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Abstract 
This systematic review explores the potential effects of organizational culture, 
with the collaboration of Internal Corporate Social Responsibility (CSR) role 
on the happiness of employees. This research examines the interaction between 
organizational culture, specifically CSR and employee well-being in their work 
lives. By employing systematic analysis and partial least square methodology, 
the research intends to provide valuable insights into promoting job con-
tentment and dedication to organization. The analysis relies on partial least 
square methodology to analyze the CSR and employee relationship. A Boo-
lean formula was applied to filter the research study work for comprehensive 
systematics analysis results and findings. The article presents unprecedented 
and distinctive addition by establishing a connection between internal CSR, 
the culture of the organization, and the contentment of employees, thereby 
bridging a void in the current body of literature. It furnishes significant and 
valuable perspectives into the precursors of internal CSR and its correlation 
with the well-being of employees. The finding of this systematics study corre-
lates the CSR practice with any employee’s personal activity to improve the 
productivity of work with positive emotions. The study proves that leading 
authority play vital role while developing CSR among employees to enhance 
productivity of system. 
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1. Introduction 

In the last few decades, Corporate Social Responsibility (CSR) has emerged a 
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globally resonant subject while gaining substitutional acknowledgment and wide-
spread acceptance across the different sectors of the domains of business, aca-
demia and any national or international institute with corporative societies (Ma-
cassa et al., 2021). The attractive elements of CSR are caused by its fruitful im-
pact on business community with the creation of valuable role it plays by inte-
grating environmental and societal considerations voluntarily into business op-
erations thereby not only creating the bond between companies and stakehold-
ers but also playing a crucial role for the economic and social development of 
nations. With these strategies, the natural environment within companies is 
poised for better production. In the business scenario, the CSR has become a 
potential tool for strong values for competitive advantages. It plays an important 
role in shaping and giving structural framework to cooperative business. It is al-
so noticed that CSR attitude have very positive but potential influence on society 
and worker for their physical and mental health (Espasandín-Bustelo, Gana-
za-Vargas, & Diaz-Carrion, 2021). By application of CSR, multi-national organ-
izations can have a trusted value system towards the international activities un-
der the umbrella of that business firm. It develops healthy relationships within 
organization, individual and social network of firm. Internal CSR not only plays 
a vital role in the well-being of an individual but also triggers the behavior and 
satisfaction levels of employees (Jeong, Kang, & Choi, 2022). The leading busi-
nesses are beginning to exert stress over the implementation of CSR in office 
community or workplaces. To get positive evolution from employees of any firm 
either national or international the CSR application is necessary for stakehold-
ers. It develops the physiological relationship between stakeholder and particular 
organization. The commitment of a specific company for domain is based upon 
the different internal and external factors, in which the organizational culture or 
attitude of colleagues among themselves plays a crucial role in the progress of an 
institute (Alves, Booth, & Fryzeł, 2019). It is said that the organizational envi-
ronment is precursor for the activity of CSR however, there is limited empirical 
evidence as to how different culture configurations play a role in the evolution of 
CSR. Galbreath (2010) stated that a lack of both theoretical and empirical atten-
tion to exploring the understanding of the drivers that affect CSR. Turker (2018) 
differentiates the components into various groups as micro level, internal CSR 
policies and external CSR pressure. Hayat & Afshari (2022) examine the signifi-
cant role of organizational culture in influencing the implementation of internal 
Corporate Social Responsibility (CSR) measures and explore the resulting im-
pact on employee well-being. The main emphasis lies on the perceptions held by 
employees regarding the internal CSR practices implemented by their respective 
organizations. Due to the scarcity of studies in the CSR field that utilize self-re- 
ported performance variables, the investigation places particular importance on 
considering the perception of employees who are the primary beneficiaries of 
internal CSR actions, as the main unit of analysis (Ruiz-Palomino, Morales-Sánchez, 
& Martínez-Cañas, 2021). 

Moreover, the association between corporate social responsibility (CSR) and 
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organizational psychology entails reciprocal advantages. The incorporation of 
organizational psychology into CSR paves the way for innovative research, de-
parting from the traditional approach of regarding CSR as a distinct field of 
study aimed at external audience. While organizational psychology has tradi-
tionally focused on financial productivity and short-term performance, a shift 
towards considering employee well-being and long-term outcomes can foster a 
more sustainable relationship between employees and employers. The conver-
gence of organizational psychology with CSR provides a distinctive standpoint, 
recognising that employees are driven by factors beyond financial objectives. By 
surpassing the constraints imposed by an emphasis on immediate gains, this in-
tegrated approach creates opportunities for insightful research that examines 
work dynamics from a fresh perspective. The manuscript is structured to offer 
an overview of CSR, delve into its integration with organizational psychology, 
and propose a research agenda that underscores potential synergies for future 
exploration (Saha, Shashi, Singh, & Dahiya, 2020). 

2. Overview of CSR 

The evolution of conceptualisations of Corporate Social Responsibility (CSR) 
has primarily concentrated on the institutional and macro levels, resulting in a 
multitude of overlapping and occasionally confusing definitions within various 
schools of thought. Carroll (1999) and Waddock (2008) emphasize the diversity 
of perspectives, with Peloza (2009) identifying 36 distinct ways to measure CSR. 
Terms such as corporate citizenship, corporate social performance, stakeholder 
theory, sustainability, and sustainable development have been used interchan-
geably with CSR (Omidi & Dal Zotto, 2022). 

2.1. Navigating the Diverse Definitions 

CSR entails the concern for the well-being of others and the environment, with 
the aim of creating value for the business. It is manifested through a company’s 
strategies and operational practices in managing relationships with key stake-
holders and the natural environment. For scholars focusing on micro-CSR, the 
absence of a universally accepted definition presents both challenges and op-
portunities. The lack of clarity makes it difficult to generalise findings on CSR, 
necessitating scholars to precisely define CSR in their studies. However, the 
broad nature of CSR allows for significant variation in how employees perceive 
it. Some may interpret CSR as a moral obligation of a firm, encompassing envi-
ronmental stewardship and equitable compensation, while others may view it as 
strengthening relationships with key stakeholders. These diverse perceptions have 
the potential to influence employee attitudes and behaviors in different ways 
(Guzzo, Abbott, & Madera, 2020). 

2.2. Taxonomy of CSR 

When considering the conceptualisations and taxonomies of Corporate Social 
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Responsibility (CSR) that have been previously discussed, there are challenges 
that arise for organizational psychologists who are tasked with the measurement 
of internal CSR. The taxonomy of CSR, places emphasis on the embedded nature 
of CSR within the daily operations of a company, involving every employee. As a 
result, the extent to which CSR is embedded within a company may vary, thus 
influencing the perceptions of employees. The perceptions of employees regard-
ing CSR can differ, and this in turn can influence their work attitudes and beha-
vior in various ways. For example, some employees may view non-substantive 
CSR as greenwashing, which can have a negative effect on their perceived values 
alignment with the organization. On the other hand, some employees may pri-
oritise the impact of CSR on the organization’s reputation, finding that the sym-
bolic CSR has a positive influence on their organizational identification. Addi-
tionally, employees may respond positively to instrumental CSR, perceiving it 
favorably if it creates value for the company. However, there are also individuals 
who insist on normative CSR and view profit-driven CSR as hypocritical. These 
examples demonstrate that the impact of CSR on employees is highly dependent 
on individual differences, personal values, and self-concepts areas that have been 
extensively explored in the field of organizational psychology (Bhatia & Mohsin, 
2020). In essence, organizational psychology provides an opportunity to deepen 
our understanding of the implications of CSR at a more profound level. 

3. Research Question and Objectives 

The primary objective of this systematic review is to evaluate and consolidate the 
existing body of literature regarding the correlation between Corporate Social 
Responsibility (CSR) practices and the well-being of employees. To address this 
inquiry, the following specific objectives will be pursued: 

1) Scrutinize and categorize pertinent studies on CSR practices and employee 
well-being.  

2) Assess the methodological rigor of the selected studies.  
3) Combine the findings to identify common trends and variations. 

4. Theoretical Review 
4.1. Employee Happiness 

Employee happiness refers to the overall sense of contentment and well-being 
experienced by individual within their professionals’ roles (Opatha & Uresha, 
2020). It encompasses feelings of satisfaction fulfillments and positivity derived 
from various aspects of work life such as job satisfaction, personal growth op-
portunities work life balance and supportive relationship with colleagues and 
supervisor. Employee happiness is subjective and reflects individuals’ percep-
tions of their work experiences and environment.  

4.2. Internal Corporate Social Responsibility 

Internal CSR denotes the voluntary initiative policies and practice adopted by 
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organizations to integrate social and environmental concerns into their opera-
tions and relationship with employee (Low, 2014). It encompasses actions aimed 
at enhancing employee well-being fostering a positive organizational culture and 
contributing to social and environmental sustainability within organization. In-
ternal CSR initiative may include programs related to employee welfare diversity 
and inclusion, ethical labor, training and development, health and safety suppor-
tive and socially responsible workplace environment that promote employee sa-
tisfactions and engagement while aligning with the organizational broader CSR 
objectives.  

4.3. Organizational Culture 

Organizational culture refers to the shared values, beliefs, norms, and practice 
that characterise collective behaviors and identity of an organization. It encom-
passes the overall atmosphere attitude and social dynamics within the organiza-
tion that influence employee interactions perceptions of work environment and 
approaches to work related tasks and responsibilities (Tran, 2020). Organiza-
tional culture extends beyond employee happiness and internal CSR to encom-
passes all aspects of organizational life, including external relationship, strategic 
objectives, and the organizational identity. While employee happiness and in-
ternal CSR are specific dimension of organizational culture focused on employee 
wellbeing and social responsibility, organizational culture encompasses a broad-
er range of organizational behaviors and dynamics.  

5. Methodology 

Data was collected from different sources including databases, search engines 
(google scholars, Pub Med, Eric, EBSCOhost, and ProQuest). The evaluation of 
selected article was based on systematic analysis and according to formula know 
as Boolean formula which screened down the articles up to narrow range for 
specific topic as per requirements. This study was done during the time of six 
month from January 2023 to July 2023. The chosen methodology integrates 
quantitative analysis to evaluate existing literature and qualitative, methods to 
corroborate findings and provide deeper insight into employee perception and 
experience.  

5.1. Rationales for Methodical Approaches 

The decision to adopt said method approached stems from the complexity of re-
search questions which require an abstruse understanding of the relationship 
between CSR practice, organizational culture, and employee happiness. By ana-
lysing the literature available on the theme and with qualitative inquiry, this study 
seeks to capture both the breadth and depth of the phenomenon under investi-
gation. Data analysis allows for the systematics trends and variation facilities ex-
ploration of employee perceptions, attitude and experience related to CSR prac-
tice and finding. This approach enhances insight that complement quantitative 
findings of published research and increases the robustness and validity of the 
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study by triangulation data from multiple sources and perspectives.  

5.2. Data Extractions Process 

The data extraction processes involve several steps to ensure a systemics and 
comprehensive review of relevant literature. Initially a thorough search is con-
ducted across various databases, including PubMed, PsycINFO, and Business 
Sources Complete using relevant keywords of CSR, employee well-being and or-
ganizational culture. Boolean operators are employed to refine search queries and 
identify pertinent search articles. Upon retrieving relevant articles, a screening 
process is implemented based on predefined inclusion and exclusion criteria. 
Studies selected for inclusion are peer reviewed articles that focus on CSR prac-
tice and their impact on employee well-being incorporating quantitative or qua-
litative data analysis and encompassing a wide range of industries and organiza-
tional sizes. Studies that do not meet criteria or lack relevance to the search 
questions are excluded.  

5.3. Inclusion and Exclusion Criteria 

Studies that satisfy the following criteria are included: 
1) Publication in peer-reviewed journals with emphasis on CSR practices and 

their impact on employee well-being.  
2) Incorporation of quantitative or qualitative data analysis.  
3) Encompassing a wide range of industries and organizational sizes.  
4) Studies are excluded if they cannot be accessed, lack relevance to CSR and 

employee well-being, or are not peer-reviewed. 

5.4. Search Strategy 

A comprehensive exploration is conducted in electronic databases such as 
PubMed, PsycINFO, and Business Source Complete. Keywords will encompass 
various forms of “CSR,” “employee wellbeing,” and related terminology. Boolean 
operators are employed to refine search queries. 

5.5. Data Extraction 

Data is extracted using a predetermined template, capturing essential details 
such as study design, sample characteristics, CSR practices under examination, 
and outcomes pertaining to employee well-being. 

5.6. Data Synthesis 

A narrative synthesis is undertaken to summarize the findings. If feasible, me-
ta-analysis will be considered for studies with comparable methodologies and 
outcomes. 

5.7. Reporting 

This study adheres to the PRISMA (Preferred Reporting Items for Systematic 
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Reviews and Meta-Analyses) guidelines to ensure transparency and complete-
ness in the reporting process. 

The Boolean formula utilized in this investigation encompassed strategic utiliza-
tion of keywords and operators to screen pertinent research articles from databas-
es such as Google Scholar, Pub Med, Eric, EBSCOhost, and ProQuest. Through 
the amalgamation of terms pertaining to “CSR,” “employee well-being,” and re-
lated lexicon, the formula enhanced search queries to guarantee all-encompassing 
coverage of the selected subject matter. This systematic approach was designed 
to produce a focused compilation of studies suitable for a comprehensive ex-
amination of the correlation between Corporate Social Responsibility practices 
and employee contentment. Figure 1 provides the details of screening process in 
this study using Boolean formula.  

6. Results 

Internal CSR and employee happiness have been evaluated to conclude that both 
need to move analogously for the progress and development of organizations. 
The investigation conducted a thorough examination of the interaction between 
internal Corporate Social Responsibility (CSR) initiatives and employee well-being, 
uncovering a critical parallel association between employee values, self-concepts 
and holistic corporate initiatives for employee engagement and work-life balance 
(Sanusi & Johl, 2020; Bhatia & Mohsin, 2020; Omidi & Dal Zotto, 2022) and to 
proactively enhance employee experiences that create a sense of fulfillment for 
their personal and social expectations. The results emphasized that, to achieve 
ongoing progress and advancement within a particular work environment, both 
internal CSR practices and employee well-being must align harmoniously. The 
assessment highlighted the reciprocal nature of this relationship, underscoring 
the significance of cultivating a workplace culture that integrates CSR measures. 
By integrating CSR policies, such as staffing, training, work-life balance, and di-
versity promotion, with the pursuit of employee welfare, organizations can 
greatly enhance their overall effectiveness (Alatawi, Ntim, Zras, & Elmagrhi, 
2023; Omidi, & Dal Zotto, 2022).  

This alignment was recognized as a strategic necessity, contributing not only 
to job satisfaction but also to the broader commitment of the organization. The 
CSR policies has been shown in Table 1. The investigation thus illuminated the 
complex dynamics between internal CSR and employee well-being, underscor-
ing their interdependent role in driving positive outcomes in a workplace con-
text. 

Organizational variables encompass the configuration of ownership, the 
composition of the executive board, the strategic orientation, and the corporate 
culture. The cultivation of a supportive culture towards Corporate Social Re-
sponsibility (CSR) presents a significant hurdle for organizations, as culture ex-
erts influence on the way socially responsible practices are instituted by organi-
zations. 
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Table 1. Overview of CSR policies in particular study. 

Authors Internal CSR Policies 

Diaz-Carrion et al. (2019) 

Staffing, training, and development 

Performance appraisal and career management 

Compensation 

Work-life balance 

Jamali et al. (2015) 

Management of employment relationships 

Prevention of health and safety at work 

Training and continuous development 

Diversity and equal opportunities 

Fair remuneration and social benefits 

Communication, transparency, and social dialogue 

Attraction and retention of employees 

Garcia-Del Junco et al. (2014) 

Work-life balance and equal opportunities 

Adaptability to change 

Occupational health and safety 

Dupont et al. (2013) 

Recruitment and employment access 

Training and career development 

Wellbeing in the workplace 

Albdour & Ikhlas (2012) 

Training and education 

Health and safety 

Work-life balance 

Workplace diversity 

Human rights 

Cornelius et al. (2008) 

Non-discrimination policies in the workplace 

Equal opportunities statements and implementation plans 

Statement on normal working hours, maximum overtime, and fair wage structures 

Staff development, in-house education, and vocational training 

The right of freedom of association, collective bargaining, and complaints procedures 

Protection of human rights within the company’s own operations 

 

 

Figure 1. Data Search Process using Boolean formula for screening specific articles according to domain. 
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Although the Competing Values Framework (CVF) proposed by Cameron 
and Quinn (1999) is widely acknowledged as a robust model for assessing orga-
nizational culture, the existing body of literature indicates a correlation between 
organizational culture and Corporate Social Responsibility (CSR) Al-Ghazali, & 
Sohail, 2021). CVF model proposed four different types of cultural typologies to 
explain cultural structure in organisations. These four typologies are; human re-
lations and development (clan) culture, hierarchy (bureaucracy) culture, market 
culture and harmony with the environment (adhocracy) culture (Cameron & 
Quinn, 1999). 

However, empirical research exploring the relationship between the various 
cultural types identified by Cameron and Quinn (1999) and CSR is scarce (Ku-
charska & Kowalczyk, 2019). Pasricha et al. (2018), utilising Cameron and Quinn’s 
model (1999), suggest that clan and adhocracy cultures are likely to have a positive 
impact on both internal and external CSR practices. Furthermore, Übius and 
Alas (2009) discover that the four cultural configurations identified by Cameron 
and Quinn (1999) can predict CSR outcomes. Based on these observations, we 
formulate the following hypotheses in Table 2. 

This research concentrates on measuring the perception of employee regard-
ing their level of satisfaction, the socially responsible initiative carried out by 
their organization, and overall culture within the company. The investigation 
involves individual working in various sectors and organizations of different 
sizes, all of which are headquartered in different countries across the world. This 
paper undertakes a comprehensive examination to investigate the potential im-
pact of organizational culture, particularly the function of internally Cooperative 
Social Responsibility (CSR), on the contentment of employees during their work 
hours and draws its methodological vision from works of Kunda, Ataman, & 
Kartaltepe (2019) on corporate social responsibility and organizational citizen-
ship behaviour. 

The information depicted in Table 3 represents a concise overview of the dis-
coveries derived from the chosen studies incorporated in the comprehensive 
examination. These investigations encompass a variety of methodologies, in-
cluding surveys administered by different researchers exploring the employee 
and industrial factors associated with CSR and well-being. The survey responses 
illustrated in Table 3 do not originate from primary research conducted for this 
article, but rather represent a consolidation of existing studies included in the 
comprehensive examination. These factors show the higher representation in 
smaller companies, employee less than 50 individuals, but with a considerable 
annual revenue exceedingly more than 2 million dollars. 

Most of the participant having the higher level of education, containing com-
pleted more than 15 years of schooling and have an average age of 37 year.  

Table 3 outlines essential characteristics of respondents surveyed across vari-
ous categories in the research study. Each row represents a distinct category, 
while the columns detail the absolute frequency and percentage of respondents 
within each category. 
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Table 2. Four domain or hypothesis and their association with CSR. 

Hypothesis Organizational Culture Association with Internal CSR 

H1 Clan Positive 

H2 Adhocracy Positive 

H3 Market Positive 

H4 Hierarchy Positive 

 
Table 3. Key characteristics of survey respondents across various categories. 

Characteristics Absolute Frequency Percentage 

Domain   

Construction 220 20.2 

Industrial 350 55.6 

Service missing case 40 4.4 

Value of working community 

1 - 10 144 20.1 

11 - 50 135 30.6 

51 - 100 40 3.8 

101 - 150 66 2.8 

151 - 200 44 8.8 

Annual Income in Dollars 

50 45 5.8 

100 23 8.2 

500 78 2.1 

1000 111 11.7 

Biological Sex 

Women 358 37.9 

Men 651 65.4 

Work age group in year 

1 130 13.8 

1 - 5 256 28.6 

6 - 10 163 17.4 

11 - 15 30 3.2 

Analysis of Corporate Social Responsibility (CSR) Metrics across Different Domains, 
Working Communities, Income Levels, Biological Sex, and Work Age Groups. 

 
Characteristics column specifies the different categories of respondents sur-

veyed, such as their work domain (e.g., construction, industrial, service), the size 
of their working community (e.g., number of employees), their annual income 
range, biological sex, and work age group. Absolute Frequency: This column in-
dicates the total count of respondents falling into each category. Percentage: This 
column illustrates the percentage of respondents relative to the overall respon-
dent count, providing insights into the distribution of respondents across dif-
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ferent categories. The table aims to offer a comprehensive snapshot of respon-
dent characteristics, facilitating a better understanding of the demographic and 
professional diversity within the research sample. 

Figure 2 presents a more nuanced look into the data set of the published re-
search, and it is evident that much of internal CSR primary research has histori-
cally focused on Industrial community. We also see skewness in the representa-
tion of women or other gender minorities in the research which may be indica-
tive of the inherent gender bias in the research. With focus shifting to other 
represented communities, we might come to more insightful correlations be-
tween employee happiness and internal CSR. The data variables about the size of 
company and number of years of employment reconfirm conclusions from Ta-
ble 2 and Table 3 that smaller-sized organizations where employees have at least 
spent 5 years with the company show higher levels of employee satisfaction and 
happiness resultant from the internal CSR activities of training and develop-
ment, work-life balance, fair practices, diversity, and human rights.  

7. Discussion 

The discourse revolves around unraveling the intricate dynamics among internal 
Corporate Social Responsibility (CSR) practices, organizational culture, and em-
ployee happiness. The study underscores the reciprocal connection between CSR 
initiatives and employee well-being, emphasizing the necessity for both to progress 
in tandem for the advancement of a specific work environment. It emphasizes 
that aligning internal CSR practices with employee welfare is not merely a strategic 

 

 

Figure 2. Data set percentages of study variables based on secondary research. 
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maneuver for job satisfaction but also contributes to broader organizational 
commitment (Amrutha & Geetha, 2021). 

The study highlights the strategic importance of cultivating a workplace cul-
ture that seamlessly integrates CSR measures. Through the incorporation of pol-
icies pertaining to staffing, training, work-life balance, and diversity promotion, 
organizations can significantly augment overall effectiveness (Drummond et al., 
2017). This approach aligns with the broader commitment of the organization, 
emphasizing the need for holistic strategies that consider employee well-being 
alongside operational practices. Internal CSR policies, which encompass staffing, 
training and development, performance appraisal, career management, compensa-
tion, work-life balance, diversity promotion, and occupational health and safety, 
posit that organizations should adopt a comprehensive CSR approach that tran-
scends mere legal and ethical compliance (Vasconcelos, 2023). 

The study contributes theoretically by expanding CSR research to incorporate 
the construct of happiness in the analysis of internal CSR. This shift from tradi-
tional economic-focused perspectives broadens the understanding of social out-
comes associated with CSR initiatives (Dutschke, Jacobsohn, Dias, & Combadão, 
2019). Furthermore, the investigation delves into the relationships between or-
ganizational culture types (clan, adhocracy, market, hierarchy) and internal CSR, 
offering hypotheses for future research. From a practical perspective, the study 
provides valuable insights for organizations to strategically foster internal CSR 
by aligning with specific organizational cultures, such as adhocracy and clan 
cultures (Bibi et al., 2022).  

8. Theoretical Advancement 

The study presents significant theoretical contributions while offering practical 
implications for both organizational strategies and policy development. In terms 
of theoretical advancements, it expands the existing literature on Corporate So-
cial Responsibility (CSR) by incorporating the construct of happiness into the 
analysis of internal CSR, thereby highlighting its positive impact on employee 
well-being. This broadens the scope of research beyond the traditional focus on 
economic benefits, shedding light on the social outcomes that are often over-
looked. Moreover, the research addresses a gap in the literature by examining 
company culture as a precursor to internal CSR. Specifically, it explores the rela-
tionship between mechanical cultures (hierarchy and market) and internal CSR 
(Chen, Hong, & Occa, 2019).  

Additionally, it investigates the mediating role of CSR between organizational 
culture and employee happiness, providing nuanced insights into the interplay 
among these factors. This lends protracted depth to the existing body of know-
ledge, which has predominantly focused on the relationship between organic 
cultures (clan and adhocracy) and internal CSR. Another notable contribution of 
this study is the generation of knowledge from the employee perspective, which 
is a less common approach in the literature on internal CSR that typically relies 
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on managerial data. This shift in focus offers a more comprehensive under-
standing of how internal CSR practices are perceived by the workforce (Haque, 
Fernando, & Caputi, 2021). From a practical standpoint, the study offers valua-
ble insights for organizations, suggesting a strategic approach to fostering inter-
nal CSR by cultivating specific organizational cultures, such as adhocracy and 
clan cultures. By aligning these cultural values with tangible CSR practices, such 
as initiatives related to occupational health and safety, work-life balance policies, 
and equal opportunities, organizations can enhance employee happiness (Kim, 
Woo, Uysal, & Kwon, 2018). 

This strategic approach becomes particularly relevant in the context of the 
COVID-19 pandemic, where teleworking has highlighted the importance of 
supportive organizational cultures that prioritise employee well-being. Further-
more, the study encourages organizations to systematically implement CSR 
practices that are aligned with their cultural settings. For example, companies 
with a clan culture can develop comprehensive training plans for all employees, 
promoting non-discrimination in training opportunities. This not only fosters a 
perception of fairness but also enhances employee identification with the organ-
ization, thereby contributing to overall job satisfaction. Policymakers can leve-
rage the insights from this study to formulate strategies that promote socially 
responsible behavior among companies (Kim, Woo, Uysal, & Kwon, 2018; Feli-
cetti, Ammirato, Corvello, Iazzolino, & Verteramo, 2022). Financial support and 
targeted communication campaigns can serve as effective tools to encourage the 
adoption of CSR practices. The study is aligned with the United Nations’ Sus-
tainable Development Goals, providing a foundation for policymakers to define 
institutional policies that prioritize job quality and advocate for CSR practices as 
integral components of corporate responsibility (Choudhury & Mohanty, 2019). 

In summary, this study contributes not only to theoretical advancements in 
the literature on CSR but also offers practical guidance for organizations and po-
licymakers. It underscores the importance of incorporating employee perspec-
tives into CSR research, providing a holistic understanding that can drive posi-
tive changes in organizational culture and practices.  

9. Limitations and Prospects for Future Research 

This investigation acknowledges the constraints associated with spatial, tempor-
al, and model-dependent factors. The spatial restriction arises from the focus of 
this study on a singular nation, which hampers the ability to make more exten-
sive generalizations. To address this limitation, future research endeavors could 
undertake cross-cultural analyses, encompassing countries with divergent cul-
tural and institutional contexts. Exploring the impact of national influences on 
business culture, internal corporate social responsibility (CSR), and employee 
well-being would be of great value (Vuong & Bui, 2023). Temporal limitations 
arise from the cross-sectional nature of the data, which prompts the suggestion 
of longitudinal investigations to validate causal relationships over time. 
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Furthermore, the research model itself possesses inherent limitations. The 
complexity of happiness as a multidimensional concept is duly recognised, and 
future refinements could involve the incorporation of additional variables both in-
ternal (e.g., socio-demographic factors) and external (e.g., external CSR) that may 
have an impact on employee happiness. Additionally, the findings of this study 
suggest the mediating role of organizational culture in the relationship between 
internal CSR and employee happiness, which opens avenues for further explora-
tion in future research (Diaz-Carrion, López-Fernández, & Romero-Fernandez, 
2019).  

10. Concluding Insights 

This study posits that the clan and adhocracy cultures exert a more pronounced 
influence on internal CSR, compared to the other two cultural configurations. 
The adhocracy culture, characterized by flexibility, innovation, and creativity, 
along with the features of clan culture, such as a focus on employee well-being, 
autonomy, communication, training, and supervisor support, are found to be 
positively associated with increased engagement in internal CSR actions. It is 
worth noting that these findings contribute to the existing body of literature on 
CSR and organizational culture, but further research is needed to validate and 
expand upon these observations. Therefore, this study lays the groundwork for 
future investigations into the intricate relationships between cultural configura-
tions and internal CSR initiatives. The analysis underscores that increased efforts 
in internal CSR by companies correspond with elevated levels of happiness among 
employees. Notably, occupational health and safety practices emerge as the most 
impactful factor on employee happiness. 

In summary, this study emphasizes the importance of translating cultural 
attributes from adhocracy and clan cultures into practical implementation through 
the execution of internal CSR activities. Initiatives such as maintaining work-life 
balance, implementing equal opportunity measures, and upholding occupational 
health and safety practices significantly contribute to enhancing employee hap-
piness. 

11. Future Research 

Including spatial and temporal constraints, the study suggests that future re-
search could undertake cross-cultural analyses for broader generalizability. Ad-
ditionally, the cross-sectional nature of the data prompts recommendations for 
longitudinal investigations to substantiate causal relationships over time. In sum-
mary, the study not only advances theoretical understanding by integrating hap-
piness into CSR research but also provides practical guidance for organizations 
aiming to enhance employee satisfaction. By emphasizing the reciprocal rela-
tionship between internal CSR, organizational culture, and employee well-being, 
the study contributes to a holistic perspective that can drive positive changes in 
organizational practices and culture. 

https://doi.org/10.4236/jss.2024.124030


U. Zaidi 
 

 

DOI: 10.4236/jss.2024.124030 454 Open Journal of Social Sciences 
 

Conflicts of Interest 

The author declares no conflicts of interest regarding the publication of this pa-
per. 

References 
Alatawi, I. A., Ntim, C. G., Zras, A., & Elmagrhi, M. H. (2023). CSR, Financial and 

Non-Financial Performance in the Tourism Sector: A Systematic Literature Review and 
Future Research Agenda. International Review of Financial Analysis, 89, Article ID: 
102734. https://doi.org/10.1016/j.irfa.2023.102734 

Albdour, A. A., & Ikhlas, A. (2012). Corporate Social Responsibility and Employee En-
gagement in Jordan. International Journal of Business and Management, 7, 89-105.  
https://doi.org/10.5539/ijbm.v7n16p89 

Al-Ghazali, B. M., & Sohail, M. S. (2021). The Impact of Employees’ Perceptions of CSR 
on Career Satisfaction: Evidence from Saudi Arabia. Sustainability, 13, Article 5235.  
https://doi.org/10.3390/su13095235 

Alves, A. A., Booth, P, & Fryzel, B. (2019). Business Culture and Corporate Social Re-
sponsibility: An Analysis in the Light of Catholic Social Teaching with an Application 
to Whistle-Blowing. The Heythrop Journal, 60, 600-613.  
https://doi.org/10.1111/heyj.12331 

Amrutha, V. N., & Geetha, S. N. (2021). Linking Organizational Green Training and Vo-
luntary Workplace Green Behavior: Mediating Role of Green Supporting Climate and 
Employees’ Green Satisfaction. Journal of Cleaner Production, 290, Article ID: 125876.  
https://doi.org/10.1016/j.jclepro.2021.125876 

Bhatia, A., & Mohsin F. (2020). Comprehensive Literature Review on Workplace Happi-
ness Linked to Employee Outcomes. Test Engineering and Management, 83, 29266- 
29279. 

Bibi, S., Khan, A., Hayat, H., Panniello, U., Alam, M., & Farid, T. (2022). Do Hotel Em-
ployees Really Care for Corporate Social Responsibility (CSR): A Happiness Approach 
to Employee Innovativeness. Current Issues in Tourism, 25, 541-558.  
https://doi.org/10.1080/13683500.2021.1889482 

Cameron, K. S., & Quinn, R. E. (1999). Diagnosing and Changing Organizational Culture: 
Based on the Competing Values Framework. Addison-Wesley Publishing.  

Carroll, A. B. (1999). Corporate Social Responsibility: Evolution of a Definitional Con-
struct. Business & Society, 38, 268-295. https://doi.org/10.1177/000765039903800303 

Chen, Z. F., Hong, C., & Occa, A. (2019). How Different CSR Dimensions Impact Organ-
ization-Employee Relationships: The Moderating Role of CSR-Culture Fit. Corporate 
Communications: An International Journal, 24, 63-78.  
https://www.emeraldinsight.com/1356-3289.htm  
https://doi.org/10.1108/CCIJ-07-2018-0078 

Choudhury, S., & Mohanty, M. K. (2019). Drivers of Employee Engagement—A Chrono-
logical Literature Review Excluding India. Journal of Strategic Human Resource Man-
agement, 8, 32-46. 

Cornelius, N., Todres, M., Janjuha-Jivraj, S., Woods, A. & Wallace, J. (2008). Corporate 
Social Responsibility and the Social Enterprise. Journal of Business Ethics, 81, 355-370.  
https://doi.org/10.1007/s10551-007-9500-7 

Diaz-Carrion, R., López-Fernández, M., & Romero-Fernandez, P. M. (2019). Evidence of 
Different Models of Socially Responsible HRM in Europe. Business Ethics: A European 
Review, 28, 1-18. https://doi.org/10.1111/beer.12203 

https://doi.org/10.4236/jss.2024.124030
https://doi.org/10.1016/j.irfa.2023.102734
https://doi.org/10.5539/ijbm.v7n16p89
https://doi.org/10.3390/su13095235
https://doi.org/10.1111/heyj.12331
https://doi.org/10.1016/j.jclepro.2021.125876
https://doi.org/10.1080/13683500.2021.1889482
https://doi.org/10.1177/000765039903800303
https://www.emeraldinsight.com/1356-3289.htm
https://doi.org/10.1108/CCIJ-07-2018-0078
https://doi.org/10.1007/s10551-007-9500-7
https://doi.org/10.1111/beer.12203


U. Zaidi 
 

 

DOI: 10.4236/jss.2024.124030 455 Open Journal of Social Sciences 
 

Drummond, S., O’Driscoll, M. P., Brough, P., Kalliath, T., Siu, O. L., Timms, C., & Lo, D. 
(2017). The Relationship of Social Support with Well-Being Outcomes via Work-Family 
Conflict: Moderating Effects of Gender, Dependents and Nationality. Human Relations, 
70, 544-565. https://doi.org/10.1177/0018726716662696 

Dupont, C., Ferauge, O., & Giuliano, R. (2013). The Impact of Corporate Social Respon-
sibility on Human Resource Management: GDF SUEZ’s Case. International Business 
Research, 6, 145-155. https://doi.org/10.5539/ibr.v6n12p145 

Dutschke, G., Jacobsohn, L., Dias, A., & Combadão, J. (2019). The Job Design Happiness 
Scale (JDHS). Journal of Organizational Change Management, 32, 709-724.  
https://doi.org/10.1108/JOCM-01-2018-0035 

Espasandín-Bustelo, F., Ganaza-Vargas, J., & Diaz-Carrion, R. (2021). Employee Happi-
ness and Corporate Social Responsibility: The Role of Organizational Culture. Em-
ployee Relations, 43, 609-629. https://doi.org/10.1108/ER-07-2020-0343 

Felicetti, A. M., Ammirato, S., Corvello, V., Iazzolino, G., & Verteramo, S. (2022). Total 
Quality Management and Corporate Social Responsibility: A Systematic Review of the 
Literature and Implications of the COVID-19 Pandemics. Total Quality Management 
& Business Excellence. ttps://doi.org/10.1080/14783363.2022.2049443 

Galbreath, J. (2010). The Impact of Strategic Orientation on Corporate Social Responsi-
bility. International Journal of Organizational Analysis, 18, 23-40.  
https://doi.org/10.1108/19348831011033195 

Garcia-Del Junco, J., Oviedo-Garcia, M. A., Castellanos-Verdugo, M., & Riquelme-Miranda, 
A. (2014). Organizational Learning Capacity and Its Impact on the Results in a Gov-
ernment Agency in Chile. International Public Management Journal, 17, 74-110.  
https://doi.org/10.1080/10967494.2014.874263 

Guzzo, R. F., Abbott, J., & Madera, J. M. (2020). A Micro-Level View of CSR: A Hospital-
ity Management Systematic Literature Review. Cornell Hospitality Quarterly, 61, 
332-352. https://doi.org/10.1177/1938965519892907 

Haque, A., Fernando, M., & Caputi, P. (2021). Responsible Leadership and Employee 
Outcomes: A Systematic Literature Review, Integration and Propositions. Asia-Pacific 
Journal of Business Administration, 13, 383-408.  
https://doi.org/10.1108/APJBA-11-2019-0243 

Hayat, A., & Afshari, L. (2022). CSR and Employee Well-Being in Hospitality Industry: A 
Mediation Model of Job Satisfaction and Affective Commitment. Journal of Hospitality 
and Tourism Management, 51, 387-396. https://doi.org/10.1016/j.jhtm.2022.04.008 

Jamali, D. R., El Dirani, A. M., & Harwood, I. A. (2015). Exploring Human Resource 
Management Roles in Corporate Social Responsibility: The CSR-HRM Co-Creation 
Model. Business Ethics: A European Review, 24, 125-143.  
https://doi.org/10.1111/beer.12085 

Jeong, J. G., Kang, S. W., & Choi, S. B. (2022). A Multilevel Study of the Relationship be-
tween CSR Promotion Climate and Happiness at Work via Organizational Identifica-
tion: Moderation Effect of Leader-Followers Value Congruence. International Journal 
of Environmental Research and Public Health, 19, Article 6637.  
https://doi.org/10.3390/ijerph19116637 

Kim, H., Woo, E., Uysal, M., & Kwon, N. (2018). The Effects of Corporate Social Respon-
sibility (CSR) on Employee Well-Being in the Hospitality Industry. International Jour-
nal of Contemporary Hospitality Management, 30, 1584-1600.  
https://doi.org/10.1108/IJCHM-03-2016-0166 

Kucharska, W., & Kowalczyk, R. (2019). How to Achieve Sustainability? Employee’s Point 
of View on Company’s Culture and CSR Practice. Corporate Social Responsibility and 

https://doi.org/10.4236/jss.2024.124030
https://doi.org/10.1177/0018726716662696
https://doi.org/10.5539/ibr.v6n12p145
https://doi.org/10.1108/JOCM-01-2018-0035
https://doi.org/10.1108/ER-07-2020-0343
https://doi.org/10.1080/14783363.2022.2049443
https://doi.org/10.1108/19348831011033195
https://doi.org/10.1080/10967494.2014.874263
https://doi.org/10.1177/1938965519892907
https://doi.org/10.1108/APJBA-11-2019-0243
https://doi.org/10.1016/j.jhtm.2022.04.008
https://doi.org/10.1111/beer.12085
https://doi.org/10.3390/ijerph19116637
https://doi.org/10.1108/IJCHM-03-2016-0166


U. Zaidi 
 

 

DOI: 10.4236/jss.2024.124030 456 Open Journal of Social Sciences 
 

Environmental Management, 26, 453-467. https://doi.org/10.1002/csr.1696 

Kunda, M. M., Ataman, G., & Kartaltepe, B. N. (2019). Corporate Social Responsibility 
and Organizational Citizenship Behavior: The Mediating Role of Job Satisfaction. 
Journal of Global Responsibility, 10, 47-68. https://doi.org/10.1108/JGR-06-2018-0018 

Low, M. P. (2014). Internal Corporate Social Responsibility: An Overview. Australian 
Journal of Basic and Applied Sciences, 8, 18-29. https://ssrn.com/abstract=3611542  

Macassa, G., McGrath, C., Tomaselli, G., & Buttigieg, S. C. (2021). Corporate Social Re-
sponsibility and Internal Stakeholders’ Health and Well-Being in Europe: A Systematic 
Descriptive Review. Health Promotion International, 36, 866-883.  
https://doi.org/10.1093/heapro/daaa071 

Omidi, A., & Dal Zotto, C. (2022). Socially Responsible Human Resource Management: 
Systematic Literature Review and Research Agenda. Sustainability, 14, Article 2116.  
https://doi.org/10.3390/su14042116 

Opatha, H. H. D. P. J., & Uresha, K. I. (2020). HRM and Its Impact on Employee Happi-
ness: An Empirical Study on Sri Lankan Employees. Asian Journal of Social Sciences 
and Management Studies, 7, 114-123.  
https://doi.org/10.20448/journal.500.2020.72.114.123 

Pasricha, P., Singh, B., & Verma, P. (2018). Ethical Leadership, Organic Organizational 
Cultures and Corporate Social Responsibility: An Empirical Study in Social Enterpris-
es. Journal of Business Ethics, 151, 941-958. https://doi.org/10.1007/s10551-017-3568-5 

Peloza, J. (2009). The Challenges of Measuring Financial Impacts of Investments in Cor-
porate Social Performance. Journal of Management, 35, 1518-1541.  
https://doi.org/10.1177/0149206309335188 

Ruiz-Palomino, P., Morales-Sánchez, R., & Martínez-Cañas, R. (2021). Corporate Sustai-
nability, Ethics and Employee Satisfaction. Sustainability, 13, Article 11964.  
https://doi.org/10.3390/su132111964 

Saha, R., Shashi, K., Cerchione, R., Singh, R., & Dahiya, R. (2020). Effect of Ethical Lea-
dership and Corporate Social Responsibility on Firm Performance: A Systematic Re-
view. Corporate Social Responsibility and Environmental Management, 27, 409-429.  
https://doi.org/10.1002/csr.1824 

Sanusi, F. A., & Johl, S. K. (2020). A Proposed Framework for Assessing the Influence of 
Internal Corporate Social Responsibility Belief on Employee Intention to Job Continu-
ity. Corporate Social Responsibility and Environmental Management, 27, 2437-2449.  
https://doi.org/10.1002/csr.2025 

Tran, Q. H. (2020). Organisational Culture, Leadership Behaviour and Job Satisfaction in 
Vietnam Context. International Journal of Organizational Analysis, 29, 136-154.  
https://doi.org/10.1108/IJOA-10-2019-1919 

Turker, D. (2018). Managing Social Responsibility. Springer International Publishing.  
https://doi.org/10.1007/978-3-319-91710-8 

Übius, Ü, & Alas, R. (2009). Organizational Culture Types as Predictors of Corporate So-
cial Responsibility. Engineering Economics, 61, 90-99.  

Vasconcelos, A. F. (2023). Organizational Spirituality: A Literature Review and Research 
Agenda. International Journal of Organizational Analysis, 31, 2979-3001.  
https://doi.org/10.1108/IJOA-04-2022-3230 

Vuong, T. K., & Bui, H. M. (2023). The Role of Corporate Social Responsibility Activities 
in Employees’ Perception of Brand Reputation and Brand Equity. Case Studies in 
Chemical and Environmental Engineering, 7, Article ID: 100313.  
https://doi.org/10.1016/j.cscee.2023.100313 

https://doi.org/10.4236/jss.2024.124030
https://doi.org/10.1002/csr.1696
https://doi.org/10.1108/JGR-06-2018-0018
https://ssrn.com/abstract=3611542
https://doi.org/10.1093/heapro/daaa071
https://doi.org/10.3390/su14042116
https://doi.org/10.20448/journal.500.2020.72.114.123
https://doi.org/10.1007/s10551-017-3568-5
https://doi.org/10.1177/0149206309335188
https://doi.org/10.3390/su132111964
https://doi.org/10.1002/csr.1824
https://doi.org/10.1002/csr.2025
https://doi.org/10.1108/IJOA-10-2019-1919
https://doi.org/10.1007/978-3-319-91710-8
https://doi.org/10.1108/IJOA-04-2022-3230
https://doi.org/10.1016/j.cscee.2023.100313


U. Zaidi 
 

 

DOI: 10.4236/jss.2024.124030 457 Open Journal of Social Sciences 
 

Waddock, S. (2008). Corporate Responsibility/Corporate Citizenship: The Development 
of a Construct. In A. G. Scherer, & G. Palazzo (Eds.), Handbook of Research on Global 
Corporate Citizenship (pp. 50-73). Edward Elgar Publishing.  
https://doi.org/10.4337/9781848442924.00009 

 

https://doi.org/10.4236/jss.2024.124030
https://doi.org/10.4337/9781848442924.00009

	CSR and Employee Happiness: A Systematic Review and Critique of Organizational Cultures for Employee Satisfaction
	Abstract
	Keywords
	1. Introduction
	2. Overview of CSR
	2.1. Navigating the Diverse Definitions
	2.2. Taxonomy of CSR

	3. Research Question and Objectives
	4. Theoretical Review
	4.1. Employee Happiness
	4.2. Internal Corporate Social Responsibility
	4.3. Organizational Culture

	5. Methodology
	5.1. Rationales for Methodical Approaches
	5.2. Data Extractions Process
	5.3. Inclusion and Exclusion Criteria
	5.4. Search Strategy
	5.5. Data Extraction
	5.6. Data Synthesis
	5.7. Reporting

	6. Results
	7. Discussion
	8. Theoretical Advancement
	9. Limitations and Prospects for Future Research
	10. Concluding Insights
	11. Future Research
	Conflicts of Interest
	References

