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Abstract: Since the idea of corporate social responsibility (CSR) was formed, it has become a topic studied by many scientists worldwide. Their research results have demonstrated that CSR impacts internal and external business performance. The satisfaction and trust of workers are content that also needs to be considered by administrators because they affect whether workers are committed to the business. Within the scope of this article, we will research the impact of CSR on objects inside the company, precisely the effect of CSR on the interactive relationship between three factors of employees: satisfaction, trust, and commitment. Through the article, the authors build a model showing the interaction between the above factors through implementing the labor practices of ISO 26000 - a set of standards that integrates the core issue of CSR. Building this model will be a premise for the authors to research more deeply at several economic corporations in the future.
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1. INTRODUCTION
	CSR is a commitment of businesses to contribute to sustainable development through activities that improve the quality of life of employees, communities, and the whole society in a way that benefits both the business and the overall development of society. CSR is considered an essential strategy for firms in developed countries (Matten & Moon, 2008), in developing countries such as China (Yu, Kuo, & Kao, 2017) and in transition and emerging economies such as Vietnam (Advantage, 2020). Implementing CSR brings many advantages and creates a proactive position for businesses (Wolak-Tuzimek & Tuzimek, 2019), creating a good working environment, implementing good labor policies, having community support activities in charity work, cooperatives, etc., helping businesses attract employees and build good relationships, closely connecting with the community, enhancing the image of the company, enhancing reputation and brand in relations with customers and partners, creating competitive advantages (Twose & Rao, 2003). More and more businesses realize they can maximize profits and fulfill their responsibilities to society, the environment, employees, transparent corporate governance, sustainable production, etc. 
	To guide businesses to implement CSR, particular and practical guidance documents effectively have appeared in the world, such as improving working conditions in the workplace according to SA 8000, ensuring reliability and quality of sustainable development implementation, promoting stakeholder participation according to AA 1000 AS, employee participation and improving working conditions in the global supply chain according to BSCI, social responsibility management for sustainable development according to ISO 26000, supply chain assessment according to SMETA 6.1. ISO 26000 is considered the most applied standard among the above standards. This standard was established in 2005 and completed in 2010, aiming to expand the definition and use of the concept of CSR. Organizations that plan and implement environmental, social, and economic sustainability initiatives are the target audience of ISO 26000. This standard provides a theoretical framework to guide businesses in conducting their activities in a way that complies with social and environmental regulations and is consistent with their priorities. Identifying ways for businesses to innovate, minimizing the risk of ecological damage caused by a company’s activities, goods, or services, and boosting the competitiveness of organizations implementing the standard are some of the opportunities created by implementing ISO 26000. Complex yet simple, organizations worldwide that wish to integrate CSR into their overall business planning successfully will significantly benefit from ISO 26000. The authors conducted a general study of ISO 26000 and then described the core topic of labor practices. This is the basis for building the hypotheses in this study.
2. Brief content of ISO 26000
ISO is the International Organization for Standardization. ISO comprises 163 national standards bodies worldwide, including large and small, industrialized, developing, and transitional countries. ISO's portfolio of over 19100 standards provides practical instruments for all three areas of sustainable development: economics, the environment, and society. ISO standards positively impact the world we live in. They promote trade, propagate knowledge, disseminate breakthrough technology advances, and exchange best management and conformity assessment practices. ISO standards present solutions and benefits in almost every industry, including agriculture, construction, mechanical engineering, manufacturing, distribution, transportation, healthcare, information and communication technologies, the environment, energy, safety and security, quality management, and services. ISO only creates standards if there is a demonstrated market requirement. Subject matter experts carry out the work recruited directly from the relevant industrial, business, and technological sectors that identify the need for the standard and then implement it. Others may join these experts with appropriate knowledge, such as representatives from government agencies, testing laboratories, consumer associations, academics, and international governmental and non-governmental organizations. An ISO International Standard represents a global consensus on the state of the art in the standard's subject area.
ISO produced the ISO 26000 standard, developed in 2005 and completed in 2010, to widen the definition and use of the CSR concept. The ISO 26000 standard is aimed at organizations that plan and implement environmental, social, and economic sustainability activities. It provides a framework to help businesses carry out operations that conform with social and ecological requirements while aligning with their values and identifying techniques for a business to innovate, reducing the risk of environmental damage caused by the company's activities, commodities, or services, and increasing the competitiveness of companies implementing the standard. Organizations worldwide that want to successfully integrate CSR into their business plan would profit significantly from the ISO 26000 standard.
According to Steele & General (2010), ISO 26000 is intended for use by those who are just starting with social responsibility, and those with more experience with its implementation, as organizations, are at various stages of understanding and integrating social responsibility. While experienced users may use this standard to improve present procedures and further incorporate social responsibility into the business, novices may find reading and implementing it as a social responsibility primer helpful. The outline in Table 1 may benefit readers looking for specific types of information on social responsibility, even though this International Standard is intended to be read and applied as a whole.
Table 1. The outline of ISO 26000
	Clause title
	Clause number
	Description of clause contents

	Scope
	Clause 1
	To define this International Standard's scope and identify certain limitations and exclusions.

	Terms and definitions
	Clause 2
	To identify and define critical terms fundamental to understanding social responsibility and using this International Standard.

	Understanding social responsibility
	Clause 3
	Describe the essential factors and conditions that have influenced social responsibility development and continue to affect its nature and practice. It also describes the concept of social responsibility - what it means and how it applies to organizations. The clause guides small and medium-sized organizations in using this International Standard.

	Principles of social responsibility
	Clause 4
	To introduce and explain the principles of social responsibility.

	Recognizing social responsibility and engaging stakeholders
	Clause 5
	To address two practices of social responsibility: an organization's recognition of its social responsibility and its identification of and engagement with its stakeholders. It guides the relationship between an organization, its stakeholders, and society in recognizing social responsibility's core subjects and issues, as well as in an organization's sphere of influence.

	Guidance on social responsibility core subjects
	Clause 6
	To explain the core subjects and associated issues relating to social 
responsibility. For each core subject, information has been provided on its scope, relationship to social responsibility, related principles and considerations, and actions and expectations.

	Guidance on integrating social responsibility throughout an organization
	Clause 7
	To guide putting social responsibility into practice in an organization. This includes guidance related to understanding the social responsibility of an organization, integrating social responsibility throughout an organization, communication-related to social responsibility, improving the credibility of an organization regarding social responsibility, reviewing progress and improving performance, and evaluating voluntary initiatives for social responsibility.

	Examples of voluntary initiatives and tools for social responsibility
	Annex A
	To present a non-exhaustive list of voluntary initiatives and tools related to social responsibility that address aspects of one or more core subjects or the integration of social responsibility throughout an organization.

	Abbreviated terms
	Annex B
	Contains abbreviated terms used in this International Standard.

	Bibliography
	
	Includes references to authoritative international instruments and ISO Standards referenced in the body of this International Standard as source material.


Source: Steele & General, 2010

Table 1 provides an overview of ISO 26000 intended to help businesses understand how to apply this standard. The following factors guide the use of this standard. It is recommended that an organization evaluate the social responsibility principles described in Clause 4 after considering the characteristics of social responsibility and their relevance to sustainable development (Clause 3). Organizations should honor and examine these values and those specific to each vital issue (Clause 6). Before studying the concept's key topics, challenges, and connected activities or expectations, an organization should consider two essential social responsibility practices (Clause 6). These practices include acknowledging one's social duty within its sphere of influence and identifying and engaging with stakeholders (Clause 5). An organization should use clause 7's instructions to assist in integrating social responsibility into all its decisions and operations after it has understood the guiding principles, identified the essential subjects, and identified relevant and critical social responsibility issues. This includes incorporating social responsibility into the organization's policies, culture, strategies, and day-to-day operations; developing internal competency for social responsibility; conducting internal and external social responsibility communication; and routinely evaluating these social responsibility-related actions and practices. Additional guidance on the essential subjects and integration techniques of social responsibility can be received from credible resources (Bibliography), as well as a variety of volunteer programs and resources (some foreign examples are supplied in Annex A) (Steele & General, 2010).
This International Standard is not a management system standard. It is not intended or appropriate for use in regulatory or contractual settings or for certification purposes. Any attempt to certify, or claim to certify, to ISO 26000 would be a misapplication of the International Standard and a distortion of its meaning and intent. Because it lacks standards, any such certification would be insufficient to demonstrate compliance with this international standard. It is not intended to impede the development of national standards that are different, stricter, or detailed. It is designed to function as a guide. ISO 26000 clarifies that social responsibility must be included in the organization's ongoing, ordinary, everyday operations. According to this, social responsibility must be integral to organizational strategy, with accountability and specified roles at all appropriate organizational levels. It should be taken into consideration when making decisions and carrying out activities. Clause 7 of the standard outlines how to incorporate social responsibility into all organizational activities. Businesses must decide the most successful integration strategies that align with the standard's goals. Clause 7 explicitly states that the standard is intended to serve as a framework for adopting social responsibility inside an organization. It focuses on internal review and communication strategies, as well as corporate decision-making. The organization's governance procedures and stakeholder relationships are also discussed. To assist the user in integrating social responsibility throughout the company and its "sphere of influence," this standard section includes a list of current projects and organizational structures that should be reviewed at the start of the integration process. Clause 7 of ISO 26000 provides comprehensive guidelines on how to integrate social responsibility into an organization's activities. Clause 7 contains advice on understanding social responsibility and how it applies to a given company. Throughout the discourse, it is made clear that not every issue is equally essential to every organization. ISO 26000 recommends several techniques for incorporating social responsibility into all elements of an organization's activities. Clause 7 of the guideline describes how the organization can increase its social responsibility competency and awareness. Specific instructions could be good. The company's governance and decision-making systems may need to be modified to foster social responsibility, motivate employees, and generate ideas for new strategies. It may also need to upgrade the tools it uses to monitor and analyze specific aspects of its performance.
ISO 26000 goes into an organization's sphere of influence, including other parties whose decisions or actions may affect, such as suppliers. Every organization that has or desires to have a relationship with another is encouraged to consider the social, environmental, and organizational governance components, as well as the social responsibility of the other organization. Using incentives or stipulations in contracts is one method of exerting control over other organizations. ISO 26000 defines the direction of social responsibility and guides persons in leadership positions to address the organization's mission, aspirations, values, ethics, and strategy. The organization's top objectives for addressing key subjects and challenges should be translated into realistic organizational goals that include procedures, methodologies, and deadlines. Furthermore, the corporation must determine how to incorporate social responsibility into its policies and governance processes. To do this, policies for integrating social responsibility into investment and purchase decisions, human resource management, and other organizational duties may need to be developed. According to ISO 26000, the company should consider creating a strategy for dealing with specific social responsibility challenges in the future, considering its resources, competencies, and the significance of the issues and related actions. In addition, many social responsibility-related tasks require communication both internally and externally. ISO 26000 covers the role of communication and provides rules for ensuring that the information transmitted meets the relevant criteria. ISO 26000 offers a wide range of communication strategies. It can also be used as a reference when preparing reports on the company's social responsibility. The purpose of communication should be to initiate a discussion about social responsibility among stakeholders.
ISO 26000's recommendations may be helpful for organizations looking to increase their social responsibility credibility. According to the standard, corporations can accomplish this by directly communicating with stakeholders and providing them with more information in reports and statements. The standard provides additional guidance on resolving disputes or disagreements between an organization and its stakeholders. Organizations must occasionally provide information about their social responsibility performance to non-profit organizations and other interested parties. The organization should conduct rigorous data collection and management systems evaluations to increase its trustworthiness. These assessments may be undertaken by independent individuals or groups (internal or external to the firm) who examine the techniques used in data collection, handling, recording, and utilization. ISO 26000 provides numerous strategies to ensure that attempts to improve social responsibility performance reflect a genuine commitment to continuous improvement.
3. Labor practices and hypotheses
The content of ISO 26000 mentions core subjects of social responsibility such as organizational governance, human rights, labor practices, the environment, fair operating practices, consumer issues, community involvement, and development. Starting with the main topic of this article, which is to investigate the influence of CSR on employee interactions with trust, happiness, and commitment, the authors will particularly demonstrate CSR content for employees using ISO 26000 core topic number 6.4 - labor practices. 
Labor practices refer to all of the rules and procedures that govern work done by, for, or within an organization, including subcontract work. Labor practices include more than just an organization's dealings with direct employees or its responsibilities at a company location that it owns or directly administers. Labor practices include worker recruitment, promotion, transfer and relocation, disciplinary and grievance procedures, termination of employment, training and skill development, health, safety, and industrial hygiene, as well as any policy or practice affecting working conditions, such as compensation and work hours. To address social issues related to employment, labor practices include recognizing worker organizations and representing and involving worker and employer organizations in collective bargaining, social dialogue, and tripartite consultation. One of an organization's most important economic and social achievements is the creation of jobs and the payment and other types of compensation received for labor performed. Complete and secure job improves living conditions and is necessary for human development. Most social problems derive from its absence. Work practices have a significant impact on respect for the law and societal perceptions of fairness. Hence, socially responsible labor practices are critical for social justice, stability, and peace. 
According to core topic 6.4 of the ISO 26000 series of standards, businesses' CSR content towards employees includes the following criteria: (1) employment and employment relationships; (2) conditions of work and social protection; (3) social dialogue; (4) health and safety at work; and (5) human development and training in the workplace. (Steele & General, 2010). It is represented in the figure below.
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Source: Steele & General, 2010
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3.1. Labor practices issue 1: Employment and employment relationships
Employment is very crucial for human growth. An organization that employs people contributes to one of society's most recognized goals: increasing living standards through full and steady employment and decent labor. Every country has legislation that oversees the relationship between employers and employees. Labor law is based on the commonly accepted idea that employees require more excellent protection since the power of the contractual parties is unequal, even though the tests and criteria for determining whether an employment relationship exists vary from country to country. In the organization's and society's best interests, the employment relationship confers rights and imposes obligations on employers and employees. Not all tasks are accomplished within the framework of an employment relationship. Men and women who work for themselves both perform work and provide services; in these cases, the parties are considered independent of one another and have a more equal and business-like relationship. Workers frequently do not receive the rights and protections they are entitled to because the distinction between employment and business partnerships is not always clear or is sometimes improperly defined. The appropriate institutional and legal framework must be understood and executed for the benefit of society and the individual workers. All contract parties, whether labor is performed under an employment agreement or a commercial contract, have the right to be aware of their rights and obligations, as well as the avenues of recourse available if the terms of the agreement are violated.
According to Steele & General (2010), an organization should:
- be confident that all work is performed by women and men who are legally recognized as employees or who are legally recognized as being self-employed; 
- not seek to avoid the obligation that the law places on the employer by disguising relationships that would otherwise be recognized as an employment relationship under the law; 
- recognize the importance of secure employment to both the individual worker and to society: use active workforce planning to avoid the use of work performed on a casual basis or the excessive use of work performed temporarily, except where the nature of the work is genuinely short-term or seasonal; 
- provide reasonable notice and timely information and, jointly with worker representatives where they exist, consider how to mitigate adverse impacts to the greatest possible extent when considering changes in its operations, such as closures that affect employment; 
- ensure equal opportunities for all workers and not discriminate either directly or indirectly in any labor practice; 
- eliminate any arbitrary or discriminatory dismissal practices; 
- protect personal data and privacy of workers; 
- take steps to ensure that work is contracted or subcontracted only to organizations that are legally recognized or are otherwise able and willing to assume the responsibilities of an employer and provide decent working conditions. An organization should use only those labor intermediaries who are legally recognized and where other arrangements for the performance of work confer legal rights on those performing the work; 
- not benefit from unfair, exploitative, or abusive labor practices of its partners, suppliers or subcontractors, including home workers;
These lead us to the hypotheses that concern employee trust and satisfaction levels:
H1: Employment and employment relationships have a positive influence on employee trust.
H2: Employment and employment relationships have a positive influence on employee satisfaction.
3.2. Labor practices issue 2: Conditions of work and social protection
Work conditions include wages and other forms of compensation, working time, rest periods, holidays, disciplinary and dismissal practices, maternity protection, and welfare matters such as safe drinking water, sanitation, canteens, and access to medical services. Many work conditions are set by national laws and regulations or by legally binding agreements between those for whom work is performed and those who perform work. The employer determines many of the conditions of work. Work conditions significantly affect the quality of life of workers and their families and economic and social development. Fair and appropriate consideration should be given to the quality of work conditions. 
Social protection refers to all legal guarantees and organizational policies and practices that mitigate the reduction or loss of income in case of employment injury, illness, maternity, parenthood, old age, unemployment, disability, or financial hardship and provide medical care and family benefits. Social protection plays an essential role in preserving human dignity and establishing a sense of fairness and social justice.
According to Steele & General (2010), an organization should:
- ensure that the conditions of work comply with national laws and regulations and are consistent with applicable international labor standards; 
- respect higher levels of provision established through other applicable legally binding instruments such as collective agreements; 
- observe at least those minimum provisions defined in international labor standards as established by the ILO, especially where national legislation has not yet been adopted; 
- provide decent conditions of work about wages, hours of work, weekly rest, holidays, health and safety, maternity protection, and the ability to combine work with family responsibilities; 
- wherever possible, allow observance of national or religious traditions and customs; 
- provide conditions of work for all workers that permit, to the greatest extent possible, work-life balance and are comparable with those offered by similar employers in the locality concerned; 
- provide wages and other forms of remuneration by national laws, regulations, or collective agreements;
- provide equal pay for work of equal value; 
- pay wages directly to the workers concerned, subject only to any restriction or deduction permitted by laws, regulations, or collective agreements; 
- comply with any obligation concerning the provision of social protection for workers in the country of operation; 
- respect the right of workers to adhere to regular or agreed working hours established in laws, regulations, or collective agreements. It should also provide workers with weekly rest and paid annual leave; 
- respect the family responsibilities of workers by providing reasonable working hours, parental leave, and, when possible, childcare and other facilities that can help workers achieve a proper work-life balance; and 
- compensate workers for overtime by laws, regulations, or collective agreements.
These findings lead to the following hypotheses:
H3: Conditions of work and social protection positively influence employee trust.
H4: Conditions of work and social protection positively influence employee satisfaction.
3.3. Labor practices issue 3: Social dialogue
Social dialogue includes all types of negotiation, consultation, or exchange of information between or among representatives of governments, employers, and workers on matters of common interest relating to economic and social concerns. It could occur between employer and worker representatives on issues affecting their interests and could also include governments where broader factors, such as legislation and social policy, are at stake. 
Independent parties are required for social dialogue. Worker representatives should be freely elected, by national laws, regulations, or collective agreements, by either the members of their trade union or by the workers concerned. The government or the employer should not designate them. At the level of the organization, social dialogue takes various forms, including information and consultation mechanisms such as works councils and collective bargaining. Trade unions and employers' organizations, as the chosen representatives of the respective parties, have a vital role to play in social dialogue. 
Social dialogue is based on recognizing that employers and workers have competing and mutual interests. It plays a significant role in industrial relations, policy formulation, and governance in many countries. 
Effective social dialogue provides a mechanism for developing policy and finding solutions that consider the priorities and needs of employers and workers, thus resulting in meaningful and long-lasting outcomes for the organization and society. Social dialogue can contribute to establishing participation and democratic principles in the workplace, a better understanding between the organization and those who perform its work, and healthy labor-management relations, thus minimizing the need to resort to costly industrial disputes. Social dialogue is a powerful means of managing change. It can be used to design skills development programs that contribute to human development and enhance productivity or to minimize the adverse social impacts of change in the operations of organizations.
Social dialogue can take many forms and can occur at various levels. Workers may wish to form groups with broader occupational, inter-occupational, or geographical coverage. Employers and workers are in the best position to decide jointly the most appropriate level. One way to do this is by adopting framework agreements supplemented by local organization-level agreements following national law or practice.
According to Steele and General (2010), an organization should:
- recognize the importance of organizations of social dialogue institutions, including at the international level, and applicable collective bargaining structures; 
- respect at all times the right of workers to form or join their organizations to advance their interests or to bargain collectively; 
- not obstruct workers who seek to form or join their organizations and to bargain collectively;
- where changes in operations would have significant employment impacts, provide reasonable notice to the appropriate government authorities and representatives of the workers so that the implications may be examined jointly to mitigate any adverse effect to the greatest possible extent; 
- as far as possible, and to the extent that is reasonable and non-disruptive, provide duly designated worker representatives with access to authorized decision-makers, to workplaces, to the workers they represent, to facilities necessary to perform their role and to information that will allow them to have an accurate and fair picture of the organization's finances and activities; and 
- refrain from encouraging governments to restrict the exercise of the internationally recognized freedom of association and collective bargaining rights.
This theoretical observation leads us directly to the fifth and sixth hypotheses:
H5: Social dialogue has a positive influence on employee trust.
H6: Social dialogue has a positive influence on employee satisfaction.
3.4. Labor practices issue 4: Health and safety at work
Health and safety at work concern the promotion and maintenance of the highest degree of workers' physical, mental, and social well-being and the prevention of harm to health caused by working conditions. It also relates to protecting workers from health risks and adapting the occupational environment to workers' physiological and psychological needs. 
Work-related illness, injuries, and death impose a heavy financial and social burden on society. Accidental and chronic pollution and other workplace hazards that harm workers may also impact communities and the environment. Health and safety concerns arise over dangerous equipment, processes, practices, and substances (chemical, physical, and biological).
According to Steele and General (2010), an organization should:
- develop, implement, and maintain an occupational health and safety policy based on the principle that solid safety and health standards and organizational performance are mutually supportive and reinforcing; 
- understand and apply principles of health and safety management, including the hierarchy of controls: elimination, substitution, engineering controls, administrative controls, work procedures and personal protective equipment; 
- analyze and control the health and safety risks involved in its activities; 
- communicate the requirement that workers should follow all safe practices at all times and ensure that workers follow the proper procedures; 
- provide the safety equipment needed, including personal protective equipment, for the prevention of occupational injuries, diseases, and accidents, as well as for dealing with emergencies; 
- record and investigate all health and safety incidents and problems to minimize or eliminate them; 
- address the specific ways in which occupational safety and health risks differently affect women (such as those who are pregnant, have recently given birth, or are breastfeeding) and men or workers in particular circumstances, such as people with disabilities, inexperienced or younger workers; 
- provide equal health and safety protection for part-time and temporary workers, as well as subcontracted workers; 
- strive to eliminate psychosocial hazards in the workplace that contribute to or lead to stress and illness; 
- provide adequate training to all personnel on all relevant matters; 
- respect the principle that workplace health and safety measures should not involve monetary expenditures by workers; and 
- It bases its health, safety, and environmental systems on the workers' participation.
Hence, the hypotheses are expressed in these terms:
H7: Health and safety at work positively influence employee trust.
H8: Health and safety at work positively influence employee satisfaction.
3.5. Labor practices issue 5: Human development and training in the workplace
Human development includes enlarging people's choices by expanding human capabilities and functioning, thus enabling women and men to lead long and healthy lives, be knowledgeable, and have a decent standard of living. Human development also includes access to political, economic, and social opportunities to be creative and productive, enjoy self-respect, and have a sense of belonging to a community and contributing to society. 
Organizations can use workplace policy and initiatives to further human development by addressing significant social concerns, such as fighting discrimination, balancing family responsibilities, promoting health and well-being, and improving the diversity of their workforces. They can also use workplace policy and initiatives to increase individuals' capacity and employability. Employability refers to the experiences, competencies, and qualifications that increase an individual's capacity to secure and retain decent work.
According to Steele & General (2010), an organization should:
- provide all workers at all stages of their work experience with access to skills development, training and apprenticeships, and opportunities for career advancement on an equal and non-discriminatory basis; 
- ensure that, when necessary, workers being made redundant are helped to access assistance for new employment, training and counseling; 
- establish joint labor-management programs that promote health and well-being.
So, it leads to the following two hypotheses of the dissertation:
H9: Human development and training in the workplace have a positive influence on employee trust.
H10: Human development and training in the workplace have a positive influence on employee satisfaction.
4. [bookmark: _Toc7457]Employee trust, satisfaction and commitment
4.1. Employee trust 
While research on trust has identified it as a crucial component of social interaction, there is no agreement on defining and evaluating trust. Because trust is a complex notion, it has been challenging to define and quantify. We appear to comprehend what trust is, yet there is little agreement on what it means. (Hosmer, 1995). This isn't for lack of effort. The literature on trust is vast, including everything from trusting personality traits to trust as behavior in trade agreements (McKnight, Choudhury, & Kacmar, 2002). According to prior research on trust, various criteria influence how it is defined and measured.
The first dimension is a person's ability to trust others. The first attempts to assess trust focused on the characteristics of persons more prone to rely on others. For example, the Interpersonal Trust Scale looked at demographic (family position, socioeconomic class, religion, etc.) and sociometric (dependence on others, gullibility, humor, popularity, etc.) aspects to see what could predict trusting attitudes (Rotter, 1967). Rotter discovered that trusting individuals were likelier to be trustworthy, pleasant, and honest in their relationships. He also found that high trusters are no more likely to be misled than low trusters.
[bookmark: _GoBack]The second dimension is the interrelated character of trust, which requires opening up to others or becoming vulnerable. Trust is not a sense, but rather the deliberate control over one's reliance on another (Zand, 1972).  Furthermore, trust implies that another individual, group, or organization will not exploit one's vulnerabilities. Trust is also the willingness to accept vulnerability in the face of positive expectations about another person's intentions or conduct (Rousseau et al., 1998). This susceptibility and dependency are frequently observed in organizational-public interactions. Dependent stakeholders, in which the organization wields great power and the stakeholder wields little, are in a "vulnerable position of having to trust the organization in times when a strategic decision is made that might affect their well-being" (Spicer, 2007). This can be stressful for those who must extend their vulnerability until they have established trusting relationships with the person on whom they depend. The process of developing trust involves a series of risk-taking acts among groups. A typical trust-building process begins with people recognizing that they can potentially profit from a social transaction and taking a minor risk to evaluate the benefits. As the payoff becomes more apparent, people take on greater risk, and so on until a trustworthy bond is built. The trust serves as a social lubricant in these interdependent relationships, lowering uncertainty (Cook et al., 2005).
The third dimension of trust examines the characteristics of a trustworthy person, organization, or institution. Previous studies have investigated the following trustworthiness characteristics: kindness, competence, honesty, integrity, dependability, predictability, good judgment, concern, and openness (McKnight, Choudhury, & Kacmar, 2002). After evaluating the extensive literature on trust studies in the social sciences, researchers concluded that the variables most typically used to judge another party's trustworthiness were kindness, reliability, competence, honesty, and openness. The result was the following definition: "Trust is one party's willingness to be vulnerable to another party based on the confidence that the latter party is (a) benevolent, (b) reliable, (c) competent, (d) honest, and (e) open" (Tschannen-Moran & Hoy, 2000).
The authors present the aspects of employee trust in Table 2, starting from the concepts, definitions, and characteristics of trust mentioned, the function of employee trust in CSR activities, the guidance of ISO 26000, and labor practices.
[bookmark: _Toc18106][bookmark: _Toc13667]Table 2. The aspects of employee trust under the impact of CSR
	Employee trust
	Believe in the management capacity of the board of business leaders

	
	Believe that businesses consistently fulfill their commitments to employees and the community.

	
	Believe that business leaders always care about the welfare of employees.

	
	Believe that leaders always care about employees' safety.

	
	Believe in the future development of the business.

	
	Believe that the working environment at the enterprise is good.


Source: compiled by author

The above arguments lead to the following two hypotheses of this article.
H11: Employee trust has a positive influence on employee satisfaction.
H12: Employee trust has a positive influence on employee commitment.
4.2. Employee satisfaction
Despite its broad usage in scientific research and daily life, there is still no overall agreement on employee work satisfaction levels. When defining job satisfaction, it is vital to consider the nature and significance of work as a universal human endeavor. Different authors have used various ways to define employee job satisfaction. Hoppock defined job satisfaction as any combination of psychological, physiological, and environmental elements that cause a person to state, "I am satisfied with my job" (Hoppock, 1935). According to this viewpoint, while many external circumstances influence job satisfaction, an internal component is still dictated by how the individual feels. Job satisfaction is a set of factors that lead to a sense of contentment. Vroom's concept of job satisfaction is based on the employee's involvement in the workplace. Thus, he defines job satisfaction as people's affective orientations to their current work obligations (Vroom, 1964). Spector's definition of job happiness is one of the most often used, and it states that job satisfaction concerns how people feel about their job and its various aspects. It is about how much people enjoy or loathe their employment. Job satisfaction and dissatisfaction can exist in every work environment (Spector, 1997). Job satisfaction is the sum of employees' positive and negative feelings about their jobs. Meanwhile, when a worker joins a corporate organization, he brings with him the wants, desires, and experiences that shape the expectations he previously ignored. Job satisfaction evaluates how closely expectations match actual rewards. Job satisfaction is significantly linked to an individual's workplace behavior (Davis, 1989).
Job satisfaction is a worker's sense of accomplishment and success on the job. It is widely believed to be linked to both productivity and personal well-being. Job satisfaction comprises doing a job you enjoy, doing well, and being reimbursed for your efforts. Job satisfaction implies excitement and delight in one's work. Job satisfaction is essential for attaining recognition, money, promotion, and other goals that lead to a sense of accomplishment (Kaliski, 2007). Job satisfaction is sometimes defined as the extent to which a person is content with the rewards of their employment, particularly in terms of intrinsic motivation (Statt, 2004). Job satisfaction relates to people's attitudes and feelings about their work. Positive attitudes toward the job indicate job satisfaction. Unfavorable attitudes toward the job indicate discontent. Job satisfaction refers to people's attitudes and ideas about their current occupations. People's job satisfaction levels might vary from exceedingly satisfied to extremely dissatisfied. In addition to having broad opinions about their professions. People can develop attitudes on many aspects of their jobs, including the type of work they do, their coworkers, supervisors or subordinates, and their salary (Armstrong, 2006). Job satisfaction is one of the most critical factors impacting the efficiency and effectiveness of commercial companies. Employees should be regarded and recognized as individuals with their interests, needs, and personal goals, demonstrating the importance of job satisfaction in today's enterprises. When analyzing job satisfaction, the reasoning is as follows: a satisfied employee is a happy employee, and a happy employee is a successful employee.
The significance of job happiness is highlighted when considering the multiple negative consequences of job dissatisfaction, such as a lack of loyalty, greater absenteeism, an increased risk of accidents, and so on. Spector (1997) lists three significant components of job satisfaction. First, companies must be guided by human values. Such companies will be devoted to treating their employees fairly and with respect. In such cases, work satisfaction ratings may be a helpful indicator of employee effectiveness. Employees who are highly satisfied with their jobs may have a pleasant emotional and mental state. Second, employees' behavior will be influenced by their level of job satisfaction, affecting the organization's business operations and activities. This leads to the conclusion that job satisfaction results in positive behavior, whereas job dissatisfaction results in negative behavior among employees. Third, job satisfaction can signal organizational activities. Job satisfaction assessments can assist in defining unique levels of satisfaction in different organizational units, which can subsequently be used to evaluate which organizational unit changes will improve performance.
Beginning with the concepts, definitions, and characteristics of job satisfaction mentioned, the role of employee satisfaction in CSR activities, ISO 26000 guidance, and labor practices, the author presents the aspects of employee satisfaction in Table 3.

[bookmark: _Toc14440][bookmark: _Toc1678]Table 3. The aspects of employee satisfaction under the impact of CSR
	Employee satisfaction
	Satisfied with the training and employee development program at the enterprise

	
	Satisfied with the company's remuneration and social protection regime

	
	Satisfied with the work to ensure health and safety at work business movements

	
	Satisfied with the company's charity programs for the community

	
	Satisfied with the work being done at the enterprise

	
	Satisfied with the capacity and responsibility of business leaders


Source: compiled by author

Through the basic theories about employee satisfaction towards their commitment in the organization, we have the final hypothesis of the thesis.
H13: Employee satisfaction has a positive influence on employee commitment.
4.3. Employee commitment
Employee commitment can take various forms. Commitment is the bond that employees have with their company. Employees who are dedicated to their organization frequently feel a connection to it, believe they fit in, and understand its objectives. The extra benefit of such workers is that they are more determined, productive, and aggressive in providing aid. Employee commitment is critical because high levels of commitment lead to several beneficial organizational outcomes. It demonstrates employees' identification with the company and devotion to its goals (Beloor, Nanjundeswaraswamy, & Swamy, 2017). Employee commitment is important since it predicts job performance, absenteeism, and other behaviors. Employee devotion and productivity have the strongest correlation with job happiness. Reducing absenteeism and tardiness is only possible with highly engaged employees in the organization, which leads to greater productivity and worthy performance. Employee commitment refers to an employee's decision to stay with a company regardless of the organizational climate or changes within. Commitment demonstrates the importance of a connection between partners and their commitment to continue it in the future. However, when employees see uncertainty, their willingness to continue working for the company wanes. Thus, employee commitment is a psychological condition that defines an employee's relationship with the company and is linked to the decision to stay with the firm (Beloor, Nanjundeswaraswamy, and Swamy, 2017). An organizational commitment is a type of employee commitment that incorporates job, career, and organizational commitments. An employee's organizational commitment is crucial to staff stability and better customer service, ultimately improving business performance. Employee work happiness, job performance, general productivity, and sales are all improved when employees are committed to a company. A high level of employee engagement also lowers turnover, intention to leave, and absenteeism. 
Employee commitment to the firm is influenced by individual variables such as age, gender, job level, education level, and work status, among others (Bin et al., 2011). Women are generally more dedicated to their jobs than males. Employees are more loyal when there is a strong match between what they receive and what the company provides. There is a link between great leadership styles and employee engagement and turnover. Focusing on employee progress rather than the mandated evaluation technique enhances employee commitment and retention. The study discovered that transformative leadership is positively connected with employees' normative commitment. Effective leadership with charisma will increase the influence of employees' commitment to the organization (Gelaidan & Ahmad, 2013). The emotional relationship that coworkers share in the workplace is a crucial component of employee dedication to their jobs and the firm. Teamwork, working relationships with management, and the work environment all impact employees' organizational commitment.
The author presents the aspects of employee commitment under the impact of CSR in Table 4, starting with the concepts, definitions, and characteristics of employee commitment mentioned, the role of employee commitment in CSR activities, ISO 26000 guidance, and labor practices.
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	Employee commitment
	Commitment to working with your current business for a long time

	
	Commitment to always saying good things about your business to friends and relatives

	
	Commitment to introducing friends and relatives to recruitment at the enterprise

	
	There are often people quitting their jobs and new employees coming into the company.

	
	Commitment to always being loyal to the business

	
	Employees work with a collective spirit and solidarity within the enterprise.


Source: compiled by author
5. 
6. Research framework on CSR activities in interaction with employee trust, satisfaction and commitment
Research framework refers to a framework that supports the research study's hypotheses by giving an introduction, description, and further context for the issue being investigated. The study's core is improved by theoretical frameworks, which are particularly effective in stressing the critical aspects of the issue of interest. It encourages us to evaluate how and when those critical factors may change. Explain, forecast, and comprehend phenomena while adhering to the critical limiting assumptions. In many cases, it challenges and enhances existing knowledge. Starting with the theoretical foundation indicated above, the authors develop a study framework for CSR activities based on labor practices issues and their connection with employee trust, satisfaction, and commitment. This framework is illustrated in Figure 2. The authors will research the interactive relationship between CSR and employee trust, satisfaction, and commitment using activities across five topics of core labor practice issues.
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Source: compiled and proposed by the author
[bookmark: _Toc16024]Fig 2. Research framework

Independent variables: employment and employment relationships; conditions of work and social protection; social dialogue; health and safety at work; human development and training in the workplace.
Dependent variables: Employee trust, Employee satisfaction, Employee commitment.
Control variables: Gender, Age, Marital status, Education level, Job position, Working time, and Average monthly income.
7. Conclusion
The article highlights the importance of CSR in business performance and systematizes the theoretical basis of ISO 26000, especially the core topic: labor practices. Through the five contents of labor practices, the authors have proposed hypotheses related to the positive relationship between these contents about trust, satisfaction, and commitment of employees. The article's main purpose is to build a model showing the interactive relationship between faith, satisfaction, and commitment of employees under the impact of corporate social responsibility. In the future, the authors will apply the built model to large economic groups in Vietnam, such as Vinacomin, through quantitative analysis.
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