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Abstract: Corporate Social Responsibility (CSR) is increasingly important for manufacturing 
enterprises. Implementing CSR not only helps enterprises improve their image with stakeholders 
but can also help enterprises improve internal performance. In the context of agro-food enterprises, 
which have a direct impact on the environment, this study investigates the impact of CSR on 
employee performance. To investigate the date effect, a research model was established through 
the mediating role of job satisfaction and the regulatory role of the organ. Based on data collected 
from 698 enterprises through the survey, the research model is evaluated and estimated by PLS - 
SEM method. The results in the study support the positive impact of CSR on both job satisfaction 
and employee performance. In addition, the mediating role of job satisfaction on the impact of 
CSR on employee performance is also confirmed. Besides, this study also confirms the regulatory 
role of organizational support for the impact of CSR on employee performance. Finally, through 
these analyses, the study makes appropriate recommendations for agro-food enterprises in 
Vietnam. 
Keyword: Corporate social responsibility, employee performance, agro-food enterprises 
1. Introduction 

Recent CSR studies have increasingly focused attention on how corporate social 
responsibility (CSR) affects corporate CSR activities (Aguinis & Glavas 2012; Glavas 2016a; 
Rupp & Mallory 2015). Rather than studying at the macro level, recent studies tend to studyCSR 
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at the micro level, mainly related to internal analysis of the business such as employee attitudes 
and behaviors (Rupp & Mallory 2015). Research on CSR at the enterprise level has suggested that 
employee perception of CSR activitiescreates positive changes in employee attitudes and 
behaviors (Rupp & Mallory, 2015). For instance, previous research has found a positive 
association between CSR perceptions and various employee outcomes, such as job satisfactionand 
productivity (Hur et al., 2018; Dhanesh, 2014; De Roeck et al., 2014; Aguinis & Glavas, 2012).  

Existing studies have found that perceptions of CSR have an effect on employee 
performance through organizational identification (e.g., Carmeli et al., 2007; Jones, 2010). 
However, the exact mechanism by which CSR awareness can improve employee efficiency is still 
not agreed upon by researchers, especially in Vietnam. Glavas (2016) argues that manyCSR 
studies lack rigor in exploring the mediating and regulatory factors of the relationship between 
CSR perceptions and employee outcomes. Expanding and evaluating the intermediary role and 
regulatory role may be a necessary step to answer the unanswered question about the causal 
relationship between CSR perceptions and employee outcomes. To overcome this, studies need to 
identify a basic mechanism for how CSR awareness affects effectiveness. employee productivity, 
which is of primary importance to business leaders. One of the factors that may explain this impact 
mechanism well is employee job satisfaction (Hur et al., 2021). Based on the findings of previous 
studies, the roleof job satisfaction in the impact of CSR on employee performance will be explored 
in this study.  

Another goal of this study is to investigate the regulatory role of organizational support on 
the impact of CSR on employee effectiveness. The role of perceived organizational support is 
particularly important for your CSR activities to become more effective. Perceived organizational 
support can be understood as the employee's perception of the level of concern for the employee 
and the fulfillment of the employee's employee support obligations (Rhoades & Eisenberger, 
2002). Employees are motivated to participate in the work-building process when they are aware 
of the existence of opportunities to do so (Wrzensniewski & Dutton, 2001), especially when they 
are well aware of the CSR activities of the business. Since organizational support provides 
employees with the opportunity to create their work so that they enjoy a sense of freedom and 
empowerment, it will motivate employees to be more aware of the company's CSR actions and 
will then lead to a drastic improvement in employee outcomes.  

In summary, such studies have shown that processes that make sense of CSR perception 
affect employee performance through organizational identity but most provide only limited 
insights into how CSR perception affects employee effectiveness. Therefore, the primary focus of 
this study will be to identify the mechanisms of CSR's impact on employee effectiveness through 
the mediating role of job performance and the regulatory role of perceived organizational support. 
First, a linear structure model will be formed in which the main content is the impact of CSR on 
job satisfaction, the impact of job satisfaction on employee performance and the regulatory impact 
of perceived organizational support. Next, the study will evaluate the measurement model and 
structural model to estimate and verify the relationships in the model. After that, the intermediate 
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role tests of job satisfaction will be carried out. Finally, this study will examine the regulatory role 
of organizational support to make more relevant implications for businesses.  
2. Theoretical background 
2.1. Corporate social responsibility 
 WBCSD (2000) defines CSR as the ongoing commitment of businesses to act ethically, 
contribute to economic growth, and enhance the quality of life of their employees, their families, 
the local community, and society in general. OECD (2001) defines CSR as the contribution of 
businesses to sustainable development. Therefore, corporate conduct must not only guarantee 
profits to shareholders, salaries to workers, and goods and services to customers, but it must also 
react to societal and environmental concerns and ideals (OECD, 2001). CEC (2002) defines CSR 
as freely accepted company conduct that exceeds legal standards. The economic, social, and 
environmental consequences of business activities must be integrated. CSR is not an optional "add-
on" to core business activity; rather, it relates to the management of enterprises. CSR is a business 
concept that helps a firm be socially responsible to itself, its stakeholders, and the general public. 
By engaging in corporate social responsibility, also known as corporate citizenship, businesses 
may be aware of the influence they have on the economic, social, and environmental elements of 
society. 
 Due to the ongoing evolution of the economy and society, the definitions and connotations 
of corporate social responsibility are continually evolving. The majority of academics feel that 
corporate social responsibility (CSR) is a multidimensional term including several company 
stakeholders, such as communities, workers, customers, and the environment (El Akremi et al., 
2018; Faroet al., 2017; Turker, 2009). Some of these CSR recipients are internal stakeholders of 
the company, and others are external stakeholders. This suggests that a company's CSR activities 
reflect both external (community, environment, investors, and custome rs) and internal (human 
resource practices resulting in positive employee evaluations and responses) perspectives. This 
research categorizes workers' perceptions of CSR into internal CSR and external CSR. External 
CSR refers to measures aimed towards the local community, the natural environment, and 
customers (Farooq et al., 2017;, Farooq et al., 2014). Among them are charity contributions in 
support of humanitarian causes, investment in community development, and collaboration with 
non-government groups (Turker, 2009; Sundström & Ahmadi, 2019). CSR relating to the 
environment comprises investments related to environmental protection, such as decreasing 
pollution, activities for environmental protection, and sustainable development practices for future 
generations (El Akremi et al., 2018; Turker, 2009). Consumer-focused CSR encompasses the 
provision of high-quality products or services, customer care obligations, and the protection of 
consumer rights beyond the requirements of the law (El Akremi et al., 2018; Farooq et al., 2017). 
Internal CSR refers to the action which corporations choose to take to satisfy the expectations of 
employees, actively fulfill and improve organizational fairness regarding employees (such as 
improving the happiness and satisfaction of employees' health), and ensure work safety and the 
development and growth of employees (Kim et al., 018; Brammer et al., 2007; Turker, 2009). By 
providing welfare services for workers, internal CSR is strongly tied to psychological and 
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physiological well-being, and the primary concept of CSR is to benefit employees rather than 
company interests (Farooq et al., 2017; Turker, 2009). 
 In the context of studying Vietnam agro-food enterprises, the study examines CSR in the 
agro-food industry. The topic of CSR is influenced to varied degrees by the rising focus on the 
conduct of firms seen as the primary culprits for the present state of the environment and society. 
This spread is the result of a shift in consumer values and tastes. Increasingly, consumers are able 
to concentrate on secondary demands such as health, well-being, and environmental circumstances 
as a result of the amazing improvement in the quality of life. Clearly, the agriculture and food 
industry is one of the most susceptible to this problem. T he economic, social, and environmental 
value provided by the use of sustainable, voluntary practices and the company's understanding of 
its social effect may also be seen in the agri-food industry. 
 The intersection of CSR and sustainability concerns ises pecially pertinent in the agri-food 
industry. According to many research (Maloni & Brown, 2006; Hartmann, 2011; Manning, 2013; 
Nazzaro et al., 2020), CSR measures are significant to the food industry for a variety of reasons. 
First, the manufacturing process is intrinsically tied to the use of natural resources, namely land, 
water, and energy; thus, the decisions of businesses have direct effects on the environment. 
Second, during the last few decades, several scandals have exposed the health dangers associated 
with food production, prompting consumers to demand greater information on manufacturing 
practices. In addition, consumer tastes are shifting toward ecologically and socially responsible 
goods, and consumers' interest in ethical and social food qualities is growing. Therefore, CSR in 
the agri-food business encompasses several sectors of activity, attracting the attention of academics 
from diverse disciplines and perspectives. Maloni & Brown (2006) listed eight areas of CSR; some 
are universal to all sectors, while others are exclusive to the food supply chain: biotechnology, 
animal welfare, labor and human rights, health and safety, community, environment, fair trade, 
and procurement. Different perspectives have analyzed these issues, focusing primarily on: (i) the 
integration of CSR into the firm's business strategy or the food supply chain (Ross et al., 2015; 
Liapakis et al., 2017); (ii) consumers' perception of CSR (Lerro et al., 2016; Morgan et al., 2018); 
(iii) the relationship between CSR and firm performance or, more generally, value creation in (Fu 
& Shen, 2015; Nazzaro et al., 2020). 
2.2.CSR and job satisfaction 
 The idea of job satisfaction represents the workers' attitude toward their employer and their 
internal emotions (Landis et al., 2015). Job satisfaction is high when individuals associate pleasant 
feelings with their work, employer, and the needs and qualities of their jobs (Robbins & Judge, 
2017). Several variables, according to Robbins and Judge (2017), have the potential to impact the 
perceived work satisfaction of employees. These characteristics may be characterized as work 
type, administration, remuneration, promotion prospects, and connections. On the other side, there 
are elements that might adversely impact work satisfaction. ToBarakat et al. (2016), stress may 
reduce job satisfaction among workers. This might potentially result in a decline in performance. 
The anticipated rise in efficiency, profit, and job satisfaction might also result in an enhanced work 
environment, which has a positive effect on employee job satisfaction (Landis et al., 2015). 
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 The predicted effects of an organization's CSR are contingent upon the meanings workers 
ascribe to the authenticity of corporate intentions through a reflective sensemaking process 
(Aguinis & Glavas, 2019). Thus, the effects of CSR on workers' attitudes and behaviors may be 
assessed by their attribution inferences of company intentions rather than their actual behavior. 
Research demonstrates that work happiness and CSR actions might be positively correlated 
(Valentine & Fleischman, 2008). Mascarenhas et al. (2020) have recently verified the beneficial 
association between work satisfaction and CSR activities. According to Barakat et al. (2016), the 
positive relationship might be due to the fact that CSR can have a good impact on the company's 
image and reputation, which in turn impacts the workers. It is also suggested that CSR activities 
include specific ideals that, when translated into actions, policies, or choices, have the potential to 
increase employee pride. This sentiment may then result in increased work satisfaction (Pérez et 
al., 2018). It might be mentioned that employee work satisfaction would be enhanced if they were 
informed of CSR efforts occurring at the organization. The knowledge of CSR policies may be 
more essential than the rules themselves, since they may be misconstrued by workers, according 
to research (Ellis, 2009). If workers are unaware that their employer engages in CSR efforts, these 
initiatives will have little effect on their well-being or job happiness. 
 Indeed, in agri-food businesses, the issue of CSR becomes even more important because 
the products and services of this industry group have a great impact on the health and life of 
customers. When employees feel that their company implements CSR well, they will be more 
satisfied with their work. On the contrary, when they feel that businesses lack responsibility in 
CSR, they may feel uncomfortable when their work is indirectly having negative impacts on the 
environment - society. Thus, the following hypothesis of this study can be stated: 
 H1: Perceptions of CSR have a positive impact on job satisfaction. 
2.3. Job satisfaction and employee performance 
 Understanding the performance of each person is critical since key management choices 
are based on individual performance (Sonnentag et al., 2008), resulting in the success of the firm. 
Performance can be described as "conduct that produces outcomes''. Individual job performance 
is described as "things that individuals really accomplish, activities that they take, that contribute 
to the objectives of the company" (Campbell & Wiernik, 2015). In addition, performance 
behaviors are "the whole range of work-related behaviors that businesses want individuals to 
exhibit" (Griffin, 2005). 
 Numerous studies have examined the relationship between work happiness and employee 
performance. The majority of respondents responded that job satisfaction has an effect on 
employee performance because job satisfaction has a sign ificant influence on the motivation of 
employees, andthe degree of motivation has an effect on productivity, and therefore also on 
performance (Aziri, 2011). According to Kappagoda (2012), work happiness is one of the elements 
that influences the improvement of task and conceptual performance. Indermun & Bayat (2013) 
concurred that there is an unmistakable association between employee performance and work 
happiness. They imply that psychological and physical incentives have a substantial effect on work 
satisfaction. They felt that workers should be rewarded and driven to achieve job happiness, which 
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would ultimately have a large, beneficial influence on the employees' efficiency and effectiveness, 
and hence result in improved overall performance (Indermun & Bayat, 2013). According to Awan 
et al. (2014), there is a favorable correlation between work satisfaction and employee performance 
in terms of compensation package, degree of security, and incentive system. The relationship 
between work happiness and employee performance is substantial. Thus, the following hypothesis 
of this study can be stated: 
 H2: Job satisfaction has a positive impact on employee performance. 
2.4. Job satisfaction mediates the relationship of CSR and employee performance 
 Attributional arguments offer a good foundation for evaluating how workers' views of CSR 
reasons influence their results, such as job satisfaction (e.g. Glavas & Kelley, 2014; Valentine & 
Fleischman, 2008) and organizational commitment (e.g. Peterson, 2004; Turker, 2009). The 
relationships between CSR, work satisfaction, and organizational commitment have been 
examined extensively (e.g. Rathman et al., 2016). Several research (Iverson & Roy, 1994; Lok & 
Crawford, 2001) indicates the importance of work satisfaction as a mediator for a more thorough 
understanding of commitment antecedents, which drives employee performance. 
 While an organization's CSR is likely to improve workers' work results, individuals' job 
attitudes are more directly influenced by their motivations about the company's socially 
responsible actions (Valentine & Fleischmann, 2008). Through the use of attribution perspectives, 
Erifili-Christina et al. (2021) demonstrate that workers' reactions to corporate CSR activities 
toward organizational commitment are dependant on their job happiness. Job satisfaction may 
serve as a mediator between perceptions of CSR and employee performance because it is directly 
and significantly influenced by perceptions of organizational CSR activity (Koh & Boo, 2001; 
Vlachos et al., 2013) and because satisfied employees are more committed to their organization 
(Kirkman & Shapiro, 2001; Williams & Anderson, 1991). Increased levels of work satisfaction 
are positively correlated with employees' assessments of a company's discretionary CSR efforts 
targeted at improving their welfare and business ethics. Furthermore, external CSR purpose 
attributions exhibit considerable positive relationships with work satisfaction through 
identification and membership (Riordan et al., 1997). In this situation, people working for an 
ethical, value-driven firm are more likely to be perceived favorably by others, allowing them to 
strengthen their social identity and experience more job satisfaction (Vlachos et al., 2013). This 
helps people feel more at ease at work, enables them to perform better, and increases their 
productivity. 
 Thus, the following hypothesis of this study can be stated: 
 H3: Positive relationship between perceptions of CSR and employee performance is 
mediated by job satisfaction. 
2.5 Moderating role of perceived organizational support 
 Recent research has shown that individual differences (e.g., other-regarding values, 
environmental values and communal orientation, age, gender, and national culture) and 
organizational factors (e.g. point of sale, expected benefit to employees from CSR) moderate the 
relationship between CSR perceptions and employee outcomes (Brammer et al. 2007; De Roeck 
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& Delobbe 2012; Ditlev-Simonsen 2015; Evans et al. 2011; Jones et al. 2014). Among the various 
potential moderators, we hypothesize that POS is the most influential on the relationships between 
CSR attitudes and employee performance. Employees are encouraged to create their occupations 
when they perceive organizational support, such as empowerment, independence, supervisor 
support, approval of autonomy, and career growth possibilities. 
 In accordance with social identity theory, in addition to CSR perceptions enabling 
employees to positively make sense of their firm because of its positive reputation or self-image 
through its CSR acts (Ellemers et al. 2004), the availability of organizational support may help 
employees to develop a positive identity and emotional affinity toward their firm because POS 
makes them aware that their firm cares for and provides for their well-being (Rhoades et al. 2001). 
According to Rhoades et al. (2001), "perceived organizational support would also boost emotional 
commitment by satisfying desires for respect, acceptance, and affiliation, leading to the absorption 
of organizational membership and role status into social identity." Thus, the connections between 
CSR attitudes and the ownership of POS may motivate workers to enhance their job performance 
more intrinsically. Consequently, having organizational support enables workers to see their 
company as a care system that provides a variety of advantages, including approval and respect, 
salary and advancement, access to knowledge, and other methods of doing their jobs more 
effectively (Rhoades & Eisenberger 2002). The beneficial impact of CSR perceptions may be 
mirrored by POS from a company, enhancing its favorable influence on employee performance. 
From this, it can be argued that POS moderates the impact of perceptions of CSR on employee 
performance. 
 Thus, the following hypothesis of this study can be stated: 
 Q4: Perceived organizational support moderates the impact of perceptions of CSR on 
employee performance. 
 The conceptual framework is shown in Figure 1.  
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Figure 1. Conceptual framework 
3. Methodology 
3.1. Sample and data collection 

Limitations on financial and technical resources have caused many Vietnamese to ignore 
the benefits of CSR. Most agri-food enterprises are not aware of the importance of CSR and have 
not really taken the initiative to implement corporate social responsibility, especially social 
responsibility to the market, consumers and environmental protection issues. The rate of pesticide 
residues in vegetable products in big cities often exceeds the permissible threshold and has a 
significant impact on the health and even lives of consumers. In addition, many agri-food 
enterprises prioritize profits while ignoring the adverse consequences to the environment. Statistics 
from the Institute of Agricultural and Rural Development Strategy and Policy show that nearly 
60% of agri-food enterprises in Vietnam are using outdated technology, do not have a waste 
treatment process or only treat it through loudspeakers before discharging. This phenomenon is 
not only in small and medium-sized enterprises, but even some large enterprises with brands such 
as Vedan have serious violations of discharging untreated wastewater into Thi Vai River, causing 
heavy pollution to the environment. Although the content of environmental pollution violations 
has been promoted in the media, the policies and actions of local authorities at all levels in Vietnam 
are not strict and strong enough. The majority of businesses find ways to evade responsibility. The 
level of environmental pollution caused by agricultural production and processing activities is 
increasingly alarming, such asthe importance of CSR implementation of agri-food enterprises in 
Vietnam today. 

Data is collected from employees and their managers at argo-food businesses in Vietnam. 
Businesses are randomly selected based on geographic stratification methods. After receiving 
consent to participate in the study, the duration of the in-person surveys will be communicated to 
businesses. If during that time the business has not been able to complete the survey, an online 
survey option will be used instead. The questionnaire is divided into two parts, in which employees 
will fill out a survey with comments on CSR, job satisfaction, and organizational support. At the 
same time , employee performance surveys will beevaluated by managers of these employees. 
After the survey period, the survey forms are consolidated and examined. Finally, 698 valid 
surveys were retained and used for analysis. The method of choice for analyzing the data inthis 
study is PLS - SEM. This is the method that best suits the research objectives and the research 
context. This method allows the examination of linear relationships that evaluate the intermediate 
role and the regulatory role. On the other hand, this study is one that explores new relationships in 
new contexts and simultaneously uses survey data, so according to Hair et al. (2019), PLS - SEM 
is appropriate. 
 
3.2. Measurement 
 Perceptions of CSR are measured based on two aspects (internal and external CSR), 
developed from the study of Chatzopoulou et al. (2022), according to the 5-point Likert scale 
(Strongly disagree - Strongly agree). Both internal and external CSR are measured by 6 items. 
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Two examples for external CSR measurement are "Our business supports employees who acquire 
additional education" and "Our business gives adequate contributions to charities". Two examples 
for Internal CSR measurement are "We are recognized as a trustworthy company" and "Internal 
policies prevent discrimination in employees' compensation and promotion". 
 Job satisfaction is measured by 6 items, developed from the study of Chatzopoulou et al. 
(2022), according to the 5-point Likert scale (Strongly disagree - Strongly agree). Two examples 
for Job satisfaction measurement are "I find real enjoyment in my job" and "Most days I am 
enthusiastic about my job". 

Perceived organizational support are measured by 4 items, developed from the study of 
Hur et al. (2019), according to the 5-point Likert scale (Strongly disagree - Strongly agree). Two 
examples for perceived organizational support measurement are "My organization really cares 
about my well-being" and "Help is available from my organization when I have a problem". 

Employee performance is measured by 4 items, developed from the study of Hur et al. 
(2019), according to the 5-point Likert scale (Strongly disagree - Strongly agree). Two exampl es 
for employee performance measurement are "This employee adequately completed assigned 
his/her duties" and "This employee met the formal performance requirements of his/her job". 
4. Results 
 Measurement model 
 First of all, it is necessary to check the degree of convergence of the scales through Outer 
loading and the AVE coefficient (Hair et al., 2019). According to the results in Table 1, EXCSR1, 
EXCSR2, INCSR6 items were removed due to Outer loading < 0.7 (Henseler et al., 2009) due to 
the failure to ensure the convergence of items. After removing the items mentioned above, the 
Outer loading coefficients are all greater than 0.7, so it is possible to check the next steps. 
According to the results in Table 2, the AVE values are all greater than 0.5, so there is no need to 
edit the variables. 
Table 1: Outer loading 

  
Employee 
performance 

External 
CSR 

Internal 
CSR 

Job 
satisfaction 

Perceived 
organizational 
support 

EMP1 0.817         
EMP2 0.831         
EMP3 0.797         
EMP4 0.791         
EXCSR1   0.635*       
EXCSR2   0.616*       
EXCSR3   0.762       
EXCSR4   0.741       
EXCSR5   0.775       
EXCSR6   0.780       
INCSR1     0.775     
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INCSR2     0.802     
INCSR3     0.773     
INCSR4     0.810     
INCSR5     0.779     
INCSR6     0.649*     
JS1       0.780   
JS2       0.782   
JS3       0.782   
JS4       0.772   
JS5       0.831   
JS6       0.855   
POS1         0.773 
POS2         0.759 
POS3         0.718 
POS4         0.812 

 
 Reliability 
 To assess reliability, this study used three criteria proposed by Hair et al. (2019): 
Cronbach's alpha, rho_A, and composite reliability. The results in table 2 show that Cronbach's 
alpha, rho_A, and composite reliability values are all less than 0.95 and greater than 0.7, thus 
ensuring the reliability suggested by Hair et al. (2019). 
Table 2: Cronbach's alpha, rho_A, and composite reliability 

  
Cronbach's 
Alpha 

rho_A 
Composite 
Reliability 

AVE 

Employee performance 0.824 0.828 0.883 0.655 
External CSR 0.822 0.824 0.882 0.652 
Internal CSR 0.859 0.859 0.899 0.639 
Job satisfaction 0.888 0.891 0.915 0.642 
Perceived organizational 
support 

0.767 0.778 0.850 0.587 

 
 Discriminant validity 

In a linear structural model, differentiation value testing is also important (Henseler et al., 
2015), As proposed by Henseler et al. (2015), the HTMT criterion < 0.85 was used in this study. 
The results in Table 3 showed that the HTMT values were all less than 0.85, satisfying the 
differentiation value according to the criteria of Henseler et al. (2015).  
Table 3: HTMT 
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Employee 
performance 

External 
CSR 

Internal 
CSR 

Job 
satisfaction 

Perceived 
organizational 
support 

Employee 
performance 

     

External CSR 0.101     
Internal CSR 0.264 0.677    
Job satisfaction 0.424 0.322 0.329   
Perceived 
organizational 
support 

0.448 0.332 0.373 0.102  

 
 Multicollinearity 
 Before conducting a structural model evaluation, it is necessary to examine the multilinear 
problem in the model. Based on the proposal of Hair et al. (2019), VIF values will be used to 
approach the multilinear problem in the model. The results in table 4 show that the VIF values are 
all less than 3, satisfying the criteria of Hair et al. (2019). 
Table 4: VIF 

  
Employee 
performance 

External 
CSR 

Internal 
CSR 

Job 
satisfaction 

Perceived 
organizational 
support 

EMP1 1.833         
EMP2 1.789         
EMP3 1.701         
EMP4 1.668         
EXCSR3   1.703       
EXCSR4   1.616       
EXCSR5   1.817       
EXCSR6   1.750       
INCSR1     1.767     
INCSR2     2.009     
INCSR3     1.790     
INCSR4     1.969     
INCSR5     1.836     
JS1       2.022   
JS2       2.069   
JS3       1.853   
JS4       1.771   
JS5       2.331   
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JS6       2.660   
POS1         1.460 
POS2         1.483 
POS3         1.442 
POS4         1.572 

 
 
 Structural model 
 R-square 
Table 5: R-square 

 R Square R Square Adjusted 
Employee 
performance 

0.326 0.322 

Job satisfaction 0.102 0.101 
 The R-square coefficient results (table 5) show that the study model explains 36.2% of 
employee performance. Although this result is not high, because it depends on many other factors, 
it is still acceptable. Overall, the results are comparable to previous studies on the same topic.  

Model estimation results 

 
Figure 2: Estimation results of structural equation model 
The results in table 2 P-value < 0.001 and positive impact factor show that the H1, H2 

hypotheses are supported. In addition, the regulatory impact of perceived organizational support 
on the effect of PCSR on employee performance was also statistically significant. Therefore, the 
H4 hypothesis is supported. Concrete: 
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Figure 3: Moderating role of perceived organizational support 
For employees who feel a lot of support coming from the organization, CSR awareness 

will help to drastically improve the performance of these employees. For employees who do not 
feel supported by the organization, improving CSR awareness will only improve relatively little 
and not significantly performance.  

Regarding the H3 hypothesis, this study examines the intermediate and total effects of CSR 
on employee performance through job satisfaction. The results suggest that job satisfaction acts as 
an intermediary explaining the impact of CSR perceptions on employee performance. However, 
this intermediary role is only partially mediated because the direct impact of CSR perceptions on 
employee performance is still statistically significant in the model. The results of the total impact 
test showed that perceptions of CSR had a positive effect on employee performance through job 
satisfaction and the H3 hypothesis was supported. 

Table 6: Mediating role test 

  
Path 
coefficient 

P-
value 

Supporte
d 

Perceptions of CSR → Job Satisfaction → Employee 
Performance 

0.076 0.000 Yes 

Perceptions of CSR → Employee Performance (Direct 
impact) 

0.290 0.000 Yes 

Perceptions of CSR → Employee Performance (Total impact) 0.366 0.000 Yes 
 

5. Discussion and conclusion 
Instead of focusing primarily on the effects of CSR implementation at the macro level of 

most previous studies (Aguinis & Glavas, 2012), this study explored the role of CSR on job 
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satisfaction and employee performancein businesses. The context highlighted in this study is agro-
food enterprises, which have a strong influence on the health of consumers. In this study, the 
mediating role of job satisfaction was explored. The study expects that employees' perceptions of 
CSR will be able to improve their performance through satisfaction.  

Analysis of survey data shows that CSR has a positive effect on employee satisfaction. This 
is a consensus result with many previous studies such as (Brammer et al., 2007; Hur et al., 2021; 
Closon et al., 2015; Fu et al., 2014; Kim et al., 2017; M. Lee & Kim, 2013). When the requirements 
for the quality of agricultural products are increasing, both in the domestic and international 
markets, good implementation of social responsibilities will help agro-food enterprises in Vietnam 
not only improve their external competitive advantage but also improve internal performance. Agr 
o-food businesses need to be ethical. This is reflected in the CSR policies they put in place. When 
employees are aware that the actions of the business are ethical and correct, they are more satisfied 
with their work because there is no need to be skeptical about their own ethics. When working at 
irresponsible agro-food businesses , employees will tend to be non-compliant and dissatisfied with 
the job because they perceive that their current job may harm others.  In summary, 
employees' perceptions of corporate social responsibility will have a very positive effect on job 
satisfaction. Managers in agro-food enterprises should mention, inform, and interpret the CSR 
policies of the enterprise to their employees. The implementationof CSR policies has great 
significance for agro-food businesses in building an image with partners and authorities, however, 
informing and interpreting employees in the business can also bring similar meanings. Businesses 
need to find ways to convey the CSR achievements they have achieved to employees to improve 
employee satisfaction and reinforce employee attitudes De Roeck et al. (2014), Dhanesh (2014 ), 
Farooq et al (2014).  

The results in this study also support the positive impact of job satisfaction on employee 
performance. If employees in agro-food businesses are more satisfied with their current jobs, the 
efficiency of these employees will increase. Employees working in the agricultural sector are 
constantly exposed to the environment of dirt and harmful chemicals. Therefore, they need to have 
a strong source of motivation to be able to do their job well instead of avoiding work. toxic. 
Increasing job satisfaction will be a good cause to improve the motivation and morale of these 
employees. Agro-food businesses can adopt rotating shifts for employees to improve their 
satisfaction and efficiency. Employee-oriented adjustments, including leisure time, rest time, and 
work regulation systems can reduce work pressure, thus increasing job satisfaction. 

In summary, the research results confirm the positive relationship between CSR, job 
satisfaction and employee performance. Through intermediary role testing, the positive impact of 
CSR on employee performance through the mediated role of job satisfaction was found in this 
study. This result is similar to many previous studies such as those of Erhemjamts et al. (2013), 
Sun (2015), Rahman et al. (2016), Manzoor et al. (2019). When employees sense that the business 
is trying to implement CSR, they will be more sympathetic to the business and satisfied with the 
current job. From there, positive thoughts and motivation to contribute more will appear, helping 
employees make more and more efforts to work more effectively. If businesses perform well in 
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CSR, it increases confidence in the promotion that employees will achieve when they do a good 
job. Therefore, raising employees' awareness of CSR of the business will be an indispensable trend 
in the future if businesses want to improve the performance of employees.  

In addition to these findings, the study found the regulatory role of perceived organizational 
support on the impact of CSR on employee performance. Overall, the positive impact of CSR on 
employeperformance has been confirmed but this impact will be stronger if employees receive 
better support from the business. This finding is similar to the results of some previous studies 
such as those of Hur et al. (2021), Chuang and Liao (2010). When employees do not feel the 
support coming from the organization such as care and respect, the employee's attitude towards 
the business becomes very negative. At that time, employees will not recognize and distrust the 
CSR activities of thebusiness. As a result, your CSR activities cannot significantly boost employee 
performance. Thus, perceived organizational support will be a foundation to transform the success 
of CSR implementation into better employee performance,removing negative psychological 
barriers of employees. These results imply that agro-food businesses need to aim to improve both 
employee awareness of CSR and organizational support. Possible solutions to improve the 
organization's awareness of employee support include providing adequate resources for employees 
to get things done, improved rewards, and equity in the organization. Communication about the 
CSR activities of agro-food enterprises also needs to be associated with the support messages that 
the organization brings to employees to promote positive perceptions of the image of the business 
and thereby increase both job satisfaction and employee performance. ance. Finally, the 
implementation of training activities for employees to raise awareness of CSR of the business as 
well as the support methods of the organization will be an effective solution that agro-food 
businesses should aim for. 
References 
Aguinis, H., & Glavas, A. (2012). What we know and don't know about corporate social 

responsibility: A review and research agenda. Journal of management, 38(4), 932-968. 
Aguinis, H., & Glavas, A. (2019). On corporate social responsibility, sensemaking, and the search 

for meaningfulness through work. Journal of Management, 45(3), 1057–1086. 
Awan, A. G., & Asghar, I. (2014). Impact of employee job satisfaction on their performance: A 

case study of banking sector in Muzaffargarh District, Pakistan. Global Journal of Human 
Resource Management, 2(4), 71-94. 

Aziri, B. (2011). Job Satisfaction: A Literature Review. Management Research and Practice, 3(4), 
77-86. Retrieved 10 11, 2016.  

Barakat, S.R., Isabella, G., Boaventura, J.M.G. and Mazzon, J.A. (2016), The influence of 
corporate social responsibility on employee satisfaction, Management Decision, 54(9), pp. 
2325-2339. https://doi.org/10.1108/MD-05-2016-0308  

Brammer, S., Millington, A., & Rayton, B. (2007). The contribution of corporate social 
responsibility to organizational commitment. The International Journal of Human Resource 
Management, 18(10), 1701-1719. 



 
 
 

10640 
 

Ann. For. Res. 65(1): 10625-10644, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 
 

© ICAS 2022 

Campbell, J., & Wiernik, B. (2015). The Modeling and Assessment of Work Performance. The 
Annual Review of Organizational Psychology and Organizational Behavior, 2, 47 - 74. 
Retrieved 10 August 14, 2016.  

Carmeli, A., Gilat, G., & Waldman, D. A. (2007). The role of perceived organizational 
performance in organizational identification, adjustment and job performance. Journal of 
Management Studies, 44, 972–992 

Chuang, C.-H., & Liao, H. (2010). Strategic human resource management in service context: 
Taking care of business by taking care of employees and customers. Personnel Psychology, 
63, 153–196. 

Closon, C., Leys, C., & Hellemans, C. (2015). Perceptions of corporate social responsibility, 
organizational commitment and job satisfaction. Management Research: The Journal of the 
Iberoamerican Academy of Management. 

Commission of the European Communities (CEC) (2002) Corporate social responsibility: a 
business contribution to sustainable development. COM (2002) 347. European Commission, 
Brussels.  

De Roeck, K., & Delobbe, N. (2012). Do environmental CSR initiatives serve organizations' 
legitimacy in the oil industry? Exploring em- ployees' reactions through organizational 
identification theory. Journal of Business Ethics, 110, 397–412.  

De Roeck, K., Marique, G., Stinglhamber, F., & Swaen, V. (2014). Understanding employees' 
responses to corporate social responsibility: mediating roles of overall justice and 
organisational identification. The international journal of human resource management, 
25(1), 91-112. 

Dhanesh, G. S. (2014). CSR as organization-employee relationship management strategy: A case 
study of socially responsible information technology companies in India. Management 
Communication Quarterly, 28, 130–149. 

Ditlev-Simonsen, C. D. (2015). The relationship between Norwegian and Swedish employees' 
perception of corporate social responsibility and affective commitment. Business & Society, 
54, 229–253.  

El Akremi, A.; Gond, J.-P.; Swaen, etc.; De Roeck, K.; Igalens, J. How Do Employees Perceive 
Corporate Responsibility? Development and Validation of a Multidimensional Corporate 
Stakeholder Responsibility Scale. J. Manag. 2018, 44, 619–657.  

Ellemers, N., De Gilder, D., & Haslam, S. A. (2004). Motivating individ- uals and groups at work: 
A social identity perspective on leadership and group performance. Academy of 
Management Review, 29, 459– 478.  

Ellis, A. D. (2009). The impact of corporate social responsibility on employee attitudes and 
behaviors. Academy of Management Proceedings, 2009(1), 1–6. 
https://doi.org/10.5465/ambpp.2009.44251836  

Erhemjamts, O., Li, Q., & Venkateswaran, A. (2013). Corporate social responsibility and its 
impact on firms' investment policy, organizational structure, and performance. Journal of 
business ethics, 118(2), 395-412. 



 
 
 

10641 
 

Ann. For. Res. 65(1): 10625-10644, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 
 

© ICAS 2022 

Erifili-Christina Chatzopoulou;Dimitris Manolopoulos; Vasia Agapitou; (2021). Corporate Social 
Responsibility and Employee Outcomes: Interrelations of External and Internal Orientations 
with Job Satisfaction and Organizational Commitment. Journal of Business Ethics, (), –. 
doi:10.1007/s10551-021-04872-7 

Evans, W. R., Davis, W. D., & Frink, D. D. (2011). An examination of employee reactions to 
perceived corporate citizenship. Journal of Applied Social Psychology, 41, 938–964.  

Farooq, O., Payaud, M., Merunka, D., & Valette-Florence, P. (2014). The impact of corporate 
social responsibility on organizational commitment: Exploring multiple mediation 
mechanisms. Journal of business ethics, 125(4), 563-580. 

Farooq, O., Rupp, D. E., & Farooq, M. (2017). The multiple pathways through which internal and 
external corporate social responsibility influence organizational identification and multifoci 
outcomes: The moderating role of cultural and social orientations. Academy of management 
journal, 60(3), 954-985. 

Fu YJ, Shen JQ (2015) Correlation Analysis between Corporate Social Responsibility and 
Financial Performance of Chinese Food-processing Enterprises. Adv J Food Sci Technol 7: 
850–856. 

Fu, H., Ye, B. H., & Law, R. (2014). You do well and I do well? The behavioral consequences of 
corporate social responsibility. International Journal of Hospitality Management, 40, 62-70. 

Glavas, A. (2016). Corporate social responsibility and organizational psychology: An integrative 
review. Frontiers in Psychology, 7, 144 

Glavas, A., & Kelley, K. (2014). The effects of perceived corporate social responsibility on 
employee attitudes. Business Ethics Quarterly, 24(2), 165–202.  

Griffin, R. (2005). Management (8 ed.). New York: Houghton Mifflin Company.  
Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the 

results of PLS-SEM. European business review, 31(1), 2-24. 
Hartmann M (2011) Corporate social responsibility in the food sector. Eur Rev Agric Econ 38: 

297–324. 
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant 

validity in variance-based structural equation modeling. Journal of the academy of marketing 
science, 43(1), 115-135. 

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use of partial least squares path 
modeling in international marketing. In New challenges to international marketing. Emerald 
Group Publishing Limited. 

Hur, W. M., Moon, T. W., & Choi, W. H. (2021). The role of job crafting and perceived 
organizational support in the link between employees' CSR perceptions and job 
performance: A moderated mediation model. Current Psychology, 40(7), 3151-3165. 

Hur, W., Moon, T., & Ko, S. (2018). How employees' perceptions of CSR increase employee 
creativity: Mediating mechanisms of compassion at work and intrinsic motivation. Journal 
of Business Ethics., 153, 629–644 



 
 
 

10642 
 

Ann. For. Res. 65(1): 10625-10644, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 
 

© ICAS 2022 

Indermun, V., & Bayat, M. (2013). The Job satisfaction-Employee performance relationship:a 
theoretical perspective. International journal of Innovative Research in Management, 11(2), 
1-9.  

Iverson, R. D., & Roy, P. (1994). A causal model of behavioral commit- ment: Evidence from a 
study of Australian blue-collar employ- ees. Journal of Management, 20(1), 15–41.  

Jones, D. A. (2010). Does serving the community also serve the company? Using organizational 
identification and social exchange theories to understand employee responses to a 
volunteerism programme. Journal of Occupational and Organizational Psychology, 83, 857– 
878. 

Jones, D. A., Willness, C. R., & Madey, S. (2014). Why are job seekers attracted by corporate 
social performance? Experimental and field tests of three signal-based mechanisms. 
Academy of Management Journal, 57, 383–404.  

Kappagoda, S. (2012). Job satisfaction and its impact on task and contextual performance in the 
banking sector in Sri Lanka. 1st International Conference on Management and Economics 
2012. Sahiwal: COMSATS Institute of Information Technology. Retrieved 10 14, 2016.  

Kim, B. J., Nurunnabi, M., Kim, T. H., & Jung, S. Y. (2018). The influence of corporate social 
responsibility on organizational commitment: The sequential mediating effect of 
meaningfulness of work and perceived organizational support. Sustainability, 10(7), 2208. 

Kim, H. L., Rhou, Y., Uysal, M., & Kwon, N. (2017). An examination of the links between 
corporate social responsibility (CSR) and its internal consequences. International Journal of 
Hospitality Management, 61, 26-34. 

Kirkman, B. L., & Shapiro, D. L. (2001). The impact of cultural values on job satisfaction and 
organizational commitment in self-man- aging work teams: The mediating role of employee 
resistance. Academy of Management Journal, 44(3), 557–569.  

Koh, H. C., & Boo, E. H. Y. (2001). The link between organizational ethics and job satisfaction: 
A study of managers in Singapore. Journal of Business Ethics, 29(4), 309–324.  

Landis, E. A., Vick, C. L., & Novo, B. N. (2015). Employee attitudes and job satisfaction. Journal 
of Leadership, Accountability & Ethics, 12(5), 37–42.  

Lee, M., & Kim, W. (2013). The effect of perceived corporate social responsibility on hotel 
employee's attitude and behavior toward the organization. International Journal of Tourism 
Sciences, 13(3), 51-74. 

Lerro M, Raimondo M, Freda R (2016) Determinants of corporate social responsibility support: A 
consumers' perspective. Quality - Access to Success 1: 172–180. 

Liapakis A, Costopoulou C, Tsiligiridis T, et al. (2017) Studying Corporate Social Responsibility 
Activities in the Agri-Food Sector: The Greek Case. Int J Agric Environ Inf Syst 8: 1–13. 

Lok, P., & Crawford, J. (2001). Antecedents of organizational com- mitment and the mediating 
role of job satisfaction. Journal of Managerial Psychology, 16(8), 594–613.  

Maloni M J, Brown M E (2006) Corporate social responsibility in the supply chain: an application 
in the food industry. J Bus Ethics 68: 35–52. 



 
 
 

10643 
 

Ann. For. Res. 65(1): 10625-10644, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 
 

© ICAS 2022 

Manning L (2013) Corporate and consumer social responsibility in the food supply chain. Brit 
Food J 115: 9–29. 

Manzoor, F., Wei, L., Nurunnabi, M., Subhan, Q. A., Shah, S. I. A., & Fallatah, S. (2019). The 
impact of transformational leadership on job performance and CSR as mediator in SMEs. 
Sustainability, 11(2), 436. 

Mascarenhas, C., Mendes, L., Mar ques, C., & Galvão, A. (2020). Exploring CSR's influence on 
employees' attitudes and behaviours in higher education. Sustainability Accounting, 
Management and Policy Journal, 11(4), 653–678. https://doi.org/10.1108/SAMPJ-04-2018-
0101  

Morgan CJ, Olynk Widmar NJ, Wilcoxc MD, et al. (2018) Perceptions of Agriculture and Food 
Corporate Social Responsibility. J Food Prod Mark 24: 146–162. 

Nazzaro C, Stanco M, Marotta G (2020) The life cycle of corporate social responsibility in agri-
food: value creation models. 12: 1287. 

Organisation for Economic Co-operation and Development (OECD) (2001) Corporate social 
responsibility: partners for progress. OECD, Paris.  

Pérez, S., Fernández-Salinero, S., & Topa, G. (2018). Sustainability in organizations: perceptions 
of corporate social responsibility and Spanish employees' attitudes and behaviors. 
Sustainability, 10(10), 3423. https://doi.org/10.3390/su10103423  

Peterson, D. K. (2004). The relationship between perceptions of cor- porate citizenship and 
organizational commitment. Business & Society, 43(3), 296–319.  

Rahman, S., Haski-Leventhal, D., & Pournader, M. (2016). The effect of employee CSR attitudes 
on job satisfaction and organizational commitment: evidence from the Bangladeshi banking 
industry. Social Responsibility Journal. 

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the 
literature. Journal of Applied Psychology, 87, 698– 714. 

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the organization: The 
contribution of perceived organizational support. Journal of Applied Psychology, 86, 825–
836. 

Riordan, C. M., Gatewood, R. D., & Bill, J. B. (1997). Corporate image: Employee reactions and 
implications for managing cor- porate social performance. Journal of Business Ethics, 16(4), 
401–412.  

Judge, T. A., & Robbins, S. P. (2017). Organizational behavior. Pearson.  
Ross RB, Pandey V, Ross KL (2015) Sustainability and strategy in U.S. agri-food firms: An 

assessment of current practices. Int Food Agribusiness Manag Rev18: 17-48. 
Rupp, D. E., & Mallory, D. B. (2015). Corporate social responsibility: Psychological, person-

centric, and progressing. Annual Review of Organizational Psychology and Organizational 
Behavior, 2(1), 211–236. 

Sonnentag, S., V., Olmer, J., & Spychala, A. (2008). Job Performance. (B. Julian, Ed.) SAGE, 1, 
427- 447. Retrieved 10 August 14, 2016.  



 
 
 

10644 
 

Ann. For. Res. 65(1): 10625-10644, 2022 
ISSN: 18448135, 20652445 

ANNALS OF FOREST RESEARCH 
https://www.e-afr.org/ 
 

© ICAS 2022 

Sun, L., & Yu, T. R. (2015). The impact of corporate social responsibility on employee 
performance and cost. Review of Accounting and Finance, 14(3), 262-284. 

Sundström, A.; Ahmadi, Z. The Mediating Role of CSR on the Market Orientation and Strategic 
Performance Relationship—A Study of the Public Housing Companies in Sweden. 2019, 11, 
1537.  

Turker, D. (2009). How corporate social responsibility influences organizational commitment. 
Journal of Business Ethics, 89(2), 189–204.  

Valentine, S., & Fleischman, G. (2008). Ethics programs, perceived corporate social responsibility 
and job satisfaction. Journal of business ethics, 77(2), 159-172. 

Vlachos, P. A., Epitropaki, O., Panagopoulos, N. G., & Rapp, A. A. (2013). Causal attributions 
and employee reactions to corporate social responsibility. Industrial and Organizational 
Psychology, 6(4), 334–337.  

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment as 
predictors of organizational citizenship and in-role behaviors. Journal of Management, 
17(3), 601–617.  

World Business Council for Sustainable Development (WBCSD) (2000) Corporate social 
responsibility: making good business sense. World Business Council for Sustainable 
Development, Geneva.  

Wrzensniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active 
crafters of their work. Academy of Management Review, 26, 179–201. 

 
 


