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Abstract: Corporate social responsibility (CSR) continues to receive greater attention in the current
business world. Many studies on CSR focus on manufacturing or industrial companies by examining
external CSR activities from external stakeholders’ perceptions. However, academic institutions
such as higher education institutions (HEIs) remain highly unexplored in the context of internal
corporate social responsibility (ICSR). Employees are the most valuable and vital assets for every
business organization. Therefore, this study focuses on CSR’s internal dimensions to determine
its impact on social performance in HEIs in Ghana. Recognizing the social exchange theory (SET),
we specifically examined the effects of five internal CSR dimensions (i.e., health and safety, human
rights, training and development, workplace diversity, and work-life balance) on social performance.
We used a multi-case approach to assess internal CSR activities in private and public Ghanaian
universities. We purposely selected three public universities and one private university because of
their varying contexts and academic mandates. We used structured questionnaires to collect data
from both teaching and non-teaching staff of the selected universities. Structural equation modeling
(SEM) was used to assess the data. We found that health and safety, workplace diversity, and training
and development positively and significantly impact social performance. At the same time, human
rights and work-life balance have an insignificant effect on social performance. Thus, ICSR practices
have a substantial influence on both employees’ and organization’s performance, and hence this
study gives important implications for both researchers and practitioners

Keywords: internal CSR; social performance; employees; higher education institutions; universities;
social exchange theory

1. Introduction

Corporate social responsibility (CSR) is not a novel concept in management and
business practices. The root of the CSR concept can be discovered in the 1950s. However,
CSR’s intent became virtually universally endorsed in the late 1990s and promoted by
all citizens in society, governmental and non-governmental agencies, corporations, and
individuals. According to [1], CSR is “an open and transparent business practice based on
ethical values and respect for employees, communities, and the environment, contributing
to sustainable organizational success”. There are extensive studies on CSR which have
already established a positive effect on business organizations. Past literature has revealed
some significant benefits of CSR regarding an organization’s competitive advantage [2,3],
company prestige [4], and increased financial performance [5–7].

CSR means business organizations’ actions to promote and protect some social welfare
beyond the immediate interests of organizations and their shareholders as required by
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law [8]. Most scholars and researchers believe that CSR’s concept is multi-dimensional,
which relates to several and diverse corporate stakeholders [9–11]. In Ghana, for instance,
“CSR is related to capacity building for sustainable living. It has respect for cultural
differences and discovers business opportunities in developing skills of employees, the
community, and the government” [12]. Ref. [13] explained CSR initiatives in Ghana
as organizations’ strategic decisions to voluntarily undertake the social responsibilities
that hinder their corporate goals. CSR falls under non-governmental interferences to
address some developmental difficulties encountered by the nation. Predominantly, CSR
initiatives concerning social investments are carried out by large-scale manufacturing,
banking sectors, telecommunication companies, and corporations in the oil and gas and
mining industries. The majority of companies that are engaged in CSR activities in Ghana
are owned by foreigners.

Managing CSR activities has been acknowledged as the most effective means for busi-
ness organizations to develop a positive reputation and trademark, leading to sustainable
competitive advantage [14]. Interestingly, CSR has been a gradually advancing area of focus
in academia. Some HEIs perform CSR activities for the advantage of their staff or stakehold-
ers, including lecturers, administrators, students, and the community. However, existing
CSR research predominantly focused on the perspective of consumers. Little empirical
research has examined internal CSR from the employee perspective, especially in the view
of academic institutions. Even though earlier studies have investigated the influence of
CSR on employees, they primarily focused on job satisfaction, organizational commitment,
and how the business organization’s external CSR activities affect all stakeholders. Con-
trarily, determining the impact of internal corporate social responsibility (ICSR) activities
on academic institutions’ social performance has been generally overlooked.

Internal CSR activities relate directly to employees’ psychological and physical work
environment [15]. ICSR has also been defined as “socially responsible behavior by a
company towards its employees” [16]. This behavior is mainly articulated via employee-
oriented CSR practices such as favorable working environment, work-life balance, foster-
ing employment stability, skills development, empowerment, diversity, and substantial
employee involvement. The current evolving issues on CSR initiatives focus on health,
education, entrepreneurship, social, environmental, and sports development. Similarly,
CSR activities in Ghana are mostly found in mining, education, sports, coastline, and oil
and gas production services. Ref. [17] states that Ghana’s businesses focus on primary
education, community safety, health care, environmental damage, and consumer protec-
tion. However, we observed that CSR in Ghana is commonly discussed in connection with
business organizations, while only a few studies consider HEIs. Besides, more attention
has been given to external CSR activities than internal CSR activities. Thus, a handful
of empirical studies has focused on ICSR practices in HEIs. There has also not been an
assessment of the relationship between ICSR practices and social performance in HEIs.
This current study examines this relationship in the context of HEIs in Ghana.

Emphatically, employees’ ICSR activities are a critical aspect of an organization’s social
responsibility. Indeed, employees are the greatest treasured asset in every organization.
The organization’s success and failure ultimately depend on them. Therefore, their social
needs and well-being must importantly be considered. Regardless of extensive research on
CSR in various fields in Ghana, no studies had explored the relationship between ICSR
activities and the possible effects on organizational outcomes. Moreover, the case of ICSR
and social performance in HEIs is critical to be studied. Hence, this study aimed to bridge
this research gap by investigating the impact of five essential dimensions of internal ICSR
activities on social performance in HEIs.

2. Literature Review
2.1. The Concept of CSR

CSR is all over business organizations, sectors, and industries in today’s world and
has practically become global [18]. It does not only focus on the contributions of business
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organizations made to society but also covers an extensive scope of business ethics, cor-
porate control, investment, and environmental sustainability to the broader community
and academic institutions. That is to say, CSR activities and implementation are not only
relevant for corporations and industries but are also becoming a concern for HEIs. Ref. [19]
described CSR as any corporation that satisfies its stakeholders’ social needs at any time.
These societal needs involve ethical, economic, legal, and philanthropist or discretionary
expectations of the society. However, other researchers [20,21] opposed Carroll’s explana-
tion and established that every organization, in one way or the other, has some additional
responsibilities which go above the economic and legal matters in their operations or
organizational culture.

CSR is categorized by internal and external factors [22]. External CSR is the social
responsibility aimed at consumers, society, local communities, and the natural environ-
ment [11,23]. According to [9], CSR issues related to consumer care and commitment to
customers, providing quality goods and services, and protecting their interests beyond
law requirements. Among the CSR activities to the society include community develop-
ment, generous donations, collaborations with non-governmental agencies, etc. [15,24].
The environmental issues concerning CSR activities include environmental protection
initiatives, reducing pollution, and activities that focus on sustainability [9,15]. In contrast,
ICSR includes those activities that business organizations perform to satisfy employees’
desires, such as providing quality employees’ health and safety, ensuring growth and de-
velopment, and enhancing organizational fairness concerning employees [10,25]. Ref. [22]
explained that ICSR also relates to human resources like training, development, and labor
participation that affect employee wellbeing.

Ref. [15] combined four different groups of stakeholder frameworks to expand the CSR
activities. They consist of CSR to the government, consumers, social and non-social stake-
holders, and employees. However, with this enhancement of the stakeholder framework,
this study focuses on only one dimension of this framework, which is CSR to employees.
CSR for employees describes an organization’s actions concerning employees’ career oppor-
tunities, training, development, natural and conducive working environment, and friendly
strategies and support [26]. Ref. [27] clarified that potential employees need favorable
consideration from a good CSR.

Organizations are identified with a group of internal and external stakeholders.
Some CSR activities of most firms are directed towards internal stakeholders. Employees
are considered the most prominent among these stakeholder groups within every organi-
zation. From the perspective of the stakeholder theory, there is the need for organizations
to extend their duties beyond their economic boundary and to consider the social good
directed towards either internal or external social dimensions of the organization [28]. CSR
initiatives are intended to satisfy stakeholders, particularly employees (prominent internal
stakeholders) in the organization. However, both internal and external stakeholders vary
in importance, size, activism, proximity, magnitude, and visibility [29].

As evidenced in the study by [29], CSR involves a wide range of activities and practices.
The nature and type of the target audience determine the differences between these activi-
ties and practices. CSR initiatives are characterized by some antecedents and consequences.
By this notion, most past studies primarily attempt to examine what CSR antecedents yield
in terms of certain outcomes. Remarkably, these past studies treat CSR antecedents as an
aggregate variable whether those activities relate to internal or external. Thus, analyzing
CSR as an aggregate entity makes it difficult to identify those internal or external CSR
activities that significantly demonstrate an organization’s profound engagement in CSR
practices. This has resulted in increased awareness and interest among researchers and
practitioners about the need to decompose the aggregation of CSR. Refs. [30,31] argued
that an aggregate CSR score might be deceptive since it does not indicate the accuracy of
an organization’s involvement in CSR practices. In a similar context, ref. [32] put forward
that it is crucial to disaggregate social performance so that it becomes easy to identify
the trade-offs within social performance and to determine resource allocation for such
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activities. Further, they explained that it is essential to disaggregate CSR dimensions
from an aggregate score to specific dimensions. Thus, each of the social dimensions has
well-defined characteristics and has to be thoroughly investigated. This explains why the
new paradigm of CSR studies focuses on the specific attributes of CSR activities regarding
internal versus external CSR practices.

As regards CSR on aggregate scoring, there have been usually inconsistent results
on CSR antecedents and outcomes produced by many researchers in most past studies.
Particularly, the results of studies that relate to both internal and external antecedents have
been ambiguous in their understanding, interpretation, and practicality due to the use of
CSR as an aggregate function. This suggests different effects and performance outcomes
across different CSR antecedents. Contextually, the variability in outcomes may not be
attributable to the CSR aggregate score but rather the allocation of resources to specific
CSR dimensions producing better performance outcomes. Thus, we agree with [32] that it
is very crucial to “unpack” CSR from aggregation to disaggregation (i.e., specific internal
and external dimensions). Such CSR disaggregation from the perspective of stakeholders
helps to determine the dynamics in terms of how the internal CSR activities relate to the
external CSR activities or the relationships between the dimensions in either the internal or
external independently. It is also vital to consider specific CSR determinants in the face of
internal CSR versus external CSR.

It must be pointed out that internal CSR equally has an influence on some aspects
of an organization’s choices in the context of resource allocation. Given the internal CSR
activities and practices, it is the responsibility of firms to respond affirmatively to the
concerns of employees. This study gives profound insights into five specific internal
CSR dimensions that are worth examining in HEIs. They are health and safety, work-life
balance, training and development, workplace diversity, and human rights. These specific
dimensions have not been analyzed in the context of determining their effects on social
performance in higher educational institutions. Hence, this current study investigates
how these specific internal CSR activities impact social performance and the extent to
which each affects social performance in HEIs. In this sense, there can be an appropriate
commitment to the allocation of resources to those activities that matter most to yield
positive performance outcomes.

2.2. Internal CSR (ICSR)

Ref. [33] explained in their work that ICSR is a stakeholder approach of providing or
satisfying the stakeholders’ needs and interests that can be affected by the organization’s
operational activities. It is an action done in the organization to improve employees’ career
and personal life, influencing their performance and productivity and directly affecting
their profitability. Internal CSR is CSR activities that concern the employees’ psychological
and physical working environment [15]. It is related to employees’ wellbeing, such as their
health and safety, training and development, equality of opportunities, involvement in the
business organization, and work-family relationships [34]. Similarly, ICSR may also include
a business organization charitably performing its responsibility towards its employees
and being sensitive to provide their specific social needs and preferences. Moreover, ICSR
focuses on the personal and career development of employees. This capacity development
could be more than strategic workforce training that can build the organization’s human
capital and offer employees volunteer opportunities to improve themselves.

Ref. [35] stated that an organization’s success emanates from skilled, motivated, and
satisfied employees who can fulfill customer needs and differentiate from competitors.
Many business organizations still challenge employee motivation and satisfaction. Like-
wise, some researchers identified that even though a good salary attracts employees, other
factors also influence employees’ motivation and satisfaction. Providing the necessary
social needs to employees could retain them in the long run and increase productivity.

Furthermore, ICSR initiatives that directly influence individual employees can con-
tribute to positive employee behavior and attitudes. It can generally affect organizational
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effectiveness, resulting in a good performance [36]. Other empirical evidences also sug-
gests that workplace wellbeing ensures employees’ productivity, which helps prevent or
reduce absenteeism, labor turnover, and lackadaisical attitudes towards work performance.
Ref. [37] suggested that organizations with effective socially responsible cultures can retain
their workforce. Thus, ICSR practices’ dimensions create a motivational atmosphere in the
organization, decrease the organization’s operation cost, and improve its productivity [38].
Most employees become motivated and satisfied due to ICSR practices in the organization,
especially when they become aware of their necessary steps concerning their wellbeing
and social needs.

Several studies have deepened the understanding of the antecedents and outcomes of
an organization’s CSR [39]. However, some empirical evidences show that internal CSR
is positively related to an organization’s reputation and performance (e.g., ref. [35,40]).
This has resulted in the recognition of the CSR concept and its relevance to organizations
and institutions. There is still much supportive empirical evidence in the extant literature
that encourages a steady investigation and implementation of CSR activities in many
organizations and institutions. Such an effort is a way to control employee turnover for
achieving better and sustainable organizational growth and development. For instance,
ref. [41] suggested that ICSR significantly impact employees behavior because it offers
a sense of just and fairness to the procedures and process in the internal affairs of an
organization. Their study revealed that ICSR implementation creates procedural justice in
the organization, which influences organizational attractiveness resulting in lower turnover
of employees. Ref. [16] revealed in their studies that ICSR is a relevant concept improving
employees’ affective organizational commitment. Their findings concluded that ICSR is an
essential issue and has to be addressed well by an organization so that the employees will
work in the best interest of the organization.

In addition, ref. [42] assessed the effect of ICSR on employee engagement. Their
study established that ICSR was significantly and positively correlated with employee
engagement. They further explained that employees perceived ICSR in a positive sense
in their engagement at the workplace. Therefore, ICSR is an essential factor to improve
employee engagement at their workplace, which subsequently increases employees’ job
output and hence increases organizational performance. The study of [43] on internal CSR
and employee performance through commitment in the hospitality industry discovered
that ICSR has a positive effect on organizational commitment leading to greater output
of the organization. They indicated that most managers and executive bodies had given
greater attention to the strategies and implementation of ICSR to increase organizational
commitment, which impacted both employees and overall organizational performance.

Similarly, HEIs also recognized ICSR as an important social responsibility. These
ICSR dimensions are specific and applicable in HEIs as studied in other manufacturing
industries. However, the extent of recognition of ICSR practices varies among organizations,
and this reflects how much emphasis or importance an organization attaches to specific
ICSR activities. This means that organizations do not need to necessarily have equal
emphasis between internal CSR and external CSR activities because other factors such
as organizational capabilities and innovative strategies influence the dimensionality of
corporate social responsibilities.

Interestingly, the awareness of internal CSR continues to increase among researchers
and practitioners, especially about those specific internal CSR practices that impact stake-
holders within an organization. A set of such specific ICSR activities that remain viable
in the extant literature include health and safety, work-life balance, training and develop-
ment, workplace diversity, and human rights. However, these specific dimensions have
not been analyzed to ascertain their effects on social performance in higher educational
institutions. Hence, this current study aimed at investigating how these specific internal
CSR practices impact social performance and also assessing the effect of each of these on
social performance in HEI.
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2.2.1. Health and Safety

Health means freedom from emotional or physical illness, whereas safety refers to
protecting workers from damages caused by any work-related accidents [20]. Health and
safety “concerned with preserving and protecting human resources in the workplace” [44].
Employees who find the working environment safe will have a feeling of being cherished
and cared for and might perform with loyalty and satisfaction. Employees are considered
to be essential and the most precious asset of every academic institution for achieving its
goals. They are highly influenced by the CSR initiatives carried through by the organization.
Thus, they need to express their concerns about health and safety work conditions. It is the
responsibility of the institution to prevent illness and deaths among its internal stakeholders
(i.e., employees).

From the Ghanaian perspective, the conditions of service in Ghanaian universities
state that a healthy and safe working environment must be ensured [45]. Ref. [46] explained
that the work environment could be physical and psychosocial. The physical working
environment relates to equipment, building, lighting, climate, noise, and radiation. The
psychosocial working environment deals with employees’ integrity and dignity, accessible
communication with other colleagues, and employees’ safety. Thus, no molestation and
any other improper conduct. Health and safety improve organizational efficiency, quality
of work, and good performance. So, any organization that does not invest in employees’
effective health and safety may suffer negative consequences such as high absenteeism,
low productivity, and poor performance.

2.2.2. Human Rights

The United Nations Human Rights defines human rights as “rights that identify every
human being’s inherent value regardless of background, nationality, place of residence,
ethnic origin, sex, religion, language, and any other status”. Human rights are established
on equality, mutual respect, and dignity, common in religions and cultures. It is all about
making sincere choices, treating others fairly, and being treated relatively well [47]. Ref. [48]
stated that ethics deal with what is right, fair, just, and good. Thus, organizations that
engage in moral or ethical behavior generate a source of desire for internal stakeholders,
enhancing their job performance, commitment, and satisfaction to the organization’s benefit.
This is in line with the study by [49], in which it was proposed that the internal and external
corporate ethics dimensions positively related to collective organizational commitment
towards social performance.

For instance, in HEIs, most of the administrative staff are considered as front liners.
Therefore, it is assumed that whenever they feel their human rights are respected, valued,
and treated fairly by the institution, their trust for the institution would be developed.
Build-up trust leads to good behavior and a positive attitude that can increase employees’
commitment and organizational performance.

2.2.3. Training and Development

There is a greater demand for a trained and skilled workforce in today’s competitive
labor market. Training of employees does not only facilitate required technical and pro-
fessional skills, but it also indicates that organizations are very much concerned about
investing and providing employees a better chance for career development. Ref. [50] de-
scribed training and development as when employees strengthen their existing knowledge,
skills, and abilities through workshops, seminars, conferences, and other activities that
motivate them to perform effectively at the workplace. By this notion, both training and
development focus on developing employees’ skills, knowledge, and attitudes.

From the perspective of HEIs, most academic institutions’ strengths and development
depend on staff training. Analytically, training becomes obligatory under each step of
expansion and diversification so far as ICSR is concerned. So, staff needs to acquire the
proper knowledge and improve their skills and abilities to perform better and increase
productivity. Training and development are part of the learning process in the organiza-
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tion. Thus, it should be well designed, organized, and implemented to result in higher
productivity and growth for sustainable competition.

2.2.4. Work-Life Balance

Work-life balance is one crucial facet of a healthy work environment. Ref. [51] ex-
plained that the work-life balance concept supports and enables workers to balance their
time between work, family, and other personal issues. Work-life balance aims at cutting
down employees’ work stress and grief since they spend more hours on work activities. For
instance, chronic stress is a common health problem in the work environment. It can result
in psychological and physical effects such as mental issues, depression, digestion prob-
lems, hypertension, body pains, insomnia, and heart-related pains. Hence, maintaining a
work-life balance helps to decrease stress and burnout in the workplace.

Organizations like universities can effectively handle work-life balance by initiating
flexible working conditions and provisions such as flexible work schedules, job sharing,
company-sponsored family events, paid-time-off policies like personal days, vacation
days, sick days, etc. [51,52]. Moreover, innovation and technology developments have
made it possible for work tasks to be accomplished faster and simpler due to email,
smartphones, video chat, and other technological software. Thus, organizations can use
current technology at their workplace to facilitate individuals or employees to work flexibly
without having to work overtime hours. If this is not done, it can lead to irritability, mood
swings, and fatigue, which decreases work performance. Contrarily, if an organization
creates a good working environment with work-life balance as a priority, it will save costs
and preserve a healthier and productive workforce.

2.2.5. Workplace Diversity

In recent years, the development and improvement of workplace diversity have
become an essential issue for organizational management due to the unusual change
in the working environment. Workplace diversity relates to the workplace and refers
to employees with varying characteristics such as different sex, gender, ethnicity, race,
age, political ideologies, religion, language, educational background, physical abilities or
socio-economic status, life experiences, and cognitive approaches toward problem-solving.
Remarkably, workplace diversity does not just extend to hiring diverse individuals but
also ensures that participation is equal among all employees.

Managing workplace diversity is still a challenge in many organizations. According
to some business experts, workplace diversity is a huge challenge even though it has no
limitations and does not know organizational boundaries. However, an organization that
prioritizes diversity can widen its creativity, skill-base and become more innovative and
competitive. Moreover, it will improve organizational effectiveness, productivity, and
sustained competitiveness when organizations recognize and regard diversity.

2.3. Social Performance

Corporate social performance (CSP), also known as social performance (SP), has criti-
cally received empirical and theoretical attention for several years. This concept has been
primarily used in business, society, and countries like the United States of America. More-
over, today’s practitioners and scholars are paying particular attention to the organization’s
CSP—a concept that emphasizes an organization’s responsibility to employees, society,
community, and traditional duties to economic shareholders [53,54]. CSP concept is an
extension of the CSR concept that emphasizes results achieved [55]. According to [56],
social performance is the practices, principles, and outcomes of a business relationship
with institutions, organizations, communities, societies, people, and the globe regard-
ing the planned activities of businesses towards these stakeholders and the unintended
business externalities.

Similarly, CSP is “the configuration of the principles of business organization’s so-
cial responsibility, social responsiveness, processes, programs, policies, and observable
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outcomes as they relate to the firm’s human, stakeholder, and societal relationships” [57].
Wood’s definition further explained that to assess an organization’s social performance, the
research scholar has to analyze the extent to which ethics of social responsibility influence
actions perform on the organization’s behalf. The level to which the organization utilizes
socially responsive processes, the presence and nature of programs and policies planned to
manage the organization’s relationships, and observable outcomes that matter most to the
organization’s actions, programs, and policies. Thus, the researcher’s efforts to analyze
and examine social performance relate to principles, processes, and outcomes.

Some research scholars have developed a CSP model that helps determine if an or-
ganization is responsible for its economic and legal stakeholders and becomes socially
responsible. Their model is a three-dimensional model for stress-free interpretation by
managers of organizations. They are social responsibility categories, modes of social re-
sponsiveness, and social issues of stakeholders. For instance, the model by [56] on CSP
provides a system’s approach to understanding CSP. The author established three CSR
principles in the CSP model, which describe structural relationships between corpora-
tions, societies, and people. They are institutional legitimacy, public responsibility, and
managerial discretion. The institutional legitimacy principle explains that society gives
power and legitimacy to business organizations and that organizations must responsibly
utilize their power to the community. The public responsibility principle also states that
organizations take responsibility for any outcome related to their missions or societal partic-
ipation areas. Every corporation has different responsibilities due to its size and operation.
At the individual level of analysis, the managerial discretion principle emphasizes that
managers are ethical actors who are obliged to use all the available discretion towards
socially responsible outcomes. Thus, an individual’s right and responsibility to decide and
take action are affirmed in the boundaries of economic, legal, and ethical constraints.

Secondly, corporate social responsiveness processes are boundary-spanning behav-
iors that help firms connect social responsibility principles to behavioral outcomes. The
three primary facets of responsiveness are environmental assessment, stakeholder, and
issues management.

Lastly, the outcome of corporate behavior directly affects the assessment of CSP. Poli-
cies, programs, and observable outcomes are related to the company’s social relationship.
Outcomes are categorized into three kinds: the social effects of corporate behavior irrespec-
tive of the motivation for such behavior to occur; the policies corporations use to implement
responsiveness; and the strategies developed by businesses to manage stakeholders’ in-
terests and social concerns. One significant assumption of CSP is wide-ranging results
from corporate conduct or behavior irrespective of its intent or knowledge of the firm.
Thus, essential outcomes of CSP include profits, share value, returns on investment, and
market share. It also provides stakeholder and socially significant outcomes like human
rights concerns, workplace safety, utilization of natural resources, corruption, pollution,
and effects on communities.

In another perspective, ref. [19], explained the CSP model as an organization’s eco-
nomic, legal, ethical, and philanthropic responsibilities to society. Carroll stated that
business institutions such as industries, firms, and organizations have relevant economic
responsibilities that naturally occupy managers’ attention. Carroll’s model is theoretically
less helpful. However, it reflects how managers perceive their CSR and performance better.
Ref. [58], in a later study, stated that the attention on social performance gives rise to
corporate actions and achievement in the social scope. Therefore, from the perspective of
performance, it is evident that organizations must implement policies on social objectives
programs and incorporate ethical responsiveness into the decision-making process.

We refer to social performance as an operative and effective transformation of an
organization’s mission and accepted social values into practice to make its mission a reality.
Every HEIs in Ghana has its mission in which it operates. For instance, the University of
Ghana’s mission is to “create a conducive environment that makes the University increas-
ingly important to national and international development through cutting-edge research
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as well as high teaching and learning”. In this regard, creating an enabling environment
must include the wellbeing, social needs, and satisfaction of all stakeholders, including
employees in the institution. Organizations must efficiently and effectively manage its
social performance carefully and deliberately as it also operates their ICSR to achieve a solid
social performance. Thus, CSP is a multi-dimensional concept that includes employees’ or-
ganizational activities, workplace diversity, the natural environment, customers, products,
etc. [59]. Practically, it is a general template for evaluating how businesses identify and
fulfill their responsibilities to individuals, stakeholders, and societies.

2.4. CSR in Higher Education Institutions

Higher learning institutions, which is also the knowledge sharing center, play an
essential role in the social development and economic growth of society and contribute to
stakeholders’ welfare. CSR in higher learning institutions or universities must represent an
important area of impact and be an essential function of the universities. As a corporate
entity, a university sets up its strategic policies, structures, and critical process to accomplish
its long-term success. Moreover, it has many stakeholders such as employees, students,
communities, government, institutions, and partner companies. The universities have a
broad scope of social responsibilities. Therefore, their aim must be beneficial to society [60]
since they are the society’s pillar beyond their supportiveness to economic growth [61].
As a result, ref. [62] suggested that embracing CSR is an appropriate strategy for HEIs to
develop their responsibility as corporate citizens for all stakeholders.

CSR should be identified as a significant characteristic of HEIs and must be embedded
with their policies. It is one of the university’s primary functions, and therefore it cannot
be considered different as used in other manufacturing-based organizations. It is a man-
agement strategy used to manage both its internal and external dimensions and maintain
its reputation outside the university [63]. Universities also have an immediate and direct
influence on society, and hence the implementation of CSR strategies must be considered
to achieve a positive reputation and a true competitive advantage. Usually, universities
follow directives from society. Thus, the fundamental commitment of universities to so-
ciety is teaching and research. Universities hold the primary responsibility by providing
education and research in their communities and a rising number of entities pursuing
higher education. By implication, the institution’s curricula repute and quality become a
distinctive factor for their success [64]. However, HEIs have greater accountability beyond
teaching and research. They have a broader task in human and social development to be
responsible to all stakeholders by reinforcing their relationship with them [65,66].

Ref. [67] explained that CSR improves continuous development in higher education
institutions with internal capacity and external impact, performance, and management. It
helps the HEIs attract skilled employees and excellent students, yielding benefits in submit-
ting a balanced report in the economic environment, social performance, and operations. It
is necessary for university management to actively implement and support social activities
responsibly and reflect its image and reputation.

2.5. Organizational Commitment and Social Performance

Organizational commitment is an essential employee attitude that can be related to
organizational outcomes. One way employees exhibit positive behavior to their employer
is through organizational commitment. While [68] emphasized the strategic importance of
CSR for organizational success, other researchers such as [69,70] identified the significance
of ICSR activities on employee commitment [71,72]. Importantly, ICSR practices of an
organization could build a robust employer-employee relationship to achieve a strong
employee commitment [73], which leads to better social performance [74]. Today, many
organizations still recognize CSR to reinforce their relationships with stakeholders to ensure
good interaction and total commitment. However, it is important to emphasize that it is
unlikely to dissociate organizational commitment from corporate social performance due
to their relatedness to CSR.
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CSP is looked at in terms of outcomes in a social sense when considering organiza-
tional strategic goals. For instance, studies have revealed that employees’ behaviors and
attitudes have some implications for organizational social performance, ultimately impact-
ing overall performance [75]. Other researchers have argued that employees’ perception of
positive social performance can result in employees’ positive attitudes and behavior [76–78].
Ref. [75] suggested that an organization’s social performance, for instance, environmental
and community-relatedness, can influence employee commitment. They explained that
social performance could create a good impression about the organization, making em-
ployees satisfied and proud to work for the organization and be more committed to it. In
this sense, HEIs can also effectively implement ICSR practices to boost staff commitment to
higher social performance.

2.6. Social Exchange Theory (SET)

According to [79], social exchange theory (SET) is a robust and theoretical framework
for understanding business organization behavior. Ref. [80] offered a detailed conceptual
framework to comprehend the employee-organization relationship. Their framework has
received wider attention in the existing literature. However, social exchange theory is
an economic and psychological way of human behavior that explains how people use
it to create and maintain relationships with friends, families, strangers, and colleagues.
Essentially, SET is a cost-benefit analysis that assesses the rewards and risks of continuing
or pursuing a relationship. This theory is used to explain the actions of people in different
settings and a multitude of relationships. SET can be applied to the workplace in both
academic theory and practice. Thus, the employer-employee relationship is one of the key
indicators of an organization’s success. If employees do not have a cordial relationship
with each other at work, they will likely leave the organization and seek such good
rapport elsewhere. Business organizations can use SET to structure company culture and
workplace environment that promotes friendship and team building to help employees
feel connected to the organization personally. Ref. [79] suggested that applying SET to a
specific organizational context will enable employees to form a distinct social exchange
relationship with their superiors, colleagues, customers, and suppliers. However, these
relationships have insinuations for positive behavior.

SET supposes that when people get socioemotional and economic resources from their
organization, they are likely to return with positive behavior and attitude [81]. Therefore,
any form of exchange relationship requires either economic or social resources. According
to [16], the norm of reciprocity is associated with the SET. Thus, employees may reciprocate
the voluntary benefits and other resources (financial and socio-emotional) such as respect,
care, and loyalty received from their organization. Moreover, according to this theory,
organizational commitment resulting in positive behavior is developed when mutual
exchange occurs. Thus, one partner contributes and expects that the other partner creates a
sense of responsibility to reciprocate [71]. Further research proposes that when employees
are valued and cared for by their organizations, there would eventually be a reciprocal
through organizational commitment [71,82]. Obviously, ICSR relates to social performance
via commitment based on the theory of social exchange.

3. Hypothesis and Research Framework
3.1. Internal CSR and Social Performance

CSR highlights the role of organizations within the development of the encircling
community [83]. Moreover, it can become a decent means of accomplishing higher perfor-
mance and competitive advantage [84]. Internal CSR may be an essential result of many
organization’s success based on policies and practices that are reliable with the organiza-
tion’s resources. It also represents an organization’s coherent tactics towards protecting
its resources and providing employees with better quality of life. Organizations consider
the impacts of their ICSR programs on organizational performance as well as internal
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stakeholder activity [85], and suggest a technique that integrates economic, social, and
environmental factors in the organization’s strategy to improve social performance.

Measuring corporate social performance in some institutions such as HEIs must in-
volve indicators that evaluate employees working conditions, relationships established
with primary stakeholders like students, shareholders, and the local community. Ref. [86]
explained that the analysis of social performance must consider other dimensions like
the organization’s relationship with the employees, the community, the human rights,
environmental impact, variety of social programs, and the extent to which the organiza-
tion’s products meet both ecological and social standards. However, this agrees with the
explanation of social performance by [56], which is the practices, principles, and outcomes
of a business’ relationship with institutions, organizations, communities, societies, and
people in terms of the deliberate activities of businesses towards these stakeholders.

Employees are important stakeholders, not only with the implementation of CSR
initiatives but also with how the organization’s CSR strategy affects them. Therefore,
it is imperative for organizations to ensure a cordial relationship between employees
and top-level management. The organization also takes up the responsibility to put
up structures for employees to collaborate with and other stakeholders. Furthermore,
ICSR models mainly emphasize management support and organizational performance [85].
Thus, evolving and precise structures and instruments to access social performance facilitate
communication with employees [87]. Using an integrative model makes it conceivable
to concentrate on CSR practices in daily businesses with stakeholders [88]. Ref. [89]
stated that for organizations to generate maximum benefits from CSR implementation
models, employees play a key role in decision-making concerning which actions need to
be undertaken. As ICSR activities influence more employees, the higher their commitment
will be towards work. This effort improves their productivity and eventually positively
influences organizational performance. According to [90], ICSR practices have positive
effects on organizational performance through the establishment of a positive relationship
with employees which will result in good decision making.

Internal CSR can enhance employee involvement, engagement, and identification
in an organization. To derive optimal benefits from ICSR, ref. [91] proposed that CSR
should be clustered into four categories, namely: health and safety, employee skills, the
wellbeing of employees, and social equity. These components have been a source of doubt
among employees and a source of contradiction between employers and employees [92].
Improving social performance has been a significant concern for stakeholders [93]. There-
fore, an organization’s ability to reduce this misfeeling on these CSR initiatives can obtain
higher productivity as well as organizational performance. As seen in the research of [94],
ICSR activities have a positive impact on organizational social performance. Based on the
reviewed literature, this study proposes the following hypotheses in Table 1.

Table 1. Development of Hypothesis.

Hypothesis Statement

H1 There is a positive relationship between health and safety and social performance.

H2 There is a positive relationship between human rights and social performance.

H3 There is a positive relationship between training and development and social performance.

H4 There is a positive relationship between work-life balance and social performance.

H5 There is a positive relationship between workplace diversity and social performance.

3.2. Research Framework

An organization’s social responsibility is one of the plausible grounds to build and
improve a cordial relationship between its employees and the community. Internal CSR
is described as how organizations or businesses respond to their social responsibilities
regarding their employees. It is a concern with the social activities that directly connect
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with psychological and physical work conditions in the organization where employees
find themselves. From the extant literature, internal CSR activities are discussed and
analyzed at the organizational and individual levels [95,96]. The organizational level
of ICSR initiatives focuses on the work environment that involves policies that aim at
improving employees’ physical environment, including eradicating work environment
risks that might threaten their health and safety. The individual’s level also focuses on
employees directly and addresses their particular needs, which include programs for
professional and skill development that satisfy their desires beyond the place of work.

In higher educational institutions (HEIs), employees are the main integral part of the
overall process and development of quality educational standards. The extent of interaction
and collaboration between the top-level management of institutions and employees is
critical for assessing ICSR outcomes on social performance. For example, employees
expect to have a sound working environment, good working tools, welfare programs,
and quality infrastructure. This suggests that if there is an amicable relationship between
management and the employees, there is the likelihood of positive outcomes via the
principles and processes put in place by top management to increase institutional social
performance. Such efforts by top management of HEIs promote organic solidarity to
enhance academic excellence.

Generally, social activities and practices such as health and safety, training and devel-
opment, human rights, workplace diversity, work-life balance, and other factors adopted
by the top-level management and the human resource department are expected to motivate
employees and increase satisfaction and commitment. Thus, employees can have a positive
attitude towards their work to increase social performance. In other words, when the
organization takes care of the employees’ needs and wellbeing, it creates opportunities for
self-motivation, satisfaction, and comfort in the working environment.

Interestingly, effective management of ICSR activities can give the institution a com-
petitive advantage where the institution could maintain a better workforce to sustain
instructional performance. The theoretical model in Figure 1 shows the link between ICSR
activities and social performance. Thus, it explains how a higher educational institution
can effectively consider and manage employees’ social needs and wellbeing to impact the
institution’s social performance.
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4. Methodology
4.1. Research Design

A descriptive and exploratory research design was adopted to find out and under-
stand issues relating to ICSR and social performance in Ghanaian Universities. As part of
the research design strategy, the multi-case approach was used because of the need to assess
CSR activities in private and public Ghanaian universities. We purposely selected three
public universities and one private university. The public universities are the University of
Education, Winneba (UEW), the Kwame Nkrumah University of Science and Technology
(KNUST), and Kumasi Technical University and the private university is the Christian Ser-
vice University. One main reason for choosing these four universities was the differences in
their settings and academic mandates, which reflects their assessment and implementation
of ICSR initiatives. While the KNUST has the mandate to produce graduates to serve the
science, technology, and engineering-related industries, the UEW produces professional
teachers to teach in the Colleges of Education. Kumasi Technical University also has the
primary mandate to train students to acquire skills to serve the technical and vocational
industries, while the Christian Service University trains students in theology and other
humanities to offer service to the community, including the service industry.

Thus, the survey comprised staff from both teaching and non-teaching of the selected
universities. The list of the participants used for the study was obtained from the Human
Resources Department of each university. The teaching staff comprised of senior members
such as professors, senior lecturers, lecturers, and assistant lecturers. The non-teaching staff
also consisted of senior members, senior and junior staff, including staff such as registrars,
assistant registrars, finance officers, procurement officers and office administrators, lab
technicians, transport officers, security officers, and cleaners. It must be emphasized that
in all the four universities, the non-teaching staff outnumbered the teaching staff. This
was evidenced by the list of staff we obtained from the Division of Human Resources
of each university. Hence, the study considered relatively more non-teaching staff than
teaching staff in proportionate terms.

We used a stratified sampling technique to categorize the population into teaching
and non-teaching staff. Further, a systematic sampling technique was used to select
from each stratum the required number of respondents. Hence, a total sample size of
492 respondents was selected. Of the 492 respondents, 159 respondents were teaching staff,
and 333 respondents were non-teaching staff.

We employed a mixed technique to analyze the significant relationships between ICSR
activities and social performance in higher learning institutions. Thus, both quantitative
and qualitative techniques were used to analyze behaviors, events, and some significant
phenomena that need to be explained regarding ICSR and its impact on social performance.
These techniques allowed for detailed investigation and understanding of how internal
CSR activities impact social performance in these universities. Ref. [97] explains that
descriptive research may not be sufficient to bring out all elements of a study, so there was
the need to quantify research indicators and the things they stand to explain at all events.

For the data collection procedure, the study used structured questionnaires to collect
data from the respondents. Out of 600 questionnaires sent to the respondents, 512 responses
were returned, but 492 responses were usable, representing 82% response rate. Participants
were reminded two weeks later through emails about the completion of the questionnaires.
Before administering the questionnaires, a pilot test was conducted to ensure face reliability,
validity, consistency, and accuracy of the items in the questionnaire. This was done to avoid
responses that would impact the results of the study negatively. In view of this, five staff
were selected from each university to participate in the pilot exercise. Obviously, there were
lapses and some irrelevant items in the questionnaire, and these were corrected. Moreover,
we did a thorough review of existing literature to understand the area under investigation,
especially the developmental trends in ICSR activities relative to social performance as
a measure of organizational success. This helped define the problem domain very well,
including the instruments appropriate for the research’s conduct.
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The study used structural equation modeling (SEM) to analyze the data and test
the hypotheses. Given similar empirical studies that employed SEM, it was justified to
use SEM to ensure the fittingness of the data to the research model. In addition, we
used Pearson Correlation and Multiple Linear Regression Analyses to analyze the data
to identify relevant correlations between the constructs and the effects of internal CSR
activities on social performance. Though the non-teaching staff was relatively more than
the teaching staff, there were no significant biases that affected the outcomes of this study.
In other words, the results of the analysis showed some significant relationships between
each measure and social performance.

4.2. Measurement

The main constructs in this study were five dimensions of ICSR and social performance.
The measurement items of all constructs have been tested and used in CSR literature.
Precisely, all the dimensions of ICSR were measured with 36 items adapted from [72], the
social performance was measured with 20 items adapted from previous literature [98]. We
used a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree) for all
questionnaire items.

5. Data Analysis and Results
5.1. Descriptive Statistics

Tables 2 and 3 show the demographic information of the sampled universities and
the respondents used. Out of the 492 respondents from the four universities, 27.7%,
28.7%, 22.8%, and 20.9% were from KNUST, UEW, Kumasi Technical University, and the
Christian Service University, respectively. Males and females within the selected academic
institutions constituted 58.5% and 41.5%, respectively. The age of the responders’ were 1.4%,
9.3%, 19.9%, 32.1%, and 37.2% between 21–26 years, 26–30 years, 31–35 years, 36–40 years,
and over 40 years, respectively. More than half of the respondents (79.3%) were married,
17.5 were single, 0.0% were divorced, and 3.3% were widowed. Of the respondents, 9.6%,
2.4%, 21.7%, 45.1%, and 21.1% had acquired advanced diploma certificates, bachelor’s
degrees, master’s degrees, and doctorates, respectively. In terms of work experience, 6.3%,
18.7%, 11.8%, 10.2%, and 53.0% had worked in the university for less than a year, between
2–3 years, between 3–4 years, between 5–6 years, and more than 7 years respectively. Lastly,
12.6%, 47.0%, 8.1%, 27.0%, and 5.3% of employees were Junior Staff, Senior Staff, Registrars,
Lecturers, and Professors, respectively.

Table 2. Composition of the sample universities.

Total Number of Respondents (n = 492)

Description Frequency Percentage (%)

Institutions

KNUST 136 27.6
University of Education, Winneba (UEW) 141 28.7

Kumasi Technical University 112 22.8
Christian Service University 103 20.9

5.2. Reliability and Validity Measure

The reliability of the variables was conducted with Cronbach Alpha values to check
the consistency and internal stability. Table 4 below shows the values of Cronbach Alpha
for all the constructs. It shows that Cronbach’s Alpha values range from 0.570 to 0.952.
This indicates an acceptable reliability level.
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Table 3. Sample characteristics of respondents.

Total Number of Respondents (n = 492)

Description Frequency Percentage (%)

Gender
Male 288 58.5

Female 204 41.5

Age

21–25 7 1.4
26–30 46 9.3
31–35 98 19.9
36–40 158 32.1

Above 40 183 37.2

Marital Status

Single 86 17.5
Married 390 79.3
Divorced 0 00.0
Widowed 16 3.3

Education Level

Advanced Diploma 47 9.6
Higher National Diploma (HND) 12 2.4

Bachelor Degree 107 21.7
Master Degree 222 45.1

Doctorate Degree 104 21.1

Work experience

<1 year 31 6.3
2–3 years 92 18.7
4–5 years 58 11.8
6–7 years 50 10.2
>7 years 261 53.0

Position

Junior Staff 62 12.6
Senior Staff 231 47.0

Registrar 40 8.1
Lecturer 133 27.0
Professor 26 5.3

Table 4. Reliability of Scales and Cronbach Alpha of Variables.

Variables Scales No. of Items Cronbach Alpha

Health and Safety HS 6 0.570

Human Rights HR 10 0.955

Training and Development TD 5 0.732

Work-life Balance WLB 7 0.952

Workplace Diversity WPD 3 0.805

Social Performance SP 15 0.848

Moreover, ref. [99]’s factor analysis was used. Exploratory Factor Analysis (EFA) was
performed to test the validity and confirm the latent variables’ factor structure. As a result,
factor loadings of some measurement items recorded below the accepted values and these
were removed. Eventually, the data were apposite for factor analysis as the KMO showed
0.867, which was higher than the threshold value of 0.60. This showed that every item of the
construct has a significant correlation with a high level of validity. The overall significant
relationship between all variables was adequate with Bartlett’s Sphericity evaluation with
a p-value < 0.001. Table 5 details the study’s constructs with factor loadings, eigenvalues,
explanation of variance, and cumulative variance. Thus, the factor analysis yielded nine
components with 61.62% of the total variance. At least, all the questions had good loadings
on the constructs. Using Amos software, EFA was conducted, and the measurement model
is shown in Figure 2.
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Table 5. Validity of items.

Factor Eigen Value Variance
Explained (%)

Cumulative
Variance (%)

Constructs Items 1 2 3 4 5 6 7 8 9

Internal CSR

Human Rights

HS1 0.687

7.902 17.560 17.560
HS2 0.386
HS3 0.338
HS4 0.301
HS6 0.392

Health and
Safety

HR2 0.769

5.852 13.004 30.564

HR3 0.814
HR4 0.793
HR5 0.853
HR6 0.797
HR7 0.856
HR8 0.860
HR9 0.845
HR10 0.801
HR11 0.798

Training and
Development

TD1 0.533

4.639 10.310 40.873
TD2 0.610
TD3 0.498
TD4 0.730
TD5 0.578

Work-life Balance

WLB1 0.864

2.766 6.147 47.021

WLB2 0.910
WLB3 0.861
WLB4 0.903
WLB5 0.911
WLB6 0.807
WLB7 0.759
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Table 5. Cont.

Factor Eigen Value Variance
Explained (%)

Cumulative
Variance (%)

Constructs Items 1 2 3 4 5 6 7 8 9

Workplace Diversity
WPD4 0.691

1.889 4.197 51.218WPD5 0.794
WPD6 0.800

Social Performance

Values and
Transparency

VT1 0.890

1.687 3.749 54.967
VT2 0.911
VT3 0.852
VT4 0.811

Work Place

WP3 0.763

1.317 2.927 57.894
WP4 0.760
WP5 0.827
WP6 0.598

Work Environment
Management

WEM1 0.874

1.068 2.374 60.269
WEM2 0.808
WEM3 0.766
WEM4 0.712

Employer-employee
Social Relationship

EESR2 0.482
0.607 1.349 61.617EESR4 0.479

EESR5 0.432
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For common method variance, we used Harman’s single factor test approach for
the initial assessment, and the test indicated no significant bias. The computed variance
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(14.82%) did not exceed the threshold value of 50%. Hence, there was no correction needed
theoretically. It must be emphasized that the single factor test approach was made for
thoroughness purposes. Endogeneity issues might also be significantly reduced when
meaningful and coherent control variables are examined. We, therefore, recognized and
discussed the possible endogeneity issues by comparing the results of our model before
and after the introduction of the control variables; there was no significant difference in
the results. This suggested that the problem of endogeneity was minimized and did not
impact the overall outcomes for the study.

Means and standard deviations were computed to explain the degree to which respon-
dents reacted to instrument items. Ref. [72] categorized the mean value of all variables
into three levels of responses as low, moderate, and high. They stated that any mean
value less than 2.00 is considered low, a mean value between 2.00 and less than 3.50 as
moderate, and mean values of 3.5 or higher as a high level of responses. Table 6 shows the
means, standard deviations, and correlations for the five dimensions of ICSR and social
performance. The mean values indicated that Ghana’s universities focus on health and
safety, followed by workplace diversity, training and development, work-life balance, and
human rights. This showed that some universities in Ghana had adopted ICSR practices
on average (mean = 3.47 and standard deviation = 1.117). However, there was high social
performance within the universities (mean = 3.93 and standard deviation = 1.042).

Table 6. Means, standard deviations, and correlations.

Descriptive Statistics Correlations
(n = 492)

Construct Mean SD HS HR TD WLB WPD SP
HS 4.04 1.004 1
HR 2.38 1.223 −0.498 ** 1
TD 3.96 1.039 0.190 ** −0.268 ** 1

WLB 3.69 1.216 0.034 −0.198 ** −0.016 1
WPD 3.99 1.024 0.020 −0.007 0.179 ** −0.007 1

SP 3.93 1.042 0.169 ** −0.065 0.330 ** −0.057 0.545 ** 1
Sig (2-tailed) Mean 0.000 0.151 0.000 0.206 0.000

Notes: n = 492; ** p < 0.01.

The correlation between the ICSR and social performance gave an overview of possible
relationships between the variables and to identify the multicollinearity among the study
variables. Thus, health and safety (r = 0.169, p < 0.01), training and development (r = 0.330,
p < 0.01), and workplace diversity (r = 0.545, p < 0.01) had a positive and moderate signifi-
cant relationship with social performance. Workplace diversity had a strong correlation
with social performance. These results indicate significant relationships. Therefore, hy-
potheses H1, H3, and H5 were accepted. This means that when organizations adopted
these ICSR dimensions more positively, their social performance increased. This outcome
supports the findings by [100]. However, two ICSR dimensions; human rights (r = −0.065
p < 0.01) and work-life balance (r = −0.057, p < 0.01) had a negative and insignificant rela-
tionship with social performance. This result showed no significant relationship between
the two variables (human rights and work-life balance) and social performance. Hence,
hypotheses H2 and H4 were rejected.

Further, we analyzed the level of impact of the five dimensions of ICSR (independent
variables) on the social performance (dependent variable) of HEIs in Ghana. From Table 7,
the R statistic of 0.610 indicated a moderate correlation between ICSR variables and social
performance. The R2 value of 0.372 showed that the five predictors collectively contributed
to 37.2% of the variation. Thus, the independent variables (health and safety, human rights,
training and development, work-life balance, and workplace diversity) could only explain
about 37.2% by the variabilities in the dependent variables (social performance). Further,
the F value of 57.570 (p < 0.05) was statistically significant. The t-value for health and
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safety, training and development, and workplace diversity have a significant level of 0.05,
signifying that these three ICSR dimensions have a positive and significant correlation with
social performance.

Table 7. Model Summary.

Source SS df MS Number of Obs

Model 60.176 5 12.035 F 57.570

Residual 101.599 486 0.209 Prob > F 0.000

Total 161.775 491 R 0.610 a

R-squared 0.372

Adj. R-squared 0.366

Social Performance Coef. Std. Err. t P > | t | Standardized Coefficients Beta

Constant −0.874 × 10−16 0.021 0.000 1.000

Health and Safety 0.155 0.043 3.614 0.000 0.151

Human Rights 0.040 0.026 1.537 0.125 0.067

Training and Dev. 0.341 0.057 5.995 0.000 0.229

Work-life Balance −0.024 0.022 −1.137 0.256 −0.042

Workplace Diversity 0.412 0.030 13.703 0.000 0.501

a. Predictors: (Constant), Workplace Diversity, Health and Safety, Work-Life balance, Human Rights, Training and development; Dependent
Variable: Social Performance.

Moreover, workplace diversity influenced up to 50.1% of social performance, which
indicated that it is an important variable to impact organizational social performance,
followed by training and development (22.9%), health and safety (15.1%), human rights
(6.7%), and work-life balance (−4.2%). The Structural model, which depicts correlation
among the constructs, is shown in Figure 3. It includes the estimates of the path coefficient
and the R-squared value, determining the model’s predictive power.
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There was a moderate positive correlation between the dependent and independent
variables. Thus, an increase in ICSR activities would lead to high social performance
(Figure 4).
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6. Discussion

This study’s primary purpose was to empirically investigate the impact of ICSR activi-
ties on social performance in the HEIs in Ghana. The results confirmed that only three ICSR
dimensions (health and safety, training and development, and workplace diversity) posi-
tively and significantly impacted social performance. At the same time, human rights and
work-life balance had an insignificant effect on social performance. Ref. [75] suggested
that an organization’s social performance, for instance, environmentally and community-
related, can influence employee commitment. Therefore, this finding is partially in tandem
with the study by [100], which examined ICSR and employees’ organizational commitment
in some Vietnamese service firms. Their results established that health and safety, training
and development, and labor union were significantly related to organizational commitment,
which increases the social performance of an organization. However, in their study, the
work-life balance and social dialogue had an insignificant correlation with organizational
commitment, affecting organizational social performance negatively. They concluded
that most service firms’ efforts are inadequate when considering work-life balance and
social dialogue in their ICSR implementation. Their study recommended that service firms
improve and reinforce those initiatives for the benefit of employees.

This study found that health and safety had a positive and significant relationship with
organizational social performance (β = 0.151, p < 0.05). This means that the more efforts
management of HEIs puts in promoting health and safety in their work activities, the higher
social performance increases in the institution. This finding is consistent with the results
of [43,72,101] and [102] that attested that health and safety has a positive and significant
relationship on commitment as well as organizational performance. Ref. [103] specified that
a favorable working environment considered by an employer for its employees’ health and
safety issues will enhance employees’ commitment towards organizational performance.
When an institution provides employees with a conducive and safe working environment,
employees will be motivated and will likely commit to hard work towards their job. This
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kind of attitude can effectively and efficiently improve the social performance of the
institution. Further scrutiny of health and safety by researchers can bring out other relevant
attributes that organizations have to consider when analyzing the activities involved in
health and safety and their impact on social performance

Human rights have a positive and non-significant relationship with social perfor-
mance (β = 0.067, p < 0.05). However, we found that there is an insignificant correlation
between human rights and social performance. This finding is inconsistent with [104]
study, which found human rights correlating with organizational performance through
social performance. Ref. [72] examined the relationship between five dimensions of ICSR
(human rights, training and development, health and safety, workplace diversity, and work-
life balance) and organizational commitment within Jordan’s banking sector. The results
showed that human rights had a positive and significant relationship with affective and
normative commitment but did not correlated with continuance commitment. However,
per the constitution of Ghana, everybody has freedom of speech, but this right has not
descended into the HEIs. By implication, many efforts are required to guarantee employees
their rights as both humans and respect for their dignity in the work environment. An HEI
that neglects the rights of its employees creates a work syndrome of employee turnover
and retention. Hence, the management of HEIs is to be mindful of employees’ rights and
dignity. Further, researchers can crusade on the rights of employees by deepening the
understanding of not only the roles of employees’ unions but also the rights to elevate
the psychological and mental freedom duly associated with the discharge of duties at
the workplace.

Furthermore, this study’s outcome revealed that training and development had a
significant positive relationship with social performance (β = 0.229, p < 0.05). This implies
that training and development is an important factor to keep employees and an essential
indicator for organizational social performance. Employees who perceive their institution
as caring and supportive about their wellbeing by giving them opportunities to develop
their skills and help address their personal development are likely to exhibit a positive
attitude towards work. Moreover, staff retention is high when the institution is more
concerned about staff development by providing adequate skill training, which helps
them develop competencies and abilities that enhance their proficiencies and performance.
This finding is consistent with the study by [105], which suggested that staff perceive
occupational development opportunities as a kind of institutional support that leads to
higher organizational social performance. This outcome is also in line with the study
by [106], which revealed that training and development allowed academic staff to develop
indispensable knowledge, skills, abilities, and competencies. Undoubtedly, this finding
suggests to the management of HEIs that there is a need for substantial allocation of
resources to increase training and development if the institution intends to significantly
increase social performance for quality outcomes. Besides, researchers can investigate
specific attributes of the kinds of training and development fundamental to enhancing
employees’ competencies and skills for higher job productivity in higher educational
institutions. Hence, it is crucial to note that employees’ well-being towards organizations
has a great link with training and academic development offered by the HEIs.

Contrary to the research hypothesis, work-life balance was seen to have a negative
and no significant effect on social performance (β = −0.042, p < 0.05). This outcome is
similar to the work by [100], whose study found that work-life balance had no significant
relationship with organizational commitment, leading to an organization’s higher produc-
tivity. A possible reason could be that HEIs’ efforts concerning their ICSR activities for
work-life balance were inadequate. Thus, the absence of work-life balance can lead to low
performance and productivity [107]. Impliedly, top management of HEIs can analyze thor-
oughly those factors contributing to the disparity in work-life balance among employees.
For instance, if employees are unable to have a balance between hours spent at the work
and other personal, socially-related lifestyle, they become quite aggrieved towards their
jobs, which ultimately impact job performance negatively. Moreover, researchers have the
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responsibility to examine critically job design, structure, and process of accomplishment to
determine whether or not employees are achieving optimal work-life balance.

Workplace diversity also had a positive and significant relationship with social perfor-
mance (β = −0.501, p < 0.05). Essentially, an institution that emphasizes diversity in the
work environment, such as providing equal opportunities to employees regardless of gen-
der, race, and religion, can increase social performance. This is supported by previous work
by [108], which revealed that when an organization implements diversity management,
it makes employees aware that the organization is committed to satisfying the diverse
needs and welfare of employees. Consequently, employees’ commitment to the job can
lead to high social performance. However, employees’ commitment can be improved via
group training of the organization’s diverse workforce and team building. Fair treatment
concerning equal opportunities for rewards and promotion can make employees cherish
corporate values and exhibit a positive attitude towards the institution. Essentially, when
HEIs succeed in managing workplace diversity, they can establish relations and connections
with their staff by making them experience a personal level of interaction and consider
each employee’s status. This will result in an intelligent workforce that the institution
appreciates, cares for, and respects, and employees will feel valued and comfortable in
their job, leading to higher social performance. However, a diversified work environment
suggests an interplay with culture, which can sometimes challenge shared vision and
norms. Past studies have shown that organizational or institutional culture plays a con-
tributive role in the overall social performance and hence job productivity. This finding
also draws attention to researchers in considering the link between employee relation and
work environment initiatives.

7. Implications of the Study
7.1. Theoretical Implications

The connection between organizational social performance and employees’ work
attitudes remained a challenge to researchers [109]. However, this study attempted to
bridge the gap by employing social exchange theory (SET) to give profound insights into
employees’ behavior and attitude and their effects on overall corporate social performance
through ICSR activities. All the ICSR dimensions in this study represent the socio-emotional
resources except for a few human rights items, representing economic resources like salary.

The findings of the study showed that three of the constructs have a significant
impact on social performance. This connotes that SET, which involves economic and
socioemotional resources, is the foremost reasonable way to clarify the reciprocal effect of
ICSR activities on social performance through positive employee behavior. This supports
earlier studies applying SET to illustrate the reciprocal relationship between organizational
activities and employee behavior. Thus, this study contributes to the literature by assessing
the effects of ICSR activities on corporate social performance, especially in HEIs. Further,
it serves as a springboard for future studies concerning the relationship between ICSR
activities and corporate social performance in HEIs.

7.2. Managerial Implications

Top-level management in HEIs is encouraged to pay particular attention and con-
stantly review the five essential dimensions of ICSR activities in their institutions. When
staff feel respected, valued, and concerned by the institution, they demonstrate loyalty and
commitment to the institution. In addition, organizations should ascertain an autonomous
CSR department for both internal and external CSR to be implemented and monitored
effectively and efficiently. The human resource department can also be informed by top
management to recognize the importance of ICSR, such as improving training and devel-
opment, safe working environment, better workplace diversity, proper work-life balance,
practices, and high productivity policies for the success of the organization.

Moreover, this study revealed workplace diversity as the most influential and signifi-
cant variable impacting an organization’s social performance. Therefore, the management
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of HEIs must put much effort into every aspect of ICSR practices most desired by employ-
ees. For instance, management can improve career development strategies, offer various
career advancement opportunities, and provide supportive research facilities. Finally,
when academic institutions operate in an ethical manner such that procedures and policies
are reliable, non-biased, and treat employees with respect and dignity, the staff might will-
ingly repay the institution with a high commitment level which will significantly improve
social performance.

8. Limitations and Future Research

Even though this research contributes much to CSR knowledge in academic institutions,
particularly HEIs in Ghana, it has some limitations and will require further investigation.

First, the model of the research is limited to only five dimensions of ICSR activities.
This implies that there are testable variables that can be examined or investigated in relation
to corporate social performance. Such factors include rewards, promotion, remunerations,
disable support, and job satisfaction. Hence, the five ICSR activities may not be the only
factors to influence social performance. Future research can consider other factors such as
those mentioned earlier and examine their impact on social performance to understand
internal CSR activities and their dynamics.

Second, the questionnaires were distributed to only employees in the selected univer-
sities in Ghana. The findings of this study may not represent all employees in the many
universities in Ghana. Therefore, additional studies in the future can target a broader scope
of respondents from many HEIs in Ghana so that the results’ accuracy and reliability can
be improved.

Last, the small sample size was a potential limitation since it was considered inade-
quate for the study regarding the numerous universities in Ghana. It is expected that future
studies will increase the sample size to help advance the accuracy and generalization of
the findings.

9. Conclusions

Internal CSR activities from the perspective of employees are a critical aspect of an
organization’s social responsibility. This study focuses on CSR’s internal dimensions to
determine its impact on social performance in the HEIs in Ghana. The study examined the
effects of ICSR activities on social performance and how the dimensions significantly impact
social performance. The empirical results showed that health and safety, training and
development, and workplace diversity improve social performance in HEIs. Interestingly,
workplace diversity highly affected social performance than the rest of the dimensions. The
study deepens the understanding of the five dimensions of ICSR, especially in academic
institutions where staff retention is mostly a priority. This suggests that social performance
increases if management in HEIs realizes the need to address issues relating to these five
dimensions of ICSR. Such efforts by management reflect employees’ attitude, behavior, and
commitment towards work positively. It is crucial for top management of HEIs to actively
implement and support internal social responsibility practices to improve employees’
social wellbeing for increased organizational performance and elevate the institution’s
image and reputation. Therefore, this study contributes to the existing literature with
much emphasis on ICSR and social performance in the context of HEIs. Further, future
works should investigate the other ICSR factors such as motivation, corporate reputation,
and management leadership style and their effects on social performance for improved
organizational performance.
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