
CSR” include two subcategories of detrimental employee outcomes of CSR: first,
undesirable employee outcomes that increase due to a positive relationship with
CSR; second, desirable employee outcomes that decrease with CSR due to a neg-
ative relationship with it. In addition, we clarify the mechanisms (mediators) that
explain the relationship between CSR and each employee outcome as well as the
boundary conditions (moderators) that could have an impact on the relationship.

@ Springer



609

CSR and employee outcomes: a systematic literature review

diysiopesy
Qrquny s,0gD ‘@dueitodwr YSO

sa13ojodA1 SO ‘oFe ookojdws ‘uon
-doorad S reussur ‘Kyrwrxord YO

a3e ookordwo

‘sJo11eq AInuapt erow seakordwo

“oouelrodw YSD ‘WSIATION[0D
‘1opuag ‘11oddns juowaSeuew doJ,

93pao[mouy jo vaIe ‘o3e
‘UONBIUALIO an[eA SurpIedaI-19yjo
‘uoneonps JYSO 1Y UONBZIUBSIO-U0SId]

sor3o1odAy

ASD ‘SOOUAIIYIP [BIN[ND ‘SIOUAI
-J1p 93® ‘9INUQ) ‘UONBINPI ‘IOPUID)

Apiqe 91e10dI00 29 ‘SWISAS

Supjrom juounuwod-y3iy ‘diys

-Iope9] [ed1ylo ‘oonsnl [[e1oao @onsnf

Kyred-ys1y ‘p10ddns [euoneziuesio

‘Qoueyroduwr YSO ‘Ayredws ‘uonejud
-110 anfeA SurpIeSoI-1oyjo ‘WSIATO[0D)

ST D0 ‘10 “Yrom

Je uorssedwoo ‘opmneIs ‘ssourny
-Surueaw yIom snI [euonezIue3IQ

ssounySurueaw

JIom ‘spaau qof Jo Juauwy[ng ‘ssu

-poppaqui? [euoneziuesio ‘oprid
[euoneziue3io ‘IO ‘@3ewr erodio)

pueiq 1okojdwy ‘ssaunjsut

-ueoW yIom ‘@d1sn( 9AnNqINSIp pue

rempaooid ‘vonoeysnes qof snn
[euoneziuedio ‘(O ‘afewl [BUINXT

10 2 °opud [euonez
-1uesdio ‘uoneindar ‘a3ewr 9jerodio)
jsnx) pue oprad
[eUOTIBZIUESIO ‘JUSWIDATOAUT YSD
‘a3nsa1d [euraixe ‘7O “1oddns reuon
-BZIUBTIO ‘SSOUINJTUTUBIW SIOM
‘oonsnl O guowedesus ookojdwuyg

sonsn[ [[eroa0
sn1 Jeuoneziuedio ‘oprid [euonez
-1ues10 981sa1d [BUIO)XS PIATOII]

So1I09Y)

93uryoXa [BI100S 29 AIUSPI [BIOOS €1 Suraq-[jom 29kodwyg

SOLIOaT]) AFUBYOXD

[e100s 29 AJUGPI [B100S “Iap[oyaxLIS 8¢ (Sr) uonoeysnes qof
SOLI09Y}
93uryoXa [100S 29 AIUIPI [BIOOS 9C juowade3ua 9akojdwyg
K109y} suonuaur ymsind
Kmuapt [e100s ‘K1o9y) Sur[eusis L1 qof 29 ssouaAnORINE [RUOIIRZIUESIO
K109y} KInuapt [e100§ €9 (D) LU IWWOD [eUONLRZIUBSIO)
S9LI09Y}
9Sueyoxa [e100s 29 AINUSPI [B100S ov (10) uoneoynULpI [eUOTIEZIUESIO)

K109Y) 93UBYOX? [RID0S 103)Je

SuId)ed UONBATIOW JI0M PIATedIad ‘K109y) Testerdde ‘A1ooy yrorduy ¥ opud [euoneziuesiQ
soonIe
Jo13q

SI0JRIOPOIAL SIOJRIPIIN sor109Y) A9y -wnN QwoonQ

s3urpuy oneway) Jo Arewrwns 9AndiIosaq € ajqel

pringer

As



Y. Yassin, M. Beckmann

610

1dno ppuonvjal widpd upwngy

aInuo) [euon
-eziuegio ‘uondadrad diysiopes) reorg

muo)
‘diys1opes] JueAIds oyroads A[rejuow
-UOITAUD ‘SSOUSNOIISUOD [BJUSUIUOI
-1AU9 ‘Ayjedwid ‘suornqrize dANOW
ASD .seekordwo ‘soakodwa Jo s9[A1s
Juowyoee ‘AYH ueais ‘drysioped]
Tearye ‘diysinouaidonus ojerodio)
S10)0€J [eNIXIU0D
‘sa130[0dA) YD ‘UONBIUALIO dn[eA
Surp1eSeI-19710 ‘SOOUAIOYIP [eI[Nd
“gouertodwir YS ‘ooueoyrusis ysey
‘Knuapt Terow ‘oonsnl Ayred-1sig
odAy Juow
-Kordwo ‘voneindal [euoneziuesio
“SONIATIOR SO UI JUSWIIA[OAUT
s193euew ‘suro)ed uoneanow
yiom soakordws ‘sa[£ys drysiopeo]

Kyoyes [ed
-13010yoAsd pue JudwIFeIud y1om

‘motaeyeq rermnauardenur aakordws

‘UoNBOYNIUIPI [EUOTIEZIUESIO

SUOTIBUOP PIEMO)
sopmme sookordws ‘ssaupajefar
pue 2oua)adwod 10§ spasu [e2130]
-oyoAsd sookodwe Jo uonoeysnes

9snn 29 opud [euonezmuesio ‘1O

JUSUTUTOD
[BIUSWIUOIIAUD ‘KOBIOAPE [BIUSWIUOI
-1AUQ-01d IOYIOM-00 ‘SSQUIATIO[AT
[BIOW ) UOHBIUILIO [B)USWUOIIAUD
‘urag-1om sekordwo ‘D0 ‘10

uoneindar ¥YSO ‘drysiopes] [ed
-T)9 ‘uoneAnIoW [eroosoid “yrom je
uorssedwod ‘opmnes ‘oouedoyrusis
se) ‘Isna) [euoneziuesio ‘St ‘00 ‘10

uoneAnouw eroosoxd
‘gDO uowadesus sokojdwe
“oy11 Sunjiom jo Aytenb ‘Sr ‘DO ‘IO

K109Y) AIUPI [RID0S

SOLI09Y) UOTJRUTULIDIOP-J[0S

29 ‘Surured| [e100s ‘AINuopI [eI00S

K109Y) AIUapI [R100S

SOLI09Y) AFUBYIXD
[e100S ‘SUTUIRI[ [RID0S ‘AINUIPT [RID0S

SarI09Y)
93ueyoXa [B190S 29 AINUIPI [B100S

0C

159

6¢

sawooIno dokordwe aanisod 1YI0

SINOTARYR( [B10S-01]

SINOTARYQ(Q [JUSWUOIAUI-0I]

(d420)
sinoraeyaq drysueznio [euoneziuesi0

douewiojrad ojoI-ug

SIOJeISPOIN

SIOJRIPIIN

soL109Y) A9y

soonIE
Jo13q
-wnN

QwodINQ

(ponunuoo) ¢ s|qey

pringer

As



611

CSR and employee outcomes: a systematic literature review

qol oy) pue Ked yym uonoeysnes

‘KIUSPI [RIOW ‘SSOUAIBME INJRA
onqnd seakordwa ‘ooueoyrusis yse,

so13ojodAy

ASD ‘seamyedy orydeiSowap S99

-Kordwa pue s10308) [ENIXIJUOD ‘aFe

‘qol oy yym uonoejsnes ‘Ked yim
uornorjsnes ‘sanfea [ea1y)9 Aerodio)

ssouny3urueaw
yiom 1y uoneziuesio-uosiad ‘1O
juowadesud yIom ‘diysiopesy [ed
-1y39 paa1edrad ‘9J1] y1om Jo Ajfenb
I9pI0-19yS1y ‘yuswagesus 29 ssouny
-Surueow y1om ‘voneindar s, Aued
-wood ‘IsnJy feuoneziuesio 10 ‘D0 ‘Se

K109y} KInuapi [e100§

SOLI091]) ATUBYOXD
[e100S 29 AINUIPI [RID0S ‘IP[OYYLIS

I1

97

$1091J2 9[qeIISapuN)

S1091J2 9[qRIISIPUN JO UOTIONPAY

SIOJeISPOIN

SIOJRIPIIN

soL109Y) A9y

soonIE
Jo13q
-wnN

QwodINQ

(ponunuoo) ¢ s|qey

pringer

As



612 Y. Yassin, M. Beckmann

5.1 Descriptive summary of thematic analysis

Before explaining the desirable and undesirable employee outcomes of CSR in
more details, the following Table (Table 3) serves to descriptively summarize
our thematic results. It shows how many times each outcome is mentioned in our
sample and links each outcome with the key theories, mediators, and moderators
that explain the relationship between CSR and each employee outcome.

5.2 Desirable employee outcomes of CSR

CSR outcomes that ultimately result in desirable effects for employees encompass
not only the desirable employee outcomes that are positively related with CSR
but also the undesirable employee outcomes that have a negative relationship
with CSR, as engaging in CSR activities help companies to reduce such undesir-
able impacts on employees. Most of the literature about employee outcomes of
CSR was related to desirable outcomes (259 articles out of 270 studies). These
employee outcomes could be directed at the individual, organization, and/or the
society and environment.

5.2.1 Organizational pride

Organizational pride refers to “the extent to which individuals experience a sense
of pleasure and self-respect arising from their organizational membership” (Jones
2010, p. 859). It is a positive feelings and emotions related to belonging to an
organization.

Most of the studies reviewed investigate only the mediating effect of organi-
zational pride on the relationship between CSR and employee outcomes such as
employee performance (Donia et al. 2019; Edwards and Kudret 2017), job satisfac-
tion (Dumitrescu and Simionescu 2015), organizational commitment (Zhou et al.
2018), employee voluntary pro-environmental behaviour (Raza et al. 2021), and
employees’ desire to have a significant impact through work (John et al. 2017). On
the other hand, we found only four studies from our sample dealing with organiza-
tional pride as a positive employee outcome, and not only a mediator, which leads to
other positive outcomes in a causal relationship (Cheruiyot and Maru 2014); Zhou
et al. 2018; Ng et al. 2019; Asante Boadi et al. 2019).

5.2.2 Organizational identification (Ol)

Organizational identification (OI) is the most frequently mentioned attitude in our
sample, as a mediator and outcome. Since in addition to being mentioned frequently
as a mediator in many articles, it is mentioned 40 times as a positive outcome. OI
is defined as the “perception of oneness with or belongingness to an organization,
where the individual defines him or herself in term of the organization(s) of which
he or she is a member” (Mael and Ashforth 1992). Ahmed and Khan (2019), in their
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survey of 277 employees in companies in Pakistan, state that OI has two dimen-
sions: affective and evaluative OI. Affective OI is linked to employee’s emotional
attachment to the organization, while evaluative OI is related to the employee’s
positive assessment of the organization’s CSR (Ahmed and Khan 2019). Based on
social identity and social exchange theories, CSR enhances the relationship between
the organization and the employee through enhancing OI and organizational trust
(De Roeck and Maon 2018). Cheema et al. (2020a, b), through their survey of 374
employees assert that employees identify with a socially responsible organization
when they perceive that it has a positive image among stakeholders. They feel pride
of being part of it, which in turn, increases their self-esteem and self-worth (Wang
et al. 2020; Mascarenhas et al. 2020; Rodrigo et al. 2019). Some researchers state
that there is a positive direct relationship between CSR and OI (e.g. Evans and Davis
2014; He et al. 2019; Shen and Benson 2016), while others argue that this relation-
ship is not direct and is mediated by other factors such as perceived external pres-
tige and organizational pride (e.g. De Roeck et al. 2016), organizational trust (e.g.
de Roeck and Delobbe 2012; Ghosh 2018), or overall justice (e.g. de Roeck et al.
2014).

Few researchers distinguish between the different effects of different dimen-
sions of CSR on OI. For example, Ahmed and Khan (2019) state that ICSR has
a stronger link with affective OI, while ECSR is related more with evaluative OI.
Also, Kim et al. (2020), based on a survey from employees of a hotel company in
the USA, state that only ethical and philanthropic CSR had significant direct effects
on employee OI, while Zhao et al. (2019) argue that economic and philanthropic
CSR increase pride and external image of the organization, which leads to higher
OI. Based on data collected from 378 employees working in South Asian local and
multinational companies, Farooq et al. (2014a, b) conclude that employee CSR has
the strongest effect on OI, followed by community CSR, and then consumer CSR.
On the other hand, environmental CSR has no significant effect on OI according to
Farooq et al. (2014a, b).

In addition, our review revealed that individual differences and organizational fac-
tors could strengthen or weaken this relationship. Individual differences that proved
to affect this relationship include collectivism (Farooq et al. 2014a, b), other-regard-
ing value orientation (Evans et al. 2011a, b), empathy (Tian and Robertson 2019),
CSR importance (Korschun et al. 2014). Organizational factors include organiza-
tional support (Shen and Benson 2016), first-party justice (Ghosh 2018), overall jus-
tice (De Roeck et al. 2016), ethical leadership (De Roeck and Farooq 2018), high-
commitment working systems (Lin and Liu 2019), corporate ability (Brammer et al.
2015), and CSR communication (Wang and Pala 2020).

5.2.3 Organizational commitment (OC)

Organizational commitment (OC) is the most frequently mentioned outcome of CSR
in the literature (63 out of 270 studies reviewed). Meyer and Herscovitch (2001, p.
301) define OC as “a force that binds an individual to a course of action that is rele-
vant to a particular target” (Lu et al. 2020). It has three dimensions: affective organi-
zational commitment (AOC), normative commitment, and continuance commitment
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(Rodrigo et al. 2019). AOC refers to “an emotional attachment to, identification
with, and involvement in the organization” (Allen and Meyer 1990, p. 1), while nor-
mative commitment is related to the ethical and moral obligation of employees to
remain in the organization (Rodrigo et al. 2019). Finally, continuance commitment
is related to the employees’ perceived benefits and costs that result from remain-
ing in the company (Ahmad et al. 2020). Most of the studies investigating the CSR
effects on commitment have focused mainly on AOC (e.g., Mory et al. 2016; Muel-
ler et al. 2012; Zhu et al. 2014).

Although organizational commitment, especially AOC, seems similar to OI, they
are different constructs. OI, which implies the feeling of oneness with the organiza-
tion, is not necessarily followed by other actions or behaviors. On the other hand,
AOC involves intention to act as well as potential reactions to the organization’s
CSR (Rodrigo et al. 2019). According to social identity theory, OI is an antecedent
to AOC. When employees feel pride of being part of a socially responsible organiza-
tion, they identify with it and achieve self-concept and self-esteem, which in turn,
increase their affective organizational commitment. Few studies investigate the
effect of CSR on normative commitment. For example, Mory et al. (2016), in their
study of the effect of ICSR on organizational commitment, found that AOC plays a
mediating role in the relationship between CSR and normative commitment.

Farooq et al. (2014a, b) state that only the discretionary dimension of CSR is
related to OC, while Farooq et al. (2014a, b) argue that employee CSR has the
strongest effect on OI, trust, and affective OC, followed by community CSR.
Our review also revealed that only one study clarifies the additional variance on
employee commitment that is explained by CSR (54.1% of the total variation is
explained by CSR) (Mensah et al. 2017).

Overall, researchers examined the indirect relationship between CSR and OC
through some mediators such as CSR involvement (Carlini and Grace 2021), job
satisfaction (Chatzopoulou et al. 2021; Loor-Zambrano et al. 2020), employees’ psy-
chological capital (Papacharalampous and Papadimitriou 2021), employee engage-
ment (Gupta 2017; Gupta and Sayeed 2016), work meaningfulness and perceived
organizational support (Glavas and Kelley 2014), organizational identification and
organizational trust (De Roeck and Maon 2018; Farooq et al. 2014a, b; Malik 2015;
Suh 2016), perceived external prestige (Bravo et al. 2017), organizational CSR cli-
mate and employees’ CSR-induced attributions (Lin et al. 2022), and organizational
pride (Supanti et al. 2015; Tahlil Azim 2016; Zhou et al. 2018). Regarding mod-
erators, individual differences (e.g., gender, education, tenure, age differences, and
cultural differences) found to have a moderating effect on the relationship between
CSR and OC (Brammer et al. 2007; Bravo et al. 2017; Hofman and Newman 2014,
Mensah et al. 2017; Mueller et al. 2012). In addition, George et al. (2020), in their
attempts to identify the relationship between perceived CSR and employees’ affec-
tive commitment, state that CSR importance moderates the relationship between
CSR and affective commitment through organizational trust.
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5.2.4 Organizational attractiveness and job pursuit intentions

Organizational attractiveness (OA) refers to the benefits that potential applicants or
current employees perceive in working for a specific company (Jiang and Iles 2011).
Signalling theory and social identity theory are the most frequent mechanisms that
explain the relationship between CSR and organizational attractiveness (12 out of 17
studies). According to signalling theory, CSR has a positive effect on attracting job
applicants and talented people to apply for organizations (Pfister 2020). Organiza-
tions reduce the information asymmetry in the market through sending signals to
prospective employees about their positive working conditions and other respon-
sibilities related to society and environment and hence, attract them to apply for
such organizations (Farooq et al. 2014a, b; Lin et al. 2012). Similarly, social iden-
tity theory suggests that CSR enhances corporate image and reputation, which in
turn increases the expected pride, identification, and consequently organizational
attractiveness of potential employees (Bohlmann et al. 2018; Klimkiewicz and Oltra
2017).

Some studies examined whether different aspects/ dimensions of CSR have inde-
pendent association with job applicants’ attraction to organizations e.g. (Pfister
2020; Bohlmann et al. 2018; Lin et al. 2012). According to signaling theory and
expectancy theory, Lin et al., (2012) assert that there is a positive effect of the eco-
nomic and legal dimension of CSR on organizational attractiveness and career suc-
cess expectations, while the ethical and philanthropic dimension of CSR do not have
an effect on career success expectations. Also, Lis (2012), who used a policy-cap-
turing design to explore how job applicants’ attraction to organizations is affected
by different CSR dimensions. He examined different aspects of CSR (i.e., product,
diversity, environment, employee relations) and found that the strongest effect on
organizational attractiveness was related to diversity and employee relations aspects
of CSR as compared to the other two dimensions. Moreover, based on the categori-
zation of CSR dimensions as social, economic, and environmental, Bohlmann et al.
(2018), based on an experimental vignette methodology, revealed that the positive
effect of the social dimension of CSR was the strongest on organizational attractive-
ness as compared to other dimensions. Likewise, Pfister (2020) confirms that the
social dimension of CSR has the strongest effect on organizational attractiveness,
followed by the ethical dimension, and then the environmental dimension.

In addition, according to the person-organization fit perspective, applicants prefer
to apply for organizations that reflect their values and preferences (Kim and Park
2011; Zhang and Gowan 2012). For example, strong formalists are affected more
with ethical and legal aspects of CSR, whereas high Machiavellians are less attracted
to organizations with high ethical and legal performance (Zhang and Gowan 2012).
Other individual factors that were found to moderate this relationship include: CSR
education and other-regarding value orientation (Evans and Davis 2011; Evans et al.
2011a, b), age, and area of knowledge (Barrena-Martinez et al. 2015).
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5.2.5 Employee engagement

Employee engagement refers to “a positive, fulfilling, work-related state of mind
that is characterized by vigor, dedication, and absorption” (Schaufeli et al. 2002,
p.- 74). It is also defined as “the harnessing of organization members’ selves to their
work roles; in engagement, people employ and express themselves physically, cog-
nitively, and emotionally during role performances” (Kahn 1990, p. 694). Simpson
et al. (2020) differentiate between CSR engagement and organizational engagement.
CSR engagement is the employee willingness to know about and participate in CSR
activities, while organizational engagement refers to the complete involvement of
employees to the organization and dedication to achieve its goals, values, and beliefs
(Simpson et al. 2020).

Based on social identity and social exchange theories, there is a positive relation-
ship between CSR and employee engagement (Glavas and Piderit 2014; Tahlil Azim
2016; Afsar et al. 2020a, b). According to social identity theory, CSR enhances
the external image of the organization and OI, which in turn increases employee
engagement (Ali et al. 2020; van Dick et al. 2019). Furthermore, according to social
exchange theory, organizational trust mediates the CSR-employee engagement
relationship (Memon et al. 2020). Other mediators include job satisfaction, proce-
dural justice, and distributive justice (Lu et al. 2020), work meaningfulness (Afsar
et al. 2020a, b), and employer brand (Hosseini et al. 2022). Moreover, Smith and
Langford (2011) show empirically that CSR has an additional impact on employee
engagement beyond the impact of traditional HR practices.

Regarding moderators, top management support is proved to strengthen this rela-
tionship (Opoku-Dakwa et al. 2018; Santhosh and Baral 2015). In addition, Farrukh
et al. (2020), in their investigation of the effect of gender on the CSR-engagement
relationship, have argued that women are affected more by CSR than men. Other
moderators include collectivism (Lu et al. 2020), CSR importance (van Dick et al.
2019), and employees’ moral identity beliefs (Afsar et al. 2020a, b).

Regarding the impact of different kinds of CSR, Gupta and Sharma (2016),
who conducted a comprehensive literature review to examine the impact of CSR
on engagement and performance, state that internal CSR has stronger effects on
employee engagement than external CSR. Also, according to Smith and Langford
(2011), ethical CSR had a stronger relationship with employee engagement than
did legal CSR. Saad et al. (2021) argue that CSR toward society and CSR toward
employees have a strong effect on employee engagement, While CSR toward cus-
tomers have no effect on employee engagement.

5.3 Job satisfaction

Job satisfaction is the “pleasurable or positive emotional state resulting from the
appraisal of one’s job or job experiences” (Locke 1976, p. 1304). Vlachos et al.
2014; Khaskheli et al. (2020) distinguish between intrinsic job satisfaction (i.e., sat-
isfaction with the job itself) and extrinsic job satisfaction (i.e., satisfaction with the
job’s external factors such as pay, working environment, and co-workers).
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Most of the studies used social identity, stakeholder, and social exchange theories
to explain the effect of CSR on job satisfaction (e.g., De Roeck and Maon 2018;
Low et al. 2017). As Story and Castanheira (2019); Mascarenhas et al. (2020) state,
CSR, internal or external, enhances corporate image and OI, which leads to job sat-
isfaction. In addition, Khaskheli et al. (2020), based on a survey conducted from
employees of Pakistan organizations, reveal that employees’ CSR perception has a
positive and significant effect on intrinsic job satisfaction but a negative effect on
extrinsic job satisfaction. Also, Sanusi and Johl (2020), who proposed a framework
to evaluate the influence of ICSR perception on employee intention to job continu-
ity, state that the positive internal CSR perception of employees increases their job
satisfaction, which in turn, increase employees’ intention to job continuity.

Overall, researchers investigating the relationship between CSR and job satisfac-
tion include some mediators such as organizational pride & organizational embed-
dedness (Ghosh and Gurunathan 2014; Ng et al. 2019), fulfilment of job needs (Du
et al. 2015; Lee and Chen 2018), organizational identification & organizational
trust (De Roeck and Maon 2018; Ko et al. 2019; Lin and Liu 2019), company’s
reputation (Baric 2017; Dogl and Holtbriigge 2014; Voegtlin and Greenwood 2016),
organizational justice (Chen and Khuangga 2021), and work meaningfulness (Gla-
vas and Kelley 2014; Raub and Blunschi 2014). Furthermore, CSR proximity, which
refers to “the extent to which employees know about and/or are actively involved in
their organizations’ CSR”, moderates the effect of CSR on job satisfaction (Du et al.
2015). Employee age has a moderating effect in this relationship (Nyuur et al. 2022).

5.3.1 Employee well-being

Employee well-being includes physical, emotional, psychological, and social aspects
(Krainz 2015; Promislo et al. 2012). The relationship between CSR and employee
well-being could be direct or indirect through mediators such as organizational trust
(Yu and Choi 2014) or work meaningfulness (Gazzola 2014). Guzzo et al. (2020),
who aimed to understand how CSR leads to improving employees’ well-being and
OCB, distinguish between hedonic well-being, which is related to life satisfac-
tion, and eudaimonic well-being, which is related to personal growth. They found
a positive direct relationship between employees’ CSR perception and eudaimonic
well-being, while the effect on hedonic well-being was indirect and fully medi-
ated by gratitude and compassion at work (Guzzo et al. 2020). In addition, Sver-
gun and Fairlie (2020), based on a survey of 703 employees, argue that employees’
CSR perception have a negative relationship with stress symptoms, and buffer the
positive relationship between stress symptoms, on one hand, and negative employee
outcomes of depression symptoms and turnover intention, on the other hand. They
also found that job satisfaction and organizational commitment partially mediate the
relationship (Svergun and Fairlie 2020).

Promislo et al. (2012) examined the effect of ethics and social responsibility on
personal well-being, which includes: life satisfaction, vitality, job stress, and sleep
problems. They found that a company’s perceived role of ethics and social respon-
sibility had a strong positive impact on life satisfaction and vitality but had no effect
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on job stress and sleep problems. Zaighum et al. (2021) and Espasandin-Bustelo
et al. (2021) state that internal CSR has a positive effect on employee’s satisfaction
and happiness. In addition, Kim et al. (2018) concluded that the economic and phil-
anthropic dimensions of CSR enhance the employees’ quality of working life, job
satisfaction, and overall quality of life, while ethical and legal dimensions of CSR do
not have a relationship with quality of working life (Kim et al. 2018). On the other
hand, Kim et al. (2020) argue that economic CSR has a direct positive relationship
with quality of working life, while ethical and philanthropic CSR has indirect posi-
tive relationship with quality of working life, through OI.

5.3.2 In-role performance

In-role performance (also named employee job/task performance or employee pro-
ductivity) refers to “the behaviour directed towards formal tasks, duties, and respon-
sibilities that are written in their job description” (Story and Neves 2015). Chaud-
hary (2020), who aimed to study the impact of employees’ perception of CSR on
their in-role and extra-role behaviours, state that all dimensions of CSR have a strong
and positive effect on in-role performance. In contrast, Edwards and Kudret (2017),
based on a case study in a multinational company, found that all CSR dimensions
have an impact on in-role performance except CSR to shareholders. According to
social identity theory, employees perceived external CSR is positively related to job
performance through the mediation of OI (He et al. 2019; Shen and Benson 2016;
Story and Castanheira 2019). On the other hand, social exchange theory explains the
relationship between internal CSR and employee performance (Story and Castan-
heira 2019). In addition, although Almeida and Coelho (2019) as well as Edwards
and Kudret (2017) found that organizational commitment mediates the relationship
between CSR perception and in-role performance, Story and Castanheira (2019),
based on a sample of 190 supervisor-subordinate dyads, did not support this argu-
ment and state that affective commitment did not mediate this relationship. They
argue that job satisfaction partially mediates the ECSR-employee performance rela-
tionship, and fully mediate the ICSR-employee performance relationship (Story and
Castanheira 2019). Other mediators include employee engagement and well-being
(Ali et al. 2020; Kim and Kim 2020), quality of working life (Asante Boadi et al.
2020), job crafting (Hur et al. 2021), OCB (He et al. 2019), and prosocial motivation
(Shin and Hur 2020).

Regarding moderators, perceived organizational support strengthen the relation-
ship between CSR and job performance (Hur et al. 2021). Asante Boadi et al. (2019)
investigate the moderating effect of employees’ work motivation patterns (i.e.,
autonomous motivation and controlled motivation) and found that autonomously
motivated employees have a stronger positive moderated impact on the relationship
between employees CSR perception and their performance. In addition, Vlachos,
Panagopoulos, and Rapp (2014) state that leadership styles and managers’ involve-
ment in CSR activities moderate the impact of CSR on employee performance.
Employment type also has a moderating effect of CSR on job performance (Yu et al.
2022).
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5.4 Organizational citizenship behaviour (OCB)

Organizational citizenship behaviour (OCB) is the second most frequent employee
outcome of CSR in our literature sample, after organizational commitment (51 out
of 270 studies). It is defined as “an individual behaviour that is discretionary, not
directly or explicitly recognized by the formal reward system, and that in the aggre-
gate promotes the effective functioning of the organization” (Organ 1988, p.4). This
behaviour could be directed at other individuals inside the organization (OCB-I)
(Aguinis and Glavas 2019), or the organization as a whole (OCB-O) (Rupp et al.
2013).

Most of the researchers used social identity and social exchange theories to
explain the positive relationship between CSR and OCB. For example, (De Roeck
and Maon 2018; Evans and Davis 2014; Hansen et al. 2011; He et al. 2019; Park
et al. 2018; Tourigny et al. 2019) found that organizational identification and organi-
zational trust mediate the positive relationship between CSR and OCB. Likewise,
Yates (2020) has confirmed the claim that organizational trust mediates the rela-
tionship between CSR perceptions and OCB. In contrast to these previous stud-
ies, Ahmad et al. (2020), in their investigation of the impact of perceived CSR on
OCB in Pakistani universities, found that organizational trust does not mediate the
relationship. Other mediators include: CSR reputation (Chomvilailuk and Butcher
2022) task significance (Raub and Blunschi 2014), organizational commitment
(Tahlil Azim 2016), job satisfaction (Alvarez-Pérez et al. 2020), gratitude and com-
passion at work (Guzzo et al. 2020), prosocial motivation (Ong et al. 2018), CSR
involvement (Carlini and Grace 2021), and supervisors’ ethical leadership (Gao and
He 2017).

Regarding moderators, Rupp et al., (2013), based on a scenario-based experiment
and a survey, found that while employees’ first-party justice perceptions weaken the
positive relationship between CSR and OCB-O, their moral identity strengthened
this relationship. Other moderators include task significance (Ong et al. 2018), CSR
importance (van Dick et al. 2019), cultural differences, i.e., collectivist and feminine
personal traits (Jamali et al. 2019), organizational tenure (Wong et al. 2021), and
other-regarding value orientation (Evans et al. 2011a, b).

Few researchers distinguish between the different effects of different types of
CSR on OCB. Evans et al. (2011a, b), based on social learning theory, revealed that
only the economic dimension of CSR was significantly related to OCB, while other
dimensions not. On the other hand, Wong et al. (2021) state that ethical and philan-
thropic CSR enhance employee’s attitude toward CSR, job satisfaction and OCB,
whereas economic and legal CSR do not have a significant impact on attitude toward
CSR. In addition, Hur et al. (2019) found that internal CSR perceptions are more
strongly related to OCB than external CSR perceptions are. Furthermore, Ahmed
and Khan (2019) state that employee and community dimensions of CSR have a
direct and indirect (through OI) relationship with OCB. Contrary to the findings of
Evans et al. (2011a, b), Chaudhary (2020) found that all CSR dimensions (i.e., CSR
toward employee, customer, government, society, and environmental) have a signifi-
cant and positive impact on in-role performance and OCB.
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5.4.1 Pro-environmental behaviours

Although few studies were found in the literature that examine the relationship
between CSR and employees’ pro-environmental behaviours (20 out of 270 studies),
there is an increasing interest in recent years about the topic. In fact, more than two
thirds of the studies examining the relationship were published from 2020 to 2022
(14 out of 20 studies), and the rest of them were published since 2017. So, this topic
is considered new in the literature, which can explain why prior reviews examining
employee outcomes of CSR did not address this relationship.

Pro-environmental behaviour or organizational citizenship behaviour for the envi-
ronment (OCB-E) or green behaviours refer to the “discretionary acts by employ-
ees within the organization not rewarded or required that are directed toward envi-
ronmental improvement” (Daily et al. 2009, p. 246). Although OCB-E is derived
from OCB, the two constructs are not similar. As OCB include the set of voluntary
behaviours that mainly benefit the organization, OCB-E encompasses the voluntary
behaviours that are directed to the benefit of the environment (Cheema et al. 2020a,
b). Ones and Dilchert (2012) group pro-environmental behaviours into five main
categories: working sustainably, avoiding harm, conserving, influencing others, and
taking initiative (Kongrerk 2017). In contrast, Cheema et al., (2020a, b) differenti-
ate between three dimensions of OCB-E among employees: the first dimension is
related to the participation of employees in organizational environmental programs
(i.e. eco-civic engagement), while the second dimension is related to inspiring and
helping co-workers to engage in pro-environmental behaviours (i.e. eco-helping),
whereas the third dimension is related to taking initiative, suggesting and imple-
menting new ideas that benefit the environment (i.e. eco-initiatives) (Cheema et al.
2020a, b).

The relationship between CSR and pro-environmental behaviours could
be direct (e.g. Afsar et al. 2018) or indirect through organizational identifica-
tion (e.g. De Roeck & Farooq 2018; Islam et al. 2019; Tian & Robertson 2019;
Cheema et al. 2020a, b), organizational trust May et al., (2021) OI and co-
worker pro-environmental advocacy (Shah et al. 2021), organizational pride and
employee engagement (Raza et al. 2021), environmental orientation fit (Cheema
et al. 2020a, b), organizational commitment (Kongrerk 2017), employee well-
being (Raza et al. 2020), and employees’ attitude toward CSR and job satisfac-
tion (Wong et al. 2021). In addition, Afsar and Umrani (2020), through a survey
to 560 employees, reveal that moral reflectiveness, co-worker pro environmen-
tal advocacy, and environmental commitment partially mediate the relationship
between CSR and OCB-Es.

Different CSR dimensions have different effects on green behaviours, as based
on a survey of 35 different companies in South Asia in the manufacturing indus-
try, De Roeck and Farooq (2018) state that environmental CSR has a direct and
indirect effect on green behaviours, while community CSR has no direct effect
on green behaviours. Likewise, Islam et al. (2019) proved that environmental
CSR positively affect pro environmental behaviours through OI. Moreover, Yang
and Gao (2021), in their study of the effect of different dimensions of corporate
environmental responsibility (CER) on employees, demonstrate that substantive
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CER has a positive direct and indirect (through OI) effect on pro-environmental
behaviours of employees. While symbolic CER has a negative direct effect on
pro-environmental behaviours (Yang and Gao 2021). Likewise, Yin et al. (2021)
found that employees’ environmental passion and empathy mediate the relation-
ship between environmental CSR and environmental citizenship behaviour.

Regarding moderators, Luu (2017), who collected data from 637 employees
and 214 department managers in the hotel industry in Vietnam business con-
text, revealed that corporate entrepreneurship acts as a change force for employ-
ees’ behaviours and interact with CSR in predicting OCB-E. He also found that
the attachment styles of employees moderate the relationship between CSR and
OCB-E, as attachment anxiety strengthened, and attachment avoidance weak-
ened the positive relationship between CSR and OCB-E. Likewise, Cheema et al.
(2020a, b) state that corporate entrepreneurship and environmental conscious-
ness moderate the positive effect of CSR on OCB-Es. Furthermore, perceived
ethical leadership and environmentally specific servant leadership strengthen the
effect of CSR on green and societal behaviours (Afsar et al. 2018; De Roeck and
Farooq 2018). In addition, Afsar et al. (2020a, b) have examined the moderat-
ing effect of employees’ CSR motive attribution and found that substantive CSR
motive attribution strengthened the positive relationship between CSR percep-
tion and OCBEs, while symbolic CSR attribution weakened this relationship.
Other moderators include green HRM and responsible leadership (He, Morri-
son, & Zhang, 2020), empathy (Islam et al. 2019; Tian and Robertson 2019),
employees’ workplace spirituality (Yang & Gao 2021), and organizational ten-
ure (Wong, Kim & Hwang, 2021).

5.4.2 Pro-social behaviours

Prosocial behaviours or societal citizenship behaviours refer to the voluntary acts by
employees that are directed to the well-being of the whole community (De Roeck
and Farooq 2018). We found very few studies that investigate the employees’ CSR
outcomes that are directed to the society (8 out of 270 studies). John et al. (2017),
based on a case study of a firm in Pakistan, reveal that organizational identifica-
tion and organizational pride fully mediate the positive effect of CSR on employ-
ees’ desire to have a significant impact through work, which refers to the employees’
preference to do a job that has a major impact on the society and the lives of others.
Moreover, according to self-determination theory, involving employees in the CSR
decision making increases their intention to persistently engage in prosocial behav-
iours through the satisfaction of employees’ psychological needs for competence
and relatedness (Tao et al. 2018). In addition, according to social identity and social
learning theories, employees’ identification with socially responsible organiza-
tions increases their engagement in CSR donation programs at work, which in turn,
increases their societal citizenship behaviours, such as donations and volunteering,
outside of work (Lewin et al. 2020).

Regarding the different effects of different CSR dimensions on prosocial behav-
iour, De Roeck and Maon (2018) reveal that internal and external CSR have a posi-
tive effect on society-oriented employee outcomes through the mediation of OI
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and organizational trust. Moreover, De Roeck and Farooq (2018) found that com-
munity CSR has a direct and indirect impact (through OI) on employees’ societal
behaviours, while environmental CSR has only an indirect effect on societal behav-
iours. They also found that ethical leadership perception moderates the relationship
between perceived environmental and community CSR and employees’ societal
behaviours (De Roeck and Farooq 2018). In addition, Sultan (2014) reveals that
employees’ perceptions of discretionary CSR have a positive indirect effect on their
donation intentions outside the work through the mediation of OI and employees’
attitudes toward donations, respectively. Moreover, Wong, Kim & Hwang, (2021)
state that ethical and philanthropic CSR enhance employee’s attitude toward CSR,
job satisfaction and pro-social behaviour, whereas economic and legal CSR do not
have a significant impact on attitude toward CSR.

5.4.3 Other positive employee outcomes

CSR has a positive direct and indirect relationship (through OI) with employee crea-
tivity and innovative behaviour (Brammer et al. 2015; Glavas and Piderit 2014; Luu
2020; Afridi et al. 2020; Dung 2021), and organizational innovation (Wang 2014;
Ubius and Alas 2012; Li et al. 2019). In addition, organizations can use CSR pro-
grams to improve the knowledge, skills, and competencies of employees (through,
for example, educational programs and professional training), which in turn, reduce
the skill gaps in the labour market (Camilleri 2016). Also, CSR can enhance knowl-
edge sharing behaviours of employees (Farooq et al. 2014a, b), sustainable safety
behaviours (Hur et al. 2022), intrinsic and extrinsic motivation (e.g., Getele et al.
2020; Kunz 2020), as well as employee advocacy intention in social media (Lee
2021).

5.4.4 Reduction of undesirable employee outcomes

We found that 45 studies of our sample lie in this category. Most of them (35 stud-
ies) are related to the role of CSR in reducing turnover intentions of employees (e.g.,
Ouakouak et al. 2019). Turnover intention refers to the employees’ desire to leave
the company due to dissatisfaction with their company and/or potential better oppor-
tunities with other companies (Hansen et al. 2011). Vitaliano (2010) proved empiri-
cally that engaging in CSR activities can have an additional impact on turnover
intentions of companies. Other researchers found that job satisfaction and organi-
zational commitment leads to lower turnover intentions (e.g., Camilleri 2016; Hol-
lingworth and Valentine 2014; Low et al. 2017; Tao et al. 2018). Furthermore, dif-
ferent dimensions of CSR have a different effect on turnover intention. For example,
Park et al. (2018), based on an online survey to 455 employees at the largest travel
company in South Korea, found that employee and customer dimensions of CSR
have a positive effect on employee intention to stay in the organization through the
mediation of work engagement, while environmental and community dimensions of
CSR do not have a significant impact on work engagement. Moreover, J. (Sunny)
Kim et al. (2020), based on survey from employees of a casino hotel company in
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the USA, state that ethical and philanthropic dimensions of CSR have a positive
and indirect effect on intension to stay through OI and higher-order quality-of-work-
life (HQWL), while economic CSR has a significant indirect effect on intention to
stay through HQWL only. Regarding moderators, Vlachos et al. (2014) found that
employee satisfaction with pay strengthens the positive effect of CSR on intention to
stay, while satisfaction with the job itself tempers such effect. Moreover, contextual
factors and employees’ demographic features have a moderating effect on the rela-
tionship between CSR and turnover intentions (Wisse et al. 2018; Garrido-Ruso and
Aibar-Guzman, 2022).

In addition, we found a negative relationship between CSR and undesirable
employee outcomes such as employee cynicism, deviance, and alienation from
work. Cynical employees believe that their organization lacks fairness, integrity, and
honesty and work for its self-interest over the interest of other stakeholders, which
in turn produces negative feelings toward it (e.g., distress, pessimism, and hopeless-
ness). As a result, they behave negatively at work through, for example, criticizing
the organization to outsiders and reduce discretionary behaviours such as OCB (Ser-
rano Archimi et al. 2018; Sheel and Vohra 2016). In a similar vein, employee devi-
ance is a negative behaviour of employee that violates organization’s norms such as
stealing, acting rudely to others, working less, and covering up mistakes (Evans and
Davis 2014). Finally, allienation from work arises when employees feel that work
does not satisfy their needs and expectations, which result in a state of psycological
separation from work, low enthusiasm, and concern for work (Sharma 2018).

Some researchers such as (Sheel and Vohra 2016) show empirically that there is
a negative direct relationship between perceived CSR and organizational cynicism.
Others argue that organizational identification and trust mediate the negative rela-
tionship between perceived CSR and employee cynicism and deviance (e.g., Evans
and Davis 2014; Serrano Archimi et al. 2018). Moreover, Sharma (2018) demon-
strate that corporate ethical values increase OCB and reduce allienation from work.
In addition, Fairlie and Svergun, (2015) reveal that employees’ positive perceptions
of organizational CSR have a negative effect on stress symptoms, depression symp-
toms, and turnover intentions. Finally, Tafolli and Grabner-Krauter (2020), reveal
that there is a negative indirect effect between employees’ perceived CSR and per-
ceived organizational corruption, through the mediation of perceived ethical leader-
ship and job satisfaction.

5.5 Undesirable employee outcomes of CSR

After reviewing all studies related to the employee outcomes of CSR, we found very
few studies that discuss the undesirable employee outcomes of CSR (only 11 out of
270 articles). Note that undesirable employee outcomes of CSR include not only the
undesirable employee outcomes that increase with CSR due to a positive relation-
ship with it but also desirable employee outcomes that decrease because of a nega-
tive relationship with CSR.

Maon et al. (2019), in their review of undesirable outcomes of CSR, con-
clude that undesirable employee outcomes are driven by either exchange-related
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(performing) and/ or identity-related (belonging) tensions. They argue that perform-
ing tensions could be linked to the attributions of corporate motivations for engag-
ing in CSR or the perceived content and outcomes of such CSR engagement. On the
other hand, belonging tensions arise when employees encounter opposing or incon-
sistent demands on their identity, which foster contradiction and strains in terms of
their values, beliefs, or priorities (Maon et al. 2019). When employees face differ-
ences between their beliefs about the importance of CSR (i.e., the role of business
in society) and their perceptions about their organizations’ CSR engagement, they
sense “CSR incongruence”, which result in negative effects on their performance
and quality of their work life (Maon et al. 2019).

When employees perceive that their organizations practice CSR activities for self-
serving purposes (i.e., symbolic CSR), their relationships with the organization as
well as the consequent work-related attitudes and behaviours are negatively affected
(Donia et al. 2019; Donia and Tetrault Sirsly 2016). Also, when employees perceive
too much altruistic motives for CSR, they believe that their organizations are not
competent enough to take care of its business and, consequently, of its employees
(Vlachos et al. 2014). Likewise, Story and Neves (2015) state that symbolic CSR
attributions of employees leads to employee cynicism and negatively affects in-role
and extra-role performance. At the same time, substantive CSR attributions alone is
not enough and may also result in negative effects on employee outcomes. It is only
the combination of both, substantive and symbolic CSR, that has positive effects on
employee outcomes according to (Story and& Neves 2015). In addition, Babu et al.
(2020), in their investigation of the relationship between corporate hypocrisy and
employee’s engagement in CSR, found that corporate hypocrisy increases CSR sym-
bolic attributions of employees, which in turn decreases employees’ engagement in
voluntary CSR activities, directed at the organization or society. They also state that
this relationship is stronger for employees higher in task significance (Babu et al.
2020).

Moreover, Scheidler et al. (2019) investigate the impact of external—internal CSR
jointly on employee attitudes, intentions, and behaviours. They state that employ-
ees’ perception that the company invests more in external than internal CSR leads
to increased perceptions of corporate hypocrisy, emotional exhaustion and, con-
sequently, turnover intentions. In addition, it negatively affects the relationship
between the organization and employees and increases deviant behaviours among
employees (Maon et al. 2019). Jung and Kim (2016) argue that companies are more
likely to focus more on external than internal CSR because of limited resources
and competing demands. They state that companies’ involvement in external
CSR (i.e., community, consumer, and environmental CSR) is more likely to have
a negative consequence on different employment relations outcomes. Considering
limited resources, companies tend to implement HR policies (such as controlling
employment growth, implementing restructuring policies, and increasing contingent
employment) that increase organizational efficiency and reduce costs in order to off-
set the costs related to CSR activities, which, in turn, increases employees’ insecu-
rity and affects employee outcomes negatively (Jung and Kim 2016).

Deng et al. (2020) in their investigation of the relationship between different lev-
els of external CSR and employee productivity, conclude that CSR could have a
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negative impact on employee productivity. At low levels of external CSR, the impact
on employee productivity is negative. At the same time, the same negative relation-
ship between external CSR and employee productivity occurs because of the addi-
tional costs and burdens that the company incurs as a result of the high levels of
CSR activities, which affects their financial performance, and hence, their employee
productivity negatively. Only at a moderate level of external CSR, Deng et al. (2020)
found a positive impact on employee productivity. Moreover, they tested the moder-
ating effect of internal CSR on the relationship and found that high levels of ICSR
increase employee productivity (Deng et al. 2020).

Brieger et al. (2020) investigate the relationship between CSR and employee work
addiction, which refers to the employees’ tendency to work excessively hard, which
result in negative consequences in their personal lives, well-being, and families.
They found that although organizational CSR has a negative direct relationship with
employee work addiction, it has also a positive indirect effect on employees’ work
addiction through the mediation of OI and work meaningfulness. CSR increases
employees’ identification with the organization and their perception of work mean-
ingfulness, which in turn increases their tendency to work hard at the expense of
their well-being and personal lives. In addition, employees’ public value awareness
was investigated as a moderator in the relationship, and the results proved that the
indirect effect of CSR on employee work addiction is stronger when employees’
public value awareness is high (Brieger et al. 2020).

List and Momeni (2021) conduct a natural field experiment with over 1500
employees on the relationship between CSR and employee misbehaviour. They
found that CSR can increases the tendency and intensity of employee’s misbehav-
iour due to the effect of moral licensing. CSR enhances employees’ self-image
because of the ethical and pro-social acts of employees it brings. Consequently, CSR
can increase employees’ shirking on their primary job duties because of the moral
licensing effect of CSR (List and Momeni 2021).

Regarding moderators, Donia and Tetrault Sirsly (2016) investigate the moder-
ating effects of employees’ moral identity and self-orientation on the relationship
between perceived symbolic CSR attributions and employee attitudes and behav-
iors. They found that symbolic CSR attributions positively affects employees’ coun-
ter productive work behaviors such as employee deviance and negatively affects
employees’ positive attitudes and behaviors such as OI, organizational commitment,
and OCBs. Moreover, the relationships are stronger when employee moral identity is
high and when self-orientation is low (Donia and Tetrault Sirsly 2016). Donia et al.
(2019) reveal that CSR importance has a moderating effect on the negative rela-
tionship between symbolic CSR attributions and individual performance (through
the mediation of person-organization fit), such that the relationship will be stronger
when CSR importance is high. In addition, Vlachos et al. (2014) have examined the
moderating effects of two types of employees’ satisfaction (i.e., satisfaction with pay
and satisfaction with the job itself) on the relationship between CSR and employees’
intentions to stay and positive recommendations. They found that these two types
of job satisfaction interact with CSR differently and could weaken (attenuate) the
positive effect of CSR on employee intention to stay and positive recommendations
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Fig.3 Conceptual framework of employee outcomes of CSR

when satisfaction with pay is low and also when satisfaction with the job itself is
high (Vlachos et al. 2014).

6 Discussion and conceptual framework
6.1 Theoretical contribution

Our systematic review contributes to the literature in different ways. It gives a com-
prehensive overview of desirable and undesirable employee outcomes of CSR clas-
sified into four groups: organization, individual, society, and environment-oriented
outcomes. In addition, it clarifies the relationship between employee outcomes as
well as the mechanisms and boundary conditions that influence the relationship
between CSR and employee outcomes. Moreover, we explain the different effects
of different CSR dimensions on employee outcomes, as we found that the differ-
ent dimensions of CSR do not have the same effect on employee attitudes and
behaviours.

We build a conceptual model (see Fig. 3) that summarizes and reflects the litera-
ture. First, CSR has different meanings, definitions, and dimensions. We clarify the
most popular definitions in CSR and micro-CSR literature. In addition, we found
that 60% of the studies reviewed in our sample examine the overall effect of CSR
on employees without differentiating between the effects of different dimensions
of CSR on employee outcomes. The rest of the studies in our sample (109 studies)
investigate the effect of one or more dimensions of CSR on employees. In our frame-
work, we include the two most mentioned categorizations in our literature sample.
The classification of internal versus external CSR is the most frequent classification
of CSR mentioned in our sample with 26 studies examining the effect of internal
CSR, 5 studies investigating the effect of external CSR, and 24 studies investigating
the effects of both kinds of CSR. The second most frequent classification of CSR
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is Carroll’s (1991) dimensions of economic, legal, ethical, and discretionary CSR,
as we found 26 studies that distinguish between the different effects of these four
dimensions of CSR on employees.

Second, regarding employee outcomes, we use the distinction by De Roeck and
Maon (2018) who classify employee outcomes of CSR into three groups: organi-
zation, individual, and society-oriented employee outcomes. In addition, we add a
fourth group which is directed to the natural environment. Organization-oriented
outcomes refer to the employees’ attitudes and behaviours that have a direct impact
on organizational performance, such as organizational commitment, OI, turnover
intentions, and OCB directed at the organization. In contrast, individual-oriented
outcomes are related to employees’ attitudes and behaviours that affect their personal
well-being, such as job satisfaction. We found that most of the studies reviewed were
related to these two groups (242 out of 270 studies). On the other hand, society-
oriented outcomes include the employee attitudes and behaviours that are related to
the well-being of the whole community and the lives of others, such as donations to
charities and volunteering in social programs. We found only 8 studies that inves-
tigate employee outcomes of CSR that are directed at society. Finally, the fourth
group, environment-oriented employee outcomes, encompasses the employee atti-
tudes and behaviours directed at the natural environment. Ones and Dilchert (2012)
classify them into 5 main groups: working sustainably, avoiding harm, conserving,
influencing others, and taking initiative. We found only 20 in this group, almost all
of them published in the past few years. In addition, we identify the desirable and
undesirable outcomes in each group and found very few studies that examine unde-
sirable impacts of CSR on employees (11 out of 270) and all of them are directed
to the individual and the organization. There is no study that addresses undesirable
employee outcomes that are related to society and the environment.

Interestingly, the distinction between mediators, moderators, and outcomes
is not clear. In fact, many outcomes are mediators for other outcomes, which can
be explained by the fact that we have a multi-step process or causal relationships
between outcomes with some theories explaining part of the process and other theo-
ries explaining the other part(s) of the process. For example, some researchers use
social identity theory to explain the effect of CSR on employee behaviours through
a multi-step process, as CSR enhances employee emotions such as organizational
pride, which, in turn, increases the positive attitudes of employees such as organiza-
tional identification and organizational commitment in a sequential manner. These
positive attitudes are translated into positive employee behaviours such as in-role
and extra-role performance and pro-environmental behaviours. Other researchers
use the social exchange path to clarify the relationship between CSR and employee
attitudes and behaviours through the mediation of organizational justice and organi-
zational trust, respectively. Hence, we conclude that most of the literature reviewed
in our sample reveals that the relationship between CSR and employee outcomes is
complex and follows a sequential model of mediations rather than a parallel media-
tion model.

Third, regarding mediators, many authors use social identity and social exchange
theory to explain the mediating roles of organizational pride and organizational trust
as a mechanism that explain the effect of CSR on employee outcomes (159 times).
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Interestingly, almost all studies treat organizational pride and trust as mediators that
explain the relationship and not as positive outcomes themselves. We found only 4
studies that consider organizational pride as a positive outcome and no study that
examines organizational trust as a positive outcome. This is considered a gap in
the literature and hence, we call for explicit research that treats these two factors as
outcomes of their own, and not only as mediators. In addition, we found that some
mediators are used as moderators by others such as person-organization fit, organi-
zational support, overall justice, and ethical leadership. Therefore, more research is
needed that distinguishes between their roles in the relationship between CSR and
employee outcomes.

The last column in our conceptual model (Fig. 3) is related to the moderators
that could strengthen or weaken the relationship. We classify moderators into four
groups. The first group includes individual differences such as person-organiza-
tion fit, collectivism, other-regarding value orientation, empathy, CSR importance,
national culture, moral identity, and task significance, while the second group
includes demographic factors such as age, gender, education, and tenure. In con-
trast, organizational factors include organizational support, first-party justice, over-
all justice, high-commitment working systems, ethical leadership, corporate ability,
and corporate entrepreneurship. The last group is the environmental factors, which
include factors such as environmental consciousness, green HRM, environmentally
specific servant leadership. Figure 3 shows the conceptual framework of our review
and summarizes CSR dimensions, mediators, moderators, and employee outcomes.

This review seems timely, as the last comprehensive review of Gond et al. (2017)
reviewed the literature on micro foundation of CSR until 2016. We found a massive
increase in the micro-CSR literature in the past six years, as 187 articles out of 270
(70%) examined in our review were published in the last six years. In addition, to
our knowledge, this is the first review that explains and synthesizes the society-ori-
ented and environment-oriented employee outcomes of CSR. Moreover, unlike pre-
vious reviews, we synthesized the literature about undesirable employee outcomes
of CSR and classified them to individual or organization-oriented outcomes.

6.2 Practical implications

This systematic literature review delves into the relationship between Corporate
Social Responsibility (CSR) and employee outcomes, offering practical insights for
companies seeking to understand and leverage these dynamics.

Firstly, there is a need for continuous monitoring and measurement of employ-
ees’ perceptions of CSR. Managers should actively engage with these perceptions to
respond promptly and cultivate a positive image of the company’s CSR initiatives.
This proactive approach contributes to strengthening relationships with employ-
ees, attracting and retaining high-quality staff, and fostering positive attitudes and
behaviours. Additionally, addressing negative perceptions is crucial. Companies
should be careful about potential negative attitudes and behaviours resulting from a
poor perception of CSR, such as cynicism and counterproductive work behaviours.
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Moreover, cultivating favourable CSR perceptions involves also embedding CSR
into core business operations, ensuring congruence between actions and stakeholder
expectations. Actively involving employees in CSR activities, from planning to
implementation, contributes to building a positive employer-employee relationship.
Detecting and rectifying these issues can lead to a competitive advantage and sus-
tainable organizational growth.

The review highlights also the importance of understanding the differential
effects of various CSR dimensions on employee outcomes. This knowledge empow-
ers managers to design and implement specific types of CSR initiatives that mean-
ingfully enhance positive employee outcomes. A proper balance between CSR for
internal and external stakeholders is deemed crucial to avoid feelings of unfairness,
breach of trust, and cynicism among employees. Managers should prioritize employ-
ees’ well-being alongside external CSR efforts to maintain internal harmony.

The implications extend to human resources management, challenging the notion
that economic rewards are the sole motivators for employees. Investing in CSR ini-
tiatives is portrayed as a tool in human resources management, serving to motivate
employees and attract and retain talented individuals. Moreover, recognizing the
conditions under which CSR positively influences employees allows companies to
tailor relevant human resource management policies. For instance, CSR can be stra-
tegically used to retain talented managers and appeal to younger employees.

Finally, transparent CSR communication is essential. Organizations should artic-
ulate their CSR communications clearly, providing information about CSR objec-
tives, relevance, and overall impact on the company, society, and employees. Trans-
parent communication helps diminish employee skepticism, fostering a positive
perception of CSR authenticity and cultivating a healthy and productive employer-
employee relationship.

6.3 Limitations and future research directions

The review has limitations. The search was limited to specific databases, and different
databases could have generated different results. In addition, we restricted our search
to only titles that included CSR-related terms. In future studies, a more expansive
approach could be adopted, considering the keywords as well. Moreover, we decided to
limit the search to peer-reviewed journal articles, while there could be interesting book
chapters and working papers on the topic.

Additionally, the focus of our literature was on the employee outcomes of CSR and
mechanisms that explain these outcomes. Future research could include the drivers
(antecedents) of CSR at the individual level in order to clarify the forces that trigger
CSR engagement.

Most of the existing research primarily focuses on employee outcomes related to
individual and organizational aspects. Only 28 out of 270 studies explore the impact of
corporate social responsibility (CSR) on outcomes directed towards society or the envi-
ronment, such as pro-environmental behaviour. Future investigations should emphasize
the influence of CSR on employees’ attitudes and behaviours contributing to commu-
nity well-being and environmental preservation.
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Moreover, a noticeable gap exists in understanding employees’ perceptions of their
company’s motivation for engaging in CSR, with only 8 out of 270 studies address-
ing this aspect. This gap may contribute to the scarcity of studies revealing negative
impacts of CSR on employees, particularly when employees perceive CSR activities
as self-serving (symbolic CSR), resulting in adverse effects on organizational relation-
ships, work-related attitudes, and behaviours.

Additionally, there is a dearth of studies investigating undesirable impacts of CSR
on employees, especially those related to society and the environment. Future research
should delve into the undesirable outcomes of CSR initiatives, shedding light on poten-
tial adverse effects on employees and broader communities.

Further investigation is warranted to examine the role of contextual factors, such as
geographical region, national culture, industry sector, and economic status, in determin-
ing employees’ CSR outcomes. Additionally, there is a need to explore novel employee
behavioural outcomes like creativity, innovative work behaviour, and employee advo-
cacy behaviour, as well as adverse outcomes like organizational cynicism, employee
deviance, counterproductive work behaviour, and perceived organizational corruption.
These emerging themes require attention in future research to advance the existing
knowledge base.

Future research should also consider societal factors in CSR-Employee outcomes
relationship that may strengthen or weaken the relationship between CSR and employee
outcomes. This includes investigating the influence of social needs, networks, role
models, family support, and the societal and economic circumstances of employees’
families.

7 Conclusion

The primary objective of this paper was to explore the correlation between vari-
ous dimensions of Corporate Social Responsibility (CSR) and diverse employee
outcomes. The methodology was a systematic review, which involved a thorough
examination of existing literature pertaining to CSR and its impact on employee out-
comes, leading to the development of a comprehensive conceptual framework. This
framework not only delineates the desirable and undesirable outcomes of CSR activ-
ities on employees but also incorporates the underlying mechanisms (mediators) and
contextual factors (moderators) influencing this relationship.

The analysis of the literature underscored that each dimension of CSR exerts dis-
tinct effects on employees’ attitudes and behaviors. Notably, the majority of studies
predominantly focused on outcomes at the individual or organizational levels.

The research reveals that out of 270 studies, only 28 investigate the impact of cor-
porate social responsibility (CSR) on societal and environmental outcomes, such as
pro-environmental behaviour. Additionally, the understanding of employees’ percep-
tions of their company’s CSR motives is limited, with just 8 studies exploring this,
potentially explaining why few studies report CSR’s negative impacts on employees.
These perceived negative impacts, especially when CSR is seen as symbolic or self-
serving, can adversely affect organizational relationships and employee behaviour.
Furthermore, there remains a scarcity of research on the potentially harmful effects
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of CSR on employees, particularly in societal and environmental contexts. We call
on future research to address these gaps.

In addition to its theoretical contributions, the review has practical implications.
Recognizing the diverse effects of CSR on employees proves valuable for compa-
nies, enabling managers to discern the relative significance of these effects and, con-
sequently, formulate and implement CSR strategies and policies that generate busi-
ness value. A key recommendation is for managers to actively monitor and assess
employees’ perceptions of CSR, allowing for prompt responsiveness and the cultiva-
tion of a positive perception regarding the company’s CSR initiatives. This proac-
tive approach not only enhances the company’s relationship with employees but can
also facilitate the attraction and retention of highly qualified staff, thereby fostering
increased productivity, commitment, and other positive attitudes and behaviors.

Moreover, by addressing negative perceptions stemming from CSR, such as cyni-
cism, emotional exhaustion, and counterproductive work behaviors, companies can
preemptively detect and rectify potential issues. This, in turn, culminates in a com-
petitive advantage and sustainable growth for the organization.
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