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ABSTRACT 
In a rapidly evolving environment where stakeholder demands are rising, CSR and social auditing are increasingly 

expected not only as reputational tools but as drivers of genuine organizational transformation. Many CSR labeled 
companies claim to initiate social responsibility commitments to stay competitive. This study explores how social 
auditing, when coupled with organizational changes and guided by an exemplary manager, influences employee well 
being at work. 

We adopted a qualitative research methodology, conducting in depth interviews with nine key informants: 
proximity managers, CSR/HR specialists, and managers from CSR labeled companies in Morocco. Data were 
transcribed and analyzed using NVivo software. Thematic coding, node construction, and guided exploration of patterns 
were used to capture the lived experience of organizational change following social audit recommendations. 

Results show that social auditing serves as a catalyst for employee well being in the context of organizational 
change: communication processes are improved, training policies are revised, and working conditions adjusted. Under 
the leadership of exemplary managers, these changes are mediated effectively — employees report increased clarity in 
their roles, enhanced autonomy, stronger recognition, and improved work climate. These organizational shifts are 
perceived as directly contributing to employee well being—psychological, relational, and to some extent physical. 

This qualitative perspective adds depth to existing quantitative findings: it reveals how and why social auditing 
affects well being through organizational transformation and managerial behavior. Implications suggest that companies 
cannot rely merely on social audit reports; they must ensure that change is implemented structurally, and that proximity 
managers are empowered and exemplify the values of CSR. 
Keywords: Social auditing; well-being at work; corporate social responsibility; qualitative study; organizational change 

1. Introduction 
 Social auditing has evolved significantly over time, broadening its scope from simple compliance 

ARTICLE INFO 
Received: 13 November 2025 | Accepted: 23 December 2025 | Available online: 29 December 2025 

CITATION 
Slimane SN, Mahouat N, Dridat M. An exploratory study on the role of social auditing in well-being at work within the context of organizational 
change in CSR-labeled companies. Environment and Social Psychology 2025; 10(12): 4243 doi:10.59429/esp.v10i12.4243 

COPYRIGHT 
Copyright © 2025 by author(s). Environment and Social Psychology is published by Arts and Science Press Pte. Ltd. This is an Open Access 
article distributed under the terms of the Creative Commons Attribution License (https://creativecommons.org/licenses/by/4.0/), permitting 
distribution and reproduction in any medium, provided the original work is cited. 



Environment and Social Psychology | doi: 10.59429/esp.v10i12.4243 

2 

checks to being a vital tool of social management. Authors such as [1] argue that social auditing is no longer 
optional but an indispensable component of corporate governance: the progression of resources (human, 
social, infrastructural) is an essential prerequisite for the overall performance of companies. 

In particular, social auditing plays a substantial role in improving employee well-being and working 
conditions [2] . With rising social risks in workplaces, [3] emphasizes that social auditing helps to identify and 
reduce these risks, resolves labor disputes, and enhances the social climate among employees. Multiple 
studies also conceive of social auditing as a tool for assessing psychosocial climate, managerial practices, 
and working conditions for the promotion of collective well-being. 

At the same time, the concept of Corporate Social Responsibility (CSR) has gained increasing traction 
in African contexts, and especially in Morocco. CSR is understood not only as a label or certification but as a 
strategic integration of environmental, social, and governance responsibilities into firms’ operations [4,5]." 
Moroccan companies, whether very small, small, medium, or larger firms, are gradually recognizing CSR as 
more than just profit and growth: there is growing attention to stakeholder concerns — employees, customers, 
suppliers, communities. 

In Morocco: 

 There are currently 124 companies holding the CSR label awarded by CGEM (as of February 
2024). 

 CSR is supported by civil society, stakeholders, and regulatory/associative structures. Companies 
are under pressure to act beyond mere economic performance. 

 The meaning of CSR varies by company size: for very small enterprises (VSEs), it is often about 
economic survival and job preservation; for SMEs, it includes strategic and operational concerns 
about employees; for larger firms, environmental externalities, stakeholder expectations, broader 
impacts become more visible. 

In this context, social auditing within CSR-labeled companies can serve not just to monitor but to 
trigger organizational changes — changes in structure, policies, managerial practices, communication, role 
definitions, resource allocation, feedback mechanisms, etc. These organizational changes are the means 
through which social auditing might translate into actual improvements in employee well-being, and the local 
or proximity manager plays a critical mediating role: how close the manager is to daily operations, how they 
implement audit recommendations, how they manage relationships has a strong influence on whether (and 
how well) organizational changes are realized. 

1.1. Research objectives 
The purpose of our research work is to assess the impact of the social auditing approach they have 

conducted on the well-being of their employees, while highlighting the role played by local managers. 

In this sense, our field of research has a great specificity since it concerns the study and analysis of the 
relationships that may exist between social auditing and well-being at work while emphasizing the role 
played by the proximity manager as well as his attitudes and behaviors towards his teammates. 

1.2. Research issues 
As part of our research work, we formulated our research questions as follows: 

How do managers who have experienced social auditing describe its impact on their own well-being 
(stress, job satisfaction), and how do they perceive its effects on the well-being of their teams? What 
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organizational changes (structures, policies, practices) follow social auditing, and through what mechanisms 
do these changes influence well-being? 

How do employees perceive the recommendations arising from social auditing being translated into 
managerial practices and organizational changes, and in what ways do these changes contribute to or hinder 
their well-being? What contextual or moderating factors shape these outcomes? 

These questions of reflection allowed us to formulate the problematic and the central hypothesis of 
research that we tried to confirm through our confirmatory study: 

The research issue: How do employees in CSR-labeled companies experience the impact of social 
auditing on their well-being (psychological, physical, and social)? What organizational changes 
resulting from social auditing contribute to or hinder their well-being at work? 

In the context of this work, we will see a review of enriching literature linking the two basic key 
concepts of this research, then a qualitative research methodology through the mobilization of in-depth 
interviews with nine key  informants: proximity managers, CSR/HR specialists, and employees from 
CSR-labeled companies in Morocco in order to see the relationship between the social auditing and the well-
being at work of employees in the context of organizational change, and finally a discussion of results and 
the conclusion. 

2. Theoretical framework 
2.1. Definition of social auditing 

Social auditing is now an essential tool for improving human resources management, since it makes it 
possible to identify the various shortcomings that hinder the proper functioning of the human resources 
process, as well as to propose corrective or even preventive actions to resolve the malfunctions raised. 

According to [6],"Social auditing is an independent and inductive objective approach for observation, 
analysis, evaluation and recommendation based on a methodology and using techniques that make it 
possible, in relation to explicit benchmarks, to identify, as a first step, the strengths, problems induced by 
the employment of staff, and constraints, in the form of costs and risks. This leads to diagnosing the 
causes of the problems identified, assessing their importance and finally to formulating recommendations 
or proposals for actions that are never implemented by the auditor.”  

Social auditing is an approach designed to establish a situation by highlighting its characteristics 
(absolute values, deviations, strengths and weaknesses) in relation with (standards, rules, procedures) or 
strategic choices and to propose corrective measures [7]. 

In 2006 the IAS defined social auditing as an evaluation approach applied to the management, activities 
and interactions of individuals and groups within organizations, as well as to the relationships of these 
organizations with their internal and external stakeholders.  

Social auditing proves to be very judicious in order to draw corrective lessons in the future and/or to 
prevent the repetition of conflict situations or even collective and/or individual suffering caused not only by 
company malfunctions but also possibly caused by a more or less controlled change management in any 
innovation project [1]. 

2.2. Definition of well-being at work 
The concept of well-being at work refers to the definition of health given by the World Health 

Organization (WHO) which introduced the following definition in 1946: “Health is a complete state of 
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physical, mental and social well-being, and is not merely the absence of disease or infirmity.” Indeed, 
through this definition we can conclude that well-being is a state that refers to health whether physical or 
mental, to self-realization and harmony with oneself and with the people around us. 

The WHO proposes another definition of well-being at work from a psychological point of view: “It 
concerns an individual's judgment of his life and his psychological balance. It’s a subjective concept.” 

The lack of conceptual clarity of well-being at work leads a number of researchers either to abandon this 
topic or to include it in the approach of occupational health [8,9,10]. 

Well-being at work appears theoretically as a recent topic in management sciences on which there are 
more questions than answers [10]. 

Well-being at work is defined as follows by [11] : “This is the set of factors concerning the conditions 
under which work is carried out. This includes safety at work, health protection, the psychosocial burden 
caused by work, workplace hygiene, ergonomics, the beautification of the premises and the measures 
taken by the company in terms of the environment…” 

[12] states that individuals are the primary actors in their well-being. For him, well-being depends as 
much on what one possesses as on what one is led to do or not to do during one's life. 

2.3. Well-being and the theory of self-determination  
The findings can be further interpreted through the lens of Self-Determination Theory (SDT), which 

emphasizes the satisfaction of three fundamental psychological needs—autonomy, competence, and 
relatedness—as key determinants of well-being at work. In this study, social auditing emerges as an enabling 
mechanism that, when effectively implemented through organizational change and exemplary managerial 
practices, contributes to the fulfillment of these needs. Revised communication processes and clearer role 
definitions enhance employees’ sense of competence; increased participation in decision-making and 
flexibility in work organization support autonomy; while improved interpersonal relations and recognition 
foster relatedness. The role of proximity managers is central in this dynamic, as their leadership behaviors 
translate social audit recommendations into daily practices that nurture these psychological needs. By 
explicitly linking social auditing outcomes to SDT, this study demonstrates how organizational 
transformation driven by CSR and social auditing initiatives can generate sustainable improvements in 
employee well-being beyond compliance or reputational considerations. 

The theory of self-determination and the satisfaction of basic needs proposed by [13] can also fit into this 
framework. Eudemonic well-being can be assessed using indicators such as vitality [14]. Vitality reflects a 
state of activation, vigor and dynamism necessary for the optimal functioning of an individual. Some authors 
consider well-being as a multidimensional construct including both hedonic and eudemonic dimensions [15] 
The theory of self-determination and the satisfaction of basic needs proposed by [13] can also fit into this 
framework.  

Eudemonic well-being can be assessed using indicators such as vitality [14]. Vitality reflects a state of 
activation, vigor and dynamism necessary for the optimal functioning of an individual. Some authors 
consider well-being as a multidimensional construct including both hedonic and eudemonic dimensions [14]. 

The theory of self-determination comes from “an interactional approach that postulates that the 
individual is influenced by the environment and that the individual influences the context with which he 
interacts”.  
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Cognitive theory, causal orientation theory, and the theory of organism integration form the basis of 
self-determination theory [13]. This theory exposes the conditions necessary for the individual to facilitate his 
well-being and not hinder it. It suggests a social psychology of psychological well-being [16]. According to 
the work of [16]. the three fundamental psychological needs that humans seek to satisfy are autonomy, 
competence and relationships with others. These three needs are considered essential ingredients for well-
being, integrity and mental development [16]. Empirical studies have shown that these three needs operate 
regardless of activity or culture [18]. 

2.4. Effect of social auditing on well-being at work in the context of organizational change  
Rather than approaching social auditing as an isolated evaluative practice, this study adopts an 

integrative analytical framework that links social auditing to organizational change processes, managerial 
action, and employee well-being. Drawing on CSR and organizational change literature, social auditing is 
conceptualized as a triggering mechanism that generates formal recommendations and normative pressures, 
which in turn initiate adjustments in organizational structures, HR practices, and communication systems. 
These changes do not operate mechanically; their effects on employee well-being are mediated by the role of 
proximity managers, whose leadership behaviors determine how audit recommendations are interpreted, 
implemented, and internalized at the workplace level. Through this lens, employee well-being emerges as an 
outcome of the interaction between institutionalized social audit practices, the depth of organizational change, 
and the quality of managerial mediation. This conceptualization moves beyond a descriptive review by 
analytically articulating the causal pathways through which social auditing contributes to psychological, 
relational, and physical dimensions of well-being at work. 

Social auditing plays a crucial role in diagnosing and resolving organizational issues, especially those 
related to communication, training, and managerial practices. When organizations act on audit findings, they 
often implement organizational changes—such as revising their training programs, clarifying 
communication channels, and restructuring managerial duties—which can significantly enhance motivation 
and well-being among workers. 

Research [7], shows that social auditing identifies factors which directly contribute to employee 
well-being. For example, when working conditions are improved, or when employees see that their concerns 
are heard and acted upon, their satisfaction, loyalty, and productivity tend to increase. 

Beyond internal functioning, social auditing helps shape a company’s social image [19]
. Companies 

recognized for genuine social auditing and organizational responsiveness are viewed more positively by 
employees and stakeholders. This external reputation reinforces internal practices. 

The “social” dimension in this context spans three domains: societal organization, the world of work, 
and the treatment of living conditions of workers. Organizational changes that impact living conditions—
such as better safety policies, health and occupational prevention measures, or more supportive work 
environments—translate into tangible improvements in well-being[19]

. 

Large scale studies of managerial practices [20]
 illustrate that organizations that integrate audit findings 

into their health, safety, and well-being policies in a systematic way see improvements in reported quality of 
work life. Exemplary managers in these companies don’t just enforce policy; they embody it through 
behaviour: coaching, applying fair conflict resolution, fostering inclusive environments, showing 
accountability and proactiveness. 

Managers who promote autonomy, collaboration, and recognition within the newly changed 
organizational structures tend to produce higher levels of well-being among employees [21]

.For instance, 
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when decisions are shared or explained, when feedback is regular, when roles are clear, employees feel more 
competent, more connected, more respected. These changes, when genuine and well implemented, support 
not just performance but sustainable well-being. 

In summary, the impact of social auditing on well-being is maximized when the audit triggers 
organization-level changes—policies, structures, practices—that are implemented by exemplary local 
managers who lead by example. Organizational change translates audit recommendations into lived reality, 
and through that mediation, well-being at work is enhanced. 

3. Methodological approach  
3.1. The qualitative study 

Qualitative data, which takes the form of words, describes and explains processes, facts, and social 
actions rooted in a local context. Once this data has been analyzed, it leads to new discoveries and theoretical 
and conceptual advances [22]

. 

However, it is necessary to undertake an exploratory qualitative study that will lead us to the 
construction of a contextualized empirical model. 

In the case of doctoral work, exploratory qualitative research ensures the reliability of certain 
hypotheses derived from the literature review. It enriches these hypotheses with new elements emerging 
from the field and, ultimately, provides a better understanding of the field of research [23]

. 

Exploratory qualitative analysis allows researchers to eliminate certain possibilities that do not 
correspond to our empirical field of investigation, formulate new hypotheses about the relationships between 
variables, and enrich the measurement instruments, such as scales, that will be used in quantitative analysis 
[24]

. Data collection and analysis methods used in the exploratory qualitative study: Interviews 

Interviews are generally exploratory methods [25]
. Indeed, interviews are the most important and most 

widely used category of qualitative data collection techniques [23]
. 

Interviews are also one of the most effective and efficient means of collecting data in the social sciences.  

3.2. The semi-structured interview 
The semi-structured interview has the specific feature of guiding the respondent's answers and 

comments in such a way as to follow the researcher's line of questioning and cover all the topics in the 
interview guide that have already been defined by the researcher. 

Semi-structured interviews are also known as semi-directed or semi-guided interviews [26]
. 

« Semi-structured interviews are characterized by the use of an interview guide, which serves as a 
support and a guiding thread for the discussion. Using this guide ensures that all topics covered in the 
interview are addressed in the same way with all respondents » [24]

. 

The purpose of a semi-structured interview is to guide the respondent's comments using a pre-
established interview guide [27]

. 

Semi-structured interviews are useful when it is necessary to systematically collect in-depth information 
from a number of respondents or interviewees [23]. 

In our research, we opted for the semi-structured interview because of the advantage this method offers 
in focusing the data collected on themes directly related to the research issue [23]

. 
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A semi-structured interview guide was developed based on the literature on social auditing, CSR, 
organizational change, and well-being at work. The guide covered four main dimensions: (1) perceptions of 
social auditing objectives and practices, (2) organizational changes following audit recommendations, (3) 
managerial roles in implementing these changes, and (4) perceived effects on employee well-being. 
Interviews lasted between 60 and 90 minutes, were conducted in a confidential setting, and were audio-
recorded with participants’ informed consent. All interviews were fully transcribed verbatim and 
anonymized prior to analysis. Ethical principles were respected throughout the research process, including 
voluntary participation, confidentiality, and the right to withdraw at any stage. 

3.3. Qualitative analysis software  
NVivo is software that specializes in thematic analysis [28]

. The author adds that this software allows 
users to collect, classify, and dissect diverse qualitative data. 

In addition to texts and interviews, this software can also process images, sounds, videos, web pages, 
and data tables. 

Using this software, researchers have complete control over all phases of the analysis and can gradually 
build their model based on data collected in the field [28]

. 

NVivo is unique in that it is a versatile software program [29]
. According to the author, whether the 

analysis is deductive, comprehensive, or inductive, the software can be used given the different functions 
that can be implemented depending on the type of research and analysis chosen by the researcher. 

3.4. Presentation of the qualitative sample 
Our qualitative sample comprises nine HR managers from companies of varying sizes and sectors, 

selected to capture a diverse representation of organizational contexts in Morocco. The primary objective of 
this exploratory study is to assess the applicability and relevance of our global conceptual model within the 
Moroccan setting, and to refine it where necessary based on empirical insights. By gathering in-depth 
qualitative data, we aim to clarify the key parameters of the model and ensure that the operationalization of 
variables aligns with local organizational characteristics. This process will facilitate the subsequent selection 
of appropriate measurement scales for future quantitative research. Accordingly, our qualitative sample 
includes nine participants distributed as follows: 

Table 1. Interviewee contact information 

Participant ID Genre Experience Position held 

I1 Male 15 Support Functions Manager 

 Male 12 CSR and Risk Management Manager 

I3 Woman 15 Head of Administration, Social Affairs, and CSR 
Department 

I4 Male 18 Finance and Human Resources Manager 

I5 Woman 10 Human Resources Manager 

I6 Male 8 Support Functions Manager 

I7 Male 9 Head of Administration, Social Affairs, and CSR 
Department 

I8 Male 10 Support Functions Manager 

I9 Woman 14 Finance and Human Resources Manager 

Source: Authors own contribution 
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The sample size of nine participants is consistent with the objectives of an in-depth qualitative study 
aimed at exploring processes and meanings rather than statistical generalization. Data collection followed a 
principle of theoretical saturation, whereby interviews were conducted until no substantially new themes 
emerged from successive interviews. After the seventh interview, recurring patterns regarding social audit 
implementation, managerial mediation, and employee well-being were consistently observed; two additional 
interviews were conducted to confirm saturation and enhance analytical robustness. The selected informants 
were purposively chosen due to their direct involvement in social auditing processes and organizational 
change initiatives within CSR-labeled companies, ensuring the relevance and richness of the data. 

While the interviewees primarily occupied managerial and coordination roles, this choice aligns with the 
exploratory focus of the study on the implementation of social audit recommendations and organizational 
change processes. Managers and CSR/HR specialists act as key intermediaries between formal audit 
prescriptions and operational practices, making their perspectives critical for understanding how well-being-
related changes are enacted. Nonetheless, the absence of non-managerial employees is acknowledged as a 
limitation. Future research could extend this work by incorporating employee-level narratives to triangulate 
perceptions and provide a more comprehensive understanding of well-being outcomes. 

 

Figure 1. Frequency of Job Positions Held 

Source: Authors own contribution 

Among the positions listed, Support Functions Manager is the most frequently held (3 times), while 
Finance & Human Resources Manager and Head of Administration, Social Affairs & CSR are 
moderately held (2 times each). Human Resources Manager and CSR & Risk Management Manager are 
the least common, each held just once. 

The composition of a qualitative sample requires a certain degree of firmness on the part of the 
researcher, precision must be ensured, and the researcher must base their selection on predefined criteria. 

Our sample was mainly based on a selection of varied cases that would provide us with a wealth of 
information. It was also based on a carefully determined choice of interviewees in order to gather verbal 
material that would further enrich our results. 

3.5. Presentation of the topics covered in the interview guide 
The purpose of a semi-structured interview is to reflect what the interviewee actually wants to express, 

so the interviewer must allow the interviewee a certain amount of leeway while remaining within the scope 

0 0.5 1 1.5 2 2.5 3 3.5

CSR and Risk Management Manager

Finance and Human Resources Manager

Head of Administration, Social Affairs, and CSR
Department

Human Resources Manager

Support Functions Manager

Position held
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of the topics they wish to address. At this stage, establishing the interview guide is a crucial step that aims to 
determine and influence the consistency of the information gathered on the research topic at the end of the 
interviews [27]

. 

Consisting of three main themes, designed on the basis of the literature review, our interview guide is 
structured as follows: 

 The first step was to introduce the subject of our research to the respondent, establish a rapport with 
the interviewee, and gauge their familiarity with the subject matter based on their position and 
professional experience. 

 A second step, which consists of defining, through a series of specific questions, the concept of 
social auditing and, more specifically, social climate auditing and its impact on employee well-
being in a context of organizational change. 

 The third stage focused on issues relating to organizational change. The aim of this stage was to 
find out how respondents defined the concept of organizational change, the type of organizational 
change experienced by each of the structures interviewed, and the nature of the practices 
implemented to support this change (informing employees, sensemaking or meaning-making, 
contribution of local managers to this meaning-making process). 

 The fourth stage concerns the respondent's perceptions of the concept of well-being at work, as 
well as the implementation of coaching, mentoring, and training initiatives by the company and 
their impact on employees' perceptions during periods of change. 

 A fifth stage focused on the behavior of local managers towards their teammates in order to 
promote their well-being, specifically in a context of organizational change. 

 A final question aimed to gather the interviewee's perception of the interview and give them the 
opportunity to add any additional information they wished to enrich our discussion. 

4. Qualitative analysis results 
4.1. Summary of content analysis by theme  

Table 2. Word frequency query: Results from NVivo software 

Word Length Number Weighted percentage (%) 

Change 10 127 1,26 

Proximity 9 79 0,78 

Well-being 4 74 0,73 

Employees 8 67 0,66 

Organizational 15 63 0,63 

Social 6 60 0,60 

Managers 8 59 0,59 

The company 12 50 0,50 

Meaning 4 41 0,41 

Audit 7 39 0,39 

Management 10 39 0,39 

Collaborators 14 36 0,36 
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Word Length Number Weighted percentage (%) 

Especially 12 32 0,32 

Level 6 31 0,31 

Climate 6 30 0,30 

Actions 7 29 0,29 

Table 2. (Continued) 

Source: Authors own contribution 

The lexical analysis highlights the predominance of terms directly linked to the core themes of the study. 
The most frequent words—change (1.26%), proximity (0.78%), well-being (0.73%), employees (0.66%), and 
organizational (0.63%)—reveal the centrality of organizational transformation and its impact on employees’ 
social and psychological conditions. 

The recurrence of the word proximity emphasizes the critical role of line managers in mediating 
between social audit recommendations and workplace practices. Similarly, the prominence of well-being and 
climate (0.30%) underscores the importance of social outcomes in evaluating the effectiveness of audits. The 
relatively high frequency of audit (0.39%) and management (0.39%) confirms their relevance as structural 
and strategic dimensions of the analysis. 

Beyond descriptive word frequencies, the lexical analysis was interpreted in relation to the study’s 
research questions and theoretical framework. The predominance of terms such as change, organizational, 
and actions reflects how social auditing is perceived by participants as a processual driver of organizational 
transformation rather than a static control mechanism (RQ1). Similarly, the frequent co-occurrence of 
proximity, managers, and employees highlights the central role of proximity managers in mediating audit 
recommendations and shaping employees’ lived experience of change (RQ2). When examined alongside 
interview excerpts, these lexical patterns reveal how managerial practices—such as participative 
communication, recognition, and role clarification—contribute to employees’ sense of autonomy, 
competence, and relatedness, in line with Self-Determination Theory. Moreover, the recurrence of terms 
related to well-being, climate, and meaning indicates that organizational changes initiated through social 
auditing are interpreted by participants as directly affecting the psychosocial work environment (RQ3). By 
triangulating lexical frequencies with thematic coding and illustrative quotes, the analysis moves beyond 
surface-level description and demonstrates how social auditing influences well-being through concrete 
organizational practices and managerial behaviors. 

 

Figure 2. Word cloud 

Source: Authors own contribution 
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Other terms, such as actions, level, and collaborators, although less frequent, suggest the practical 
implementation of reforms and the involvement of multiple actors within organizations. Overall, this lexical 
distribution reflects a discourse strongly oriented toward organizational change, managerial proximity, and 
the enhancement of employee well-being as interconnected drivers of transformation in CSR-certified 
companies. 

4.2. Respondents' perceptions of social auditing 
Referring back to the definition of social auditing put forward by [30]

, “Social auditing can prove to be 
an excellent diagnostic tool for assessing the psychosocial climate within a company, particularly with a 
view to developing cohesion and team spirit”. 

Social auditing is a topic that carries significant weight in our analysis. Based on the results of our 
exploratory study, the definition of social auditing refers HR, CSR, and managers interviewed to the 
following elements, which for them define social auditing: barometer, assessment of well-being, 
measurement of the atmosphere at work, operation of great importance, social climate, favorable conditions, 
satisfaction, requirements, criteria, perception of employees/staff and middle management.  

"A social audit is a comprehensive survey that provides a snapshot of the 
atmosphere within a company, whether or not it has been prompted by a specific 
event. A social audit may be the result of organizational change, or it may be carried 
out simply to adjust social policies and try to build a social strategy at the company 
level. So we want to survey a little, gauge the mood among employees and, overall, 
at Sonasid, this is done for local managers." (I1) 

“The aim is to ensure a good social climate and a healthy atmosphere that will 
enable all employees to flourish and work in favorable conditions that guarantee 
their satisfaction” (I1) 

“The social audit is a very important operation. It acts as a barometer in that it 
measures the atmosphere within the workplace.” (I4) 

For the managers and executives interviewed, social auditing enables better assimilation and 
understanding of specific social situations (a deteriorating social climate). Social auditing as a process also 
allows for a review of managerial practices and the identification of both dysfunctions and strengths that 
contribute to employee well-being. 

 “Social auditing is a task that is generally carried out by external firms or by 
internal operators within the company, which consists of identifying and gauging 
the well-being of employees and the interference between management and 
procedural guidelines and the way in which they are perceived by employees.” (I9) 

 
[31]

, avancent que L‟audit social a pour rôle d‟indiquer la démarche et les outils à mobiliser pour 
déceler les souffrances des salariés et leurs besoins ce qui donne un support à l’entreprise en matière de 
prévention des RPS. 

“The social audit consists of an annual assessment of our employees' 
satisfaction with a number of criteria. Above all, we insist on being able to 
implement corrective measures following the social audit in order to respond 
positively to employees' requests, comments, and suggestions” (I5) 
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4.3. Social auditing: a tool for detecting dysfunctions and preventing risks and suffering 
associated with change  

Organizational change is a major issue. It refers to the risks and dysfunctions it generates, which are 
identified through a social audit process for the purpose of prevention. 

[32] mentioned that, beyond individual situations and from a managerial perspective, issues of suffering 
at work further highlight the need for such an approach (social audit). 

“Following this change (centralization of our actions), we conducted a 
satisfaction survey with the aim of auditing the social climate of the company in 
order to highlight recommendations for improving the social climate and reducing 
employee concerns and suffering following the organizational change that had been 
implemented.” (I3) 

Several authors and researchers have testified to the important role played by social auditing as an 
excellent tool for managing stress and psychosocial risks that can arise during change management. 

"Let's not hide the fact that employees were challenged by the changes 
implemented (a new vision for human resources management, the acquisition of a 
new subsidiary, and the implementation of measures to integrate 200 new 
employees). The social audit made it possible to implement corrective measures that 
reduced tensions and remedied dissatisfaction. These corrective actions have 
reassured employees and made them feel more comfortable. This was essential, 
because ultimately, if tensions and dissatisfaction are not addressed and if we do not 
listen, it always ends up exploding" (I6) 

The social climate audit revealed the following recommendations: 

The quality of the HR department's customer service was called into question, as there had been no HR 
director for quite some time (the aim is to make the HR team more attentive, welcoming, and understanding). 

Employees expressed the need and necessity for break rooms, and the company has indeed set up such 
spaces at each of its sites. 

[33] argue that social audits are likely to play a key role in the success of change, as they can help to 
highlight the nature of the relationship between employees and the organization through the initial diagnosis 
of corrective actions and recommendations to be implemented.  

“The recommendations made following the social audit led us to implement 
new procedures in terms of career development, which gives employees greater 
visibility. The feeling of frustration following the change has been reduced.” (I7) 

 “The social climate audit conducted and the recommendations implemented 
have had a very positive impact, which is palpable and visible in the day-to-day 
management of construction sites, which has improved significantly and become 
more flexible.” (I8) 

The social audit has potential importance at all stages of change, as the challenge is to clarify the 
relationship between people and the organization [33]. 

“It's not a question of malfunctions, but there are recommendations and 
expectations on the part of the staff. Today we are conducting training activities, so 
we want to continue in this direction, and it is recommended that we do so.” (I2) 
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“The recommendations from the social climate audits ask us to continue in this 
direction. It's a new culture at Sonasid, and employees are now moving in the same 
direction as management.” (I4) 

“Today, when we talk to a worker, they know who they are working for (they 
are aware of the introduction of a second questionnaire), what the strategic direction 
is, what the goal is, what we are doing here, and what everyone's obligations and 
responsibilities are.” (I5) 

This confirms what was put forward by [33], namely that the social audit 
succeeded in clarifying the relationship between individuals and the organization. 

"Through social auditing, anomalies are now identified through the updating of 
certain procedures and certain relationships between different departments as part of 
the optimization of certain resources, the frustration of which can affect the level of 
prerogatives of each individual, either by reducing them or expanding them 
according to the needs of the company. Everyone has understood that any action 
taken in this direction can only be in the company's interest in order to achieve its 
goals." (I8) 

"Today, human resources are moving towards an optimal organization that 
consists of clearly defining each person's tasks and the level of contribution between 
the various stakeholders in order to avoid gray areas at the management level. 
Interactions between the various departments are such that they are all involved in 
decision-making. There must be a decisive contribution based on the responsibilities 
assigned to each department from the outset." (I2) 

Social auditing is therefore highly useful for learning lessons that can be applied in the future and/or 
preventing the recurrence of conflictual situations or even suffering 

within the company, which may also be caused by change management that is more or less well 
controlled in any innovation project. 

"The social audit plays a role in detecting real needs and real suffering so that 
each manager can intervene quickly and address gaps and concerns and reassure 
people through action plans and awareness-raising sessions that directly address 
each person's sensitivities, because it is necessary to facilitate understanding among 
employees who do not have the same ability to adapt, but everyone must be able to 
play the necessary role at their level to support this change. " (I9) 

4.4. Respondents' perceptions of organizational change 
Let us remind ourselves of the generic definition of organizational change proposed by [34]: "an 

approach initiated by an organization to improve its performance through radical or gradual change in 
individuals, teams, and collective functioning." In other words, the organization is engaged in a process of 
change for the sake of performance: 

"Organizational change generally occurs through the monitoring of certain 
indicators. We find that some indicators remain in the red for several months, 
despite the continuous efforts of the various stakeholders. We can systematically 
question the organization and the interactions between the various stakeholders. 
Perhaps everyone is acting in good faith, but if there is poor interaction and synergy 
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between the various stakeholders, this can block all attempts to achieve success. 
This is why we must be able to monitor performance indicators very quickly and 
continuously" (I1) 

Let us also recall the definition proposed by [35] who believes that change is, by definition, delicate. 
Changing an organization means changing people's behaviors and their relationships with each other. 

 “Organizational change consists of modifying one or more procedures within 
the company or one or more managerial habits. Change can also take the form of an 
event or a reorganization.” (I9) 

“Change is an event that disrupts a company's rituals. A company is forced to 
change its habits, modify its operations, or adopt a new strategic direction.” (I2)  

“Change is an event that alters management systems or, quite simply, a 
modification or change in a company's internal procedures.” (I6) 

“Organizational change consists of a decision made by top management to 
break with tradition and introduce new elements, whether in terms of strategy or the 
company's daily practices.” (I5) 

The majority of interviewees emphasized four key words in their definitions of change: event, change in 
habits, modification of operations/procedures/management systems, or adoption of a new strategic direction. 

4.5. Sensemaking (giving meaning to change) 
Sensemaking, or “making sense,” [10]

. is defined according to [36], whose definition was mentioned in our 
theoretical section and which we would like to recall in order to better structure our qualitative analysis, as a 
continuous process through which people attempt to rationalize the situations they are going through.  

[36] ,also speaks of an "organizing" process through which individuals attempt to reduce the ambiguity 
that arises in their interactions with the environment during times of change. 

[34] argues that this "organizing" process is a process of creating meaning and knowledge, embodied 
through and in communication. 

"Today, when we inform employees that a new shareholder is taking over, we 
explain why, what this shareholder will bring, and thus we give meaning to the 
change implemented and experienced by employees." (I3) 

"Through our communications and awareness campaigns, we were able to 
make the changes meaningful to employees, including line managers, which helped 
to avoid conflict situations as much as possible and reduce the reluctance of some 
employees to change." (I8) 

"Meaning construction involves consultation and communication, something 
we did to explain the changes made in the HR department to our employees, 
especially our line managers. We believe that communication and consultation are 
fundamental to gaining people's buy-in to decision-making." (I8) 

We conclude that the meaning-building process involves communication, awareness-raising, and 
understanding. To gain employee buy-in, companies must invest in this meaning-building process through 
awareness-raising and communication campaigns with line managers. 
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The concept of sensemaking provides a useful lens to interpret how employees and managers navigate 
the changes initiated by social auditing. Participants’ narratives reveal that organizational adjustments—such 
as revised communication channels, clarified roles, and training initiatives—require employees to 
continuously interpret and make sense of new expectations and practices. Proximity managers play a central 
role in facilitating this sensemaking by translating audit recommendations into actionable guidance, 
clarifying ambiguities, and reinforcing the purpose and meaning of changes. Lexical patterns emphasizing 
meaning, actions, and climate, as well as thematic evidence on managerial support, demonstrate that 
employees actively engage in constructing understanding and assigning value to these changes, which in turn 
influences their well-being. By systematically connecting sensemaking to both the qualitative data and the 
organizational processes studied, this analysis highlights how social auditing not only prescribes formal 
changes but also shapes the interpretive processes through which employees experience and respond to 
organizational transformation. 

4.6. Respondents' perception of well-being at work  
Let us recall what was put forward [37] :  

Well-being at work can be understood as: working in good working conditions, being satisfied and 
motivated, thriving professionally, and having found a balance between one's individual aspirations and the 
obligations generated by one's work[37]. 

"Well-being at work translates into a feeling of satisfaction, fulfillment, and 
employee involvement." (I3) 

"For me, well-being is a psychological state in which the employee feels 
motivated and involved, becomes more autonomous, and takes an interest in all the 
company's actions." (I9) 

"Well-being is a state of job satisfaction expressed by the employee and 
measured by their level of motivation and involvement". (I3) 

[37] adds in its definition of well-being at work that psychosocial risks (stress, burnout, harassment, 
workplace accidents) are likely to affect this well-being, leading to health risks.  

"Well-being is expressed by the employee feeling comfortable at work, free 
from any frustration or worry." (I6) 

4.7. The role of training-coaching actions in well-being during the period of change according 
to the perception of the interviewees 

Coaching can, in fact, appear in the change processes as a new social marker. Several authors have 
highlighted the benefits of coaching as a tool for preventing and managing employee stress, especially during 
difficult periods such as change, insofar as it plays a key role in supporting people in the field.  

“Coaching has always been a key action to successfully implement any 
approach initiated or recommended by senior management. It is never a matter of 
giving instructions and abandoning employees to their own devices. Whatever the 
employee’s level of involvement, we must ensure that the employee has the required 
capacity to adapt the recommendation given to them and to transmit it properly to 
their employees. On-the-ground support begins first with coaching sessions and then 
awareness sessions through meetings that we conduct with these local managers or 
middle management, which consist of raising all the difficulties and objections 
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raised by employees. We try to agree on the problems expressed and we begin to 
find convincing arguments that we will adopt as top management to carry out 
awareness-raising actions on the ground for all employees, (…)” (I8) 

 “The positive impact is clear, employees are more motivated, they have a 
clearer vision of change and his coaching actions have been able to give new 
impetus to employees and especially to middle management by helping them 
become more adept at convincing and making their operators understand the change 
and above all at supporting them. These actions are very essential for supporting 
change, coaching is an essential tool for change.” (I3) 

"The coaching, and especially the individual coaching sessions, allowed each 
employee to express themselves freely in front of the coach, who has in-depth 
knowledge of the company and the changes being implemented. This enabled the 
employee to clearly identify their problem and transform it into a solution with the 
coach's help. This coaching helped reduce the feeling of frustration associated with 
the change, which improved each employee's performance, since after the coaching, 
they began to perform their tasks in healthier and more favorable conditions" (I3) 

It is in this sense that support through coaching has become more of a necessity today, especially with 
the changing environment that encourages companies to constantly change. 

The interviewees highlighted the positive impact created by coaching in facilitating employee 
adaptation to change, reducing feelings of frustration, and increasing everyone's motivation and involvement. 

5. Discussion  
The findings of our study confirm that social auditing in CSR-certified companies in Morocco goes 

beyond observation or compliance ; it acts as a lever for deep organizational change that directly affects 
employee well-being. Social auditing help uncover hidden dysfunctions, degraded social climates, and 
managerial shortcomings, thereby opening avenues for corrective and transformative action. 

Our results show that organizations engaging in social audits often implement internal reforms such as 
clarifying roles and responsibilities, improving internal communication processes, redistributing workloads, 
and introducing more regular feedback mechanisms. These changes reflect a genuine willingness to enhance 
social governance structures, correct managerial deficiencies, and increase transparency and responsiveness 
to employee concerns. 

The role of line managers emerges as central in this process. When endowed with relational 
competencies—listening, empathy, and availability—and recognized legitimacy, they serve as mediators 
between audit recommendations and field realities. They facilitate the translation of strategic orientations 
into concrete actions and provide support to employees in the face of resistance or uncertainty. In their 
absence, organizational changes tend to remain superficial, less accepted, and less effective. 

Furthermore, the findings of this study can be situated within established theoretical frameworks to 
deepen their interpretive value. From a change management perspective, the organizational adjustments 
following social audit recommendations—such as revised communication practices, role clarification, and 
updated training—align with [41] of guiding change and emphasize the importance of managerial facilitation 
in embedding new practices. Simultaneously, the observed improvements in employee well-being, including 
enhanced autonomy, recognition, and work climate, can be interpreted through psychosocial risk models, 
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which link organizational practices and leadership behaviors to the reduction of work-related stressors and 
the promotion of psychological health. Integrating these frameworks with Self-Determination Theory further 
explains how structural changes and managerial mediation satisfy employees’ needs for autonomy, 
competence, and relatedness, thereby enhancing their overall well-being. By connecting the empirical 
evidence to these theories, the study demonstrates that social auditing not only functions as a compliance 
mechanism but also operates as a catalyst for meaningful organizational and psychosocial change. 

Regarding employee well-being, positive effects were identified across several dimensions: 

 Clarity and autonomy: reduced stress linked to task uncertainty, clearer responsibilities, and 
greater autonomy in organizing work. 

 Social climate and recognition: improved communication, recognition of efforts, fair treatment, 
and genuine listening, leading to a stronger sense of belonging and alignment with organizational 
goals. 

 Reduction of tensions and psychosocial risks: audits highlight critical stress points, and 
subsequent changes mitigate risks such as workload imbalances or interpersonal conflicts, though 
sometimes at the cost of increased monitoring or implementation burden. 

Nevertheless, important limitations persist. Some recommendations remain unimplemented due to 
resource constraints, lack of top management commitment, or insufficient managerial training. Resistance is 
also observed, stemming from fear of change, doubts about sustainability, or perceptions of audits as 
symbolic tools rather than transformative mechanisms. Moreover, when organizational changes are imposed 
without employee participation or contextual adaptation, their impact on well-being is limited or even 
counterproductive. 

By focusing on internal mechanisms governance like social auditing, this study complements recent 
Moroccan contributions to social auditing literature, which investigate corporate accountability through 
lenses such as digitalization and its influence on the quality of external audit practices [38, 39, 40, 42,43]. 

6. Conclusion 
This study demonstrates that social auditing in CSR-labeled companies does not operate in a vacuum—

it triggers a chain of organizational changes, mediated by the role of the proximity manager, which in turn 
shape employees’ well-being. Our findings indicate that when audit recommendations lead to tangible 
modifications—such as clearer role definitions, revised communication structures, adjustments in workload 
distribution, and more transparent feedback loops—employees tend to perceive improvements in clarity, 
autonomy, and social climate. These organizational changes, especially when implemented with the active 
support of a proximity manager who practices empathy, active listening, and participative leadership, 
strengthen trust, engagement, and psychological safety among team members. 

However, the benefits of social auditing are not guaranteed. When audit recommendations remain 
unimplemented, or when proximity managers are disengaged or lack relational skills, intended changes may 
falter or produce only superficial effects. Employees may feel frustration, skepticism, or even additional 
pressure if new procedures are introduced without sufficient support or clarity. 

In the Moroccan CSR context, our results suggest that to maximize the positive impact of social 
auditing on well-being, companies must (1) commit to embedding audit findings into structural and 
procedural changes, (2) invest in the capacity of proximity managers as change agents, and (3) monitor and 
adjust changes over time in dialogue with employees. In doing so, social auditing becomes more than a 
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reporting exercise—it becomes a lever for humanizing the workplace and enhancing sustainable employee 
well-being. 

6.1. Limitations 
Despite the contributions of this study, several important limitations should be acknowledged. First, 

some social audit recommendations remain unimplemented due to resource constraints, limited top 
management commitment, or insufficient managerial training. Resistance to change was also observed, often 
linked to fear, doubts about sustainability, or perceptions of audits as symbolic rather than transformative. 
Second, the study’s qualitative design and small, managerial-focused sample (n=9) may introduce sample 
bias and limit the generalizability of findings. Future research could incorporate non-managerial employees 
to capture a broader perspective on well-being. Third, the cross-sectional nature of the data and reliance on 
self-reported accounts may be subject to social desirability bias. Finally, when organizational changes are 
imposed without employee participation or adaptation to contextual conditions, their positive impact on well-
being can be diminished or even counterproductive. These limitations highlight the need for cautious 
interpretation of the findings and suggest avenues for future research that combines longitudinal and multi-
level approaches. 

6.2. Practical Implications 
The findings offer several actionable insights for multiple stakeholders. For companies, it is critical to 

ensure that social audit recommendations are not merely formalized but actively implemented through 
structured organizational changes, participatory processes, and managerial support. This strategic oversight 
is increasingly linked to broader fiscal and digital responsibilities. For instance, recent evidence suggests that 
corporate governance and audit quality play a significant role in managing tax aggressiveness [42], while 
digital transformation is reshaping how firms approach tax avoidance in the Moroccan market [43].For 
policymakers, promoting CSR frameworks and audit standards that encourage managerial training, employee 
involvement, and contextual adaptation can enhance the effectiveness of social auditing. For auditors, 
understanding the mediating role of proximity managers and the psychosocial dynamics of employees can 
help tailor recommendations that are feasible, meaningful, and sustainable, thereby maximizing both 
organizational and employee well-being. 
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