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The purpose of this study is to examine the antecedents and outcomes of employees‟ 

attitude towards Corporate Social Responsibility in a Private University. Corporate 

Social Responsibility (CSR) has been widely studied in the literature where many of 

theories focused on CSR effect on individual and organisational outcomes.  

Understanding employee‟s CSR attitude is important for organisation to structure its 

CSR program. However, research that investigates factors influencing employee‟s CSR 

attitude is scarce. This study investigated a Private University‟s Corporate Social 

Responsibility (CSR) structures and their influences on employee‟s attitude towards 

CSR activities. Moreover, this study explored the effect of altruism as moderating 

variable. 

 

This study used the quantitative method by distributing questionnaires to employees of 

a private university that made CSR participation as one of the employees‟ Key 

Performance Indicator (KPI). There were 358 questionnaires collected from the 

employees of the private university. This study uses a purposive sampling where 

judgement imposed was the employee must worked for more than one year. 

Furthermore, Social Identity Theory (SIT) and Theory Planned Behaviour (TPB) were 

applied in supporting the proposed sixteen relationships and hypotheses. 

 

Partial Least Square Structural Equation Modeling (PLS-SEM 3.0) was used to analyse 

data. The results of this study showed that nine out of sixteen hypotheses were 

supported. CSR recognition and altruism were found to be significant with attitude 

towards CSR. Besides that, attitude towards CSR was found to be positively related to 

participation intention. Participation intention positively related to organisational 

identification which was positively related to employee commitment. Also, altruism as 
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moderator was significant for CSR compulsion, CSR association and CSR recognition, 

on attitudes towards CSR.  

 

 

Some implications were derived from this study. First, organisations should be aware 

of the impact of CSR recognition have on employee attitude towards CSR. It is 

beneficial for organisation to lay out effective CSR recognition program that may 

attract, motivate and improve employee attitude towards CSR. Second, organisation are 

suggested to practice flexible KPI where employees who are altruistic are allowed to 

allocate more weighting score on CSR activities they like to get involved in. Hence, it 

helps the employees to voluntarily participate in CSR activities according to their 

personal value profile. 
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Tujuan kajian ini adalah untuk mengkaji anteseden dan hasil daripada sikap pekerja 

terhadap Tanggungjawab Sosial Korporat di Universiti Swasta. Tanggungjawab Sosial 

Korporat (CSR) telah dikaji secara meluas dalam kesusasteraan di mana banyak teori 

hanya tertumpu kepada kesan CSR kepada individu dan organisasi. Sikap pekerja 

terhadap CSR adalah penting bagi organisasi untuk menyusun program CSR. Walau 

bagaimanapun, penyelidikan yang mengkajit faktor yang mempengaruhi sikap CSR 

pekerja adalah sukar didapati. Kajian ini mengkaji struktur Tanggungjawab Sosial 

korporat (CSR) di sebuah Universiti Swasta dan pengaruhnya ke atas sikap pekerja 

terhadap aktiviti CSR. Selain itu, kajian ini meneroka kesan altruisme sebagai 

moderator. 

 

Kajian ini menggunakan kaedah kuantitatif dengan mengedarkan soal selidik kepada 

pekerja Universiti Swasta yang meletakkan penyertaan CSR dijadikan sebagai salah 

satu Petunjuk Prestasi Utama pekerja (KPI). Terdapat 358 set soal selidik telah 

dikumpulkan daripada pekerja Universiti Swasta. Kajian ini menggunakan persampelan 

bertujuan di mana pertimbangan yang dikenakan adalah pekerja mesti bekerja selama 

lebih daripada satu tahun. Tambahan pula, Social Identity Theory (SIT) dan Theory 

Planned Behaviour (TPB) telah digunakan untuk menyokong hubungan enam belas 

hipotesis yang telah dicadangkan. Partial Least Square Structural Equation Modeling 

(PLS-SEM 3.0) telah digunakan untuk analisis data. 

 

Keputusan kajian ini menunjukkan bahawa sembilan daripada enam belas hipotesis 

telah disokong. Pengiktirafan CSR dan altruisme didapati memberi signifikasi dengan 

sikap pekerja terhadap CSR. Selain itu, sikap pekerja terhadap CSR didapati positif 

dengan niat penyertaan. Niat penyertaan mempunyai hubungan positif dengan 

pengenalan organisasi manakala pengenalan organisasi pula mempunyai hubungan 

positif dengan komitmen pekerja. Juga, altruisme sebagai moderator mempunyai 
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hubungan signifikasi terhadap paksaan CSR, perkaitan CSR dan pengiktirafan CSR 

dengan sikap pekerja terhadap CSR. 

 

Beberapa implikasi diperoleh daripada kajian ini. Pertama, organisasi harus sedar 

tentang kesan pengiktirafan CSR kepada sikap pekerja terhadap CSR. Penstrukturan 

pengiktirafan CSR yang berkesan memberi manfaat kepada organisasi untuk menarik, 

memotivasi dan meningkatkan sikap pekerja terhadap CSR. Kedua, organisasi 

dicadangkan untuk mengamalkan KPI fleksibel di mana pekerja yang altruistik 

dibenarkan untuk memperuntukkan skor lebih banyak dalam aktiviti CSR yang mereka 

suka untuk terlibat. Dengan ini, ia membantu pekerja untuk mengambil bahagian secara 

sukarela dalam aktiviti CSR mengikut nilai peribadi mereka. 
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CHAPTER 1 

 

INTRODUCTION 

 

 

1.1 Introduction 

 

This chapter discusses the background of the study and the issues that need to be 

addressed. The gaps from previous studies will be the platform for this study and are 

discussed in the problem statement section. This chapter also deals with the research 

objectives and the significance of the study, which covers both theoretical and practical 

significances. Lastly, the definitions of the main concepts in this study are also 

included. 

 

 

Corporate Social Responsibility (CSR) has become a vital area of research in academic 

research. In the academic world, it is argued that the key reason for CSR involvement 

in an organisation is to generate profit (Friedman, 1970, Ahmad et al., 2015) rather 

than for social well-being. Although there is no generally accepted definition of CSR 

(Van Marrewijk, 2003; Fisher, 2004; Okoye, 2009; White, 2004; Hummels, 2004; 

Smith, 2003), several researchers initiated the concept of CSR in business by proposing 

that it is necessary for an organisation to make a positive contribution to the society and 

address stakeholders‟ needs through their CSR practices (Lee, 2008). Businesses today 

face an increasing pressure to adapt and improve their CSR structures (Aguilera et al., 

2007, King, 2008, Rhou et al., 2016). This is due to poor coordination and a lack of 

rationality in connecting their various CSR programs to be aligned with their 

stakeholders. 

 

 

Child (1972) suggested that the organisation structure would need essential variables 

with reference to some standard of required performance or prediction of the effects of 

structural alternatives to achieve certain organisational goals. In this respect, the 

organisation needs to motivate stakeholders, including employees, with more tangible 

CSR structures. This study intends to examine the influence of CSR structures on a 

specific group of stakeholders, which are the employees. A proper CSR structure may 

lead to increased employee commitment (Riordan et al., 1997; Bartels et al., 2007; Kim 

et al., 2010) and organisational citizenship behaviour (Nadiri and Tanova, 2010; 

Chiang and Hsieh, 2012; Jung and Yoon, 2012; Tang and Tang, 2012). 

 

 

CSR leads to organisational identification (Maignan and Ferrell, 2003) as it is linked to 

the behaviours of employees, such as employee commitment and organisational 
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citizenship behaviour. An organisation that is socially responsible is perceived to have 

high prestige and respect by outsiders, whereas employees feel motivated and 

committed to the organisation (Cohen and Greenfield, 1997). Therefore, employees‟ 

are desire to associate and symbolize a strong commitment towards organisation 

through their sense of belongingness. This study determines the relationship between 

CSR structures, attitude towards CSR, CSR participation intentions, organisational 

identification, employee commitment and organisational citizenship behaviour while 

considering that CSR can be an effective way for firms to maintain a good and strong 

relationship with their employees. 

 

 

Generally, two dimensions can be used to distinguish CSR structures from employee‟s 

actions: (1) benefit society or common interest (Arvidsson, 2010) and (2) obey the law 

(Carroll, 1998). As voluntary participation in CSR has become an increasingly 

common practice among employees, the question as to whether employees have an 

element of individual volunteerism to participate in CSR activities arises. The 

motivation and willingness of the employees are key to the success of CSR since 

actions come to life with voluntary participation from the employees.  

 

 

In ASEAN, Bursa Malaysia is currently the only exchange that requires mandatory 

CSR disclosures on a compulsory basis, which encourages Malaysian public listed 

companies to include sustainability in their business strategies (Compliance Week, 

2015).  It is evident that participation in CSR is evolving from being trendy to 

compulsory for companies to file in an annual report detailing their social and 

environmental related activities as CSR can be used in developing into brand identities 

with investors (Compliance Week, 2015). Consequently, corporations gradually 

promote and prioritize CSR by featuring CSR structures that fit their business 

operations. 

 

 

While CSR is driven by principles and policies, it is up to the companies to structure 

their own activities with stakeholders that they anticipate to satisfy (Kim et al., 2010). 

Recently, few companies such as Fujitsu (Malaysia) Sdn. Bhd, Hong Leong Group, and 

Hitachi High-Technologies (Malaysia) Sdn. Bhd implement policies where employees 

are required to carry out their duties in CSR programs as part of their Key Performance 

Indicator (KPIs). For this reason, employees may voluntarily or involuntarily 

participate, and it is not known if they are committed to CSR structures because such 

policies force them to participate in CSR programs. 

 

 

This study attempts to assess the proper implementation of CSR structures (i.e. CSR 

Compulsion, CSR Recognition, CSR Association, CSR Involvement and CSR 

Management Support) that may increase an employee‟s commitment and 
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organisational citizenship behaviour towards the organisation. Besides that, this study 

extends the research of Kim et al. (2010) by identifying the influence of the employees‟ 

attitudes toward CSR and CSR participation intentions on organisational identification. 

 

 

1.2 Research Background 

 

Malaysia is a newly industrialized country that is undergoing rapid development during 

the 21st century. Figure 1.1 shows Malaysia's economic growth from 2010 to 2016. For 

the year 2016, Malaysia's economy grew 4.2 percent with a value of         RM1, 107.9 

billion at constant prices (Department of Statistics Malaysia, 2016). In 2016, the 

service sector remained as the largest contributor to the country's Gross Domestic 

Product (GDP) growth of 5.5 percent. The growth is corresponded to the government‟s 

initiative to turn the country into a major trading nation by positioning the service 

sector as a major source of growth (IMP3, 2006 – 2020 Ministry of International Trade 

and Industry, 2016). 

 

 

In fact, the goal of the 11th Malaysia Plan (RMK 11) for the service industry is to 

achieve 56.5 percent of GDP by 2020 with an annual growth of 6.3 percent (The Sun 

Daily, 2016). One of the strategies for the service sector is to improve the growth of 

modern services, such as the halal industry, Islamic finance, information and 

communication technology, oil and gas, private healthcare, private higher education, 

eco-tourism and professional services. In general, the GDP growth from the service 

industries in Malaysia had gone through a series of ups and downs from the year 2010 

until 2016, as displayed in Figure 1.2. GDP from the service sector in Malaysia had an 

average of Ringgit Malaysia 127433.04 million from 2010 until 2016, reaching a high 

of Ringgit Malaysia 158694 million and a record low of Ringgit Malaysia 99821 

million in 2010 (Department of Statistics Malaysia, 2016).  

 

 

 

 
Figure 1.1: Malaysia’s Economic Growth from 2010 to 2016 

(Source: The World Bank) 
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Figure 1.2: Malaysia’s GDP Growth of Service Sector from 2010 to 2016 

(Source: The World Bank) 

 

 

It is evident that Malaysia has moved into the third stage of economic development, 

with growing emphasis on the service sector. A total of 226,000 jobs, like 

housekeeping, tours, nursing, and teaching, come mainly from the service sector 

(Department of Statistics Malaysia, 2015). Although the service sector recorded a 

steady growth in general, the productivity performance of service sub-sectors was not 

impressive.  

 

 

Figure 1.3 exhibits the productivity performance of services sub-sectors. Only the 

information and communication sub-sector demonstrated outstanding productivity 

performance (7.8 percent). Productivity performance of private education services was 

relatively small (2.4 percent). For private education services, the productivity 

performance is mainly determined by employees‟ wellbeing, which is directly reflected 

in their job performance (Bowling, 2007).  

 

 

 
Figure 1.3: Productivity Performance of Services Sub-Sectors from 2010 to 2015 

(Source: Department of Statistics Malaysia) 
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The employees‟ job performances depend greatly on an effective and efficient 

workforce. A large proportion of the country's budget each year is allocated to 

education. Developing more knowledgeable workers is also one of the main pillars to 

boost private education services. It is an undeniable fact that only through education 

can credible workforces is created. Private education is important for the development 

of academic and institutional excellence, and to generate individuals who are 

competent, innovative and of noble character to serve the needs of the nation and the 

world (Education Guide Malaysia, 2015). To this end, the private institutions play 

important roles by producing the required workforce for the progress of the country. 

The nation's progress, on the other hand, depends on its trade with the rest of the world. 

 

 

Despite the fact that employees are key to private education services, Malaysian private 

education sector is reported to be having difficulties in retaining top talent in an 

organisation (Downe et al., 2012). Corporate Social Responsibility (CSR) practices are 

reported to be able to attract and retain employees (Young and Thyil, 2009). 

Participation in CSR initiatives can improve employee motivation (Dunn et al. 2008; 

Grant 2012a, 2012b) and their identification with the organisation (Brammer et al. 

2007). Greater organisational identification positively influences employee retention 

(Porter et al., 1974; O'Reilly and Chatman, 1986; Cohen, 1993). Employees who 

perceive high identification with an organisation are believed to have a strong 

attachment to the organisation (Cohen 1993; O'Reilly and Chatman 1986; Fuller et al., 

2003). 

 

 

It is proven by Kim et al. (2010) that employee-company identification is positively 

related to employee commitment among 109 employees in five different Korean 

companies, while a study by Gonzalez and Guillen (2008) identified that commitment 

is a greater predictor of organisational citizenship behaviour. So, employee retention in 

the private education sector may be achieved through proper implementation of CSR 

structures since improperly implemented CSR structures may result in hatred amongst 

employees (Turker, 2009).  

 

 

Many authors (Mahoney, 1990; Atakan and Eker, 2007; Florentina Grigore et al., 

2013) have identified CSR as one of the competitive advantages used by some 

universities to engage stakeholders, such as the customers (students), employees 

(faculty members), employers (boards, policymakers, administrators) and companies 

(future employers of students). Although private universities in Malaysia were reported 

to have successfully conducted CSR activities to integrate and engage all members of 

the university community, including students, faculty, and corporate staff, in service 

activities (The Sun Daily, 2015), very few CSR studies on private universities in 

Malaysia have been conducted.  

 

 

The use of CSR strategies is believed to be more prevalent in private universities as 

some of the CSR activities are used as a platform for data collection in the area of 

educational research. However, an increased number of CSR activities increase the 

workload of employees, which may result in adverse effects on employee commitment 

and organisational citizenship behaviour. 
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1.3 Scope of Study 

 

In this study, we examine the application of CSR structures in one of the accredited 

private university in Malaysia. The rationale for applying a single case-study approach 

is to be able to capture rich and holistic materials that can be used in comparison to 

previous studies (Sharma et al., 2009). In other words, instead of using CSR as a 

strategy to retain talent, improperly implemented CSR programs may drive employees 

away. Thus, it is of the interest of this research to understand from a private university 

context how their employees view CSR (attitudes towards CSR), its antecedents and 

outcomes.   

 

 

A private university has been chosen as a case organisation because of its self-

accreditation status. This university is one of the eight universities that has received 

accreditation from Malaysian Qualification Agency (MQA) recently. The self-

accreditation status entitles a higher education provider (HEP) to accredit its own 

programmes, except for programmes that require accreditation and recognition of the 

relevant professional body. The advantage of self-accreditation status is creating a good 

image of the university to the nation due to its high-quality programmes. This study 

university was awarded partly because of its role as the main player in Malaysian 

economics.  

 

 

In 2013, this university received international recognition for its impact on community 

engagement with its CSR program. It is a significant milestone in making Malaysia the 

education hub in Asia, so this private university is studied due to its unique 

characteristics, such as being recognized for its CSR program implemented for the 

community and its high-quality programmes among students (The Star, 2016). The real 

name of the organisation is not disclosed for reasons of confidentiality. This study 

focuses on identifying how a private university engages their employees in the 

implementation of CSR activities. Then, this study could be able to provide guidelines 

to organisations intending to embark in CSR activities. 

 

 

This study uses "employee" as a unit of analysis because employees are the key players 

in running CSR programmes. Literature suggests that employees who voluntarily help 

in the organisation's CSR programmes would result in positive outcomes, like job 

commitment (Kiyak et al., 1997; Rusbult and Farrell, 1983). In other words, 

involuntary participation may result in an undesirable result, like hatred (Zappala and 

Mclaren, 2004; Peloza et al., 2009). Therefore, it is important to understand from the 

employees‟ perspective what factors make them feel more favourable towards CSR 

(attitude) and how it influences their voluntary participation. 

 

 

1.4 Problem Statement 

 

Vision 2020 refers to Malaysia's aspiration to become a developed nation by creating a 

united country, infused by living in a society that is caring, economically just and 

equitable (Vision 2020, 2008). In order to achieve Vision 2020, the government has 

been promoting and highlighting the crucial role of Corporate Social Responsibility 

(CSR) as a contributing factor to the country's growth. This is because CSR lays the 
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foundation for the organisation to help improve social well-being while achieving their 

economic objectives. The involvement of the organisation in improving the society is 

key to developing a caring society. 

 

 

Malaysia was reported to be at the phase of Corporate or Global Citizenship 

„Journeyman’ in the country rating system for a continuous progress in meeting their 

global citizenship responsibilities, yet was still lacking in demonstrating a strong 

commitment to their implementation (The Global Citizens' Initiative TGCI Report, 

2015).  This is because companies in diverse industries are intensely focusing on their 

business profits with global corporate citizenship in order to achieve viable 

sustainability in the current global economy.  

 

 

According to the newly released 2016 PWC Global CEO survey, 64 percent of CEOs 

say that “corporate social responsibility (CSR) is core to their business rather than 

being a stand-alone program”. Therefore, CSR has become a norm in an organisation‟s 

strategy to remain competitive and to be more efficient in the global marketplace. 

Bellringer et al. (2011) also found that a prominent reason for the poor reporting was 

that the organisational sustainability information was produced mainly for internal 

stakeholders. 

 

 

Moreover, CSR is recognized as a widely accepted ideal business strategy that is 

practiced by most companies to create economic value, enhance reputation, generate 

competitive advantage and contribute business results. Companies coordinate 

interdependent CSR programs associated with their business purpose, the values of 

their important stakeholders and the needs of the communities in which they operate 

across its CSR portfolio. There are numerous reasons underlying the organisation's 

motivations for engaging in socially responsible endeavours. 

 

 

Today, CSR efforts are not only a concern for corporations but are also becoming a 

focus for institutions of higher learning. Rebelo and Gomes (2011) defined a learning 

organisation as a processor capacity within an organisation which enables it to acquire 

access and revise organisational memory, thus providing directions for organisational 

action (Lin, 2008). Higher Education Institution (HEI) is an important learning 

organisation which controls and induces the growth of the education sector. According 

to the Malaysia Industrial Productivity Database (MIPD) (2016), the growth of the 

education sub-sector is the result of the strong development of private education. It is 

proven that the number of private higher institutions increased by 2.8% to 496 

institutions nationwide in 2016.  

 

 

There is rapid growth in the education sector. However, there are still a few challenges 

that the private education sector is facing. The private university being studied in this 

study encounters difficulties in retaining their employees. Figure 1.4 shows that the 

annual employee turnover rates of the private university increased from 2012 to 2016. 

Although this private university shows an outstanding performance in its unique 

characteristics, it failed to retain its employees, thus affecting the growth of employees‟ 

productivity performance.  
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Figure 1.4: Annual Employee Turnover Rates of a Private University 
(Source: Annual Attrition Report, 2012-2016) 

 

 

A study by Timane and Tale Tushar (2012) revealed that CSR can be implemented for 

the employee retention. Private universities, through its involvement in CSR 

undertakings, will attract employees as well as improve the working attitude of 

employees (Young and Thyil, 2009). This improved attitude of employees shows a 

positive identification with an organisation, which will lead to employee retention. This 

can become the achievement of the organisation and also the growth of the nation. So, 

organisations play an important role in structuring efficient CSR initiatives that can 

change the attitudes of employees towards CSR. Efficient CSR structures can bring 

positive outcomes, such as employee performance (Huey Yiing and Zaman, 2009), 

commitment (Kim et al., 2010), satisfaction (Devinney, 2009), organisational 

citizenship behaviour (Chiang and Hsieh, 2012) and identification (Kim et al, 2010). 

Finally, the study considers how CSR structures of the private university influence the 

attitude of employees towards CSR in order to retain the employees in the organisation.  

 

 

There are four gaps in CSR literature. Firstly, there are limited CSR studies in private 

education institution conducted in an Asian context (Borel et al., 2011; Naeem and 

Peach, 2011). So far, researches regarding CSR in Asian universities are limited. 

Furthermore, past CSR studies did not focus sufficiently on how the organisation 

handles the implementation of CSR. For example, Ahmad (2012) found that very few 

studies have been done in investigating how universities handle the development of 

CSR. Therefore, understanding the structure of how CSR is being integrated into the 

employees‟ performance expectation is important for an organisation to develop 

appropriate CSR policies and practices. 

 

 

Secondly, the majority of studies focused more on CSR outcomes, such as 

commitment, loyalty, retention, organisational citizenship behaviour and employer 

image (Aguilera et al., 2007; Heslin and Ochoa, 2008; Wagner and Rush, 2000). 

Antecedents to CSR attitudes are under-researched. So far, organisation antecedents to 
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CSR attitudes are CSR compulsion, CSR association, CSR recognition, CSR 

involvement and CSR management support. The role of CSR recognition has been 

ignored despite Herzberg identifying recognition as a motivator. The types of CSR 

structure applicability in CSR for the private education context are not known.  

 

 

CSR requires companies to look after the participation of stakeholder and take into 

account wider stakeholder interests, such as those of employees, customers, suppliers, 

shareholders, environment and society, to create shared value for business (The Sun 

Daily, 2016). Companies should establish identification with their employees to 

implement strategically valuable CSR structures (Kim et al., 2010). A study by Ali et 

al. (2010) confirmed that CSR structures have an influence on employee motivation 

and can strengthen the relationship between the company and its workers, leading to 

employee commitment. 

 

 

Thirdly, the literature suggests that individual factors may play the role of moderating 

organisational factors and CSR attitudes. For example, an individual‟s value, such as 

altruism, is found to moderate community trust-knowledge sharing intention 

relationship in a study by Chen et al. (2014). Similarly, altruism has been reported to 

moderate relationships that are supported by CSR compulsion, CSR association, CSR 

recognition, CSR participation and CSR management. Its moderating role in CSR 

attitude context has not been explored. According to Wasko and Faraj (2000), altruism 

may work as a moderator if individuals have high knowledge sharing behaviour 

(attitude) because it shows that individuals are willing to contribute to society. Hence, 

the possible moderating role of altruism in CSR attitude context needs to be studied 

further.  

 

 

Fourthly, the direct outcomes of CSR reported so far include organisational 

commitment and organisational citizenship behaviour. The interrelationship among the 

outcomes has not been studied sufficiently. The theory of planned behaviour (TPB) 

proposes that attitude leads to intention while social identity theory (SIT) proposes that 

organisational identification leads to positive outcomes, such as commitment and 

organisational citizenship behaviour. The link between intention and organisational 

identification is not known. So, there exists a gap in literature to study if intention leads 

to organisational identification and how these outcomes are linked to eventually result 

in organisational citizenship behaviour. Understanding the links are important for an 

organisation to introduce interference programs to bring about the desired outcomes. 

 

 

In short, the antecedents of organisation initiative to CSR attitude in the private 

education context are unclear. So far, antecedents of organisation initiative identified 

by Kim et al. (2010) include CSR compulsion, CSR recognition and CSR management 

support. Its applicability in the private higher education context is unknown. 
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1.5 Research Questions 

 

This study seeks to answer the following questions: 

 

1. What are the antecedents of CSR attitudes? 

 

2. Do altruism moderate an organisation‟s CSR structures and CSR attitudes? 

 

3. What are the interrelationships of CSR outcomes? 

 

 

1.6 Research Objectives 

 

Consistent with the problem statement, this research seeks to achieve three research 

objectives. Mainly, the research is undertaken to understand how Corporate Social 

Responsibility (CSR) structures influence employees‟ attitude towards CSR in the 

private university being studied. 

 

Specifically, this study intends to achieve the following objectives: 

1) To assess if the organisation's CSR structures (CSR compulsion, CSR 

association, CSR recognition, CSR involvement and CSR management 

support) and individual factor (altruism) influence CSR attitude. 

 

2) To evaluate if altruism moderates organisation CSR structures (CSR 

compulsion, CSR association, CSR recognition, CSR involvement and CSR 

management support) and CSR attitude. 

 

3) To analyse how outcomes of CSR attitude, which are CSR participation 

intention, organisational identification, commitment and organisational 

citizenship behaviour, are interrelated. 

 

 

1.7 Significance of the Study 

 

This research has both theoretical and managerial significances. This section explicitly 

discusses how the study provides significant contributions to each of the two areas. 

 

 

1.7.1 Theoretical contributions 

 

This study provides three theoretical significances to CSR literature. Firstly, it provides 

evidence of the applicability of social identity theory (SIT) in CSR attitude context. 

SIT proposes that greater self-enrichment motivates employees to identify themselves 

with their organisation (Hogg and Terry, 2000) and in such a way, fulfil their need of 

belonging (Turban and Greening, 1997). It has been found applicable in explaining 

CSR compulsion, CSR association, CSR recognition, CSR involvement and CSR 

management support because this study further extends SIT in CSR attitude context to 

identify the relationship between CSR structures and the attitude of employees towards 

CSR.  
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Employees are highly likely to be too proud to identify with organisations that have 

high perceived external prestige from outsiders (Ashforth and Mael, 1989; Dutton et 

al., 1994; Gavin and Maynard, 1975; Maignan and Ferrell, 2001; Kim et al., 2010). 

Therefore, a positive relationship likely occurs between employee attitude, CSR 

participation intention and employee's identification with the organisation. The link 

between CSR participation intention and organisation identification has been under-

researched. Hence, using this theory in the Malaysian employees' context provides 

additional empirical evidence on the usefulness of this theory.  

 

 

Secondly, the study provides the applicability of the theory of planned behaviour (TPB) 

in the CSR context. TPB (Ajzen, 1985) provides a useful model for identifying 

involvement targets because it proposes a number of potentially modifiable 

determinants of intention. TPB proposes that attitude leads to intention. The intention is 

determined by three independent cognitions: attitude, subjective norm and perceived 

behavioural control. In this context, CSR attitude is assessed to test if it influences CSR 

participation intention. Providing empirical evidence on attitude–intention relationship 

is important in CSR studies to understand if intention should be included in the future 

framework. Therefore, it is rational decision-making that posits that intention is 

determined by attitude (overall motivation to perform behaviour).  

 

 

Thirdly, this study extends the model proposed by Kim et al. (2010) by introducing 

additional CSR structures variables, such as CSR compulsion, CSR recognition and 

CSR management support. On top of that, a moderator (e.g. altruism) is introduced 

between organisational structures and CSR attitude. The extended variables may 

provide a better understanding of how an organisation could manage the expectations 

of its employees on CSR structures, and improve their attitudes towards CSR and CSR 

participation intention. 

 

 

1.7.2  Practical Contributions  

 

There are three managerial significances. Firstly, the study provides ideas to managers 

on which organisation's CSR structures are effective in improving the attitude of their 

employees towards CSR. This information will be able to help managers structure their 

CSR program more effectively by changing their employees‟ CSR mind set through 

different structures (e.g. CSR compulsion, CSR association, CSR recognition, CSR 

involvement and CSR management support). The study also explores the outcomes of 

CSR, such as the attitude of employees towards CSR, CSR participation intentions, 

organisational identification, commitment and organisational citizenship behaviour. 

Managers can use these CSR outcomes to build a case for allocating consistent funds to 

CSR activities in the company budget since CSR activities are beneficial in engaging 

and retaining employees. 

 

  

Secondly, this study also benefits the government. This study could provide 

information to serve as guidelines for the government to implement new policies 

related to CSR. The policies could list guidelines on the different types of CSR 

programs that could get tax incentives. Thus, it increases the organisation CSR 

structures and improves the corporate citizenship of companies in Malaysia. Besides 
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that, the government can take initiative to provide financial support to higher education 

institutions industry to run, control and perform CSR activities extensively. 

Thirdly, the contribution of this study would be of interest to employees. It found to 

favour CSR programmes; those employees with high altruism might be given a flexible 

KPI to allocate higher weighting to the CSR component. On the other hand, those 

having low altruism may be allowed to allocate higher KPI weightage to their 

functional job. This will make employees feel more appreciated at work. Moreover, 

employees who show positive attributes towards CSR activities should be motivated 

and encouraged by giving salary increment, bonus or promotion, thus inspiring and 

boosting employees to participate and contribute consistently to CSR activities.  

 

 

1.8 Definitions of Terms 

 

To understand and clarify the terms used in the study, the following operational 

definitions have been defined. 

 

Corporate Social Responsibility (CSR) is defined according to Mcwilliams and 

Siegal (2001) as an organisation‟s initiatives to engage in social well-being activities 

beyond the interests of the firm or requirement by the law.   

 

Compulsion is where an employee participates in an Employee Volunteer Programs 

(EVP) because he or she feels it is likely or mandatory by their organisation (Zappala 

and Mclaren, 2004). 

 

Association is defined as an employee's perception of the character of the company 

related to societal matters (Kim et al., 2010). 

 

Recognition is the consideration rewarded to the outcomes and to the action taken 

(attitude) (Brun, and Dugas 2008). 

 

Involvement is derived from the term CSR participation in the study by Kim et al. 

(2010). Involvement is an extent of the employee‟s involvement in carrying out CSR 

activities or making decisions in them. 

 

Management Support refers to an employee's belief on the degree of the manager's 

willingness to support the organisation's CSR activities and practices (Korschun et al., 

2014). 

 

Altruism is defined as a motivational state with the ultimate goal of increasing 

another‟s welfare (Batson and Shaw, 1991). 

 

Attitude refers to the degree to which a person has a favourable or unfavourable 

evaluation or appraisal of the behaviour (Ajzen, 1991). 

 

Participation Intentions is defined as the expectations of the employee that he or she 

will perform the prescribed behaviours when necessary (Grau and Folse, 2007). 

 

Organisational Identification refers to a person who assumes a social identity when 

that person recognizes that he or she belongs to a social group and attaches emotional 

significance to that membership (Heere and James, 2007). 



© C
OPYRIG

HT U
PM

13 

 

Employee Commitment is defined by Morgan and Hunt (1994) as a relationship 

commitment whereby an individual comes to think about their relationship with the 

organisation and that shows the individual‟s intention to maintain the relationship. 

 

Organisational Citizenship Behaviours refers to an individual's flexible behaviour 

that is directly recognized by the formal reward system which promotes the efficiency 

and effectiveness of the organisation (Organ et al., 2006). 

 

 

1.9 Structure of the Research 

 

The structure of the study follows an arrangement of Chapter One until Chapter Six. 

Chapter One addresses the background of research. This chapter also outlines the 

problem statements, the objective of the research, the research questions and the 

significances of the research. In Chapter Two, a review of the literature and past studies 

pertaining to the variables in the study are discussed. Chapter Three contains the 

theoretical framework and the relationships between each variable in the study with the 

specific hypotheses statements. The research methodology is discussed in Chapter 

Four, alongside details of the statistical procedure taken to ensure the validity and 

reliability of the data. Then, the results and analysis of data collected are covered in 

Chapter Five whilst Chapter Six deals with the discussion of the results, conclusions, 

and recommendations.  

 

 

1.10 Conclusion 

 

This chapter has briefly discussed the background of CSR in Malaysia, an overview of 

CSR and the potential CSR structures which can lead to employee outcomes, such as 

CSR participation intentions, organisational identification, commitment and 

organisational citizenship behaviour. It has also elaborated the importance to 

understand the elements of altruism as the input to drive employees throughout CSR 

structures affect their attitude towards CSR. The problem statement, research 

objectives and significance of study have been discussed in this chapter. The next 

chapter reviews theories and previous studies done regarding CSR. 

 

 

 

 
 

 

 

 

 

 

 

 



© C
OPYRIG

HT U
PM

85 

 

REFERENCES 

 

 

Abugre, J. B., & Nyuur, R. B. (2015). Organizations‟ commitment to and 

communication of CSR activities: insights from Ghana. Social Responsibility 

Journal, 11(1), 161-178. 

 

Aguilera, R., Rupp, D. E., Williams, C. A., & Ganapathi, J. (2007). Putting the s back 

in corporate social responsibility: A multilevel theory of social change in 

organizations. Academy of Management Review, 32(3), 836-863. 

 

Aguinis, H. (2011). Organizational responsibility: Doing good and doing well. 

 

Ahmad, J. (2012). Can a university act as a corporate social responsibility (CSR) 

driver? An analysis. Social Responsibility Journal, 8(1), 77-86. 

 

Ahmad, N., Taiba, S., Kazmi, S. M. A., & Ali, H. N. (2015). Concept and Elements of 

Corporate Social Responsibility (CSR) and its Islamic Perspective: 

Mainstream Business Management Concern in Pakistan. Pakistan Journal of 

Social Sciences (PJSS), 35(2). 

 

Ajzen, I. (1985). From intentions to actions: A theory of planned behavior. In Action 

control (pp. 11-39). Springer Berlin Heidelberg. 

 

Ajzen, I. (1991). The theory of planned behavior. Organizational behavior and human 

decision processes, 50(2), 179-211. 

 

Ajzen, I. (2002). Perceived behavioral control, self‐efficacy, locus of control, and the 

theory of planned behavior 1. Journal of applied social psychology, 32(4), 

665-683. 

 

Ajzen, I. (2005). Attitudes, personality, and behavior. McGraw-Hill Education (UK). 

 

Ajzen, I. (2011). Design and evaluation guided by the theory of planned behavior. Soc 

psychol Eval, Guilford Publications, 74-100. 

 

Ajzen, I., & Fishbein, M. (1980). Understanding attitudes and predicting social 

behaviour. 

 

Albdour, A. A., & Altarawneh, I. I. (2014). Employee engagement and organizational 

commitment: Evidence from Jordan. International journal of business, 19(2), 

192. 

 

Albert, S. and D. A. Whetten: 1985, „Organizational Identity‟, in L. L. Cummings y B. 

M. Staw (eds.), Research in Organizational Behavior, Vol. 8 (JAI Press, 

Greenwich, CT), pp. 263–295. 

 

Ali, I., Rehman, K. U., Ali, S. I., Yousaf, J., & Zia, M. (2010). Corporate social 

responsibility influences, employee commitment and organizational 

performance. African Journal of Business Management, 4(13), 2796. 



© C
OPYRIG

HT U
PM

86 

 

Amabile, T. M. & Kramer, S. J. (2007). Inner Work Life: Understanding the Subtext of 

Business Performance. Harvard Business Review, 85(5), 72-83. 

 

Amponsah-Afuwape, S. A., Myers, L. B., & Newman, S. P. (2002). Cognitive 

predictors of ethnic minorities' blood donation intention. Psychology, health & 

medicine, 7(3), 357-361. 

 

Anthony Wong, I., & Hong Gao, J. (2014). Exploring the direct and indirect effects of 

CSR on organizational commitment: The mediating role of corporate 

culture. International Journal of Contemporary Hospitality 

Management, 26(4), 500-525. 

 

Appelbaum, S. H., & Kamal, R. (2000). An analysis of the utilization and effectiveness 

of non-financial incentives in small business. Journal of Management 

Development, 19(9), 733-763. 

 

Arvidsson, S. (2010). Communication of corporate social responsibility: A study of the 

views of management teams in large companies. Journal of Business 

Ethics, 96(3), 339-354. 

 

Ashforth, B. E. and F. Mael: 1989, „Social Identity Theory and the Organization‟, 

Academy of Management Review 14(1), 20–39. 

 

Atakan, M. S., & Eker, T. (2007). Corporate identity of a socially responsible 

university–a case from the Turkish higher education sector. Journal of 

Business Ethics, 76(1), 55-68. 

 

Backhaus, K. B. (2016). Organizational identity, corporate social performance and 

corporate reputation: Their roles in creating organizational attractiveness. 

In Corporate Reputation (pp. 127-146). Routledge. 

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation 

models. Journal of the academy of marketing science, 16(1), 74-94. 

 

Barnard-Brak, L., Burley, H., & Crooks, S. M. (2010). Explaining youth mentoring 

behavior using a theory of planned behavior perspective. International 

Journal of Adolescence and Youth, 15(4), 365-379. 

 

Barney, J. B., & Stewart, A. C. (2000). Organizational identity as moral philosophy: 

Competitive implications for diversified corporations. The expressive 

organization: Linking identity, reputation, and the corporate brand, 11-35. 

 

Bartels, J., A. Pruyn, M. de Jong and I. Joustra: 2007, „Multiple Organizational 

Identification Levels and the Impact of Perceived External Prestige and 

Communication Climate‟, Journal of Organizational Behavior 28(2), 173–190. 

 

Batson, C. D., & Shaw, L. L. (1991). Evidence for altruism: Toward a pluralism of 

prosocial motives. Psychological inquiry, 2(2), 107-122. 

 

Batson, C. D., Ahmad, N., Lishner, D. A., & Tsang, J. (2016). Empathy and 

altruism. Oxford handbook of hypo-egoic phenomena: Theory and research on 

the quiet ego, 161-174. 



© C
OPYRIG

HT U
PM

87 

 

Baumgartner, R. J. (2014). Managing corporate sustainability and CSR: A conceptual 

framework combining values, strategies and instruments contributing to 

sustainable development. Corporate Social Responsibility and Environmental 

Management, 21(5), 258-271. 

 

Bellringer, A., Ball, A., & Craig, R. (2011). Reasons for sustainability reporting by 

New Zealand local governments. Sustainability Accounting, Management and 

Policy Journal, 2(1), 126-138. 

 

Benbasat, I., & Barki, H. (2007). Quo vadis TAM?. Journal of the association for 

information systems, 8(4), 7. 

 

Benjamin, E. J. (2001). A look inside corporate employee volunteer programs. Journal 

of Volunteer Administration, 19(2), 16-32. 

 

Berger, I. E., Cunningham, P. H., & Drumwright, M. E. (2006). Identity, identification, 

and relationship through social alliances. Journal of the Academy of 

Marketing Science, 34(2), 128-137. 

 

Besharov, M. L. (2014). The relational ecology of identification: How organizational 

identification emerges when individuals hold divergent values. Academy of 

Management Journal, 57(5), 1485-1512. 

 

Bhattacharya, C. B., & Sen, S. (2003). Consumer-company identification: A 

framework for understanding consumers‟ relationships with 

companies.Journal of marketing, 67(2), 76-88. 

 

Bhattacharya, C. B., S. Sen and D. Korschun (2008). Using Corporate Social 

Responsibility to Win th War for Talent‟, MIT Sloan Management Review 

49(2), 37–44. 

 

Birkey, R., Michelon, G., Patten, D. M., & Sankara, J. (2016). Does assurance on CSR 

reporting enhance environmental reputation? An examination in the US 

context. 

 

Bohner, G. W., & WÄNKE, M. (2002). M.(2002) Attitudes and Attitude change. 

 

Borel, R., Cawagas, V., Jiménez, A., & Salvetti, N. (2011). Education for sustainable 

development at the university for peace. Journal of Education for Sustainable 

Development, 5(2), 245-249. 

 

Bowling, A. (2007). Aspirations for older age in the 21st century: What is successful 

aging?. The International Journal of Aging and Human Development, 64(3), 

263-297. 

 

Brammer, S. J., & Pavelin, S. (2016). Corporate reputation and corporate social 

responsibility. A handbook of corporate governance and social responsibility, 

437-447. 

 



© C
OPYRIG

HT U
PM

88 

 

Brammer, S., He, H., & Mellahi, K. (2015). Corporate social responsibility, employee 

organizational identification, and creative effort: The moderating impact of 

corporate ability. Group & Organization Management, 40(3), 323-352. 

 

Brammer, S., Millington, A., & Rayton, B. (2007). The contribution of corporate social 

responsibility to organizational commitment. The International Journal of 

Human Resource Management, 18(10), 1701-1719. 

 

Bronn, P. S., & Vrioni, A. B. (2001). Corporate social responsibility and cause-related 

marketing: an overview. International journal of Advertising, 20(2), 207-222. 

 

Brown, D. L., Guidry, R. P., & Patten, D. M. (2010). Sustainability reporting and 

perceptions of corporate reputation: An analysis using Fortune most admired 

scores. Advances in Environmental Accounting and Management, 4, 83-104. 

 

Brown, T. J., & Dacin, P. A. (1997). The company and the product: Corporate 

associations and consumer product responses. The Journal of Marketing, 68-

84. 

 

Brown, W. A., & Ashcraft, R. F. (2005). Corporate employee volunteer programs: 

Considering the interests of multiple stakeholders. Journal of Volunteer 

Administration, 23(2), 15. 

 

Brun, J. P., & Dugas, N. (2008). An analysis of employee recognition: Perspectives on 

human resources practices. The International Journal of Human Resource 

Management, 19(4), 716-730. 

 

Bucero, A., & Englund, R. L. (2015, October). Project sponsorship: Achieving 

management commitment for project success. Project Management Institute. 

 

Burke, L., & Logsdon, J. M. (1996). How corporate social responsibility pays off. Long 

range planning, 29(4), 495-502. 

 

Caligiuri, P., Mencin, A., & Jiang, K. (2013). Win–win–win: The influence of 

company‐sponsored volunteerism programs on employees, NGOs, and 

business units. Personnel Psychology, 66(4), 825-860. 

 

Caplan, R., Cobb, S., French, J., Van Harrison, R., & Pinneau, S. (1975). Demands and 

worker health: Main effects and organizational differences. Washington, DC: 

US Government Printing Office. 

 

Carroll, A. B. (1998). The four faces of corporate citizenship. Business and society 

review, 100(1), 1-7. 

 

Carroll, A. B. (1999). Corporate social responsibility: Evolution of a definitional 

construct. Business & society, 38(3), 268-295. 

 

Carroll, A. B. (2004). Managing ethically with global stakeholders: A present and 

future challenge. The Academy of Management Executive, 18(2), 114-120. 

 



© C
OPYRIG

HT U
PM

89 

 

Carroll, A. B. (2015). Corporate social responsibility. Organizational Dynamics, 44, 

87-96. 

 

Carroll, A. B., & Shabana, K. M. (2010). The business case for corporate social 

responsibility: A review of concepts, research and practice. International 

journal of management reviews, 12(1), 85-105. 

 

Castaldo, S., Perrini, F., Misani, N., & Tencati, A. (2009). The missing link between 

corporate social responsibility and consumer trust: The case of fair trade 

products. Journal of business ethics, 84(1), 1-15. 

 

Chai, S., & Kim, M. (2010). What makes bloggers share knowledge? An investigation 

on the role of trust. International Journal of Information Management, 30(5), 

408–415. 

 

Chang, H. H., & Chuang, S. S. (2011). Social capital and individual motivations on 

knowledge sharing: Participant involvement as a moderator. Information & 

management, 48(1), 9-18. 

 

Chang, K., Nguyen, B., Cheng, K. T., Kuo, C. C., & Lee, I. (2016). HR practice, 

organisational commitment & citizenship behaviour: A study of primary 

school teachers in Taiwan. Employee Relations, 38(6), 907-926. 

 

Chen, H. L., Fan, H. L., & Tsai, C. C. (2014). The role of community trust and altruism 

in knowledge sharing: An investigation of a virtual community of teacher 

professionals. Educational Technology & Society, 17(3), 168-179. 

 

Chen, M. F., & Tung, P. J. (2014). Developing an extended theory of planned behavior 

model to predict consumers‟ intention to visit green hotels. International 

journal of hospitality management, 36, 221-230. 

 

Chen, Y. R. R., & Hung-Baesecke, C. J. F. (2014). Examining the internal aspect of 

corporate social responsibility (CSR): Leader behavior and employee CSR 

participation. Communication research reports, 31(2), 210-220. 

 

Cheney, G. (1983). On the various and changing meanings of organizational 

membership: A field study of organizational identification. Communication 

Monographs, 50(4), 343-362. 

 

Cheney, G., & Tompkins, P. K. (1987). Coming to terms with organizational 

identification and commitment. Communication Studies, 38(1), 1-15. 

 

Chiang, C. F., & Hsieh, T. S. (2012). The impacts of perceived organizational support 

and psychological empowerment on job performance: The mediating effects 

of organizational citizenship behavior. International journal of hospitality 

management, 31(1), 180-190. 

 

Chiang, C.-C. S. (2010). How corporate social responsibility influences employee job 

satisfaction in the hotel industry. Las Vegas, NE: UNLV 

Theses/Dissertations/Professional Papers/Capstones. Paper 598. 



© C
OPYRIG

HT U
PM

90 

 

Child, J. (1972). Organizational structure, environment and performance: The role of 

strategic choice. sociology, 6(1), 1-22. 

 

Chin, W. W. (1998). The partial least squares approach to structural equation 

modeling. Modern methods for business research, 295(2), 295-336. 

 

Chin, W. W., Thatcher, J. B., & Wright, R. T. (2012). Assessing common method bias: 

problems with the ULMC technique. MIS Quarterly, 36(3), 1003-1019. 

 

Choi, Y., & Yu, Y. (2014). The influence of perceived corporate sustainability 

practices on employees and organizational performance. Sustainability, 6(1), 

348-364. 

 

Chong, M. (2009). Employee participation in CSR and corporate identity: Insights 

from a disaster-response program in the Asia-Pacific. Corporate Reputation 

Review, 12(2), 106-119. 

 

Clark, W. A., & Finley, J. C. (2007). Determinants of water conservation intention in 

Blagoevgrad, Bulgaria. Society and natural resources, 20(7), 613-627. 

 

Clary, E. G., & Snyder, M. (2002). Community involvement: Opportunities and 

challenges in socializing adults to participate in society. Journal of Social 

Issues, 58(3), 581-591. 

 

Cohen, A. (1993). Organizational Commitment and Turnover: A Met A-

Analysis. Academy of management journal, 36(5), 1140-1157. 

 

Cohen, B., & Greenfield, J. (1997). Double dip: How to run a value-led business and 

make money, too. 

 

Compliance Week. (2015). Retrieved 5 April 2016 from 

https://www.complianceweek.com  

 

Conner, M., & Armitage, C. J. (1998). Extending the theory of planned behavior: A 

review and avenues for further research. Journal of applied social 

psychology, 28(15), 1429-1464. 

 

Coombs, W. T., & Holladay, S. J. (2012). Fringe public relations: How activism moves 

critical PR toward the mainstream. Public Relations Review,38(5), 880-887. 

 

Costa, R., & Menichini, T. (2013). A multidimensional approach for CSR assessment: 

The importance of the stakeholder perception. Expert Systems with 

Applications, 40(1), 150-161. 

 

Crane, A., & Matten, D. (2004). Business ethics: A European perspective: managing 

corporate citizenship and sustainability in the age of globalization. Oxford: 

Oxford University Press. 

 

Creswell, J. W. (2008). Educational Research: Planning, conducting, and evaluating 

quantitative and qualitative research (3rd ed.). Upper Saddle River: Pearson. 

https://www.complianceweek.com/


© C
OPYRIG

HT U
PM

91 

 

Crifo, P., Diaye, M. A., & Pekovic, S. (2016). CSR related management practices and 

firm performance: An empirical analysis of the quantity–quality trade-off on 

French data. International Journal of Production Economics, 171, 405-416. 

 

Cropanzano, R., Byrne, Z. S., Bobocel, D. R., & Rupp, D. E. (2001). Moral virtues, 

fairness heuristics, social entities, and other denizens of organizational justice. 

Journal of Vocational Behavior, 58, 164–209. 

 

Cycyota, C. S., Ferrante, C. J., & Schroeder, J. M. (2016). Corporate social 

responsibility and employee volunteerism: What do the best companies 

do?. Business Horizons, 59(3), 321-329. 

 

Dahan, G. S., & Senol, I. (2012). Corporate social responsibility in higher education 

institutions: Istanbul Bilgi University case. American International Journal of 

Contemporary Research, 2(3), 95-103. 

 

Dahlsrud, A. (2008). How corporate social responsibility is defined: an analysis of 37 

definitions. Corporate social responsibility and environmental 

management, 15(1), 1-13. 

 

Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user acceptance 

of information technology. MIS quarterly, 319-340. 

 

De Luque, M. S., Washburn, N. T., Waldman, D. A., & House, R. J. (2008). 

Unrequited profit: How stakeholder and economic values relate to 

subordinates' perceptions of leadership and firm performance. Administrative 

Science Quarterly, 53(4), 626-654. 

 

Deery, M., & Jago, L. (2015). Revisiting talent management, work-life balance and 

retention strategies. International Journal of Contemporary Hospitality 

Management, 27(3), 453-472. 

 

Denzin, N. K. and Y. S. Lincoln: 2000, Handbook of Qualitative Research (Sage, 

Thousand Oaks). 

 

Department of Statistics. (2016). “Principal Statistics of Labour Force, 2010 – 2016‟. 

Retrieved from http://www.statistics.gov.my 

 

Department of Statistics. (2016). “Principal Statistics of Labour Force, December 

2015’. Retrieved from http://www.statistics.gov.my  

 

Devinney, T. M. (2009). Is the socially responsible corporation a myth? The good, the 

bad, and the ugly of corporate social responsibility. The Academy of 

Management Perspectives, 23(2), 44-56. 

 

Diamantopoulos, A., & Siguaw, J. A. (2006). Formative versus reflective indicators in 

organizational measure development: A comparison and empirical 

illustration. British Journal of Management, 17(4), 263-282. 

 

 

http://www.statistics.gov.my/
http://www.statistics.gov.my/


© C
OPYRIG

HT U
PM

92 

 

Dick, R., Wagner, U., Stellmacher, J., & Christ, O. (2004). The utility of a broader 

conceptualization of organizational identification: Which aspects really 

matter?. Journal of Occupational and Organizational psychology, 77(2), 171-

191. 

 

Ditlev-Simonsen, C. D. (2015). The relationship between Norwegian and Swedish 

employees‟ perception of corporate social responsibility and affective 

commitment. Business & Society, 54(2), 229-253. 

 

Downe, A. G., Loke, S. P., Ho, J. S. Y., & Taiwo, A. A. (2012). Corporate talent needs 

and availability in Malaysian service industry. International Journal of 

Business and Management, 7(2), 224. 

 

Dunn EW, Aknin LB, Norton MI (2008) Spending money on others promotes 

happiness. Science 319: 1687-1688. 

 

Dutton, G. (1998). The re-enchantment of work. Management Review, 87(2), 51. 

 

Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational images and 

member identification. Administrative science quarterly, 239-263. 

 

Eagly, A. H., & Chaiken, S. (1998). Attitude structure and function. 

 

Education Guide Malaysia (12th Edition). (2015). “The Malaysian Higher Education 

System - An Overview” Retrieved from https://www.studymalaysia.com  

 

Edwards, M. R., & Kudret, S. (2017). Multi‐foci CSR perceptions, procedural justice 

and in‐role employee performance: the mediating role of commitment and 

pride. Human Resource Management Journal, 27(1), 169-188. 

 

Elobeid, D. E., Lele, U., & Kaifi, B. A. (2016). Corporate Social Responsibility in 

Higher Education Institutions: The Experience of the College of Business and 

Economics at Qassim University. International Leadership Journal, 8(1). 

 

Erdogan, B., Bauer, T. N., & Taylor, S. (2015). Management commitment to the 

ecological environment and employees: Implications for employee attitudes 

and citizenship behaviors. human relations, 68(11), 1669-1691. 

 

European Commision. (2016). Corporate Social Responsibility (CSR). Retrieved from 

http://ec.europa.eu/growth/industry/corporate-social-

responsibility/index_en.htm 

 

Farh, J. L., Podsakoff, P. M., & Organ, D. W. (1990). Accounting for organizational 

citizenship behavior: Leader fairness and task scope versus 

satisfaction. Journal of management, 16(4), 705-721. 

 

Farooq, O., Payaud, M., Merunka, D., & Valette-Florence, P. (2014). The impact of 

corporate social responsibility on organizational commitment: Exploring 

multiple mediation mechanisms. Journal of Business Ethics, 125(4), 563-580. 

https://www.studymalaysia.com/
http://ec.europa.eu/growth/industry/corporate-social-responsibility/index_en.htm
http://ec.europa.eu/growth/industry/corporate-social-responsibility/index_en.htm


© C
OPYRIG

HT U
PM

93 

 

Fatma, M., Rahman, Z., & Khan, I. (2015). Building company reputation and brand 

equity through CSR: the mediating role of trust. International Journal of Bank 

Marketing, 33(6), 840-856. 

 

Fisher, J.: 2004, „Social Responsibility and Ethics: Clarifying the Concepts‟, Journal of 

Business Ethics 52, 391– 400. 

 

Florentina Grigore, G., Stancu, A., & Zaharia, R. M. (2013). Challenges of integrating 

CSR into curricula: An analysis of the Romanian educational system. 

In Education and Corporate Social Responsibility International 

Perspectives (pp. 223-242). Emerald Group Publishing Limited. 

 

Fornell, C., & Cha, J. (1994). Partial least squares. Advanced methods of marketing 

research, 407(3), 52-78. 

 

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable 

variables and measurement error: Algebra and statistics. Journal of marketing 

research, 382-388. 

 

Foss, N. 2011. Micro-foundations for the resource-based view? Journal of 

Management, 37: 1413-1428. 

 

Franco, L.M., Bennett, S., Kanfer, R., and Stubblebine, P. (2004), “Determinants and 

Consequences of Health Worker Motivation in Hospitals in Jordan and 

Georgia,” Social Science & Medicine, 58, 2, 343–355. 

 

Friedman, M. (1970). The Social Responsibility of Business Is to Increase Its Profits. 

New York Times Magazine, pp. 122-126. 

 

Fuller, J., Barnett, T., Hester, K., & Relyea, C. (2003). A social identity perspective on 

the relationship between perceived organizational support and organizational 

commitment. Journal of Social Psychology, 143(6), 789-791. 

 

Galbreath, J. (2010). How does corporate social responsibility benefit firms? Evidence 

from Australia. European Business Review, 22(4), 411-431. 

 

Galvin, B. M., Lange, D., & Ashforth, B. E. (2015). Narcissistic organizational 

identification: Seeing oneself as central to the organization's 

identity. Academy of Management Review, 40(2), 163-181. 

 

Garriga, E., & Melé, D. (2004). Corporate social responsibility theories: Mapping the 

territory. Journal of business ethics, 53(1), 51-71. 

 

Gavin, J. F., & Maynard, W. S. (1975). Perceptions of corporate social 

responsibility. Personnel Psychology, 28(3), 377-387. 

 

Geisser, S. (1975). The predictive sample reuse method with applications. Journal of 

the American statistical Association, 70(350), 320-328. 

 



© C
OPYRIG

HT U
PM

94 

 

Gelens, J., Hofmans, J., Dries, N., & Pepermans, R. (2014). Talent management and 

organisational justice: Employee reactions to high potential 

identification. Human Resource Management Journal, 24(2), 159-175. 

 

Ghauri, P. Gronhaug. K.(2010). Research methods in business studies, 4. 

 

Gill, R. (2015). Why the PR strategy of storytelling improves employee engagement 

and adds value to CSR: An integrated literature review. Public Relations 

Review, 41(5), 662-674. 

 

Gioia, D. A., Schultz, M., & Corley, K. G. (2000). „Organizational identity, image, and 

adaptive instability. Academy of Management Review, 25, 63–81. 

 

Glavas, A., & Godwin, L. N. (2013). Is the perception of „goodness‟ good enough? 

Exploring the relationship between perceived corporate social responsibility 

and employee organizational identification. Journal of business ethics, 114(1), 

15-27. 

 

Godkin, L., Parayitam, S. & Natarajan, L. (2010). An empirical study of attitudes 

toward recognition among civilian municipal employees in a U.S. City. 

Journal of Organizational Culture, Communication and Conflict, 14(2), 51- 

61. 

 

Gonzalez, T. F., & Guillen, M. (2008). Organizational commitment: A proposal for a 

wider ethical conceptualization of „normative commitment‟. Journal of 

Business Ethics, 78(3), 401-414. 

 

Grant AM (2012a) Giving time, time after time: Work design and sustained employee 

participation in corporate volunteering. Academy of Management Review 

37:589-615.  

 

Grant AM (2012b) Leading with meaning: Beneficiary contact, prosocial impact, and 

the performance effects of transformational leadership. Academy of 

Management Journal 55:458-476. 

 

Grau, S. L., & Folse, J. A. G. (2007). Cause-related marketing (CRM): The influence 

of donation proximity and message-framing cues on the less-involved 

consumer. Journal of Advertising, 36(4), 19-33. 

 

Grawitch, M. J., Gottschalk, M., & Munz, D. C. (2006). The path to a healthy 

workplace: A critical review linking healthy workplace practices, employee 

well-being, and organizational improvements. Consulting Psychology 

Journal: Practice and Research, 58(3), 129. 

 

Hair Jr, J. F. (2006). Black, WC, Babin, BJ Anderson, RE & Tatham, RL 

(2006). Multivariate data analysis, 6. 

 

Hair, J. F., Black, W. C., & Babin, B. J. (2010). RE Anderson Multivariate data 

analysis: A global perspective. 

 



© C
OPYRIG

HT U
PM

95 

 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver 

bullet. Journal of Marketing theory and Practice, 19(2), 139-152. 

 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Partial least squares structural 

equation modeling: Rigorous applications, better results and higher 

acceptance. 

 

Hair, J.F., Hult, G.T.M., Ringle, C.M. and Sarstedt, M. (2014), A Primer on Partial 

Least Squares Structural Equation Modeling, Sage, Thousand Oaks, CA. 

 

Haney, J. J., Czerniak, C. M., & Lumpe, A. T. (1996). Teacher beliefs and intentions 

regarding the implementation of science education reform strands. Journal of 

Research in Science Teaching, 33(9), 971-993. 

 

He, H., Zhu, W., & Zheng, X. (2014). Procedural justice and employee engagement: 

Roles of organizational identification and moral identity centrality. Journal of 

business ethics, 122(4), 681-695. 

 

Heere, B., & James, J. D. (2007). Stepping outside the lines: Developing a multi-

dimensional team identity scale based on social identity theory. Sport 

Management Review, 10(1), 65-91. 

 

Heslin, P. A., & Ochoa, J. D. (2008). Understanding and developing strategic corporate 

social responsibility. Organizational Dynamics, 37, 125-144. 

 

Hoffman, M. L. (1979). Development of Empathy and Altruism. 

 

Hogg, M. A., & Terry, D. I. (2000). Social identity and self-categorization processes in 

organizational contexts. Academy of management review, 25(1), 121-140. 

 

Hosoda, M., & Suzuki, K. (2015). Using management control systems to implement 

CSR activities: an empirical analysis of 12 Japanese companies. Business 

Strategy and the Environment, 24(7), 628-642. 

 

Huey Yiing, L., & Zaman Bin Ahmad, K. (2009). The moderating effects of 

organizational culture on the relationships between leadership behaviour and 

organizational commitment and between organizational commitment and job 

satisfaction and performance. Leadership & Organization Development 

Journal, 30(1), 53-86. 

 

Hummels, H. (2004). A collective lack of memory. The Journal of Corporate 

Citizenship, Summer, 2004,14, p.18. 

 

Humphrey, R. H., Ashforth, B. E., & Diefendorff, J. M. (2015). The bright side of 

emotional labor. Journal of Organizational Behavior, 36(6), 749-769. 

 

Hur, W. M., Kim, H., & Woo, J. (2014). How CSR leads to corporate brand equity: 

Mediating mechanisms of corporate brand credibility and reputation. Journal 

of Business Ethics, 125(1), 75-86. 



© C
OPYRIG

HT U
PM

96 

 

Hur, W. M., Kim, H., & Woo, J. (2014). How CSR leads to corporate brand equity: 

Mediating mechanisms of corporate brand credibility and reputation. Journal 

of Business Ethics, 125(1), 75-86. 

 

Irefin, P., & Mechanic, M. A. (2014). Effect of employee commitment on 

organizational performance in Coca Cola Nigeria Limited Maiduguri, Borno 

state. Journal of Humanities and Social Science, 19(3), 33-41. 

 

Jayanthi Desan. (April 28, 2016), CR Talk - what makes a meaningful company, The 

Sun Daily, 2016. Retrieved on April 29, 2016 from 

http://www.thesundaily.my/node/363946    

 

Johnson, B., & Christensen, L. (2004). Educational Research: Quantitative. Qualitative, 

and. 

 

Jong, M. D., & van der Meer, M. (2017). How does it fit? Exploring the congruence 

between organizations and their corporate social responsibility (CSR) 

activities. Journal of business ethics, 143(1), 71-83. 

 

Jung, H.S., Yoon, H.H., 2012. The effects of emotional intelligence on 

counterproductive work behaviors and organizational citizen behaviors among 

food and beverage employees in a deluxe hotel. Int. J. Hosp. Manage. 31 (2), 

369–378. 

 

Kaddouri, O., & Albertini, E. (2016). Achieving Organizational Identification and 

Employee Commitment through CSR Communication. In Academy of 

Management Proceedings(Vol. 2016, No. 1, p. 13548). Briarcliff Manor, NY 

10510: Academy of Management. 

 

Kankanhalli, A., Tan, B. C. Y., & Wei, K. K. (2005). Contributing knowledge to 

electronic knowledge repositories: an empirical investigation. MIS Quarterly, 

29(1), 113–143. 

 

Kautonen, T., van Gelderen, M., & Fink, M. (2015). Robustness of the theory of 

planned behavior in predicting entrepreneurial intentions and 

actions. Entrepreneurship Theory and Practice, 39(3), 655-674. 

 

Keelson, S. A. (2014). The moderating role of organizational capabilities and internal 

marketing in market orientation and business success. 

 

Keraita, J. M., Oloko, M. A., & Elijah, C. M. (2013). The influence of internal 

corporate social responsibility on employee commitment in the banking 

sector: A survey of commercial banks in Kisii Town, Kenya. International 

Journal of Arts and Commerce, 2(1), 59-76. 

 

Khan, M. Y., Rizwan, M., Arshad, M. I., & Anwar, M. F. (2013). Impact of employee 

motivation on job satisfaction with respect to corporate social responsibility 

and rewards. Journal of Public Administration and Governance, 3(3), 226-243. 

 

http://www.nst.com.my/opinion/letters-to-the-editor/english-easier-to-learnit-at-a-young-age-


© C
OPYRIG

HT U
PM

97 

 

Kim, H. R., Lee, M., Lee, H. T., & Kim, N. M. (2010). Corporate social responsibility 

and employee–company identification. Journal of Business Ethics, 95(4), 557-

569. 

 

Kim, K. Y., Eisenberger, R., & Baik, K. (2016). Perceived organizational support and 

affective organizational commitment: Moderating influence of perceived 

organizational competence. Journal of Organizational Behavior, 37(4), 558-

583. 

 

Kim, Y. G. (2014). Ecological Concerns about Genetically Modified (GM) Food 

Consumption using the Theory of Planned Behavior (TPB). Procedia-Social 

and Behavioral Sciences, 159, 677-681. 

 

King, B.: 2008, „A Social Movement Perspective of Stakeholder Collective Action and 

Influence‟, Business and Society 47, 21–49. 

 

Kiyak, H. A., Namazi, K. H., & Kahana, E. F. (1997). Job commitment and turnover 

among women working in facilities serving older persons. Research on Aging, 

19(2), 223-246. 

 

Kock, N., & Lynn, G. (2012). Lateral collinearity and misleading results in variance-

based SEM: An illustration and recommendations. 

 

Korschun, D., Bhattacharya, C. B., & Swain, S. D. (2014). Corporate social 

responsibility, customer orientation, and the job performance of frontline 

employees. Journal of Marketing, 78(3), 20-37. 

 

Kotler, P., & Lee, N. (2004). Best of breed. Stanford Social Innovation Review, 1(4), 

14-23. 

 

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, 

C. S. (2017). Perceived organizational support: A meta-analytic evaluation of 

organizational support theory. Journal of Management, 43(6), 1854-1884. 

 

Larson, B. V., K. E. Flaherty, A. R. Zablah, T. J. Brown and J. L. Wiener: 2008, 

„Linking Cause-Related Marketing to Sales Force Responses and Performance 

in a Direct Selling Context‟, Journal of the Academy of Marketing Science 

36(2), 271–277. 

 

Lee, E. M., Park, S. Y., & Lee, H. J. (2013). Employee perception of CSR activities: Its 

antecedents and consequences. Journal of business research, 66(10), 1716-

1724. 

 

Lee, E. S., Park, T. Y., & Koo, B. (2015). Identifying organizational identification as a 

basis for attitudes and behaviors: A meta-analytic review. Psychological 

Bulletin, 141(5), 1049. 

 

Lee, M.-D. P. (2008). A review of the theories of corporate social responsibility: Its 

evolutionary path and the road ahead. International Journal of Management 

Reviews, 10(1), 53–73. 



© C
OPYRIG

HT U
PM

98 

 

Lee, S. M. (1971). An empirical analysis of organizational identification. Academy of 

Management Journal, 14(2), 213-226. 

 

Lichtenstein, D. R., M. E. Drumwright and B. M. Braig: 2004, „The Effect of 

Corporate Social Responsibility on Customer Donations to Corporate-

Supported Nonprofits‟, Journal of Marketing 68(4), 16–32. 

 

Lin, C. P. (2008). Clarifying the relationship between organizational citizenship 

behaviors, gender, and knowledge sharing in workplace organizations in 

Taiwan. Journal of Business and Psychology, 22(3), 241-250. 

 

Loi, R., Chan, K. W., & Lam, L. W. (2014). Leader–member exchange, organizational 

identification, and job satisfaction: A social identity perspective. Journal of 

Occupational and Organizational psychology, 87(1), 42-61. 

 

Ma, M., & Agarwal, R. (2007). Through a glass darkly: Information technology design, 

identity verification, and knowledge contribution in online 

communities. Information systems research, 18(1), 42-67. 

 

Mael, F. A., & Ashforth, B. E. (1995). Loyal from day one: Biodata, organizational 

identification, and turnover among newcomers. Personnel psychology, 48(2), 

309-333. 

 

Mahembe, B., & Engelbrecht, A. S. (2014). The relationship between servant 

leadership, organisational citizenship behaviour and team effectiveness. SA 

Journal of Industrial Psychology, 40(1), 01-10. 

 

Mahoney, J.: 1990, Teaching Business Ethics in the UK, Europe, and the USA : A 

Comparative Study (Athlone Press, London; Atlantic Highlands, NJ). 

 

Maignan, I., & Ferrell, O. C. (2001). Corporate citizenship as a marketing instrument-

Concepts, evidence and research directions. European Journal of 

Marketing, 35(3/4), 457-484. 

 

Maignan, I., & Ferrell, O. C. (2003). Nature of corporate responsibilities: Perspectives 

from American, French, and German consumers. Journal of Business 

research, 56(1), 55-67. 

 

Malaysia Industrial Productivity Database (MIPD). (2016). “Productivity Report 2016 

– 2017”. Retrieved from http://www.mpc.gov.my/malaysia-industrial-

productivity-database  

 

Marín, L., & Ruiz de Maya, S. (2013). The role of affiliation, attractiveness and 

personal connection in consumer-company identification. European Journal 

of Marketing, 47(3/4), 655-673. 

 

Marin, L., S. Ruiz and A. Rubio: 2009, „The Role of Identity Salience in the Effects of 

Corporate Social Responsibility on Consumer Behavior‟, Journal of Business 

Ethics 84(1), 65–78. 

 

http://www.mpc.gov.my/malaysia-industrial-productivity-database
http://www.mpc.gov.my/malaysia-industrial-productivity-database


© C
OPYRIG

HT U
PM

99 

 

Marques, P., Presas, P., & Simon, A. (2014). The heterogeneity of family firms in CSR 

engagement: The role of values. Family Business Review, 27(3), 206-227. 

 

Mason, C. M., & Griffin, M. A. (2005). Group task satisfaction: The group‟s shared 

attitude to its task and work environment. Group & Organization 

Management, 30(6), 625-652. 

 

McGilligan, C., McClenahan, C., & Adamson, G. (2009). Attitudes and intentions to 

performing testicular self-examination: utilizing an extended theory of 

planned behavior. Journal of Adolescent Health, 44(4), 404-406. 

 

Mclaggan, E., Botha, C. T., & Bezuidenhout, A. (2013). Leadership style and 

organisational commitment in the mining industry in Mpumalanga. SA 

Journal of Human Resource Management, 11(1), 1-9. 

 

McMillan, J., & Schumacher, S. (1989). Research in education: a conceptual 

analysis. Glenview, IL: Scott Foreman & Co. 

 

McWilliams, A., & Siegel, D. (2001). Corporate social responsibility: A theory of the 

firm perspective. Academy of management review, 26(1), 117-127. 

 

Mehta, R., & Sivadas, E. (1995). Comparing responses rates and response content in 

mail versus electronic mail surveys. Journal of the Market Research 

society, 37(4), 429-440. 

 

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a 

general model. Human resource management review, 11(3), 299-326. 

 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component 

conceptualization. Journal of applied psychology, 78(4), 538. 

 

Millar, R., and Shevlin, M. (2003). Predicting career information-seeking behavior of 

school pupils using the theory of planned behavior. Journal of Vocational 

Behavior, 62, 26-42. 

 

Ministry of International Trade and Insudtry. (2016). “Third Industrial Master Plan 

(Imp3) 2006 – 2020”. Retrieved from http://www.miti.gov.my/  

 

Mohr, L. A., & Webb, D. J. (2005). The effects of corporate social responsibility and 

price on consumer responses. Journal of Consumer Affairs, 39(1), 121-147. 

 

Montano, D. E., & Kasprzyk, D. (2015). Theory of reasoned action, theory of planned 

behavior, and the integrated behavioral model. Health behavior: Theory, 

research and practice, 95-124. 

 

Moorlock, G., Ives, J., & Draper, H. (2013). Altruism in organ donation: an 

unnecessary requirement?. Journal of Medical Ethics, medethics-2012. 

 

Moratis, L. (2016). Out of the ordinary? Appraising ISO 26000's CSR 

definition. International Journal of Law and Management, 58(1), 26-47. 

http://www.miti.gov.my/


© C
OPYRIG

HT U
PM

100 

 

Morgan, R. M., & Hunt, S. D. (1994). The commitment-trust theory of relationship 

marketing. The journal of marketing, 20-38. 

 

Nadiri, H., Tanova, C., 2010. An investigation of the role of justice in turnover 

intentions, job satisfaction, and organizational citizenship behavior in 

hospitality industry. Int. J. Hosp. Manage. 29 (1), 33–41. 

 

Naeem, M. A., & Peach, N. W. (2011). Promotion of sustainability in postgraduate 

education in the Asia Pacific region. International Journal of Sustainability in 

Higher Education, 12(3), 280-290. 

 

Newman, A., Nielsen, I., & Miao, Q. (2015). The impact of employee perceptions of 

organizational corporate social responsibility practices on job performance 

and organizational citizenship behavior: Evidence from the Chinese private 

sector. The International Journal of Human Resource Management, 26(9), 

1226-1242. 

 

Ng, E. S., & Burke, R. J. (2005). Person–organization fit and the war for talent: does 

diversity management make a difference?. The International Journal of 

Human Resource Management, 16(7), 1195-1210. 

 

Ng, T. W. (2015). The incremental validity of organizational commitment, 

organizational trust, and organizational identification. Journal of Vocational 

Behavior, 88, 154-163. 

 

Nwagbara, U., & Reid, P. (2013). Corporate Social Responsibility (CSR) and 

Management Trends: Changing Times and Changing Strategies. Economic 

Insights-Trends & Challenges, 65(2). 

 

O‟Reilly, C. III and J. Chatman: 1986, „Organizational Commitment and Psychological 

Attachment: The Effects of Compliance, Identification, and Internalization on 

Prosocial Behavior‟, Journal of Applied Psychology 71(3), 492–499. 

 

Oh, M. S. (2001). U.S. Patent No. 6,190,178. Washington, DC: U.S. Patent and 

Trademark Office. 

 

Okoye, A. (2009). Theorising corporate social responsibility as an essentially contested 

concept: is a definition necessary?. Journal of Business Ethics, 89(4), 613-

627. 

 

Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational 

citizenship behavior: Its nature, antecedents, and consequences. Thousand 

Oaks, CA: Sage. 

 

Othman, R., & Othman, R. (2014). HIGHER EDUCATION INSTITUTIONS AND 

SOCIAL PERFORMANCE: EVIDENCE FROM PUBLIC AND PRIVATE 

UNIVERSITIES. International Journal of Business & Society, 15(1). 

 

Park, B. I., & Ghauri, P. N. (2015). Determinants influencing CSR practices in small 

and medium sized MNE subsidiaries: A stakeholder perspective. Journal of 

World Business, 50(1), 192-204. 



© C
OPYRIG

HT U
PM

101 

 

Peloza, J., Hudson, S., & Hassay, D. N. (2009). The marketing of employee 

volunteerism. Journal of Business Ethics, 85(2), 371-386. 

 

Peltokorpi, V., Allen, D. G., & Froese, F. (2015). Organizational embeddedness, 

turnover intentions, and voluntary turnover: The moderating effects of 

employee demographic characteristics and value orientations. Journal of 

Organizational Behavior, 36(2), 292-312. 

 

Peterson DK (2004). The relationship between perceptions of corporate citizenship and 

organizational commitment. Bus. Soc., 43:296-319. 

 

Petrenko, O. V., Aime, F., Ridge, J., & Hill, A. (2016). Corporate social responsibility 

or CEO narcissism? CSR motivations and organizational 

performance. Strategic Management Journal, 37(2), 262-279. 

 

Pino, G., Amatulli, C., De Angelis, M., & Peluso, A. M. (2016). The influence of 

corporate social responsibility on consumers' attitudes and intentions toward 

genetically modified foods: evidence from Italy. Journal of cleaner 

production, 112, 2861-2869. 

 

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). 

Transformational leader behaviors and their effects on followers' trust in 

leader, satisfaction, and organizational citizenship behaviors. The leadership 

quarterly, 1(2), 107-142. 

 

Porter, L. W., & Lawler, E. E. (1968). What job attitudes tell about 

motivation. Harvard business review, 46(1), 118-126. 

 

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational 

commitment, job satisfaction, and turnover among psychiatric 

technicians. Journal of applied psychology, 59(5), 603. 

 

Porter, M. E., & Kramer, M. R. (2006). The Link Between Competitive Advantage and 

Corporate Social Responsibility. 

 

Powell, W. W., & Colyvas, J. A. (2008). Microfoundations of institutional theory.The 

Sage handbook of organizational institutionalism, 276, 298. 

 

Raihan, T., & Al Karim, R. (2017). CSR AND EMPLOYEE JOB SATISFACTION: A 

CASE FROM MNCS BANGLADESH. Global Journal of Human Resource 

Management, 5(3), 26-39. 

 

Ramdhani, A., Ramdhani, M. A., & Ainissyifa, H. (2017). Conceptual Framework of 

Corporate Culture Influenced on Employees Commitment to 

Organization. International Business Management, 11(3), 826-830. 

 

Rebelo, T. M., & Duarte Gomes, A. (2011). Conditioning factors of an organizational 

learning culture. Journal of Workplace Learning, 23(3), 173-194. 

 



© C
OPYRIG

HT U
PM

102 

 

Rhou, Y., Singal, M., & Koh, Y. (2016). CSR and financial performance: The role of 

CSR awareness in the restaurant industry. International Journal of Hospitality 

Management, 57, 30-39. 

 

Richer, S. F., Blanchard, C., & Vallerand, R. J. (2002). A motivational model of work 

turnover. Journal of Applied Social Psychology, 32(10), 2089-2113. 

 

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of 

vocational behavior, 66(2), 358-384. 

 

Rim, H., Yang, S. U., & Lee, J. (2016). Strategic partnerships with nonprofits in 

corporate social responsibility (CSR): The mediating role of perceived 

altruism and organizational identification. Journal of Business 

Research, 69(9), 3213-3219. 

 

Riordan, C. M., R. D. Gatewood and J. B. Bill: 1997, „Corporate Image: Employee 

Reactions and Implications for Managing Corporate Social Performance‟, 

Journal of Business Ethics 16, 401–412. 

 

Robertson, J. A. (2017). Educating the workforce through CSR: Corporate social 

responsibility as the key to coordinated workforce improvement. Annals in 

Social Responsibility, 3(1), 70-71. 

 

Rodrigo, P. and D. Arenas. (2008). „Do Employees Care About CSR Programs? A 

Typology of Employees According to their Attitudes‟, Journal of Business 

Ethics 83(2), 265–283. 

 

Rosati, F., Calabrese, A., Costa, R., & Pedersen, E. R. G. (2015). The impact of gender, 

education and age on employee attitudes towards corporate social 

responsibility. In Global Cleaner Production & Sustainable Consumption 

Conference: Accelerating the Transition to Equitable Post Fossil-Carbon 

Societies. 

 

Rowley, T., & Berman, S. (2000). A brand new brand of corporate social 

performance. Business & society, 39(4), 397-418. 

 

Ruiz‐Palomino, P., Ruiz‐Amaya, C., & Knörr, H. (2011). Employee organizational 

citizenship behaviour: The direct and indirect impact of ethical 

leadership. Canadian Journal of Administrative Sciences/Revue Canadienne 

des Sciences de l'Administration, 28(3), 244-258. 

 

Rupp, D. E., J. Ganapathi, R. V. Aguilera and C. A.Williams: 2006, „Employee 

Reactions to Corporate Social Responsibility: An Organizational Justice 

Framework‟, Journal of Organizational Behavior 27(4), 537–543. 

 

Rupp, D. E., Wright, P. M., Aryee, S., & Luo, Y. (2015). Organizational justice, 

behavioral ethics, and corporate social responsibility: Finally the three shall 

merge. Management and Organization Review, 11(1), 15-24. 

 

 



© C
OPYRIG

HT U
PM

103 

 

Rusbult, C. E., & Farrell, D. (1983). A longitudinal test of the investment model: The 

impact on job satisfaction, job commitment, and turnover of variations in 

rewards, costs, alternatives, and investments. Journal of applied psychology, 

68(3), 429. 

 

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic 

definitions and new directions. Contemporary educational psychology, 25(1), 

54-67. 

 

Saat, R. M., & Selamat, M. H. (2014). An examination of consumer's attitude towards 

corporate social responsibility (CSR) web communication using media 

richness theory. Procedia-Social and Behavioral Sciences, 155, 392-397. 

 

Saeidi, S. P., Sofian, S., Saeidi, P., Saeidi, S. P., & Saaeidi, S. A. (2015). How does 

corporate social responsibility contribute to firm financial performance? The 

mediating role of competitive advantage, reputation, and customer 

satisfaction. Journal of business research, 68(2), 341-350. 

 

Safa, N. S., & Von Solms, R. (2016). An information security knowledge sharing 

model in organizations. Computers in Human Behavior, 57, 442-451. 

 

Santhosh, M., & Baral, R. (2015). THE MODERATING ROLE OF TOP 

MANAGEMENT SUPPORT IN THE LINK BETWEEN CSR AND 

EMPLOYEE ENGAGEMENT-A CONCEPTUAL FRAMEWORK. Journal 

of Contemporary Management Research, 9(2). 

 

Sarstedt, M., Ringle, C. M., Henseler, J., & Hair, J. F. (2014). On the emancipation of 

PLS-SEM: A commentary on Rigdon (2012). Long range planning, 47(3), 

154-160. 

 

Sass, J. S., & Canary, D. J. (1991). Organizational commitment and identification: An 

examination of conceptual and operational convergence. Western Journal of 

Communication (includes Communication Reports), 55(3), 275-293. 

 

Saunderson, R. (2004), “Survey Findings of the Effectiveness of Employee 

Recognition in the Public Sector,” Public Personnel Management, 33, 3, 255–

276. 

 

Sen, S., & Bhattacharya, C. B. (2001). Does doing good always lead to doing better? 

Consumer reactions to corporate social responsibility. Journal of marketing 

Research, 38(2), 225-243. 

 

Sen, S., Bhattacharya, C. B., & Korschun, D. (2006). The role of corporate social 

responsibility in strengthening multiple stakeholder relationships: A field 

experiment. Journal of the Academy of Marketing science, 34(2), 158-166. 

 

Shafer, W. E., Fukukawa, K., & Lee, G. M. (2007). Values and the perceived 

importance of ethics and social responsibility: The US versus China. Journal 

of Business Ethics, 70(3), 265-284. 

 



© C
OPYRIG

HT U
PM

104 

 

Sharma S, Sharma J, Devi A (2009). Corporate social responsibility: the key role of 

human resource management. Bus. Intell. J. 2(1):205-215. 

 

Shen, J., & Benson, J. (2016). When CSR is a social norm: How socially responsible 

human resource management affects employee work behavior. Journal of 

Management, 42(6), 1723-1746. 

 

Shim, K., Chung, M., & Kim, Y. (2017). Does ethical orientation matter? Determinants 

of public reaction to CSR communication. Public Relations Review, 43(4), 

817-828. 

 

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: 

Comparison of affective commitment and continuance commitment with 

perceived organizational support. Journal of applied psychology, 78(5), 774. 

 

Shum, P. K., & Yam, S. L. (2011). Ethics and law: Guiding the invisible hand to 

correct corporate social responsibility externalities. Journal of business 

ethics, 98(4), 549-571. 

 

Singh, A. P., & Paithankar, S. (2015). Analysis of the effects of corporate social 

responsibility activities on employee satisfaction and commitment. SIMS 

Journal of Management Research, 1, 34-40. 

 

Singhapakdi, A., Lee, D. J., Sirgy, M. J., & Senasu, K. (2015). The impact of 

incongruity between an organization's CSR orientation and its employees' 

CSR orientation on employees' quality of work life. Journal of Business 

Research, 68(1), 60-66. 

 

Siragusa, L., & Dixon, K. C. (2009). Theory of planned behaviour: Higher education 

students' attitudes towards ICT-based learning interactions. Proceedings 

ascilite Auckland. 

 

Skudiene, V., & Auruskeviciene, V. (2012). The contribution of corporate social 

responsibility to internal employee motivation. Baltic Journal of 

Management,7(1), 49-67. 

 

Slack, R. E., Corlett, S., & Morris, R. (2015). Exploring employee engagement with 

(corporate) social responsibility: A social exchange perspective on 

organisational participation. Journal of Business Ethics, 127(3), 537-548. 

 

Smidts, A., Pruyn, A. T. H., & Van Riel, C. B. (2001). The impact of employee 

communication and perceived external prestige on organizational 

identification. Academy of Management journal, 44(5), 1051-1062. 

 

Smith, N.C. (2003) Corporate Social Responsibility: Whether or How? California 

Management Review, 45.4, Summer, 2003, pp.52-76. 

 

Stake, R. E. (2005). Qualitative case studies. In N. K. Denzin & Y. S. Lincoln (Eds.), 

The Sage handbook of qualitative research (3rd ed., pp. 443– 466). Thousand 

Oaks, CA: Sage. 



© C
OPYRIG

HT U
PM

105 

 

Stanovich, P. J., & Jordan, A. (1998). Canadian teachers' and principals' beliefs about 

inclusive education as predictors of effective teaching in heterogeneous 

classrooms. The Elementary School Journal, 98(3), 221-238. 

 

Stawiski S, Deal JJ, Gentry W (2010). Employees perceptions of corporate social 

responsibility: the implications for your organization. Quick View Leadership 

Series, Center for Creative Leadership, USA. 

 

Stinglhamber, F., Marique, G., Caesens, G., Desmette, D., Hansez, I., Hanin, D., & 

Bertrand, F. (2015). Employees‟ organizational identification and affective 

organizational commitment: An integrative approach. PloS one, 10(4), 

e0123955. 

 

Stone, M. (1974). Cross-validatory choice and assessment of statistical 

predictions. Journal of the royal statistical society. Series B (Methodological), 

111-147. 

 

Stukas, A. A., Snyder, M., & Clary, E. G. (1999). The effects of “mandatory 

volunteerism” on intentions to volunteer. Psychological Science, 10(1), 59-64. 

 

Suh, Y. J. (2016). The role of relational social capital and communication in the 

relationship between CSR and employee attitudes: a multilevel 

analysis. Journal of Leadership & Organizational Studies, 23(4), 410-423. 

 

Supanti, D., Butcher, K., & Fredline, L. (2015). Enhancing the employer-employee 

relationship through corporate social responsibility (CSR) 

engagement. International Journal of Contemporary Hospitality 

Management, 27(7), 1479-1498. 

 

Swanborn, P. (2010). Case study research: What, why and how?. Sage. 

 

Tajfel, H. and J. C. Turner: 1985, „The Social Identity Theory of Intergroup Behavior‟, 

in S. Worchel and W. G. Austin (eds.), Psychology of Intergroup Relations, 

2nd Edition (Nelson-Hall, Chicago, IL), pp. 7–24. 

 

Tang, T.-W., Tang, Y.-Y., 2012. Promoting service-oriented organizational citizenship 

behaviors in hotels: the role of high-performance human resource practices 

and organizational social climates. Int. J. Hosp. Manage. 31 (3), 885–895. 

 

Taylor, S., & Todd, P. (1995). Decomposition and crossover effects in the theory of 

planned behavior: A study of consumer adoption intentions. International 

journal of research in marketing, 12(2), 137-155. 

 

The Global Citizens' Initiative (TGCI). (2015). “Building A Sustainable World 

community for All”. Retrieved from http://www.theglobalcitizensinitiative.org/    

 

Timane, R., & Tale, T. (2012). A study of corporate social responsibility in India. 

 

Turban, D. B., & Greening, D. W. (1997). Corporate social performance and 

organizational attractiveness to prospective employees. Academy of 

management journal, 40(3), 658-672. 

http://www.theglobalcitizensinitiative.org/


© C
OPYRIG

HT U
PM

106 

 

Turker, D.(2009). How corporate social responsibility influences organizational 

commitment. J. Bus. Ethics, 89:189-204. 

 

Urbach, N., & Ahlemann, F. (2010). Structural equation modeling in information 

systems research using partial least squares. JITTA: Journal of Information 

Technology Theory and Application, 11(2), 5. 

 

Valentine, S. and G. Fleischman: 2008, „Ethics Programs, Perceived Corporate Social 

Responsibility and Job Satisfaction‟, Journal of Business Ethics 77(2), 159–

172. 

 

Van Marrewijk, M. (2003). Concepts and definitions of CSR and corporate 

sustainability: Between agency and communion. Journal of business 

ethics, 44(2), 95-105. 

 

Vision 2020. (2008). Retrieved 16 March 2016 from http://www.wawasan2020.com  

 

W. Trumbo, Garrett J. O'Keefe, C. (2001). Intention to conserve water: Environmental 

values, planned behavior, and information effects. A comparison of three 

communities sharing a watershed. Society &Natural Resources, 14(10), 889-

899. 

 

Waddock, S. (2004). Parallel universes: Companies, academics, and the progress of 

corporate citizenship. Business and society Review, 109(1), 5-42. 

 

Wagner, S. L., & Rush, M. C. (2000). Altruistic organizational citizenship behavior: 

Context, disposition, and age. The Journal of Social Psychology, 140(3), 379-

391. 

 

Wang, J., & Ritchie, B. W. (2012). Understanding accommodation managers‟ crisis 

planning intention: An application of the theory of planned 

behaviour. Tourism Management, 33(5), 1057-1067. 

 

Wang, W. T., & Hou, Y. P. (2015). Motivations of employees‟ knowledge sharing 

behaviors: A self-determination perspective. Information and 

Organization, 25(1), 1-26. 

 

Wasko, M. M., & Faraj, S. (2000). “It is what one does”: why people participate and 

help others in electronic communities of practice. The Journal of Strategic 

Information Systems, 9(2), 155-173. 

 

Weatherly, R. L. (2002). Effects of external rewards on internal motivation and job 

satisfaction (Doctoral dissertation, Texas Tech University). 

 

Webb, D. J., Green, C. L., & Brashear, T. G. (2000). Development and validation of 

scales to measure attitudes influencing monetary donations to charitable 

organizations. Journal of the academy of marketing science, 28(2), 299-309. 

 

Wherry, R. (1931). A new formula for predicting the shrinkage of the coefficient of 

multiple correlation. The annals of mathematical statistics, 2(4), 440-457. 

http://www.wawasan2020.com/


© C
OPYRIG

HT U
PM

107 

 

White, A. L. (2004). Lost in Transition? The future of corporate social responsibility. 

The Journal of Corporate Citizenship, Winter, 2004,16. 

 

Yin, J., Singhapakdi, A., & Du, Y. (2016). Causes and moderators of corporate social 

responsibility in China: The influence of personal values and institutional 

logics. Asian Business & Management, 15(3), 226-254. 

 

Yin, R. K. (2011). Applications of case study research. Sage. 

 

Young, S. L., & Makhija, M. V. (2014). Firms‟ corporate social responsibility 

behavior: An integration of institutional and profit maximization 

approaches. Journal of International Business Studies, 45(6), 670-698. 

 

Young, S., & Thyil, V. (2009). Governance, employees and CSR: Integration is the key 

to unlocking value. Asia Pacific Journal of Human Resources, 47(2), 167-185. 

 

Yusuf, H., Kolliakou, A., Ntouva, A., Murphy, M., Newton, T., Tsakos, G., & Watt, R. 

G. (2016). Predictors of dentists‟ behaviours in delivering prevention in 

primary dental care in England: using the theory of planned behaviour. BMC 

health services research, 16(1), 44. 

 

Zappala, G. I. A. N. N. I., & McLaren, J. E. N. N. I. F. E. R. (2004). A functional 

approach to employee volunteering: an exploratory study. Australian Journal 

on Volunteering, 9(1), 41-54. 

 

Zayas-Ortiz, M., Rosario, E., Marquez, E., & Colón Gruñeiro, P. (2015). Relationship 

between organizational commitments and organizational citizenship behaviour 

in a sample of private banking employees. International journal of sociology 

and social policy, 35(1/2), 91-106. 

 

Zheng, Y., Zhao, K., & Stylianou, A. (2013). The impacts of information quality and 

system quality on users' continuance intention in information-exchange virtual 

communities: An empirical investigation. Decision Support Systems, 56, 513-

524.  

 

Zhou, Z., Luo, B. N., & Tang, T. L. P. (2017). Corporate social responsibility excites 

„exponential‟positive employee engagement: The Matthew effect in CSR and 

sustainable policy. Corporate Social Responsibility and Environmental 

Management. 

 

Zhu, Q., Yin, H., Liu, J., & Lai, K. H. (2014). How is employee perception of 

organizational efforts in corporate social responsibility related to their 

satisfaction and loyalty towards developing harmonious society in Chinese 

enterprises?. Corporate Social Responsibility and Environmental 

Management, 21(1), 28-40. 

 

 

 

 

 

 




