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Abstract
The purpose of this study was to observe the implementation of Corporate Social
Responsibility (CSR) programs and its impact on Organizational Citizenship Behavior
(OCB) among employees. The independent variables has 5 dimensions, namely CSR for
government, CSR for employee, CSR for society, CSR for environmental protection and
CSR for customer. 170 questionnaires were randomly distributed but only 154 were
returned and used for further analyses. After carrying out the multiple regression
analysis, three dimensions of CSR were found to be significant, with CSR-Environment
showing the biggest influence on OCB, followed by CSR-Employee and CSR-Customer
respectively. Generally, this study has shown that employee behavior (OCB) is also
dependent on the organization’s commitments toward non-business social agendas. The
commitment demonstrated by organization toward social responsibility seems to
correlate positively with employee own altruistic behavior among themselves. As
supported by other established studies, employee OCB would eventually contribute
positively to various aspects of organization’s performance.
Keywords: Organizational Citizenship Behavior, Corporate Social Responsibility, CSR
for government, CSR for employee, CSR for society, CSR for environmental, CSR for
customer
1. Introduction
According to Organ (1988) Organizational Citizenship Behavior (OCB) represents an individual behavior
that is discretionary, not directly or explicitly recognized by the formal reward system, and in the
aggregate promotes the efficient and effective functioning of the organization. OCB are thought to have
an important impact on the effectiveness and efficiency of work teams and organizations, therefore
contributing to the overall productivity of the organization. OCB evaluated organizational efficiency and
success through employee performance. OCB is an indicator of good job performance from both the
individual and the organizational perspective (Dunlop and Lee, 2004). Despite the assumption that OCB
contributes to organizational effectiveness, previous research had concentrated more on identifying
factors contributing to OCB. Williams and Anderson (1991) proposed a two-dimensional
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conceptualization of OCB which is OCB-I and OCB-O. Where, OCB-I is behaviors directed toward
individuals comprising altruism and courtesy, while OCB-O is behaviors directed toward organization,
comprising conscientiousness, sportsmanship and civic virtue. OCB are thought to have an important
impact on the effectiveness and efficiency of work teams and organizations, therefore contributing to the
overall productivity of the organization. OCB has a potential for motivating employee to deliver high
quality service (Bienstock, 2003), high organizational performance (Jung and Hong, 2008), internal career
orientation (Deer, 2004), encourage teamwork and employee job satisfaction (Gonzalez and Garazo,
2005). Numerous studies in the business literature have been conducted on the antecedents of OCB. The
reason for this popularity is the existence of positive relationships between OCB and both individual and
organizational performance.
Studies involving Corporate Social Responsibility (CSR) have not fully explored how organizational
social performance impacts individual employee behaviors (Peterson, 2004; Wood & Jones, 1995) nor
examined the attributes of individuals comprising stakeholder groups such as employees (Harrison &
Freeman, 1999; Winn, 2001). In order to broaden the research on CSR towards OCB, researcher comes
up with the new dimensions of CSR (adapted from a study by Turker, 2009) which consist of CSR toward
Government, Employee, Society, Environmental Protection and Customer. However, due to time
constraint in conducting research, the researcher studied the dimensions of CSR on OCB-I only which are
behaviors directed toward Individuals; comprising altruism and courtesy.
The objectives of this study is to analyze the implementation of CSR programs (CSR for government,
CSR for employee, CSR for society, CSR for environment and CSR for customer) and its impact on
employees Organizational Citizenship Behavior. This study will add to the wide volume of existing
studies on antecedents of OCB. The main underlying proposition is that organization can influence its
employee through their own ethical and responsible behavior. The work culture built upon this sense of
organization‟s voluntary contribution toward a wide number of stakeholders could invite and encourage
employee to adopt the same voluntary attitude and behavior to their own fellow employees.
2. Literature Review
2.1 Organizational Citizenship Behavior.
According to Organ (1988), OCB represents "individual behavior that is discretionary, not directly or
explicitly recognized by the formal reward system, and in the aggregate promotes the efficient and
effective functioning of the organization". Organ (1988) identified five dimensions belonging to OCB:
Altruism, Courtesy, Civic Virtue, Conscientiousness and Sportsmanship.
(1) Altruism, “helping other members of the organization in their tasks” (e.g. voluntarily helping less
skilled or new employees, and assisting co-workers who are overloaded or absent and sharing
knowledge);
(2) Courtesy, “preventing problems deriving from the work relationship” (e.g. encouraging other coworkers when they are discourage about their professional development);
(3) Conscientiousness, “dedication to the job and desire to exceed formal requirements in aspects such as
punctuality or conservation of resources” (e.g. working long days, voluntarily doing things besides duties,
keeping the organization‟s rules and never wasting work time);
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(4) Sportsmanship, “accepting less than ideal circumstances” (e.g. petty grievances, real or imagined
slights); and
(5) Civic virtue, “responsible participating in the life of the firm (e.g. attending meetings/functions that
are not required but that help the firm, keeping up with changes in the organizations, taking the initiative
to recommend how procedures can be improved).
Largely based on Organ's (1988) five-dimension taxonomy, Williams and Anderson (1991) proposed a
two-dimensional conceptualization of OCB: OCB-I (behaviors directed toward Individuals; comprising
altruism and courtesy) and OCB-O (behaviors directed toward Organization; comprising the remaining
three dimensions which are conscientiousness, sportsmanship and civic virtue).
2.2 Corporate Social Responsibility
According to Bowen (1953) social responsibility refers to the obligations of businessmen to pursue those
policies, to make those decisions, or to follow those lines of action, which are desirable in terms of the
objectives, and values of our society. The new concept of social responsibility recognizes the intimacy of
the relationships between the corporation and society and realizes that such relationships must be kept in
mind by top managers as the corporation and the related groups pursue their respective goals. The
essential ingredient of the corporation‟s social responsibilities includes a degree of voluntarism (Walton,
1967). Corporate social responsibility is the notion that corporations have an obligation to constituent
groups in society other than stockholders and beyond that prescribed by law and union contract (Jones,
1980). There are two basic approaches to social responsibility. These are classical and modern
approaches. Classical social responsibility argues that managers of the company are only responsible to
the shareholders of the company. On the other hand, modern social responsibility approach argues that the
economic system functions best when companies take responsibility to solve the problems of the society.
According to social identity theory, individuals are predisposed to reinforce their self-esteem and bolster
their self-images by identifying themselves with groups and organizations recognized for their social
engagement and responsibility. In spite of the importance of the impact that this identification could have
on employees‟ attitudes and the behaviors, social identity theory does not integrate the notions of
reciprocity, expectations and mutual obligations which are needed to understand the contribution of these
behaviors to the performance of the company. Social Exchange Theory to suggest that employees can
develop a sense of obligation, according to the norm of reciprocity, and might engage in OCB or
counterproductive work behaviors as a mutual action rewarding or punishing past corporate social
responsible (or in contrast irresponsible) practices, especially those directed at employees and work
conditions. We contend that social exchange dynamics and identification processes can interact together
to reinforce (or to increase) the impact of CSR actions on employees' attitudes and behaviors.
To follow the methodological strategy and to work the concept in a practical way, three dimensions were
considered (Moura, 2004): the internal dimension, the external dimension and the environmental
dimension of CSR. The internal dimension is centered on the company‟s workers, especially concerning
areas like working conditions, wages, health and hygiene, among others. The external dimension
integrates the relations between the company and the external actors: customers, suppliers, public entities,
and local communities, among others. The environmental dimension is considered transversal to the
internal and external dimension. Later, Turker (2009) identified five dimensions of CSR: employee,
customer, environmental protection, society and government.
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3. Methodology
3.1 Theoretical framework
Based on the literature review that has been studied the researcher come up with the theoretical
framework as shown below.

CSR TO GOVERNMENT

CSR TO EMPLOYEE

ORGANIZATIONAL
CITIZENSHIP BEHAVIOR
(OCB)

CSR TO SOCIETY

CSR TO ENVIRONMENT

CSR TO CUSTOMER

Independent Variables

Dependent Variable

Figure 1: Research Framework
3.2 Hypothesis
Five hypotheses were developed to be tested in this study.
1. The implementation of a corporate social responsibility for government will have a significant
and positive influence on organizational citizenship behavior.
2. The implementation of a corporate social responsibility for employees will have a significant and
positive influence on organizational citizenship behavior.
3. The implementation of a corporate social responsibility for society will have a significant and
positive influence on organizational citizenship behavior.
4.

The implementation of a corporate social responsibility for environmental protection will have a
significant and positive influence on organizational citizenship behavior.

5. The implementation of a corporate social responsibility for customers will have a significant and
positive influence on organizational citizenship behavior.
3.3 Sampling
The population for this study is all employees at an international hypermarket operating in an east coast
town in Malaysia. Out of 350 staffs, 154 were selected randomly to be samples.
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3.4 Measures
The questionnaires constructed are divided into 3 sections that consisting 37 of items all together. Section
A has items used to measure Organizational Citizenship Behavior perspectives. Section B has items used
to measure all the CSR dimensions. Section C is for information on demographic aspects of the
respondent.
3.5 Data analysis
The data were analyze used the Statistical Package for Social Science (SPSS) version 14.0. The data were
analyzing used frequency distribution, descriptive analysis, one-way ANOVA, cross-tabulation,
reliability, coefficient of correlation and multiple regressions.
4. Findings
The involvement of female respondents in the survey was highest with 70.1% (108 staffs) versus 29.4%
(45 staffs) of male respondents. The involvement of Associate staffs in the survey were highest with
90.3% (139 respondents), followed by Section Manager (SM) with 5.2% (8 respondents) and the lowest
were Team Leader (TL) with 3.9% (6 respondents). Reliability analysis can be interpreting the level of
strength. The Cronbach‟s Alpha value for all variables are exceeding 0.70 which shows that the entire
questions for each variable are to be accepted. Sekaran (2003). It can be interpreted that questions that
were asked to the respondent are good and reliable.
Table 1:
Correlation between variables in the research framework
OCB
OCB

CSR-Goverment

CSR-Employee

CSR- Society

CSREnvironment

CSRCustomer

1

CSR-Goverment

.344(**)

1

CSR-Employee

.374(**)

.558(**)

1

.

.373(**)

.582(**)

.629(**)

1

CSR- Environment

.493(**)

.283(**)

.317(**)

.503(**)

1

CSR- Customer

.328(**)

.374(**)

.358(**)

.247(**)

.311(**)

CSRSociety

1

** Correlation is significant at the 0.01 level (2-tailed).
From the result in Table 1, it can be concluded that Organizational Citizenship Behavior is, as would be
expected, significantly, positively correlated to Corporate Social Responsibility toward government (r =
0.344, p < 0.01), Corporate Social Responsibility toward employee (r = 0.374, p < 0.01), Corporate Social
Responsibility toward society (r = 0.373, p < 0.01), Corporate Social Responsibility toward environment
(r = 0.493, p < 0.01) and Corporate Social Responsibility toward customer (r = 0.328, p < 0.01). Hence,
the result of correlation provides initial support for the study hypothesis.
Multiple regression analysis is done to examine the simultaneous effects of several independent variables
on a dependent variable that is interval scaled.
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Table 2:
Multiple Regression Analysis
Variables

B

Sig.

CSR-Government

.067

.453

CSR-Employee

.188

.045

-.039

.700

CSR-Environment

.387

.000

CSR-Customer

.169

.033

CSR-Society

2

R

.35

Adjusted R2

.32

Based on the result represented in Table 2, coefficient shown by R 2 is 0.35 and Adjusted R2 is 0.32. it
means that 32% variation in Organizational Citizenship Behavior can be explained by the variation in all
independent variables (CSR for government, CSR for employee, CSR for society, CSR for environment
and CSR for customer) whereby the other 68% will explain in other variables that not included in the
independent variables.
Based on the standardized beta coefficient (ß), CSR for employee (ß = 0.188; p < 0.05), CSR for
environment (ß = 0.387; p < 0.05) and CSR for customer (ß = 0.169; p < 0.05). It indicates that both
variables are significantly and positively predicted Organizational Citizenship Behavior. However, CSR
for government (ß = 0.067; p < 0.05) and CSR for society (ß = - 0.0399; p < 0.05), is not a significant
predictors of Organizational Citizenship Behavior. Therefore, CSR for employee, CSR for environment
and CSR for customer are the strongest relationships with the Organizational Citizenship Behavior
according to the standardize coefficient. Hence, H2, H4 and H5 is accepted and H1 and H3 are rejected.
5. Conclusion
Based on the findings from the study, it can be concluded that the implementation of Corporate Social
Responsibility programs has a significant impacts on Organizational Citizenship Behavior among staffs.
This result of the study get the same result with previous study by Estelle Morin (2009) where Corporate
Social Responsibilities practices significantly correlated with Organizational Citizenship Behavior. This
study was conducted by analyzing the degree of OCB-I (behavior directed to individual), for further
research, this study can be expanded by study on OCB-O (behavior directed to organization) or both
OCB-I and OCB-O.
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