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Abstract

Local and regional authorities are often held responsible for implementing social and
economic "population drain reduction” policies but at the same time are constrained with
little fiscal power and inability to access resources. Being considered the “backbone”
of local economies, it is on small- to medium-size enterprises (SMSEs) to come up with
an “out-migration” solution which would be effective; yet at the same time sustainable,
and adding social value to the local or regional development. Therefore, using a sample
of 24 SMSEs from the hospitality industry environment, this paper empirically examines
corporate social responsibility (CSR) as a prerequisite for employees’ affirmative work
attitudes, such as job satisfaction (JS), effective organizational commitment (OC), and
employees’ voluntary retention (R). Inspired by Carroll’s (2015, 2016) four-dimensional
concept of CSR (economic, legal, ethical, and philanthropic dimension), the findings sug-
gest a significant causal relationship between CSR and the examined employees’ desirable
behavior outcomes. However, it is mainly the ethical and legal dimension of CSR that in-
fluence all three employees’ affirmative work attitudes - JS, effective OC, and voluntary
R. The contribution of this paper also lies in amounting to the body of scholarly literature
on CSR in respect to employees. Most works focus on other stakeholders but employees,
or are set in different cultural settings or geographical regions, mainly in Asia, and thus
their findings might be difficult to implement in the Central European context.
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Highlights for public administration, management and planning:

* CSR as a prerequisite for sustainable management of employees’ retention in small-
to medium- size enterprises.

* CSR may act as an approach to reduce “out-migration” faced in local and regional
development.

* SMSEs adding a social value to local and regional development.

ing services), is one of the most significant socio-
economic drivers of the whole industry (e.g. with
the highest revenue rate). Yet, at the same time, it is

1 Introduction

The tourism industry is one of the major contrib-
utors to natural (e.g. biodiversity and ecosys-
tem) and cultural (tangible and intangible) heritage
preservation. It influences nearly every part of our
society and thus should be working on the premises
of sustainability and green growth. Its subsector,
hospitality (provider of accommodation and cater-

one of those where energy and waste are most in-
tense (UNWTO 2020). This could be reasoned by us-
ing obsolete technologies, lack of financial or human
capital resources, or limited awareness of greener
activities. Let alone the fact that the backbone
of local or regional economies, small- to medium-
size enterprises (SMEs) are usually less proactive
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about the environment in contrast to larger hos-
pitality sector businesses. According to UNWTO
(2020), SMEs can be more competitive in the prod-
uct and labour market by minimising their environ-
mental footprint. Hence, to foster socio-economic
sustainability and green growth, and thereupon
mitigate "green” socio-economic impact on a local
or regional level (e.g. cutting energy and waste,
cooperating with local farmers and producers, im-
proving the employability and lively hood of women,
young or ageing employees), SMEs need to fos-
ter business-centred sustainability approach (ILO
2020; UNWTO, 2020), which would call for man-
agers’ and staff awareness, knowledge, affection,
and commitment. Unfortunately, the hospital-
ity sector has been continuously struggling with
high employee turnover and a significant "within
and out of sector” mobility, regardless of the phase
of the business cycle, time, or geographical region,
which could be the reason for falling short in ad-
vancing sustainable solutions (Kim et al. 2016;
Yao et al. 2019; CSU 2020; UNWTO 2020).

Thereupon, increasing employees’ affirmative work
attitudes such as job satisfaction (JS), organisa-
tional commitment (OC) and reducing employees’
turn over intentions (TI) by using tangible and in-
tangible aspects of corporate social responsibility
(CSR) seem like a potential solution for the im-
provement of employees’ work performance and the
maintenance of a desirable level of employees’ re-
tention which are both the ultimate prerequisites
for organisations’ sustainability and green growth.

1.1 CSR and Employees

CSR could be interpreted as all decisions of an or-
ganisation that go beyond its economic and tech-
nical interests (Carroll 2015). The most used
and cited concept of CSR (e.g. Bauman & Skitka
2012; Farooq et al. 2014; Kim et al. 2016; Kim et al.
2017; Zhang et al. 2019) is the model defined
for the first time in 1979 by Carroll (1991, 2015,
2016). Carroll (1991, 2015, 2016) proposed a four-
level CSR model that includes the economic, legal,
ethical, and discretionary (later referred to as phil-
anthropic) level (dimension) of social responsibility.
CSR’s fundamental level is economic responsibility,
which is based on the very nature of the organi-
sation’s existence. In its absence, all the other di-
mensions of social responsibility become irrelevant.
The legal level reflects the societies’ “legalised” eth-
ical rules. By the ethical responsibility, society con-
tinually increases demands on the organisation’s
behaviour beyond the law’s limits and, at the same
time, “pushes” their expansion. The distinguishing
feature between ethical and philanthropic responsi-

bility is that society does not expect ethical or moral
significance from philanthropic activities. Soci-
ety wants organisations to contribute their mone-
tary or other resources to humanitarian purposes
or projects. According to CSR theory, an organisa-
tion must satisfy the needs and desires of different
groups of people (stakeholders) who would other-
wise stop supporting or could not support the or-
ganisation. The stakeholders’ list may vary for each
organisation (e.g. customers, suppliers, community,
or owners), but it is widely accepted that employees
belong among the organisation’s key stakeholders.
Well-managed CSR towards employees supports so-
cial cohesion, inclusive economic growth, and en-
vironmental sustainability (UNWTO 2020). Hence,
the HRM needs to operate under the premise of sup-
porting both the organisation’s sustainable develop-
ment and the long-term sustainability of HRM prac-
tices (Macke & Genari 2019).

1.2 CSR and Employees’ Job Satisfaction

Defining employee’s ]S as "meeting employee’s dif-
ferent needs and desires through resources, activ-
ities, and outcomes from participation in the work
process”, as supported by motivational theories
(Maslow 1943; Deci & Ryan 1985, 2000, 2008),
the CSR activities provide “tangible” and "intangi-
ble” care to employees (e.g. fair pay, diversity, fam-
ily support, fair compensation, and employment se-
curity), create desirable working conditions, "ful-
fil” employees’ desire for their social and aesthetic
needs together with the need for respect and self-
realisation, and hence increase the number of em-
ployees with a high ]S rate (Bohdanowicz & Zien-
tara 2009; Jakubczak & Gotowska 2015; Kim et al.
2016, 2017). Even if CSR activities are not directly
focused on employees, they influence employee sat-
isfaction. In particular, the ethical and philan-
thropic activities of CSR have the potential to meet
higher-level employee needs. In this respect, CSR
activities that allow employees to make a mean-
ingful contribution to addressing social issues ap-
pear to be the most influential (Cycyota, Ferrante &
Schroeder 2016; Kim et al. 2017), which is in line
with the motivational theories (e.g. Maslow 1943;
Deci & Ryan 1985, 2000, 2008).

1.3 CSR and Employees’ Organisational Com-
mitment

Scholarly literature recognises many forms of em-
ployees’ “attachment” to an organisation (e.g. ha-
bitual - based on habit and routine, normative -
based on obligation, or continuance commitment -
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based on employees’ assessing “gains and losses”
if leaving the organisation) (e.g. Kuvaas et al. 2018;
Yao et al. 2019). According to Mercurio (2015),
the most effective, and therefore the most enduring
is the "affective bond”. Emotionally committed in-
dividuals believe in and accept organisational goals
and values as theirs and are willing to provide con-
siderable effort on their behalf and remain in their
organisations (Mercurio 2015; John et al. 2019). As
claimed by the Self Categorisation Theory (SCT),
employees seek to integrate and become workers
of such organisations that share compatible values
enabling them to satisfy their psychological desires
and meaningfully fulfil their existence (John et al.
2019). Seemingly, according to Social Identity The-
ory (SIT), employees associate their own identity
with the social identity of the organisation they work
for (Maignan & Ferrell 2001; Kim et al. 2017).
Employees working in socially responsible organ-
isations are more likely to be happy and proud
to be members of a “reputable” organisation. They
identify with and feel committed to the organisa-
tion’s goals (Fu et al. 2014).

1.4 CSR and Employees’ Turnover Intentions

Employees’ TT might be defined as employees’ in-
tentional plan to leave their current employing or-
ganisation voluntarily. Therefore, if hospitality man-
agers want to diminish employees’ T1, its “determi-
nants” must be identified. Employees estimation,
whether to leave or stay, might be based on or-
ganisations’ socially responsible behaviour towards
employees and other stakeholders (e.g. job secu-
rity, remuneration system based on performance,
competitive wages in the industry, antidiscrimina-
tion policies, overconsumption and waste reduction,
local farmers support, engaging new technologies
and systems) or employees’ affirmative work atti-
tudes such as JS and OC. Thus, based on the above-
described underlying theories (motivational theo-
ries, SIT and SCT) and empirical research findings
(Kim et al. 2016; Cycyota et al. 2016; Kim et al.
2017; Youn, Lee and Lee 2018), we can deduce
that CSR influences employees’ voluntary retention
directly and indirectly.

1.5 Objective of the research

Thus, inspired by Carroll’s four-dimensional CSR
concept (Carroll 1991, 2015, 2016), this paper aims
to identify those CSR dimensions (economic, le-
gal, ethical, and philanthropic) which can signifi-
cantly reinforce hospitality industry employees’ ]S,
affective OC, and TI; as using the right CSR activi-

ties might be the way how to retain zealous, skill-
ful, and devoted employees who seek excellence
and represent a competitive yet sustainable advan-
tage.

Hence the authors of his paper propose the follow-
ing hypotheses:

* Hypothesis 1 (H1): Perceived CSR (economic,
legal, ethical, and philanthropic dimension)
by hospitality industry employees has a direct
positive influence on their JS.

* Hypothesis 2 (H2): Perceived CSR (economic,
legal, ethical, and philanthropic dimension)
by hospitality industry employees has a direct
positive influence on their affective OC.

* Hypothesis 3 (H3): Perceived CSR (economic,
legal, ethical, and philanthropic dimension)
by hospitality industry employees has a direct
negative influence on their TI.

2 Methods

2.1 Data collection

As the paper aims to analyse the causal relationship
between CSR perceived by the hospitality industry
employees and their work attitudes (JS, OC, and TI),
small- and medium-size hotels (ranked by 4*) sit-
uated in Prague, Czech Republic (one of the lead-
ing tourists’ destinations) (Tripadvisor, 2020), were
considered as the most suitable since these accom-
modation providers need to meet high-quality ser-
vice standard requirements and challenge the fi-
nancial and market disadvantages deriving from
their size (e.g. access to external finances, com-
petition with chain or large scale units), and hence
as such might benefit from the socially responsi-
ble approach the most. Moreover, four-star ho-
tels have been continually ranked as accommoda-
tion providers with the highest occupancy rate (CSU
2020). Thus, the final list of 24 enterprises was
retrieved from the accommodation search engine
(Trivago 2019).

The data collection process was carried out between
August 2019 and December 2019 by this paper’s au-
thors. The paper-based questionnaire was selected
as the best option for collecting data and was admin-
istered in-person to volunteering employees during
their shift change after gaining the consensus from
the enterprise’s management or owners. The ap-
proximate time for questionnaire completion was 20
minutes. Hence, the final sample consists of 411
respondents (N = 411), which was considered sat-
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isfactory (Robinson et al. 2014, Hanaysha & Tahir
2016; Kim et al. 2017).

2.2 Method of Analysis

To analyse the relationship between perceived
CSR by hospitality industry employees and their
work attitudes such as JS, OC, and TI, the four-
dimension/factor (altogether 31 items) concept
of CSR by Carroll (2015, 2016), JS concept (al-
together 11 items) based on Bauman and Skitka
(2012), effective OC concept (altogether 5 items),
and TI concept (6 items) were used. All con-
cepts/constructs were adjusted for this research.
They included altogether 53 items converted into
questions/statements like e.g. “The organisation,
which I work for, has a remuneration system
based on performance” (CSR, economic dimension),
“"Employer-employee contractual obligations are al-
ways honoured by the organisation which I work
for” (CSR, legal dimension), "The organisation,
which I work for, responds to every employee com-
plaint” (CSR, ethical dimension), and “The organisa-
tion, which I work for, contributes to the well-being
of the local community (society) by cooperating with
governmental and/or non-governmental organisa-
tions” (CSR, philanthropic dimension). For the JS
construct, to respect the hierarchy of employ-
ees’ needs and work-life balance, items (questions)
on economic and security needs, health and safety
needs, development needs, social needs and sense
of belonging, and the need for meaningful existence
were employed, e.g. "I am satisfied with my im-
mediate supervisor”, "I am satisfied with my pro-
motion opportunities” or "I feel my job allows me
to realise my full potential as a person”. The con-
struct on OC contained questions such as "I accept
the organisation’s future fate as mine” or ”I consider
the organisation, which I work for, as a workplace
for my whole working life”. The last construct in-
volved questions on TI, e.g. ”I am actively looking
for a new job opportunity”, "If I were given a job op-
portunity in another organisation, I would consider
the change” or "I would like to leave this organisa-
tion and work for another organisation in the same
industry”. Respondents were asked to answer these
questions/statements by choosing an adequate level
of agreement on the 7-point Likert scale, ranging
from strong disagreement (1 point) to strong agree-
ment (point 7). Apart from questions on CSR, ]S,
OC, and TI, respondents were asked to answer 9
questions on demographics, using the best fitting
option from the given alternatives.

For the analysis, the IBM SPSS Statistics program
was used. First, descriptive statistics were em-

ployed to investigate the demographic character-
istic of the respondents. Second, factor analysis
was applied for factor/dimension reductions. Third,
Cronbach’s alpha was used to investigate factors’
internal consistency reliability. Fourth, regression
analysis was used to identify relations between vari-
ables and to test the hypotheses. Before conducting
the research, the questionnaire and analysis fit was
tested on 20 respondents.

3 Results

3.1 Demographic characteristics
of respondents

The demographic characteristics of the 411 hospi-
tality industry employees are presented in Table 1.

3.2 Variability and Reliability Test

The factor analysis (Principal Components Analy-
sis) investigated the variability of 7 factors (compos-
ite variables), i.e. the economic dimension of CSR
(independent composite variable, 12 items), the le-
gal dimension of CSR (independent composite vari-
able, 4 items), the ethical dimension of CSR (inde-
pendent composite variable, 11 items), the philan-
thropic dimension of CSR (independent composite
variable, 4 items), JS (dependent composite vari-
able, 11 items), OC (dependent composite variable,
5 items) and TI (dependent composite variable, 6
items). Tabachnick and Fidell (2007) follow Comrey
and Lee (1992) in suggesting using more stringent
cut-offs for factor loadings going from 0.32 (poor),
0.45 (fair), 0.55 (good), 0.63 (very good) to 0.71 (ex-
cellent). Thus, the threshold for all factor loadings
was set at 0.63. Cronbach’s alpha was used to in-
vestigate the internal consistency among the items
of each factor. Cronbach’s alpha for CSR’s economic
dimension after excluding 5 items equalled 0.875
(7 items). Cronbach’s alpha for the legal dimen-
sion of CSR equalled 0.850 (4 items). Cronbach’s
alpha for CSR’s ethical dimension after excluding
4 items equalled 0.902 (7 items). Cronbach’s al-
pha for CSR’s philanthropic dimension after exclud-
ing 2 items equalled 0.891(2 items). Cronbach’s al-
pha for JS after excluding 3 items equalled 0.886
(8 items), while Cronbach’s alpha for OC after 2
items’ reduction equalled 0.936 (3 items). Lastly,
Cronbach’s alpha for the 6-item factor TI was 0.903
(with no need for item reduction). In social scien-
tific research, Cronbach’s alpha coefficient of 0.600
and higher are admitted as satisfactory (Kim et al.
2015). Therefore all the Cronbach’s alpha coef-
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ficients are well above the minimum requirement
and are thus satisfactory.

Table 1 Demographic characteristics of hospitality
industry employees

of Employees Share Share

N2 (%)
Male 197 479

Gend
% Female 214 521
Less than and 25 143 34.8
25-35 112 27.3
Age 35-45 80 19.5
45 - 55 43 10.5
55 and above 33 8
Czech 210 51.1
Nationality Slovak 121 294
Other € 80 19.5
Marital Single/without a partner 175 42.6
status Married/with partner 236 574
One or more children 175 42.6

Child
FE® T No children 236 57.4
Primary 30 7.3
Highest Secondary 147 35.8
achieved DIS degree 82 20
education Bachelor 99 24.1
Master 53 12.9
Working  Full-time 303 73.7
status Part-time 108 26.3
. Managerial position 37 9
V\i)o;?(r)lg Shift managers 61 14.8
posii Staff 313 76.2
Human Resources 21 5.1
Economic unit 14 3.4
Marketing 22 54
Food and Beverages 64 15.6
Restaurant and Bar 67 16.3
. Store 15 3.6
‘éve(igkmg Customer Service and Reservations 118 28.7
Housekeeping 15 3.6
Laundry 16 3.9
IT 25 6.1
Maintenance 15 3.6
Security 10 24
Entertainment and Wellness 9 22
Total 411 100

a Number out of (N=411); P % out of 100 %; ¢ Former Soviet
Union Republics

Data suitability assumptions (KMO, Bartlett’s test
of sphericity, correlation analysis) and linear regres-
sion analysis model fit (ANOVA, residuals statistics,
correlation analysis, Shapiro-Wilk test of normality)
were assessed on the level of significance p < 0.05.

3.3 Hypotheses test

The effect of perceived CSR by hospitality industry
employees on their JS:

The effect of the independent variables (eco-
nomic, legal, ethical, and philanthropic dimension
of the CSR) upon the dependent variable (JS) has
R? of .760 with F of 321.99 (p < .001) to be signifi-
cant (Table 2). The perceived economic dimension
of CSR by hospitality industry employees has a sig-
nificantly positive influence on their job satisfaction
with g=. 193 (p <.001). The perceived legal dimen-
sion of CSR by hospitality industry employees has
a significantly positive influence on their JS with g=
.148 (p < .001). The perceived ethical dimension
of CSR by hospitality industry employees has a sig-
nificantly positive influence on their JS with = .625
(p < .001). The perceived philanthropic dimension
of CSR by hospitality industry employees has an in-
significantly positive influence on their JS with g=
.037 (p < .211) (Table 2, Table 3).

Thus, H1 "Perceived CSR (economic, legal, ethi-
cal, and philanthropic dimension) by hospitality in-
dustry employees has a direct positive influence
on their JS” has been partially confirmed (p <.001).
The effect of perceived CSR by hospitality industry
employees on their OC:

The effect of the independent variables (eco-
nomic, legal, ethical, and philanthropic dimension
of the CSR) upon the dependent variable (OC) has
R? of .392 with F of 65.476 (p < .001) to be signifi-
cant (Table 4). The perceived economic dimension
of CSR by hospitality industry employees has an in-
significantly negative influence on their OC with g=
-0. 025 (p < .691). The perceived legal dimen-
sion of CSR by hospitality industry employees has
a significantly positive influence on their OC with
p=.220 (p < .001). The perceived ethical dimension
of CSR by hospitality industry employees has a sig-
nificantly positive influence on their JS with = .356
(p < .001). The perceived philanthropic dimension
of CSR by hospitality industry employees has a sig-
nificantly positive influence on their JS with g=.238
(p < .001) (Table 4, Table 5).

Thus, H2 "Perceived CSR (economic, legal, ethi-
cal, and philanthropic dimension) by hospitality in-
dustry employees has a direct positive influence
on their OC” has been partially confirmed (p <.001).
The effect of perceived CSR by hospitality industry
employees on their TI:

The effect of the independent variables (eco-
nomic, legal, ethical, and philanthropic dimension
of the CSR) upon the dependent variable (TI) has R?
of .258 with F of 35.392 (p < .001) to be significant
(Table 6).
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Table 2 Regression analysis for CSR and JS

Regression analysis for dependent variable: JS
R=.87196563 R%= .76032406 Adjusted R2= .75796272
F (4.406) = 321.99 p < .00000 Standard error of estimate: 4.0888

N=411 g Standard b Standard £ (406) p-value
error of S error of b
Constant -3.87302 1.475832 -2.6243  0.00901
Economic 0.193279 0.039602 0.2874  0.058886 4.8806 0.000002
Legal 0.14885 0.035637 0.38609 0.092436 4.17682  0.000036
Ethical 0.625687 0.030662 0.67224 0.032943 20.40593 0
Philanthropic 0.037378 0.029898 0.1546  0.123665 1.25016 0.211961

Table 3 Partial correlation coefficients: CSR and JS

Regression analysis for dependent variable: JS
Independent variables: Economic, Legal, Ethical, Philanthropic dimension

N=411 g Partial — Semipart. .y once  t(406) R
correlation correlation
Economic 0.193279 0.235413  0.118583  0.37642  4.8806 0.62358
Economic 0.193279 0.235413  0.118583  0.37642  4.8806 0.62358
Legal 0.14885 0.202977 0.101483 0.464826 4.17682 0.535174
Ethical 0.625687 0.711565  0.495799  0.627908 20.40593 0.372092
Philanthropic 0.037378 0.061925  0.030375 0.660392 1.25016 0.339608

Table 4 Regression analysis for CSR and OC

Regression analysis for dependent variable: OC
R=.62620271 R®= 39212983 Adjusted R®= .38614097
F (4.406) = 65.476 p < .00000 Standard error of estimate: 2.9852

N=411 8 Standard b Standard £(406)  p-value
error of S error of b
Constant -1.78694 1.077498 -1.65842 0.098005
Economic -0.02511 0.063068 -0.01711 0.042992 -0.3981  0.690768
Legal 0.220332 0.056754 0.262 0.067487 3.88222 0.000121
Ethical 0.356546 0.048831 0.17562 0.024052 7.30166 0
Philanthropic 0.238528 0.047615 0.4523  0.090287 5.00955 0.000001

Table 5 Partial correlation coefficients: CSR and OC

Regression analysis for dependent variable: OC
Independent variables: Economic, Legal, Ethical, Philanthropic dimension

Partial

Semi pa

rt.

= 2
N=411 B Correlation Correlation Tolerance (406 R
Economic -0.02511 -0.01975 -0.0154 0.37642  -0.3981 0.62358
Legal 0.220332 0.189192 0.150218 0.464826 3.882224 0.535174
Ethical 0.356546 0.340696 0.282529 0.627908 7.301656 0.372092
Philanthropic 0.238528 0.241275 0.193839 0.660392 5.009547 0.339608
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Table 6 Regression analysis for CSR and TI

Regression analysis for dependent variable: TI

R=.50847015 R%= .25854189 Adjusted R%= .25123689
F (4.406) = 35.392 p< .00000 Standard error of estimate: 6.8627

N=411 g Standard b Standard t (406) p-value
error of S error of b
Constant 44.25068 2.47706 17.86419 0
Economic 0.064708 0.069654 0.09182  0.098834 0.929 0.353442
Legal -0.28746 0.062681 -0.71152 0.155145 -4.58615 0.000006
Ethical -0.22494 0.05393  -0.23062 0.055293 -4.17085 0.000037
Philanthropic -0.18685 0.052587 -0.73748 0.207561 -3.55309 0.000425

Table 7 Regression analysis for CSR and TI

Regression analysis for dependent variable: TI

Independent variables: Economic, Legal, Ethical, Philanthropic dimension

Partial Semi part.

= 2
N=411 B Correlation Correlation Tolerance  (406) R
Economic 0.064708 0.046057 0.0397 0.37642  0.929 0.62358
Legal -0.28746  -0.22193 -0.19599 0.464826 -4.58615 0.535174
Ethical -0.22494  -0.2027 -0.17824 0.627908 -4.17085 0.372092
Philanthropic -0.18685 -0.17366 -0.15184 0.660392 -3.55309 0.339608

CSR’s perceived economic dimension by hospital-
ity industry employees has an insignificantly posi-
tive influence on their TI with g= 0.064 (p < .353).
The perceived legal dimension of CSR by hospi-
tality industry employees has a significantly neg-
ative influence on their TI with g= -0.287 (p <
.001). The perceived ethical dimension of CSR
by hospitality industry employees has a significantly
negative influence on their TI with g= -0.224 (p
< .001). The perceived philanthropic dimension
of CSR by hospitality industry employees has a sig-
nificantly negative influence on their TI with g=
-0.186 (p < .001) (Table 6, Table 7). Thus, H3 "Per-
ceived CSR (economic, legal, ethical, and philan-
thropic dimension) by hospitality industry employ-
ees has a direct negative influence on their TI” has
been partially confirmed (p < .001).

4 Discussion

The above-outlined findings indicate a significant
positive association of CSR with employees’ affirma-
tive attitudes such as JS or affective OC and a neg-
ative significant relationship between CSR and TI.
However, not all four dimensions of CSR (economic,
legal, ethical, and philanthropic) play the same role

in providing the desirable employees’ behaviour
outcome:

CSR (ethical, economic, legal) =]S (76% influence;
R? = .7603, Adjusted R? = .7579, p < .001, Table 1),
CSR (ethical, philanthropic, legal) =OC (39% influ-
ence; R? = .3921, Adjusted R? = .3861, p < .001,
Table 3),

CSR (legal, ethical, philanthropic) =TI (26% influ-
ence; R? = .2585, Adjusted R? = .2512, p <.001,
Table 5).

According to the results, the ethical dimension af-
fects all three examined employees’ work attitudes
(see Tables 2, 4, 6). Moreover, in case of JS, it ex-
plains 71% of influence (= .625, partial correlation
coefficient = .711, p < .001, Table 2). This result fol-
lows the current research findings on CSR and em-
ployees (e.g. Kim et al. 2017; John et al. 2019).
In general, employees like to be treated with fair-
ness and dignity, having the opportunity to express
themselves freely and take part in open discussions.
Thus, employers ought to be fostering equal oppor-
tunities in the workplace, closing the gender pay
gap, having transparent promotion and remunera-
tion policies, or implementing two-way symmetri-
cal communication into daily practice. Likewise,
the findings of this paper claim that the legal dimen-
sion, which could be understood as the minimum
of moral or ethical adherence excepted by the so-
ciety (Carroll 1991, 2015), has a significant influ-
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ence on employees’ JS (= .148, partial correlation
coefficient = .202, p < .001, Table 2), effective OC
(8= .220, partial correlation coefficient = .189, p <
.001, Table 4), and their TI(g= -0.287, partial cor-
relation coefficient = -0.221, p < .001, Table 6).
These findings resonate with the results of Duthler
and Dhanesh (2018), who claim that it is primar-
ily the ethical and legal dimensions of CSR which
have an impact on employees’ OC and loyalty. Ac-
cording to SIT and SCT, employees like to relate
to trustworthy, lawful, and reputable organisations
(Graves et al. 2019; John et al. 2019). Similarly,
if the organisation treats its employees with dignity
and appreciation, they like to reciprocate likewise
(Peterson 2004). Hence, employers pursuing their
goals with reverence for honesty have the potency
to diminish the staff drain from the industry and the
region alike.

Surprisingly, the philanthropic dimension has an in-
significant positive influence on JS (8= .037, par-
tial correlation coefficient = .061, p < .212, Ta-
ble 2), which is a finding contradicting the re-
sults of other service sector management scholars
(e.g. Cycyota et al. 2016; Graves et al. 2019).
This could be probably explained by most respon-
dents (N = 255/411) representing the first two age
categories and thus having the urge to satisfy their
economy and security needs before “contributing”
to improving the environment or helping the com-
munity. In total, 177 employees (N = 177/411) rep-
resent respondents with primary and secondary ed-
ucation and might be driven by ”extrinsic” rather
than ”"intrinsic” motivation factors. Hence, al-
though contrary to other research findings, the pre-
sented results on the philanthropic CSR dimension
are in line with motivational theories (e.g. Maslow
1943; Deci & Ryan 1985, 2000, 2008). Seem-
ingly, it could be reasoned by employee’s little or no
awareness of philanthropic activities as the phil-
anthropic dimension’s mean score (4.65) and me-
dian score (4.50) represent an "I neither agree, nor
disagree” answer on the 7- point scale. Accord-
ingly, these findings are supported by the results
for item/question on two-way symmetrical com-
munication between the employees and organisa-
tion (ethical dimension), as the employees scored
low on this item (mean = 4.23, median = 5.00,
the cumulative percentage for score 1 to 4 = 45.70
%). Thus, to enhance the employees’ JS, selection,
design, and communication of CSR discretionary
initiatives should be considered. For instance,
according to Cleveland et al. (2015), practices
as volunteering in the community positively reflect
on the organisation and fulfil employees’ psycholog-
ical desire for a meaningful existence and provide

a strong foundation for a well-functioning commu-
nity. The philanthropic dimension of CSR has a sig-
nificant influence on the two other remaining em-
ployees’ work attitudes - positive, in case of affec-
tive OC (B= .238, partial correlation coefficient =
.241, p< .001, Table 4) and negative, in case of em-
ployees’ TI (8= -0.186, partial correlation coeffi-
cient = -0.173, p < .001, Table 6). Thus, this paper
proposes to organisations the intentional engage-
ment of meaningful and substantive CSR activities.
In contrast, employees’ viewing the CSR activities
as symbolic, superficial, or insincere (e.g. green-
washing, social washing) leads to no positive or neg-
ative individual behaviour outcomes (e.g. low level
of OC, high level of TI, shirking behaviour or em-
ployee cynicism) (Donia & Tetrault Sirsly 2016).

In addition, the results of this paper indicate
that the economic dimension of CSR (e.g. tangi-
ble benefits, competitive wages or organization’s
long-term strategy) plays no significant role in em-
ployees’ emotional bond to organization (8= -0.
025, partial correlation coefficient = - 0,019, p <
.691, Table 4) or in their intentions to resign (8=
0.064, partial correlation coefficient = 0.046, p <
.353, Table 6). These findings follow the results
of the qualitative examination of employee TI car-
ried out by Yang et al. (2012). Inversely, e.g.
remuneration, promotion opportunities, or access
to skill development (economic dimension of CSR)
fuel the employees’ need, e.g. financial and job se-
curity or career development, and therefore lead
to increasing employees’ JS (f= .193, partial corre-
lation coefficient = .235, p < .001, Table 2). Sim-
ilar results are confirmed by most scholars (e.g.
Kim et al. 2016; Kim et al. 2017).

5 Conclusions

The purpose of this paper was to investigate the as-
sociations between CSR (economic, legal, ethical,
and philanthropic dimension) and employees’ work
attitudes such as JS, OC, and TI. 76% of JS could
be explained by CSR (ethical, economic, and legal
dimension), and thus using the right mix of CSR ac-
tivities or practices might function as a strong mo-
tivation driver. Consistent with motivational theo-
ries, SIT, and SCT, the findings also suggest that it is
mainly the ethical and legal dimensions of CSR
that play a pivotal role in stimulating employees’ de-
sirable behaviour outcomes. However, it is primar-
ily these two dimensions that are frequently omitted
by organisations (Carroll 1991, 2016).
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The authors of the paper believe that the practition-
ers may benefit from the acquired research findings
and create a thriving, functional, yet sustainable
hospitality industry work environment, especially
in those locations with similar tourism infrastruc-
ture (e.g. Central European landlocked cities, cap-
itals, or locations hosting regional, national or in-
ternational bodies). By advocating CSR practices
or activities that protect and promote the well-being
of employees, organisations not only increase their
efficiency but also indirectly support and contribute
to the welfare of the community within which they
operate; as depraved employees, reluctant to re-
tain in their employing organisation, are dependent
on the community and its resources (e.g. social
support, financial aid or mental and physical health
care) (Cleveland et al. 2015).

Hence, in line with these research findings and the
above discussed scholarly literature, we propose
the following CSR initiatives, both tangible and in-
tangible, which take into consideration the micro,
and macro-level environment changes and develop-
ment:

Transparent remuneration and evaluation system
based on performance; transparent promotion sys-
tem; competitive wages in the industry; job secu-
rity (e.g. effort to maintain full-time jobs and indefi-
nite duration labour contracts, job maintenance);
compliance with labour law and contractual obliga-
tions; open communication (e.g. two-way symmet-
rical communication, communication of strategy
and operational plans); transparent allocation of re-
sources and relevant competencies as well as re-
sponsibilities; well-developed recruitment and re-
tention policy; philanthropic initiatives focus on dif-
ferent stakeholders (including employees); and em-
ployees’ potential development (e.g. effort to foster
employees’ professional and career development).
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