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Sammanfattning/ Abstract 
Background: During the last decades there has been an increased focus on companies’ shouldering 
a greater social responsibility. This is due to globalisation, increased concern for environmental 
issues and human rights and consumer activism. These issues in combination with high-profile 
corporate scandals have highlighted the concept of CSR. CSR implies a greater social, ethical and 
environmental responsibility for companies. CSR indicates a need to take all the stakeholders into 
consideration. In this thesis we have chosen to focus on the employees. 
 

Purpose: The purpose of this thesis is to, through a theoretical exposition, investigate and analyse 
the concept of CSR, with a main focus on CSR from an employee perspective and its relation to 
employee wellbeing. This focus will also be illuminated with empirical data. 
 

Conduction of thesis: This thesis has been carried out through a theoretical exposition and by 
conducting eight interviews at a publishing company. 
 

Results: Regarding CSR from an employee perspective, we categorised different factors into four 
groups. These were physical working environment, formal contracts and agreements, 
organisational power structure and ethical aspects. The empirical findings showed that all the 
factors were perceived as important for employee wellbeing but it also pointed to that some factors 
were taken for granted.  
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1 Introduction 
This first chapter aims to present our subject in focus; Corporate Social Responsibility. The 
background is followed by a problem discussion, which in turn will lead us to the purpose of this 
study. The purpose is broken down into three research questions. Thereafter the scope of the 
thesis and central concept are described, and finally a disposition is presented. 
 

1.1 Background 

“CSR is like motherhood and apple pie. Everybody is for it; who wants to make the case for 
companies becoming more unjust, unfair and irresponsible?” (Hutton, 2000:2). 
 
Traditionally the main purpose of business has been to achieve profitability by 
providing consumers with goods and services. In 1776, Adam Smith published 
“The Wealth of Nations” and observed that people enjoy their daily bread not 
thanks to the benevolence of their baker, but to the baker’s selfish pursuit of 
making profit. His economic theory of ‘the invisible hand’ states that the 
aggregated behaviour of people serves the public good better than any social 
planner could ever do (Henderson, 2002).  
 
Today, however, the question of whether companies should shoulder a greater 
social responsibility is widely debated and there is a widespread support for the 
concept of Corporate Social Responsibility (CSR) in the business world. 
According to the concept of CSR, a company should focus on other values than 
profitability and efficiency and therefore take greater responsibility for the 
societal and environmental consequences of their activities. Hence, a company’s 
license to operate and grow is no longer seen exclusively in terms of maximising 
profits (Kaptein & Van Tulder, 2003). Embedding an organisation in society – in 
a sustainable manner – has become a condition for continuity and growth. 
Companies establish CSR as part of their mission and core values in response to 
emerging issues from within the organisation while other companies have taken 
on CSR initiatives in response to consumer activism, government intervention 
and demands from investors (Gillis & Spring, 2001). Hence, there are different 
pressures, internal and external, leading companies to integrate CSR in their 



CSR with Focus on the Employee Perspective  Introduction
  
  

-2- 

operations.  
 
In opposition to the pressures for an increased social responsibility, there are a 
substantial number of opponents of CSR. The opponents include journalists, 
economists and managers who disagree regarding the need for companies to take 
a wider interest in societal and environmental issues. Some critics also regard 
CSR as solely a marketing tool.  
 
Although the CSR has gained much attention and acceptance in recent years, the 
social responsibility of business is not a new phenomenon. It has been on the 
agenda of public policy for centuries. However, over the last ten years the 
relationship between companies and society has been especially highlighted and 
there has been concerns for an increased transparency and accountability for 
businesses. This is due to, among other things, increased globalisation, and 
greater concern for environmental issues, human rights and employment issues 
(Osborne, 2002). These issue of CSR has also been highlighted due to high-
profile scandals that have rocked consumer and employee confidence and 
shamed business leaders across the globe; for example Enron Corp., WorldCom 
Inc, and Andersen LLP With this in mind it should come as no surprise that 
corporations are putting more effort than ever into demonstrating their 
commitment to act in a socially responsible manner (Osborne, 2002). The above 
mentioned issues have led to an increased focus on companies to take on a 
greater societal and environmental responsibility, besides the bottom line profit 
(Hutton, 2000). Among the examples given most attention in the Swedish press 
recently is Ericsson and their extensive lay offs of personnel, the bribery scandal 
within Systembolaget1 and the much debated wages, pensions and bonuses at 
Skandia and ABB.  
 

1.2 Problem Discussion 

Social responsibilities may be viewed in terms of organisational stakeholders, that 
is those individuals or groups who have an interest in and/or are affected by the 
goals, operations and activities of the organisation (Mullins, 1999). In today’s 
society many demands are placed on corporations. They should be 
                                          
1 The Swedish state-controlled company for the sale of wine and spirits. 



CSR with Focus on the Employee Perspective  Introduction
  
  

-3- 

environmentally friendly, be able to handle their impact on communities all over 
the world and above all take care of their closest relations, the employees 
(Löhman & Steinholtz, 2003). 
 
When discussing CSR, it is mostly related to environmental concern and charity. 
However, the debate regarding CSR concerns the interests and demands from all 
stakeholders of the organisation, not only external demands from local 
communities and society as a whole. The company Förebildsföretaget conducted 
in 2002 a comprehensive survey revealing the Swedes’ general attitude to 
companies’ role in society. Löhman & Steinholtz (2003) present the result in their 
book “Det ansvarsfulla företaget” and it shows that the most important 
parameter characterising an excellent company is the companies’ responsibility 
towards their employees (for the inclusive list see appendix 3). This indicates that 
the internal demands and the concerns for the employees are of great importance 
in the discussion about CSR. This is not always recognised as a representative 
from the organisation Respect Europe points out; 
 
“When talking about companies’ social responsibility it is not always obvious to involve the 
employees” (Iweborg, 2002:25). 
 
CSR has received a great deal of attention lately and companies have begun to 
appoint CSR managers and implement different policies, following guidelines 
from the EU and the UN in response to increasing demands from customers and 
society. Despite the amplified covering in media there still exists a very vague 
understanding of the meaning of CSR, both in general terms and specifically 
from the perspective of the employees. Therefore we found it interesting to 
focus on the less debated group of stakeholders in the discussion of CSR, the 
employees, and how CSR affect their wellbeing in their workplace.  
 

1.3 Purpose 

The purpose of this thesis is to, through a theoretical exposition, investigate and 
analyse the concept of CSR, with a main focus on CSR from an employee 
perspective and its relation to employee wellbeing. This focus will also be 
illuminated with empirical data.   
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Research questions 
 

•  How has the concept of CSR evolved and what does it entail? 
•  What does CSR imply for the employees? 
•  How is CSR from an employee perspective related to employee wellbeing? 

 

1.4 Scope 

In order to define the concept of CSR we find it necessary to present the history 
of companies’ social responsibilities and how different concepts have evolved 
alongside CSR. This will be followed by a presentation of various definitions of 
CSR.  
 
Our focus is CSR from an employee perspective, which we will relate to 
employee wellbeing. The concept of CSR is very broad even when concentrating 
on employees. In order for us to cover this spectrum, we will, through our 
theoretical exposition (see section 4.2), identify groups. Within these groups we 
aim to distinguish factors, which will function as tools to reach an understanding 
of CSR from an employee perspective.  
 

1.5 Central Concept 

Our third research question entails the concept of employee wellbeing and in our 
thesis we often refer to this concept. We will therefore give our definition of 
employee wellbeing already in the introduction as we think it will be of use for 
the reader to know our standpoint.  
 
In order to provide the reader with an understanding of employee wellbeing we 
have chosen to discuss three well known theories; Maslow’s hierarchy of human 
needs, Herzberg’s two-factor theory and Rubenowitz’s theory regarding 
employee satisfaction. As a final point we will present our own point of view. 
 
Kaufmann & Kaufmann (1998) discuss Maslow’s hierarchy of human needs 
which facilitates our understanding of which needs control and motivate our 
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behaviour. The theory is not restricted to the workplace but has a more general 
scope. The theory, however, is often cited in connection with the workplace and 
we will do the same. According to Maslow’s hierarchy of human needs, 
individuals have five needs that they seek to satisfy; physical, safety, belonging, 
self-esteem and self-actualization. The first three needs are physical and social 
while the last two focus on individual development and progress. Each need has 
to be satisfied before the individual will focus on the next need. According to this 
theory, employees will seek satisfaction and increased wellbeing in the workplace 
only after the needs for personal and economical safety have been met. 
 
Herzberg’s (1959) theory was influenced by Maslow and his hierarchy of human 
needs theory. Herzberg’s (1959) two-factor theory states that employee 
satisfaction and motivation are dependent on the characteristics of the work 
place. The author identified several factors in the workplace and divided them 
into two groups. The first group was named motivational factors and examples 
of these factors are appreciation, responsibility and professional development. 
These factors create motivation when they are present in a workplace but if they 
are not present, it does not cause dissatisfaction among the employees. The 
second group was named hygiene factors and examples of these factors are wage-
structure, working environment and job security. The author claimed that 
hygiene-factors do not cause employee satisfaction but would cause 
dissatisfaction if they were lacking. 
 
The theory of Rubenowitz (1999) is similar to Maslow’s and Herzberg’s theories 
and the author proposes that work may satisfy a wide range of employee needs 
and therefore create employee wellbeing. Depending on the employee’s material 
and social standard of living, different needs have to be satisfied. Monotonous 
and non-engaging work may therefore be accepted by employees as a means to 
get paid. However, when an individual’s material standard is at an acceptable 
level, the employee will demand that work satisfies more needs than only 
monetary rewards, for example the need for connectedness, appreciation and 
self-esteem. 
 
In conclusion we can state that employee wellbeing is an overarching concept 
which entails many factors. We believe that the above-mentioned theories are 
similar as they stress the necessity to fulfil and satisfy employees’ differing needs 
in order to have productive and creative employees. We believe that the theories 
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may be criticized for being too static (as in Maslow’s theory where one need has 
to be satisfied before the next one can be) and for claiming to state universal 
truths when satisfaction and wellbeing are highly subjective feelings and 
experiences. Despite the criticism, we perceive the theories as satisfactory as we 
searched for an overarching definition of employee wellbeing. Our perception of 
employee wellbeing is the employees’ likelihood of having their individual needs 
satisfied in the workplace. 
 

1.6 Disposition 

We will here give a short description of the different chapters in our thesis in 
order to give an overall picture and to facilitate the reading. The design of the 
thesis is outlined in figure 1.1. 
 

 
Figure 1.1: Disposition of Thesis 
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1 Introduction:  This chapter introduces the reader to the concept of CSR and 
highlights our purpose and research questions.  
 
2 Methodology:  In the methodology chapter we present our view upon reality, 
knowledge and science and describe and reflect upon our methodological choices. 
 
3 The concept of CSR:  This chapter aims to give a background to CSR. 
Definitions, relating concepts, criticism and the stakeholder theory will be 
presented.  
 
4 CSR and Employees:  This part presents CSR from an employee perspective. 
Four main categories are identified, including factors that emphasize the 
employees’ role in CSR. 
 
5 Empirical Findings:  Our empirical findings consist of employees’ perception 
about CSR and wellbeing at work. 
 
6 Analysis:  In the analysis, our empirical findings are analysed and linked to the 
theories. 
 
7 Conclusions:  Finally we present what we can conclude from our thesis. We 
answer our research questions in order to fulfil our purpose and we will give 
suggestions for further studies within this area. 
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2 Methodology 
In this chapter our philosophical approach, scientific approach and what methods we have used 
during our research process are presented. By doing this we give the reader a chance to create 
his/her own perception about the trustworthiness of the study. We conclude the chapter with a 
discussion and reflection upon our method.  
 

2.1 Philosophical Approach: Reality and Knowledge 

“Every production of knowledge which claims to be scientific, has to originate in the 
presumptions of ontological and epistemological nature, i.e. regarding the view upon the world 
(ontology) and the view upon knowledge (epistemology) instead of using methodology as a 
starting point” (Åsberg, 2000:1). 
 
In line with the quotation by Åsberg (2000), we find it important to clarify how 
we, as researchers, perceive reality and knowledge, since our perceptions of these 
two concepts will affect the conduct of the study.  
 
According to Alvesson & Sköldberg (1994), ontology is the philosophical 
teaching regarding the world’s existence. Two distinct poles, subjectivism and 
objectivism, describe the world from different outlooks. Subjectivism, which is 
also called idealism, explains the world as highly subjective and that the world 
manifests itself in ideas, actions and human intentions. Objectivism is also called 
materialism, and with this view upon the world it is assumed that reality has a 
structure constituted by universal laws. 
 
We believe that our worldview changes depending on the phenomenon we study. 
We therefore cannot claim to be either idealists or materialists, as we perceive 
both as extreme. In our thesis we take on a more subjective world view as we are 
seeking an understanding of the studied phenomenon instead of seeking to 
explain the phenomenon. We are not interested in explaining reality in terms of 
objective statements since we are searching for individual truths. Our view upon 
reality is therefore mainly inspired by the subjective world view. 
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According to Potter (2000), epistemology is a philosophy that deals with the 
nature of knowledge and it attempts to answer the questions: what is knowledge, 
does an objective knowledge exist, is knowledge eternal and can knowledge be 
questioned? Travers (2001) points out that there are opposing positions regarding 
epistemological questions within separate fields of science, as for example 
between sociology and physics, and even within the same field of science, 
opinions may differ greatly. 
 
Our view upon knowledge differs whether we ponder natural science or social 
science. Regarding natural science as mathematics, chemistry and physics, we 
believe that there exist objective, universal truths that are readily acknowledged 
and leave no room for individual interpretations. However, we perceive social 
science to be impossible to explain in universal terms as social science is more 
subjective and open to varying interpretations. We do on the other hand think 
that in many social contexts it exists a paradigm, an established view among 
scientist on how to conduct research. However, social interactions and not 
universal laws construct this paradigm. In our thesis we are interested in 
individual truths and we are therefore not searching for objective knowledge. We 
relate this reasoning with our subjective view upon reality.  
 

2.2 Scientific Approach: Hermeneutics and Positivism 

As we are writing a thesis and carrying out research we find it necessary to 
inform the reader about our scientific approach. Our approach will determine 
our view upon the studied phenomenon, our purpose with the thesis and how we 
conduct ourselves towards the phenomenon being researched. There are two 
opposing views within the scientific approach; hermeneutics and positivism. 
According to Lundahl & Skärvad (1999), an overarching description of the two is 
that hermeneutics is the platform for qualitative methods and positivism the 
platform for quantitative methods.  
 
As we are interested in a phenomenon which is multifaceted we find it most 
rewarding to retrieve deep and highly subjective information and thereafter 
analyse the information. As CSR has a very broad definition we seek 
understanding by having the employees explain their perception of CSR and 
employee wellbeing.  
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We believe that the fundamentals of hermeneutics coincide with our chosen path 
to gain understanding of our research area. Patel & Davidson (1994) claim that a 
hermeneutic is not after explaining a phenomenon, but instead it is of interest to 
gain an understanding by interpreting actions, emotions and spoken words. We 
believe that this approach matches our proposed way of gaining knowledge 
regarding CSR from an employee perspective.  
 
On the contrary, positivists claim that research and science could, and should, 
remain completely neutral and objective. When gathering empirical data, rigid 
rules should dictate the procedure. The result from a research conducted with a 
positivistic approach can be quantified and conclusions and recommendations to 
a larger population than the one being studied may be made (Cuff & Payne, 
1996). The way we have chosen to conduct our research goes against the 
positivistic view on how we should proceed.  
 
When analysing our collected empirical data we will try to gain the whole picture 
while at the same time focusing on parts of the data in order to retrieve and 
understand details. This process will continue until we feel that we have grasped 
and understood the meaning of the data. We support our reasoning on Alvesson 
& Sköldberg (1994) who state that the researcher has to move from a holistic 
view to focusing on the different parts of the phenomenon until a deep 
understanding will be reached. We therefore claim that we analyse the data in a 
fashion similar to the hermeneutical circle which, according to Patel & Davidsson 
(2003), is central within the hermeneutic field of research. These authors also 
discuss that when researchers apply the hermeneutic circle to their research 
procedures, their procedures take on the form of a spiral. Hence, the 
hermeneutic circle is sometimes referred to as the hermeneutic spiral.  
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Figure 2.1: The hermeneutic spiral (Eriksson & Wiedersheim-Paul, 1999:220, with modification) 
 

2.2.1 Fore-understanding 
In order for us to make use of the words of the employees, we need to 
understand and interpret their words. When doing this, we cannot free ourselves 
from previous knowledge and experience but these will instead serve as tools for 
us to gain a deeper and more profound understanding. According to Gilje & 
Grimen (1992), a fundamental part of hermeneutics is that we face the world 
carrying with us a fore-understanding. Fore-understanding is the experiences, 
thoughts, emotions and knowledge that every individual carry with them and 
according to Patel & Davidsson (2003), no researcher works without 
presumptions.  
 
As discussed above we are influenced by the hermeneutic approach and as we 
will use our fore-understanding it is of importance to clarify what fore-
understanding we have regarding CSR. We had no previous knowledge of CSR 
prior to our thesis. We did however have a fore-understanding regarding the 
responsibilities we believe companies should shoulder. This fore-understanding 
has mainly been influenced by our studies at the university and previous work 
experience. Our backgrounds and upbringing have also affected what we 
consider to be right or wrong, i.e. our view upon ethics and morale can never be 
switched on and off. The fact that we are Swedish will also play a significant part 
in how we perceive companies role in society. Our previous experiences and 
gained knowledge have made us believe that an organisation should take a wide 
responsibility regarding environment, society and employees. 

Fore-understanding

Interpretation

New understanding

New understanding

Dialogue

Interpretation
Dialogue
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We would like to point out that due to the limitations we as humans face 
regarding our subconscious and restricted memory capacity it is impossible to 
account for all our fore-understanding. Therefore we may have, by mistake, left 
out important information regarding our fore-understanding which may impact 
the result of the thesis. 
 

2.3 Methodology  

2.3.1 Research Approach 
We began our thesis by researching theoretical data. The reason for this was that 
the subject in focus was new to us and because the purpose of the thesis was to 
accomplish a theoretical exposition of the concept of CSR. When formulating 
our research questions we let the collected and researched theory inspire us. The 
reason for this was that we aimed for the empirical findings to illuminate the 
chosen theories.  
 
The above reasoning may be connected to whether the study is of inductive or 
deductive nature. According to Alvesson & Sköldberg (1994), the research has a 
deductive approach when it has its point of departure in already existing theories 
and from these theories comparisons are made with collected empirical data. 
Hartman (1998) states that deduction implies that the researcher articulates a 
hypothesis and that the hypothesis guides what empirical data is collected. The 
aim of the research is to verify, i.e. prove the hypothesis correct, or falsify, i.e. 
prove the hypothesis untrue. Induction, on the contrary, is primarily based on 
empirical findings and should not be controlled by theories and preconceptions. 
 
Our research process meant that we consulted theories, not only before, but also 
during the research process and hence we let the theories interact with our 
empirical data. We found this kind of interaction between theory and empirical 
work very useful since the empirical data led us to do some reinterpretations and 
extensions of our chosen theoretical data. Due to this interaction between theory 
and empirical data it is difficult to claim to be either completely deductive or 
inductive. However, in line with the above reasoning we believe that we lean 
towards a more deductive approach since we began with consulting theoretical 
data before collecting empirical evidence.  
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Regarding the use of our result we were never after falsifying or verifying our 
chosen theories with our empirical data and therefore it was never an issue to 
articulate a hypothesis. Instead we were interested in distinguishing patterns in 
the theory and the empirical findings. In case of the theories and empirical data 
corresponding, our findings may strengthen the validity of the theories. However, 
in cases of our theories and empirical findings being incongruent, we still would 
not claim to falsify the theories. Instead we believe that although the theories 
may not be applicable in our case, they may be applicable on other empirical data. 
 

2.3.2 Type of investigation 
In order for us to answer our research questions we had the choice of using 
quantitative or qualitative methods. These do not necessarily exclude each other 
but the point is to choose the method that best serves the purpose of the study. 
In line with Jacobsen’s (2002) reasoning we found the qualitative approach to be 
the most suitable since it is preferably used when the investigator seeks 
connections between individual and context, which was the case in our research. 
 
Qualitative investigations base their results on non-quantified data, such as values, 
attitudes, and ideas, usually called soft data (Eriksson & Wiedersheim-Paul, 1999). 
We were searching for interpretation of meaningful relations and we wanted to 
describe and understand patterns of individual behaviour and opinions. We 
wanted descriptive answers to our questions and also to gain insight into an 
individual’s or a group of individuals’ outlook on employee wellbeing. We 
therefore perceive the qualitative approach as the most suitable and it also 
corresponds with our hermeneutic way of looking at science. 
 
In line with the reasoning by Patel & Davidsson (2003), our study has also the 
character of explorative studies, since those are used when there is not much 
research within the specific research area. Many articles have been written about 
CSR and the development of CSR. However, there is a lack of theories, especially 
regarding the connection between CSR and employees and also from the 
perspective of Swedish companies and society. 
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2.3.3 Extensive versus Intensive 
In our thesis we focused on one company and have chosen to use interviews as a 
mean of acquiring the empirical data. Our choice mirrors the fact that we were 
interested in collecting detailed, subjective information from a few individuals. 
We have therefore chosen an intensive practice following the reasoning by 
Jacobsen (2002). This dimension is characterized by the researcher approaching 
few phenomena, trying to retrieve as many shades of meaning and deep 
information as possible in order to gain a complete picture.  
 
According to Jacobsen (2002), an extensive practice is characterised by the 
researcher approaching many objects whilst trying to retrieve an exact picture of 
a more isolated issue. This would render us interesting results and the possibility 
to generalise from the researched individuals to a larger population. We believe 
that using both an intensive and extensive practice would have been very fruitful 
to illuminate the area in focus. Using both practices is, however, resource hungry 
and we have therefore chosen to use the intensive practice as we believe it to be 
the most fitting of the two.  
 
To sum up, our thesis is a qualitative and explorative study, leaning towards a 
deductive approach. We aim to retrieve deep information from a few individuals 
and our practice is therefore intensive. After this classification of our study, we 
will hereby continue by presenting to the reader the process we used to collect 
the data. 
 

2.4 Method in Practice 

2.4.1 Collection of Data 
Both primary and secondary sources have been used in this study. We started the 
process by searching for secondary data, which is referred to as documented 
information that has not been collected or put together primarily for a particular 
research (Lundahl & Skärvad, 1999). The secondary data was collected from 
literature, articles and information from the internet which was then used as the 
foundation for our theoretical framework. We found that not many books are 
written within the specific area of CSR, but instead we found many newly dated 
articles in journals such as the Business & Society Review, Journal of Business 
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Ethics and Human Resource Management Review. We also searched for books 
and articles treating subjects such as business ethics, employee wellbeing and 
working environment.  
 
According to Lundahl & Skärvad (1999), primary data is not based on any earlier 
source and can be collected through observations, questionnaires and interviews. 
We chose to perform interviews as we believed it to be the most suitable method 
in order to fulfil our purpose. A questionnaire could have served the same 
purpose but with the disadvantage of, in a way, putting words into the 
respondents’ mouths. Observations had not been appropriate since we were to 
clarify the employees’ opinions, and this we believe, is best achieved by letting 
the employees express themselves.  
 
Since our empirical findings are based on primary data, in terms of interviews, we 
will hereby explain the execution of the interviews in more detail. 
 

2.4.2 Method of Selection 
We have performed eight interviews with employees within one company and 
the company chosen for our study was a small publishing firm. The company is 
in its growth phase and has lately expanded rapidly. The employees have 
different work tasks such as editorial, graphics and sales, and they also have 
different educational backgrounds. Our intention was not to evaluate this 
particular company, but instead to make use of the employees’ general opinion of 
CSR and wellbeing at work.  
 
We would like to explain how we went about choosing the company. Initially we 
established a contact with a company with many employees and where the 
management actively worked with CSR. The company did, however, withdraw 
their interest as they could not provide the time needed for us to interview a 
number of their employees. We were once again looking for a suitable company 
and we established a contact through an acquaintance. This, according to 
Jacobsen (2002), can be seen as a choice of convenience.  
 
Since the company only has eight employees it implies that we did not have to be 
concerned with how to randomly select which employees to interview. We found 
the number of respondents suitable and Kvale (1997) stated that if too many 
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respondents are interviewed it is difficult to make deeper interpretations and it 
leaves less time for revising and analysing the results.  
 

2.4.3 Preparing the Interviews 
We designed an interview guide with semi-structured questions. This means that 
the questions are predetermined but the interviewer has the opportunity to ask 
further relating questions, and it is not necessary to exactly follow the interview 
guide (Lundahl & Skärvad, 1999). Some questions in our interview guide overlap 
and therefore we had to be flexible, be able to change the order of the questions 
or skip some questions that had already been answered in relation to other 
questions. We believe that a positive aspect of having overlapping questions is 
the possibility to retrieve exhaustive answers. 
 
We chose to ask normative questions, i.e. questions that are general and not 
specific for a particular case. Evaluating questions, i.e. questions regarding a 
specific case, would not have been suitable for two reasons.  Firstly, many of the 
employees were recently employed and secondly, the aim of the thesis was not to 
receive information that was evaluating a specific company but instead we were 
after more general opinions on employee wellbeing in the workplace. We are 
aware of that some of the questions are rather broad and it can be argued that it 
would have been beneficial to send out the questions beforehand. This is in order 
for the respondents to be able to ponder the questions. But on the other hand, 
that would have given the employees the possibility to discuss the subjects with 
each other and agree upon some aspects. Moreover, the answers would have 
been less spontaneous. However, we still wanted to prepare the interviewees so 
we decided to send out a general guide of the topics that the interview would 
cover. 
 

2.4.4 Performing and Revising the Interviews 
We held the seven interviews face-to-face at the respondents’ office in 
Stockholm, over a period of two days and we received a friendly welcome. The 
final interview was conducted by telephone. This was due to the person in 
question being very busy and hence our schedules made it impossible to meet 
face-to-face.  
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A relaxed atmosphere is suggested when performing interviews and our 
interviews took place in a conference room at the respondents’ workplace. The 
interviews lasted about 30-45 minutes and we were both present at all interviews. 
One of us was performing the interview while the other took notes and had the 
possibility to ask additional questions. We recorded all the interviews, which was 
approved by all of the interviewees. After the interviews were carried through, we 
typed the interview material. According to Kvale (1997), typing is an interpreting 
process and with our diverse knowledge and experiences we interpret things 
differently. Therefore we listened to the tapes as soon as possible after the 
interviews and we also compared with the notes taken during the interviews, in 
order to not misinterpret and forget the meaning of the answers.  
 
The interviews were held in Swedish. The interview guide is, however, translated 
into English in order to facilitate for the non-Swedish readers. We also had to 
translate our empirical findings from Swedish into English and therefore we want 
to make a reservation against any language mistakes. It is difficult to make exact 
translations, so we paid extra attention when translating our empirical data as not 
to distort and twist the employees’ words.  
 
None of the interviewees will be named since it is not of relevance for our thesis, 
and given that the company has so few employees we have tried to keep the 
empirical findings as anonymous as possible. It can be argued that the credibility 
of the research diminishes when the respondents’ names and background 
information are not presented, but since the interviews were aimed to give their 
general picture of employee wellbeing we do not see any reason in mentioning 
their names. To further assure the employees’ anonymity and minimise the risk 
of opinions being traced to one specific person, all the respondents will be 
referred to as `she´ in the empirical part, although the interviewed employees 
were of both sexes. 
 

2.5 Discussion and Reflection of our Method in Practice 

The method influences the result of the study, since the choices made will affect 
the credibility. We will therefore reflect upon our choices and discuss the 
trustworthiness of this thesis. 
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2.5.1 Credibility and Generalisation  
Since we have adopted the hermeneutic approach it implies that we do not 
search for a statistical truth, but it is our intention for the research to be as 
trustworthy as possible. Alvesson & Sköldberg (1994) discuss the concept of 
truth and bring forward the trilateral truth concept. It signifies that there exist 
three types of truth; the representative, the applicative and the significative, 
where the first two concentrate on quantitative studies. The purpose of the third 
concept, the significative truth, is to strive for deeper meaning of the subject in 
focus and is more suitable for our research since we aim to interpret and 
understand CSR. We asked questions and received answers that are relevant to 
our research and we judge the answers to be truthful and honest. We believe this 
gives our thesis a high level of significative truth.  
  
Moreover, we have attempted for trustworthiness by giving the reader a detailed 
description of our research process. We have described our decisions of 
approach as to let the reader see how we conducted our study and why.  
 
In relation to the discussion of truth and trustworthiness, one can argue whether 
the study has internal validity, i.e. if the researcher has achieved measurement of 
what was sought to be studied (Jacobsen, 2002). In our study the method of 
measurement constituted of our interviews, whose validity, according to Kvale 
(1997), to a great extent depends on the formulation of the questions. We have 
strived to achieve high internal validity by formulating our interview questions in 
such a way, that they cannot be misunderstood. We realized, however, that we 
are influenced by the terminology used at the university in general and within our 
studied field of research in particular. Hence, instinctively, we may have used 
expressions that might have caused misinterpretations. However, since our 
interviews were not totally structured we had the chance to ask the questions 
again, or in another way, when that was necessary. Moreover, we tried not to 
influence the respondents’ answers. In line with this reasoning, we believe that 
our thesis has high internal validity.  
 
Validity can, according to Jacobsen (2002), also be external and this determines if 
what has been measured in one context also is valid in other contexts. We link 
this concept to the possibility of generalising. Within qualitative studies, 
generalisations are usually problematic (Alvesson & Sköldberg, 1994). However, 
the authors argue that a transfer of meaning to new phenomena may be possible 
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in regards to tendencies and patterns. We interpret that the authors mean that 
generalisations, to a certain extent, may be feasible even when doing qualitative 
studies. Lundahl & Skärvad (1999) also stress the possibility to see patterns and 
use former theories as references when comparing with empirical findings. 
However, due to our empirical data being based on a small number of 
interviewees and from only one company, we do not claim the possibility to 
make generalisations for a larger population but we are of the opinion that it is 
possible to make this research valid in other similar context. This is due to us 
comparing our empirical findings with previous studies and theory and in cases 
of similar patterns and general findings this may be of concern to businesses and 
researchers interested in this area. This reasoning coincides with our logic 
regarding the deductive approach. We stated that we were interested in 
distinguishing patterns in the theory and the empirical findings and in case of 
correspondence this may strengthen the validity of the theories.  
 

2.5.2 Discussion of the Choice of Method 
When evaluating our choice of using a qualitative method and a study based on 
interviews, we can conclude that we found them more fitting than a quantitative 
method when aiming to retrieve employees’ perceptions and opinions.  
 
We are influenced by the deductive approach and we started off by consulting 
secondary data and Jacobsen (2002) points out that a risk with this approach is 
that the researcher only gathers information that confirms the researcher’s 
expectations. By being conscious of this risk we made an effort to remain open-
minded and not prejudiced regarding the findings we came across. We also let 
our theoretical findings interact with our empirical data and we believe that this 
process made us less likely to be stuck in a thought-pattern where we only collect 
information that support our initial beliefs.  
 

2.5.3 Discussion of Secondary Sources 
According to Bell (2000), the investigator may face a problem when delimiting 
the amount of literature to read. We started off by scanning the literature area for 
articles and books written regarding CSR. We could fairly soon limit ourselves 
when it came to books but it was impossible for us to read and study all articles 
regarding CSR. When focusing on literature regarding employee wellbeing the 
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amount of literature increased significantly. Due to the scope and range of the 
theory we had to limit ourselves. We still tried not to limit ourselves before we 
had gained a broad picture of the area as not to do the selection too early and 
arbitrary.  Thurén (1997) states that a distorted selection of literature and theories 
should be avoided since it can twist the result.  
 
Another problem, we as researchers face, is whether our theoretical framework is 
reliable or not. We have used a critical eye and examined for what purpose, and 
by whom, the theory was written and whether the theory is in its original form or 
not. We have made an effort to use original sources in order to avoid that the 
words of the author being twisted and misinterpreted. We have therefore treated 
our theory as Eriksson & Wiedersheim-Paul (1999) propose, when they state that 
the purpose of criticizing the sources is to measure if they are reliable data and 
not one-sided and incomplete. We realize that external factors such as access to 
information may have hindered us in our intentions but we believe that we have, 
to our ability, used reliable data.  
 

2.5.4 Discussion of Collection of Empirical Data 
We start with a discussion of our choice of company. The chosen company had 
fewer employees than we initially were looking for and they did not actively work 
with CSR and this leads to us question its suitability for our research. However, 
several factors speak for the chosen company being an appropriate company for 
us to collect empirical data from Firstly, we have come to realise that few 
employees know about CSR, regardless of the company works actively with CSR 
or not, as it tends to be a managerial issue. Therefore, the choice of company 
plays a less significant role as the concept would be unfamiliar to most 
respondents. Secondly, as our questions are of a normative character and not 
evaluating, i.e. the employee should describe a fictive workplace, the size of the 
company plays a less significant role. Thirdly, as larger companies usually have 
yearly questionnaires, which evaluate their employees’ wellbeing at work, our 
research would have been of less interest to some of them.  
 
Despite the fact that we initially were interested in a larger company we are 
pleased with our choice. As the initial contact was made through a mutual 
acquaintance we believe that trust and co-operation was established at an early 
stage between us and the employees. We believe that this facilitated us when 
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doing interviews and we were therefore more likely to receive honest and open 
answers which are of importance for a study to be successful.  
 
We have used interviews in order to gather empirical data and we would like to 
discuss the way we performed the interviews. We were aware that we as 
interviewers may affect and influence the respondents’ answers. We therefore 
tried to remain neutral and non-leading in our tone of voice and our body-
language. We also went through our questions thoroughly in order to make them 
impartial. We thereby minimized what Jabobsen (2002) refers to as the 
interviewer-effect. 
 
Jabobsen (2002) also discusses the need to minimize the context effect. The 
author claims that a well-known environment is in most cases preferable than to 
interviewing the respondents in an environment which is unfamiliar. We had the 
possibility to perform the interviews in the employees’ office. We perceived the 
office as being a familiar and relaxed place for the respondents to be interviewed 
in which is positive as we were looking for honest and open answers.  
 
We had the intention to interview all the respondents in the same fashion and to 
avoid telephone interviews. When doing a telephone interview it is impossible to 
observe the body language and facial mimics of the respondent which may result 
in us missing important information. We did however believe that it was more 
important to interview all the employees than to avoid one telephone interview.  
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3 The Concept of  CSR 
This chapter will give the reader a brief overview of the historical background of CSR, present 
relating concepts within the field of companies’ social responsibilities and various definitions of 
CSR. Thereafter we go on discussing the stakeholder theory. From there on we will narrow 
down to the employee perspective of CSR, which will be presented in chapter four. 
 

3.1 The History of Social Responsibility 

From the middle of the 1800-century the industrial revolution became evident in 
Great Britain and it spread slowly to the mainland Europe and reached Sweden 
in the late of the 1800-century (Fridholm, 1976).  
 
The industrial revolution was mainly brought on by an increase in labour supply, 
the growth of transport system and technological breakthroughs. In conjunction 
with this development, specialization within the agricultural sector led to a 
decrease in employment opportunities. Individuals that used to work within the 
agricultural sector moved to the larger cities in order to make a living. In many 
cases the conditions in the factories were terrible. The working environment was 
dangerous, tedious, with long hours and with few concerns for safety. Child 
labour was prominent and the urbanization gave rise to poor housing conditions 
and an increase in crimes (Fridholm, 1976). 
 
Around the late 1800-century, voices were raised regarding the responsibilities of 
companies to create tolerable workplaces and to take on greater social 
responsibilities (Fridholm, 1976).  
 
The roots of CSR may therefore be traced hundreds of years back to the initial 
discussions on what social responsibilities companies had. However, the modern 
era of social responsibility for companies started around 1950s and it is around 
this time the concept of CSR was coined in 1953 by Howard R. Bowen. Bowen 
states that businessmen should adopt their decision-making process so that 
decisions coincide with the wishes and norms of society. He therefore proposes a 
broader responsibility than only focusing on making profit (Carroll, 1999). 
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Marrewijk (2003) also points out that CSR to a great part is a new phenomenon 
as it is developed as a strategic response to new challenges in the corporate 
environment. 
 
Despite the concept CSR being coined in the 1950s, a small quantity of literature 
touched upon the subject for the next ten years. During 1960s attempts were 
made to state and formalize what the concept meant. In the 1970s the amount of 
literature touching upon the subject of CSR grew substantially. The 1980s gave 
way to more research and alternative concepts to CSR. More attempts were made 
to measure and conduct research on CSR in order for the concept to gain more 
acceptance (Carroll, 1999). During the 1980s, CSR was often criticized for going 
against the neo-classical thinking that was prevalent at the time (Wood & 
Logsdon, 1999). Especially the takeover boom and shareholder activism led to a 
focus on shareholder value, a value that was mainly measured by short-term 
movements in stock price (Davis, 2003).  
 
During the 1990s there was an increased focus on companies to shoulder a 
greater social, ethical and environmental responsibility (Hutton, 2000). There are 
several reasons for this and we can see mainly three arguments in the literature 
and in the articles. Firstly, Smith (2003) points out that the diminution of 
governmental power has rendered companies much power and ability to 
influence. This in combination of an increased globalisation has left governments 
with even less possibilities to control and influence companies. Secondly, Smith 
(2003) states that some employees express a preference for working for socially 
and ethically responsible companies. This reasoning is supported by Vivader-
Cohen (2000), who claims that socially responsibly companies create employee 
loyalty. Finally, Smith (2003) discusses that consumer activism is on the rise. This 
movement is growing stronger due to heightening media reach and information 
technology. The authors Gillis & Spring (2001) also point out that there is an 
increase in consumer activism. 
 
These factors, taken together with many others, have affected companies in the 
direction of assuming a new role and embracing the notion of being socially 
responsible. This development is characterised by companies listening to their 
stakeholders as well as their shareholders and while pursuing their goals in an 
environmentally sustainable manner (Henderson, 2002).  
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We will below present other commonly quoted and used concepts, besides CSR, 
which consider the social responsibilities companies are facing. 
 

3.2 Relating Concepts to CSR 

Within the academic and business field there have been hundreds of concepts 
proposing and providing their viewpoints on how to conduct business in a more 
ethical, transparent and sustainable way. The most common concept mentioned 
and discussed today is the above-mentioned concept of CSR (Marrewijk, 2003). 
According to Carroll (1999), four main themes took centre stage in the 1990s and 
they were Corporate Social Performance, Business Ethics Theory, Corporate 
Citizenship and Stakeholder Theory. We will below discuss these concepts, 
except the Stakeholder Theory which we discuss under 3.4 as we see it important 
enough to focus on in more detail. The reason for this is that the stakeholder 
theory highlights the issue of companies’ responsibilities, which is of high 
relevance in the discussion of CSR.  
 
Corporate Social Performance (CSP) deals with the behaviour a company 
displays in regards to society’s needs. The theory distinguishes between three 
different behaviours. The first behaviour is social obligation which is a company 
responding to only economic and legal constraints. The second behaviour is 
social responsibility which is the company acting accordingly to prevailing social 
norms, values and expectations of performance. The third behaviour is social 
responsiveness which means that the company adopts their actions to social 
needs (Sethi, 1975). 
 
There has been a growing body of thought which may loosely be labelled 
Business Ethics Theory. The theory is a response to the neo-economic 
currents stating that ultimate objective of companies is to maximise market value 
and that this objective lead to maximal social welfare. The Business Ethics 
Theory claims that companies should take on a greater responsibility than 
focusing on market value and be ethically responsible in regards to their 
employees, environment and society as a whole (Dobson, 1999). 
 
The concept Corporate Citizenship (CC) is fairly new and has grown 
exponentially in the corporate sector the last five years. CC means that 
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companies should be more aware of and understand the societies in which they 
operate. The concept deals with issues such as sustainability strategies, ethics in 
the workplace and co-operation with stakeholders (Marrewijk, 2003).  
 
The four different concepts mentioned above are sometimes used synonymously 
and all of them have embraced the CSR thinking and are quite compatible with 
CSR. We have chosen to use the concept of CSR in our thesis. The reason for 
this is that CSR is the initial concept and the other concepts have their roots in 
CSR and may therefore be perceived as branches springing from the tree. 
Another valid reason for choosing CSR, according to us, is the fact that CSR is 
the concept that is most cited within the business world and among academics.  
 
We find it important to point out that neither the opinions nor definitions 
regarding the concept of CSR are homogenous. They are often conflicting and 
overlapping as the views upon what responsibilities companies should shoulder 
differ. We will therefore present to the reader differing perspectives of CSR.   
 

3.3 Definitions of CSR 

“CSR means something, but not always the same thing to everybody” (Votaw & Sethi, in 
Marrewijk, 2003:96).  
 
CSR is a concept that is discussed in different circles such as among academics, 
non-governmental organisations, governments and business consultancies. We 
will below present different arguments from different sources, discuss the 
definitions and present our standpoint. 
 
One of the most prominent CSR researchers, according to Carroll (1999), was 
Davis and he describes CSR as “... the firm's consideration of, and response to, issues 
beyond the narrow economic, technical and legal requirements of the firm” (Davis, 1973:312). 
In his opinion the social responsibility starts where the law ends. All good 
citizens obey the law and therefore CSR is about taking one step further. We 
agree with Davis (1973) but we believe that the definition does not really state 
what is included in CSR.  
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The European Commission’s definition is similar to Davis’ (1973) and states that 
CSR is perceived as something voluntary. They present the following definition 
of CSR;  
 
“A concept which signifies that companies on a voluntary basis integrate social and 
environmental concerns in their activities and in their collaboration with stakeholders beyond the 
claims of the law” (http://europa.eu.int, 2003-12-29).  
 
Many theoretic have pointed out that profitability and responsibility are 
compatible notions and this point has been made explicit in many definitions. 
The quotation by Drucker (1984:62) states that: “But the proper social responsibility of 
business is to tame the dragon that is to turn social problem into economic opportunity and 
economic benefit, into productive capacity, into human competence, into well paid jobs, into 
wealth.” We believe that this view perceives CSR as a way to achieve long-term 
profit maximisation.  
  
Lately, the numbers of consulting firms with the business idea of helping 
companies to implement CSR have arisen. Business for Social Responsibility 
(BSR) is one of many organisations that are advocating greater attention to CSR. 
They claim to be the world leader in CSR research and consultancy and they 
define CSR as “achieving commercial success in ways that honour ethical values and respect 
people, communities, and the natural environment” (www.bsr.org, 2003-12-17). They also 
state that CSR comprises the ethical, commercial and other expectations society 
has for business, and decision-making that fairly balance the claims of all key 
stakeholders. In its simplest terms they point out CSR to be; “what you do, how you 
do it, and when and what you say” (www.bsr.org, 2003-12-17).  
 
Löhman & Steinholtz (2003) state that CSR is not about writing a policy of ethics, 
formulating and marketing a social project or donating money to the Red Cross. 
Instead they proclaim that being responsible today also involves engaging 
internal and external stakeholders and to comprehend and actively work with 
companies’ impact on business and society. 
 
The problems regarding CSR have been that the concept is difficult to measure, 
operationalise and evaluate. Therefore different models have arisen in an attempt 
to depict what is included in CSR. One of the most used and quoted models is 
Carroll’s (1991) Pyramid of Corporate Social Responsibility. It indicates that CSR 
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Philanthropic
Be a good

corporate citizen

Ethical
Be ethical

Legal
Obey the law

Economic
Be profitable

constitutes of four kinds of social responsibilities; economic, legal, ethical and 
philanthropic. The pyramid might give the impression that the steps are to be 
fulfilled one at the time, but the author stresses that the total corporate social 
responsibility of business entails the simultaneous fulfilment of all the 
responsibilities. 
 

 
Figure 3.1: The Pyramid of Corporate Social Responsibility (Carroll 1991:47, with 
modification) 
 
The economic component is businesses’ fundamental responsibility to make 
profit and to grow and these responsibilities serve as a base for the other parts of 
the pyramid. 
 
Making profit is not enough though; firms are also expected to pursue their 
economic missions within the framework of the law, i.e. complying with various 
federal, state and local regulations. The legal responsibilities reflect a fair way of 
doing business and imply being a corporate citizen who obeys the law.  
 
Ethical responsibilities embrace those activities and practices that are expected or 
prohibited by societal members even though they are not codified into law. It 
embodies those standards and norms that reflect a concern for what different 
stakeholders regard as fair and expect business to meet, i.e. the obligation to do 
what is right. Usually changing ethics or values precede, and become the driving 
force behind the establishment of laws or regulations. 



CSR with Focus on the Employee Perspective  The Concept of CSR 
 

-29- 

 
The philanthropic responsibilities are voluntary activities, not required by law, 
and include acts or programs such as promoting human welfare or goodwill. 
These activities are desired from the society and the purpose is to be seen as a 
good corporate citizen.  
 
The ethical and philanthropic categories probably represent what people today 
generally mean when they speak of social responsibility (Carroll, 1991). We have 
come to realise after going through various definitions that not everybody 
includes the economic component in their definitions. It can therefore be 
discussed whether CSR includes the economic component or if that only 
embraces what the company does for itself. There is also a discussion of whether 
the legal level should be included or not. Löhman & Steinholtz (2003) point out 
that some define CSR as something voluntary that goes beyond what is 
demanded by the law. They see the companies’ responsibility towards the owners, 
customers and employees as something obvious and hence not included in what 
they call CSR. 
 
The above discussions have mainly focused on CSR as something positive, 
however there are also many critics and we will therefore bring forward two 
aspects of CSR that have been criticised. Firstly, the case of CSR being solely a 
marketing tool (3.3.1) and secondly, the issue whether companies should 
shoulder a social responsibility or not (3.3.2). 
 

3.3.1 CSR – a Marketing Tool? 
There is a discussion regarding CSR being a marketing tool and only consisting 
of documents, statements and highflying words instead of actions, policies and 
honest concerns for the welfare of the company’s stakeholders. Many companies 
are concerned about social, environmental and ethical issues, but the question is 
whether the focus is still on the financial bottom line and the concern only a way 
of marketing themselves? (Cowe, 2002) The author discusses the fact that despite 
CSR being included in plenty of vision statements the last 20 years, has anything 
really changed? 
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“Evaluating CSR is a bit like looking at Enron’s books: plenty of smoke, a lot of mirrors. 
Business people tend to use the right language but it is not always easy to see what has actually 
changed on the ground” (Cowe, 2002:24). 
 
Cowe (2002) does however claim that despite his negativity he perceives that the 
trend of CSR is having an effect on the way companies conduct business, but a 
radical alteration takes time. The readiness to change is the most significant 
adjustment and also the understanding that social and environmental concerns 
have to become an entrenched part in the way companies conduct their business.  
 
“CSR is not a cosmetic; it must be rooted in our values. It must make a difference to the way 
we do our business” (Smith, 2003:67). 
 
Smith (2003) discusses the reasons for engaging in CSR and distinguishes the 
normative case (a desire to do good) from the business case (self-interest). The 
normative case suggests a moral basis and that engaging in CSR is the right thing 
to do. The business case, on the other hand, states that companies engage in CSR 
because it enhances shareholder value and that CSR activities create goodwill 
among consumers. We do believe that these two do not have to exclude each 
other and be two opposite poles. Instead we are of the opinion that both make 
an impact on companies deciding to shoulder a wider responsibility than the law 
demands. The author points out that few companies only adopt a normative case 
for CSR, instead they claim both a normative and a business case.  
 
We believe that the above-discussed dimension of CSR is of great importance to 
include and for the reader to take into consideration. The concept of CSR has 
been criticized for being unfocused and difficult to operationalise and the risk is 
that companies may be tempted to include CSR in their statements but then not 
implement the thinking and philosophy in their daily work. CSR is ineffective 
without the commitment from management and employees to implement a 
philosophy of being socially and ethically responsible in all their actions. 
Otherwise, CSR turns into a marketing tool instead of a way of doing business. 
 

3.3.2 The Case against CSR 
The most common argument against CSR is the classical economic doctrine 
about profit maximisation. This view, usually referred to as the shareholder 
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perspective, implies that the fundamental purpose of companies is profitability 
and creation of economic value for their owners, i.e. the shareholders. This is 
best done by enforcing strategies that lead to higher share prices and higher 
dividends (Rappaport, 1986). Nobel Prize winner Milton Friedman (1972) is one 
of the classic advocates for this view and in his work “Capitalism and Freedom” 
he states;  
 
“There is one and only one social responsibility – to use its resources and engage in activities 
designed to increase its profits so long as it stays within the rules of the game, which is to say, 
engages in open and free competition, without deception or fraud” (Friedman, 1972:165). 
 
Friedman (1972) further argues that if the company’s social responsibility leads to 
a decreasing profit it is the shareholders’ money that is being spent. Also the 
customers and employees might be affected negatively due to possible higher 
prices or lower wages.  
 
From Friedman’s perspective, responsibility for employment, environment, 
consumer welfare and social matters are not concerns of business people but 
should be left to the free market system. Instead welfare and social matters are 
the concern of government regulations, and the responsibility of business people 
is to follow the free market system which is governed by laws and regulations. By 
focusing on making profit for the shareholders this will in the long run provide 
welfare to all the stakeholders (de Wit & Meyer, 2002). This is in line with some 
of the criticism that Carroll (1989) brings forward regarding CSR. He states that 
sometimes business is not equipped to handle social activities and that CSR puts 
the business into fields not related with the business’ primary purpose. This can 
lead them to loose focus on the economic productivity. Moreover it is argued 
that business already has enough power so they should “stick to the knitting and to 
what they do best” (Kitson & Campbell, 1996:102). 
 
The paradox of the shareholder theory is the stakeholder theory. The stakeholder 
theory is, as mentioned before, a related concept to CSR and often referred to 
when CSR is discussed. We will therefore present the theory below. 
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3.4 Stakeholder Theory 

As we could see from our exposition of definitions of CSR, it does not exist a 
generic CSR strategy, but the issue of paying attention to a firm’s stakeholders is 
a reoccurring theme in most definitions. However, the concept of CSR is 
according to many critics fuzzy and without clear guide-lines when it comes to 
identifying a company’s stakeholders. Carroll (1991) claims that there is a natural 
fit between the idea of CSR and an organisation’s stakeholders and we believe 
therefore that it is beneficial to present the stakeholder theory.  
 
There are many opinions regarding what role business organisations should play 
within society and what responsibilities they ought to shoulder. Given their 
influential position and the enormous impact of business organisations in 
modern society, the purpose they should serve is discussed by theorists in various 
fields; economics, political science, sociology and ethics. This attracts political 
parties, labour unions, community representatives, environmentalists, the media 
and the general public to the debate (de Wit & Meyer, 2002). 
 

3.4.1 An Organisation’s Stakeholders 
The stakeholder perspective argues that the interests and values of all parties that 
hold a stake in the organisation should be taken into consideration (de Wit & 
Meyer, 2002). The authors claim that an organisation should be viewed upon as a 
joint venture where all the stakeholder groups are mutually dependent and should 
work together to achieve economic success. According to the endorsers of the 
stakeholder perspective, it is not only morally correct to recognise the 
responsibility towards all stakeholders, but also more efficient for organisations.  
 
Among academics, there exists a homogeneous view on how to define the 
stakeholder concept. According to Carroll (1989:56) the word `stake´ refers to 
having “an interest or a share in an undertaking”. Several authors (Carroll, 1989; 
Harrison & St John, 1994; Rhenman, 1967) define stakeholders as individuals or 
groups who in some way affect or are affected by the organisation. We have 
chosen to adopt Mitroff’s (1983) definition since it gives an exhaustive 
description of the stakeholder concept. He states that; 
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“Stakeholders are all those interest groups, parties, actors, claimants, and institutions–both 
internal and external to the corporation–that exert a hold on it. That is, stakeholders are all 
those parties who either affect or who are affected by a corporation’s actions, behaviour, and 
policies” (Mitroff 1983:4). 
 

3.4.2 The Stakeholder Model 
The word social in Corporate Social Responsibility has always been vague and 
has not been able to clearly define to whom the companies are responsible. The 
stakeholder model therefore helps to clarify the social responsibilities by 
specifying which groups or individuals companies should take into consideration 
in its CSR orientation and activities (Carroll, 1991). Rhenman (1967) was one of 
the first economists to theorize about companies’ relations with different 
stakeholders and the model serves as a base for understanding the relations a 
company has with its environment.  
 

 
Figure 3.3: Model of stakeholders (Rhenman, 1967:36, with modification) 
 
Harrisson & St John (1994) divide the stakeholders into two groups; internal and 
external. We have adopted that thinking in the model. The model is not 
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comprehensive and other stakeholders such as unions, activist groups and local 
communities may play an important part depending on industry and relations.  
 

3.4.3 Stakeholder Management 
The stakeholder perspective finds it necessary to balance the financial demands 
against other demands of more qualitative nature such as job security, working 
conditions, shared risk-taking and prompt payment. Balancing these interests is 
challenging and the outcome will depend on the bargaining power of each 
stakeholder. This challenge of balancing different stakeholders’ needs is usually 
referred to as stakeholder management and is among the most difficult decisions 
strategic managers have to make (Harrisson & St John, 1994). Similarly, Carroll 
(1991) describes stakeholder management as a process where the management 
tries to unite its own goals with the demands and expectations different 
stakeholders have on the company.  
  
In line with the logic above we can see that stakeholder management has obvious 
similarities with the reasoning of CSR. Both concepts imply the need for 
companies to adapt to the demands and expectations of their stakeholders and to 
regard additional responsibilities for a company than only creating economic 
value for the shareholders. What differs seems to be that stakeholder 
management is more connected to the process of identifying and valuing which 
stakeholders to consider meanwhile CSR is more holistic and philosophical and 
deals with the issue of how companies should act, behave and conduct 
themselves towards their identified stakeholders.  
 
In conclusion, we state that the connection between stakeholder theory and CSR 
is logical and helpful. Furthermore, we claim to take a stand for the stakeholder 
perspective since we are of the opinion that in today’s business society it is 
necessary for a company to consider and collaborate with its stakeholders in the 
best possible way. Besides the moral and ethical issue, we believe that in the long 
run it is most effective and profitable for a company to consider all its 
stakeholders.  
 
After our theoretical exposition of the background, relating concepts, definitions 
and critique against CSR we will now concentrate on one of the groups identified 
in the stakeholder model above; employees. Although the employees are 



CSR with Focus on the Employee Perspective  The Concept of CSR 
 

-35- 

important stakeholders in a company, most literature and articles discuss CSR in 
relation to environmental and societal issues. We will therefore in the next 
chapter focus on employees and how CSR can be related to these stakeholders.  
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4 CSR and Employees 
This chapter aims to provide an overview of CSR connected to the employees. Different views 
will be presented and structured in a model. The factors compiled in that model will then be 
explained in detail. 
 

4.1 CSR - an HRM issue 

An important factor when discussing how CSR can be applied upon the 
employees is to define who is responsible for CSR. Most proponents of CSR 
from an employee perspective advocate that this issue should be a matter for the 
HRM department. Persaud (2003) claims, that some companies embrace the CSR 
thinking in their every day actions and as an inherent part of their business 
strategy. Other companies evolve their CSR commitment incrementally as a 
result of priorities changing and being responsible moves up on the agenda. 
Brown (2003) follows the same reasoning and claims that in order for CSR to 
move from great ideas and intentions into an organisation’s day-to-day routines, 
CSR needs to be an HRM issue. CSR should be part of the HRM strategies in 
order for effective delivery and implementation.  
 
Brown (2003) continues to state that an implementation of CSR into HRM 
strategies will enhance the organisation’s effectiveness when it comes to 
recruiting, retaining and developing employees. Furthermore, other positive 
outcomes may be increased employee commitment and contribution to the 
organisation. Watkins (2003) agrees and says that it is an HRM issue to introduce 
and follow through the implementation of CSR in an organisation. The author 
points out that the key challenge with CSR is integrating the concept with the 
company’s core values and to put CSR policies into practice. Therefore the HRM 
departments are best suited when it comes to the employees, as they are 
responsible for recruitment, training and communication.  
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4.2 Different views upon CSR regarding Employees 

In this section we will present different theories and opinions regarding CSR’s 
function when dealing with employees. The opinions are often muddled, 
overlapping and sometimes conflicting when discussing which factors are 
included in CSR. We will present the factors and theories to the readers, discuss 
our view upon the theories and finally make a compilation of the different factors. 
These factors will be presented in a model which will serve as a framework in our 
final part of the theoretical framework.  
 
Firstly, we present Freeman & Gilbert’s (1988) view regarding CSR and 
employees. The authors claim that the guiding force for companies should be the 
worth and the autonomy of the individual. The company should be guided by the 
need to give personnel enough autonomy to pursue their various projects with 
minimal interference and coercion from others. The authors further claim that 
the truly excellent companies put the individual interest before the companies’. 
We perceive their view as mainly ethical and psychological. We believe that their 
definition is interesting as it discusses autonomy, but we find it too one-sided, as 
we perceive CSR and the employees as a wider and broader phenomenon than 
only autonomy. Furthermore, this definition proposes a stance for running a 
company with less structure than we agree upon. 
 
We perceive the next argument as less psychological, and a bit more structured. 
Regarding CSR and the employees, Tichy, McGill & St. Clair (1997) start off by 
stating that they do not include activities in CSR that are considered basic and 
fundamental, such as obeying the law. The authors claim that the cores of CSR 
regarding employees are activities that enhance the morale, motivation and 
loyalty. Furthermore, they state that in order for the activities to be 
institutionalized the activities must be perceived, as not only a morally right thing 
to do, but also as a way to improve the financial bottom line. Additionally the 
company needs a shared understanding of the concept and a shared vision of 
where to take the company. We find the definition interesting as it includes 
scenarios when companies are more likely to apply and work with CSR on an 
employee level. We also agree with the reasoning that CSR does not include 
activities that are required by the law. We find the definition more concrete than 
the one above but it is still fairly vague. The authors propose a suitable mentality 
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when working with CSR but give few, if any, concrete examples on when and 
how to implement the concept. 
 
Gillis & Spring (2001) claim that employees and potential future employees have 
certain expectations of the company such as reasonable wages and benefits, 
proper health and safety requirements, good career opportunities and 
development of competencies. We believe that the authors present a more 
concrete definition than the above-mentioned authors. We perceive their 
arguments as valuable to our thesis as it gives a detailed view of contracts and 
formal agreements. However, we perceive it as quite one-sided and we strive for 
a broader view of the phenomenon.  
 
When we compare Mullins’ (1999) viewpoint with Gillis & Spring (2001), we 
perceive it to be as concrete but Mullins’ (1999) definition is more encompassing. 
The author states that social responsibilities include areas like fair treatment, 
democratic decision-making, opportunities to consult managers regarding work 
situations, effective personnel policies, provision of leisure facilities, and security 
of employment. We view this definition as very wide and applicable on our thesis. 
The definition contains ethical factors such as the relationship between 
employees and management, organisational power structure factors such as 
communication and formal contract and agreements factors such as security of 
employment.  
 
Martensen, Park Dahlgaard, Dahlgaard & Grönholdt (2000) discuss the driving 
factors for employee satisfaction, commitment and loyalty. The authors do not 
approach the subject from a CSR view but the factors presented are valid for our 
debate and the result of their analysis is very interesting. The authors state that 
satisfied, committed and loyal employees signify future value for a company. 
Drivers for employee satisfaction, commitment and loyalty are mainly the actions 
of top management, the daily leadership, employees’ working conditions, 
people’s relations and the development of competencies.  
 
Harrison & St John (1994) present a view on employees from a management and 
strategic perspective. Employees and the way they are managed can be an 
important source of competitive advantage. Because of the employees’ 
importance to competitiveness, they are being given increasing amounts of 
managerial attention in the organisational planning of many large organisations. 



CSR with Focus on the Employee Perspective  CSR and Employees 
 

-40- 

Employees, as stakeholders, depend on the organisation to meet their financial 
needs and tend to favour organisational activities that lead to stable or growing 
employment patterns and increasing salary and benefit levels. However, they also 
depend on organisations to satisfy some of their emotional and social needs, 
including achievement, security, growth, high self-esteem, and safety. We find 
this definition encompassing and interesting. We believe that the authors mainly 
are focusing on competitive advantage, formal agreements and ethical values. 
 

4.3 Compilation of Factors  

We have above accounted for different views and perspectives on CSR when 
regarding employees. Many of the views were overlapping and we could 
distinguish certain patterns in the authors’ views. We have used the identified 
factors as a base, and we have thereafter categorised the factors into four main 
groups; physical working environment, formal contracts and agreements, 
organisational power structure and ethical aspects. In the first group, physical 
working environment, we have concentrated on ergonomics. In the second 
group, formal contracts and agreements, we have included the factors wage, 
benefits and form of employment. The third group, organisational power 
structure, includes the factors communication, information, participation in 
decision-making and autonomy. We have chosen not to include a separate 
section for empowerment as we feel it is touched upon in both the section of 
participation in decision-making and autonomy. In the last group, ethical aspects, 
we discuss the issues of trust, relationship, fairness and the alignment of 
individual and organisational values. We also discuss respect and justice but as 
the issues are overlapping they fall under other factors and will be discussed 
under the sections trust, relationship and fairness. We would like to point out 
that none of the factors are clearly separated from each other, as there is 
interaction and influence between all of them. We have, however, used this 
framework in order to make it easier for the reader to follow our reasoning.  
 
We have created a model to give the reader an overview of the four groups. The 
structure of the model will be used in the following section of our theoretical 
framework.  
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Figure 4.1 Compilation of factors regarding CSR and employees  
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physical working environment is ergonomics. Ergonomics deals with issues such 
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author claims that ergonomics play a fundamental role in determining the level of 
employee wellbeing and productivity. Rosen (1991) agrees with Lobråten (2002) 
and states that a strong link exists between a workplace that put ergonomics in 
focus and employee wellbeing. According to Åborg, Sandblad, Gulliksen & 
Kavathatzopoulos (2001), ergonomics has been highlighted over the last ten 
years as there is a huge increase in employees that spend most of their time in 
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intensive work and there are several measures that can be considered in order to 
prevent these problems.  
 
We agree with the above-mentioned authors that ergonomics are of importance 
to employees. We do believe that a good physical working environment is 
perceived as a must in order to do a good job and is often taken for granted by 
most employees.  
 

4.5 Formal Contracts and Agreements 

 

4.5.1 Wage 
Whether wage plays an important part in employee motivation, satisfaction and 
wellbeing is widely discussed and not always agreed upon.  
 
In support of the wage as a tool for increased productivity and satisfaction are 
the authors Nilsson (1996) and Schou (1991). Rubenowitz (1999) agrees partly 
with these authors and points out that wage may affect employee satisfaction and 
wellbeing as wage is a means to satisfy an individual’s needs in the home and in 
the spare-time. The paycheque has also a symbolic value as it is seen as a 
measurement of appreciation. The employees will compare wages and see it as a 
measure of their accomplishment at work. According to Arbetsgivarverket (1999), 
wage structure is an important tool when recruiting and retaining employees.  
 
Herzberg (1959) takes an opposite stand when he claims that wage is a so-called 
hygiene-factor and will not contribute towards increased employee motivation or 
wellbeing. Wage is therefore necessary for the employer to come to work but will 
not contribute towards an increase in motivation. Later research supports this 
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reasoning and Tampoe (1997) points out that there is a weak connection between 
wage and employee work satisfaction.  
 
However, whether wage is perceived as a tool for increased employee wellbeing 
or not, is dependent on how the wage is distributed between the employees. Only 
if the wage is distributed unevenly will it have a positive effect on employee 
behaviour, motivation and feelings (Kerr, 1997). 
 
We agree with Nilsson (1996) and Schou (1991) that wage plays a part in 
employee satisfaction and base our reasoning on the fact that we consider wage 
to be a motivating factor for most people to go to work and to do a good job.  
 

4.5.2 Benefits 
We have come to the conclusion after studying benefits that in comparison to 
wage, the concept lacks a precise definition. When choosing to study benefits 
from a sociological viewpoint the definition tends to emphasise non-economical 
benefits, such as flexible hours, while an economic point of view tends to 
emphasise economical benefits, such as external courses for competence 
development. 
 
Armstrong (1999) proposes that companies should offer their employees a range 
of benefits to choose between. A range of benefits will, in conjunction with the 
paycheque, attract and retain competent personnel.  
 
Hume (1996) mentions that benefits may have different characteristics and 
different aims. Common benefits that are directed to improve the employee’s 
chances of a career are competence development in form of courses. According 
to Näringsdepartementet (2000), an important part for both the organisation, in 
order to stay competitive, and the employee, in order to stay attractive on the job 
market, is the development of the employee’s competence. The development of 
an employee’s competence may be categorized in four groups; learning outside 
the workplace, learning in the workplace with the use of work task related 
courses, learning in the workplace in connection with the employees learning 
new work tasks and learning as a result of the work tasks being organised so that 
the employees may continuously develop their competence.  
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Benefits that are directed as to improve the balance between work and family-life 
may be free child-care, flexible hours, work schedule policies, maternity and 
paternity leave and offering of part-time work (Glass & Fujimoto, 1995).  
 
We have chosen to perceive benefits as both economical and non-economical 
rewards that employees receive beside their paycheque. We also divide benefits 
into two groups; career related and family and private-life related. In accordance 
to Armstrong (1999) we perceive benefits as a good complement to pay in order 
to create an attractive workplace.  
 

4.5.3 Form of Employment 
According to Jarrat & Coates (1995), there has been a rise in the number of types 
of employment forms the last decade, such as project-based employment, 
contingency employment and also paid by the hour. One of the main reasons for 
this development has been the large companies wanting to take on the form and 
speed of smaller companies. In order to act small they need to be able to quickly 
respond to cyclical economic conditions. This is possible when they have the 
possibility to quickly transfer their employees to new tasks or to lay off staff and 
therefore many companies have shifted the financial and administrative burden 
onto external provider of staffing services. There has also been an increased 
demand from the employees’ side for companies to offer contingency 
employment. Young people have the desire to be flexible and change jobs often 
and parents with young children may find a short term commitments and flexible 
hours suitable.  
 
According to Feldman (1995), there are however several drawbacks with the new 
forms of employment as they are less safe, have fewer benefits and possibilities 
of training. Several studies done by the author have shown that those employees 
who are permanent have significantly higher level of general satisfaction and 
internal work motivation than those who are contemporary workers.  
 
In support of Feldman’s (1995) reasoning is Wichert (2002). The author claims 
that there is consistent, international evidence that the new, less safe forms of 
employment may have detrimental effects on the employee’s wellbeing and 
psychological health. The author also points out that a main factor to reduce the 
stress of insecurity and to increase employee wellbeing is to increase social 
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support from managers or colleagues. Social support may take on many forms. 
The ones mentioned as the most important were direct support by helping an 
employee to lessen its burden, communication and feedback to the employee and 
the offer of emotional support and friendship. 
 
We support the reasoning of Wichert (2002) that the new forms of employment 
can have negative effects on employee wellbeing. Although we are of the opinion 
that permanent employment is the form of employment which mostly gives the 
feeling of safety and security, we are of the opinion that some employees prefer 
the flexibility of the newer forms of employment, which is discussed by Jarrat & 
Coates (1995).   
 

4.6 Organisational Power Structure 

 

4.6.1 Communication 
According to Engqvist (1994), academics’ opinions differ regarding what is the 
greatest purpose of communication. However, the author claims that three 
purposes are recurring in the theories. The first one is communication as a need 
to control a situation. As insecurity creates anxiety, communication is a tool to 
reduce uncertainty. The second one is communication as a need to contribute to 
personal development by acquiring new knowledge and insights. Finally, 
communication is a way for an individual to be confirmed. By being respected 
and listened to, an individual will be acknowledged the right to have opinions. 
Lundqvist (1986) perceives communication differently and sees it as a mean of 
exercising power. To explain his reasoning he mentions that power may take on 
three forms. Forcing power is based on exercising force, compensating power is 
based on distributing rewards and involving power is based on the ability to 
persuade and teach. The last of the three, involving power, demands knowledge, 
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abilities and communication skills and is also where the use of power shows 
lasting results.  
 
In order to create an efficient and productive organisation the communication 
should be characterized by openness, honesty and high quality. Feedback is an 
important part of communication and a way for both the employees and the 
management to express their views and opinions. Feedback is an important tool 
to strengthen an employee’s confidence and wellbeing as it gives direction and 
instructions on how the employee is doing. Important is that both management 
and employees should be able to express their opinions and views upon the 
organisation and its progress (Engqvist, 1994).  
 
We agree with Engqvist (1994) regarding the characteristics of communication. 
We also believe that the flow of communication is of importance and that a two-
way communication is the best option as it serves many purposes. It is mainly a 
way for the management to receive information about the state of the 
organisation and also a tool to acknowledge the employees and their work.  
 
An important distinction to make is the one between communication and 
information. Communication is interplay between two people or more, while 
information is one individual bringing a message to another (Engqvist, 1992). 
 

4.6.2 Information 
We believe that information and how it is communicated to the employees is an 
important part of acting responsibly and caring towards the employees. Kanter 
(1992) points out that for the employee to feel safe and secure it is crucial to be 
well informed about decisions that affect their work situation and to have a 
chance of participating and making an impact in decision-making.  
 
According to Angelöw (1991), it is not enough for the management to inform 
the employee, but also the quality of the information is crucial in order for the 
employee to feel motivated. The information should be detailed and give a 
realistic and clear picture. This is important in order for the employees to trust 
the managers, and in turn this trust will enhance their motivation. According to 
Nilsson (1993), information should preferably be announced in a way that gives 
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the employees the opportunity to communicate their apprehensions and receive 
answers to their questions directly.  
 
Angelöw (1991) points out that lack of information creates rumours. In order to 
understand what is going on higher up in the hierarchy, the employees create 
their own theories in order to reduce insecurity. The less information from the 
managers, the more rumours will be spread. These rumours cause damage since 
the information spread by rumours can be untrue and create a negative 
perception of a situation. Therefore it is imperative to continuously inform the 
employees and to be transparent regarding changes and important decisions. 
 
We believe, in accordance to Angelöw (1991), that the main focus regarding 
information is whether the employees regard information as realistic and whether 
the management continuously informs the employees. We see information as an 
important tool to create a feeling of togetherness and all employees, when 
possible, should be included in the information so that no one feels left out.  
 

4.6.3 Participation in Decision-Making 
After going through different theories and articles we can conclude that the 
reasons for introducing employee participation in a workplace vary. The most 
common reasons mentioned were increased productivity, employee morale and 
employee satisfaction (Marre, 2000), but other reasons were also discussed such 
as humanitarian and respect for the individual (Dahl, 1985).  
 
There is also differing reasoning on what employee participation in decision-
making entails. Levine & Tyson (1990) present two different points of view. 
They distinguish between consultative participation and substantive participation. 
Consultative participation is where employees are asked to give their opinions 
but final decisions are made by the management. Substantive participation is 
when employees are given wide discretion in organising their work and they also 
tend to operate with little supervision. We interpret substantive participation as 
more of an autonomy issue; we do however present it here as the author claims it 
to be participation. 
 
Employee participation in decision-making is perceived by many academics as 
having plenty of positive effects. Dahl’s (1985) research points out two positive 
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effects of employee participation in decision-making. The first is increased 
morale and job satisfaction and the second is improved productivity. Increased 
morale and job satisfaction will result in reduced labour turnover, conflicts and 
absenteeism. Improved productive efficiency is based upon better product 
quality, reduced costs and more accurate decisions.  
 
Marre (2000) supports the above reasoning and proposes a psychological and 
cognitive explanation to the benefits attained by employee participation. 
Regarding the most common benefits, morale and job satisfaction, a reasonable 
explanation is that participation enables the employees to attain benefits that they 
desire. Other factors are that the employees take greater pride in their work when 
they feel that they are an important and valued part of the company. Regarding 
the increased productive efficiency, a straightforward explanation is that 
employee participation will result in increased information, knowledge and 
creativity. 
 
We agree with the above-mentioned authors that employee participation in 
decision-making is important for the employee satisfaction and morale. 
Furthermore, we believe that the management should include the employees’ 
opinions to a great extent in decisions where it is possible. We base our reasoning 
on Marre (2000) and Dahl (1985) who pointed towards increased productivity 
and efficiency with participation. However, we acknowledge that in some cases 
the management cannot take the employees’ opinions into consideration, as 
when dealing with delicate issues such as in cases of layoffs. 
 
The factors of participation in decision-making and autonomy may be perceived 
as similar. We make the distinction that participation concerns decisions 
regarding bigger issues such as the workplace and future strategies for the 
company while autonomy concerns the employee’s right to independently decide 
upon tasks and work situation.   
 

4.6.4 Autonomy 
Herzberg (1959) is of the opinion that people have a need for autonomy in their 
work, which can be satisfied either through extension or enrichment of the work. 
We perceive the reasoning of Wallenberg (1992) to be similar, as he discusses the 
need for autonomy by increasing the width or depth of the working tasks. To 
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widen the tasks means making them more multifaceted, either by rotating 
between different tasks or by giving the employee more tasks. This is important 
since it leads to variety. The depth of tasks implies the need to learn more about 
the present job. This stimulates the employee’s willingness to work and enhances 
their pride in their job. Enrichment of work or increased depth also signifies 
increased responsibility and independence, which imply a greater level of 
freedom, easier access to information and competence development for the 
employees.  
 
Eriksson (1991) defines autonomy as an employee’s possibility to control and 
affect the work situation. We perceive definition as similar to the above-
mentioned authors. The author also discusses the employees’ ability to decide 
and control how to perform the daily tasks that they have been assigned to do. 
Mainly two factors are important; firstly the possibility to affect how to organise 
the work tasks and secondly the employee’s ability to control of in what speed to 
carry out the work tasks. Bradley (1986) supports the reasoning and states that 
the control the individual exerts over its own work situation correlates with the 
individual’s wellbeing. Johansson (1991) takes the reasoning further by claiming 
that a lack of autonomy and control result in stress. 
 
We support the reasoning of Herzberg (1959) that employees need autonomy in 
their daily work. We are also in agreement with above authors, that autonomy 
may render the employee increased motivation, wellbeing and responsibility.  
 

4.7 Ethical Aspects 

 
“From an employee viewpoint, a great workplace is one on which you trust the people you work 
for, have pride in what you do and enjoy the people you are working with” (Levering 
1988:26). 
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4.7.1 Trust  
According to Butler (1991), trust may be defined as an individual’s expectation 
regarding the management’s philosophy of respecting the individual and to 
provide help and support. The author continues by presenting several stages in 
the employee-management trust building process. The process depicts the 
development of relationship between employee and management. The initial 
phase is characterised by the parties learning and exploring each other. In the 
second phase mutual expectations are set. Finally, a relationship is formed and if 
it is characterised by realistic expectations, reciprocal influence and mutual trust, 
it may take on a form of trust and high-quality.  
 
The above-mentioned trust building process deals with how to act in order to 
create trust. Other authors have discussed what behaviours and traits that the 
management should display in order to create trust. Wetlaufer (2001) speaks of 
the importance of the communication being honest and straightforward. If there 
are no truths in companies, there can be no trust and without trust the result may 
be cynicism and indifference. Ray & Bruce (1994) discuss the need for the 
management to listen, to support the employees and to show concern, 
understanding, compassion and consideration.  
 
The continual downsizing and reorganisations have left employees with a feeling 
of distrust and fear of being replaced. On top of major restructuring, employees 
have little input into major changes that affect them such as cutbacks, bigger 
work loads and wage freezes. This has rendered many workplaces with a lack of 
trust. Therefore, open communication during strategic changes can help the 
organisation to preserve employee trust (Haidee, 1997).  
 
One implication when there is a lack of trust between employees and 
management is that employees usually keep quiet about product and service 
problems and customer complaints. Employees keep quiet, as they fear that the 
information may be used against them and this may result in the flaws worsening. 
Moreover, the management will receive a less accurate picture of the company’s 
reality (Haidee, 1997). Besides keeping quiet, employees may report the 
problems; this is often referred to as whistle-blowing. When fear of retaliation is 
high and when management shows of little commitment to correct internal 
problems, whistle-blowing often occur externally. When trust exists between 
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employees and management whistle-blowing is more likely to occur internally, 
which may be presumed to be in the managers’ interest (Miceli & Near, 1992). 
 
The American Society of Human Resource Management has developed a code of 
practice, which emphasises the need for trust and how to build trust into an 
organisation. The main points in their arguments are that the management 
should manage with a high standard of personal honesty and integrity at every 
phase of daily practice and also to consider the employees personal interest, 
welfare and dignity (Kitson & Campbell, 1996). 
 
To summarise the above authors, we observe that a lack of trust may cause 
several negative effects for both employees and company. Therefore we perceive 
trust to be of great importance for the wellbeing of the employees and the 
efficiency of companies.  According to Butler (1991) trust is an important factor 
in building relationships and we will discuss this factor in the next section below.  
 

4.7.2 Relationship 
According to Nilsson (1996), research shows that an employee’s relationships 
with colleagues and managers are of importance in order to experience wellbeing 
in the workplace. Furnham (1997) points out that in most workplaces the 
employees are dependent on their colleagues to perform their work tasks and 
that co-operation should be of a supporting and helpful nature. The relationship 
between employee and management is of importance as the management is the 
bridge between the employee and professional development.  
 
Granér (1991) describes a group within an organisation as an instrument for 
fulfilment of the company’s goals. However, not only the goals of the company 
should be met but also the emotional needs of the group members. According to 
the author, the organisation’s goals and the employees’ emotional needs should 
be met with few, if any, conflicts. In most cases the fulfilment of the employees’ 
emotional needs is a requirement for the success of the company, as employees 
need to feel safe and satisfied in order to be creative and productive. 
 
Every workplace has its own rules and norms that guide the relationships within 
a workplace. If the workplace is large with many employees, groups tend to form 
around work tasks and these groups develop their own rules and norms. When 
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the norms are clear and easy to understand, the interplay between the members 
tend to function more smoothly. The norms fulfil an important function as they 
offer safety and continuity for the members. The norms also provide stability in 
two different areas, the instrumental and the co-operative. The instrumental area 
includes the group members’ work tasks and the views upon the management’s 
goals and guidance. The co-operative area contains norms regarding status 
between group members, respect and loyalty. Put together, these norms guide 
and control the behaviour, the thought process and the opinions of the 
employees. If the employees tend to follow the current norms, conformity arises. 
An organisation’s goal, the workplace’s norms and rules and the employees’ 
norms and rules should coincide as to minimise disturbing and unnecessary 
conflicts (Nilsson, 1993).  
 
As with trust, we perceive relationships to be of great importance in order for the 
employee to experience wellbeing and for the company to be successful. This 
reasoning is in accordance with Granér (1991), who claims that the relationships 
in a workplace are important in order to fulfil the company’s goals and also to 
satisfy the employee’s needs. 
 

4.7.3 Fairness  
Fairness in an organisation suggests to employees that their membership in the 
company is valued and that they are respected. This in turn will increase the 
likelihood of employees committing themselves to the company and perceived 
fairness will therefore support an individual’s dedication and support for the 
organisation (Lind, 1995). Van den Bos, Vermunt & Wilke (1997) point out that 
fairness is perceived to be a more powerful component than economical 
concerns, such as wage and benefits, when it comes to employee wellbeing and 
satisfaction in the workplace.  
 
The concept of fairness in an organisation is linked to organisational justice and a 
lot of research regarding fairness has been done under the subject of 
organisational justice. Organisational justice covers a broad range of issues such 
as compensation systems (Greenberg, 1996), organisational restructuring 
(Cowherd & Levine, 1992) and discipline (Trevino, 1992).  
 



CSR with Focus on the Employee Perspective  CSR and Employees 
 

-53- 

Organisational fairness may be distinguished in two dimensions; fair processes 
and fair outcomes. A fair process considers the processes inside the organisation 
that judge, rank and measures the performance inside in the organisation. In 
order for employees to perceive the processes as fair, formal characteristics of 
decisions are of main importance such as consistency across people and over 
time. The information should also be perceived as accurate and unbiased 
(Thibaut & Walker, 1975). A fair outcome is mainly linked to fairness of resource 
allocation and satisfaction with compensation (Folger & Knonvsky, 1989).  
 
Besides fair processes and fair outcomes, it is required of managers that they use 
appropriate expressions of respect and concern when dealing with employees 
(Greenberg, 1996). This issue is closely related to communication, which we have 
discussed in a previous section.  
 
The perception of fairness has several important consequences for the company 
such as enhanced individual commitment to the company, increased acceptance 
of company goals and tasks, increased employee wellbeing and increased 
management authority and legitimacy (Tyler & Lind, 1992).  
 
Reynolds (1997) discusses the difficulties of achieving fairness. One reason is that 
different people value different things. The author argues that the management, 
in order to treat the employees fairly, needs to find out the employees’ real 
concerns, which can only be done by listening to what they have to say. 
 
We agree with Lind (1995) and Van den Bos et.al. (1997) that fairness plays a 
significant part in employee dedication and commitment to the company and 
employee satisfaction in the workplace. Despite this observation we consent with 
Reynolds (1997) that it is not desirable to treat every employee equally in all 
aspects. This is because employees have individual needs and for example we 
believe that some employees need more attention, while some employees are 
more independent and self-governing. 
 

4.7.4 Alignment of Individual and Organisational Values 
We will in this section introduce a different aspect of ethical values. Previously 
we have focused on the company’s actions towards the employees and how that 
affects the employees’ wellbeing. However, we find another aspect important 
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regarding the employees’ wellbeing and that is how the company acts towards its 
external stakeholders. 
  
According to Vivader-Cohen (2000), socially and environmentally responsibly 
companies offer inspiration to its employees and create employee loyalty. 
Employees take pride in working for a company that affects and creates positive 
social change. It has been proven in the past two decades that when companies 
go through highly publicized corporate crises such as Shell in Nigeria, Union 
Carbide in Bhopal, Exxon Valdez in Alaska and Nike and Gap sweatshops it has 
a destructive impact on employee morale. 
 
Besides exploitation of people and the environment in the third world, unethical 
behaviour like senior managers’ parachutes and bonuses, cartels, unreasonable 
fees and exploitation of people in marketing will decrease employee loyalty 
(Löhman & Steinholtz, 2003). 
 
Tamara & Spring (2001) refer to a survey of jobseekers in 2000 that indicates that 
job seekers with a high level of job choice, judged potential future employers by 
their ethical and moral behaviour, and saw that aspect as very important when 
searching for employment opportunities.  
 
CSR Europe, a non-profit organisation promoting CSR, campaigns on these 
issues and has on their homepage published a research result which showed that 
78% of employees would rather work for an ethical and reputable company than 
receiving a higher salary working for a less ethical company. Increasingly more 
people also want to feel proud of the company they work for and motivation is 
often based on values rather than they paycheque (www.csreurope.org). 
 
We are aware that we have to be careful when presenting research results that we 
have not been able to verify. We do however, find the results interesting and 
therefore decided to present them. They point in a general direction of 
employees increasingly being concerned with the companies’ ethical and moral 
conduct. 
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4.8 Summary of our Theoretical Framework 

In order to summarise our theoretical framework, we will hereby conclude with a 
model (see Fig. 4.2 below). We started of by giving a background to the broader 
concept of CSR where we included the history of CSR, the development of 
different relating concepts, definitions of CSR and opposing views regarding 
CSR. Furthermore, the stakeholder concept and its connection with CSR was 
treated. Through a literature review we identified key factors when CSR is seen 
from an employee perspective. In order to provide a clearer picture these factors 
were categorised into four main groups; physical working environment, formal 
contracts and agreements, organisational power structure and ethical aspects.  
 

 
Figure 4.2: Summary of our Theoretical Framework 
 
We will in the next chapter present the results from our empirical studies. 

Physical Working
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  CSR from an Employee Perspective
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5 Empirical Findings 
The aim of this chapter is to present the results from our interviews. This is, together with the 
studied theories, our base for the following analysis. We would like to remind the reader that we 
refer to all the respondents as `she´ in order to keep the respondents anonymous. 
 

5.1 Introduction 

Initially we asked our respondents a couple of overarching questions in order to 
retrieve a general opinion. Firstly, we asked what the most important factor was 
for them in order to enjoy and appreciate work. The majority claimed that their 
colleagues were the most important factor. Good spirit among the colleagues and 
to get on well with the people they work with, as well as the atmosphere, were 
pointed out as the most crucial factors for their wellbeing in the workplace.  
 
“It is obviously the atmosphere, the colleagues are number one.”  
 
It was also important to receive backup and appreciation from the colleagues. 
Besides work colleagues, the second most important factor was the work tasks. 
The respondents pointed out that it was imperative to enjoy the work, and that 
the tasks are meaningful, fun and challenging. 
 
Other factors mentioned by only one or a few respondents were material 
resources in order to be able to do a good job, good leadership and participation 
and the ability to affect and control the work tasks. 
 
We continued to introduce the concept of CSR. None of the respondents, except 
one, knew what CSR stood for and they had not heard the expression before. 
The one respondent familiar with the concept, stated that she was aware of 
companies’ responsibility towards society and their employees but had not heard 
about the environmental responsibility included in CSR. However, she pointed 
out that many companies, especially manufacturing companies, must shoulder a 
large responsibility for the environment. 
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5.2 Companies’ Social Responsibility 

As mentioned above, the respondents were not aware of CSR. However, the 
majority stated that they would be affected by the company’s behaviour towards 
society and the environment and believed it to be important. A few of the 
respondents said that the company’s behaviour affected them in their contacts 
with customers and suppliers. It was vital for the company to co-operate and 
treat customers and suppliers well as their perception of the company affected 
the employees in their daily work. 
 
The types of responsibility a company should shoulder were defined and 
interpreted by the respondents in many different ways. A few mentioned that 
they wanted the company to be environmentally responsible and they also 
wanted to believe in and to be proud of the products and services the company 
provides. If the company was not managed in a proper way the employees stated 
that they would lose confidence in the company and would not feel comfortable 
working there. Skandia was brought up a couple of times as an example of a 
company where they would not want to work. The following quotation illustrates 
this; 
 
“One condition for me when I work is that I, as a person, can support the values the company 
represents and also the values they display externally, that is, the image society has of the 
company I work for.” 
 
In addition, one respondent mentioned that the company should shoulder 
responsibility for the employees by trying to offer the employees a balance 
between private life and working life. It was pointed out that it is important for a 
company to look beyond its own perspective and to look upon the employees as 
participants in a society and not only in a business.  
 

5.3 Physical Working Environment 

5.3.1 Ergonomics 
The majority of the respondents said that an employer should provide a 
workplace that is safe and would not cause work related injuries. Furthermore, 
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they defined a satisfying physical working environment as a place where they 
have the possibility to walk around in the office and switch between a sitting and 
a standing position in order to avoid injuries. A couple of those respondents 
pointed out that ergonomic chairs and desks which can be raised and lowered are 
important factors. 
 
“We should be able to execute our work tasks without getting work related injuries.” 
 
Several of the respondents also mentioned flicker-free computer screens as a 
factor affecting their physical working environment. A few respondents also 
stated that work related problems were often caused by being in front of a 
computer. For some interviewees the light was also very important. Since the 
interviewees related their physical working environment with their profession, 
the answers varied. However, the main point was to sit properly and to be able to 
move in order to avoid injuries. A few of the respondents thought of the air 
quality and the noise level when asked about the physical working environment 
and one stated that noise is very disturbing irrespective of what work tasks one 
has. 
 

5.4 Formal Contracts and Agreements 

5.4.1 Wage 
Concerning the setting of the wage, we received various different answers and 
several of the respondents gave more than one factor they considered important 
when their wage was to be set. However, a clear majority stated that the wage 
should be set on an individual level and factors such as the wage being put in 
relation to the work tasks, education level and previous experience were 
mentioned. The respondents did, on the other hand, have different opinions 
about to what extent the wage should differ between the employees. A few of the 
respondents who stated that they did not want mayor differences in wage 
indicated that it was an issue of fairness. The following quotation illustrates the 
reasoning: 
 
“I don’t want the differences to be too big, if you are twelve people with the same title and if 
some one earns a lot more money there will be arguments. Even if money is not the most 
important thing, there will be arguments.”  
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Another factor that was stated was that wage should be set in relation to their 
work performance in order for the respondents to feel that they get the wage 
they deserve. The following statement symbolizes this; 
 
“The management should be aware of the fact that the wage is their opportunity to symbolise to 
the employee what results and performance that they expect. You build in an expectation to 
perform according to the wage. If the wage is set too low, the position has been categorised and 
shows that you do not have to do more, so correct setting of wage rates is important.” 
 
Wage was not the most important factor, according to the respondents, in order 
to stay in a workplace and to experience wellbeing and motivation. Instead the 
main factor was to enjoy work, in regards to work tasks and colleagues. Despite 
the wage not being crucial for their wellbeing and motivation, many of the 
interviewees expressed the wage as being important. They argued that a lower 
wage is acceptable if you enjoy work, but when the employees are not satisfied 
with the workplace, the wage becomes extremely important. 
 
At the same time a couple of respondents pointed out the high living expenses 
and the fact that we live in a consumer society function as determinants in favour 
for a higher wage. Moreover, if they were to choose from two equally good jobs, 
the wage would certainly play a crucial role. 
 
“Of course one works because it is fun and to be acknowledged for being competent, but the 
bottom line is that I want to get paid for the services I supply.” 
 

5.4.2 Benefits 
When asked about benefits, most respondents had problems naming some, as 
they were not sure of what could be regarded as benefits.  
 
We specified our question and asked specifically for desirable benefits regarding 
family life and private life. The most frequently mentioned benefit was flexibility, 
i.e. the possibility to have an influence on the working hours. This can be 
reflected in medical appointments daytime and the possibility to adjust working 
hours as to fit around child-care. There was a desire from the employees for the 
manager to show consideration in these cases. 
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This was accompanied with the reasoning of giving and taking from both parts. 
If the company created a flexible and satisfying working environment the 
respondents stated that they would go that extra mile for the company in terms 
of working hard and extra hours.  
 
Other much appreciated benefits that a company could provide were free gym 
cards and daily fruit baskets. Regarding gym cards, several respondents stated 
that it is important to work out, especially when you have a job where you sit still 
long hours. A few said that if a company provides the employees with the 
opportunity to exercise, the employees will feel better, get less injured and sick.  
 
When we asked about benefits especially regarding the employees’ competence 
development, several respondents expressed the need for external courses. They 
all found it necessary for the courses to be related to the actual business. 
 
“I do not think the company should invest in a parachute course.” 
 
We could, however, distinguish two different patterns of response. One group 
stated that the external courses should be directly related to the employees’ 
specific work tasks. The other group stated that as long as the courses were 
within the company field of business, and not necessarily related to specific work 
tasks, the courses can be interesting for both the company and the employees. In 
addition to external courses one respondent stated that the employees could 
develop and avoid monotonous tasks by always being challenged with new and 
different tasks, and more responsibility.  
 
They all perceived competence development as extremely important, both from 
an employee and an employer perspective. We use the following quotation to 
illustrate their reasoning; 
 
“The company should invest in us learning more, in order for us to be an asset to the company.”  
 
One of the respondents stated that if the company offered desirable benefits, the 
importance of the wage may diminish. Therefore, it is important to set wages in 
balance with company benefits. 
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5.4.3 Form of Employment 
All the respondents preferred to have a permanent job. They stated that a 
permanent job gives a feeling of safety and security, but when being employed in 
projects there is always a risk of not getting new projects. 
 
A couple of the respondents claimed that their choice of employment form was 
affected by their private life. The need for a permanent position was less 
important when lacking a family, as short-term employment gave flexibility and 
freedom.  
 
Regarding the importance of the form of employment for employee wellbeing, 
opinions varied. A couple of the respondents stated that even though they prefer 
a permanent position, the form of employment does not affect their wellbeing. 
According to one of the respondents this is due to the fact that she was used to 
work in projects.  
 
The rest of the employees claimed that a permanent job is important for their 
wellbeing since, from an employee perspective, a permanent job is the safest 
form of employment and it gives a stable income. 
 

5.5 Organisational Power Structure 

5.5.1 Communication 
Regarding the definition of satisfying communication between an employee and 
the manager the answers varied slightly but on a general level they corresponded. 
The majority of the respondents articulated the need for communication to be 
straightforward and honest and that the employees feel that they get response 
and understanding from the management. Other variables that were mentioned 
were openness and the need for feedback. A couple of the respondents claimed 
that they needed the manager to be a good listener and that the manager would 
take their opinions into consideration when making decisions. However, at the 
same time they were aware of, and appreciated, the fact that the manager was in 
authority and in the end made the final decisions. 
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“I think that it is always the manager that has the last word but he also has to listen to me. It 
has to go both ways. But he needs to be authorial or things just go wrong.” 
 
Every one of the respondents expressed that communication is of great 
importance for their wellbeing at work. They mentioned both the professional 
aspect, that communication is needed to do a good job, but also the need for 
good communication to make the workplace a friendly, relaxed and pleasant 
place to be. 
 
“Communication and sincerity are of great importance. We co-operate and evolve together, I 
need that. Sincerity makes me happy.”   
 

5.5.2 Information 
The majority of the respondents claimed that detailed and extensive information 
was a must in order not having to waste time looking for additional information.   
 
“It should be detailed information so that I don’t have to chase details. It should be well laid out 
and complete.”  
 
A few of the respondents had no demands on the quality of the information. 
One of those respondents mentioned that she places no value on the given 
information but leaves it up to the person informing her, to decide on the quality 
of the given information. 
 
The majority of the respondents preferred the information to be given face-to-
face and meetings were mentioned as a good forum. The same respondents 
expressed a dislike to the information being spread over the phone and by e-mail. 
However, they made a slight distinction whether the information regarded 
important issues or if the issues were of less importance. When the information 
affected their daily work they expressed a need to be informed as soon as 
possible but when the information did not affect them directly, they felt no 
urgency for the information to be delivered. The next quotation presents their 
reasoning; 
 
“I prefer meetings, e-mails get impersonal and boring. But when it comes to basic information, 
like when they are rebuilding next door, the information can be sent by e-mail.” 
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All of the respondents said that a lack of information would affect them 
negatively if the information was needed in order for them to do their job and in 
that regard information affected their well being. The respondents mentioned 
factors like confusion and the risk of feeling embarrassed in front of colleagues 
and customers in case they were left out of important information.  
 
A few of the respondents did, however, express a desire to be included in the 
information regardless of the content, or otherwise they would feel left out. The 
following quotation illustrates their reasoning;  
 
“You start to think; what more is there that I don’t know?  This time it didn’t affect me but 
what happens next time?” 
 

5.5.3 Participation in Decision-Making 
All of the respondents stated a need to be able to have an opinion and a chance 
to speak their mind and that their possibility to participate in decision-making 
affected their well being. We could distinguish three different groups from their 
various answers. A couple of the respondents said that they needed the 
management to respect their rights as individuals to have an opinion. Two of the 
respondents said that they needed to influence the products and services which 
the company sold. They did not want to sell products to customers which they 
could not accept and take pride in. The remaining respondents said that they 
needed to be in control regarding their work situation and participation in 
decision-making is one way of satisfying this need. 
 
Despite the respondents demanded the right to participate in decision-making 
they also expressed an understanding that they would not be able to affect all of 
the decisions. They did, however, still claim that it was important to have their 
opinion acknowledged by their manager. 
 
“I have the right to speak my mind and to be listened to. But to what extent I can influence 
decisions is difficult to say, but I want my opinion to be heard.” 
 
Issues that the interviewees wanted to influence were mainly personnel policies 
and the physical working environment. A few of the respondents did also 
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mention a desire to affect the future strategic direction of the company, even if 
only to minor extent.   
 
“Most importantly is that I can affect the situation and decisions that affect my own situation at 
work.” 
  

5.5.4 Autonomy 
All of the respondents expressed a need for autonomy in their daily work. Their 
need for autonomy was expressed more strongly than the need for participation 
in decision-making and most respondents stated that they wanted to perform 
their daily work without supervision.  
 
“Autonomy is extremely important, of course I have someone who manages me and the project 
and things like that, I can’t take care of everything. But hopefully I know how to do my job the 
best and can decide how to work. But, if someone thinks differently I am willing to listen and 
try new ways.” 
 
One of the respondents said that her need for autonomy could be divided into 
two dimensions. As a private person she needed flexibility and for her needs to 
be attended to. As an example she mentioned the balance between private and 
work life. The other dimension was her professional person and her need to be 
autonomous in order to do her job properly. 
 
Most of the respondents stressed the need to control their working pace. 
Moreover, they wanted to be able to discuss new work tasks with their manager 
and to have the right to say no if the workload would be too heavy. Some of 
those respondents did, however, mention that controlling the workload might 
sometimes be difficult or even impossible. Therefore, at certain times when they 
got too busy they needed to be able to prioritise.  
 
All of the respondents appreciated and wanted to shoulder responsibility in their 
daily work. The reasons why they wanted responsibility varied, but we could 
distinguish two groups. Firstly, it was stressed that responsibility was needed in 
order to do a good job. If no one shouldered responsibility, tasks were to be left 
undone and employees would blame each other. Furthermore, responsibility was 
needed in order to respond quickly and to make correct decisions. The second 



CSR from an Employee Perspective  Empirical Findings 
 

-66- 

reason that was stressed was the need for responsibility in order to find work 
exciting and stimulating.  
 
“It is important to me to be in control and to structure my work as I know that these are the 
criteria that my work will be judged and marked by. In order for me to be in control I need to 
shoulder responsibility.”  
 
One of the respondents expressed that she both liked and disliked responsibility. 
She said that responsibility was fun, rewarding and a challenge but it could also 
be stressing. However, if the choice was to shoulder responsibility or not, she 
would not hesitate to shoulder responsibility. 
 

5.6 Ethical Aspects 

5.6.1 Trust 
The definitions of trust varied slightly among the respondents but we could 
distinguish three groups. The first definition involved trust as in the ability to 
share information and thoughts with the management knowing that the 
conversation and its content would stay between the parties concerned. The 
second definition involved the management to trust the employee to do her job 
and to do what is best for the company. The third, and last, definition involved 
the employee’s right to feel comfortable and confident in knowing that she is 
accepted in the workplace.  
 
The respondents expressed different qualities and behaviours that were needed in 
order for them to trust the management. We could distinguish two patterns in 
the replies. Some mainly focused on the qualities of the management. Traits that 
characterized a trustworthy management were mainly an ability to keep their 
word, to be straightforward and honest, to be resolute and determined and that 
they will keep to earlier made decisions.  
 
“I am of the opinion that managers should make decisions and don’t back down. I feel a deep 
respect for my manager if he make decisions I believe are wrong as long as he won’t back down 
but instead stands up for himself in a humble way.” 
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The second pattern was a focus on how the management treated the employees. 
The respondents expressed a need to be listened to and that the management 
should show understanding. They had a need for straightforward communication, 
that nothing they said would be twisted and distorted and that no talking would 
occur behind their back.  
 
“I need solidarity in the group and I come back to what I have previously said that you need to 
be straightforward with each other. Then there will be less gossiping.” 
 
They also demanded that the manager trusted their ability to do a good job.  
 
“If I am not trusted as an employee or trusted to make decisions I will quickly feel restricted 
and controlled from the top. This will make me bored of work rapidly and I would not want to 
come to work.”  
 
One of the respondents stated that she felt trust if she knew that her 
management was knowledgeable within their field and that they were structured 
in their work. Thereby she felt that she could perform her work tasks with the 
needed back up. 
 
All the respondents perceived trust as a very important factor for their wellbeing 
in the workplace. Without trust there would be misunderstandings, 
disagreements and a feeling of not knowing how to act. 
 
“I believe that trust affects me more than I am aware of.  If I didn’t trust my manager and my 
colleagues I would not enjoy going to work.” 
 

5.6.2 Relationship 
Regarding the relationship between employee and manager the majority of the 
respondents defined a positive relationship as a two-way communication where 
both parties listen, understand and trust each other. A manager should be present 
and available for the employees when at the workplace and not in a meeting as 
the employees should not need to make a reservation in order to see their 
manager. The respondents asked for straightforward communication, openness 
and feedback, both positive and negative.  
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A few of the respondents expressed a need to keep the manager distant from 
their private person; they did not want the manager to become a close friend but 
instead keep a professional distance.  
 
“I know it may sound cruel but I don’t believe in a manager being one of my close friends at 
work. I think it may cause a conflict of interest. The manager may be one in the group but he 
should at the same time keep his distance.” 
 
Another respondent expressed the same concern; 
 
“It is important that my manager does not become too much of a friend, then it becomes more 
difficult to listen and to obey orders. At the same time I don’t want him to be too authoritarian 
and only use a one-way communication. It is a difficult balancing act.”  
 
A couple of the respondents stated that they did not define a positive 
relationship with their manager any differently than they defined a positive 
relationship with their colleagues. Those respondents emphasized straightforward 
communication, trust and understanding. The remaining respondents stated that 
they defined a positive relationship differently when discussing colleagues then 
when discussing their manager. They emphasized a more personal and 
friendship-related relationship and stated the need to be able to laugh together 
and the need to get on well. A couple interviewees mentioned the need to be able 
to share and discuss details regarding their personal life.  
 
“I need to get on well with my colleagues; I need to be able to talk and to co-operate with them.” 
 
All the respondents stated that their relationships with manager and colleagues 
were important for them to enjoy work. Some of the respondents claimed that 
they do not want to work where some employees feel like they are not part of the 
group. A couple of the interviewees spoke of the need to listen and help each 
other. We illustrate their reasoning with the following quotation; 
 
“All my relationships with people are important and do affect me. It is incredibly important for 
me to get on well with my colleagues and to feel satisfied at my workplace. I am dependent on a 
team.” 
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5.6.3 Fairness 
When defining fairness at work, the majority of the respondents mentioned that 
being appreciated and compensated for their work is an important factor. They 
also asked for fair treatment regarding the possibility to improve professionally. 
Half of the respondents pointed out that fairness is not always about all the 
employees being treated in an equal fashion, but instead the employees’ 
individual needs should be satisfied. A couple of the respondents mentioned this 
when discussing benefits. They stated, as individuals have different needs, they 
should receive different benefits. However, everyone should feel equally 
compensated. 
 
“Fairness to me is to acknowledge each individual’s needs and then try to satisfy them as far as 
possible, to see each individual for what they are. It is not always possible, but we can always 
try.” 
 
All the respondents expressed that fair treatment was of great importance for 
their wellbeing at work. We can see two patterns in the answers. Some of the 
replies deal with the importance of fairness from a workplace atmosphere 
perspective. The respondents pointed out that the atmosphere would turn sour 
and less pleasant if some employees’ feel unfairly treated. The other pattern we 
have distinguished deals with the personal experience of being unfairly treated 
and how that will affect their work experience.  
 
“Being treated fairly is important, both from a wage-perspective and the possibility to improve 
and develop. Otherwise I will not enjoy work.”  
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6 Analysis 
In this chapter we will present the patterns we have found in our empirical findings and the 
theories will then be confronted and compared with the results from our empirical findings. We 
have chosen to begin our analysis by discussing the comprehensive concept of CSR and why it 
has been highlighted lately. Thereafter we go on analysing the different factors defining CSR 
from an employee perspective and how this is related to employee wellbeing. We would like to 
inform the reader that when we refer to our empirical data we use the word respondents. When 
we instead connect empirical data to the theory and discuss our own opinions on a more general 
level we use the word employees.  
 

6.1 The development of CSR 

Although the issue of social responsibilities can be traced hundreds of years back, 
CSR has lately become a much debated issue. During our research process we 
have come across several explanations for the increased focus on CSR. We will 
below discuss three explanations which we found to be the most frequently 
mentioned when the development was explained. 
 

6.1.1 Companies’ Prominent Role in Society 
Today’s society has evolved with politicians and regulators loosing power and 
also loosing the power to influence. Instead large corporations have taken a more 
prominent role in society and have to a larger extent than before the ability to 
influence decisions, laws and regulations (de Wit & Meyer, 2002). The authors’ 
reasoning was supported by Smith (2003) when he claimed that the diminishing 
governmental power has rendered companies much power. Whether this 
development is of a positive character or a negative one, we are sure that many 
people disagree upon. However, along with this possibility to influence, we think 
a responsibility should follow. Osbourne (2002) pointed out that the demands 
from society have grown stronger regarding the need for accountability and 
transparency from businesses. As a reaction to this, more and more companies 
have replied to these demands by providing yearly sustainability reports. Smith 
(2003) pointed out that the increased globalisation has led to nations finding it 
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difficult to control companies by laws and regulations, which further highlights 
the need for transparency and increased responsibility. 
 
Due to the fact that companies have such great power to influence the direction 
of society, we are of the opinion that companies should take a larger ethical, 
environmental, economical and social responsibility. Besides the moral and 
ethical obligation to accept a wider responsibility than required, this is, according 
to us, a way to stay competitive in the long term. This reasoning is similar to the 
one where we discussed greater return on profits. 
 

6.1.2 Employer of Choice 
Another tendency to why CSR has become highlighted lately is that employees 
have become a crucial asset for companies. Nowadays, many companies claim in 
their mission statement that their employees are their most important asset. We 
believe that a company needs to protect their reputation in order to be able to 
attract and retain competent personnel. Several authors pointed out that a 
company’s reputation has become important since there is a tendency for 
employees choosing to work for companies they can identify with and feel pride 
in (Vivader-Cohen, 2002; Löhman & Steinholtz, 2003; Tamara & Spring, 2001). 
 
From our empirical findings we could see a distinct pattern concerning the 
respondents wanted to be proud of the products and their company’s behaviour 
towards the stakeholders. To take a recent example, also mentioned by some of 
our respondents, we believe it will take quite some time for Skandia to regain 
their reputation as a desirable employer after its scandals with senior managers’ 
bonuses. Löhman & Steinholtz (2003) mentioned this aspect when they pointed 
out that unreasonable bonuses will decrease employee loyalty. 
 
In theory, evidence of the importance with an alignment between the company’s 
and the individual’s values were presented. It can be argued, however, that these 
facts are based on reports done by consultancy firms who want to make a case 
for CSR in order to sell consultancy services. However, it is not surprising that 
the results show that people prefer working for ethical companies and we believe 
this to be a general trend. As Hutton (2000) pointed out in his quotation 
presented in the introduction, no one wants to make a case for companies 
becoming more unjust, unfair and irresponsible. Nevertheless, we do not 
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propose that everyone would turn down a job, or leave a job, because of their 
values not coinciding with the company’s. We may not even suggest that a 
majority of individuals would do so. One influencing factor is the state of the 
labour market. When the employees have many job opportunities to choose from 
it is easier to select a company whose values coincide with their own values, while 
in recession people may disregard the company’s ethical and moral stance in 
advantage for having a job. We do however propose, that the progress leans 
towards employees attaching more emphasis on the need to work for companies 
whose moral and ethics they support. Especially in the long run, we are of the 
opinion that companies need to think about their reputation and how they act 
externally and internally in order to instil trustworthiness. 
 
The respondents in our research brought forward that the company’s reputation 
will affect them in their daily work since they through daily contact with 
customers, suppliers and other stakeholders represent the company. Furthermore, 
they stated the need to be able to stand for the ideals and corporate values of the 
company. 
 

6.1.3 Consumer Activism 
We also believe that there is a movement among consumers to more actively 
seek out products and services from companies whose values they respect. Our 
opinion is supported by Gillis & Spring (2001) who stated that consumer 
activism has affected companies in the direction of becoming more responsible. 
Furthermore, Smith (2003) stated that the consumers today have the possibility 
to easily access and gather information regarding companies’ activities due to the 
large information flow that the internet has given rise to.  
 
We will take this discussion further by mentioning that another reason for the 
increased consumer activism may be that a company’s brand, the identity, plays 
an increasingly larger role in the consumer society. This because consumers no 
longer only buy a product or a service, they buy an identity and a lifestyle. 
However, we will not go any deeper in the discussion about branding but instead 
focus on the employees’ perspective of CSR and employee wellbeing. 
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6.2 Our View upon the Concept of CSR 

When going through theory, we observed the difficulty of defining what CSR 
really involves. However, a reoccurring theme was to take all stakeholders’ claims 
and demands into consideration. We presented several definitions and they were 
often concurring but also in disagreement. According to Davis (1973) social 
responsibility starts where the law ends. The definition presented by Carroll 
(1991) on the other hand included legal activities as well as economical, ethical 
and philanthropic. Drucker (1984) pointed out that social responsibility of 
business meant turning social problems into economic opportunity. We have 
defined CSR as the social, ethical, environmental and economical activities a 
company carries out with the aim of being responsible towards its stakeholders, 
beyond the claims of the law. We consider that obeying the law is something 
companies are required to do and we perceive that CSR is about taking the 
responsibilities one step further. Therefore we disagree with the theoretic, for 
example Carroll (1991), who includes legal responsibilities in their definition.  
 
Since most of the definitions of CSR do not include the economical 
responsibility, we find it worth discussing why we have chosen to include that 
responsibility in our definition of CSR. Firstly, we think it is a condition for a 
company’s existence. It is a necessity for the employees in terms of securing their 
employment and for society as financially viable companies provide security, 
stability and tax revenues. It may be perceived as obvious that companies should 
focus on their economical responsibility but taking the corporate scandals into 
consideration, it is difficult to be convinced that all corporate decisions are made 
with the company’s economic interest in mind.  
 
Furthermore, when a company undertakes actions such as charity and projects 
for improving the environment we believe that these actions should be related to 
the company’s business in order to be trustworthy. In cases of these actions not 
being related, they may be perceived as a marketing move and lose credibility. 
 
Our opinion is that a focus on CSR might lead to a decrease in profits in the 
short term because of increased costs. This is what Friedman (1972) refers to as 
spending the shareholders’ money. We are still of the opinion that companies 
should shoulder a wide responsibility for social, ethical, and environmental 
reasons since we think that in the long run it will be beneficial for both 
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shareholders and stakeholders. We support our reasoning on Drucker (1984) 
when he states that in the long run, social responsibility is to turn social problems 
into economic opportunity. This is due to several issues such as the importance 
of company reputation in order to attract employees and for consumers to buy 
the products and services. 
 

6.3 Employees’ Perspective of CSR 

We found, when collecting our empirical data, that the respondents’ knowledge 
regarding CSR was almost non-existent. This confirmed our suspicions that the 
concept is still rather unknown among employees. In larger companies where the 
management has started to work more actively with CSR this might be different, 
provided that the management informs their employees about the company’s 
CSR-work.  
 
From our empirical findings, we could see that there were many aspects to 
consider in order for the respondents to experience wellbeing at work. The 
majority of the respondents claimed that their colleagues were the most 
important factor. They mentioned good spirit among the colleagues and the need 
for backup and appreciation. Besides work colleagues, the second most 
important factor was the work tasks. We are of the opinion that the employees 
want the workplace to fulfil two needs. The work colleagues provide stability, 
friendship and laughter while the work tasks present challenges, responsibilities 
and opportunity to develop professionally. Below we will analyse the factors we 
retrieved from our theoretical exposition, regarding CSR from an employee 
perspective. Among our respondents we found a rather homogenous view upon 
wellbeing at work and we will now compare the respondents’ views with our 
gathered theory. 
 

6.4 Physical Working Environment 

6.4.1 Ergonomics 
Regarding the physical working environment, the theory and empirical findings 
corresponded to a great extent. According to Lobråten (2002) and Rosen (1991) 
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the issue of ergonomics is as an important part of employee wellbeing and 
usually deals with the importance of a functional and satisfying work 
environment such as appropriate chairs, suitable light and good air quality. The 
respondents mentioned several of these factors, but did however focus more on 
the possibility to walk around and the alteration between sitting and standing 
position.  
 
The respondents’ answers regarding the most important factor in the physical 
working environment differed depending on their profession but all our 
respondents indicated that the employer should provide a workplace that is safe. 
Our interpretation is that a satisfying working environment is a must and taken 
for granted by most employees and that the physical working environment is 
therefore a basic requirement for employees in order for them to feel satisfied.  
 
Åborg et. al. (2001) stated that computer intensive work is common in most 
workplaces today and many employees spend most of their working hours in 
front of the computer. This was also pointed out by the respondents and both 
theory and the respondents mentioned this as a cause of physical problems. We 
agree that long hours in front of the computer may cause injuries and be harmful 
to the employees’ physical health. We believe that this problem was previously 
not attended to enough. Instead, it may have been disregarded until the problems 
had already arisen. We do, however, think that lately this trend has been reversed. 
This is due to the increased cost for society and companies, with employees 
being long term ill. As a result, some companies spend more resources in areas 
such as fitness, massage and chiropractic. 
 

6.5 Formal Contracts and Agreements 

6.5.1 Wage 
In theory the opinions differed whether wage functions as a motivator or not. In 
support of the wage as a tool for increased productivity and satisfaction were the 
authors Nilsson (1996) and Schou (1991) while Herzberg (1959) claimed that 
wage did not contribute towards employee motivation and wellbeing. The 
respondents stated that wage influenced their motivation and wellbeing but it was 
not the main motivator in order to remaining a work place. The respondents did, 
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however, have different opinions regarding to what extent the wage affected their 
wellbeing. 
 
All of the respondents wanted to clarify that the work tasks were more important 
than a higher wage. It was also stated that when employees were satisfied at work, 
the wage became less important. Since the respondents all argued that the most 
important factors for them to enjoy work were the colleagues and work tasks, the 
finding that wage was not the most important factor was not surprising. 
 
Half of the respondents claimed that wage should be set on an individual basis. 
Kerr (1997) pointed out that the wages need to be unevenly distributed in order 
for wage to affect employee wellbeing and motivation in a positive way. However, 
the respondents’ opinions differed regarding to what extent individual differences 
should affect the wage. We believe that the employees’ opinions regarding 
individually based wages is affected by whether the employees are career driven 
and focused on increasing their wage or if they are less focused on the money 
factor. The employees with the attitude that the job is a way to make enough 
money in order to make a living are probably less interested in wages that differ 
to a large extent between employees.  
 
Some of the respondents who were less in favour of large individual differences 
claimed that it may be perceived as less fair. We believe that because employees 
will compare wages with each other, within a workplace and also with other 
workplaces, individually set wages may be seen as unfair by some individuals. 
This because two employees performing the same tasks may receive different 
wages and additionally, the setting of wage may be perceived as far too subjective 
as it evaluates an employee’s accomplishment at work. We are aware of the risk 
of employees feeling unfairly rewarded if a company applies individually set 
wages. However, we think that the positive effects of individually set wages 
outweigh the eventual effects of employees feeling unfairly treated.  
 
Rubenowitz (1999) discussed the symbolic value of the paycheque as it may be 
seen as a measurement of appreciation and his reasoning was supported by a 
couple of the respondents. One of the respondents expressed that when the 
management set a wage, the employee knows what performance the management 
expects. We found that thought interesting as the setting of the wage therefore 
works as a benchmarking tool for the employee. 
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Both theory and our empirical data showed that there is no agreement to what 
extent wage affects wellbeing. In our opinion the wage is not the main motivator 
since employees in the long run consider other factors to be more decisive when 
it comes to their wellbeing, such as work colleagues and work tasks. Additionally 
we believe that when an employee has reached a certain level of income and 
comfort, the monetary rewards play a less significant part in their wellbeing. 
When that level is reached other factors play a more influential role. Despite the 
above reasoning, we do not want to defuse the importance of wage. We believe it 
to be significant, both as a symbolic value and also as it provides the monetary 
means to choose how to live life. From a managerial point of view it is important 
to realize that employees may perceive a set wage as a way for the management 
to state what performance they expect from the employees. In this sense, wage 
can be perceived as an important tool for increased motivation. 
 

6.5.2 Benefits  
Many of our respondents had difficulties naming and identifying benefits in a 
workplace. Our interpretation is that many benefits that employees receive are 
taken for granted and seen as part of a normal working environment. When we 
specified our questions as to retrieve more information from our respondents, 
we asked specifically about benefits related to family/private-life and benefits 
related to competence development. We also made this division in the theoretical 
framework.  
 
Regarding the former mentioned group of benefits, the authors Glass & 
Fujimoto (1995) stated that common benefits were free child-care, flex time and 
work schedule policies. Among the respondents, the first benefit mentioned and 
the most frequently discussed was flex time, i.e. the possibility to plan and affect 
the working hours and therefore balance private life and working life. We find it 
interesting that the first benefit mentioned was a non-economical benefit and 
therefore it does not have to cost the company any money if functioning 
properly. Taking the advantages with flex time into consideration, the non-
economical benefits may for some employees contribute more to their wellbeing 
than economical rewards. Interesting was also that a few of the respondents 
stated that if the company assumes an understanding attitude to the employees’ 
need to be flexible, the employees would in return go that extra mile for the 
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company when needed. In case a company can provide flex time for their 
employees and the system works properly, we perceive this benefit as a win-win 
situation for both employee and employer.  
 
Of the four mentioned groups of competence development, discussed by 
Näringsdepartementet (2000), the competence development brought up most 
frequently by the respondents were external courses. We believe that the other 
forms of competence development mentioned in the theory, such as learning in 
the workplace due to the rotating and developing of work tasks, were not 
mentioned by the respondents as they are not perceived as benefits. Instead they 
are looked upon as a natural part of every day work.  
 
The discussion regarding external courses continued with whether the courses 
should be related and relevant to the company’s business and to the employees’ 
actual work tasks. The respondents claimed that external courses should be 
related to the business and we agree that this should be the case. However, 
among the respondents, the opinions differed whether the courses ought to be 
directly related to their specific work tasks. We are of the opinion that the 
courses do not necessarily need to be exactly in accordance with the employees’ 
work tasks, since courses can have the aim of increasing the employees’ overall 
understanding of the company’s activities. Moreover, if external courses are 
perceived as a reward, there is less of a need for the courses to be in accordance 
with the employee’s work tasks. We would like to point out, that external courses 
should also be perceived as a benefit to the employer. The new knowledge 
acquired by the employees will benefit the company as a whole. Furthermore, the 
employees are more likely to stay with the employer if they feel that the employer 
invest in their competence.  
 
Besides external courses other desired benefits that were mentioned by the 
respondents were free gym card and subsidized massage for neck and back 
problems.  
 
One respondent pointed out that the importance of wage diminished when 
taking benefits into consideration. We perceive this to be an important statement 
for the employer to consider, especially since many benefits are non-economical. 
This way the employer can offer benefits that are of little cost to the company, 
while the employees gain benefits of great importance.  
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6.5.3 Form of Employment 
According to Jarrat & Coates (1995), there has been a rise in the number of 
employment forms during the last decade. Contingency employment, such as 
employment in form of projects, has become more and more common in today’s 
working life. This is due to companies wanting to take on the speed of smaller 
companies and to have the flexibility to reduce and increase the work force in 
respond to the changing work load. However, according to Feldman (1995) and 
Wichert (2002) the new forms of employment can have detrimental effects on 
the employee wellbeing. Their reasoning is confirmed by the respondents as they 
all stated that a permanent job was the safest and most preferred form of 
employment as it provided security to the employees. The respondents further 
stated that due to the stability and security a permanent job was important for 
their wellbeing.  
 
We believe this discussion to be important as companies increasingly tend to 
choose contingency employment forms. This will lead to employees having to 
accept new forms of employment, even if they perceive them as unsafe and less 
desirable. We believe that feeling insecure and worried about losing the job may 
have a negative effect on employee work performance. One way for the 
management to avoid this is to give feedback and to let the employees know 
where they stand. As we previously mentioned in theory, when there is a lack of 
information rumours can be created and this could be avoided by continuously 
informing and giving the employee feedback.  
 
Important to mention here is that, according to Jarrat & Coates (1995), some 
employees prefer contingency employment as they need flexibility and change. 
This reasoning was supported by a few of the respondents who claimed that their 
family situation and private life dictated how much they were dependent on 
having a permanent job. One respondent mentioned that when she was younger 
she preferred project based employment forms as it gave her freedom and 
flexibility. We find this discussion important since the new forms of employment 
are preferred by some employees today, especially employees who do not have a 
family and who enjoy the freedom and do not want to be restricted. Contingency 
employment can be a way to quickly be exposed to different companies, 
industries and challenges which help the employee to develop professionally.  
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When discussing the new forms of employment and a company’s social 
responsibility, an obvious question to ask is whether a company can be socially 
responsible and still lay off thousands of employees when there is a dip in their 
profits? According to us, a company has many responsibilities towards its 
stakeholders. The employees are one of the most important stakeholders and 
therefore, the company should prioritize the employees’ interests and needs. 
However, a company also has an economic concern and a company cannot 
completely disregard its economic performance in order to satisfy the needs of 
their stakeholders. If a company disregards its economic performance in 
advantage for keeping on staff the result may be that more employees have to 
leave further down the line. Therefore, a company can, in our opinion, lay off 
personnel and still be regarded as socially and ethically responsible. 
 
Both theory and our empirical findings stated that permanent employment is the 
safest form of employment for the employees. We cannot ignore that fact. 
However, as discussed above we believe that permanent employment is not 
always the most efficient and preferred form for companies.  
 

6.6 Organisational Power Structure 

6.6.1 Communication 
The majority of the respondents expressed a need for the communication 
between management and employees to be straightforward, honest and that the 
employees get response and understanding from the management. A few of the 
respondents also stated that communication was important as it facilitated them 
in their daily work. We can distinguish a parallel between the reasoning of the 
respondents and Engqvist (1992). According to the author, communication 
ought to be characterised by openness and honesty in order for the company to 
be productive, efficient and for the employee to gain confidence. The 
respondents did not directly mention efficiency and productivity but stated that 
satisfying communication is of importance for their possibility to do a good job. 
We interpret the words of the respondents to be in accordance with the author. 
The respondents also claimed that communication is very important for their 
wellbeing, which we link to the author’s statement regarding gaining confidence. 
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We believe that satisfactory communication serves the purposes of both the 
management and employees. For the management the result ought to be an 
increase in productivity and efficiency due to the employees being satisfied and 
motivated to work. Another factor is that satisfactory communication should 
increase the management’s access to information and the employees’ opinions, 
which should lead to more accurate decisions. For the employees a two-way 
communication implies that they will be acknowledged and given an opportunity 
to affect their work situation. 
 
Engqvist (1992) also mentioned three purposes with communication; 
communication as a way for the individual to be confirmed and to be 
acknowledged, a way for the employees to acquire and gain more knowledge and 
a way to control a situation and reduce uncertainty and Lundqvist (1986) 
discussed communication and power. We think that the authors’ reasoning 
cannot be applied onto the opinions of the respondents. We base our reasoning 
on the fact that the respondents did not discuss the purpose with communication 
nor the management’s way to exercise power. We believe that the respondents 
did not discuss these issues as they took the starting point from the employee 
perspective. Furthermore, the respondents stated what first came to their minds 
and we did not elaborate the questions as we did not want to exert an influence 
on the respondents’ answers. 
 
A few of the respondents stated that they wanted their manager to take their 
opinions into consideration when making decisions. However, they understood 
and accepted that their opinions were not always taken into consideration when 
the management made the final decision.  
 
Overall the empirical data and the theoretical framework are in agreement. The 
empirical data, however, stressed mainly factors such as the need for 
straightforwardness, honesty and understanding while leaving out factors such as 
communication as a tool of power. Finally, we therefore claim that in order for 
the employees to feel satisfied with the communication there is a need for 
openness, honesty and a genuine interest from both parts to understand and 
listen. A two-way communication will best serve this purpose. We find it 
interesting that the employees demand open communication characterised by 
understanding while at the same time wish for the management to stay, to a 
certain extent, more authorial. According to us, this will result in a difficult 
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balancing act from the management, since what is perceived as authorial may 
differ from individual to individual. 
 

6.6.2 Information 
The majority of the respondents argued, that high quality information with a 
satisfying level of detail was a must as they did not want to waste time looking for 
additional facts and information. Their reasoning is supported by Angelöw 
(1991) although the author did not mention the need for detailed information as 
to avoid wasting time but instead pointed out that it was crucial in order for the 
employees to feel motivated. Furthermore they stated that information was 
important for their wellbeing as it is needed in order for them to do their job. We 
believe that these findings are important for the management to acknowledge. To 
inform the employees on a regularly basis will facilitate their work and lessen 
their irritation. The way the management spread and share information will also 
affect the culture of sharing knowledge and information that prevails in a 
company. It is important that employees do not perceive information and 
knowledge as a means of power, but instead as a means to support and help their 
colleagues.   
  
Regarding how the information should be spread, both the respondents and 
Nilsson (1993) claimed that face-to-face was the most beneficial way. The author 
claimed that this would give the employees an ability to ask questions 
immediately. The respondents did not mention the possibility to ask questions, 
but they stated that meetings were more personal and pleasant. They also pointed 
out that the content and importance of the information could determine whether 
the information should be presented face-to-face, or in a more impersonal way, 
as over the phone or by e-mail. The respondents further stated that the content 
of the information could guide when receiving the information, i.e. they did not 
mind waiting if the information was not affecting them directly. We are of the 
opinion that information should be spread face-to-face when the content is 
perceived as important to the employees such as regarding work tasks and 
changing work situations. However, there has to be a balance in order to stay 
efficient and other means of spreading information can be used. Regardless of 
the means of expression, the main issue is to continuously inform the employees.  
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Angelöw (1991) stated that when employees lack information, rumours were 
often created in order to avoid uncertainty and insecurity. This reasoning was 
similar to the empirical findings as all of respondents claimed that a lack of 
information would cause confusion and a risk of feeling embarrassed. However, 
the creation of rumours was not mentioned and we believe that one reason for 
this is that the spreading of rumours is perceived as something negative. Kanter 
(1985) pointed out that information is an important element in order to make the 
employees feel safe and secure. The majority of the respondents’ line of 
argument coincided with the author’s reasoning and stated that information is 
needed for them to feel safe in their daily work and a few of the respondents 
claimed that information is needed as to not feel left out of the group.   
 
Overall the above findings send the important message that employees attach 
great importance to the quality of information they receive and how they receive 
it. If information is lacking regarding an employee’s work tasks the reaction may 
be irritation, confusion and the result of their work less satisfying. When 
employees are left out of information not directly regarding their work tasks, they 
may still feel irritated and feel left out. Therefore detailed, correct and on-time 
information is a requirement for a well-functioning workplace. 
 
We do, however, argue that satisfactory information is perceived as a 
fundamental and basic need in a workplace and will not cause increased 
motivation and satisfaction. On the other hand, a lack of information will cause a 
decrease in motivation and satisfaction. This reasoning is in accordance with our 
logic regarding the physical working environment. 
 

6.6.3 Participation in Decision-Making 
All of the respondents stated that they needed the right to speak their mind and 
to have their opinions listened to in the workplace. The reasons why the 
respondents needed this varied but we distinguished three groups. A few of the 
respondents stated that it is a matter of respecting their right as individuals to 
have an opinion. We connect the respondents’ and Dahl’s (1985) reasoning as 
the author stated that one reason for employee participation is humanitarian and 
respect for the individual. A couple of the respondents mentioned the need to be 
proud of and to be able to represent the products and services the company 
provides to customers. We believe that if the employees can influence decisions 
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regarding the products and services they sell, they will feel more proud and 
motivated. We can see certain similarities with the reasoning of Marre (2000) 
who stated that participation increase motivation and worker morale. The 
remaining respondents claimed that participation was a way to stay in control, 
which was important in their daily work and for being satisfied.  
 
Many of the authors (Marre, 2000; Dahl, 1985; Levine & Tyson, 1990) discussed 
how employee participation in decision-making effects productivity and 
efficiency in a positive way. None of the respondents mentioned these effects. 
We believe that the reason for this is that the respondents used themselves as a 
starting-point and not the company and therefore only reflected upon their 
benefits of participation in decision-making. We do however perceive that 
increased productivity and efficiency will be a result of employees feeling in 
control, feeling pride in their work and experiencing that they are listened to and 
respected. 
 
The respondents pointed out general areas they would like to affect such as 
personnel policies and the physical working environment. A couple of the 
respondents would also like to have a say when it comes to the sold products and 
services and the company’s future strategic direction. This reasoning can be 
related to consultative participation, which was presented by Levine & Tyson 
(1990). The respondents proposed a consultative participation, as they wanted to 
have their opinion heard but stated that the final decisions should be made by the 
management.  
 
We have from the above theoretical and empirical reasoning come to the 
conclusion that employee participation has several positive effects both regarding 
the employees and the management, in terms of increased employee motivation, 
employee satisfaction and increased productivity and efficiency. We are also of 
the opinion that employees can give valuable input to strategic decisions as they 
may possess important knowledge that lacks higher up in the hierarchy. 
 
Taking this into consideration, we find it important to discuss to what extent the 
employees should be able to govern the outcome of the decisions and what 
decisions they should be able to influence. Our opinion is that the management 
should strive to let the employees participate in decision-making. This is of even 
greater importance when the decisions regard issues that will directly affect the 
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employees’ situation. We do not believe that there can be set rules and strategies 
regarding the extent of employee participation in companies. Instead each 
company has to take many issues into consideration such as type of industry, size 
of the company and the desire of the employees to participate.  
 
Finally, we would like to add that despite proposing employee participation in 
decision-making, we are of the opinion that the responsibility for final decisions 
should be shouldered by top-management. They have the ultimate responsibility 
and employee participation cannot change that fact. 
 

6.6.4 Autonomy 
All of the respondents stated that they had a strong need for autonomy in their 
daily work and they expressed a desire to work without daily supervision. Their 
reasoning was supported by Herzberg (1959) as he claimed that employees need 
autonomy in their daily work. Wallenberg (1992) discussed how to achieve 
autonomy and said it was done by either increasing the width or depth of the 
work tasks. We can distinguish from the empirical data that the respondents 
wanted work tasks which were challenging and would give them a chance to 
develop and evolve. We therefore see a connection to the respondents’ answers 
and the reasoning of Wallenberg (1992), even though the respondents never 
explicitly expressed the layout and organising of their work tasks.  
 
All of the respondents claimed that they were willing and interested in 
shouldering responsibilities in their daily work. The reasons for wanting to 
shoulder responsibility were to be able to do a good job, to be able to respond 
and make decisions quickly and to find work stimulating and interesting. This 
reasoning is supported by Wallenberg (1992) who stated that with autonomy 
follows an increased responsibility. We deduct from this reasoning that 
employees should earn the trust and face the responsibilities that come with 
autonomy. 
 
We would like to take the discussion further and propose that the company may 
gain from autonomy as a result of increased speed and accuracy in decision-
making. This is due to decisions being made by the employees closest to the issue. 
Moreover, there will be a reduction in the need for managerial attention. These 
factors may lead to increased productivity and efficiency. This shows that 



CSR with Focus on the Employee Perspective  Analysis 
 

-87- 

companies will benefit from giving their employees autonomy in their daily work 
and we therefore perceive autonomy as a win-win situation for both company 
and employees. 
 
We perceive autonomy as a must for all employees in order to enjoy their work. 
Their need to be in control and to be able to affect their work situation is a basic 
need for most employees. We think that the extent of autonomy will differ 
depending on work tasks and what responsibility that follows with the work 
description. Even though employees have a need for autonomy there are 
individual differences regarding to what extent employees are interested in 
autonomy. Autonomy may not always be perceived as something positive and 
responsibility is not always desirable by some employees. As autonomy may lead 
to stress this is an important factor to take into consideration when delegating 
responsibility. These issues should play a great deal when management is 
organising employees’ work tasks and deciding on their degree of autonomy. On 
the other hand, Johansson (1991) pointed out that a lack of autonomy and 
control will result in stress. It may be perceived as the two issues contradict each 
other but we assert that autonomy in these two regards discuss different 
occurrences. Stress as a result of increased autonomy may happen because the 
individual feel that it is difficult to live up to the expectations and stress as a 
result of lack of autonomy may happen as a consequence of experiencing a 
deficiency of control.  
 
The respondents stated that they wanted to be able to control their work pace 
and also be able to affect their work load. Ericsson (1991) discussed that 
autonomy is an employee’s ability to organise how, and in what speed, the work 
tasks should be carried out. A few of the respondents pointed out, that 
sometimes it may be difficult to control the work load and they therefore needed 
to be able to prioritise in order to deal with the situation.  
 

6.7 Ethical Aspects 

6.7.1 Trust 
The respondents’ definition of trust could be distinguished into three categories. 
Some respondents felt that trust was the ability to share thoughts and 
information with their management and colleagues and knowing that the 
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conversation would remain between the parties concerned. Some respondents 
defined trust as the management and colleagues trusting them to do their job. 
This definition can be linked to the respondents’ wish for autonomy. The last 
definition was the respondents’ right to feel comfortable and confident in the 
notion that they were accepted in the workplace. None of the employees’ 
definitions included the definition by Butler (1991) as he claimed that trust may 
be defined as the management’s philosophy of respecting the individual and to 
provide help and support. We can, however, see a correspondence in their 
reasoning. Respect is an important ingredient in both keeping a word, to trust 
someone and to accept an individual. We believe that the mentioned aspects are 
interrelated and cannot be completely separated from each other. Therefore we 
are of the opinion that the theory and empirical findings do not contradict each 
other, despite not being supporting.   
 
All of the respondents stated that a manager’s behaviour and qualities were an 
important part in establishing trust amongst the employees. Regarding the 
management’s behaviour the respondents expressed a need to be listened to, they 
wanted the management to show understanding and to trust the employees’ 
ability to do a good job. Personality traits that were mentioned were an ability to 
keep their word, to be straightforward and honest, to be resolute and determined 
and to keep to earlier decisions. The reasoning of the respondents was in 
accordance with Wetlaufer (2001) and Ray & Bruce (1994) as they discussed the 
need for straightforward and honest communication and that the management 
should listen, support and show consideration to the employees.  
 
All of the respondents claimed that trust is an important factor for their 
wellbeing as it is crucial in order to avoid disagreements, misunderstandings and 
uncertainty in their professional role. Haidee (1997) and Miceli & Near (1992) 
discussed the consequences when there was a lack of trust between employees 
and management. Employees may not report occurring faults which will lead to 
the management lacking an accurate picture of the state of the company. 
Moreover, the employees may report problems externally as they lack loyalty to 
the company and management. We believe that the authors’ reasoning shows 
how important trust is in a company. The respondents’ description of desired 
managerial behaviour and traits may be a guiding light in order for the employees 
to trust the management. Thereby, costly mistakes are avoided as the 
management possesses an accurate picture of the company.  
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We regard trust in a company as a very important factor from both an employee 
perspective and a management perspective. The employees need to feel trusted 
to do their job and they need to trust their management and work colleagues. As 
the respondents state what qualities and behaviours they perceive instil trust, this 
may be of a guiding help when management is trying to create a work 
environment characterised by trust. Without trust the working environment may 
be characterised by forming alliances and this will have negative effects on the 
employees’ wellbeing and moral. From a company perspective, trust is critical if 
the company wants to achieve productivity, efficiency and a positive working 
climate. 
 

6.7.2 Relationship 
Furnham (1997) and Granér (1991) pointed out that satisfying relationships in 
the workplace are vital for the employees to perform their work tasks and to 
fulfil the goals of the company. All of the respondents stated that their 
relationships with colleagues and management were important for them to enjoy 
work and some respondents stated that they do not want to work where some of 
the employees do not feel like part of the group. The respondents did not 
specifically mention that the relationships were vital for them to do their job and 
to fulfil the goals of the company. However, we interpret their words to be 
similar to the authors’ above as they expressed a need for functioning 
relationships in order to enjoy work. When enjoying work, we think that 
employees are more likely to be productive and efficient. 
 
Nilsson (1993) discussed what role the norms play in a workplace. The author 
pointed out that when norms are clear and easy to understand, the work runs 
smoothly as the norms provide stability, safety and continuity. The respondents 
did not mention norms. We can, however, see that the respondents are touching 
upon the issue several times without mentioning the word norms. We base our 
reasoning on the respondents expressing a need for a two-way communication 
where both parties listen, understand and trust each other. These are all factors 
which are governed and affected by the norms in a workplace. 
 
The majority of the respondents declared that they define a positive relationship 
with their management and their colleagues in the same way. Factors mentioned 
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were straightforward communication, openness, feedback, understanding and 
trust. A few of the respondents pointed out that the relationship between their 
colleagues can be of a more friendly and personal nature than the one with their 
management. Furnham (1997) made a slight distinction between the employee’s 
relationship with colleagues and management. The relationship with colleagues is 
needed to perform work tasks, while the relationship with management is a 
bridge to develop professionally. Our theory does however, not touch upon the 
issue of relationships with colleagues being of a more friendly and personal 
nature than the one with the management. 
 
We find it interesting that some respondents needed the management to keep its 
distance and to not get too involved in the employee’s personal life. In our 
opinion, this signals a need for the management to keep a certain authoritarian 
profile in order for the employees to respect the management. We perceive this 
to be a difficult balancing act for the management as the employees both demand 
the ability to influence, to be listened to and understood but at the same time the 
management needs to know where to draw the line when it comes to keeping a 
professional distance.  
 
We believe that employees are dependent on functioning relationships for mainly 
two reasons. Firstly, the relationships with colleagues and management will 
provide the help, support and additional knowledge and competence which are 
needed for the employees to do satisfactory work of high quality. Secondly, 
employees are dependent on relationships in order to enjoy work and to feel 
satisfied in their workplace. Even though the dimension of having personal and 
enjoyable relationships at work does not immediately affect the employees’ work 
performance, we believe that discontent and unhappy employees will produce 
work of less high quality. Overall, our opinion is that the workplace relationships 
can be a source of learning, inspiration and joy or they can be a source of 
destruction and irritation. The relationships will affect the employees’ view upon 
themselves and their expectations of a future career. 
 

6.7.3 Fairness 
The respondents defined fairness as being appreciated and compensated for their 
work and that everyone had a fair possibility to develop professionally. The 
authors Lind (1995) and Van den Bos et.al. (1997) stated that fairness is a 
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company’s way to show their employees that they respect and value their 
membership in the organisation.  
 
Half of the respondents pointed out that fairness is not always about treating the 
employees equally but instead to acknowledge an employee and its individual 
needs. Fairness from this perspective is to satisfy the respondents’ differing needs 
but in the end they should feel equally compensated. This reasoning was 
supported by Reynolds (1997) who stated that employees value different things 
and it is the management’s task to find out what each employee value in order to 
achieve fairness.  
 
We perceive these findings to be of great importance as we think that fairness is a 
factor not discussed often enough, in regards to management and the workplace. 
However, our view is that achieving absolute fairness in the workplace is difficult 
and probably impossible. The perception of what is fair and the way we perceive 
our workplace is highly subjective and what one employee perceives as fair may 
be perceived as deeply unfair by someone else. Another problem is that if 
fairness is not equal treatment, but instead looking at each employee’s individual 
needs, how will this be possible to achieve? Moreover, is it fair to expect the 
employees and management to be able to succeed in such a daunting task?  
 
We think that the way to approach fairness is with the attitude of striving for 
fairness in all aspects. The employees will appreciate the attitude and will be more 
forgiving in cases of feeling unfairly treated. Furthermore, a way to achieve 
fairness is for the management to explain their actions and decisions and what 
inputs and thoughts that have guided them. This will increase the understanding 
of the actions and in cases of employees feeling unfairly treated this 
understanding may cause less anger and annoyance.   
 
Folger & Knonvsky (1989) claimed that fairness may be divided into two 
dimensions. The first dimension, fair processes, is dealing with the way the 
company judges, ranks and measures the employees’ performance. Although the 
respondents did not express themselves exactly the same way, we connect their 
reasoning with the authors’ as they expressed a need to be appreciated for their 
work. The second dimension, fair outcomes, concerns the resource allocation 
and compensation which is the result of the fair processes. This we connect with 
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the employees’ statement that they wanted to be compensated for their work and 
have the chance to develop professionally. 
 

6.8 Summarising the Factors 

After the above analysis of factors related to employee wellbeing we can 
conclude that the creation of a satisfying and well functioning workplace is a 
difficult and demanding task. There are many factors to take into consideration 
in order to create a workplace where employees experience wellbeing. Moreover, 
there are many opinions and subjective views regarding CSR from an employee 
perspective.  
 
Following the discussions regarding the different factors we can distinguish some 
patterns in the respondents’ answers. The respondents stated that all of the 
factors were deemed important in order for them to experience wellbeing in the 
workplace. However, some of the factors were, to a greater extent, perceived as a 
natural part in their workplace and seemed to be taken for granted. The 
remaining factors were discussed as if they were not taken for granted but still 
much desired.  
 
Regarding the initial group, the physical working environment, the respondents 
stated that they perceived it a must that the employer provided a working 
environment that was safe. The respondents therefore required of the 
management that they should strive to create a working environment that did not 
cause work related injuries. Regarding the second group, formal contracts and 
agreements, the respondents did not mention whether wage was taken for 
granted or not. We do not find this surprising as wage was a must in order for 
the respondents to go to work and would therefore be taken for granted but not 
articulated. Regarding benefits the respondents did not perceive this as a must. 
The discussion seemed to revolve around the issue of give and take between 
employee and employer. Benefits were perceived as a bonus which would render 
the company more loyal and committed employees. When it came to form of 
employment the respondents stated that they preferred permanent employment 
and that it was needed in order to experience safety and wellbeing. None of the 
respondents claimed, however, that they took this for granted and that they 
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expected that the company should provide a form of employment that suited 
them.  
 
The next group considered was organisation power structure and the initial factor 
discussed was communication. The need for functional communication was great 
but it was not stated that communication was taken for granted and could be 
demanded. However, regarding the next three factors; information, participation 
in decision-making and autonomy the respondents stated that they expected the 
company to provide and facilitate their daily work by providing them with these 
three factors in a satisfactory way. We base this assumption on the respondents’ 
declaration that information was a must as not to waste time looking for 
additional information. In the case of participation in decision-making the 
respondents claimed that they needed the right to speak their mind, although 
they pointed out that they did not expect to exert influence on all decision being 
made. Regarding autonomy the respondents needed to control their daily work in 
order to do a good job and to find work stimulating and exciting.  
 
In the final group, ethical aspects we could distinguish a pattern both between 
the respondents’ answers and also between the groups trust, relationship and 
fairness. All of the respondents stated that the three factors were of main 
importance in order for them to enjoy work and to experience wellbeing. 
However, none of the respondents did seem to think that any one of these 
factors could be taken for granted and expected in a workplace. Instead emphasis 
was on a workplace characterised by trust, high quality relationships and 
experienced fairness was something to strive for and attempt to achieve.   
 
We find the results interesting as they point out which factors employees expect 
to be provided in the workplace. We would like to take this reasoning further by 
asking whether a lack of these, expected and taken for granted, factors would 
cause dissatisfaction and a decrease of motivation if they were missing in the 
workplace. If this is so, it is of importance that these factors are attended to and 
regarded as a basic need in order to secure employee wellbeing in a workplace.  
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6.9 Concluding Discussion 

The observant reader may have noticed that the factors mentioned above and 
our reasoning is not inclusive for CSR but instead mentioned within many 
academic fields such as Human Resource Management, Psychology and 
Organisation Theory. It may be argued that these factors, to a great extent, have 
been discussed and therefore, the question remains what CSR may contribute to 
the perspective of employees. According to Brown (2003) and Watkins (2003), 
CSR should be made into an HR issue in order to move away from principles, 
intentions and documents and into actions and an organisation’s day-to-day 
routines. When implementing the philosophy and thinking of CSR into the HRM 
strategies, this will enhance the organisation’s effectiveness when it comes to 
recruiting, retaining and developing employees. Therefore we are of the opinion 
that CSR is not supposed to be a substitution but an addition when dealing with 
employees and the workplace. CSR may function as an important tool as the 
concept identifies important factors that create efficient and productive 
organisations. Furthermore, we perceive CSR as more of a holistic concept and a 
philosophy than a strategy with strict guide-lines. CSR may function as a means 
to create continuity and momentum as the concept advocates a philosophy that 
should permeate the organisation and its every activity. To further distinguish 
CSR from HRM we would like to point out two aspects. Firstly, HRM is a 
management issue and take the perspective form the management, while CSR 
regarding employees takes the perspective from the employees. Secondly, HRM 
has a more narrow focus than CSR as CSR regarding employees also includes the 
importance of the employees supporting the company norms and taking pride in 
the company’s external actions.     
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7 Conclusions 
In this last chapter we aim to answer our research questions in order to fulfil our purpose. We 
will also give suggestions for further studies within this area. 
 

7.1 How has the concept of CSR evolved and what does it 
entail? 

Discussions regarding companies’ social responsibilities aroused in the late 1800-
century and therefore the roots of CSR may be traced hundreds of years back. 
The concept of CSR however, was coined in the early 1950s and gained 
acceptance throughout the second half of the century.  
 
During the last decade CSR has become increasingly debated and highlighted and 
many consultancies have jumped on the bandwagon to sell consultancy services 
in relation to CSR. We pointed out three explanations for the increased pressure 
on companies to shoulder a wider responsibility; companies’ strong position in 
society, companies’ attempt to become the employer of choice and the increased 
consumer activism. 
 
Through our theoretical exposition we could see that there does not exist a 
homogeneous view upon CSR and what it entails. There are many different and 
conflicting but also concurring opinions regarding what activities should be 
included in CSR. To a great extent most definitions regarding CSR emphasise 
companies’ need to shoulder a larger responsibility than demanded by law 
concerning the environment and society. We define CSR as shouldering social, 
ethical, environmental and economical responsibilities. Besides the many 
discussions about how to define CSR, it has been debated how to conceptualise 
and operationalise the concept. One of the most well known attempts is Carroll’s 
Pyramid of Corporate Social Responsibility, which entails the economic, legal, 
ethical and philanthropic components. 
 
Research question number two and three are closely linked and strongly related 
and we perceived it to be most suitable to answer them jointly. 
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7.2 What does CSR imply for the employees and how is 
CSR from an employee perspective related to 

employee wellbeing? 

In our problem discussion we pointed out that there is a lack of data and 
information within the area of CSR regarding employees. CSR is a well debated 
topic amongst business people and academics, but the focus lies mainly in 
environmental concerns and charity. However, several authors (Henderson, 
2002; Carroll, 1991, Löhman & Steinholtz, 2003) described the concept of CSR 
as broad and covering many areas. Our interpretation of this is that CSR can be 
perceived as a holistic concept that has to permeate the whole company and 
involve all stakeholders.  
 
We have in our study presented a connection between CSR and employees and 
how the concept may be related to employee wellbeing. We believe that 
regarding CSR and the employees there are many factors to take into 
consideration. After a theoretical exposition we categorised four groups: physical 
working environment, formal contracts and agreements, organisational power 
structure and ethical aspects. Moreover, we divided each of these groups into sub 
factors. Regarding the empirical findings they were to a large degree in 
correspondence with the theoretical data, although there were some differences. 
Therefore we argue that our empirical data to a large extent verify and illuminate 
the theoretical framework.  
 
Regarding the physical working environment, both the theory and empirical data 
pointed towards it being an important factor for the employee wellbeing. It was 
stated that the management should provide a working environment that facilitate 
the daily work and that prevent work-related injuries. When discussing formal 
contracts and agreements the respondents were less unanimous. Whether wage 
functioned as a motivating factor or not was not agreed upon, and this was 
prevalent both among the respondents and the literature. However, all of the 
respondents stated that wage did influence their motivation and wellbeing but to 
what extent differed between the respondents. Regarding benefits, the theory 
presented economical and non-economical benefits and the respondents stated 
that the most important benefit is flex time. We believe this to be of interest as a 
company can offer a benefit which is highly regarded by the employees but of 
low, if any, cost to the company. When discussing employment forms, both the 
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theory and the empirical findings pointed towards permanent employment being 
the safest and most favoured form of employment. However, both the theory 
and a few of the respondents stated that depending on life situation, less safe 
employment, such as project-based employment may be preferred. When 
discussing the organisational power structure the findings showed that employees 
wished for the right to participate in decision-making and they wanted to work 
independently and without daily supervision. This reasoning was supported by 
the theory. Furthermore, the respondents asked for detailed, face-to-face and up-
to-date information in order to efficiently perform their work tasks and to feel 
part of the group. The theory and empirical findings corresponded to a large 
degree. Concerning communication, the respondents claimed that it was a vital 
part for their wellbeing and should be depicted by respect, mutual listening and 
understanding. The theory stated that communication ought to be characterised 
by openness and honesty in order to facilitate productivity and efficiency. The 
ethical aspects of trust, relationships and fairness were given much emphasis by 
both empirical findings and the theory and claimed to be of great importance for 
employee wellbeing. It was stated that this was significant both in order to do 
satisfactory work of high quality and also to be happy and to feel safe and 
satisfied in the workplace.   
 
An overall opinion of our empirical finding is that we can distinguish a 
correspondence in most of the respondents’ answers. We may also conclude that 
the respondents found all the presented factors important and that they affected 
employee wellbeing. Furthermore, we can point to a tendency of the respondents 
viewing some factors as taken for granted in a workplace and perceived as a 
natural part in their daily work. The factors taken for granted were mainly the 
ones in the groups of physical working environment and organisational power 
structure. The remaining factors were much desired but discussed as if they were 
not taken for granted. These factors were mainly found within the ethical aspects. 
 
Despite CSR being increasingly highlighted, we assumed that it would be less well 
known amongst employees as it tends to be more of a management issue. Our 
preconception was confirmed as the respondents possessed little, if any, 
knowledge of CSR. We do on the other hand claim to be able to draw the 
conclusion that CSR is of importance for employees, since the respondents 
verified the importance of the CSR factors extracted in the theoretical framework. 
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7.3 Recommendations for Future Research 

During our research with this thesis we have come to be interested in several 
areas regarding CSR. The first area of interest is to what extent employees are 
affected by their companies’ reputation and behaviour regarding external 
stakeholders. We have touched upon this aspect in our thesis and come to 
believe that it is an important part in recruiting and retaining employees and we 
believe that a deeper study on this particular subject would be valuable. 
 
Another area of interest is an empirical study of a company that is actively 
working with CSR. The focus of the research may be to both look at documents 
and policies while also studying the implementation of CSR. What measures are 
taken in order to implement CSR and which are deemed more effective than 
others?  
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Appendix 1 
 

FRÅGEFORMULÄR 
 
Uppsatsens syfte: att definiera och undersöka, utifrån ett medarbetsperspektiv, 
fenomenet CSR och dess påverkan på de anställdas välbefinnande på 
arbetsplatsen. 
 
 

Inledande Frågor 
 

1. Vad är viktigast för dig för att må bra på jobbet? 
2. Vet du vad CSR står för och vad konceptet innebär? (vid nej, ges vår 

begreppsförklaring av CSR) 
 
Vår begreppsförklaring av CSR: CSR är de sociala, etiska och miljömässiga 
aktiviteter ett företag tar sig an i syfte att ta ansvar för sina intressenter, utöver 
vad lagen kräver. 
 
 

CSR Externt 
 

1. Påverkas du av hur ditt företag beter sig utåt? (socialt, etiskt, miljö) På 
vilket sätt? 

2. Vad för slags socialt ansvar bör ett företag ta tycker du? 
 
 

Fysisk Arbetsmiljö 
 

1. Hur definierar du en bra fysisk arbetsmiljö? 
2. Vilka faktorer i den fysiska arbetsmiljön påverkar dig? På vilket sätt 

påverkar de dig? 
3. Vilken faktor är viktigast för dig rörande den fysiska arbetsmiljön?  
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Formella Kontrakt och Avtal 
 
Lön 

1. Vad anser du viktigt vid lönesättning? 
2. Vad har lönen för betydelse gällande att stanna kvar på arbetsplatsen? 

  
Förmåner 

1. Vilka förmåner rörande ditt familjeliv och privatliv finner du intressanta? 
Varför? 

2. Vilka förmåner rörande din kompetensutveckling finner du intressanta? 
(externt och internt)Varför?  

3. Vilken/Vilka förmåner är viktigast för ditt välbefinnande?  
 
Anställningsform 

1. Vilken anställningsform föredrar du? 
2. Hur viktig är ovan nämnda anställningsform för ditt välbefinnande? 

 
 

Organisationsstruktur gällande Beslut och möjlighet till Påverkan 
 
Kommunikation 

1. Vad innebär bra kommunikation mellan dig och din chef? 
2. Hur påverkar kommunikation på arbetsplatsen ditt välbefinnande? 

 
Information 

1. Vad är viktigt för dig gällande kvaliteten på information? 
2. Vad är viktigt för dig gällande hur information sprids? 
3. Hur påverkas du av bristande information? 

 
Medbestämmande i Beslutsfattande 

1. Hur definierar du medbestämmanderätt? 
2. Vilken påverkan förväntar du dig ha rörande beslut som påverkar din 

arbetsplats? 
3. I vilka beslut önskar du kunna påverka?  
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Autonomi/Självbestämmanderätt 
1. När du utför dina dagliga arbetsuppgifter, i vilken utsträckning vill du 

kunna bestämma över utförandet? 
2. I vilken utsträckning önskar du kunna bestämma över din arbetstakt? 
3. Hur stort ansvar önskar du ta i ditt dagliga arbete? 

 
 

Etiska Aspekter 
 
Tillit 

1. Hur definierar du tillit på arbetsplatsen?  
2. Vilket beteende och vilka egenskaper hos din chef skapar tillit hos dig? 
3. Hur påverkar tillit ditt välbefinnande på arbetsplatsen? 

 
 Relationer 

1. Hur definierar du en positiv relation mellan dig och din chef? 
2. Hur definierar du en positiv relation mellan dig och dina arbetskollegor?  
3. Hur påverkar relationerna med chefen och kollegorna ditt välbefinnande? 

 
Rättvis Behandling 

1. Vad innebär rättvisa på arbetsplatsen för dig? 
2. Hur påverkar rättvis behandling ditt välbefinnande på arbetsplatsen? 

 
 

Sammanfattande Frågor 
 

1. Vilka faktorer är viktiga för en bra arbetsmiljö och välbefinnande på 
jobbet? 

2. Vilken är den viktigaste faktorn? 
3. Är det något du vill tillägga i diskussionen? 
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Appendix 2 

QUESTIONNAIRE 
 
The purpose of the thesis: to define and investigate, from an employee 
perspective, the phenomenon of CSR, and its affect on employee wellbeing.  
 
 

Introductory Questions 
 

1. What is the most important factor to you, in order to enjoy and appreciate 
work? 

2. Do you know what CSR stands for and what the concept comprise? (if no, 
our definition of the concept will be given) 

 
Our definition of CSR: CSR is the social, ethical, and environmental activities a 
company carry out with the aim of being responsible towards their stakeholders, 
beyond the claims of the law. 
 
 

CSR Externally 
 

1. Are you affected by how your company behaves externally (socially, 
ethically, environmentally)? In what way? 

2. What kind of social, ethical and environmental responsibility do you 
believe a company should shoulder? 

 
 

Physical Working Environment 
 

1. How do you define a satisfying physical working environment? 
2. What factors in the physical working environment affect you? In what way 

do they affect you? 
3. Which factor is the most important to you in order to have a satisfying 

physical working environment? 
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Formal Contracts and Agreements 
 
Wage 

1. What do you consider important when your wage is being set?  
2. What role does your wage play in order for you to stay in a workplace? 

  
Benefits 

1. What benefits concerning your family life and your private life do you find 
interesting? Why? 

2. What benefits concerning your competence development (externally and 
internally) do you find interesting? Why?  

3. Which benefit(s) do you find the most important for you wellbeing?  
 
Form of employment 

1. Which form of employment do you prefer? 
2. How important is the above-mentioned form of employment for your 

wellbeing? 
 
 

Organisational Power Structure 
 
Communication 

1. What does satisfying communication between you and your manager 
involve? 

2. How does communication in the workplace affect your wellbeing? 
 
Information 

1. What is important to you regarding the quality of information? 
2. What is important to you regarding how the information is being spread? 
3. In what way are you affected by a lack of information? 

 
Participation in Decision-Making 

1. How do you define employee participation in decision-making? 
2. What impact do you expect to have regarding decisions that affect your 

workplace?  
3. What decisions do you wish to have an influence on?  
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Autonomy 
1. While performing your daily work tasks, to what extent do you wish to 

decide upon the execution of the tasks? 
2. To what extent do you wish to control your working pace? 
3. To what extent do you wish to take responsibility in your daily work?  

 
 

Ethical Aspects 
 
Trust 

1. How do you define trust at the place of work?  
2. In order for you to trust your manager, what behaviour should he/she 

display and what qualities should he/she possess? 
3. How does trust affect your wellbeing at work? 

 
 Relationship 

1. How do you define a positive relationship between you and your manager? 
2. How do you define a positive relationship between you and your 

colleagues? 
3. How do the relationships with your manager and your colleagues affect 

your wellbeing? 
 
Fairness 

1. What does fairness in the workplace mean to you? 
2. How does fair treatment affect your wellbeing at work? 

 
 

Concluding Questions 
 

1. What factors are important to you in order for you to feel satisfied in your 
workplace? 

2. Which is the most important factor? 
3. Is there anything you would like to add to the discussion? 
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Appendix 3 
 

CHARACTERISTICS OF “THE GOOD COMPANY” 
 (in prioritised order) 

 
1. Responsibility towards the employees 
2. Environmental awareness 
3. Honesty 
4. Equality 
5. Broader focus than profit 
6. Long-term thinking 
7. Openness 
8. Being ethical 
9. Customer responsibility 
10. Social engagement  
11. Satisfying working environment 
12. Profit 
13. Reasonable management wages  
14. Sense of responsibility 
15. Fair wages 

 
(Source: Löhman & Steinholtz, 2003) 
 
 
 
 
 


