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ABSTRACT 

 

Corporate Social Responsibility (CSR) has become a large concern for many 

companies with the rise of globalization. Oftentimes, companies are encouraged to 

communicate CSR externally, but not internally. This research focuses upon the 

internal communication of CSR, specifically how Human Resource (HR) 

professionals use electronic channels to communicate to employees. The scope of 

this research is focused solely upon HR professionals within Solvay’s French 

industrial sites, which produce chemicals.  

 

This research utilizes a case study to answer the research questions, which are how 

HR professionals electronically communicate CSR to employees, and what 

limitations may arise from this. Five HR Managers were interviewed from different 

French industrial sites. 

 

This research found that electronic channels are used as a complementary method 

of communication within industrial sites. HR professionals communicate to 

employees in two ways: directly or indirectly through an intermediary.  

 

To provide more clarity to the research problem, an electronic communication model 

was developed specifically for industrial sites. This model provides a framework for 

how HR professionals communicate CSR to employees, along with the limitations of 

this form of communication within industrial sites. 

 

 

 

 

 

Key Words: electronic communication, human resources, CSR, Solvay,  
subsidiaries, industrial sites 
 
 



 

 

ACKNOWLEDGEMENTS 

 
This thesis was conducted as part of the 2014-2016 Atlantis Program, in order to 

complete a Bachelor of Science Business Administration and Economics at 

Linköping University, Sweden.  

 

We would like to thank our tutor, Nandita Farhad, for her continuous support and 

advice throughout the thesis process.  

 

We are also very grateful to our seminar group, for the help they provided and the 

constructive dialogue that was created during the peer reviews. 

 

Lastly, we would like to thank all our interviewees. They provided valuable 

information and insights for our research. Without their help, writing this thesis would 

not have been possible. 

 

 

 

 

 

 

 

 

 

 

 

 
  



 

 

TABLE OF CONTENTS 

 
1. INTRODUCTION ..................................................................................................... 1 

1.1 Background .................................................................................................................... 1 
1.2 Problem Statement ........................................................................................................ 2 
1.3 Purpose .......................................................................................................................... 4 
1.4 Research Question ........................................................................................................ 4 
1.5 Scope ............................................................................................................................. 5 

2. THEORETICAL FRAMEWORK .............................................................................. 6 
2.1 Theoretical Overview ..................................................................................................... 6 

2.1.1 Corporate Social Responsibility (CSR) ................................................................... 7 
2.1.2 Human Resources Management (HRM) ................................................................. 8 

2.2 CSR Communication ..................................................................................................... 9 
2.3 HR Communication ...................................................................................................... 10 

2.3.1 HR Communication Map ....................................................................................... 10 
2.3.2 CSR-HRM co-Creation Model ............................................................................... 12 

2.4 Internal Communication ............................................................................................... 14 
2.5 Electronic Communication ........................................................................................... 16 

2.5.1 Electronic Communication Model ......................................................................... 16 
2.5.2 Electronic Channels .............................................................................................. 18 

2.6 Theoretical Framework Summary ................................................................................ 20 

3. METHODOLOGY .................................................................................................. 21 
3.1 Research Design ......................................................................................................... 21 

3.1.1 Philosophy ............................................................................................................ 21 
3.1.2 Research Strategy ................................................................................................ 21 
3.1.3 Research Approach .............................................................................................. 22 
3.1.4 Qualitative Research ............................................................................................. 23 

3.2 Research Methods ....................................................................................................... 25 
3.2.1 Sampling ............................................................................................................... 25 
3.2.2 Primary Data Collection ........................................................................................ 26 
3.2.3 Secondary Data Collection ................................................................................... 27 
3.2.4 Virtual Interviews ................................................................................................... 27 
3.2.5 Recording and Transcribing .................................................................................. 28 
3.2.6 Language Considerations ..................................................................................... 28 

3.3 Analysis Methods ......................................................................................................... 29 
3.3.1 Data Analysis ........................................................................................................ 29 
3.3.2 Coding ................................................................................................................... 30 
3.3.3 Documents as a Source ........................................................................................ 31 
3.3.4 Quality and Evaluation Criteria ............................................................................. 31 

3.4 Ethical Considerations ................................................................................................. 33 
3.5 Limitations .................................................................................................................... 33 

4. EMPIRICAL RESULTS ......................................................................................... 35 
4.1 Company Presentation ................................................................................................ 35 



 

 

4.1.1 CSR Reporting ...................................................................................................... 36 
4.1.2 CSR Internal Framework ...................................................................................... 37 
4.1.3 Employee Communication .................................................................................... 39 
4.1.4 Industrial Site Characteristics ............................................................................... 41 

4.2 Interview Findings ........................................................................................................ 41 
4.2.1 Perceptions of HR Role ........................................................................................ 42 
4.2.2 CSR Communication ............................................................................................ 44 
4.2.3 CSR Channels ...................................................................................................... 46 
4.2.4 Electronic Communication Channels .................................................................... 48 
4.2.5 Employee Feedback to Management ................................................................... 49 

4.3 Empirical Results Summary ......................................................................................... 51 

5. ANALYSIS AND DISCUSSION ............................................................................ 53 
5.1 CSR and HRM ............................................................................................................. 53 

5.1.1 CSR Responsibility ............................................................................................... 53 
5.1.2 The Role of HR ..................................................................................................... 53 

5.2 CSR Communication ................................................................................................... 55 
5.3 HR Communication ...................................................................................................... 56 

5.3.1 HR Communication Map ....................................................................................... 56 
5.3.2 CSR-HRM co-Creation Model ............................................................................... 59 

5.4 Internal Communication ............................................................................................... 61 
5.4.1 Internal Corporate Communication ....................................................................... 61 
5.4.2 Internal Communication Methods ......................................................................... 63 

5.5 Electronic Communication ........................................................................................... 63 
5.5.1 Employee Feedback ............................................................................................. 65 

5.6 Industrial Site-Specific Model ....................................................................................... 67 
5.7 Limitations of Electronic Channels ............................................................................... 70 

6. CONCLUSION ...................................................................................................... 73 
6.1 Future Research .......................................................................................................... 74 

7. REFERENCES ...................................................................................................... 76 
7.1 Reference List .............................................................................................................. 76 

8. APPENDICES ....................................................................................................... 80 
Appendix 1: Interview Planning .......................................................................................... 80 
Appendix 2: Interview Guide .............................................................................................. 81 
Appendix 3: Codebook ....................................................................................................... 82 
Appendix 4: Site Manager Interview .................................................................................. 83 
Appendix 5: Materiality Issues Review .............................................................................. 85 
Appendix 6: Solvay Way Commitments ............................................................................. 86 
Appendix 7: Solvay Way Practices .................................................................................... 87 
Appendix 8: HR Managers Interviews ................................................................................ 88 

Manager A Interview ...................................................................................................... 88 
Manager B Interview ...................................................................................................... 92 
Manager C Interview ...................................................................................................... 94 
Manager D Interview ...................................................................................................... 97 
Manager E Interview ...................................................................................................... 99 

 



 

 

 

TABLE OF FIGURES 
Figure 1: Theoretical Framework Overview ................................................................. 6!
Figure 2: Strategic Roles of Human Resource Managers ........................................... 8!
Figure 3: CSR Communication Model ......................................................................... 9!
Figure 4: The CSR-HRM co-Creation Model ............................................................. 12!
Figure 5: Internal Communication Matrix ................................................................... 15!
Figure 6: The Communication Process Model .......................................................... 17!
Figure 7: Communication Channels .......................................................................... 19!
Figure 8: Theoretical Framework Summary .............................................................. 20!
Figure 9: Codes and Themes Utilized in Data Analysis ............................................ 30!
Figure 10: Solvay's Organizational Structure ............................................................ 36!
Figure 11: Summary of HR Roles .............................................................................. 43!
Figure 12: Communication Channels Mentioned by HR Managers .......................... 46!
Figure 13: Empirical Results Summary ..................................................................... 51!
Figure 14: Adapted HR Communication Map for Solvay's Industrial Sites ................ 57!
Figure 15: HR Electronic Communication Model at Industrial Sites .......................... 67!
Figure 16: Materiality Issues Review 2014 ................................................................ 85!
Figure 17: Solvay Way Employee Commitments ...................................................... 86!
Figure 18: Solvay Way Employee Health and Safety Practice .................................. 87!
 

 

TABLE OF TABLES 
Table 1: Qualitative Research Characteristics Applicability to Thesis ....................... 24!
Table 2: Solvay Way Practices and Commitments Towards Employees .................. 39!
Table 3: Interviewees Overview ................................................................................ 41!
Table 4: HR Perceptions and Industrial Site Size ...................................................... 53!
Table 5: HR Perceptions and Products Produced ..................................................... 54!
Table 6: Internal Corporate Communication Matrix Comparison .............................. 62!
Table 7: Interview Questions Summary ..................................................................... 80!
Table 8: Codebook .................................................................................................... 82!
 
 

 

 

 

 

 



 

- 1 -  

1. INTRODUCTION 

 

1.1 Background 
 

Corporate Social Responsibility (CSR) is a framework that aims to change the way 

companies do business, through focusing on sustainable activities and embracing 

responsibility for corporate actions (Filho et al., 2010). There are many aspects to 

CSR, including: accountability, transparency, ethical behavior, respect for 

stakeholders’ interests, and respect for human rights. The popularity of CSR has 

rapidly increased recently, due to the rise of globalization. Within certain contexts, it 

is considered a prerequisite for doing business (Filho et al., 2010). As companies 

increase in size and scope, there is a greater need for information transparency 

(Madsen et al., 2010). The growth of the Internet and other communication 

technologies allows for a rapid exchange of information. This exchange places more 

power in the hands of consumers, who now have higher expectations concerning 

ethical business standards (Madsen et al., 2010).  

 

Within an organization, Human Resource Management (HRM) is responsible for 

CSR implementation and communication, according to Cohen (2010). Human 

Resource (HR) professionals play an intermediary role between senior management 

and employees by communicating socially responsible actions between the former 

and the latter. CSR can only be fully achieved if a company educates and empowers 

its employees (Cohen, 2010). Unfortunately, awareness of CSR among 

stakeholders, especially employees, is still low (Bhattacharya et al., 2007). 

Communication of CSR policies is key to the successful implementation and 

continued success of CSR within an organization (Cohen, 2010). 

 

HRM is “the management of work and people towards desired ends” (Boxall et al., 

2008, p.1), and is considered a fundamental activity in organizations because of the 

important role they play. HR professionals are responsible for communicating and 

managing people throughout an organization, which is why they are in the perfect 

position to communicate CSR (Jamali et al., 2015). Internal communication is one of 
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the key roles of a HR professional. This communication includes policy and 

procedure communication, which is a traditional role of HRM (Cohen, 2010). CSR 

communication and involvement is a role that complements the traditional role of HR, 

and is often given to HR professionals (Cohen, 2010).  

 

There are various communication channels available for HR professionals to use, 

including bulletin boards, emails, intranet, and word-of-mouth (FitzPatrick and 

Valskov, 2014). Electronic communication is one of the newest channels for 

communication by HR professionals, and presents a unique communication 

opportunity. Electronic communication often encourages interactivity and many-to-

many communication between the HR department and employees (Cohen, 2010). 

This interactivity allows communication to be more effective, and often 

communicates the purpose more efficiently (FitzPatrick and Valskov, 2014). 

 

1.2 Problem Statement 
 
There is a gap in literature surrounding internal communication of Corporate Social 

Responsibility (CSR). Specifically, there is little research concerning this 

communication by Human Resource (HR) professionals to employees. There are 

many ways that this communication can occur. One of the newest ways is through 

electronic channels, such as emails and the intranet. 

 

CSR has been increasing in popularity for companies, although internal 

communication of these objectives is lacking (Morsing et al., 2008). Employees may 

be aware of their company’s CSR policies, but are not aware of the specific actions 

taken or how it relates to their job. Continually informing employees about the 

company’s CSR involvement has become a challenge for managers (Bhattacharya 

et al., 2007). Companies face communication difficulties at all phases of CSR. 

“Research indicates that the companies most active within CSR are also the most 

criticized, whereas companies doing the least are correspondingly the least 

criticized” (Vallentin, 2003, cited in Morsing et al., 2008, p.97). Organizations are 

often not encouraged to communicate their CSR activities internally, and they 

struggle to be perceived as socially responsible (Morsing et al., 2008). 
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In order to benefit from CSR activities, a company needs stakeholders to be aware 

of their actions (Du et al., 2010). A dialogue must be opened to respond and adapt to 

stakeholder demand (Madsen et al., 2010). One stakeholder who is often overlooked 

is employees, who are considered “key stakeholders of concern for CSR activities” 

(Morsing et al., 2008, p.103). CSR communication towards employees is crucial, and 

employee commitment to CSR should be solidified before it is communicated to 

external stakeholders. Research about CSR usually focuses on external issues, and 

there is a lack of research concerning internal aspects, especially involving 

employees (Chen and Hung-Baesecke, 2014).  

 

Within companies, HR Managers are responsible for internal communication with 

employees. "There is also a need to define more clearly the different ways in which 

HRM can be involved in CSR" (Jamali et al., 2015, p.140). This relationship between 

CSR and Human Resource Management (HRM) must be further explored, along 

with the relationship between HRM and communication of CSR policies and 

information. Part of HR professionals’ duties is to communicate company policies 

and procedures, and CSR is one of the policies that HR is responsible for.  

 

Electronic communication is a fairly new form of communication for companies, and 

facilitates interconnection between management and employees. “Information can 

jump from network to network while at the same time being altered or added to at 

any point” (Fawkes and Gregory, 2000, p.112). This connectivity provides an unique 

dynamic for communication, especially within a company (Fawkes and Gregory, 

2000).  

 

One type of division of company is called a subsidiary, which must be located 

outside of the corporation’s home country, and essentially runs as its own company  

(Birkinshaw, 1997). Internal communication, including CSR information, is often the 

responsibility of a subsidiary. According to Muller (2006), subsidiaries are more likely 

to engage in CSR if they recognize a CSR vision while being given autonomy to 

carry it out. 

 



 

- 4 -  

There is a lack of research unifying CSR with HRM, specifically involving internal 

CSR communication within subsidiaries. While theory has been developed uniting 

CSR and HRM (Jamali et al., 2015), the role of communication has been left 

untouched. More research on this subject may help management understand the 

role that HR professionals play in CSR communication, and why this is important 

(Cohen, 2010). 

 

1.3 Purpose 
 
The purpose of this research was to learn how HR professionals use electronic 

channels to communicate CSR to employees, and how employees are able give 

feedback. An attempt was made to provide a deeper understanding of the link 

between CSR and HRM, and the role of electronic communication. HRM and CSR 

have many overlapping roles and functions, which are often overlooked by 

companies (Jamali et al., 2015). This research tried to integrate these two functions 

in a specific and precise manner. The focus of this research was on industrial sites, 

which are independent business units within the chosen company, Solvay. 

Additionally, this research aimed at developing a specific model of communication 

for internal, electronic CSR communication process, between HR professionals and 

employees within the same subsidiary. 

 

1.4 Research Question 
 
The research questions that were explored throughout the research are: 

 
 

1. How do human resource (HR) managers use electronic channels to 

communicate Corporate Social Responsibility (CSR) to employees? 

2. What are the limitations of using this channel for CSR communication? 

 

This study focused solely upon French industrial sites within Solvay, a multinational 

chemical company. The research focused upon each site’s HR Manager, and how 

they utilized electronic methods to communicate CSR to the employees within their 

site.  
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1.5 Scope 
 
The organization studied was Solvay, a Belgian chemical company involved in 

sustainable development. It is headquartered in Brussels, Belgium and has 

subsidiaries in fifty-two countries. This company was chosen because of their unique 

CSR initiatives, which are a result of the chemical industry. Since Solvay is a 

chemical company, sustainability and CSR are larger issues for them. Additional 

risks, such as the environment, security, and employee health, are of a great 

concern (Solvay, 2012), which may lead to a greater need for CSR and CSR 

communication.  

 

Solvay is a global company, with over 119 industrial sites worldwide (Solvay, 2014a), 

so it was important to narrow the scope. Only French industrial sites were studied to 

minimize cultural differences as much as possible. Additionally, studying Solvay 

allowed a comparison of differing perceptions of managers, as each site’s HR 

manager had the same position within the same subsidiary structure. 
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2. THEORETICAL FRAMEWORK 

 

The theoretical framework of this research was envisioned as an inverted pyramid, 

which starts generally at the topic, and slowly becomes more focused (see Figure 1). 

CSR provides the theoretical background of this research, so it is represented in the 

background of the figure. The pyramid begins with Human Resources (HR), and a 

general focus of relationship between CSR and HR. This relationship becomes more 

focused with communication, which is the next tier of the pyramid. The final focus of 

this theoretical framework is upon internal, electronic communication by HR 

professionals of CSR. The purpose of this framework is to provide a background for 

developing an industrial site-specific HR communication model. 
 

Figure 1: Theoretical Framework Overview 
 

 
Source: Authors own creation 

  
 

2.1 Theoretical Overview 
 

Corporate Social Responsibility (CSR) and Human Resources (HR) are both large 

topics that have had a fair amount of research. The focus of this research was on 

relationship between the two, specifically how HR managers communicate CSR 

policies and objectives within an organization to interface between management and 

employees. First CSR and HR have been defined, to gain a greater understanding of 

the generalized topics of this research. 



 

- 7 -  

2.1.1 Corporate Social Responsibility (CSR) 
 

Having a unified definition of CSR is important, in order to provide a background for 

research. Unfortunately, there is no unified definition of CSR, as all authorities have 

differing explanations. It can be considered many things, “from ‘business ethics or 

philanthropy or environmental policy’, ‘corporate social performance and corporate 

citizenship’ and ‘social accounting or corporate accountability’” (Young and Thyil, 

2014, p.3). The shape CSR takes is often influenced by factors such as societal 

pressure and public agitation, especially in recent years when the public is 

demanding that organizations acknowledge more responsibilities than legal 

requirements (Inyang et al., 2011).  

 
One accepted set of CSR guidelines is ISO 26000, which gives guidance on social 

responsibility. “This means acting in an ethical and transparent way that contributes 

to the health and welfare of society” (ISO, 2010, n.p.). ISO 26000 is based around 

seven core principles that act as guides for companies. All of the guidelines it 

provides are voluntary, not requirements, so it is not possible to use it as a standard 

certification (ISO, 2010). This guideline identifies two fundamental practices of social 

responsibility: recognizing social responsibility and stakeholder identification and 

engagement. The importance of stakeholders is also seen within the seven core 

subjects: human rights, labor practices, the environment, fair operating practices, 

consumer issues, and community involvement and development (ISO, 2010).  

 

One critique on CSR is that it “distracts business leaders from economic goals, and 

the only social responsibility of business is to increase its profits” (Friedman, 1970 

cited in Inyang et al., 2011, p.118). An organization that simply focuses on profits is 

straightforward and simple, but society is becoming more complex, and there is an 

increasing pressure to satisfy other needs as well. The idea of social responsibility 

arises from the idea that organizations owe society, and therefore must give back 

(Inyang et al., 2011). 
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2.1.2 Human Resources Management (HRM) 
 

HRM has many different roles and responsibilities, which have changed and evolved 

throughout time (Inyang, 2010). Traditionally, HR has focused upon administrative 

aspects, although recently their role has been expanded to include CSR elements 

(Inyang, 2010). “Inyang (2001) defines HRM as ‘a set of organization wide and 

people-oriented functions or activities deliberately designed to influence the 

effectiveness of employees in the organization’” (Inyang et al., 2011, p.121). 

Traditionally, HR has simply been a maintenance reactive role, but it has slowly 

shifted to include a wider range of activities, including corporate strategy, employee 

empowerment, and organizational restructuring (Inyang et al., 2011). 

 
In the book CSR for HR, Cohen (2010) describes the traditional and socially 

responsible roles of HR managers. In Figure 2 below, Cohen defines the traditional 

HR functions as the points around the star, which include recruitment, employee 

training and development, remuneration and benefits, culture and communications, 

and business partners. HRM’s role involves enhancing both business and individual 

capabilities. When the CSR role of HRM is added, other aspects come into place. 

These include the other words around the star, such as ethics, social marketing, and 

the environment (Cohen, 2010).  
 

Figure 2: Strategic Roles of Human Resource Managers 

 
 

Source: Cohen, 2010, p.283 
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Yeung et al. (1996 cited in Inyang, 2010) identified six core competencies for 

effective HR management. These include: business knowledge, customer 

orientation, effective communication, credibility and integrity, systemic perspective, 

and negotiation and conflict resolution. One of these competencies, effective 

communication, was the primary focus of this research. 

 

2.2 CSR Communication 
 

Communication is a two-way process that delivers a message from the sender to the 

receiver, who must interpret the message and give the sender feedback (Drafke and 

Kossen, 1998). Tench et al. (2014) highlighted the role of communication within 

CSR. They created a CSR Communication Model (Figure 3), which outlines how 

CSR occurs within organizations. Communication is needed to ensure that the 

message is delivered from the organization to its stakeholders, using appropriate 

communication channels.  

Figure 3: CSR Communication Model 

 
Source: Tench et al., 2014, p.8 



 

- 10 -  

According to the model developed by Tench et al. (2014), CSR communication 

should not simply be information delivery. Instead, it should be a two-way exchange, 

as represented with arrows pointing to both senders and receivers. Adapting the 

message is a necessary part of communication, to make it understandable and 

prevent information loss. The message should explicitly include the company’s CSR 

perspective, motivation behind CSR, purpose of CSR actions, and CSR policy 

outcomes. Communication should also address identified stakeholders (Tench et al., 

2014).  

 
Although this model is recent, there are some critiques about it. Tench et al. (2014) 

focus on the nature of the message, but not on creating a continuous process of 

informing stakeholders about CSR efforts (Madsen et al., 2010). This is an important 

aspect to CSR communication that’s not represented. Evaluating and responding to 

stakeholders’ demands is important for creating an effective ongoing communication 

process. This model does not highlight feedback that makes it possible for 

stakeholders to influence the organization and process. “CSR is a moving target, 

making it increasingly necessary to adapt and change according to shifting 

stakeholder expectations, but also to influence those expectations” (Morsing and 

Schultz, 2006, p.336). Additionally, this model does not focus on using channels, or 

ways of communication, simultaneously. Multiple channels increases the efficiency 

and effectiveness of communication, which are two criteria used to measure 

performance (Anthony et al., 2014).  The lack of mobility and communication 

methods is two faults of the CSR Communication Model. 

 

2.3 HR Communication 
 

2.3.1 HR Communication Map 
 
Cohen (2010) created a HR Communication Map (see Figure 4), which outlines 

methods of communication, along with examples specific to HR professionals. The 

Communication Map shows what is being communicated within and by the 

organization, and how it relates to HR professionals. 
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Figure 4: Socially Responsible HR Communication Map 

 
Source: Cohen, 2010, n.p., online 

 
This map shows the split between formal and informal communication on the vertical 

axis, and the split between internal and external communication on the horizontal 

axis (Cohen, 2010). The HR department usually communicates within the formal and 

internal section of the map (Cohen, 2010). This section includes employee 

announcements, training programs, and internal policies. Typically, a company has 

more control over formal communication, and less control over informal ones. “The 

challenge for HR is to create an environment where more informal communication is 

within the organization’s control” (Cohen, 2010, n.p.). This means bringing informal 

conversations into an open space with more visibility, so issues can be addressed as 

they arise. Instead of employees complaining to each other about a new policy, the 

issue can be seen and addressed by management and HR professionals. This is 

one way to use the communication map to help with policy and guideline issues. 

 

There are many ways for the HR department to communicate with employees in a 

way that is both formal and informal. Many of these types of communication deal 

with new media communication, such as blogs, social networks, and interactive 

dialogues (Cohen, 2010). The point of using media as a way to communicate with 

employees is to get the message through, rather than simply across. Getting the 

message through means that employees understand the message and begin to 
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embed it into their routine, such as a CSR environmental policy promoting recycling. 

This contrasts with getting the message across, which would include posting flyers 

and blogs about the CSR environmental policy (Cohen, 2010). Employees may see 

the message, and understand it, but not incorporate it into their work life (Cohen, 

2010). 

 

2.3.2 CSR-HRM co-Creation Model 
 

One link between CSR and HRM is the CSR-HRM co-creation model, developed by 

Jamali et al. (2015). This model shows how HRM can provide support to CSR 

strategy design, implementation, and delivery. CSR has three important milestones 

in its lifecycle, (1) inception and strategy phase, (2) implementation, and (3) 

continuous improvement and evaluation. The CSR-HRM co-creation model maps 

HRM involvement through all three of these phases: 

 
Figure 4: The CSR-HRM co-Creation Model 

 
Source: Jamali et al., 2015, p.133 

 
Phase One: Strategy There is a clear role for HRM in the first phase, CSR inception 

and strategy. HRM should be “proactively engaged in co-defining the CSR strategy, 

mission, and objectives that best leverage the unique competencies and capabilities 
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of the firm while ensuring alignment with business outcomes and objectives” (Jamali 

et al., 2015, p.134). The main role of HRM in this phase is supporting management 

as a strategic partner; in order to ensure CSR meets key objectives and ensure 

human resource implications are a part of leadership decision making.  

 

Phase Two: Implementation CSR implementation is the most critical phase for 

HRM involvement, according to Jamali et al. (2015). Indeed, HRM has four strategic 

roles during that stage, as defined by Ulrich (1998 cited in Inyang, 2010). These 

roles include: strategic partner, change agent, administrative excellence, and 

employee champion. These roles are particularly important in the implementation 

phase of CSR, since they all relate to key objectives for CSR implementation.  

 As a strategic partner, HR professionals have many possible ways of 

influencing CSR. These include “defining the CSR vision, integrating CSR within 

HRM’s mission and functions, outlining the important CSR goals and metrics, and 

identifying relevant stakeholders to which the CSR strategy should be primarily 

tailored” (Jamali et al., 2015, p.135). This role assumes that HR professionals are a 

liaison between top management and employees when driving and reinforcing CSR. 

 The change agent role is another important role of HRM in CSR 

implementation. In it, HRM has the potential to contribute directly through raising 

employee awareness and readiness for any managerial and cultural changes that 

may arise from implementation. It is very important to engage employees and 

increase their knowledge about the organization’s CSR vision in order to have a 

successful implementation (Jamali et al., 2015).  

 In the employee champion role, HRM has the potential to increase 

employees’ motivation, engagement, and commitment to CSR through listening to 

employees’ views and engaging them as partners in CSR implementation. This can 

help strengthen the relationship between the organization and its employees. “When 

employees feel that their contribution is recognized, valued, and rewarded, their 

willingness and commitment to achieve CSR goals are likely to increase” (Jamali et 

al., 2015, p.136). 

 HRM also plays a role as administrative expert. HR professionals assist in 

defining the required HRM infrastructure for efficient CSR implementation and 

support. They prepare, monitor, and report any issues associated with CSR.  
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Phase Three: Evaluation The last phase of the CSR lifecycle is evaluation and 

continuous improvement. Both CSR and HRM are becoming “increasingly value 

driven and being held accountable for outcomes” (Jamali et al., 2015, p.136). As a 

result, it is important to pay attention to the expected outcomes from the integration 

of HRM and CSR. Some of the roles that HRM are able to influence during the 

evaluation phase are talent motivation and retention, employee commitment, trust 

and loyalty, and CSR visibility and specificity. These roles are important for the 

continuing success of CSR within the organization (Jamali et al., 2015). 

 

This co-creation model is recent, so there are no specific criticisms of it. This model 

is holistic in terms of CSR, which means it considers CSR in its entirety. This makes 

it difficult to understand specific phenomenon from this model, such as electronic 

communication channels or how exactly implementation occurs. Since this research 

focuses specifically on electronic communication within the CSR improvement and 

continuous innovation phase, this model is a good basis for research. It is necessary 

to go further to focus upon more specificities. Although this model does not focus 

upon CSR communication, it does provide a starting point for defining the 

relationship between CSR and HRM. 

 

2.4 Internal Communication 
 
Internal communication is a process that occurs constantly within organizations, and 

is very important for a company’s success (Welch and Jackson, 2007). There are 

few definitions of internal communication, which makes it difficult to analyze. 

Cornelissen (2004) defines internal communication as “all methods (internal 

newsletter, intranet) used by a firm to communicate with its employees” (cited in 

Welch and Jackson, 2007, p.182). Internal communication is very important to 

human resources, as it is seen as a management tool (Vercic et al., 2012). A recent 

European study found that “most respondents agreed that internal communication is 

an interdisciplinary function integrating elements of human resources management, 

communications, and marketing” (Vercic et al., 2012, p.226). Internal communication 

must focus on understanding, in order to assist employees and their comprehension 

of CSR (Morsing and Beckmann, 2006). 
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There are four dimensions to internal communication, according to Welch and 

Jackson (2007). These types of communication are: internal line management, 

internal team peer, internal project peer, and internal corporate communication (see 

Figure 5 below). Although there are four dimensions, the only dimension that will be 

discussed in depth is internal corporate communication. This is because the other 

dimensions focus upon peer-to-peer communication, which is not relevant to the 

research at hand. Additionally, the first dimension focuses upon line manager to 

employee communication, which has the potential to be relevant if the study was 

focused on line manager communication. Since the focus is on HR Managers, this 

will not be further discussed either. 

 

Figure 5: Internal Communication Matrix 

 
Source: Welch and Jackson, 2007, p.185 

 

Internal corporate communication is important within a company since it focuses 

upon communication to all employees. It is important to have “clear, consistent, and 

continuous communication in building employee engagement” (Kress, 2005 cited in 

Welch and Jackson, 2007, p.186). This type of communication is between an 

organization’s strategic managers, such as the CEO or HRM, and the employees. 

This model identifies communication as being primarily one-way, or not including 

feedback from employees. Two-way communication is important to successful 

internal communication, but it is difficult to achieve on a large scale (Welch and 

Jackson, 2007). There are four main goals for internal corporate communication: 
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employee commitment, sense of employee belonging, awareness, and 

understanding (Welch and Jackson, 2007).  

 

This internal communication matrix offers a way to identify and analyze internal 

communication, although it does not provide a comprehensive framework. This does 

not show how the communication occurs, instead focusing upon the participants and 

context of communication (Welch and Jackson, 2007). Additional information is 

required to understand the methods and approaches to internal communication. 

Andersen (2006 cited in Morsing and Beckmann, 2006) identified several methods of 

internal communication. These include: trainings, employee interaction, a code of 

conduct, and change agents, or employees who encourage CSR within the 

company.  

 
 

2.5 Electronic Communication 
 

2.5.1 Electronic Communication Model 
 

Communication is a very large subject with a wide variety of definitions. Generally, 

communication is defined as “a process of exchange of facts, ideas, opinions, and as 

a means that individuals or organizations’ share meaning and understanding with 

one another” (Rayudu, 2010, p.2). Electronic communication is a facet, otherwise 

known as a channel, of general communication. It involves information transferred 

through electronic means, such as the Internet or intranet (Rayudu, 2010).    

    

“Few communication models are media-specific, however. They 

describe a series of relationships, and the medium provides the 

connection. The elements are not necessarily altered if the medium 

shifts” (Fawkes and Gregory, 2000, p.115). 

 

Since electronic communication is simply a medium, or channel, of general 

communication, the elements of general communication models remain valid. This is 
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why a general communication model is explained, and later related to electronic 

communication through channels. 

 

There are many different types of communication theories and models, so the focus 

will be on one simple model, which can be related to electronic and internal CSR 

communication. This simple communication model is called The Communication 

Process Model (Level and Galle, 1982 cited in Rayudu, 2010). This model was 

chosen because it is an interactional model of communication, which means it 

includes feedback. This is an important feature for electronic communication.  

 
Figure 6: The Communication Process Model 

 
Source: Level and Galle, 1982 cited in Rayudu, 2010, p.17 

 
On the left is the sender, who is the person who originates the message. “A sender 

uses words and symbols to put forth information into a message for the receiver, the 

individual(s) receiving the message (Guo and Sanchez, 2005, p.78). Messages are 

then decoded, interpreted, and understood by the receiver. This prompts the receiver 

to send feedback to the sender, illustrated by the lowest line in Figure 6. A response 

is expected from the receiver, either through an action on the message, a behavior 

change, or another response (Rayudu, 2010). “To ensure messages are received as 

intended, feedback is a necessary component of the communication process” (Guo 

and Sanchez, 2005, p.79). 

 

Feedback is defined as “any information that individuals received about their 

behavior” (Guo and Sanchez, 2005, p.78). There are several forms feedback can 

take- descriptive, evaluative, and prescriptive. Descriptive feedback explains how a 

person communicates, such as how effective a form of communication is. Evaluative 
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feedback provides an assessment of the communicator, such as how well the 

individual communicates a message. The last form of feedback is prescriptive, which 

“provides advice about how one should behave or communicate” (Guo and Sanchez, 

2005, p.80). All three of these forms of feedback can be seen in electronic 

communication, through emails, evaluation forms, video conferencing, and websites. 

 

The main critique of The Communication Process Model is that it does not indicate 

that communication can be simultaneous; instead implying one step must happen 

before another occurs (Rayudu, 2010). This model overlooks certain elements, such 

as specific communication channels and message generation, or where a message 

comes from. Since this model is a very simplistic view of communication, it is used 

as the starting point to explain electronic CSR communication within a corporate 

setting. 

 

2.5.2 Electronic Channels 
 

Electronic communication is a communication channel, which is the means by which 

a message is sent (Guo and Sanchez, 2005). One type of communication is verbal 

communication, which includes messages that are spoken or written to share 

information (Guo and Sanchez, 2005). Verbal communication includes all electronic 

channels, since these are communicated through written methods. 

 

Every workplace is very diverse and has a wide variety of information needs; 

workers may want to receive information at different times through different mediums 

(FitzPatrick and Valskov, 2014). As a result, there are different forms of 

communication channels, which all have a different level of “information richness”, or 

the amount of information they are able to convey about an individual, such as facial 

expressions and tone (Guo and Sanchez, 2005). Some of these communication 

channels are displayed in Figure 7 (next page). 
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Figure 7: Communication Channels 

 
Source: Guo and Sanchez, 2005, p.83 

 

Many of these communication channels are electronic, which means they are based 

in a technological environment. These channels include emails, web pages, intranet, 

video conferencing, and social media. A few of the main electronic communication 

channels- email, notice boards, and video conferencing- are explained in depth 

below: 

● Emails are often personal and relevant, especially ones that are one-to-one 

communication (FitzPatrick and Valskov, 2014). They provide one of the 

highest levels of information richness, below face-to-face meetings (Guo and 

Sanchez, 2005). Some disadvantage of emails are content overload, and 

other channels may be more effective for simple information delivery 

(FitzPatrick and Valskov, 2014) 

● Notice Boards are a visible, eye catching way of instructing and delivering 

information. Another advance is they utilize online/offline conversation, which 

means they can be interactive. Notice boards have some large 

disadvantages, including needing regular monitoring, domination by a small 

group of vocal people, and they may not be read (FitzPatrick and Valskov, 

2014). 

● Video Conferencing is a good way to effectively communicate with people 

who are apart in distance. It is cost effective and allows for live debate and 

discussion (FitzPatrick and Valskov, 2014). Video conferencing also allows for 
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the highest amount of information richness (Guo and Sanchez, 2005). One 

disadvantage of them is people may be reluctant to ask questions (FitzPatrick 

and Valskov, 2014). 

 

There are many other types of communication channels, both electronic and not. 

These include the intranet, reports, trainings, meetings, newsletters, and events. 

With the development of technology, written communication through traditional 

channels, such as letters, has dramatically improved in efficiency (Guo and Sanchez, 

2005). 

 

2.6 Theoretical Framework Summary 
 

To summarize, CSR was used as the theoretical basis from which the framework 

was built (Figure 8). A bridge between CSR and HR was found through the CSR-

HRM co-creation model (Jamali et al., 2015). Next, communication was focused on 

with a focus on internal, electronic communication. More relationships were found 

between fields, including the HR Communication Map (Cohen, 2010) and the CSR 

Communication Model (Tench et al., 2014). Lastly, the Communication Process 

Model provides a link between communication and electronic channels (Rayudu, 

2010). 

Figure 8: Theoretical Framework Summary 

 
Source: Authors own creation, adapted from theoretical framework 
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3. METHODOLOGY 

 

3.1 Research Design 
 
This research seeks to be explanatory through collecting and explaining a detailed 

understanding about a particular phenomenon (Bryman and Bell, 2011). The 

relationship between HR, CSR, and electronic communication in a business 

environment was researched.  

 

3.1.1 Philosophy 
 
The epistemology employed in this research was interpretivism, which is “predicated 

upon the view that a strategy is required that respects the differences between 

people and the objects of the natural sciences and therefore requires the social 

scientist to grasp the subjective meaning of social action” (Bryman and Bell, 2011, 

p.17). Interpretivism focuses upon people, their intuitions, and how this is seen is a 

social context. This perspective was also the focus of this research, which 

concentrated upon the perspective of HR professionals, and how they utilized 

communication tools. 

 

A constructivist ontological perspective was also used as a framework for research 

and analysis. Constructivism asserts, “social phenomena and their meanings are 

continually being accomplished by social actions” (Bryman and Bell, 2011, p.22). It 

believes that meaning is produced through social interaction and is constantly being 

revised. This standpoint was also taken throughout the research because social 

actions and motivations have influenced the research and are continually changing. 

 

3.1.2 Research Strategy 
 

The research strategy employed was a case study on the subsidiaries within Solvay, 

a chemical company. The case study was approached from a qualitative method. 



 

- 22 -  

Typically, qualitative case studies are an “intensive study by ethnography or 

qualitative interviewing of a single case” (Bryman and Bell, 2011, p.68). Case studies 

tend to be very focused, concentrating on a single organization, location, person, or 

event. There are many different types of case studies, and the type used in this 

research was a unique case. This type of case study was used since the focus was 

on subsidiaries within an organization, which is not widely applicable.  

 

A case study was the best strategy for this research because it allowed an in-depth 

analysis of one organization, and a focus upon specificities and details within that 

organization. The research focused on the role HR professionals play in 

communicating CSR objectives through electronic channels. Due to time and scope 

limitations, a case study was the most manageable way to answer that question. 

More companies may have resulted in a more general or applicable theory, but it 

wouldn’t have allowed for the specificity and depth that was required.  

 

Conducting a case study involves a “detailed and intensive analysis of a single case” 

(Bryman and Bell, 2011, p.59). The case study was conducted through interviews of 

HR professionals within industrial subsidiaries of Solvay. Secondary data, such as 

the CSR publication and the company website, was used to conduct a detailed and 

thorough investigation of the research question.  

 

    3.1.3 Research Approach 
 

The research approach utilized was an inductive approach, which focuses upon the 

generation of theory. Inductive is “an approach to the relationship between theory 

and research in which the former is generated out of the latter” (Bryman and Bell, 

2011, p.715). This approach is a characteristic of qualitative research, which is the 

focus of this research. Additionally, it allowed the researchers to explore the 

research question deeper, without assuming the answer. A known theory was not 

tested, so a deductive approach would not have been applicable for this research.  

Instead, the focus was upon gathering information about how HR professionals 

communicate CSR to employees. Since there are no known model or theories about 
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this specific communication, it was important to keep an open mind and discover the 

answer. 

 

Although inductive reasoning is the most useful approach for this research, there are 

still limitations that must be addressed. Since inductive reasoning often goes from a 

particular theme to a more general one, conclusions that are drawn may not be 

generalizable or applicable. Also, inductive research has the potential to draw 

incorrect conclusions, since research is often based within well-defined boundaries 

(Bryman and Bell, 2011). 

 

3.1.4 Qualitative Research 
 
 
The method employed in research was the qualitative method. This method “can be 

construed as a research strategy that usually emphasizes words rather than 

quantification in the collection and analysis of data” (Bryman and Bell, 2011, p.27). 

Often qualitative research is focused on words, the participant’s viewpoints, a 

contextual understanding, and meaning (Bryman and Bell, 2011).  

 

A qualitative method was chosen because the focus is on the participants (HR 

professionals), which is a characteristic of qualitative research. Since this research 

was focused upon a specific company’s subsidiaries, any theory derived from the 

research is focused and unable to be generally applicable. A micro focus and 

contextual understanding, instead of generalization, are characteristics of qualitative 

research. A brief summary of why qualitative research characteristics are more 

applicable to this research is presented in Table 1.  
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Table 1: Qualitative Research Characteristics Applicability to Thesis 

 
Source: Information adapted from Bryman and Bell, 2011, p.410 

 
There are a few limitations to qualitative research, as addressed by Bryman and Bell 

(2011). These limitations, along with how they were addressed, are below: 

● Subjectivity- Since qualitative findings rely on the researcher’s views, 

conclusions can be subjective and unsystematic. This was dealt with by trying 

to be objective within subjective findings. The use of coding (section 3.3.2) 

helped the researchers to stay objective while analyzing the findings. 

● Replicability- Qualitative research can be difficult to replicate since many 

methods involve observations or interviews. These can lead to different 

results depending upon who is studied and the context. Even so, “replication 

in business and management research is by no means a straightforward 

matter regardless of this particular issue” (Bryman and Bell, 2011, p.408).  

● Generalization of Findings- This is another issue since the scope of findings is 

often limited in qualitative research. Since a case study is not meant to 

represent a larger population, findings are limited to the specific context in 

which the research occurred. This limitation must be recognized, but it is 

difficult to minimize it.  

● Lack of Transparency- This specifically involves how the researcher arrived at 

the study’s conclusions. Certain matters are often unclear in qualitative 

research, such as how people were chosen for an interview. This limitation 
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can be addressed by being as open and transparent as possible while 

reporting findings (Bryman and Bell, 2011).  

These limitations were addressed through recognizing their existence, and 

minimizing them as much as possible.  

 
 

3.2 Research Methods 
 

3.2.1 Sampling 
 

The sampling strategy used in research was snowball sampling. This is “a non-

probability sample in which the researcher makes initial contact with a small group of 

people who are relevant to the research topic and then uses these to establish 

contacts with others” (Bryman and Bell, 2011, p.719). Initial contact was established 

with Maud Zuccari, HR Manager of Solvay La Rochelle site. This key informant was 

able to refer additional HR professionals for interviews. This strategy was used 

because of the nature of finding interviewees. Contacting one HR Manager assisted 

in finding others. 

 

In the sample, five HR managers of Solvay’s industrial sites were interviewed. 

Originally the plan was to interview 7-10 HR professionals (see Appendix 1). 

Although this would have increased the research validity, 7-10 interviews was not 

feasible due to time constraints, including the necessity to translate, transcribe, and 

analyze all interviews performed. Since the sample size is so small, it has the 

potential to be subjective if not used carefully (Bryman and Bell, 2011). Additionally, 

certain limitations were imposed upon the interviewees selected, in order to obtain 

the most comparable data possible. These limits included: (1) only interviewing 

current HR professionals, (2) focusing solely upon Solvay’s industrial site 

subsidiaries, and (3) limiting the geographical location to France to minimize 

multicultural dynamics. 
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   3.2.2 Primary Data Collection 
 

The majority of conclusions are based upon primary data, specifically from interviews 

of HR professionals within the Solvay’s industrial site subsidiaries. The interview 

format used was semi-structured interviewing, which is a type of qualitative 

interviewing. In a semi-structured interview, “the researcher has a list of questions on 

fairly specific topics to be covered...but the interviewee has a great deal of leeway in 

how to reply” (Bryman and Bell, 2011, p.467). The interview process is flexible, 

although similar questions and topics are covered with all interviewees. One 

important aspect of this process is the interviewee, and emphasis must be placed 

upon “what the interviewee views as important in explaining and understanding 

events, patterns, and forms of behaviour” (Bryman and Bell, 2011, p.467).  

 

A semi-structured interview process was used since the aim was to receive data that 

was general within various specific topics, such as CSR and electronic 

communication. An interview guide was created to assist with the interview process 

(see Appendix 2). A more flexible interview structure allowed for the pursuit of 

interesting findings while staying within a generally similar format between all 

interviewees. During the interview, follow up questions were asked to ensure 

maximum comprehension between the interviewee and the researcher. A limitation 

of semi-structured interviews is time, as they often take a lot of time to conduct and 

analyze. This limitation was overcome by limiting the interview time to 30 minutes. 

 

The researchers conducted five interviews with HR managers from different French 

industrial subsidiaries of Solvay. Each interview was with one HR professional, and 

lasted about 30 minutes. These interviews were conducted through video 

conferencing tools because of location constraints. All interviews were recorded, with 

permission of the interviewees, and transcribed and translated into English. The 

language of the interviews was French, since that was the native language of the 

interviewees. The initial questions were sent to interviewees through email, in order 

to provide an overview to the interview process. 
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Along with interviewing five HR professionals, a pilot interview with a former HR 

Manager from Solvay was conducted. This interview was not used for empirical data 

or analysis, instead being used to refine the questions. According to Bryman and Bell 

(2011), a pilot interview is an important step in revising and reviewing the interview 

questions. The pilot interview allowed the interview questions to be checked, 

ensuring they would elicit relevant information for analysis. Certain questions were 

also modified for clarity and understandability. An additional informative interview 

was conducted with a Site Manager at Solvay to gain more company information and 

insights into industrial site processes.  

 

3.2.3 Secondary Data Collection 
 
Secondary data, such as organizational documents, newspaper articles, and public 

documents, was collected for further analysis and review. The purpose of these 

documents was to provide a background and additional information to supplement 

the interviews. All documents collected were a form of organizational documents, or 

documents available from companies (Bryman and Bell, 2011). Secondary data was 

collected through the company website, public media, and public documents, such 

as press releases. Secondary data was also received from employees and the 

company, who shared documents to assist in the research. Since these documents 

were not publicly accessible, it is important to protect the integrity of the company 

(Bryman and Bell, 2011). Information was gathered with permission, and no 

information of a sensitive nature, such as personnel files, was utilized. 

 

3.2.4 Virtual Interviews 
 

Ideally, interviews are in person to allow for maximum interaction and feedback 

between interviewers and interviewees. This was not possible for this research, 

since the interviewees reside in France. Therefore, interviews were conducted 

through video conferencing tools, such as Skype. There are a few advantages of this 

type of interview, including being more cost effective, time effective, easier to 

supervise and record, and lower potential for interviewer bias (Bryman and Bell, 

2011). Video conferencing interviews have limitations, including a shorter average 
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length, lower response rates, and inferior quality of data. These limitations were dealt 

with by planning for interviews to last between 20 and 40 minutes for less disruption 

to the interviewees’ schedules. Also, the key informant within Solvay was able to 

contact potential interviewees and allow them to agree to interviews before they 

were contacted.  

 

3.2.5 Recording and Transcribing 
 

All interviews have been recorded and transcribed, with the permission of the 

interviewees. According to Heritage (1984 cited in Bryman and Bell, 2011), recording 

and transcribing interviews has a few advantages, including: allowing a more 

thorough examination of what is said, correcting natural limitations of memory, 

opening the data to public scrutiny, and allowing the data to be reused. However, 

this does have limitations, transcribing interviews is very time and resource 

consuming. Limitations aside, transcribing interviews was important for this research 

to ensure language comprehension since all interviews were conducted in French. 

Additionally, it allowed for easier coding and analysis. 

 

3.2.6 Language Considerations 
 

All the interviews occurred in French, since this was the native language of the 

interviewees and made it easier for them to communicate. Precisely translating the 

interviews was important, in order to provide the most accurate meaning and 

information possible. “The translation process constitutes a (re)construction of the 

social reality of a culture in a different language” (Xian, 2008 cited in Bryman and 

Bell, 2011, p.487). The translator acts as the interpreter, deciphering the concepts 

and their meaning. In order to retain the most accurate information possible, one of 

the researchers, a native French speaker, has translated the interviews. Words or 

phrases that couldn’t be easily translated were explained as thoroughly as possible, 

and discussed between both researchers for maximum comprehension. This 

translation was then checked by the other researcher, a native English speaker. One 

limitation of translation is variation from reality (Bryman and Bell, 2011). Although 

this cannot be erased completely, it was minimized through ensuring information was 
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as close to the original meaning as possible, and discussing differences between the 

researchers. 

 

    3.3 Analysis Methods 
 

3.3.1 Data Analysis 
 
In order to analyze data generated by interviews, thematic analysis was utilized. 

Thematic analysis is one of the most common approaches to analyzing qualitative 

data, although there is no defined cluster of techniques for it (Bryman and Bell, 

2011). It involves creating themes or clusters, around which data is presented and 

analyzed. There are three phases to thematic analysis, as defined by Vaismoradi et 

al. (2013). These including: preparing, organizing, and reporting. Preparation 

involves immersing oneself in the data and getting a sense of the whole. In the 

organization phase, codes and categories are created  (see Appendix 3), which are 

then grouped under higher headings, which forms a general description of the 

research topic. The last phase, reporting, involves displaying the analysis process 

and results (Vaismoradi et al., 2013). 

 

Thematic analysis allows for the identification of themes and ideas, and the 

generation of a model from those themes. This makes it an ideal method for this 

research, as the major themes can be structured and analyzed in the least confusing 

way possible. Interviews often generate large amounts of data, which can be difficult 

to analyze (Bryman and Bell, 2011). Thematic analysis helps this analysis by 

providing a more structured, focused idea of the information found.  

 

There are a few limitations to thematic analysis. Although it is one of the most 

common ways to analyze qualitative research, there is not an universal definition. 

This makes it difficult to assess whether the analysis truly is thematic analysis 

(Bryman and Bell, 2011). This limitation was overcome by defining what thematic 

analysis means in the context of this research, and closely following that definition. 
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3.3.2 Coding 
 

The thematic analysis tool utilized in this research is coding, which is used to find 

themes and meaning from the interviews. Coding entails “reviewing transcripts 

and/or field notes and giving labels (names) to component parts that seem to be of 

potential theoretical significance” (Bryman and Bell, 2011, p.578). For example, a 

code may be “electronic” or “employee”, and any portion of the transcript that refers 

to that would be tagged with the appropriate code. To analyze the data, the interview 

transcripts were tagged with codes, and those codes were then clustered into 

categories (see Appendix 3). These categories were grouped into themes for 

analysis. These themes and codes can be seen in the figure below. 

 

Figure 9: Codes and Themes Utilized in Data Analysis 

 
Source: Authors own creation 

 

Coding is not a good fit for all research, as it does not allow for a narrative or story to 

be told. Additionally, coding can become subjective and biased (Bryman and Bell, 

2011). These limitations were dealt with by reading the interviews multiple times, and 

allowing both researchers to assess them separately. Then the researchers 

discussed their findings, to create a unified analysis.  
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3.3.3 Documents as a Source 
 

Documents were an important set of data in this research, as they provided 

background and additional information about CSR and communication within the 

company. John Scott (1990) has identified four criteria for assessing the quality of 

documents: authenticity, credibility, representativeness, and meaning (cited in 

Bryman and Bell, 2011). These four criteria, along with how they were assessed, is 

discussed below: 

● Authenticity asks if the data is genuine and from an unquestionable origin. In 

this research, all secondary data was from either the company website, 

documents received from employees, or from primary interviews.  

● Credibility deals with whether the data is free from error and distortion. This 

was addressed by checking the documents’ data with each other, to ensure 

that it was uniform and as credible as possible.  

● Representativeness involves how typical the evidence is. This criteria was 

also dealt with through comparing all data, and ensuring it was uniform and a 

good sample from all available data.  

● Meaning is the last criteria, and concerns how clear and comprehensible the 

data is. This criteria was addressed through attempting to comprehend all 

data, and ensure that nothing was confusing or unclear.  

 

3.3.4 Quality and Evaluation Criteria 
 

The two main ways to evaluate qualitative business research, as established by 

Bryman and Bell (2011), are research reliability and validity (Bryman and Bell, 2011). 

 

Reliability deals with how consistent the research is. LeCompte and Goetz (1982 

cited in Bryman and Bell, 2011) split reliability into two separate categories- external 

and internal reliability.  

 

External reliability refers to the “degree to which a study can be replicated” 

(LeCompte and Goetz, 1982 cited in Bryman and Bell, 2011, p.395). The measures 

used in research must be replicable by someone else. In order to ensure this 
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research was as reliable as possible, the researchers thoroughly documented all 

procedures and attempted to follow them as closely as possible. 

 

Internal reliability deals with the degree to which the researchers agree with one 

another about what they see and hear (LeCompte and Goetz, 1982 cited in Bryman 

and Bell, 2011). This is very important in order to ensure the researchers are in 

agreement with one another. This criteria was met internally through all researchers 

agreeing with the observations and analysis before proceeding further. 

 

Validity involves the integrity of the conclusions drawn from research. There are 

many different ways to evaluate validity, although LeCompte and Goetz (1982) 

believe that two of these measures, internal and external validity, relate best to 

qualitative research (cited in Bryman and Bell, 2011).  

 

Internal validity describes the match between the researchers’ interviews and the 

theoretical ideas that are described. In the research and analysis, this research 

attempted to have a high congruence between observations and the theoretical 

framework. Sometimes the observations do not fit, in which case transparency and 

honesty was strived for. Since the interviews occurred over a relatively short time 

frame, the internal validity correlation was not as high as it could have been with a 

longer time frame. This is a limitation that is acknowledged, and attempts were made 

to minimize it as much as possible. 

 

External validity refers to “the degree to which findings can be generalized across 

social settings” (LeCompte and Goetz, 1982 cited in Bryman and Bell, 2011, p.395). 

This type of validity is often a problem for qualitative research, because case studies 

and small samples are not very generalizable. This is also a limitation of this 

research. Since the focus was upon one company, Solvay, this research is only 

generalizable to an extent. Additionally a small sample size, five, was employed, 

which further decreases the external validity factor. These limitations have been 

acknowledged, and attempts were made to not make the conclusions too general. 
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3.4 Ethical Considerations 
 
In this research, it was important to maintain a high standard of ethics to protect 

human rights and confidentiality (Bryman and Bell, 2011). There are many aspects 

that must be taken into account for research ethical standards, and a few are 

outlined. The four main areas of ethical principles are: harm to participants, lack of 

informed consent, invasion of privacy, and deception (Bryman and Bell, 2011). How 

these considerations were dealt with is described below: 

● Harm to Participants- throughout this research, no harm came to participants, 

physically or mentally. All participants were fully informed and no intrusive or 

personal questions were asked. 

● Lack of Informed Consent- All participants were fully informed before they 

consent to an interview. The purpose of research was revealed before the 

interview, as it should not affect the results. No interview took place until the 

interviewee fully understood and consented to the research purpose, aim, and 

what the interview would be used for. 

● Invasion of Privacy- Confidentiality was maintained with interviewees through 

asking permission for use of their name and interview answers. All 

participants had the option to remain anonymous.  

● Deception-  This research did not use any form of deception. All information 

was told to the participant before the interview began. 

Since the research involved processing certain personal data relating to individuals, 

certain provisions had to be met, as outlined in the Data Protection Act (1988 cited in 

Bryman and Bell, 2011).  

 

3.5 Limitations 
 
There are a few limitations associated with the nature of this research. These include 

limitations of resources, distance, scope, and scale. 

 

Resources: There is a limited amount of resources available, which confined the 

researchers in terms of what is possible. With more time or resources available, the 

scope of research could be increased and more HR professionals could be 
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interviewed. Then there would be a larger amount of data to pull conclusions from, 

and a potentially larger applicability. This limitation was dealt with by utilizing the time 

and resources available, and acknowledging that this limitation paves the way for 

future studies. 

 

Distance: Since all interviewees resided in France, it was impossible for in person 

interviews to occur. In person interviews would have allowed the researchers to 

analyze other aspects of CSR communication, such as observing it for themselves. 

Focusing upon aspects that are not affected by distance, and being as available and 

open to interviewee questions as possible dealt with this limitation. 

 

Scope: Another limitation is the specific focus of this study, which is upon one 

company within one industry. This research was focused solely upon French 

industrial sites within the company Solvay, which limits the scope even further. 

Industrial sites provide their own limitations, such as employee access to technology. 

In order to combat the limitation of scope, the researchers acknowledged it and that 

it makes generalizability difficult. One benefit of a focused scope is that it allowed for 

a specific model to be generated for industrial sites.  

 

Scale: This interview was conducted on a small scale, since only five HR managers 

were interviewed. This was due to limitations of time and resources. This scale was 

still large enough to draw conclusions about general communication by HR 

professionals within industrial sites. This also provided opportunities for further 

research, as more participants would allow for larger generalizability. 
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4. EMPIRICAL RESULTS 

 

4.1 Company Presentation 
 
Solvay Group is an international chemical company, created in 1865 and 

headquartered in Brussels, Belgium. Solvay had 199 sites, presence in 52 countries, 

and 26,000 employees in 2014 (Solvay, 2015). The Group bought Rhodia, a French 

chemical company, in August 2011 “with the ambition to create a large global 

chemical company committed to sustainable development” (DataMonitor, 2011, p.7). 

This acquisition enhanced Solvay’s position as a leader in several markets.  

 

Solvay’s activities are environmentally risky due to the nature of chemical production, 

which includes explosions, fires, chemical spills, and natural disasters (DataMonitor, 

2010). Over 30 sites deal with high environmental risk, including soil contamination 

and toxic discharges. These hazards may cause negative long-term consequences 

for the environment and for output goals (DataMonitor, 2010). The Group is regularly 

involved in environmental cases, due to the nature of the chemical industry. 

 

Although Solvay is involved in many negative environmental events, they are deeply 

committed to CSR. Sustainable development is part of their strategy, and it is 

integrated within various operations, processes, and investments. One of Solvay’s 

goals is to become a leader in sustainable chemistry, as it is important part of the 

markets they operate in (Zhu et al., 2014). Solvay began to integrate sustainability 

into their activities in 2007, with Rhodia Legacy and Solvay Legacy. These 

conceptual frameworks provided systematic processes to improving commitment 

towards key stakeholders (Zhu et al., 2014). In 2013, fusion of these two frameworks 

created of Solvay Way, a sustainable development policy defining the company’s 

commitment towards CSR and alignment with ISO 26000.  

 

Solvay is structured into five separate operating segments, which “reflect different 

business models most adequate to the diverse business drivers and competitive 

dynamics across the Group’s portfolio” (Solvay, 2015, n.p.). These five operating 
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segments are seen below (Figure 10) and are each comprised of Global Business 

Units (GBU), such as Novecare and Aroma. Each GBU is responsible for the 

subsidiaries within their operation, and Solvay Way coordination within those.  

 

Figure 10: Solvay's Organizational Structure 

 
Source: Solvay, 2015, online. 

 

Industrial sites are a specific type of subsidiary within Solvay, are a fairly 

independent from headquarters. All industrial sites have a management team that 

includes a Site Manager, Human Resources Manager, and HSE (Health, Safety, and 

Environment) Manager. An interview with an Industrial Site Manager found that 

industrial sites are characterized by working-class employees and shift work 

schedules (see Appendix 4). CSR development within industrial sites is only focused 

on three groups of stakeholders: employees, communities, and the planet, or 

environment. Since Solvay Way is a global policy, all industrial sites follow the same 

guidelines. Operations in the French subsidiaries represented about 9% of revenues 

in 2010 (DataMonitor, 2011). 

 

4.1.1 CSR Reporting 
 

Solvay’s CSR reporting is achieved through two distinct documents: the Global 

Reporting Initiative (GRI) Annual Report and the Annual Report. The GRI Annual 
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Report is a complementary annual report on CSR information, and aims at disclosing 

information to the public about Solvay’s sustainable performance with the same rigor 

as other public information, such as financial reporting. This report is accessible 

through Solvay’s corporate website, and has been verified by an external auditor to 

ensure a high quality of information (Solvay, 2014a). This Annual Report is published 

in accordance with the Global Reporting Initiative (GRI), an organization that 

promotes and provides a framework for sustainability reporting.  

 

The GRI Annual Report discloses essential information about sustainability, as 

defined by the GRI guidelines. This information is categorized depending upon its 

nature. The first category deals with general standard disclosures, and a second one 

presents specific standard disclosure information about economic, environmental, 

and social information. Within social information disclosures, fifteen groups of 

information types are directly linked with employees and three can be associated 

with communication (Solvay, 2014b).  

 

One of Solvay’s ambitions is to improve the social dialogue that exists between 

management and employees. The second information type associated with 

communication in the report is training and education. Solvay aims at providing both 

personal and professional development to its employees. The last type of information 

is freedom of association and collective bargaining. Beyond the commitment to 

human and social rights, the company strives to maintain a trustful dialogue and 

constructive relationships with its employees and representatives. Among the four 

highly material sustainability issues that were defined as Group priorities in a 

materiality analysis (Solvay, 2014b), two deal with human capital: health and safety, 

and employee engagement and wellness (see Appendix 5). These new definitions of 

Group priorities occurred after an analysis of feedback from stakeholders. The 

employees have established a need for a more frequent dialogue (Solvay, 2014c). 

 

4.1.2 CSR Internal Framework 
 

Solvay Way is Solvay’s CSR development policy that provides a framework to guide 

and measure set objectives (Solvay, 2015). This framework allows all stakeholders 
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access to Solvay’s sustainable development information (Solvay, 2012). As a result, 

all industrial sites, administrative sites, and business units assess their yearly CSR 

progress with the intention to improve processes and practices addressed to 

stakeholders (Solvay, 2013a). Solvay Way reporting has recently been integrated 

into the Annual Report, which formalizes the importance of Solvay’s CSR strategies 

(Solvay, 2014c). Solvay’s CSR performance was recognized by several external 

institutions, including the Dow Jones Sustainability Europe Index, the FTSE4Good, 

and the NYse EuroNext Vigeo World (Solvay, 2013a). 

 

Solvay Way consists of 22 sustainability commitments, split into 49 practices. Five of 

Solvay’s commitments towards stakeholders address employees (see Appendix 6). 

Its key goal has been defined in Solvay’s Sustainability Report: “this reference 

framework helps each Solvay entity conduct yearly self-assessments of its practices 

in order to identify its strengths and weaknesses, and develop an appropriate 

improvement plan” (Solvay 2014b, p.19). Each commitment is associated with one or 

more practices, which are further developed in an internal guidelines document, the 

Solvay Way Reference Framework (2014d). For each practice, guidelines and 

requirements are detailed along with the steps towards objective achievement- 

launch, deployment, maturity and performance (see Appendix 7). Communication 

and feedback are mentioned in a significant number of practices. For example, within 

the employee skill practice and development practice, there is a formal process for 

feedback collection about health and well-being at work.  

 

Among the many goals stated by Solvay, they aim to “develop rich and social 

dialogue with employees representatives at national and international levels” 

(Solvay, 2012, n.p.). This shows their effort to communicate to employees. The 

company has established incentives to strengthen employees’ involvement in CSR. 

Currently, 10% of the variable compensation of a Solvay manager is linked with CSR 

achievement (Solvay, 2013a). 
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4.1.3 Employee Communication 
 

Most the practices need communication with employees, utilizing words such as 

“reporting”, “communicating”, and “presenting” (Solvay, 2014d). It was possible to 

identify four practices where communication with employees is very important. These 

practices are presented below: 

 

Table 2: Solvay Way Practices and Commitments Towards Employees 

 
Source: Adapted from Solvay Way Reference Framework, 2014d 

 

The process of deploying a global CSR agreement deals with the IndustriALL 

Global Federation workers agreement, which covers human rights, fundamental 

social rights, implementation of Solvay Way policies, and communication to 

employees (Solvay, 2014d). During the launch step, the agreement is made 

available to all the employees and is further explained to managers and employee 

representatives. It is then presented to the employees during the deployment phase. 

When the IndustriALL agreement has been communicated to the whole site, its 

implementation is measured together with the employees and their representatives. 

During the last step, the performance phase, an annual assessment has to be 

produced and a progress plan defined and formally communicated (Solvay, 2014d). 

 

Employees’ right of representation aims at ensuring a quality social dialogue, and 

it is the only practice associated with this commitment. The achievement of this 

objective goes through several steps. Initially, a process to inform employee 

representatives of major policy direction must be designed. When such a 

representative body does not exist, measures must be taken to design a method of 
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collecting opinions about important topics. When it reaches its maturity stage, the 

practice’s goal is to involve employees or their representatives in defining major 

policy directions. Finally, the ultimate requirement is to establish a culture of 

consultation and social dialogue with employee representatives within the company, 

which eases collaboration on action plans and annual assessments (Solvay, 2014d). 

 

The practice of motivating employees to attain objectives aims to establish a link 

between the individual, global goals, and sustainability performance. Goals are set 

and developed into a Solvay Way action plan. During the goals assessment 

meetings, progress on sustainability and Solvay Way’s goals should also be 

evaluated. At the maturity of this practice, a link is established between the Solvay 

Way action plan and both the site’s and Group’s objectives. The final purpose is 

employees’ mobilization and improved performance, which is surveyed twice a year 

(Solvay, 2014d). 

 

Promoting improvement and suggestion systems initially includes a launch of an 

employee suggestion process, which includes CSR aspects that allow major and 

relevant improvements to be monitored. During the deployment stage, the possibility 

of giving feedback to project proposals is integrated into the process design. The 

final goal of this practice is to have employees involved in the process after 

completing two requirements. These are: (1) Having defined priorities and selection 

criteria and allocating teams or departments with financial resources to implement 

selected ideas and (2) having designed a system to track implementation of 

suggestions, through channels such as intranet or e-Rooms (Solvay 2014d). 

 
The need to communicate about CSR is closely linked with the nature of the 

chemical industry. This industry leads to a high level of risk (DataMonitor, 2010). In 

order to be sustainable, industrial sites primarily deal with environmental issues, 

health and safety risks, and acceptance in the territory. These are also linked with an 

challenge, as the chemical industry can be perceived as negative for the 

environment (DataMonitor, 2010). 
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4.1.4 Industrial Site Characteristics 
 

The same Solvay Way framework policies were deployed within the subsidiaries 

even though the industrial sites are only concerned by three out of the six 

stakeholders mentioned: Communities, environment and employees. In an interview 

with an Industrial Site Manager, he stated, ”these dimensions are complementary 

and critical to ensure longevity and development of an industrial site” (see Appendix 

4, p.83).  

 

The most critical phase of Solvay Way policies is employee integration. Indeed, it is 

critical to ensure they understand CSR policies by informing them. However, 

communication is challenging as Solvay Way is integrated to the industrial sites 

practices and deal with a wide extend of different topics. Similarly, the Site Manager 

also mentioned that “Solvay’s industrial sites are characterized by shift work, a kind 

of work schedule that brings communication challenges, as work hours can vary a  

lot” (Site Manager Interview, Appendix 4, p.84). 

 

   4.2 Interview Findings 
 

During the interview process, five HR Managers were interviewed from various 

Solvay industrial sites located in France. Each industrial site is part of a different 

Global Business Unit (GBU), as seen in the table below. Additionally, four out of the 

five managers agreed to have their names used in research, but all interviewees are 

referred to with letters to minimize confusion. Transcriptions of all interviews are 

available in Appendix 8. 

Table 3: Interviewees Overview 

 
Source: Authors own creation, adapted from interview findings 
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Manager A is named Maud Zuccari, and is the HR Manager at the La Rochelle 

industrial site, which has the largest number of employees out of all sites 

interviewed. She is also a French coordinator for career management, HR policy 

publication, and social relationships.  

Manager B is named Maud Goujon- Coulard, and works at the Saint-Fons industrial 

site as the HR Manager. This site has over 300 employees. 

Manager C is Sylvia Panaye, who is the HR Manager of the Valence industrial site. 

Around 130 employees work within this site. 

Manager D is the HR Manager of Solvay’s industrial site located in Clamecy. This 

site is the smallest interviewed, with around 110 employees. 

Manager E is named Julie Drion and she is the HR Manager of Solvay’s Melle 

industrial site, which employs around 150 employees. 

 

There is one HR manager per site, and some sites have additional HR assistants. 

Within the sites, HR managers work in close collaboration with the rest of the 

management. Managers A, B, and C regularly collaborate with the quality manager, 

who is Solvay’s coordinator at the site level, to assess the results and decide the 

site’s priorities.  

 

4.2.1 Perceptions of HR Role 
 
Although all interviewees have the same role within Solvay’s industrial sites, their 

perceptions of their role and responsibilities were different. Some general 

responsibilities of HR Managers include informing and ensuring site security, law 

compliance, non-discrimination, and compensation communication. A summary of 

these roles is seen in Figure 11 (next page). 
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Figure 11: Summary of HR Roles 

 
Source: Authors own creation, adapted from interview findings 

 

Managers expressed differing perspectives on the role of CSR in HR Managers. 

Manager A and B stated that CSR communication and implementation is not the 

responsibility of HR. Instead, each site has a “Solvay Champion” who is responsible 

for this. Managers C, D, and E identified more personal CSR responsibilities. 

Manager C and E asserted that each industrial sites’ HR Manager is responsible for 

CSR communication. Manager D had similar views, citing his personal responsibility 

to spread CSR policies and agreements. He believed that CSR is a large part of his 

job, and daily CSR communication is a large part of his responsibilities. Manager E 

talked about how CSR responsibilities are delegated within her site: 

 

“At the beginning of the year, management committee gathers those 

responsible of each part of Solvay Way. For the environment, it is the 

HSE [Health, Safety, and Environment] Manager, I am responsible for 

the employee part and responsibility of communities is given to the Site 

Manager” (Manager E Interview, Appendix 8, p.100) 

 

Each Manager perceived the integration of formalized CSR objectives into their job 

differently. Managers B and E stated that CSR objectives are integrated and 

formalized in their job mission and description. For example, variable compensation 
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depends upon CSR performance for Managers  B and D. CSR objectives are also 

formalized through the Solvay Way framework. In her interview, Manager C stated 

“practices concerning CSR have been communicated to me, for the most part, 

through the Solvay Way processes” (Manager C Interview, Appendix 8, p.95). Other 

Managers interviewed agreed with this statement about using Solvay Way as a 

communication tool. 

 

The HR Managers are responsible for a large amount of the communication within 

their respective sites, which vary in size from 110 to 350 employees. All HR 

Managers interviewed cited policy communication to employees as one of their 

responsibilities. The type of communication varied, from general communication by 

Manager A and compensation communication by Manager B to CSR communication 

by Managers C and D. They are also responsible for social relationships and have 

roles such as communicating with trade unions, ensuring workplace security, and 

initiating ideas.  

 

4.2.2 CSR Communication 
 

The five managers interviewed had different opinions regarding communication of 

CSR objectives and policies. None of the managers interviewed perceived 

themselves as responsible for defining CSR policies and communication guidelines. 

Three Managers stated responsibility for CSR communication within their site. The 

remaining two interviewees gave that responsibility to the “Solvay Champion,” or the 

person selected who is responsible for CSR within the industrial site. Manager E 

stated in the interview that Solvay Way Champions “are responsible for defining 

practices and the grading system for each of these practices” which involve the 

Solvay Way framework (Interview Manager E, Appendix 8, p.100). None of the 

interviewees are currently the Solvay Champion, although Managers A and B 

regularly collaborate with their Champion. Managers perceived themselves as 

involved in certain CSR communication processes. For example, negotiating with 

trade unions and employee representatives, according to Managers B and E.  
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Although the Managers are not responsible for creating CSR guidelines, they have 

other responsibilities relating to CSR communication. Managers C, D, and E 

expressed responsibility for CSR communication within their industrial site. This is 

contrasted with Managers, A and B, who stated that HR is not responsible for CSR 

communication. Which part of CSR the HR Manager is responsible for varies by site. 

Manager C is generally responsible for CSR communication within her site. Manager 

D states that he is involved in CSR communication on a daily basis, and mentioned 

that for Solvay’s Managers, including HR Managers, variable compensation is 

partially based upon workplace security. 

 

There are two types of CSR communication within industrial sites: initiated by the 

site itself or initiated by headquarters or the Global Business Unit (GBU), according 

to Manager E. In Manager C’s interview, she added that “the Group’s communication 

function will send us brochures or other similar materials, such as PowerPoint, but 

the person who spreads these communication tools is the HR manager” (Manager C 

Interview, Appendix 8, p.95). CSR objectives and policies are also communicated 

through the Solvay Way Framework, according to Manager A.  

 

Two of the Managers, A and B, agreed that the term “CSR” is not very concrete or 

clear within their site. Manager A believed that random employees do not care about 

CSR, and instead are more focused on issues directly related to them. In her 

opinion, “in terms of general perception, a random employee is more interested with 

things in which he is directly involved in- pay, raise, and family” (Manager A 

Interview, Appendix 8, p.91). Managers A, B, and C believed that CSR is difficult to 

make concrete and communicate effectively. However, Manager E said that local 

communication was not an issue and was rather easy. According to Managers A and 

B, communication within an industrial site would be more understandable and 

efficient if abstract topics, such as CSR and Solvay Way, were transformed into 

concrete actions and communication was focused on the employees’ real concerns. 

These concerns include compensation and workers’ safety. 

 

The Solvay Way framework is Solvay’s internal CSR guidelines, and is one of the 

main CSR reporting tools. The key goal of the Solvay Way framework is to assess 
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each subsidiaries’ performance, according to Managers A and C. This framework is 

used to communicate what is actually achieved within the company in terms of CSR. 

This leads to concrete actions that are communicated throughout industrial sites, as 

mentioned by Managers A, C, and D. 

 

Managers expressed limitations of the employee aspect of the Solvay Way 

framework. Since the French labor law already protects employees, many policies 

were in place before Solvay Way was created. Manager A stated in the interview, 

“French labor law is already strong and that there is less to do there than in other 

CSR fields” (Manager A Interview, Appendix 8, p.91). Three other Managers 

expressed similar opinions. Solvay Way's practices that deal with employees are 

already integrated to the daily activities of HR Managers.  

 

4.2.3 CSR Channels 
 

The managers interviewed identified many communication channels present in their 

subsidiary for CSR communication and feedback. These communication channels 

can be seen in Figure 12 below, along with the managers who mentioned them. This 

section will only focus on general communication channels, as electronic and 

feedback channels are mentioned in depth later.  
 

Figure 12: Communication Channels Mentioned by HR Managers 

 
Source: Authors own creation, adapted from interview findings 
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Meetings and Trainings: Formalized meetings and trainings are another way used 

for CSR communication. Four managers reported regular meetings and trainings 

with employees, to communicate CSR and other policies to employees. Manager C’s 

site has formalized meetings to communicate CSR objectives.  

 

Newsletter: Most of the industrial sites have a regular newsletter or bulletin to 

communicate information to employees. Their newsletter distribution methods vary, 

and include paper copies, emails, and the intranet. Manager B’s subsidiary 

distributes their bulletin by placing paper copies throughout the site, to increase 

visibility and give all employees a chance to read it. Manager C’s and E’s 

subsidiaries email their newsletter, which communicates about site-specific 

initiatives, including CSR. 

 

Information Displays: These are written and visible materials displayed around 

work areas and in the workshops. They are utilized to communicate information to 

employees at Manager C’s site. She believed this is the most efficient way to 

communicate CSR and other information to employees, since other methods can be 

disorganized or do not reach everyone. 

 

Events: A communication channel mentioned by Manager A is “HSE Days” (Health, 

Safety, and Environment Days), which is a week-long event focusing on sustainable 

development, and includes stalls about CSR and other themes. Events are site-

specific initiatives, and were only mentioned at one site. 

 

Some of these communication channels are decided at the corporate level and 

achieved within the site, while others are an individual site’s initiatives. Oftentimes, 

headquarters decides on guidelines and industrial sites deliver the communication. 

Communication is rarely designed by headquarters and is delivered directly to 

employees. This type of communication only occurs with company-wide objectives, 

such as Solvay Way policies. 
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4.2.4 Electronic Communication Channels 
 

Electronic communication methods, such as an intranet, emails, and Google Drive 

are used in all of the sites interviewed. The extent to which electronic communication 

is utilized varies among the sites, depending upon employee accessibility. 

 

Intranet: Four of the five managers mention a site-wide intranet, which is used to 

distribute newsletters, the Solvay Way framework, and other information. The 

intranet is divided into sections that contain information such as health, safety, and 

CSR, according to Manager B. She preferred to use the intranet instead of emails to 

communicate information, since it is easier to reach all employees. Another 

advantage of the intranet is that it allows the information to last and be accessible all 

the time. All employees do not have access to the intranet, which makes it difficult to 

be the primary form of communication. According to Manager E, the intranet is 

managed solely by headquarters, although other Managers mention having control 

over portions of it. 

 

Emails: Emails are used to communicate information Solvay wants to highlight. Most 

HR Managers interviewed emphasized that it is not possible to reach all the 

employees using this channel, as they do not all have a Solvay email address. This 

is because of the nature of their work, as many site employees do not use 

computers. However, within Manager E’s site, all employees have a Solvay email 

address so this channel is more common. Emails are used to highlight important 

communication. Information displayed within the workplace would also be sent by 

email at her site. 

 

WeLink: WeLink is a tool similar to the intranet, and it is for internal web 

communication. Information is not saved or accessible all the time, which is different 

from the intranet. Manager C’s and E’s sites use it for general communication and 

articles. 

 

Google Drive: Manager A’s site uses Google Drive software to share and 

communicate information. She stated “these tools are used to share documents, 
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allowing access and modification only to specific people, for example a working 

team” (Manager A Interview, Appendix 8, p.91). The other managers did not mention 

using similar software, as it is a site-specific initiative. 

 

4.2.5 Employee Feedback to Management 
 

Feedback is an important element of communication. In all sites, the most common 

form of feedback from employees was through auto-evaluations. Manager B said 

that these evaluations allow employees to give feedback on specific topics, including 

CSR. Auto-evaluations are used within all subsidiaries, as this is a headquarters 

driven initiative. 

  

There are a few channels for feedback that are utilized within industrial sites. These 

include the auto-evaluations, employee representatives, and idea networks. 

● Auto-evaluations aim to evaluate CSR improvement using the milestones 

provided in the Solvay Way framework. Employee volunteers are divided in 

several teams, and communicate with management about what has been 

achieved compared to the initial objectives. All managers interviewed 

mentioned these. Manager E emphasized the fact that CSR communication 

was also measured using quantitative indicators that do not guarantee 

effective communication. HR Managers participate in auto-evaluations 

through discussing the employee dimension of Solvay Way with workers.  

● The “Idea Network” allows employees to express ideas on various topics, 

including CSR. Manager A stated “CSR aspects have been integrated in the 

ideas suggestion system, as employees can give useful insights, in particular 

about community, planet, and employees aspects, to help a site improve 

performance towards stakeholders” (Manager A Interview, Appendix 8, p.89). 

● Ambassadors and employee representatives are often used within industrial 

sites. Some employees are asked to become “ambassadors” of CSR to other 

employees and team managers, and to communicate the CSR topics and 

subjects that need to be improved to their teams 



 

- 50 -  

● Surveys were sent to employees Manager B’s site to evaluate CSR and site 

objectives. These were communicated through emails, for employees that 

have Solvay email addresses, and paper-based for other employees. 

 

The Managers expressed suggestions relating to electronic communication within 

industrial sites. Manager A believed that communication should be a separate job 

within a site, as it would allow communication to be more efficient and clear. 

Manager C perceived electronic communication as something that is 

complementary, and not the primary form of communication within an industrial site. 

In her interview, she stated that “ emails and the intranet are managed at the 

corporate level and would reach employees, but not all of them” (Manager C 

Interview, Appendix 8, p.96). This is because of the nature of industrial sites, since 

many employees are not working within an office environment with access to 

electronic channels. Manager E uses electronic communication a lot, especially 

emails, since all employees have a professional email address within her site. 

 

Because of the nature of an industrial site, there are a few problems with using only 

electronic communication. Everyone does not use the intranet daily, as it does not 

relate to their job, according to Managers A and D. Issues perceived by Managers 

with electronic communication are age, training, and familiarity with technology, as 

mentioned by Manager A. Electronic communication is not the more efficient way to 

communicate within an industrial site, according to Manager A. More traditional 

methods, such as meetings, are more effective. Manager D believed that electronic 

communication is only efficient within headquarters, and not at an industrial site 

level. 

“Within an industrial site, I think that communication through electronic 

methods has a lot of limits. Workers prefer to receive information in 

team meetings. Within an organization as big as Solvay, we have a lot 

of communication channels available and the risk is that employees 

may receive too much information and don’t perceive the priorities” 

(Manager D Interview, Appendix 8, p.98). 
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Although electronic communication has limitations within an industrial site, it is still a 

useful channel. It is perceived as something complementary to more traditional forms 

of communication, such as newsletters and information displays. Manager C uses 

multiple channels to communicate important information to employees, through 

emails, meetings, and information displays. 

 

There are other benefits to electronic communication, as mentioned by the 

Managers. Managers B and E talked about the intranet, and how it allows 

information to last and to be permanently accessible. This is a huge benefit for 

information, such as job postings, that is important to communicate. At Manager E’s 

site, all the employees have a Solvay email address, even though they do not work 

with computers. Every time information is displayed within the workplace it is also 

sent by email, since employees tend to regularly check it. 

 
 

4.3 Empirical Results Summary 
 

In order to show how the empirical findings fit together, Figure 13 (below) was 

created. This figure demonstrates how all the findings relate to electronic 

communication, along with referring the specific section information is found in. 

 
Figure 13: Empirical Results Summary 

Source: Authors own creation, empirical findings 
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CSR communication is the general background from which information was 

collected. The main finding was that CSR communication occurs in different ways 

throughout the industrial sites, although in all sites HR Managers have a role in it. 

Additionally, Solvay communicates the content of its CSR policies through the 

Solvay Way framework (Solvay, 2014d). 

 

There are many communication channels used within Solvay’s industrial sites. The 

Solvay Way framework is a large one, as it communicates objectives to both 

employees and management. Some of the other channels include meetings, events, 

and other site-initiatives. One subset of CSR communication channels is electronic 

channels. 

 

Electronic channels are mainly used as complimentary channels within industrial 

sites, since not all employees have regular access to computers. Even so, many of 

the sites still use this method to communicate information. It is very useful in posting 

information about job opportunities, since the information is permanently accessible. 
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5. ANALYSIS AND DISCUSSION 

 

    5.1 CSR and HRM 
 

5.1.1 CSR Responsibility 
 

CSR guidelines are expressed at Solvay through the Solvay Way framework, which 

is based upon ISO 26000 (Solvay, 2012; 2014d). This set of practices targets six 

groups of stakeholders, although Managers A and E stated that industrial sites are 

only concerned with three of them: employees, communities, and the planet. 

Manager A also stated that the CSR framework defines milestones and actions for 

implementation, improvement, and feedback. The main goal of the Solvay Way 

framework is to improve CSR within the sites, as expected by society (Inyang, Awa, 

and Enuoh, 2011). 

 

5.1.2 The Role of HR 
 

Although all managers interviewed had the same job, they had slightly different 

descriptions of what their roles and responsibilities were. For example, Managers A 

and B stated that they were not responsible for CSR communication, while 

Managers C and D stated that they were personally responsible for it. These 

differences may be a result of the size of each industrial site, which could influence 

each Managers’ personal responsibilities. These perceptions are summarized in 

Table 4 below.  

Table 4: HR Perceptions and Industrial Site Size 

Source: Authors own creation, adapted from interview findings 
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Some Managers believed that CSR objectives are included in their job, while others 

believed there are no objectives for CSR that relate to HR managers. Four out of five 

managers stated that CSR is integrated in some way into their job, while Manager A 

stated that CSR was irrelevant to her job as a HR Manager. Manager A also has the 

most employees within her industrial site. Additionally, she has the largest 

management team, so responsibilities may be split differently. As the size of the 

industrial site decreases, how involved the HR manager feels in CSR increases, as 

seen in the Table 4. 

 

Each industrial site produced a slightly different product, since most were in different 

Global Business Units (GBU). This may have resulted in differences among the 

industrial sites, although no information was found that would correlate to this idea. 

On a grander scale, this may have had a larger influence. Since only five sites were 

interviewed, it is not a factor within this research. 

 

Table 5: HR Perceptions and Products Produced 

 
Source: Authors own creation, adapted from Solvay, 2015 and interview findings 

 

Only two of the industrial sites are in the same GBU, Managers B and E, and 

Managers D and E. Manager’s E site operates within two GBUs, producing multiple 

products. As seen in the chart above, the Managers who produce similar products do 

not necessarily have similar views on CSR communication and objectives, so that is 

not a factor to consider when researching on this scale. 
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5.2 CSR Communication 
 

CSR communication is a process that should be achieved by the company as a 

whole (Tench et al., 2014). The CSR Communication Model emphasizes the 

importance of adapted and multiple communication channels, but does not focus on 

specific aspects of communication. The CSR Communication Model identifies three 

parts to CSR information exchange: the subjects, the content, and the form/method. 

These three parts were found within Solvay’s industrial sites: 

 

Part One: The Subjects Tench et al., (2014) identify a two-way communication 

exchange between senders and receivers, who deliver information and give 

feedback. Within Solvay’s industrial sites, there were multiple senders of information, 

depending upon the origin of the CSR communication. Manager C stated that some 

CSR communication originated with headquarters or the GBU, who sends brochures 

and letters for HR to circulate. Other CSR communication originated with the site 

itself, usually through the site’s management team. Site HR Managers can be both 

senders and receivers of CSR communication, although the aim is usually to 

communicate CSR to employees. Managers can also be receivers when 

headquarters is communicating to them. 

 

Part Two: The Content The content of CSR communication within Solvay’s 

industrial sites varies. This part was not directly studied in the research, so there is 

little information concerning it. Manager E’s site informs employees of CSR initiatives 

and the improvement plan. Additionally all sites have newsletters that are delivered 

to all employees. Manager C stated that there are often articles about Solvay Way, 

Solvay’s CSR framework. Manager A’s site also includes communication about local, 

site-specific events. 

 

Part Three: The Form/Method Industrial sites use many different forms, or 

methods, to communicate CSR information to employees. CSR reports, such the 

Solvay Way framework (2014d), are publicized both internally to employees and to 

external stakeholders. Solvay also uses direct dialogue, such as meetings and 

trainings, to communicate CSR to employees, according to Manager A and D. 
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Manager A stated that communication must occur by both headquarters and at a 

local level, to create concrete and effective messages dealing with issues the 

employees are facing. The Solvay Way framework emphasizes motivating 

employees to attain objectives, as one of the employee-specific policies. The 

objective is to create a link between employees’ personal goals and Solvay’s CSR 

performance (Solvay, 2014d). 

 

The CSR Communication Model relates to the CSR communication portion of the 

research question because it defines how CSR communication occurs within 

Solvay’s industrial sites. It is used since it shows the different parts of CSR 

communication within Solvay’s industrial sites, but it does not completely answer the 

research questions. This model is not specific to HR managers, instead focusing 

upon industrial sites and Solvay as a whole. This is one of the limitations of this 

model, and why it does not fully answer the research question. The role HR 

professionals play in communication is not included, which is why it is necessary to 

continue exploring more specific model. This model is important because it gives a 

concrete demonstration of how CSR communication occurs within the French 

industrial sites. This explanation is used as a basis for further exploration on the role 

of HR professionals in CSR communication. 

 

5.3 HR Communication 
 

5.3.1 HR Communication Map 
 

The Socially Responsible HR Communication Map was developed by Cohen (2010) 

to demonstrate how CSR can be implemented into the role of HR professionals. The 

map has two main parts: formal versus informal communication and internal versus 

external communication. An adapted HR Communication Map is below, altered to fit 

the findings from HR Managers at Solvay’s industrial sites. The boxes highlighted in 

blue were the focus of this research. 
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Figure 14: Adapted HR Communication Map for Solvay's Industrial Sites 

 
Source: Adapted from the Socially Responsible HR Communication Map (Cohen, 

2010, online) 

 

The focus of this research was to collect internal, formal data about CSR 

communication. Internal communication uses planned actions to influence the 

behaviors, attitudes, and knowledge of current employees (Welch and Jackson, 

2007). According to the interviews, one way formal CSR communication occurs is 

through the Solvay Way Framework (Solvay, 2012; 2014d). This is an internal 

document that communicates CSR policies and objectives to HR Managers, who 

then communicate them to employees. Another way HR Managers formally 

communicate to employees is through site-specific newsletters. All Managers 

interviewed mentioned having one, such as LR Info at Manager A’s La Rochelle site. 

Additionally, HR managers communicate through trainings and meetings with 

employees. These meetings include CSR topics, along with general health and 

safety. Manager A’s site also has “HSE Days”, which are focused on communicating 

sustainable development initiatives to employees.  

 

Internal, informal communication was also an important aspect of research, although 

not as much data was collected for it. Informal communication includes blogs, social 

networks, and interactive dialogues (Cohen, 2010). Informal communication is 
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unstructured. CSR content is sometimes also communicated informally, such as 

during team meetings, which were emphasized by Manager D. Objectives of these 

two types of communication differ and their utility is perceived differently by HR 

Managers. In her interview, Manager C mentioned a lack of formal structures for 

employees to submit CSR feedback. There are some tools, including an idea 

network and complaints, but these are difficult to manage. Nevertheless, Manager E 

emphasized the necessity of informal communication in order for communication to 

reach employees. 

 

External, formal communication is achieved at Solvay through various reports to 

communicate. Some of these include the GRI Annual Report (Solvay, 2014b), the 

Solvay Way Brochure (Solvay, 2012), and social responsibility press releases 

(Solvay, 2013b, c, d). Although external communication is used at Solvay, this 

research did not focus upon it. As a result, only secondary data was collected and 

utilized. This dimension does not fit as well with this research, since the focus is 

upon internal communication. 

 

Information about external, informal communication was not collected in this 

research, as it is not relevant to the research question. Although it is irrelevant to the 

current research, it paves the way for future research. This is because informal 

communication is more difficult to analyze, and it is harder to see the role HR 

professionals play in it. This is because informal communication is not part of a 

formalized process, and is more difficult to collect information about it. Formal 

communication allows for more specific insights to be gleaned and learned. 

 

This research focused upon how HR managers use electronic channels to 

communicate CSR to employees. The Adapted HR Communication Map for Solvay’s 

Industrial Sites (Figure 14) relates to the research question by showing how HR 

managers communicate within industrial sites. This occurs through internal, formal 

channels such as a site newsletter, meetings, and the intranet. HR managers also 

utilize internal, informal channels such as emails, complaints, and informal 

collaboration meetings. This shows how HR managers at Solvay’s industrial sites are 
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able to use different forms of communication to share information internally to 

employees.  

 

This model matters because it demonstrates specifically how HR professionals adapt 

communication methods to CSR policies and objectives. Additionally, the adapted 

model provides a link between the research findings and theory, although this still 

does not provide an answer the research questions. This map focuses upon internal 

and external communication. While external communication is interesting, it is 

irrelevant to this research focusing upon internal CSR communication. Therefore, 

half the map is unimportant to this research, which is why it does not provide an 

answer to the research question. This map demonstrates how HR professionals can 

communicate CSR, but the focus is too broad and it does not provide a good 

industrial site-specific model. 

 

5.3.2 CSR-HRM co-Creation Model 
 

The CSR-HRM co-creation model shows how HRM can be involved throughout the 

three phases of CSR: strategy, implementation, and improvement (Jamali et al., 

2015). Within Solvay’s industrial site subsidiaries, managers improve CSR through 

the Solvay Way framework, which includes levels of achievement for social 

responsibility, and was mentioned by Solvay Way (2014d) and four of the Managers. 

The improvement and continuous innovation phase of CSR is lead by headquarters, 

as Manager B stated. Once headquarters improves or alters CSR, the each site’s 

HR Manager is responsible for implementing it at a local level. This continuous 

cycling through the three phases of the co-creation model is one characteristic of the 

improvement phase (Jamali et al., 2015). 

 

The focus of research was on the last two phases of the model, but information was 

found specifically on phase two: CSR implementation. In the case of industrial sites, 

this is reimplementation of CSR. This reimplementation is important within each 

subsidiary, as it allows for continuous improvement and growth in CSR principles. 

Reimplementation occurs within industrial sites when headquarters alters CSR 

principles, and expects HR managers to implement these changes. 
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HRM has four strategic roles related to CSR implementation- strategic partner, 

change agent, employee champion, and administrative expert (Ulrich, 1998 cited in 

Inyang, 2010). These roles of HR managers were found within this research. 

 

Strategic Partners are one role of HR professionals, according to Ulrich (1998) 

cited in Inyang (2010). HR professionals are able to influence CSR as the bridge 

between top management and the site’s employees. Manager B highlighted this 

aspect by emphasizing that she was able to improve the CSR process though 

implementation. This is also shown as the HR Managers were perceived as 

responsible for communication with employees, and mentioned the GBU’s Solvay 

Way champion as having a role in communicating CSR to them. Indeed, they may 

work jointly on CSR issues with the champion, who is the intermediary between top 

management and HR Manager for CSR, as expressed by Manager B. 

 

Change agent is another role of HR within CSR implementation. This role means 

that HRM can increase awareness of CSR among employees. This role was seen 

throughout many of the industrial sites at Solvay. Manager A stated that part of her 

role as an HR manager is initiating ideas, which includes CSR. Also, Managers B, C, 

and D mentioned that part of their variable compensation depends upon workplace 

security and CSR awareness among employees. Manager B stated “as a Solvay 

manager, part of my variable compensation depends upon CSR achievement. CSR 

performance is measured through three objectives: employee training, number of 

employees involved in the annual auto evaluation, and the results of the auto 

evaluation” (Manager B Interview, Appendix 8, p.92). 

 

Employee champion is another role of HRM, which means HRM should motivate 

employees to execute CSR throughout their role in CSR implementation. Industrial 

site HR managers do this through the auto evaluations. They give employees the 

opportunity to communicate about CSR issues on a voluntary basis, and engage 

them as partners in CSR implementation. Manager A expressed the need to 

celebrate successes in order to recognize employees’ positive actions, which 

increases employees’ commitment. 
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Administrative expert is the last HRM role in CSR implementation. This  role does 

not fit with this research, and little data was collected on it. Since the HR Managers 

interviewed work within industrial sites, they only have local influences on CSR 

implementation. A lot of CSR planning and continuous improvement occurs at 

Solvay’s headquarters. However, Managers have a role in monitoring and reporting 

issues associated with CSR, which is part of feedback (discussed in section 5.5.1). 

 

This research aimed to analyze how HR managers communicate CSR to employees. 

This model fits that question partially, as it provides a link between CSR and HRM, 

which are two major parts of the research. The link between CSR and HRM is 

important, as it defines why HR managers are responsible for CSR within industrial 

sites, and what roles they play in CSR implementation and improvement. Along with 

providing a theoretical link, this model is important to research as it demonstrates 

how Solvay’s HR managers have the opportunity to influence the CSR process. This 

model is not a perfect fit for the study, as it is too generalized and ignores certain 

aspects of research, such as electronic channels and the employee dimension. 

 

5.4 Internal Communication 
 

5.4.1 Internal Corporate Communication 
 
Internal communication within Solvay is very important, as it demonstrates how 

management is able to communicate actions and information to employees, and how 

employees are able to respond. Welch and Jackson (2007) identify internal 

corporate communication as one of four dimensions of internal communication. This 

type of communication is between strategic management and employees. At Solvay, 

internal communication occurs in a few ways: between headquarters and site 

management, between the GBU and site management, and between site 

management and site employees. Site management of an industrial site includes the 

Site Manager, HR Manager, HSE Manager, and other management. The HR 

Manager is the focus of this research, and the focus of analysis. There are four main 

goals to internal corporate communication.  
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Table 6: Internal Corporate Communication Matrix Comparison 

 
Source: Adapted from Welch and Jackson, 2007, p.185 and interview findings 

 

An industrial site is a unique unit, since the management within the site, such as the 

Site Manager, effectively acts as the strategic/top management for the site. In this 

sense, the fourth dimension of the Internal Communication Matrix (Welch and 

Jackson, 2007) can be applied to it. Internal corporate communication occurs 

between strategic managers and all employees. This is seen throughout Solvay’s 

industrial sites, as HR managers and other management communicate policies and 

objectives to employees. Manager E stated that communication at her site is 

achieved on a regular basis, through meetings and emails to employees.  

 

The direction of internal communication is predominantly one-way, according to 

Welch and Jackson (2007). This is because it is difficult for many employees to have 

a voice in a large context. Even so, two-way communication is important and occurs 

within the industrial sites. To this extent, all the Managers mentioned the existence of 

a feedback process within their sites. The content of internal communication is 

varied, including CSR, initiatives, and internal job postings. 

 

This matrix is an important element for this research, as it demonstrates the specific 

parts of internal communication between top management and employees. This 

matrix also has limitations, which are why it cannot be used to answer the research 

questions. Welch and Jackson (2007) identify internal corporate communication as 

predominantly one-way, which does not support research findings. Industrial sites 

have a few different feedback processes in place, which are discussed more in 
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section 5.5.1. Another limitation of this matrix is the focus, which is too broad and 

does not include HR professionals. Instead, it utilizes general managers, which is not 

relevant for this study. 

 

5.4.2 Internal Communication Methods 
 

Andersen (2006 cited in Morsing and Beckmann, 2006) identified that a focus on 

understanding is crucial to internal communication. Manager A also identified this as 

critical when communicating about. According to the Managers, internal 

communication methods used within industrial sites include: employee trainings, 

interaction between employees and internal experts, change agents, and a code of 

conduct. These communication methods were also identified by Andersen (2006 

cited in Morsing and Beckmann, 2006). These roles fit the research, although Solvay 

uses additional communication channels.  

 

These communication methods demonstrate the fact that internal communication is 

not always achieved directly from HR Managers to employees, but through 

intermediaries, or people who communicate HR directives to employees. 

Intermediaries in industrial sites include team managers, trade unions, and 

employees representatives. This type of communication is indirect, instead of direct. 

The use of intermediaries is a crucial element of communication within Solvay’s 

industrial sites. This aspect is not mentioned in other models found, which is one 

limitation of other theory analyzed.  

 

5.5 Electronic Communication 
 

There are many channels that HR managers use to communicate within 

subsidiaries, including meetings, events, newsletters, emails, and the intranet. The 

channel focused upon in this research is the electronic communication channel, 

since this channel is one of the newest channels and presents a unique 

communication opportunity for management (Cohen, 2010). 
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Electronic forms of communication are simply channels, or specific means, by which 

information is sent (Guo and Sanchez, 2005). All communication has two main 

elements: senders and receivers (Level and Galle, 1982 cited in Rayudu, 2010). 

Within industrial sites, the sender is the HR professional, and the receiver is 

employees. Although HR professionals are senders and receivers within industrial 

sites, only their role as a sender is focused upon. This is because of the focus of this 

research, which aimed at how HR professionals as senders communicate to 

employees as receivers.  

 

According to FitzPatrick and Valskov (2014) each workplace has diverse needs in 

terms of electronic communication, which may be one reason why Manager E’s site 

is more technologically advanced than the others. Using diverse mediums is usually 

more effective, since different employees respond well to different communication 

tools. In Manager B’s site, for instance, paper copies of information are placed 

throughout the site to ensure all employees see it. Manager E’s site uses multiple 

channels, by emailing all employees, distributing paper copies, and asking managers 

to ensure their employees received the information. Using multiple channels is a 

more effective way for communication delivery (Tench et al., 2014). 

 

Although electronic communication is used within most industrial sites, sending 

information using more than one channel is ideal. This increases the efficiency and 

effectiveness of communication (Anthony et al., 2014). At Manager E’s industrial site, 

”we [Managers] always communicate two times when we believe information is 

important. We send it by email and print it. When we want to spread a 

communication we always do that” (Manager E Interview, Appendix 8, p.102). Using 

multiple channels is common throughout all sites, although using electronic channels 

is not as common. Manager D stated that electronic communication methods are not 

used, since all workers do not have a Solvay email address. Manager A and C 

echoed that sentiment. This inaccessibility is a site-specific issue; at Manager E’s 

site all employees have access to a Solvay email address.  

 

Electronic communication channels are important to this research as they 

demonstrate how the communication occurs. The general Communication Process 
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Model (Level and Galle, 1982 cited in Rayudu, 2010) demonstrates how senders and 

receivers generally communicate to one another. HR professionals fit into this role, 

although the model is not specifically about HR. Additionally, this model does not 

focus specifically on electronic channels, which is why a more specific model was 

developed. 

 

5.5.1 Employee Feedback 
 

Feedback is an important part of communication, as it allows for an ongoing process 

that can be adapted to the employees. Additionally, feedback empowers employees, 

making them able to improve the CSR process (Morsing and Schultz, 2006). Within 

Solvay, feedback about CSR is achieved through several channels: 

 

Suggestions: Suggestion boxes are one way for employees to give formal feedback 

to management, including HR. These boxes are present within Manager A’s and 

Manager E's industrial sites, and employees are able to formulate ideas about 

various topics. However, Manager E does not perceive it as an opportunity for 

employees to express specific feedback about CSR. A similar type of formal 

feedback is used at Manager C's site, where employees can formulate Solvay Way 

improvement projects, specific to CSR. Promotion of improvement and suggestion 

systems is one of the Solvay Way practices objectives (Solvay, 2014d). 

 

Formal Communication: At Solvay’s industrial sites, formal feedback achieved 

through the auto evaluations, as stated by all HR Managers interviewed. Employees 

are asked to participate on a voluntary basis and evaluate Solvay Way employee-

related practices. Manager A’s and D’s sites use employee representatives instead 

of all employees. Having a quality social dialogue and deploying IndustriALL Global 

Union agreement are practices mentioned by the Solvay Way framework and 

expressed by Managers as part of their roles (Solvay, 2014d). For instance, 

Manager E identified her “goal to open a high-quality social dialogue” (Manager E 

Interview, Appendix 8, p.95). 
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Informal Communication: Rayudu (2010) emphasized the simultaneous aspects of 

communication, which makes informal feedback important. Manager B stated that 

employees are able to continually give feedback about CSR. She emphasized the 

role of team managers in the informal two-way process of CSR communication. 

Managers perceived direct communication as an opportunity to get direct feedback, 

and also perceived themselves as actors of this communication. 

 

Behavior Change: The Communication Process Model (Level and Galle, 1982 cited 

in Rayudu, 2010) shows how receivers interpret and perceive the message 

communicated. As highlighted by Manager B, understanding of the CSR message 

allows an integration of CSR practices into behaviors naturally performed by 

employees. This improves CSR by developing a practice and increasing the Solvay 

Way grade associated with the practice, as mentioned by Manager E. Similarly, 

Manager A stated that she is able to improve CSR through implementation. 

 

Incentives: Within Manager A’s site, incentives exist to encourage feedback. This 

reinforces the employee champion role of HRM (Inyang, 2010) as employees’ 

contribution is valued and rewarded. This is beneficial to the company, since 

employees feel that their contribution is valued and rewarded (Jamali et al., 2015). 

Feedback is a way to integrate employees into Solvay’s CSR improvement process. 

 

Feedback at Solvay’s industrial sites is not achieved using electronic communication, 

due to the limitations of this channel within industrial sites that were mentioned by 

Managers. Certain types of feedback, such as the auto evaluations and surveys, 

occur electronically and through paper copies. Feedback is important within 

industrial sites as it shows how the communication process occurs, and how it can 

be improved.   
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5.6 Industrial Site-Specific Model 
 

Communicating CSR within industrial sites is very important, as stated by Manager 

E. Communication “is important as, especially for the case of an industrial site, 

people are not necessarily aware of what we are doing [in terms of CSR]. Moreover, 

we are part of the chemical industry, which has a rather negative image as it is quite 

often associated with pollution and environmental risk” (Manager E Interview, 

Appendix 8, p.99). Since Solvay operates within the chemical industry, CSR 

communication is even more important to ensure employees are safe and healthy. 

 

All previous models provided a starting point for analysis, but none fully encompass 

the first research question, which was: how do HR managers use electronic 

channels to communicate CSR to employees? In order to provide an answer to this 

first research question, a model was created from the interview findings, company 

data, and theoretical framework (see Figure 15). This model is explained in depth 

below, along with how it relates to the findings. 

 

Figure 15: HR Electronic Communication Model at Industrial Sites 
 

 
Source: Authors own creation, adapted from research findings 
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Step One: Message Generation 

According to the interviewees, CSR messages are generated in one of two ways. 

The first way they are generated is through either headquarters or the site’s global 

business unit (GBU). These messages are created by upper-level management for 

each industrial site to communicate to their employees. For example, Manager C 

mentioned: “The Group’s communication function will send us brochures or other 

similar materials, such as PowerPoints, but the person who spreads these 

communication tools is the HR Manager” (Manager C Interview, Appendix 8, p.95). 

HR Managers also generate some CSR messages and initiatives. Manager A says 

that she’s the initiator for noteworthy ideas, or the one who helps them become 

reality. Manager E states that her site already had implemented many CSR actions, 

before the Solvay Way framework was introduced at her site. Now, these actions 

must be communicated and reported as CSR, but they were simply site-level 

initiatives before. 

 

Step Two: Message Delivery 

The next phase of CSR communication is through message delivery. There are two 

different ways that Solvay HR Managers deliver CSR messages. They either use 

direct or indirect communication.  

 

HR Managers communicate directly with employees in many different ways, 

represented by the dark blue line on the model (Figure 15). Some sites, such as 

Manager E’s site, primarily uses electronic communication methods. Managers A 

and C view electronic communication as complementary, since all employees do not 

have access to a Solvay email address or the intranet. Since this model focuses 

solely on electronic communication, those are the only channels mentioned:  

● Email- used to communicate to important information to all employees 

(Manager E) or as a complementary channel (Managers A, B, and C) 

● Intranet- stores information, such as internal job postings, the Solvay Way 

framework, and news articles 

● WeLink- similar to the intranet, but more temporary and inaccessible by all 

employees 



 

- 69 -  

● Electronic Newsletter- either sent in addition to physical copies (Manager C) 

or as the primary delivery system (Manager E). Contains information such as 

CSR goals, objectives, and reporting 

 

Indirect communication is the other way CSR communication occurs within industrial 

sites. The message goes through an intermediary first, such as employee 

representatives or managers. At Manager A’s site, managers responsible for 

employees are asked to communicate information to those who do not have access 

to others tools, such as the intranet or a Solvay email address. Andersen (2006) 

cited in Morsing and Beckmann (2006) has also identified these change agents as a 

way of internally communicate.  

 

One of Solvay’s ambitions is to improve social dialogue (Solvay, 2014d). Managers 

also expressed this ambition through establishing relationships with unions and 

employee representatives as part of their duties. When asked about how he is able 

to improve CSR, Manager D stated “I also organize the employees’ trainings about 

CSR and try to improve the quality of social dialogue” (Manager D Interview, 

Appendix 8, p.97). There are a few different channels that are commonly used by the 

intermediaries. These include: forwarding emails from HR, meetings and trainings, 

and newsletter distribution (electronic and physical). Many of these channels 

originate with HR professionals, but are continued through intermediaries before the 

message reaches its final destination. 

 

Step Three: Message Interpretation and Feedback 

Once messages reach the employees, they must be interpreted and feedback must 

be sent. Feedback is a change in behavior, an action on the message, or another 

form of response (Rayudu, 2010). Electronic feedback in the industrial sites is seen 

in three ways: through emails, the intranet, and auto-evaluations. The most common 

form of feedback is the auto-evaluations, which occurs yearly and asks information 

about CSR and other objectives. According to the interviewees, sites usually have 

between 10% and 20% participation, and employee representatives are often asked 

to take participate in the evaluations.  
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Emails and the intranet are two other forms of feedback, although they are less 

common within the sites. This is because all employees do not have access to a 

Solvay email address or the intranet, which makes communication difficult. 

Employees are encouraged to express feedback through other means, such as 

talking to employee representatives or during meetings. Although this feedback is 

not electronic, the communication methods were. 

 

5.7 Limitations of Electronic Channels 
 

Industrial sites are not in a traditional business environment, which makes them 

unique to study. According to an interview conducted with an Industrial Site 

Manager, these sites tend to be more hierarchical. “Communication models and 

theory may represent useful ways of depicting communication, but they can seldom 

capture the complexity of reality” (Welch and Jackson, 2007, p.194). Although the 

model created above is helpful way of showing communication within industrial sites, 

there were also limitations found. These limitations provide an answer to the second 

research question, which was: what are the limitations of using this channel for CSR 

communication? The answer to this question was found in three categories: nature 

of industrial sites, nature of employees, and access limitations. 

 

The Nature of Industrial Sites  

Industrial sites are not traditional business environments, which make them unique 

to study. According to an interview conducted with an Industrial Site Manager, these 

sites tend to be more hierarchical, with the manager being noticeably superior to the 

workers. Also, industrial sites are characterized by shift work, which can be difficult 

since work hours vary a lot. Opportunities to communicate directly with management 

can be limited, which is why another way of communication is important, as 

mentioned by Manager E: “We aim at giving to all the employees, without taking in 

consideration its habits and work schedule, access to the good information” 

(Manager E Interview, Appendix 8, p.102). Manager B has also emphasized the 

industry culture: “In an industrial site, it [communication about CSR] is a challenge 

and an issue and it is not part of our culture” (Manager A Interview, Appendix 8, 

p.89).  
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Another characteristic specific to industrial sites is how electronic communication is 

perceived by the HR Managers. Manager C perceived electronic communication as 

something that is complementary to more traditional communication channels, 

instead of a primary channel. Electronic channels also have limitations because of 

industrial site employee characteristics. 

 

The Nature of Employees 

Employees within industrial sites have specific characteristics, which are different 

from other types of businesses. The average age of employees is closer to 50 than 

35, according to Manager A. This affects employees’ habits, as they tend not to be 

very familiar with technology. Training is another issue with using electronic 

communication, as many workers have not received the necessary training to use 

electronic channels. Manager D believes that workers prefer to receive information in 

team meetings, instead of though impersonalized methods such as emails or the 

intranet.  

 

Access to Technology 

Many of the industrial site employees do not have a Solvay email address, or do not 

access it regularly. This makes it difficult to use electronic methods as the primary, or 

only, form of communication. This issue was not found at all industrial sites. At 

Manager E’s site, all employees have a Solvay email address, so important 

information can be communicated through electronic channels. This is in addition to 

printing copies of the information, in order to reach all employees. 

 

These limitations to electronic channels within industrial sites may be seen in other 

types of organizations, but to a lesser extent. In a traditional office environment, with 

more access to technology such as email and intranet, it could not be as large of an 

issue. These limitations prevent the use of electronic communication as the only 

method utilized within an industrial site, although this method is still valid and used. 

Manager B expressed how the intranet is still a relevant form of communication 

within industrial sites, since information is durable and has no time constraints. The 

permanent accessibility of the intranet can help to overcome limitations of industrial 
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site communication, specifically the characteristic of shift work. These limitations are 

specific to industrial sites, although they have the potential to be applicable in other 

situations as well. Solvay’s industrial sites only produce chemicals, but that doesn’t 

change the nature of HR communication to employees. Although the findings cannot 

be widely generalized, it is possible that this model can be applied to other 

organizations and industries with similar subsidiaries.   
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6. CONCLUSION 

 

Solvay, the focus of this research, is a company operating within the chemical 

industry. Their industrial sites, which produce chemicals, can be perceived as 

representing high risks, by the public and employees. This is why Corporate Social 

Responsibility (CSR) communication is crucial within industrial sites. This research 

aimed to study the process of CSR electronic communication to employees by HR 

professionals, and the limitations that emerged from this. 

 

The HR Electronic Communication Model at Industrial Sites (see Figure 15) was 

developed for Solvay’s industrial sites to demonstrate the findings of this research. 

This model aims to highlight the role HR professionals play in electronic 

communication within industrial sites. Additionally, it attempts to demonstrate the 

CSR communication process between HR professionals and employees. This focus 

on HR professionals allowed the role of HR professionals in CSR communication to 

be highlighted. 

 

The research showed that HR managers within industrial sites use different channels 

to internally communicate CSR. Often electronic communication is complementary to 

other forms of communication. Through the model, the research also demonstrates 

the two paths HR professionals use to communicate CSR with employees: indirect or 

direct. Indirect communication goes through an intermediary, such as employee 

representatives or managers. After communicating the information to the 

intermediary, the intermediary uses a channel to communicate with employees. HR 

professionals use the direct method when communicating without using an 

intermediary.  

 

Electronic channels are highlighted within the Electronic Communication Model 

created. Electronic channels that are used include emails, intranet, and WeLink. This 

type of communication is beneficial because it lasts longer and is accessible at any 

time. This is especially important within industrial sites, whose employees’ schedules 

are characterized by shift work.  
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Feedback is another important element of the model created. Employees have the 

opportunity to formulate feedback about CSR communication through auto-

evaluations, meetings, and emails. This shows how the communication within 

industrial sites is a two-way process between employees and management, 

specifically HR professionals. 

 

The model generated from this research, the HR Electronic Communication Model at 

Industrial Sites, was based on findings from Solvay’s industrial sites. This is a very 

specific type of subsidiary, which makes generalization of the model difficult. 

Although the model is based upon Solvay, it can also be applicable to similar 

industrial sites. Although differences may occur, this model provides a basis for 

analyzing the role HR professionals play in communicating CSR objectives to 

employees. 

 

The second focus of this research was on the limitations of using electronic 

communication within industrial sites. There were a lot of limitations found, because 

of the characteristics of the scope. These limitations are split into three categories: 

the nature of industrial sites, the nature of employees, and access to technology. 

These limitations make it difficult to use electronic channels as the main form of 

communication. Instead, HR professionals are able to use electronic channels as a 

complementary method for communication. 

 

6.1 Future Research 
 

This research sets a foundation for future opportunities for study. There are three 

main points identified for future studies, which include the scope, culture, and testing 

the model developed during this research: 

 

The Scope of this research was limited by using one company’s subsidiaries. 

Further analysis could occur by expanding the focus. This could occur by including 

more industrial sites, companies, markets, or interviewees in the data and analysis. 
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A wider scope would allow for greater generalization and applicability of research 

findings.  

 

Culture plays a large role in CSR implementation of a company. This was not 

relevant to this study, since the research focused solely on one company’s 

subsidiaries, residing in one country, France. Focusing on other countries with less 

developed labor laws and human rights would increase the importance of the 

employee dimension of CSR. 

 

Testing the Model generated by this research is one of the most important future 

opportunities that arises out of this study. Since this research was inductive, by 

creating a model from analysis of industrial sites, testing the conclusions drawn is an 

important step. Using a deductive research approach, the theories created here 

could be tested in other environments, such as industrial sites in other countries or 

companies. 
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8. APPENDICES 

 

Appendix 1: Interview Planning 
 
For this research, the researchers planned on interviewing 3-5 HR professionals 
within different French industrial subsidiaries of Solvay. Originally the plan was to 
interview 7-10 HR professionals. Although this would increase the validity the 
research, that number is not feasible due to time pressure. Each interview was with 
one HR professional, and lasted about half an hour. These interviews were 
conducted virtually, through video conferencing tools. This occurred because the HR 
professionals were in France, while the researchers were in Sweden. All interviews 
were recorded, with permission from the interviewees. Later they were transcribed 
and analyzed. 
 
Along with interviewing the five HR professionals, a pilot interview was conducted 
with a HR professional from one of the US subsidiaries. This interview was not used 
for empirical data or analysis, but was included in the company data portion. 
According to Bryman and Bell (2011), a pilot interview is an important step in revising 
and reviewing the interview questions. 
 
In the table below, there is a brief summary of the interview questions in relation to 
the theoretical framework.  
 

Table 7: Interview Questions Summary 

 
 

Source: Authors own creation 
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Appendix 2: Interview Guide 
 
I. Ethical and Practical Considerations 

A. Thank interviewee for participating 
B. Explain the research purpose and offer to briefly introduce CSR 
C. Establish ethical considerations 

1) Confidentiality- the interview will only be used for empirical study and 
analysis. 

2) Permission to record interview to transcribe and translate it. 
3) Permission to use interviewee’s name and answers in the research. 

 
II. General CSR Questions 

1. How does CSR relate to your job? 
- Internal operation of CSR 
- View of HR’s role in CSR  

2. Are there any CSR goals or objectives for you as a HR professional?  
- HR involvement in CSR 

 
III. CSR Communication Questions 

3. How are you involved in the CSR communication process as a HR 
professional? 

- Introduce communication aspect 
- View of HR’s role in CSR 

4. How are CSR policies and objectives communicated to you and to 
employees? 

- Internal CSR communication 
- Employee feedback 

 
IV. Electronic Communication Questions 

5. How do you as a HR professional communicate CSR to employees? 
Specifically electronically? 

- Electronic communication channel 
- Specific role HR play 

6. How are employees able to give feedback about CSR? How are they involved 
in the communication process? 

- Employee feedback 
- Employee involvement 

7. In your opinion, what is the most efficient way to achieve CSR communication 
with employees? 

- HR perspective on CSR communication 
- Opinions on CSR 

 
V. Conclusion 

A. Ask for any additional information the interviewee is willing to share. 
B. Thank them for participating. 
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Appendix 3: Codebook 
 

One characteristic of thematic coding is developing a codebook, which is a current 

and complete list of codes, including each code’s definition (Gibbs, 2007). We have 

developed an initial coding scheme, based upon the pilot interview (which was 

completed with enough time to develop a scheme). Since the approach was 

inductive, this codebook is flexible, and will change as we begin to code our other 

interviews. Also, this is not a complete list, as we plan to include more codes and 

eventually structure them into a matrix or hierarchy formation.  

 
Table 8: Codebook 

 
  

Source: Authors own creation 
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Appendix 4: Site Manager Interview 
 
Plant Manager, 2015. Informative Interview: Site Manager. Interviewed by Clara 
Fournet. [Videoconferencing] Virtual Interview. 2 May 2015. Interview conducted in 
French, translated into English. 
 
In order to complete the company data, an informative interview with an Industrial 
Site Manager was performed. The Site Manager works in a 358 employees industrial 
site. The aim of this interview was to get insight on several aspects of the 
organization from an industrial site point of view, including CSR.  
 
Before asking questions, the interviewee agreed to recording, transcription, and 
translation of the interview.  
 
 
How is CSR applied in an industrial site such as Solvay's? 
Solvay is a worldwide group in which the same set of CSR policies are applied to each 
industrial site. The group’s CSR policies, the Solvay Way framework, would be applied in the 
same way in the plant where I work in and another industrial site overseas. It also means 
that some policies, for example the ones concerning the employees, would seem more 
obvious in some countries than in others (e.g. employees representatives, children labor, 
etc.). In some emerging countries, Solvay is recognized as a responsible group thanks to 
these policies. 
 
What is the role of HR in an industrial site? 
It includes social relationships (meeting with unions, agreements with employees 
representatives), workforce management, competencies management (trainings) and 
processes of CSR development concerning employees for instance. 
 
What would be Solvay's priorities in terms of CSR? 
Solvay is developing its CSR process around six group of stakeholders. However, in an 
industrial site, three groups of stakeholders are concerned: Communities (that deal with 
territory integration), environment, and employees. These dimensions are complementary 
and critical to ensure longevity and development of an industrial site. 
In the application of these policies, the most challenging part deals with employees, 
especially employees integration. In a 359 people site, one of the most important challenges 
is to ensure all employees understand and think about the issues concerning the site, in 
order to allow them to participate to the site's development and make the process efficient. 
The first step of getting employees involved is to inform them. In general, communication is 
not easy in the context of an industrial site and it is difficult to explain to everybody where the 
industrial site is in terms of development, the major key themes that need to be improved, 
the challenges the plant is facing, etc. 
As CSR is integrated to the site's practices, these communication challenges are also 
applicable to CSR. With an universal CSR framework it is possible to manage everything 
[within an industrial site].  
In order to be efficient, it is important to communicate the good things. 
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How is CSR communication achieved within an industrial site? 
CSR communication is a key issue, though complicated. A good way to communicate about 
CSR in Solvay's industrial sites is achieved through the annual auto-evaluations. For 
example, in 2014, we managed to formally integrate 82 people through the evaluations, 
which is a lot, four times more than the previous year. Once these employees are 
knowledgeable about the CSR communication process and information about CSR have 
been communicated to them, they are asked to become ambassadors of CSR. In each of 
their workshops, services or teams, they become in charge of CSR communication, and 
communicate about what they have done. Other means of communication exist, like internal 
newspapers where results are communicated. There is also formalized team reunions. Still, 
auto-evaluations are the opportunity to involve as many employees as possible. 
 
Do you see any additional things that are specific to the organization, such as the 
industrial site concerning CSR and communication? 
First, Solvay's industrial sites present risks and a high risk level. That is why the 
environmental aspect of CSR need to be well-developed. Another specificity of a plan 
involving a Solvay industrial site is that its environment is characterized by a working-class 
background. The ratio worker/manager would be noticeably superior in this kind of structure 
than within a third sector organization Solvay's industrial sites are also characterized by shift 
work, a kind of work schedule that brings communication challenges, as work hours can vary 
a lot. Work rhythm and opportunities to talk with management during the day can be limited. 
Another consequence of shift work is that a task is achieved by several teams. Then there is 
a need for communication to keep a track of task achievement. Shift work concerns around 
half the employees in an plant. 
 
What are the biggest issues of a chemical site, including the issues dealing with 
employees? 
The objective a company is to last. In order to last, a company needs to get money. In 
addition of the financial issue, a company also has to take care of its employees, to limit its 
environmental impact and to be accepted in its environment where it is established. 
Chemical industry is in that extend highly concerned: jobs present more risks, environmental 
impacts are higher and integration in its territory is sometimes called into question. 
Moreover, there is an extreme competition and there is a need to have a high margin in 
order to reinvest in installations modernization. Then, there is a great need for CSR in the 
chemical industry. 
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Appendix 5: Materiality Issues Review 
 

Figure 16: Materiality Issues Review 2014 
 

 
Source: Solvay, 2014b, p.34 

 
 
 
Figure from Solvay’s GRI Report, which is one of their annual CSR reporting tools to 
stakeholders.  
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Appendix 6: Solvay Way Commitments 
 
 

Figure 17: Solvay Way Employee Commitments 
 

 
Source: Solvay, 2014b, p.21 

 
Figure from Solvay’s GRI Report, which is one of their annual CSR reporting tools to 
stakeholders.  
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Appendix 7: Solvay Way Practices 
 
 

Figure 18: Solvay Way Employee Health and Safety Practice 
 

 
 

Source: Solvay, 2014d, p.17 
 
 
Image from the Solvay Way Reference Framework, sustainable development edition 
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Appendix 8: HR Managers Interviews 
 

Five interviews with HR Managers within Solvay’s industrial sites was conducted. All 
interviewees were asked about ethical and practical concerns, including use of 
name, transcription, translation, and the purpose of this research. Additionally the 
researcher offered a brief definition of CSR before the interview began. 
 
The questions asked are in bold, with planned ones numbered and follow up 
questions in italics. 
 

Manager A Interview 
 
Maud Zuccari, 2015. HR Manager A. Interviewed by Clara Fournet. 
[Videoconferencing] Virtual Interview. 4 May 2015. Interview conducted in French, 
translated into English. 
 
1. How is CSR related to your job? 
CSR is linked with stakeholders. Industrial sites only use three groups of stakeholders: The 
planet, employees, and communities. As a HR manager, I am responsible of the application 
of French labor laws, ensuring security, and workplace wellness for example. Solvay's CSR 
defines the level of evaluations and opportunities of progressive improvement about the way 
we apply CSR policies, in particular with the use of milestones. By this, we define both 
concrete actions to achieve and opportunities of observation. I would also, as a HR 
manager, be responsible about the non discrimination policies (handicap, diversity).At a local 
level, that is to say within the industrial sites, there is a local handicap committee responsible 
for action plans in order to sensitize people to this issue. 
 
2. Are there any CSR goals or objectives for you as a HR professional? 
As a HR manager, I do not. My objectives in terms of CSR are conductive of my function 
within an industrial site. In a more general way, I have objectives concerning CSR as a 
Solvay collaborator. Each employee has “Solvay Way objectives” as part of the variable 
compensation. Those objectives are defined both at a group level and at a Global Business 
Unit (GBU) level. A variable remuneration is associated with these goals achievement. For 
example, this variation can depend upon the Solvay Way results specific to the employer 
part. At the local level, one of our objectives was to improve the integration of employees in 
the annual auto-evaluation, Solvay Way. This is where the three dimensions of Solvay's 
CSR framework concerning the industrial sites are evaluated. It is a local initiative which 
aims at associating the local collaborators, the employees, with CSR. These auto-
evaluations occur annually in order to measure what has been achieved in the industrial site, 
comparing to the initial objectives in several chosen practices. Then, we define the 
commitment and the objectives of actions for the next year. It is achieved in two ways. First, 
we ask the employees to participate on a voluntary basis and then we build sub-groups of 
employees who are willing to represent several sectors of the plant. It is important that the 
participants are volunteers. Then, after having done the auto-evaluation, the topics and 
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subjects that need to be improved are mentioned in team reunions, and brainstorming 
occurs about actions that need to be achieved in order to improve results. 
 
3. How are you involved in the CSR communication process as a HR professional? 
Within the site, communication is achieved in two ways. We do not have any formal 
communication function, communication is rather decided in steering committee. At the La 
Rochelle site, a document called “LR Info” exists, which is a newspaper that aims at 
reporting the site's results on specific themes when there is a need to communicate to 
employees. For example, concerning the auto-evaluation- we announced in November that 
we were organizing the auto-evaluations, inviting employees to participate and 
communicating about their objectives. We have also launched a communication to announce 
the site’s results, including the Solvay Way results, as they are linked to incentives. At the 
moment, we are preparing the communication concerning the objectives for 2015 depending 
on what GBU will decide. 
 
4. How are CSR policies and objectives communicated to you and to employees? 
This will be achieve through what we call the “champion”, as each site has a Solvay Way 
champion correspondent who is responsible for CSR measures application. The objectives 
decided by the GBU are communicated through this person. Concerning these policies, they 
are also responsible for organizing meetings in order to transform these policies into 
concrete actions that will be performed within the site. From our industrial site's point of view, 
this person would be a quality manager. There are different channels of communication. The 
first form of internal communication would be LR Info, which is sent to the whole site's 
employees. At the end of last year, around 20% of the employees have participated in the 
auto-evaluations. We perceive it as high as it is volunteering. Starting from this statement 
that employees are interested in it, we provide them with the transcript records of it. Another 
interesting channel is the “framing”  meeting where all the local managers are invited to build 
business plans. Solvay Way's aspect would be discussed within these reunions once a year. 
The last channel is our “idea network”. This tool using a score system allowing employees to 
express ideas. If these ideas are considered to be relevant, it transforms them into scores 
that become a catalog of rewards. CSR aspects have been integrated in the ideas 
suggestion system, as employees can give useful insights, in particular about community, 
planet, employee aspects, to allow a site to improve its performance towards stakeholders. 
Each quarter, the network of this “Eureka” correspondents meet and communicate about the 
topics there is a need to think about more in depth. 
 
5. How do you as a HR professional communicate CSR to employees? More 
specifically with electronic communication? 
In other companies, HR may be specifically responsible of communication about CSR, but it 
is not the case within Solvay. Nevertheless, about communication in general, HR function 
will communicate about the appropriate practices, examples of success. I am the initiator of 
ideas about something that is noteworthy. In an industrial site, it is a challenge and an issue 
and it is not part of our culture. There is opportunities to communicate directly with the 
employees, as “HSE days” [Health, Safety and Environment], but again it is not specifically 
my role to be responsible for it. I contribute to the organization of this event, but I am not 
really responsible of it. Nowadays, we call this event “sustainable development days”, but 
the content and the kind of topics discussed have stayed the same. During this week, stalls 
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are erected about several themes, including Solvay Way. For instance, we have already 
organized a visit to incinerators next to La Rochelle's site in order to increase awareness 
and sensibility of employees about recycling and sorting waste. During this occasion, we 
also communicate with the neighborhood council. But in that case I am less involved as it is 
more external communication, which site’s quality manager is responsible of. Another 
activity in which I am not involved in is the activities in schools to talk about our jobs. 
Similarly, we organized a visit of La Rochelle site to psychologists of the Information and 
Vocational Guidance Center. We organize small communication actions as there is a need 
for them, but we do not perform them regularly. It mainly deals with company promotion at a 
local level. Concerning employees, an “observatory of life quality at work” exists, but it does 
not work very well. It involves several functions of the company such as health and security 
at work, social workers, and trade union organizations. Globally, it is hard to focus on the 
specific subject of employees with CSR as the themes mentioned in Solvay Way are already 
deeply surrounded by French labor law. Labor law is composed by a lot of duties and 
commitments, and we do not manage very well to integrate CSR as something that would 
add value to what we are already doing. We would focus more on activities such as risk 
prevention (psycho-social risks and work accidents) for instance. Nevertheless, we are 
involved in a lot of other communication processes in order to enhance sport importance. 
For instance, we have a team participating in La Rochelle Marathon and at an annual cycling 
competition to promote use of interactive transport solutions. All these activities are 
dependent upon employees’ initiatives, but we have a role in results communication and 
success promotion. Nevertheless, we are still progressing in these kind of activities, as it is 
not a part of industrial culture or French culture. We try to promote through our 
transformation site. We have a new support called “transformer La Rochelle” [“Transform La 
Rochelle”] which also aims to highlight people and promote successes. Implementing it is a 
long process as people does not like to be “highlighted”. We are starting it progressively and 
we try to do it through written and visible materials, such as intranet or  display within the 
workplace. 
 
Indeed, we have a site intranet, which is one communication channel that we use. Again, the 
fact that we are working within an industrial site makes it impossible for it to be the first 
channel of communication. Everyone does not use this tool daily. We have tried to put t 
computers in the workplace to allow employees to use the existing intranet more, but 
employees have not integrated this tool in their daily practices. One of the reasons would be 
that they are not familiar with the use of technological tools. But this is most due to the fact 
that a great part of the employees already work a lot with computers in order to keep a track 
of production. Also, the average age of the employees is closer to 50 than 35 and it affects 
their habits. Electronic communication is not the most adapted channel to communicate and 
we try on focusing on standard ways of communicating, such as information display with 
photos and colors to try and reach the employees. Concerning CSR, the Solvay Way 
framework is accessible through the intranet. We would use it to communicate the objectives 
that have been achieved concerning Solvay Way. Also, we use it to transmit other 
communication: For example, we communicated about the La Rochelle marathon team 
though La Rochelle Info (LR Info) and communicated about its publication in the intranet. For 
communication that we want to highlight, there would also be an article in the intranet and 
emails to employees that have a professional computer within the site. We also ask 
managers to communicate to employees that do not have access to this tool. 
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e-Rooms are less and less employed as we are currently transitioning from e-Room to 
Google drive software. These tools are used to share documents, allowing access and 
modification only to specific people, for example a working team. This tool is not used by HR 
for CSR, but could be used by managers more directly concerned by CSR, such as the 
quality manager at my site. I, as a HR manager, collaborate with the quality manager, which 
is Solvay’s coordinator. He was the one piloting CSR in projects I am involved in. I work with 
him to assess the results and deciding on the site’s priorities. 
 
6. How are employees able to give feedback about CSR? How are they involved in the 
communication process? 
Feedback is achieved during the auto-evaluations. We ask for employees’ opinions about 
the subject in which they are involved as a sub-group. Again, it is not something part of 
industrial culture, and we do not achieve feedback on our daily activities, especially about 
CSR. When we are performing the auto-evaluations, especially when they are dealing with 
the employee aspect, feedback is achieved quickly, especially on aspects such as wages 
[laugh]. 
 
7. In you opinion, what is the most efficient way to achieve communication of CSR 
with the employees? 
In my opinion, the best thing to do would be to stop calling it “CSR”. Acronym use is 
important at Solvay and it would be better to associate this concept with clear, concrete 
actions in order to be easily understood. It hides the idea that it wants to express. There is a 
need to explain what it is, particularly when we are facing trade unions arguments. Terms 
such as “sustainable development” are blurring what we want to express. In terms of general 
perception, a random employee is more interested with things in which he is directly involved 
in- pay, raise, and family. There is a need to emphasize success celebration, good 
achievement celebrations, etc. In my opinion, there is a need to adapt our culture face to 
these issues. We talk a lot about the results from social objectives because we have 
associated it with incentives, which is already a good start as people can be a driver for 
innovative ideas, for example concerning the environment. They would also be more willing 
to have ideas about the trade unions aspect and environmental intervention than about the 
employee aspect of Solvay Way. This is due to the fact that French labor law is already 
strong and that there is less to do there than in other CSR fields. The missing aspect and the 
part of CSR that need to be particularly developed is, according to my experience, a more 
abstract aspect, such as success sharing, site unity, cohesion etc. In general, it is easier for 
people to find ideas about concrete things, such as ideas about recycling, energy saving, 
etc. It is important to guarantee an atmosphere that will make communication easier and 
friendliness. It is important to develop the feedback notion and to solicit people to take part in 
the communication process instead of waiting for them to take the initiative to do so. 
Electronic communication could not work efficiently alone within an industrial site. It should 
be used at the same time as more concrete ways of communication. At least for industrial 
sites, it could not be possible to base communication only on electronic channels. 
Employees’ technology skills would be an important limitation. I think that there is a lack of 
communication professionals present within the sites. I believe that communication is a job, 
and that not being structured by a communication process is a handicap for us. For example, 
during the HSE days, we did not have goodies to provide to employees, as it is not part of 
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our culture. Nevertheless, in La Rochelle site,  we try to initiate this type of actions 
punctually, for example with a calendar delivery. However, it is not necessarily structured like 
a communication plan linked with CSR. Still, it would show to our employees that we initiate 
an action towards them.  Improving our communication process could be achieved through 
having communication professionals that would define communication processes linked to 
CSR and integrate it in a global communication plan, in order to deliver a unique, consistent 
message within universal logic and then have long-term consequences. Communication 
actions are not structured and not necessarily linked with CSR, while they could be 
associated with the Solvay Way. 
 

Manager B Interview 
 

Maud Goujon-Coulard, 2015. HR Manager B. Interviewed by Clara Fournet. 
[Videoconferencing] Virtual Interview. 5 May 2015. Interview conducted in French, 
translated into English. 
 
1. How is CSR related to your job? 
CSR is fully integrated into my work. French labor law is one of the strongest of the world. As 
Solvay’s CSR framework is a global process, it had to integrate practices suitable to all the 
countries where Solvay operates. In France, Solvay Way practices targeting employees are 
for the most part already part of what I am suppose to achieve as a HR manager. In my 
work, CSR is a way of life. I also work in close collaboration with the Solvay Way “champion” 
who is responsible for CSR achievement within the different subsidiaries. Doing so, we 
ensure that processes are implemented properly. I do not take part on the creation of the 
process policies, though I am able to improve it throughout all the steps of its implementation 
by achieving tasks that relate to my job.  
 
2. Are there any CSR goals or objectives for you as a HR professional? 
As I said, objectives in terms of CSR are integrated into my job mission and formalized in my 
job description. Though it is formalized, it is rather limited to the employee part of Solvay 
Way framework. Even if I participate in CSR actions, they are not part of my formalized 
objectives. For example, I collaborate with the Solvay CSR champion on employee CSR 
training. These trainings consist of a two-hour explanation of CSR concept and how to 
achieve it by concrete daily actions and what it actually means to employees. Today, about 
50% of our employees have been trained. As a Solvay manager, part of my variable 
compensation depends upon CSR achievement. CSR performance is measured through 
three objectives: employee training, number of employees involved in the annual auto-
evaluation, and the results of the auto-evaluation. The auto-evaluation aims to report about 
several topics, and groups have been built to create a communication process and 
exchange ideas about specific topics. I am, as a Solvay HR manager, part of the group 
dealing with employees’ quality of life. 
 
3. How are you involved in the CSR communication process as a HR professional?. 
I am not responsible for CSR communication, but I am involved in its proper implementation. 
I also collaborate on some projects with CSR responsibility. I already talked about the auto-
evaluation. This is, in my opinion, the main way Solvay is communicating to its employees. 
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CSR is an important topic of discussion and at this occasion managers are able to talk about 
this issue, communicating about what the company is currently achieving about CSR and the 
objectives we have to reach. An example of collaboration about CSR communication is the 
display of information through our “CSR bulletin”. Every Monday it is placed everywhere 
within the site: the cafeteria, hall, work stations, etc., in order to make sure it is visible and 
can be seen by all the site’s employee. 
 
4. How are CSR policies and objectives communicated to you and to employees? 
First, CSR policies are communicated through the Solvay Way framework. We also have a 
common information network [intranet]. It is divided into private parts- some only accessible 
depending on the service the employee works in and another for all the employees. There 
they can find information such as health and security advice, the Solvay Way framework, 
reporting of our improvement in terms of CSR, etc. 
 
5. How do you as a HR professional communicate CSR to employees? More 
specifically with electronic communication? 
I am not specifically responsible for CSR, but work in collaboration with other people to 
achieve it. I would nevertheless communicate about the three aspects that variable 
compensation is dependent upon, such as training, results of auto-evaluations, and people 
involved, as this is an information asked for by employees. We also involve managers in the 
communication process. During the team-meetings, they are given information about CSR 
and are responsible for communicating it to the team they are responsible for. Concerning 
electronic communication, we use both the intranet and emails, but we prefer using the first 
option as not all the employees have professional computer and a professional Solvay email 
address. The aim of communication is to reach all the employees. In that extent, intranet is 
useful because of the nature of the employee's’ work. A lot of them have flexible work hours 
and do not always have the opportunity to communicate with management. Intranet is a way 
to make the information last and be accessible all the time. Screens are also displayed in the 
work stations, mainly communicating about security and health at work, but also hygiene, 
ecology, etc. A survey was sent last year to all of the Solvay Group’s subsidiaries. For the 
employees who had a Solvay email address, it was sent by email. A paper version was 
distributed to the employees that did not. At a global level, around 75% of the employees 
responded; while in our site we had an 80% response rate among our employees. 
 
6. How are employees able to give feedback about CSR? How are they involved in the 
communication process? 
All the time. During the auto-evaluation it is achieved live. Last year, more than 20% of our 
employees participated and had the opportunity to give their feedback about specific topics. 
This is besides the purpose of the auto-evaluation, which is to let people express themselves 
about topics linked with site’s performance. The auto-evaluation depends a lot on the 
employees. A difference have been observed between France and the United States. In the 
US, it has created problems in term of relevance because employees were too enthusiastic 
about the company’s performance. The opposite has occurred in France, where employees’ 
point of view was more pessimistic. In their role, employees are also involved in receiving 
and perceiving the information about CSR. Nevertheless, managers are involved in the 
process as communication  is part of their duties, in particular about CSR. 
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7. In you opinion, what is the most efficient way to achieve communication of CSR 
with the employees? 
It is hard to make CSR concrete. When I look at the employee aspect of CSR, I do not see 
anything new, apart from the diversity aspect that I think is very interesting. The term “CSR” 
does not have a concrete definition for most of people, even if it is expressed in terms of the 
Solvay Way. To me, CSR is something that is still not well-known and used too much 
compared to the awareness people have about it. Nevertheless, there is a need to 
emphasize CSR to be competitive, and in that extend to communicate about what has been 
achieved, bringing the proof that these actions are linked with the Solvay Way framework. To 
be honest, CSR is a state of mind. I believe that this state of mind exists within Solvay and 
that we are achieving actions that could be considered as part of CSR without stating they 
are. When achieving evaluations and have a backwards look to what has been done, we can 
observe that a lot of actions fit into the CSR concept. For us, it is something good. The state 
of mind exists and we do not necessarily need a formalized process to achieve CSR which is 
not a natural process. CSR process in integrated to the actual practices and there is a need 
to communicate about actions without necessarily stating that it is part of CSR. 
 

Manager C Interview 
 

Sylvia Panaye, 2015. HR Manager C. Interviewed by Clara Fournet. 
[Videoconferencing] Virtual Interview. 6 May 2015. Interview conducted in French, 
translated into English. 
 
1. How is CSR related to your job? 
I am involved in CSR through the Group's policies in terms of CSR, with all the commitments 
integrated into it, such as the IndustriALL agreement and the Solvay Way framework, which 
is really something important at Solvay. 
How are you be involved in its improvement? 
It is rather structured by the Solvay Way framework. There are some practices linked with 
this set of policies on which we are auto-evaluated at the site's level: for instance on fair 
wages, objectives' definition, or their communication to the employees. There are a lot of 
practices that are evaluated as part of Solvay Way, and I contribute to applying these 
policies and reaching a maximum level of maturity for these practices. Consequently, we are 
responsible for the communication to employees about the Group's commitments towards 
CSR. For example, last year, we lead meetings to talk about the Solvay Way framework and 
the IndustriALL agreement that was signed by Solvay in 2013. 
 
2. Are there any CSR goals or objectives for you as a HR professional? Are they 
formalized in a document? 
One of the objectives concerning CSR that I had last year was to communicate to the 
employees -the objective was 90%- the IndustriALL agreement. 
 
How did you achieve this communication? 
We lead meetings. We organized one meeting by team and we talked for one hour about the 
Solvay Way and the practices for which we improved our performance at our site's level. We 
also presented the IndustriALL agreement at this occasion. 
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3. How are you involved in the CSR communication process as a HR professional? 
As I said, at a site level, communication would not be achieved through a function 
specifically dedicated to communication, contrary to what exists at the Group level 
[headquarters]. Concretely, within a plant [industrial site], this is the HR manager that is 
responsible for it. The Group’s communication function will send us brochures or other 
similar materials, such as PowerPoints, but the person who is charge of these 
communication tools is the HR manager. There is another aspect to take in consideration is 
the relationship with the employees representatives, as we are engaged in a regular 
dialogue with them about what is achieved within the site, such as the application of global 
norms formulated by the ILO [International Labor Organization], UN [United Nations] 
agreement, etc. Again, here, in France, labor law is already very well developed and at a 
higher-level than what is generally expected by international agreements. We already do not 
allow child labor, we already allow our employees to be represented, to create trade unions, 
and we also work with the employees representatives. 
Who is going to communicate to you the content of the communication you have to 
achieve? Who is responsible for communication at a higher level? 
About IndustriALL, it is a global HR director initiative, who has a communication team so that 
this kind of agreement is communicated and spread to all the subsidiaries. 
About what would you communicate, specifically? About which practices would you 
communicate, among the ones dealing with planet, environment and communities? 
We would communicate about all the aspects of Solvay Way. We try to link it to concrete 
things, to what is actually happening in the site. For example, within communities, our site is 
not really recognized. We do achieve a lot of communication actions towards local 
associations, neighborhoods, etc. Nevertheless, we try to be recognized within our business 
activity area. We organized meetings with Valence's Mayor and we are aiming at becoming 
more known. This aim has been explained to the employees. We also explained our goal to 
open a high-quality social dialogue. In the framework of French law, we are already working 
with institutions such as the work council, the Corporate Committee for Hygiene, Safety and 
Working Conditions (CCHSWC), union representatives, etc. In France, that is not something 
very difficult to establish. 
 
4. How are CSR policies and objectives communicated to you and to employees? 
Practices concerning CSR have been communicated to me, for the most part, through the 
Solvay Way processes. Solvay is divided into four GBUs (Global Business Units) and each 
GBU has a person who is the coordinator Solvay Way. This person, also called Solvay 
champion, is the one who works with us about CSR objectives in term of Solvay Way 
improvement and with the Solvay Way auto-evaluations. The Solvay Way champion also 
has a “correspondent” in each site. Within our site, he is a department head, and I’m 
regularly working with him on auto-evaluation, for example. 
What about the communication of global CSR objectives to the employees? 
Communication to employees is achieved by several ways. 
Last year, we organized formalized meeting, but it would not be something that we would do 
annually. This year, we are giving priority to the information display within the workplace. 
This would not be specific communication about CSR, but Solvay Way communication in 
which there are CSR elements. To me, Solvay Way is a framework that includes CSR 
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aspects but not only. We do also collaborate with the champion for communication 
decisions. 
 
5. How do you as a HR professional communicate CSR to employees? More 
specifically with electronic communication? 
[hesitation] I did not do any specific communication at the site level about CSR using an 
electronic way. Electronic communication exists and is used though. For instance, articles 
are frequently spread through the tool “We Link”. This tool is a communication material used 
by Solvay in order to release newsletters. There is quite often articles concerning Solvay 
Way. For example, in the last one that has been released, an article deals with the missions 
achieved in India in order to spread Solvay Way there. Nevertheless it is an action achieved 
by corporate communication function, not us. Within the site, we mostly use the Solvay Way 
information display. 
How these newsletter “WeLink” (group communication) are communicated? To who? 
There are sent to all the employees who have a Solvay email address. For the industrial 
sites, it is not everybody because not all the employees have a computer on their 
workstation (e.g. employees in production workshop).  
About the display, what kind of things would you communicate? 
We communicate about site’s specific initiatives so that the employees can identify the link 
between Solvay Way, something that is achieved at a Group level and which can seems 
global and abstract, and concrete site actions within the site. However, during the reunions, 
we would talk more about Solvay Way and long term objectives, such as those defined for 
2020, including topics such as water consumption.  
Do you have some examples? 
For instance we have communicated for the employee part of Solvay Way about our 
objective in term of training (goal expressed in terms of hours of training per year), the level 
of block-release training employment, etc. Concerning communities, we communicate about 
our relationships with institutions as water agency, what we did to be known on our business 
area (meetings with companies, schools, city hall etc.). Those are all factual and concrete 
things. 
Would you use electronic communication such as internet or emails for this purpose? 
About such topics and considering our employees, the information display is the most 
efficient way to communicate. Emails and the intranet are managed at the corporate level 
and would reach employees, but not all of them. 
 
6. How are employees able to give feedback about CSR ? How are they involved in the 
communication process? 
During auto-evaluations. Last year, we had 15 employees involved out of 130. We do not 
have a real suggestion box, but employees are able to submit modification projects. Those 
are categorized and can deals with a specific workstation, security, or Solvay Way. There is 
a Solvay Way category of modification project. In order to submit a project, employees have 
to fill out a paper form with or without their team manager which would be sent to technical 
services in order to be evaluated and decide if it is possible to apply the modification project 
(depending for the most part on the cost and the expected returns). 
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7. In you opinion, what is the most efficient way to achieve communication of CSR 
with the employees ? 
I think the best way is to organize meetings and information displays. However, it is possible 
to complete this communication with ”breaking news” that I send through emails, but to be 
sure that the information reaches all the employees, it is not the best way. In another kind of 
structure it would be possible to develop efficient other channels of communication but within 
an industrial site the classical ones are the most efficient. Within our site, I perceive 
electronic communication as something complementary. 
 

Manager D Interview 
 
Manager D, 2015. HR Manager D. Interviewed by Clara Fournet. 
[Videoconferencing] Virtual Interview. May, 7th 2015. Interview conducted in French, 
translated into English. 
 
1. How is CSR related to your job? 
CSR is linked with my work at the social relationships level with the trade unions. Solvay has 
recently signed an agreement with IndustriALL, an international trade union, which has lead 
to group's CSR policies definition. This agreement includes social and trade unions 
relationships. The results of this agreement have been applied to all of Solvay's subsidiaries, 
industrial sites, and third sector sites. We aim to be transparent in our social relationships. 
How to you apply CSR, for example? 
In our sites, we lead team reunions. Currently, the Group’s IndustriALL agreement was 
spread out during these daily reunions. I am not involved in all of them, but once a year I 
also lead these reunions, going to the workshops, and communicating directly with the 
employees. We explain what is CSR within the Group and explain concretely what CSR 
means to them. 
How do you improve CSR? 
I am involved in spreading the agreement and make CSR policies visible, as well as 
transforming them into concrete actions. I also organize the employees’ trainings about CSR 
and try to improve the quality of social dialogue, non-discrimination, etc. For example, I need 
to participate in the negotiations with the trade unions and employees representatives about 
agreements of water, electricity, gas, etc. consumption. 
 
2. Are there any CSR goals or objectives for you as a HR professional? 
I do not specifically have CSR objectives. These objectives would be entrusted to our Health 
and Safety at Work Director. Nevertheless, as a Solvay manager, my variable compensation 
is partially dependent upon security, accidents, etc. The variable compensation is based a 
lot on security. The less accidents there are within the site, the higher my variable 
compensation is. I also have to organize communication in order than 80% of the employees 
have knowledge about how CSR is achieved within Solvay and have objectives in term of 
quality of social dialogue. 
 
3. How are you involved in the CSR communication process as a HR professional? 
Directly. As I am a HR manager, I have communication with the employee's’ role. I am 
involved in CSR communication through my daily actions. I communicate with trade unions, 
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which is especially important at Solvay as it is part of our guidelines. I also have to manage 
litigations and, in that extent, communicate about the issues the site is meeting. 
How do you use communication channels, such as display, evaluations, or reunions? 
I am evaluated as a HR manager on the level of the agreement spread out. In order to 
achieve that, I am evaluated according to an indicator which is the acknowledgement of CSR 
agreement among the employees. Last year, I had to train 80% of the site's employees. In 
that extent, we could say that communication is part of my defined tasks as a HR Manager. 
 
4. How are CSR policies and objectives communicated to you and to employees? 
We use team reunions to communicate CSR policies and objectives. CSR communication is 
mainly achieved through the work council. We have indicators relative to the Solvay Way. 
For this communication we use PowerPoint. The work council would be informed of Solvay 
Way and its development within the site. It also decide whom, among the members, would 
participate in the auto-evaluation, including the parts dealing with employees. Similarly, the 
Corporate Committee for Hygiene, Safety and Working Condition would decide on the 
members that participate in the auto-evaluation dealing with the environment. The topic 
discussed most about CSR and deploying CSR would be the team meetings. Among other 
things, we would plan employees' communication. We also do communicate some 
information during work councils. 
 
5. How do you as a HR professional communicate CSR to employees? More 
specifically with electronic communication? 
I do not use electronic communication. This is due to the nature of the employee's work. All 
the operators do not have access to a Solvay's email address. Electronic communication is 
only used by headquarters through Solvay Way. Policies about environment and security are 
displayed one a year within the whole workplace. Moreover, within my site, half the 
employees are production operators and do not have high-developed technological skills. 
We prefer communicating with information display. 
 
6. How are employees able to give feedback about CSR? How are they involved in the 
communication process? 
Each employee can propose ideas of improvement in various fields, such as environment, 
security, production, etc. They would have to fill a form which is saved in a computer. Each 
form is analyzed every Monday during the work council meeting of the site. 
 
7. In you opinion, what is the most efficient way to achieve communication of CSR 
with the employees? 
Within an industrial site, I think that communication through electronic methods has a lot of 
limits. Workers prefer to receive information in team meetings. Within an organization as big 
as Solvay, we have a lot of communication channels available and the risk is that employees 
may receive too much information and don’t perceive the priorities. 
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Manager E Interview 
 
Julie Drion, 2015. HR Manager E. Interviewed by Clara Fournet. [Videoconferencing] 
Virtual Interview. 10 May 2015. Interview conducted in French, translated into 
English. 
 
1. How is CSR related to your job? 
Solvay has developed a part of its CSR framework around the “collaborators”, who are the 
employees. I am involved in topics such as welfare at work, and with this I contribute to 
develop CSR within the industrial site. 
Do you participate in improving CSR? 
Yes, we were already involved in CSR actions before learning the term “CSR”. We are part 
of an important group, we have social relationships to manage and agreements to develop, 
both at headquarters and local levels [note: Solvay Way was developed in 2013]. We were 
already achieving socially responsible actions before we had to communicate and report 
about it in terms of CSR. Concerning HRM, all the parts of CSR for which management 
expects results and communication with employees are already part of my tasks as a HR 
Manager- social law and agreement development concerning handicaps, welfare at work, 
psycho-sociological risks, etc. 
 
2. Are there any CSR goals or objectives for you as a HR professional?. 
Yes we have. With Solvay Way, we have a result obligation, or at least we need to prove 
that we are improving our performance, including performance in term of social dialogue for 
instance. We also have to improve welfare at work. I, as a HR Manager and especially as a 
HR Manager within an industrial site, have obligations,  in terms of communication and 
image that the Group has among the communities. Communities include the neighborhood, 
local retailers, institutions, etc. We need to prove that we are improving our communication 
through the image improvement obligation. We are involved both in local communication and 
employees communication. In addition to the traditional HRM tasks, I am communicating to 
communities. It is important as, especially for the case of an industrial site, people are not 
necessarily aware of what we are doing [nb: In terms of CSR]. Moreover, we are part of the 
chemical industry, which has a rather negative image as it is quite often associated with 
pollution and environmental risk. Experience has shown that the more the site is open to 
communities for visits, the more we show what we are doing in terms of communication of 
responsibility within the site, the objectives in term of environment and quality, the better our 
image becomes. This communities dimension is integrated to our objectives within a site in 
term of CSR. 
Are you responsible for communication then? 
I am not the one responsible as a HR Manager. Responsibility of that part of communication 
is given to the Site Manager and HSE Manager. However, we share roles, in term of 
determining who is the person that will welcome people, people that we want to target when 
communicating, etc. These tasks are shared between some members of the management 
committee, which is in total constituted of 12 people in our site. 
You have objectives in terms of quality of life at work and social dialogue, how would 
they be measured? 
For social dialogue, we know that within Solvay and more generally in the industry, we have 
an important social dialogue. Still, our objective is to improve it and that is measured with the 
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number of meetings that we have with trade unions, in addition to the mandatory meetings. It 
also depends on the number of follow-up committees and agreements that we sign, 
including on topics such as handicaps, risks, etc. We also have implemented, within my site, 
a social agenda including meetings in order to communicate with trade unions. It also 
creates a bridge between the site and them in order to show that we are active in the 
application of the agreements signed at a central level [nb: headquarters level]. Social 
dialogue is also measured by application and follow up of engagements established during 
agreements with employees representatives. As a HR Manager, I am also working on 
employment, in order to reduce discrimination in term of gender, origin, nationality, religion, 
etc. We also communicate on the fact that we are employing in a non-discriminating way and 
that we encourage positive discrimination. For instance, we communicate on the fact that for 
jobs where there is a majority of men, we would, in an equal skills situation, prefer hiring a 
woman. It is achieved at a local level to the managers and then we have to report numerical 
data to headquarters. 
 
3. How are you involved in the CSR communication process as a HR professional? 
There are two types of communication: What we are achieving at a site level and what we 
are asked to achieved by the GBU and headquarters. Today, CSR grading is a really 
important thing, especially for a group that is part of the CAC 40. Local communication is 
quite easy to achieve, by organizing visits or present our job in schools, for example. We 
also adapt communication then. For instance, when organizing a visit to a environmental 
conservation organization we would orientate communication towards environmental 
actions. We also have to report numerical data to headquarters to show that we are 
achieving Solvay Way and actions such as communication about CSR. In that case, 
quantitative data is more important than qualitative data. About social relationships, respect 
of engagement formulated in agreements are already part of our work within an industrial 
site. A criticism that I could formulate is that quantity is considered as more important than 
quality. What we report is quantitative and the Group asks a lot of its sites, which mean that 
quality may be reduced to the provided by quantity. For example, when communicating 
about organizing visits, it may be not enough to state that we have organized 15 visits a 
year. Communication may not have been achieved efficiently for this reason. Similarly, for 
social dialogue, I do not think it is very relevant to state the number of work councils, 
employee representative meetings, agreements follow up committees, etc. Content and 
impact of communication is more interesting to measure CSR communication than 
quantitative data used. We do not use that much qualitative data for reporting. 
Communication is not necessarily easy for these reasons. Local communication is achieved 
on a regular basis and is even part of the daily tasks achieved within our site. 
 
4. How are CSR policies and objectives communicated to you and to employees? 
Each year, it is communicated Solvay Way through the Solvay Way Champions, who are 
responsible for defining practices and the grading system for each of these practices, from 0 
to 4, 0 being a total absence of action. 1 is a basic, and then in order to increase the grade 
we need to improve our performance in order to gradually increase the grade on the 
practice. For the industrial sites, we use three stakeholders out of the six mentioned in the 
Solvay Way. At the beginning of the year, management committee gathers those 
responsible of each part of Solvay Way. For the environment, it is the HSE Manager, I am 
responsible for the employee part and responsibility of communities is given to the Site 
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Manager. Responsibilities are split that way, but we are not the only actors of these parts. 
Each person responsible for a part of the Solvay Way looks at what is expected in terms of 
objectives and results for each practice linked with its part, what we are currently achieving 
concerning those practices and what we can expect to do within the year. Indeed, we 
prepare an improvement planning for the year concerning the Solvay Way. The main 
difficulty here is that we need to have a score by November and that the framework may 
change during the year. It happened the last two years. Additionally, the framework is 
extremely heavy and complete. Concretely, it is complicated to achieve all the improvements 
that are asked to the industrial sites concerning Solvay Way. However, it gives us a 
framework where we can found all the elements that are part of our daily activities and a way 
to organize what we have to do in term of improvement, thanks to the different steps and 
grades for each practice. The objective is to improve each practice. We also organize 
meetings with management committees and people that would be involved in each part of 
Solvay Way. Communication is achieved with employees in different ways. Concerning 
employees, we will tell them that we want to work on an improvement plan. However, it may 
be considered as not having enough content. We cannot give all the elements we are going 
try to improve as there are too many. At the end of the year we achieve evaluation with all 
the actors involved in each Solvay Way category. It is quite long, and we organize for that 
reason two meetings, trying to involve all the actors. We compare results of the evaluations 
to the previous year. We also involve members of trade unions for example. 
Would there be differences concerning the Solvay Way depending on the GBU the site 
is in? 
No, they would be identical. However, the axis of local policies could differ. We would not 
have to improve the same things within the different French sites. Moreover, Solvay is an 
international group, so priorities can differ a lot from one site to another, especially for sites 
operating in developing countries for instance. For the employees part of the Solvay Way, as 
a French site, we have a big advantage compared to a lot of sites abroad. We have been 
historically working for a lot of time with trade unions for example. 
What are Melle site's CSR priorities? 
In our site, there are three. For the communities part, from 2005 we had new norms and site 
ranking and we did not have authorization to open the site for visits for a long time. It has 
been two or three years that we have emphasized the importance of activities of 
communication towards communities. We are visiting institutions, schools, etc. We also have 
a problem considering our purification station which is smells disgusting. The neighborhood 
is concerned about it. We plan on improving this station to make it adapted to the need of 
the community in two years. On that issue, also involved is the  environmental conservation 
organization. We communicate a lot about two things: the fact that this station is not polluting 
and also that we will improve it in order to make it less odorous and even more performing. 
Social relationships are also a priority. We are looking for ways to make it even more 
efficient, in an industry that is complicated in term of social relationships and a context of 
already developed. 
 
5. How do you as a HR professional communicate CSR to employees? More 
specifically with electronic communication? 
I am working within an industrial site. I would be responsible for communication with emails 
and use it to communicate with employees. We do not have control on the intranet in our 
industrial site. Within our industrial site, all the employees have access to a Solvay email 



 

- 102 -  

address and have access to the intranet. However, we do not have an intranet specific to the 
site of Melle. When we decide that information is important and should be prioritized, we 
take this information from the intranet or WeLink and send it by email to our employees. In 
order to achieve efficient communication that has already been achieved through the 
intranet or WeLink, we need to send an email. WeLink is similar to the intranet, it is an 
internal web communication. I use it more than the intranet, it may be actualized more often. 
However, WeLink information is not saved and not accessible all the time, contrary to 
information communicated through the intranet. 
How do you think that it would be possible to make employees use more tools such 
as the intranet or WeLink? 
At Melle, employees consult their email addresses regularly, this is part of the site's culture. 
We send “Melle Flash Info”. We also ask to the managers to display these communication 
within the workplace and work stations. We always communicate two times when we believe 
information is important. We send it by email and print it. When we want to spread a 
communication we always do that. 
Is communication about CSR a local initiative? 
Global communication is made and it is a local initiative to chose to communicate what we 
believe is more important and deserves to be communicated efficiently. We also have a 
mandatory communication which is defined by headquarters and that we are asked to 
deploy, for example when an agreement is signed. It is a site initiative to relay other types of 
communication and we do not have specific obligations about that. However, the more we 
communicate, the less we will have the risk that the employees do not have the information 
or have incorrect communication. It takes a lot of time and we are still improving our 
communication: what we are communicating and what we want to communicate. 
What will be communicated? 
We already communicate a lot. There is a demand of communication at the Group level 
about security. We have also established the “Security Quarter” which is released each 
month and that we ask to team managers to display within their teams. We can also have 
concerning accident risks a communication about these risks and how to avoid it. We are 
already relatively “good” in terms of HSE communication. We send it by email and ask to the 
employees to have a look at it, then it is printed and made available within the workplace. It 
is often a A4 paper presenting concise information. A topic that could be improved is the 
site’s daily life information, for example after a work council, a communication has been 
achieved between the management committee and the trade unions and employees 
representatives. There is a need to write down this information. When information is given 
and exchanged orally, on a very informal way, information can be distorted. We have to 
improve communication about this topic and that lack of written communication can be 
extended to other important meetings. We aim at giving to all the employees, without taking 
in consideration its habits and work schedule, access to the good information. 
How do you and the employees use intranet and WeLink? 
Intranet is more used for information. Information for jobs available will be found only on the 
intranet for example. As I previously said, I would use WeLink more often as the information 
is updated more often. 
 
6. How are employees able to give feedback about CSR? How are they involved in the 
communication process? 
At a local level, we have a suggestion box but it is not really focused on Solvay Way. 
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At a Group level, similar to what I said before, feedback is something difficult to achieve. We 
would have a local feedback on a quantitative aspect. We can have a feedback positive for 
what we have achieved but negative in a quantitative way. We are asked for data and 
evaluations. Feedback is asked to employees during the evaluations but it is difficult to 
communicate. We have a lack of resources comparing to what we are asked to achieve. 
 
7. In you opinion, what is the most efficient way to achieve communication of CSR 
with the employees? 
In order to communicate efficiently, we need to have time to summarize and synthesize what 
we have improved for each practice in order to communicate it more to the employees. At a 
local level, it would not be an informational communication but deployed through meetings. 
There is a need for formal communication and informal communication. This last one is 
needed in order to reach efficiently our employees and communicate about concrete things, 
the consequences of what we do and what we have to improve. 


