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SAMMANDRAG: På senare tid har Corporate Social Responsibility (CSR) blivit en allt 

viktigare företagsfråga. Det har dock framhävts att otillräcklig forskning har ägnats åt att dess 

inverkan på anställda. Syftet med denna studie varit att undersöka effekten av CSR, riktad 

mot externa intressenter, på anställdas arbetsmotivation. För detta ändamål har en fallstudie 

av en svensk bank genomförts. Först utfördes en kartläggning av bankens CSR. Sedan 

utvecklades ett konceptuellt ramverk inspirerat av dels kartläggningen av bankens CSR, och 

dels av Hackman och Oldhams Job Diagnostic Survey. Därefter distribuerades en 

psykometrisk undersökning till 117 anställda i ett av bankens sex affärsområden. Detta i syfte 

att försöka fånga in den potentiella motivationseffekten av bankens CSR. Den huvudsakliga 

upptäckten av studien indikerar ett positivt samband mellan upplevd CSR och 

arbetsmotivation. Dessutom, utav de valda måtten för arbetsmotivation, visade sig upplevd 

meningsfullhet generera den tydligaste kopplingen till CSR, följt av upplevt ansvarstagande 

och feedback. Följaktligen är den viktigaste slutsatsen, inom ramen för denna studie, att 

arbetsmotivation påverkas positivt av CSR. 

 

NYCKELORD: Corporate Social Responsibility, arbetsmotivation, Job Diagnostic Survey, 

meningsfullhet, ansvarstagande, feedback 
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ABSTRACT: In recent times, Corporate Social Responsibility (CSR) has become an 

increasingly important corporate issue. It has, however, been argued that insufficient research 

has been dedicated to its impact on employees. The purpose of this study has been to examine 

the effect of CSR directed at external stakeholders on employee motivation. In order to do so, 

a case study on a Swedish bank was conducted. First, a mapping of the bank's CSR was carried 

out. Thereafter, a conceptual framework inspired by the mapping of the bank's CSR as well as 

by Hackman and Oldham's Job Diagnostic Survey was developed. Second, a psychometric 

survey was distributed to 117 of the bank's employees in one of its six regional business units. 

This was done in order to capture the potential motivational effect of the CSR of the bank. The 

principal finding of the study indicates a positive relationship between perceived CSR and work 

motivation. Furthermore, out of the selected measures of work motivation, experienced 

meaningfulness provided the most distinct connection to CSR, followed by experienced 

responsibility and feedback. Accordingly the most important conclusion, within the scope of 

this study, is that CSR positively affects work motivation. 

 

KEYWORDS: Corporate Social Responsibility, work motivation, Job Diagnostic Survey, 

meaningfulness, responsibility, feedback 
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1. INTRODUCTION 

 

We live in times when reports on Corporate Social Responsibility (CSR) are almost as frequent 

as reports on financial statements. Corporate Social Performance (CSP) is being continuously 

assessed by ranking organizations, and even though these ranking methodologies might be 

questionable, they attract considerable publicity. Activists and media are holding companies 

responsible for social issues. Governments and miscellaneous other governing bodies legislate 

to increase the social accountability of companies. In other words, CSR has become an 

inescapable priority for corporate executives. (Porter & Kramer, 2006) However, CSR is not 

limited to social or legal obligations. Stakeholders are increasingly interested in CSR, and prefer 

to deal with companies that conform to their preferences regarding social and environmental 

issues. Moreover, CSR commitment is positively linked to image and reputation as well as to 

the ability of companies to attract, retain, and motivate employees. For these reasons, CSR can 

also be an asset. (Calabrese et al., 2015)  

 

Extensive research has been conducted on the subject of CSR. Even before the term was coined, 

researchers studied social concerns of corporations. However, despite the vast extent of existing 

research, the inherent knowledge can be considered fragmented and neither conclusive nor 

exhaustive. For instance, research on CSR has predominantly been focused on external 

stakeholders at the macro level. (Aguinis & Glavas, 2012) This calls for further research at the 

micro level as well as on internal stakeholders, as requested by Aguilera et al. (2007), Ellen et 

al. (2006), and Vlachos et al. (2012), among others. Correspondingly, scholars have recently 

begun to explore CSR at the micro level. Some of this research have been directed at employees, 

and these studies have found that CSR have potentially desirable effects on individual 

employees (Glavas & Kelley, 2014).  

 

Employees have been found to play an important role in supporting and implementing CSR. 

Since outcomes of CSR initiatives largely depend on daily corporate behavior, the employees' 

willingness to collaborate is fundamental. However, in order for employees to be responsive to 

CSR initiatives, they need to be motivated to deliver on the CSR requirements as well as to 

attaining the goals of corporate social behavior. (Collier & Esteban, 2007) This is unsurprising 

since motivation is the inductive force of action, and hence a driving force of performance. 

Therefore, it is also unsurprising that motivation is a cornerstone in the workplace. The 

resources organizations devote to enhance the abilities of their employees are wasted to the 
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extent that the employees choose not to be accommodating. (Latham, 2012) Unexpectedly 

though, insufficient research has been dedicated to the impact of CSR on employee motivation 

and dimensions thereof. 

 

The purpose of this study is to further the research on CSR at the micro level. Specifically, this 

study will examine CSR directed at external stakeholders, and its impact on the work motivation 

of employees. To achieve this, a case study on one of Sweden's largest banks, in terms of 

revenue and number of employees, was conducted. The interest in the financial sector in this 

context is twofold. First, it is of significant importance to the economic infrastructure of society, 

which brings about scrutiny. Second, the financial sector is one where socially irresponsible 

conduct can attract intense media attention, which according to Calabrese et al. (2015) promotes 

CSR activities. In order to fulfill the purpose of this study, the following research question is 

intended to be answered: "How does the perceived CSR directed at external stakeholders affect 

employee motivation?". Intuition as well as indications from extant research on the impact of 

CSR on employee motivation indicates a positive effect, which this study aspires to measure 

through selected indicators of work motivation. 

 

Hereinafter, a literary review of relevant research on CSR and motivation will be provided. 

That section will end in a conceptual framework, which will be applied throughout the study. 

Thereafter the selected research methodology will be presented. Finally, the result of the study, 

and the discussion and implications thereof, will be presented in the concluding sections.
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2. LITERARY REVIEW 

 

2.1 Research on CSR 

There seems to be no established conceptualization or definition of CSR that is considered 

universal. In a literary review of research on CSR, Peloza (2009) found 36 unique 

conceptualizations and metrics of CSR. Furthermore, similar concepts such as CSP, sustainable 

development, stakeholder theory and corporate citizenship can be considered to be related to, 

and coincide with the content of CSR. However, one important and influential definition of 

CSR is the one of Carroll (1979), which states that CSR is the economic, legal, ethical, and 

discretionary expectations that society has on organizations at a given point in time. It is here 

necessary to clarify that the term discretionary expectations captures all expectations that are 

not categorized as economic, legal or ethical. However, since expectations are social 

constructions that change in accordance with societal norms, the implications of definitions of 

CSR should change accordingly over time. (Glavas & Kelley, 2014) Some other widespread 

conceptualizations are those developed or enhanced by Carroll (1999), Peloza (2009), Waddock 

(2004), and Aguinis (2011). For the execution of this study, a definition that captures the 

Swedish context will be used. This definition is highlighted by CSR Sweden, the national 

partner of CSR Europe, which is the leading network for CSR in Europe. The definition reads 

as follows: CSR is "an active corporate commitment to societal development" (CSR Sweden, 

2015).  

 

One of the most cited theories related to CSR is the stakeholder theory, which was developed 

by Freeman (1984). It was initially constructed as a pragmatic and strategic approach for 

organizations to be cognizant of stakeholders in order to achieve superior performance. 

Accordingly, the fundamental premise of the theory is that organizations should be managed in 

the interests of all its constituents, and not only in the interest of its shareholders. (Laplume et 

al., 2008) However, the philosophical validity of the stakeholder approach is debated and 

questioned. For instance, Friedman (1962, 1970) claims that social responsibility is a human 

concern that cannot be assumed by corporations. This view is supported by other scholars such 

as Henderson (2001), who argues that companies have no social responsibilities beyond 

generation of wealth. Another opponent of the stakeholder theory is Jensen (2002), who claims 

that firms should embrace value maximization as the single corporate objective. Furthermore, 

scholars argue about the empirical validity of the extant research on CSR. (Laplume et al., 2008) 
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However, despite these disagreements, the stakeholder approach has gained momentum in the 

light of increased reporting of social and ethical misconduct or negligence, alongside with 

heightened scrutiny by consumers and media. Thus, regardless of the validity of the 

philosophical schools of thought on social responsibility, there exists increasing external and 

internal pressure on organizations to attend to social issues (Aguilera et al., 2007). 

 

2.1.1 CSR at the macro level 

Research on CSR has been predominantly conducted at the macro level of analysis, that is, at 

the institutional and organizational level. In a review of extant literature on CSR, Aguinis and 

Glavas (2012) summarized this research in several categories. These categories are predictors 

of CSR, mediators of CSR, moderators of CSR, and outcomes of CSR. This categorization 

proves that CSR can be treated as a phenomenon that affects, as well as being affected by, other 

factors. These variations in levels of analysis and theoretical orientations demonstrate the scope 

of CSR, and therefore its potential as a subject for research. (Aguinis & Glavas, 2012) 

 

Regarding the impact of CSR, the empirical findings range from positive to negative, neutral, 

contradictive, inconclusive and allegedly methodically imperfect. The most researched impact 

of CSR is perhaps Corporate Financial Performance (CFP). This research varies in fundamental 

aspects such as time horizon and methodology, which has generated inconsistent conclusions. 

One of the most important studies, conducted by McWilliams and Siegel (2001), implies a 

neutral relationship between CSR and profitability. However, subsequently, Orlitzky et al. 

(2003) found a positive correlation between CSP and CFP, which is a result that has been argued 

to hold. (Aguilera et al., 2007) Furthermore, a sample of other researched outcomes of CSR at 

the macro level are increased capital (Godfrey, 2005), future regulatory costs (Richardson et 

al., 1999), reduced risk (Bansal & Clelland, 2004; Godfrey et al., 2009; McGuire et al., 1988), 

competitive advantage (Greening & Turban, 2000), attractiveness to investors (Graves & 

Waddock, 1994), perceived quality of management and management practices (Waddock & 

Graves, 1997a, 1997b), operational efficiency (Sharma & Vredenburg, 1998), product quality, 

and enhanced demographic diversity. (Johnson & Greening, 1999) 

 

2.1.2 CSR at the micro level 

Properties of CSR at the micro level, that is, at the group and individual levels of analysis, are 

less explored than at the macro level. (Aguinis & Glavas, 2012) This is a prevailing notion, 

which is surprising since CSR is argued to be a multidimensional construct that affects, and is 
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affected by, multiple actors at different levels of analysis. Moreover, these actors interact across 

and within these levels of analysis. Hence, CSR can be described as a concept that bridges 

different levels, such as the macro and micro levels. (Aguilera et al., 2007) 

 

As with research on CSR at the macro level, CSR at the micro level has been explored from 

several analytical perspectives, although not at the same length. (Aguinis & Glavas, 2012) 

Branco and Rodriguez (2006) have found positive relationships between CSR and favourable, 

although comprehensive, employee attributes such as loyalty, motivation, and morale. These 

findings are supported by the literary review conducted by Aguinis and Glavas (2012). Among 

other results, they have concluded that the impact of CSR on employees include employee 

identification with the organization (Carmeli et al., 2007), organizational citizenship behaviour, 

employee retention and in-role performance, (Jones, 2010) employee engagement and creative 

involvement (Glavas & Piderit, 2009), employee commitment (Maignan et al., 1999), firm 

attractiveness to prospective employees (Greening & Turban, 2000; Turban & Greening, 1997), 

and improved employee relations (Agle et al., 1999; Glavas & Piderit, 2009). 

 

2.2 Research on motivation 

The concept of motivation is tremendously complex, and the research and theory thereon is 

correspondingly extensive. Still, what has been stated with certainty remains little with respect 

to the immenseness of the field. (Herzberg, 2003) However, what is conventionally accepted is 

that motivation concerns direction, energy, persistence, and equifinality or, in other words, all 

aspects of activation and intention. Hence, motivation is of obvious interest and value, in 

academics as well as in the real world. (Ryan & Deci, 2000) Pritchard et al. (2002) defines 

motivation as a cognitive resource allocation process in which a person makes choices as to the 

time and energy that are to be allocated to an array of motives or tasks. (Latham, 2012) 

 

2.2.1 Work motivation 

In extending the complexity of motivation referred to by Herzberg, another dimension is added 

when motivation is placed in a professional context (Björklund, 2001). In spite of the 

comprehensiveness of the extant research on the subject, there is no definitive definition of 

work motivation. However, there are well established definitional aspirations that enweaves the 

history of research and theory on the subject. One such definition was constructed by Pinder 

(1998) and reads as follows: work motivation is "a set of energetic forces that originate both 
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within as well as beyond an individual's being, intensity, and duration". Because of the 

comprehensiveness of Pinder's definition, it is considered to be consistent with most other 

renowned or recognized definitions. This comprehensiveness can be derived from the multi-

dimensional character of the conceptualization; it accommodates the notion that behaviour is 

determined by both conscious and unconscious motive states, as well as the diversity of external 

and internal factors. (Latham, 2012) Given the importance of motivation stated by Ryan and 

Deci, the general benefit of work motivation is self-explanatory: motivation produces. (Ryan & 

Deci, 2000) 

 

2.3 Work motivation in a CSR context 

As mentioned, there is a considerable quantum of frameworks, models and theories that aspire 

to explain or predict work motivation. Lock and Latham (2004) have developed an integrative 

model of the most renowned theories on work motivation. In this framework, the Job 

Characteristics Theory (JCT) by Hackman and Oldham is included as a theory for work design 

based on work motivation. (Latham, 2012) Hackman and Oldham subsequently developed the 

Job Diagnostic Survey (JDS) as an instrument for assessing the JCT through a Motivating 

Potential Score (MPS). The MPS is a mathematical product of the main dimensions of the JDS: 

meaningfulness, responsibility, and feedback. Since the MPS is a mathematical product, all 

dimensions are given equal importance. (Hackman & Oldham, 1975) The JDS, or variations 

thereof, has been applied and examined extensively as well as criticized. Hackman and Oldham 

(1976) themselves concluded that the JDS fails to predict employee absenteeism and 

performance sufficiently well. Moreover, in a meta-analysis of the research on JCT, Fried & 

Ferris (1987) concluded that the main uncertainties of the theory are related to its non-

exhaustiveness in predicting work motivation in its entirety. However, as will be accounted for, 

the measurements of the JDS has been found appropriate for assessing work motivation in 

relation to the nature of CSR. 

 

2.3.1 Meaningfulness 

Meaningfulness can be categorized as an important intrinsic motivator for employees 

(Chalofsky & Krishna, 2009). Hackman and Oldham (1975) argues that meaningfulness in 

work has positive motivational effects on employees by referring to two constructs that are 

claimed to be contextually connected. These constructs are task identity and task significance, 

out of which task significance is considered to be the most related predictor. Despite the fact 
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that these predictors were initially intended as job characteristics, they have been extrapolated 

to wider applications. For instance, Grant (2008) found that the perception of social impact and 

social worthwhileness influences employees’ sense of significance and purpose. 

Correspondingly, Pratt and Ashforth (2003) proposed that employees’ sources of 

meaningfulness stretches beyond individual job characteristics to the awareness of working for 

certain organizations. Thus, employee meaningfulness can be derived from organizational 

membership. Furthermore, Beadle and Knight (2012) stated that meaningfulness can be gained 

from work that is aligned with employee virtues. This entails that employees can experience 

meaning by contributing to a greater cause through organizational membership, which has been 

further supported by Rosso et al. (2010). These indications are aligned with a framework 

developed by Bellah et al. (1985), and Schwartz (1986, 1994), and continued by Wrzniewski 

(2003), which hypothesized that one employee orientation to work is to reach fulfillment 

through making the world a better place. Hence, the connection between meaningfulness and 

work motivation is recognized and supported by several scholars. Furthermore, meaningfulness 

is related to other concepts that are related to work motivation. As an example, Woods and 

Sofat (2013) found a direct connection between meaningfulness on the one hand, and 

importance and worthwhileness on the other, whereas the latter are further related to work 

engagement, which in turn can be considered as a mediator of work motivation (Kahn, 1990). 

 

2.3.2 Responsibility 

Responsibility as a predictor of work motivation is conventionally referred to as accountability 

and autonomy within particular jobs. In Hackman and Oldham's (1975) JDS, responsibility is 

interpreted as the ability of employees to act responsibly. This requires a certain level of 

autonomy, which refers to the degree that employees experience independence, and 

subsequently can assume responsibility for their work. (Hackman & Oldham, 1975) This 

criteria can be extended by including responsibility for the work of others. According to a study 

by van der Vegt et al. (1998), a measure of experienced responsibility that includes 

responsibility for the work of others constitutes an enhanced predictor of work motivation. This 

indicates that feelings of responsibility stretches beyond specific job characteristics, and 

therefore also the individual span of autonomy. Similar to the above mentioned sources of 

meaningfulness, contribution to a greater cause can be thought to influence employees' sense 

of responsibility. This is aligned with the notion that meaning and purpose are related to 

accountability and responsibility. However, contribution can be perceived as a principal 

delimiter between meaningfulness and responsibility. This claim is supported by McClelland's 
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(1961) Need Theory, in which the need for achievement is a fundamental pillar in assessing 

motivation. The underlying logic is that the need for achievement is a human motive that is 

related to personal responsibility for performance. 

 

2.3.3 Feedback 

Feedback, or knowledge of results, concerns the reception of information on effectiveness of 

performance. The channels for feedback can be direct observations of outcomes or information 

distributed by agents such as colleagues or supervisors. The distinction between these feedback 

channels is constituted by feedback from the task itself or feedback from independent 

observations. Moreover, whether the feedback is comparative, written, verbal, graphic or 

individual is also significant. (Bechtel et al., 2015) At least three primary motives for feedback 

have been elucidated: it is instrumental to attaining goals and performing well, to defending 

and enhancing the ego, and to protecting and enhancing impressions. (Ashford & Black, 1996). 

Similarly, feedback is instrumental to gain returns on CSR. Hence, companies that engage in 

social responsibility need to communicate their efforts and results from those activities. 

According to Capriotti and Moreno (2007), Kolk and Pinkse (2010), Perrini (2005), and Pollach 

(2003), this is one explanation to the increased reporting on CSR commitments. Companies are 

required to disclose their CSR in order for stakeholders to form a perception of their CSP. Thus, 

the benefit of CSR does not only rest in the execution and subsequent implications, but also in 

the effectiveness of the communication thereof. (Calabrese et al., 2015) 

 

2.4 Framework 

The following framework has been developed as a tool to examine the impact of CSR, directed 

at external stakeholders, on work motivation. The model is influenced by extant theory on work 

motivation and documented effects of CSR on employee motivation. It aspires to further the 

research on the impact of CSR on employees by measuring attributes related to work motivation 

as well as to CSR. For this purpose, the measurements of Hackman and Oldham's (1975) JDS 

was deemed appropriate. However, the JDS was not replicated as a whole. Instead, this 

framework applies the dimensions of the JDS as a foundation, onto which additional research 

on the individual components was added as a theoretical basis. Furthermore, the selected 

components of work motivation are motivated by their multidimensional properties as potential 

predictors of work motivation as well as outcomes of CSR. Unlike the MPS, the accumulated 

motivational score is treated as an average of the selected components, rather than as a 
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mathematical product. This decision is thought to recognize and accommodate the notion that 

the JDS is declared to be non-exhaustive with respect to work motivation in its entirety. 

However, as Woods and Sofat (2013) states, it is crucial to acknowledge that different 

conclusions about motivational components can be drawn, and argued to be relevant, given 

different perspectives. Furthermore, given the psychometric nature of this research, it is 

important to emphasize that data will be of a, by the respondents, self-assessed character. 

Hence, CSR will be treated as perceived CSR (PCSR), whereas meaningfulness and sense of 

responsibility will be treated as experienced meaningfulness and experienced sense of 

responsibility. The dotted arrow in the model below accommodates the potential inversed 

relationship, which will be unaccounted for within the boundaries of this research. 

 

Figure 1: Framework 
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3. METHOD 

 

3.1 Setting 

As research object for this study, a Swedish multi-national bank was selected. It is a full-service 

bank covering corporate transactions, investment banking and trading, as well as consumer 

banking, including insurance. With a total of more than 800 branch offices in more than 20 

countries, it is one of Sweden's largest corporations in terms of revenue and employees. The 

domestic market, that is, the Swedish market, is constituted by a nationwide branch network 

consisting of six regional business units and more than 450 local branch offices. Each regional 

business unit consists of 60 to 100 local branch offices and one regional headquarter. Given the 

size of the organization, this study was limited to one of its six regional business units in the 

domestic market. This business unit has approximately 90 local branch offices and 500 

employees, which makes it the second largest business unit in the domestic market. The bank 

works actively with CSR, at the central level as well as in the selected business unit, which was 

a prerequisite for its eligibility as research object. There are plans to intensify the bank's CSR 

work further, and as a testament to this, a Chief of Sustainability was recently appointed to 

oversee this expansion. Although this study was focused on the current state of affairs, the 

future commitment further reinforces the bank as an appropriate research object. For the 

purpose of this research, a cross-sectional study in form of a single case study was conducted. 

This method has been found appropriate for investigating contemporary phenomena (Saunders 

et al., 2009), which CSR can be characterized as. In order to accurately map the CSR of the 

bank, and subsequently capture its impact on the employees, mixed methods of research were 

applied. 

 

3.1.1 Mapping of the CSR 

First, the current CSR practices of the bank was assessed in order to determine appropriate 

measurements for the operationalization of the CSR. For this purpose, secondary data of various 

character was studied. These sources included public and internal reports, such as sustainability 

reports and policy documents, as well as homepage lookups. The application of this variation 

of sources was important to ensure an accurate and consistent CSR profile. 

 

Second, an interview was conducted to further and verify the description of the bank's CSR. 

Foremost, the interview was held in order to determine the prioritized and most salient aspects 



3. Method 

11 

of the bank's CSR. The interview was conducted with a strategically selected manager at the 

headquarter of the selected regional business unit. The manager had significant insight in the 

processes of designing, planning, and implementing the CSR of the bank, which made the 

respondent appropriate for an interview with the purpose of acquiring in-depth information on 

the particular subject. The interview was of a semi-structured character, which treated a 

collection of predetermined questions (Appendix 1), yet allowed the flow of the conversation 

to dictate the order of the questions. Furthermore, it allowed for necessary follow-up questions 

(Saunders et al., 2009). During the interview, one interviewer assumed the role of lead 

interviewer in order to generate a conversational flow, while another interviewer ensured that 

all predetermined themes were treated sufficiently. The predetermined questions reduced the 

risk of an interview effect influenced by inconsiderate wording of the questions. Moreover, the 

prevalent risk of prestige bias, due to the potential sensitivity of the questions, was partially 

mitigated by respondent anonymity (Dahmström, 2011), which was agreed upon before the 

interview. 

 

3.1.2 Survey 

Third, a digital questionnaire, containing psychometric questions on PCSR and work 

motivation, was distributed to a selected sample of a total of 117 employees at fourteen different 

branch offices. Among these branch offices, four had 1-4 full time employees, seven had 5-10, 

and three had more than 10 full time employees. The choice of a questionnaire as method for 

this purpose was threefold. First, questionnaires facilitate collection of quantitative data, which 

in turn facilitate the possibility of conducting quantitative analysis. Second, the use of 

questionnaires is a proven method for reaching a sufficient number of respondents, which is 

necessary in order to draw statistical conclusions (Saunders et al., 2009). Third, questionnaires 

are resource-efficient in terms of money and time; digital questionnaires can be distributed and 

accessed online, and the data can be automatically compiled and summarized. 

  

Although the research population in this survey are the employees within the selected business 

unit, individual branch offices were simpler to reach than individual employees. This is because 

no complete record of the employees was available, while a record of the individual branch 

offices was. Therefore, a cluster sample was used to determine the respondents of the 

questionnaire. In determining which clusters, that is, individual branch offices, to include in the 

sample, representativeness of the selected business unit was strived for. Hence, weighted 

proportions of heterogeneity with respect to branch office size (measured by the number of full 



3. Method 

12 

time employees) and geographical location was applied. Hence, the sample can be considered 

to be approximately representative for the selected business unit. Within the selected branch 

offices, all individual employees were encouraged to answer the survey. This entails that the 

sample had properties of purposive sampling as well as of self-selection (Dahmström, 2011). 

This, in turn, entails that the data may lack complete generalizing capabilities for the entire 

population. (Dahmström, 2011) The questionnaire was accessible to the employees for one 

week. This time horizon captures an entire work week, which was thought to mitigate potential 

bias anchored in non-responses due to systematic absenteeism. 

  

The questionnaire consisted of two background questions followed by twelve question 

regarding the research topic. As a measure for quality assessment (QA), the questionnaire was 

pilot tested on a branch office that had not been included in the survey sample. The 

questionnaire was then altered in accordance with improvements implicated by the pilot test. 

These improvements included addition of context and examples to questions 3 through 5. 

However, the number of respondents in the pilot test was insufficient to perform statistical QA, 

such as testing of reliability measures. Another applied QA measure was anonymity. The 

respondents were given anonymity because of the sensitivity of the questions as well as to 

reduce potential prestige bias. Furthermore, the design of the questionnaire was considered 

carefully. First, the purpose of the questionnaire was clearly stated. Second, the questions were 

formulated as brief, unambiguous, and neutral as possible. Third, the questions were arranged 

in a logical sequence. Fourth, the possible answers to all questions were completely exhaustive. 

Fifth, the questions were answered on a seven-point scale: not limiting nor overwhelming, and 

including of a neutral position. Sixth, the questions that were considered most sensitive were 

placed last in the questionnaire. These are all proven QA measures according to research 

methodology (Dahmström, 2011; Saunders et al., 2009). 

 

Out of the 117 potential respondents, 53 complete and 9 incomplete surveys were submitted. 

As presented in Appendix 2 (Table 2), none of the incomplete observations lacked more than 

one data point. Moreover, a summary of these observations indicated no bias with respect to 

the included background variables or unanswered items. Hence, in regard to the benefits of 

symmetry and data handling, these observations were discarded. Thus, 53 complete 

observations remained. This entails a response rate of 45 percent, which is considered as 

acceptable (Saunders et al., 2009). Moreover, the mode age span of the data set was 30-39 years, 

and the mode branch size was 5-10 full time employees. A similar analysis of the non-responses 
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was impossible to conduct due to the procedure of cluster sampling. Specified information 

about the number of full time employees at each branch office was unavailable. Therefore, only 

an approximation of the distribution of age and branch office size within the non-responses was 

possible. The response rate for the branch offices with 1-4 full time employees was between 

69-100 percent. The branch offices with 5-10 full time employees entailed a response rate of 

37-71 percent, and the branch offices with more than 10 full time employees had a response 

rate of 39-79 percent. Thus, the employees at the smaller branch offices were more responsive. 

A possible explanation for this is that since the exhortation to participate in the survey came 

from the respective branch office managers, those responsible for fewer employees might have 

been more likely to ensure participation. Moreover, definitive conclusions regarding bias with 

respect to age could not be drawn. However, the distribution of the age within the submitted 

surveys was evenly spread, and did thus not indicate any bias anchored in age. (Appendix 4; 

Table 9) 

 

3.2 Operationalization 

As accounted for, CSR and motivation are comprehensive concepts. This intuitive notion is 

enforced by the myriad of various definitions, frameworks and research that can be derived 

from those topics. Hence, for the purpose of this study, the concepts were operationalized as 

more tangible and thus comprehensible and measurable components. CSR was divided into the 

three main themes that were most relevant and frequently recurring in mapping of the bank's 

CSR. Although financial sustainability was one of the most formally salient themes, its 

applicability was found inappropriate given its interconnectedness with the bank's core 

operations. The selected themes were interpreted as the most important aspects of the bank's 

CSR initiatives, and were correspondingly chosen as the operationalization of CSR. Likewise, 

work motivation was divided into three components. Because of the vastness of the concept of 

motivation, and the possibilities of interpretations thereof, a more curt demarcation process was 

applied to determine these components. First, a literary review of motivational impulsions was 

conducted. Second, the most relevant selection of these impulsions were tested in a focus group 

designed by convenience sampling. This focus group was requested to determine which of the 

selected motivational impulsions that are most probable to coincide with the potential effects 

of CSR on employees. In measuring the selected components of work motivation, each 

dimension was represented by two separate items in the survey questionnaire, one direct and 

one indirect question. The indirect items served as check questions, with the intent of capturing 

the same effects as the direct questions. These indirect questions were selected according to a 
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procedure similar to the one that decided the direct questions: through a compromise of 

academic anchoring and intuition. 

 

As can be deduced from Figure 2 below, the operationalization of PCSR correspond to 

questions 3 through 5 in the survey questionnaire, whereas the operationalisation of work 

motivation correspond to questions 7 through 12. Additionally, questions 6, 13, and 14 are 

direct questions on PCSR and work motivation, with the purpose of serving as potential 

references. In contrast to questions 8, 10, and 12, questions 7, 9, and 11 are the indirect questions 

on the selected components of work motivation. The survey is enclosed in its entirety in 

Appendix 2. 

 

Figure 2: Operationalization 

 

3.3 Statistical methods 
The questionnaire was designed for psychometric testing, in which Likert scales were applied 

as rating systems. According to theory, this entails that the scales are of ordinal character, which 

inherits ranking capabilities but not a degree of difference between the scale steps. (Körner & 

Wahlgren, 2012). Therefore, nonparametric tests were used to analyze the survey data at as 

great length as possible, which limited the selection of applicable statistical methods. For all 

statistical tests, a significance level of five percent was applied, which is conventional when 
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there exists no particular reason for applying a more conservative significance level (Stock & 

Watson, 2014).  In calculating the statistical relationships between the measured variables, 

Spearman's rank correlation was applied. Albeit correlations do not elucidate causality, this 

method was found sufficient for drawing conclusions in the particular context of this study. In 

interpreting the magnitude of the correlation coefficients, a correlation of 0-0.3 was interpreted 

as very low or non-existent, 0.3-0.5 as low, 0.5-0.7 as moderate, 0.7-0.9 as high, and 0.9-1 as 

very high or perfect. It is notable that parametric correlation tests provided higher correlations 

than did the nonparametric correlation tests (Appendix 3; Table 8). However, as a precaution 

with respect to the nature of the underlying data, these tests were discarded in favor of 

Spearman's nonparametric correlation tests. In an attempt to elucidate any differences caused 

by the background variables, Pearson's χ2 tests for independence were applied. However, the 

data set was found to be insufficient for fulfilling the minimum expected cell count 

requirements for these tests. When the respective categories within the background variable 

were merged into dichotomous or wider categories, work motivation showed no tendencies of 

dependence on age, whereas the other tests remained invalid. However, Fisher's exact tests 

indicated that both age and branch office size significantly impacted the PCSR (Appendix 4; 

Tables 11–14). 

 

As illustrated in Appendix 3, descriptive statistics was calculated for the underlying data set. 

Specifically, response frequencies, arithmetic means, and standard deviations are presented for 

all individual items in the survey questionnaire, as well as for all relevant congeneric variables. 

Moreover, Spearman's rank correlations, variance and covariance are presented for all pairwise 

items in the survey questionnaire, as well as for all relevant congeneric variables. Furthermore, 

as measures of internal consistency, Cronbach's alpha was computed for the same pairwise 

items. These estimates exceeded 0.6 for all related items except for items 6, 13, and 14, which 

are the reference questions (Appendix 3; Table 5). The threshold limit value of 0.6 is treated as 

the required minimum for research purposes (Björkqvist, 2012), and thus, the reliability of the 

main measures of PCSR and work motivation were deemed acceptable.
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4. FINDINGS 
 

4.1 Mapping of the CSR 

The bank formally defines CSR as the voluntary responsibility for how its operations affect its 

community from economic, social and environmental perspectives. These three themes are 

recurrent in all overall petitions of the bank's CSR. The bank regards CSR as interchangeable 

with sustainability issues, or briefly as sustainability. This was reinforced by the interviewee, 

who frequently emphasized stable and long-term relationships as one of the bank’s core values. 

This is further aligned with statements from public reports, which highlights CSR as a tradition 

that is completely integrated in the bank’s corporate culture as well as in its business model. 

This notion was also emphasized by the interviewee, who sometimes alluded to the benevolence 

of the business model, rather than to CSR initiatives. 

  

The most highlighted feature of the bank’s CSR, in all sources, was financial sustainability. The 

proposed reason for this is twofold. First, this theme is directly associated with the bank’s 

business model. Second, financial sustainability permeates the other social responsibilities that 

the bank aspires to assume. Financial sustainability is upheld through multiple approaches. 

According to an internal report, financial responsibility is achieved through not acquiring 

financial support from taxpayers or the The Riksbank, paying regular dividend to shareholders, 

and economic contribution through corporate tax. The interviewee further elucidated the bank’s 

view on financial sustainability by addressing the responsibility in its advisory, lending and 

investment operations. Moreover, the interviewee also emphasized that the bank’s customer 

relationships are characterized by a long term orientation fostered by a genuine customer 

concern. This is reasoned to breed customer loyalty, which is believed to be essential for long-

termism and subsequently, financial sustainability. This line of argument was exemplified by 

the notion that employees are not motivated by sales competitions, or any similar tool that 

would promote excessive sales. 

  

In general, the feature of social sustainability addresses the long-term relationships with all 

stakeholders. In particular, the interviewee referred to the customers as an extension of the 

society as a whole. There is a belief that the bank's niche expertise must be coupled with 

responsibility to help customers make sound financial decisions, rather than to focus solely on 

short-term profitability. This responsibility is exercised through the policies, protocols and 
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assessments that regulate the financial advisory, lending and investment operations. In practice, 

this includes assessment of the ethical conduct of corporations that are subject to credit or 

investment. For instance, the bank refrains from associating with corporations that trade with 

certain arms. For private customers, this entails assessing the risk of default. Furthermore, the 

bank’s mutual funds are managed according to criteria for sustainability, which stretches 

beyond financial returns. This customer approach is considered as CSR due to the belief that 

the bank’s peer companies does not exert a corresponding responsibility to the same extent. 

This approach, according to the interviewee, also contributes to feelings of pride among the 

employees. In viewing the employees as stakeholders, initiatives to develop and enhance 

employee competence is continuously under progress, and is considered as CSR. By enabling 

employee growth, the bank strives to enrich work life and thereby to create employee 

satisfaction. 

  

Environmentally, according to the interviewee, there is capacity for improvement. The 

organizational structure is decentralized, which disables some activities that otherwise could 

have been coordinated. One such absent activity is central purchasing, which complicates 

coordination of environmentally sustainable purchasing throughout the organization. 

Furthermore, there are no established policies for how individual branches should work actively 

to reduce their environmental footprint. Moreover, according to the most recent sustainability 

report, the proportion of green electricity used in the Nordic region supersedes 80 percent, and 

carbon dioxide emissions are continuously being monitored. Beyond the direct environmental 

impact, there is an indirect impact through the lending and investment operations, as in the 

cases of financial and social sustainability. Similar to the evaluation of ethical issues, the 

environmental impact is an assessment criteria in granting credit and determining appropriate 

investment prospects. 

   

Finally, in enquiring about the employee involvement in CSR, a distinction between the 

centralized and local CSR initiatives was uncovered. As an outcome of the autonomy caused 

by the decentralized organizational structure, there exist several local CSR projects. These 

initiatives are run by individual branch offices and consist of activities such as educational 

projects and sponsoring of events or organizations. Although employees might be involved in 

these local or regional CSR activities, a majority of the bank's employees are perceived as not 

directly involved in CSR initiatives. Subsequently, according to the interviewee, these 
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employees are not sufficiently knowledgeable of the bank’s CSR. Thus, according to the 

interviewee, it is difficult to assess the potential impact of the CSR on the employees. 

 

4.2 Survey 

According to the survey, the respondents considered the bank to care for its customers, the 

society and the environment, thus generating a positive perception of its CSR (M = 5.41). The 

survey indicated that the employees perceived the bank to care most for its customers, followed 

by the society and the environment. However, the perceived difference between the care for 

society and the environment was marginal. As for work motivation, the respondents perceived 

that the bank's CSR positively affected their sense of meaningfulness. The survey also indicated 

that the respondents perceived the CSR to have a marginally positive effect on their sense of 

responsibility. However, the perceived motivational effect from the feedback on CSR was 

stated as neutral. Moreover, the respondents submitted a positive assessment on the direct 

question of the perceived overall satisfaction of the bank's CSR (M = 5.1). This is aligned with 

the perceptions of the individual components of CSR, and therefore also with the aggregated 

perception of those components. However, the rating on the direct question was lower than the 

average rating of the individual components of CSR. 

  

As the research question suggests, the principal finding of the study is the relationship between 

PCSR and work motivation. As anticipated, this relationship was found positive, according to 

a nonparametric correlation test (ρ = 0.42). The magnitude of the correlation is low, which 

indicates a weak, all the while significant, link between the employees' perception of the bank's 

CSR and their work motivation. The relationships between the PCSR and the various 

components of work motivation were also positive. Experienced meaningfulness and PCSR 

showed a moderate correlation, whereas experienced sense of responsibility and feedback 

generated low correlations with the PCSR. Among experienced sense of responsibility and 

feedback, the former provided the higher correlation of the two. The internal order of the 

correlation magnitudes between the PCSR and the various components is aligned with the order 

of how the employees assessed the components individually. Namely, experienced 

meaningfulness was indicated as most salient, followed by experienced sense of responsibility, 

and finally by feedback. 
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In providing a reference for the relationship between PCSR and work motivation, this finding 

can be compared to those based on the direct questions regarding the overall satisfaction of 

CSR and self-assessed work motivation. The relationship between the direct question on the 

overall satisfaction of the bank's CSR and the self-assessed work motivation provided a low 

correlation (ρ = 0.31). The correlation was consistently positive, yet lower than for the principal 

relationship of the study. Moreover, the direct question on the perceived effect of CSR on work 

motivation received a neutral assessment (M = 4.3). This can be compared to the aggregated 

measure of how the PCSR is assessed to have affected the employees’ experienced 

meaningfulness and experienced sense of responsibility. The combined score of those two 

components was found marginally positive (M = 4.62), and thus higher than for the direct 

question on how work motivation is affected by the bank’s CSR.   

  

Between the various age categories, the average perceptions of the CSR were positive, whereas 

the perceptions of work motivation ranged from neutral to positive. Correspondingly, between 

the various categories of branch office size, the results were similar. The average perceptions 

of CSR were all positive, whereas the perceived work motivation ranged from neutral to 

positive. In statistically testing the background variables for independence, there were no 

significant dependencies between work motivation and age nor branch office size. However, 

the distributions of answers indicated dependency between PCSR and age as well as between 

PCSR and branch office size (Appendix 4). Specifically, the younger respondents as well as 

employees at the smaller branch offices showed a tendency to perceive the CSR as more 

positive.
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5. DISCUSSION 

 

Given the research question, “How does the perceived CSR directed at external stakeholders 

affect employee motivation?”, the most important finding of this research is the relationship 

between PCSR and work motivation. As accounted for, this relationship was found positive (ρ 

= 0.42). This was anticipated for two reasons. First, popular intuition suggests that benevolent 

action, such as CSR, generates positive intrinsic impulsions. Second, extant research has 

indicated that CSR indeed has a positive effect on employees. For instance, studies conducted 

by Calabrese et al. (2015), Aguinis and Glavas (2013), Branco and Rodriguez (2006), and 

Glavas & Piderit (2009), among others, have concluded positive relationships between CSR 

and work motivation, or concepts considered as closely related to work motivation. Thus, the 

principal finding of this study was unsurprisingly aligned with the academic frame of reference 

as well as with the preconceived notion. However, since the correlation was found to be low, 

the relationship is more nuanced than anticipated. In comparison to more salient relationships 

accounted for in extant research, this discrepancy may stem from the setting of this particular 

case, as well as from the variables that were selected or not selected. 

  

Again, as anticipated, the individual component of work motivation that provided the highest 

correlation with PCSR was experienced meaningfulness (ρ = 0.51). This was also the individual 

component of work motivation that received the highest score in the survey (M = 4.96). This 

was expected for two reasons. For one, meaningfulness has been applied extensively as a 

predictor of work motivation (Hackman & Oldham, 1975; Chalofsky & Krishna, 2009; Pratt & 

Ashforth, 2003). Thus, meaningfulness is renowned as related to work motivation, which in 

this study is reinforced by the internal correlation between experienced meaningfulness and 

work motivation (ρ = 0.87). Second, meaningfulness is not necessarily as closely related to 

individual job characteristics as the other selected components of work motivation might be. 

As Beadle and Knight (2012), as well as Rosso et al. (2010) stated, meaningfulness is also 

derived from organizational membership and the contribution to a greater cause. Thus, the 

assessment of the experienced meaningfulness may be more independent of the knowledge of, 

or involvement in, the bank’s CSR, or of particular job characteristics, than experienced 

responsibility and feedback. Furthermore, the interviewee stated that an important foundation 

of the bank's CSR is the long term orientation that permeates its customer relationships. The 

interviewee claimed that the employees probably feel meaning in the way that the customer 

relationships are set to not exploit ignorance for profit. 
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Experienced sense of responsibility provided the second highest correlation with PCSR (ρ = 

0.4). However, the magnitude of this correlation was estimated as low. As Hackman and 

Oldham (1975) reasons, responsibility in a motivational context is conventionally derived to 

the level of autonomy employees are allowed. This level of autonomy is related to the degree 

of independence, and subsequently connected to the degree of responsibility employees can 

assume and experience. In the context of CSR, most employees typically hold no formal role 

in initiating, planning or implementing CSR initiatives. According to the interviewee, this 

notion is valid also in this case. Thus, according to Hackman and Oldham’s JCT, the low 

correlation between the PCSR and the experienced sense of responsibility could be logical. 

However, as hypothesized by van der Vegt et al. (1998), feelings of responsibility can be 

stretched to include responsibility for the work of others, which is an argumentation that could 

be applicable in the case of CSR. Furthermore, even though the employees typically hold no 

formal role in the bank’s CSR, they still play a role in executing it. For instance, according to 

the interviewee, the employees are allowed autonomy and accountability in various customer 

processes, such as credit assessment. Moreover, the interviewee accounted for the prevalence 

of local CSR projects, such as sponsoring and guest lecturing at educational instances. 

According to Collier and Esteban (2007), such informal involvement is fundamental to the 

vitality of CSR. Hence, it is possible that the employees downplayed or misinterpreted their 

role in the bank’s CSR, from which a more salient sense of responsibility possibly could have 

been derived. 

  

The implications of feedback are twofold. First, and perhaps most important, feedback is of 

structural relevance to the findings in this study. As concluded by Calabrese et al. (2015), the 

benefit of CSR does not only rest in the execution and its subsequent implications, but also in 

the effectiveness of the communication thereof. This is supported by Ashford and Black (1996), 

who state that feedback is instrumental to protecting and enhancing impressions. This 

argumentation is intuitive; if employees do not know the properties or implications of their 

employer’s CSR, they cannot assess it. Second, feedback holds motivational potential besides 

its facilitating properties. Hackman and Oldham (1975) claims that not knowing the 

implications of one’s work eventually entails negative motivational effects. Correspondingly, 

Ashford and Black (1996) claims that feedback is instrumental to attaining goals and 

performing well. In this case, according to the interviewee, there exists no systematic and 

continuous internal reporting on CSR. Likewise, the interviewee stated that most employees do 
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not occupy any formal roles that entails involvement in the bank’s CSR. Thus, the employees 

have no evident feedback channel for reports regarding CSR. This could explain the low 

correlation between the PCSR and feedback (ρ = 0.36), or its neutral assessment (M = 3.99). 

Moreover, the findings from this research item have implications for the other researched 

components as well as for the principal finding of the study. Since knowledge of results is 

instrumental to assessing the implications of the results, an inadequate feedback channel for 

CSR has the potential of impairing the foundation from which opinions on CSR are derived. 

Thus, with a more complete picture of the bank’s CSR, the employees could have been found 

to be more – or less – motivated by the PCSR of the bank. 

  

As accounted for in the previous section, the reference question on the impact of PCSR on work 

motivation provided a lower correlation than did the principal finding. This was not anticipated 

since sensitive questions, which questions on motivation and employer performance can be 

perceived as, may evoke prestige or other types of biases. The rating on the direct question on 

work motivation did however, as expected, supersede the aggregated measure of work 

motivation. However, the operationalization of work motivation in this study aspired to measure 

the motivational effects of PCSR. Hence, unlike the reference question on work motivation, 

other sources of work motivation are not recognized within the framework for this research. 

Moreover, the differences in the ratings between the reference questions and the other survey 

items does not appear unnatural. As concluded, CSR is a vast concept (Peloza, 2009), and so is 

work motivation (Herzberg, 2003). Thus, it could be perceived naïve to be reliant on three 

individual measures to capture each phenomena in its entirety. It is possible that the respondents 

interpreted CSR and work motivation differently than the selected metrics for this research. 

 

Finally, the tendency of the younger respondents and the employees at the smaller branch 

offices to perceive CSR as more positive may be explained by several reasons. For one, the 

younger respondents were anticipated to be more cognizant of CSR, given its character as a 

relatively recent phenomenon (Porter & Kramer, 2006). Moreover, the smaller branch offices 

are to a greater extent located in smaller urban areas. As local CSR projects were conducted at 

individual branch offices, it is not unthinkable that this might foster stronger ties with the 

immediate community, which could instigate a more salient CSR commitment. However, due 

to the non-substantial differences, as well as to the speculative discourse thereof, no 

overthrowing conclusions will be drawn from this tendency. 
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5.2 Limitations 

Since this single case study, by definition, is restricted to one particular research object, the 

inferential properties of the findings and subsequent conclusions are limited. Since the survey 

sample is considered to be approximately representative of the researched population, that is, 

the employees of the selected business unit, the findings and subsequent conclusions are 

considered approximately representative for that business unit. Further generalizations could 

be considered as far-fetched, although the selected business unit, at the surface, possesses more 

similarities than dissimilarities with the other regional business units. However, the primary 

objective of this research has been to examine the properties of a particular phenomenon, rather 

than to draw wider inferential conclusions about this phenomenon. 

 

The research question of this study indicates an aspiration to not only measure a relationship, 

but to determine the direction of that relationship. Inconsequently, the statistical methods that 

has been applied in interpreting the collected data holds limited ability as to measuring 

causality. However, despite this contradiction, the applied measures have been considered 

sufficient as to drawing conclusions in accordance with the purpose of the study. The nature of 

a case study is different from an experimental study in the difficulty of isolating the researched 

relationship from exogenous nuisance such as interfering parameters. In the contextual setting 

of this study, it would not have been possible to distinguish a causality uninhibited by mediating 

or moderating effects. Instead, the examined relationships have been coupled with previous 

research as well as logic and intuition in order to interpret the findings. Furthermore, a proven, 

although not completely replicated, model developed to assess work motivation was applied, 

which provides an indication of the direction of the researched relationship. However, as 

previously noted, there has been no attempt to control for the potentially inverse relationship 

between PCSR and work motivation.
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6. CONCLUSIONS AND IMPLICATIONS 

 

In accordance with the research question of how PCSR directed at external stakeholders affects 

work motivation, the principal finding of the study indicates that there exists a positive 

relationship between PCSR and work motivation. When this finding is coupled with previous 

research on the relationship between CSR and motivation, as well as with intuition, the principal 

conclusion is that, within the scope of this study, CSR has a positive effect on work motivation. 

Furthermore, the direction of the relationship is reinforced by the recognition of the JDS as a 

predictor of work motivation. Moreover, it has been concluded that out of the selected 

components of work motivation, experienced meaningfulness was most positively affected by 

the PCSR, followed by experienced sense of responsibility, and ultimately by feedback. 

 

This study has further reinforced the importance and legitimacy of CSR. Besides the principal 

conclusions, it has elucidated that there may be potential benefits in aligning CSR with 

employee virtues as well as in effectively communicating the CSR to employees. In ignoring 

these aspects of CSR design, companies risk missing out on reaping the elucidated motivational 

benefits of CSR. Therefore, this research has contributed by furthering the practical relevance 

of CSR, and thus, further research on the subject is concluded as of continued principal interest. 

 

As repeated, this research has aspired to study the motivational potential of PCSR on work 

motivation. However, there exists an abundance of constellations of how to measure work 

motivation, both in its entirety and as outcomes of particular aspects or phenomena, such as 

CSR. This study makes no claim of being exhaustive in that respect. Therefore, as directions 

for future research, further variations in the operationalization of work motivation in the context 

of CSR is hereby called for. Hackman and Oldham's (1976) JDS is criticized for failing to 

predict work performance and absenteeism as a dimension of work motivation. Likewise, the 

operationalization of work motivation in this study did not aspire to measure those dimensions. 

In the light of Ryan and Deci's (2000) description of the principal value of motivation: 

"motivation produces", an expansion of this study which includes a dimension of employee 

performance might further elucidate the diverse benefit of CSR. Furthermore, the findings of 

this research has revealed potential in studying the moderating effect of feedback in the 

relationship between PCSR and work motivation.
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APPENDIX 1: INTERVIEW 

 

Table 1: Interview details 

NUMBER OF INTERVIEWS 1 

NUMBER OF RESPONDENTS 1 

DATE 2015-12-04 

TIME Approximately 11:20-12:10 

LOCATION Business Unit Headquarter 

LENGTH [hh:mm:ss] 00:49:12 

NUMBER OF TRANSCRIBED WORDS 6015 

    

Questionnaire: 

1. What does CSR mean to the bank? 

 

2. Why does the bank work with CSR? 

 

3. How does the bank work with CSR?  

 

4. Recent Sustainability Report stated that financial sustainability, social sustainability, and 

environmental sustainability are three key themes in the bank's CSR? What are the most 

important issues within the respective themes? 

 

5. Can you exemplify how the bank works with the mentioned issues? 

 

6. What does the bank consider as the advantages of working with CSR? 

  

7. Which are the bank's most important external stakeholders? 

 

8. Who are affected by the bank's CSR? 

   

9. How does the bank want to be affected by its CSR? 

  

10. How is the bank affected by its CSR? 
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11. To what extend are the employees knowledgable of the the bank's CSR? 

  

12. To what extent has the employees been in the bank's CSR? 

 

13. How do you think that the employees are affected by the bank's CSR? 

 

14. How does the bank want the employees to be affected by its CSR? 

 

15. How does the bank plan to work with CSR in the future? 

 

16. Is the bank planning to focus on any particular stakeholder in the future? 

 

17. What CSR issues will the bank prioritize in the future? 

 

18. To what extent will the employees be involved in future CSR work? 

 

Notes: 

 Due to anonymity, the name of the bank has been replaced with the generic 

appellation “the bank”, and conjugations thereof. 

 

 The questionnaire has been translated from Swedish to English.
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APPENDIX 2: SURVEY 

 

Survey on Corporate Social Responsibility  

  

The following survey regards the bank's Corporate Social Responsibility (CSR). The survey 

is anonymous and contains 14 questions. All questions on CSR will answered on a scale. 1 

and 7 are the strongest values, but all scale steps selectable.  

  

Think of CSR as an individual company’s treatment of its surrounding in ethical, 

environmental, and social issues. 

  

If you have any questions, please contact Fredrik Hullberg at *, or Pontus Sjögren at *.  

  

Thank you,  

Fredrik and Pontus 

 

1. Age?  

 0-29  

 30-39  

 40-49  

 50 + 

  

2. How many full time employees work at your branch office?  

 1-4  

 5-10  

 10 + 

  

3. How do you think that the bank care for its customers?  

Directly as well as indirectly (for instance through lending and investing).  

1 = a little  

7 = a lot  
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4. How do you think that the bank care for the society?  

Directly as well as indirectly (for instance through lending and investing).  

1 = a little  

7 = a lot  

  

5. How do you think that the bank care for the environment?  

Directly as well as indirectly (for instance through lending and investing).  

1 = a little  

7 = a lot  

  

6. How satisfied are you with the bank's CSR?  

1 = dissatisfied  

7 = satisfied 

 

7. To what extend do you feel involved in the bank's CSR?  

1 = small  

7 = large  

  

8. How does the bank's CSR affect your sense of responsibility?  

1 = small  

7 = large  

  

9. To what extent do you think that the bank's CSR is important?  

1 = small  

7 = large  

  

10. How does the bank's CSR affect your sense of meaningfulness?  

1 = negative  

7 = positive  

  

11. To what extent do you have knowledge of the results of the bank's CSR?  

1 = small  

7 = large  
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12. How does the knowledge of results of the bank's CSR affect your work motivation?  

1 = negative  

7 = positive  

  

13. How motivated are you in your work?  

1 = unmotivated  

7 = motivated  

  

14. How is your work motivation affected by the bank's CSR?  

1 = negative  

7 = positive 

 

Table 2: Specification of observations with missing values 

OBSERVATION MISSING VALUES ITEM* AGE BRANCH OFFICE SIZE 

7 1 10 30-39 1-4 

16 1 5 50-59 10+ 

18 1 9 50-59 5-10 

20 1 6 40-49 10+ 

23 1 5 0-29 10+ 

39 1 8 50-59 10+ 

47 1 11 30-39 10+ 

50 1 6 30-39 1-4 

62 1 7 40-49 5-10 

NOTES: 

*See questionnaire in Appendix 2 for item specification 

 

Notes: 

 Due to anonymity, the name of the bank has been replaced with the generic 

appellation “the bank”, and conjugations thereof. 

 

 The questionnaire has been translated from Swedish to English.  

  

 All questions were answered through scroll down menus.
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APPENDIX 3: DESCRIPTIVE STATISTICS 

 

Table 3: Response frequency, arithmetic means (M), and standard deviations (SD) 

ITEM RESPONSE FREQUENCY    

 1 2 3 4 5 6 7  M SD 

3 0 0 0 2 8 19 24  6.23 0.85 

4 0 1 3 4 21 14 10  5.4 1.17 

5 0 1 2 11 24 12 3  5 1 

6 0 1 0 13 23 11 5  5.1 1.01 

7 3 6 11 16 10 4 3  3.91 1.48 

8 1 2 7 18 9 8 8  4.66 1.5 

9 3 0 4 10 7 16 13  5.23 1.64 

10 1 2 5 20 9 8 8  4.70 1.49 

11 5 10 6 17 7 5 3  3.72 1.65 

12 0 3 8 25 8 7 2  4.26 1.16 

13 0 0 1 2 11 19 20  6.04 0.96 

14 0 3 8 21 14 5 2  4.3 1.14 

NOTES: 

See questionnaire in Appendix 2 for item specification 

 

Table 4: Spearman’s rank correlations (below principal diagonal), variances (bold in 

principal diagonal), and covariance (above principal diagonal) 

 PCSR WORK MOTIVATION 

ITEM 3 4 5 6 7 8 9 10 11 12 13 14 

3 0.72 0.55 0.52 0.25 0.16 0.35 0.36 0.37 0.23 0.23 0.11 0.31 

4 0.56 1.36 0.56 0.56 0.41 0.61 0.43 0.53 0.36 0.39 0.31 0.4 

5 0.5 0.45 1 0.52 0.31 0.48 0.24 0.42 0.44 0.33 0.08 0.3 

6 0.2* 0.51 0.44 1 0.59 0.59 0.42 0.55 0.62 0.34 0.26 0.4 

7 0.14 0.4 0.28 0.54 2.2 0.65 0.57 0.6 0.82 0.52 0.29 0.53 

8 0.32 0.6 0.42 0.58 0.64 2.2 0.65 0.85 0.59 0.59 0.29 0.69 

9 0.42 0.5 0.3 0.51 0.5 0.68 2.68 0.67 0.55 0.48 0.31 0.44 

10 0.35 0.52 0.39 0.54 0.55 0.81 0.71 2.1 0.61 0.64 0.38 0.75 

11 0.19* 0.31 0.41 0.59 0.77 0.56 0.48 0.6 2.71 0.54 0.17 0.5 

12 0.25* 0.36* 0.31* 0.36 0.52 0.62 0.55 0.69 0.54 1.35 0.28 0.58 

13 0.25* 0.26 0.16 0.31 0.31 0.35 0.37 0.42 0.24 0.35 0,92 0.34 

14 0.31 0.38 0.28 0.39 0.52 0.69 0.5 0.77 0.51 0.6 0.4 1.29 

NOTES: 

α = 5 % 

*The correlation is not statistically significant (0.05 < p) 

See questionnaire in Appendix 2 for item specification 
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Table 5: Cronbach’s alpha 

 PCSR WORK MOTIVATION 

ITEM 3 4 5 6 7 8 9 10 11 12 13 14 

3  0.69 0.68 0.39* 0.24 0.47 0.46 0.49 0.31 0.36 0.2 0.46 

4   0.71 0.71 0.57 0.75 0.57 0.68 0.51 0.56 0.5 0.57 

5    0.68 0.45 0.62 0.35 0.57 0.57 0.49 0.15 0.46 

6     0.71 0.71 0.54 0.68 0.71 0.5 0.41 0.56 

7      0.79 0.72 0.75 0.9 0.67 0.41* 0.68 

8       0.79 0.92 0.74 0.73 0.42* 0.8 

9        0.8 0.71 0.63 0.43* 0.58* 

10         0.75 0.77 0.52* 0.84 

11          0.68 0.25* 0.64 

12           0.44* 0.73 

13            0.5* 

14             

NOTES: 

*The estimation is relevant and below the recommended minimum of 0.6 

See questionnaire in Appendix 2 for item specification 

 

Table 6: Arithmetic means (M) and standard deviations (SD) for congeneric variables 

 M SD 

PCSR 5.41 0.84 

WORK MOTIVATION 4.41 1.22 

EXPERIENCED MEANINGFULNESS 4.96 1.41 

EXPERIENCED SENSE OF RESPONSIBILITY 4.28 1.35 

FEEDBACK 3.99 1.24 

EXPERIENCED MEANINGFULNESS & 

EXPERIENCED SENSE OF RESONSIBILITY 
4.62 1.31 

NOTES: 

PCSR = items 3-5; work motivation = items 7-12;  

experienced meaningfulness = items 9-10; experienced sense of responsibility = items 7-8; 

feedback = items 11-12; experienced meaningfulness & experienced sense of responsibility = items 7-10 

 

See questionnaire in Appendix 2 for item specification 
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Table 7: Spearman’s rank correlations between congeneric variables 

 1 2 3 4 5 6 7 8 

1         

2 0.38        

3 0.42 0.61       

4 0.22* 0.31 0.37      

5 0.51 0.54 0.87 0.4     

6 0.4 0.61 0.92 0.32 0.77    

7 0.36 0.54 0.84 0.3 0.67 0.72   

8 0.41 0.39 0.68 0.4 0.64 0.69 0.59  

NOTES: 

α = 5 % 

*The correlation is not statistically significant (0.05 < p) 

 

1 = PCSR (items 3-5) ; 2 = satisfaction of CSR (item 6); 3 = work motivation (items 7-12); 

4 = self-assessed work motivation (item 13); 5 = experienced meaningfulness (items 9-10); 

6 = experienced sense of responsibility (items 7-8); 7 = feedback (items 11-12); 

8 = self-assessed work motivation from CSR (item 14) 

 

See questionnaire in Appendix 2 for item specification 

 

Table 8: Parametric correlations between congeneric variables 

 1 2 3 4 5 

1      

2 0.48     

3 0.46 0.93    

4 0.48 0.86 0.79   

5 0.42 0.85 0.74 0.65  

NOTES: 

α = 5 % 

 

1 = PCSR (items 3-5); 2 = work motivation (items 7-12); 3 = experienced sense of responsibility (items 7-8); 

4 = experienced meaningfulness (items 9-10); 5 = feedback (items 11-12) 

 

See questionnaire in Appendix 2 for item specification 
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APPENDIX 4: BACKGROUND VARIABLES 

 

Table 9: Arithmetic means (M) and standard deviations (SD) for PCSR and work 

motivation sorted by age category 

AGE OBSERVATIONS PCSR (M) PCSR (SD) WORK MOTIVATION (M) WORK MOTIVATION (SD) 

0-29 14 5.93 0.73 5.21 1.12 

30-39 15 5.33 0.49 4.2 1.08 

40-49 14 5.43 0.94 3.86 1.1 

50-59 9 5.56 1.33 5.33 1.5 

50 + 1 6 0 4 0 

 

Table 10: Arithmetic means (M) and standard deviations (SD) for PCSR and work 

motivation sorted by branch office size category 

BRANCH 

OFFICE SIZE 
OBSERVATIONS PCSR (M) PCSR (SD) WORK MOTIVATION (M) 

WORK MOTIVATION 

(SD) 

1-4 9 5.56 0.73 5.44 1.33 

5-10 23 5.91 0.67 4.52 1.12 

10 + 21 5.19 0.98 4.24 1.34 

 

Table 11: Test of independence for age with respect to PCSR 

 PCSR  

AGE NEGATIVE/NEUTRAL POSITIVE TOTAL 

YOUNGER 0 (2.7) 29 (26.3) 29 

OLDER 5 (2.3) 19 (21.7) 24 

TOTAL 5 28 53 

NOTES: 

α = 5 % 

The expected frequencies are presented within the parentheses 

 

Pearson’s χ2 (1) = 6.671 > 3.841 (𝜒0.05
2 ) (the null hypothesis is rejected) | Pr = 0.1 

< 100 % of the expected frequencies does not exceed the required minimum of 5 

 

Fisher’s exact test: Pr = 0.015 < 0.05 (the null hypothesis is rejected) 
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Table 12: Test of independence for age with respect to work motivation 

 WORK MOTIVATION  

AGE NEGATIVE/NEUTRAL POSITIVE TOTAL 

YOUNGER 11 (14.2) 18 (14.8) 29 

OLDER 15 (11.8) 9 (12.2) 24 

TOTAL 26 27 53 

NOTES: 

α = 5 % 

The expected frequencies are presented within the parentheses 

 

Pearson’s χ2 (1) = 3.172 < 3.841 (𝜒0.05
2 ) (the null hypothesis is accepted) | Pr = 0.075 

 

Table 13: Test of independence for branch office size with respect to PCSR 

 PCSR  

BRANCH OFFICE SIZE NEGATIVE/NEUTRAL POSITIVE TOTAL 

1-4 0 (.8*) 9 (8.2) 9 

5-10 0 (2.2) 23 (20.8) 23 

10 +  5 (2.0) 16 (19.0) 21 

TOTAL 5 48 53 

NOTES: 

α = 5 % 

The expected frequencies are presented within the parentheses 

 

Pearson’s χ2 (2) = 8.412 > 5.991 (𝜒0.05
2 ) (the null hypothesis is rejected) | Pr = 0.015 

*The expected cell count does not exceed the minimum requirement of 1 

> 20% of the expected frequencies does not exceed the required minimum of 5 

 

Fisher’s exact test: Pr = 0.015 < 0.05 (the null hypothesis is rejected) 
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Table 14: Test of independence for branch office size with respect to work motivation 

 WORK MOTIVATION  

BRANCH OFFICE SIZE NEGATIVE/NEUTRAL POSITIVE TOTAL 

1–4 2 (4.4) 7 (4.6) 9 

5-10 13 (11.3) 10 (11.7) 23 

10 + 11 (10.3) 10 (10.7) 21 

TOTAL 26 27 53 

NOTES: 

α = 5 % 

The expected frequencies are presented within the parentheses 

 

Pearson’s χ2 (2) = 3.199 < 5.991 (𝜒0.05
2 ) (the null hypothesis is accepted) | Pr = 0.202 

> 20% of the expected frequencies does not exceed the required minimum of 5 

 

Fisher’s exact test: Pr = 0.251 > 0.05 (the null hypothesis is accepted) 

 

 

 

 

 

 


