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not last. Virtue, just like in the case of Pericles or Themistocles, will not be connected to knowledge. 

And just like these great men, nobody will be able to help others become themselves virtuous.  

Plato is a master in introducing powerful myths and investing them with philosophical 

content. In his hands, the myth of Daedalus becomes a powerful philosophical narative about the 

transient character of human doxa, both of its value and its ultimate limitations. His use of the myth 

of Daedalus in the framework of a discussion which is ethically and politically significant, paints a 

vivid picture of the dynamic between permanence and change. In this way, it offers a powerful way 

for us to explore the nature of human cognition, its challenges, and its ethical repercussions.  
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Relevance of the research. Corporate social responsibility is a topical topic, especially when 

it comes to social responsibility towards workers, the environment and society. With the need to 

create a work-friendly environment, researchers recommends that companies focus on internal CSR 

practices, such as health and safety, work-life balance, training, and equal opportunities for workers 

(Asante Boadi et al 2020; Sarwar et al, 2022; Singh and Gautam, 2023; Walsh et al, 2023; Czerw, 

2019). Measuring well-being in the workplace is important for both employees and employers, as it 

provides an opportunity to make decisions about adjusting board processes. Socially responsible 

management increases employee motivation and personal involvement, and leads to more successful 

development of the organization. The application of socially responsible activities creates synergies 

between the organization's resources, allows organizations to become attractive and competitive, can 

increase employee job satisfaction and create well-being in the workplace (Faeq et al, 2022; 

Hernández Ponce et al, 2024; Lin, 2025). Although the issue of social responsibility is widely 

analysed, the analysis of this topic is insufficient, due to the lack of empirical evidence on how the 

principles of social responsibility are applied in the management of the organisation's activities, 

specifically in human resource management, determines the well-being of employees, job 

satisfaction, what determines the implementation of CSR principles and what benefits it brings to 

the employees of organizations.   
Research methodology: analysis of scientific literature. The problem of the study is the 

question of how socially responsible management of organizations relates to the well-being of 

employees. The aim of the research is to identify the links between socially responsible management 

of organizations and employee well-being by defining the elements of CSR and employee well-

being from a theoretical point of view. 
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Research results. The CSR initiative is presented in Carroll's (1991, 2016, 2021) model of 

the social responsibility pyramid, discussing economic, legal, ethical, and philanthropic 

responsibility as a tool for moral governance of an organization's stakeholders. There is no doubt 

concerning the practical implementation benefits of social responsibility concept when it comes to 

the public's expectations, but it is quite difficult to draw a boundary between these benefits and costs 

of the organization to realize socially responsible behavior. The problem stems from implementation 

of social responsibility concept in practice. Long-term success of the organizations dependes on how 

sustainable they are while integrating into the environment and assessing stakeholders' social 

sentiments - the relationship between the organization and the surrounding environment should be 

formed on the basis of social responsibility. According to Carroll (1991,2016,2021) there are four 

components of CSR: economic, legal, ethical, and philanthropic.  
▪ The economic components: refers to the economic activities in terms of competitive 

position, profitability, and operational efficiency. 

▪ Legal components: refers to the obligation to follow the rules and regulations of place that 

under it operate their business.   

▪ Ethical components r: refers to the activities that over the social expectation beyond legal 

obligation that required by law.  

▪ Philanthropic: refers to activities to be at the level of social expectation to be good 

corporate citizens (e.g., promotion of human well-being).  

The content of the CSR components presented in Figure 1 remains relevant in terms of time - 

relevant at the beginning of the consolidation of the concept, relevant in today's context. 

 
 

Ethical Components (Responsibilities) 
It is important to perform in a  manner consistent with 

expectations of societal mores and ethical norms. 

It is important to recognize and  respect new or evolving 

ethical/ moral norms adopted by society. 

It is important to prevent ethical norms from being 

compromised in order to achieve corporate goals. 

It is important that good corporate citizenship be defined 

as doing what is expected morally or ethically. 

It is important to recognize that corporate integrity and 

ethical  behavior go beyond mere compliance 

with laws and regulations. 

 

Philanthropic Components (Responsibilities) 
It is tmportant to perform in a manner consistent with the 

philanthropic and charitable expectations of society. 

It is important to assist the fine and performing arts. 

It is important that managers and employees participate in 

voluntary and charitable activities within their 

local communities. 

It is important to provide assistance to private and public 

educational institutions.  It is important to assist 

voluntarily those projects that enhance a community's 

"quality of life." 
 

 

Economic Components (Responsibilities) 
 It is important to perform in a manner consistent with 

maximizing earnings per share.  

 It is irnportant to be committed to being as profitable as 

possible. 

It is important to maintain a strong  competitive position. 

 It is important to maintain a high level of operating 

efficiency. 

It is important that a successful firm be defined as one that 

is consistently profitable. 

 

 

Legal Components (Responsibilities) 
It is important to perform in a manner consistent with 

expectations of government and law. 

It is important to comply with various federal, state, and 

local regulations. 

It is important to be a law-abiding corporate citizen. 

It is important that a successful firm be defined as one that 

fulfills its legal obligations. 

It is important to provide goods and services that at least 

meet minimal legal requirements. 

Figure 1. Content of CSR components ( Carroll , 1991, 2016, 2021) 
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The concept of corporate social responsibility has remained important for both business and 
scientific representatives, and is analyzed in various contexts according to economic activities, the 
benefits of this activity are analyzed, and in the practice of companies, the principles of social 
responsibility are integrated into all processes of organizations' activities. There is a growing belief 
that the long-term practice of CSR are beneficial to all stakeholders, myths that social responsibility 
does not give a positive impetus are debunked. According to Faeq et al (2022), CSR practices are 
shaping up as a new approach to managing organizations. Organizations engaged in CSR activities 
are more constructive in comparing to those organizations with no CSR or less visible CSR 
programs. Carroll (2016) states that  „CSR has had a robust past and present. The future of CSR, 
whether it be viewed in the four part definitional construct, the Pyramid of CSR, or in some other 
format or nomenclature such as Corporate Citizenship, Sustainability, Stakeholder Management, 
Business Ethics, Creating Shared Value, Conscious Capitalism, or some other socially conscious 
semantics, seems to be on a sustainable and optimistic future“. CSR practices are applied in both 
developed and developing regions, Globally, CSR has become a strategy for managing 
organizations, has been adopted as a beneficial practice for both businesses and society, and has 
been adopted and developed by academia. The CSR pyramid and related models and concepts will 
remain relevant in the future. ĮSA ir toliau remiama ir taikoma verslo ir akademinės bendruomenės.  
The recognition of CSR, identified in business as an objective or sustainability, has been a key factor 
in the growth of CSR, and the involvement of managers in the field of social responsibility has 
increased( Carroll  2021). 

A favorable attitude of employees towards corporate CSR positively determines performance 
and pride in the company, Therefore, a continuous evaluation of a company's social actions can help 
companies in difficult moments. This is achieved because employees have high productivity and 
openly demonstrate love for the company, sending good feedback to stakeholders outside the 
company. It is recommended that senior managers and HR managers exchange information on CSR 
before implementing any CSR initiative.  In addition, it is appropriate to apply certain motivational 
models to employees guided by values and beliefs in order to improve employee performance and 
increase the sense of belonging to the company (Asante Boadi et al, 2020), to shape their higher 
level of awareness on CSR issues. 

According to Pasaribu et al. (2025),  employee well-being includes physical, emotional, and 
social balance in their work lives. Well-being is not solely dependent on financial compensation, but 
also on factors such as work appreciation, a supportive work environment, and opportunities for 
professional growth. Employees who feel well-supported tend to be more motivated, loyal, and 
productive. Work-life balance is a condition in which individuals are able to manage their time, roles 
and responsibilities in a balanced way, and maintaining this balance is very important to avoid work-
related stress, tension and conflict.  Companies that maintain a work-life balancex are more likely to 
create a mentally and physically healthy work environment for employees. According to Hernández 
Ponce et al. (2024), a work environment that prioritizes employee well-being reduces stress and 
burnout, improves high-quality service delivery, can increase productivity and improve the quality 
of customer service, ensuring customer experience. Rahman et al. (2024) suggeststhat a nuanced 
approach to understanding employee well-being -  self-acceptance and positive relationships - is 
identified as key aspects in promoting the overall well-being of employees and thus increasing 
employee satisfaction and reducing turnover.  Bartels et al (2019) investigated that interpersonal 
aspects of work are particularly important for well-being in modern workplaces, which are 
characterized by open workspaces, virtual work, teamwork, and connective technologies that 
promote employee communication at work.  In addition, the positive relationship between an 
individual's interests and physical health and overall well-being suggests that there may also be a 
link with well-being in the workplace.  

Well-being is a positive state related to emotions and cognitive evaluation of life (Czerw, 
2019). Measuring well-being in the workplace allows you to evaluate positive qualities, while 
providing an opportunity to take corrective actions when optimal well-being is not observed. The 
original goal of creating WWQ was to provide an instrument of workplace well-being applicable to 
a wide range of working people. The WWQ instrument had strong psychometric reliability 
characteristics, allowing it to be used in all populations. The application of WWQ offers significant 
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benefits to individuals and organizations who want to reasonably determine levels of well-being in 
the workplace, regardless of gender, age and type of work (Hyett & Parker 2015). The Well-being 
Questionnaire (WWQ) allows you to reasonably determine the level of well-being in the 
workplace.The questionnaire distinguishes the following groups of questions (scales): job 
satisfaction; organizational respect for the employee; the employer's attitude towards the employee; 
and work-life balance. 

 There are many ways to measure employee well-being.  The National Institute for 
Occupational Safety and Health's Occupational Wellbeing Questionnaire (NIOSH WellBQ) is an 
assessment as a holistic construct, including five areas for well-being in and outside of the "work" or 
"workplace" environment (Chari et al., 2021).  The NIOSH WellBQ, comprising a total of 68 items, 
was translated into the Malay language. It encompasses 16 scales, five indices, and 31 individual 
items that span across five domains: (1) work evaluation and experience; (2) workplace policies and 
culture; (3) workplace physical environment and safety climate; (4) health status; and (5) 
experiences and activities outside of work related to home, community, and society (Omar et al, 
2024, Chari et al., 2021).  

The work evaluation and experience domain includes 4 scales and 10 single items; The 
workplace policies and culture domain includes 3 scales, 2 indices, and 3 single items; The 
workplace physical environment and safety climate domain includes 4 scales and 3 single items; 
The health status domain includes 4 scales, 2 indices, and 13 single items; The home, community, 
and society domain includes 1 scale, 1 index, and 2 single items (modified from Chari et al., 2022). 

 

 
Figure 2. Domains, subdomains, and subdomain constructs of the WellBQ (Fontana et al,  2023) 
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The use of WellBQ in the workplace can be particularly useful for the initial evaluation, and 

thus for defining the internal benchmarks of the company or of a specific homogeneous group of 

workers (within that company), assessing changes in well-being following the application of specific 

interventions, as well as identifying, by comparing the results between groups of workers in the 

same institution, the most important areas where action can be taken. 

Conclusions 
Research on the relationship between employee behavior and well-being is not only carried 

out by psychologists, sociologists, management, education and health professionals, which is why 

well-being is an interdisciplinary term because it refers to all aspects and areas of human life. 

Darbuotojų gerovė darbo vietoje yra daugiau nei tik poveikis. Employee well-being research can 

help researchers explain changes in employee behavior by evaluating individual and organizational 

factors and developing socially responsible human resources policies based on the principles of 

social responsibility.  

Research has revealed that the growth of society and business is linked, which is why 

companies implement social responsibility initiatives that aim to gain growth through society. The 

application of CSR activities creates synergies between organizational resources and its integration 

can increase employee job satisfaction. The application of the social responsibility of the 

organization increases the level of well-being of employees. Higher levels of employee well-being 

lead to higher job satisfaction; greater organizational respect for the employee, greater opportunities 

to reconcile work and private life, and a favorable attitude of the employer towards the employee. 

Creating a supportive working environment becomes a priority for the mutual benefit of the 

employee and the organization. Managers are recommended to focus on internal CSR practices such 

as health and safety, work-life balance, training, and equal opportunities for employees, work 

evaluation and experience, workplace policies and culture, workplace physical environment and 

safety climate; and  experiences and activities outside of work related to home, community, and 

society. 
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In this paper, I put forward a thesis according to which general didactics must necessarily be 

paradigmatic. I believe that discussions on the paradigmatic nature of didactics should be renewed. 

It is necessary to answer the question of what it means that didactics is paradigmatic and whether in 

didactics it is possible to postulate the pursuit of a single paradigm (following the example of natural 

sciences). I will try to show that education – like other sciences – cannot be free from paradigms. 

Without them, teaching knowledge gets bogged down in "colloquial and theoretical chaos", and 

didactics loses its scientific character. The paradigm is not a "theoretical luxury", but a condition for 

critical reflection, structured language and a communal conversation about education. I do not 

delude myself that the awareness of paradigms will solve all the problems of didactics. However, it 


