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Abstract

:

This research presents a new perspective of social exchange to explain the employee responses to corporate social responsibility (CSR) activities of their organizations. In particular, the current study aims to explore the social exchange based mediation mechanism between CSR actions and employee turnover intentions. Considering this theory, we propose that organizational trust is the primary outcome of CSR, which in turn influences the affective organizational commitment (AOC) and reduces the turnover intentions (TOI) of employees. Moreover, we posit that different types of CSR actions have different effects on employees due to their relative importance. To test the suggested research model, we analyzed the data collected on 304 employees working in the Star hotel in South Asia. Results of the study demonstrate the organizational trust to be a mediator between CSR and AOC and that CSR negatively impacts the turnover intentions of employees through the mediation of trust and AOC. Moreover, the results show the relevance of examining the disaggregated effects of different types of CSR actions on employees’ turnover intention. The study concludes with implications for future research and for policy-makers.
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1. Introduction


As corporate social responsibility (CSR) practices have become widespread in many firms and companies are spending billions of dollars on such activities, it is important to investigate how they affect the internal and external stakeholders of organizations. However, most of the CSR research focuses mostly on external stakeholders (consumers) and financial performance. The research dedicated to internal stakeholders has remained largely neglected [1]. For instance, many studies have examined the effects of CSR on corporate financial performance [2,3,4], consumers [5,6,7], and corporate reputation [8,9]. However, employees who play a central role in the performance of firms are largely ignored in CSR literature [1]. It is reported that less than four per cent of relevant studies have focused on employees as the unit of analysis [10].



The current study is an attempt to address this gap by examining how employees’ perceptions of the firm’s CSR initiatives influence their attitudes and behaviors.



The literature review reveals a lack of empirical studies on the influence of a firm’s involvement in CSR practices on employee attitudes and behavior at work [10,11,12,13]. This is particularly the case for developing economies [13,14]. Recent studies have established a positive link between perceived CSR and employees’ outcomes such as turnover intentions (TOI) [15,16], different forms organizational citizen behavior [17,18,19], and green behavior [20]. The majority of these studies have taken the social identity framework in to consideration [21,22,23,24,25]. However, the current study emphasizes that there are several underpinning mechanisms that can explain the link between CSR and employee behaviors such as turnover intentions (TOI). Adopting these mechanisms should provide a better understanding of the process. In the current study, we bridge this gap by using social exchange theory to explain the phenomenon of the CSR-Employee relationship. We argue that theoretical framework of social exchange theory holds equal or more potential to explain the link between CSR and employee behavior as it is one of the dominant paradigms for the explanation and understanding of the employees as well as their organization [26]. The current study argues that CSR constitutes an inbuilt ability to induce a social exchange mechanism between employees and their company. Employees perceive CSR actions as voluntary investments by the company towards their welfare and in return they feel obliged to reciprocate these benevolent actions with favorable attitudes and behaviors.



Moreover, most of the earlier research mentioned above has examined the direct effect of CSR on employee TOI. The mechanism through which this employee behavior is developed still needs to be explained [10,14]. In the current study, we attempt to bridge this gap by examining the effect of CSR on employee behaviors such TOI through the mediation of organizational trust, having social exchange theory as the theoretical framework. The study also investigates the outcomes of the CSR actions comprehensively, by looking at its impact on TOI of employees.



The extant research has examined the aggregated effect of a company’s CSR actions. In contrast, this current study tries to get insights of how different types of company CSR initiatives can influence the employees. It is suggested that different types of CSR activities influence employee behavior differently as some of the employees are self-focused while some are focused differently. These individual effects have not been studied previously. This will be helpful for the companies to formulate their CSR strategies accordingly.



Last but not least, most of the earlier studies have been conducted in industrialized nations while the focus of the current study is developing countries, as the data has been collected from the employees of Star hotel in South Asian countries. This part of the world is different from the civilized world in terms of its social, economic, and cultural environment [27]. This will be an expansion of boundary conditions of the earlier studies.



We rely on the four dimensional concept of CSR presented by Farooq, et al. [28] which has been extensively used by many researchers [17,28,29,30,31,32,33,34,35]. As mentioned earlier, Farooq et al (2014a)’s model is comprised of four dimensions: (i) Societal CSR that describes the firm’s initiatives taken for the overall support and welfare of the community such as health programs, educational activities, donations, charities, etc. [36]; (ii) internal CSR is the actions of firms for the wellbeing of its employees [17] such as job security, safety at workplace, etc.; (iii) Environmental CSR includes firm’s initiatives to enhance the natural environment’s quality [37] such as recycling, environment friendly products, etc.; (iv) Product CSR which takes care of issues like research and development, safety, antitrust disputes, etc. [38].



The paper is structured into five sections. Section 2 begins by reviewing the concept of CSR and chooses an appropriate model for this study. Social exchange theory is introduced, which enables us to identify the main effects of CSR (organizational trust and employees’ organizational commitment). Section 3 presents the methodology of the paper where structural equation modeling has been used to estimate the research model. Section 4 has been devoted to the results of the paper. Section 5 discusses the results with reference to the extant literature. Finally, Section 6 concludes the paper and states the research implications.




2. Theoretical Framework and Hypotheses


The focus of the study is to examine the relationship between CSR and turnover intention via the mediation of trust and affective organizational commitment (AOC). It has been suggested that internal CSR, which is directly relevant to employees, induces social exchange process directly while the other three dimensions of CSR i.e. community, consumer, and environment, indirectly induce the social exchange. Considering the social exchange framework, organizational trust is the direct outcome of the CSR initiatives that a firm takes. It then affects the AOC which negatively influences the turnover intentions of the employees.



2.1. CSR Dimensions and Organizational Trust:


Social Exchange theory (SET) elucidates how a firm’s CSR practices and organizational trust influence each other. This framework is the most dominant theatrical framework to understand the comprehensive relationship among both the parties. The rule of reciprocity is the main doctrine of the theory [39]. For instance, if a person is supplying a benefit, the receiver must respond similarly with kindness [40]. Under this framework, an individual offers a certain benefit to some other person voluntarily, which invokes the receiving end to reciprocate by providing some benefit in return as an obligation [41].



When it is about direct or restricted exchange, both the actors benefit each other in direct reciprocity while in the indirect or generalized exchange both the actors benefit each other and then both of them receive the benefit. However the benefit may not be from the same actor. The current study suggests that CSR has the capacity to induce direct as well as indirect social exchange benefits between the firm and the employees; since both the forms of exchange (direct and indirect) are characterized by some reciprocity [39].



On the other hand, when the firm plays role in the welfare of the society, consumers and environment; it tends to invoke an exchange that is indirect between the firm and the employees. Handelman and Arnold [42] suggested that people are not only concerned with their personal wellbeing but that they also play a significant role in the betterment of the broader certain groups within society. As such, hose firms should be considerate towards them as employees are often part of those groups too. This induces the employees to reciprocate the firm’s actions that take care of the welfare of the society, consumers, and the environment.



The first outcome of social exchange relationships is the trust that is developed between the both sides [43]. Also, trust has been identified as an important consequence of favorable social exchange [44]. Furthermore, Cook, Cheshire, Rice and Nakagawa [39] indicated trust to be the pivotal point on which social exchange between the parties revolve. Hence it is proposed that:



Hypothesis 1: 

Employee perceptions of internal CSR, societal CSR, environmental CSR and product CSR positively influence organizational trust.






2.2. The Impact of CSR on AOC Mediated by Organizational Trust


In addition to trust, the literature also suggested organizational commitment to be an important outcome of the social exchange process. Theorists of social exchange suggest that employees that trust firms turn out to support the employer [45]. It turns out that trust is one of the essential conditions for this kind of commitment [46]. Blau [46] further noticed that establishment of exchange relations includes making an investment constituting a commitment to the other party. In order to reciprocate, the social exchange requires trust; the initial condition is to prove oneself to be trustworthy. This is done by the firms’ CSR initiatives between the employees and the firms where organizational commitment and organizational trust turn out to be the potential outcomes. In the whole process organizational trust is the first outcome, influencing the employee commitment. This argument has been backed by several researchers revealing organizational trust to be the strong predictor of organizational commitment [28,47,48,49].



Hypothesis 2a: 

Organizational trust positively influences the AOC.





Hypothesis 2b: 

Organizational trust plays its role as a mediator between CSR and AOC.






2.3. The Impact of CSR on Turnover Intentions Mediated by Organizational Trust and AOC


The current study further proposes that employees of a firm that is socially responsible have low turnover intentions based on the benevolent character of the organization as well as the perceived organizational support. The earlier research indicated the successful exchange relationships to reduce the turnover intentions of employees [50,51]. Since the CSR activities of a firm lead to successful social exchanges between a firm and its employees, it is expected that a firm’s CSR activities may reduce the turnover intentions of the employees. This effect may not be direct as it appears to be mediated by organizational commitment and organizational trust. Both these factors have been concluded to be the antecedent of the turnover intentions in several studies [52]. Aryee, Budhwar and Chen [43] has found a significant negative relationship between organizational trust and the turnover intentions. Similarly there are several studies concluding that commitment is negatively associated with employee turnover intentions [53,54].



Accordingly, we proposed that:



Hypothesis 3a: 

Organizational trust and AOC negatively affect turnover intentions.





Hypothesis 3b: 

The four dimensions of CSR negatively influences turnover intentions through the double mediation of organizational trust and AOC.





The relationships and hypotheses presented lead to the model in Figure 1.





3. Method


3.1. Sample and Procedure


For the data collection authors assigned the data collection tasks to their students enrolled in MBA programs [55]. These students obtained appointments from the employees. On the date of appointment, students physically visited the organizations and collected data from the employees of Star hotels in South Asia. The data were collected on a self-reporting questionnaire using the paper-pencil format. The respondents were given the questionnaire with a cover letter describing the purpose of the study, instructions to fill in the questionnaire, and anonymity and confidentiality assurances. We received 336 useable responses, whereas in the follow-up round the figure dropped to 304 useable responses. Forty-seven MBA students and two university professors assisted in the data collection.



We focused on the employees of the Star hotel in South Asia. This choice is motivated by the high turnover of employees in this industry. According to the US Bureau of Labor Statistics [56], the turnover rate in the hospitality sector is the highest rate amongst all industries. In line with Rupp, Ganapathi, Aguilera, and Williams [57], we selected the lower management and/or non-managerial employees for the data collection. Among the 304 employees, there were 72.7% male participants. In the age classification, it was found that the respondents belonged to different age groups (18–29 years = 42.3%; 30–40 years = 42.4%; 41–55 years = 14.8%). Regarding the qualification, majority of the respondents had earned a bachelor’s degree (46.4%). 28% of the respondents had a master’s degree and 25.7% had a high school education. The majority of the respondents were related to non-management (71.7%). The average tenure of these employees was 5.96, which ranged from 1–19 years.




3.2. Measures


A CSR (multidimensional) measure was adopted from Farooq, Payaud, Merunka and Valette-Florence [28] which contained 16 items. Example items are “Our company gives adequate contributions to charities (Societal CSR)”, “Our company makes investments to create a better life for future generations (environmental CSR)”, “Our company policies encourage the employees to develop their skills and careers (Internal CSR)” and “Our company protects consumer rights beyond the legal requirements (Product CSR)”.



Organizational trust was measured by a three-item scale adopted from Pivato [58].



AOC was measured by five items adopted from Meyer et al.’s [54].



Turnover intentions were measured by five items of Khatri et al. [27]. All items were managed at seven-point Likert scales (1 = “Strongly disagree” to 7 = “Strongly agree”).





4. Results


4.1. Assessing the Adequacy of Measurement Instruments (Confirmatory Factor Analysis)


Since all the measuring instruments were adopted from Western studies, it was necessary to evaluate their validity in the South Asian context [59,60,61]. We performed a confirmatory factor analysis (CFA) to assess the convergent and discriminant validity of all the instruments of the study. We developed a measurement structure of all the variables and covariated them in single model. This allowed us to assess the cross loadings there were if any and permitted us to calculate the discriminant validity of the measures. We used MPlus 7 to test the measurement model as well as hypothesized model. Seven-factor model produced good fit with data (X2 = 536.81; Df = 356; X2/Df = 1.51; CFI = 0.98; TLI = 0.97; RMSEA = 0.04; SRMR = 0.03). On the other hand, a single factor model in which all factors were loaded to one factor produced a poor fit with data. In a seven-factor model, the standardized factor loading was higher than 0.50 [62].



In addition, we also analyzed the convergent and discriminate validity of all seven latent variables using the average variance extracted (AVE) method suggested by Fornell & Larcker, [63]. The values of the AVE that were greater than the recommended value of 0.50 are presented in Table 1 [63]. Thus, all constructs have a high convergent validity. For assessing discriminant validity, we used a factor-based procedure [63]. This is the most rigorous and powerful method as it has resolved the problems of the difference of the chi-square method [63]. By using this procedure, we concluded that these constructs are different from each other because the square root of average variance extracted by each construct was greater than their following correlations (see the Table 2).



In addition to measurement adequacy and validity, we also examined the internal reliability and consistency of our measures. The values of Cronbach Alpha values [64] and Joreskog rho (Table 1) were all sufficiently greater than the recommended value of 0.7 [65]. Table 2 also presents the means, standard deviation and correlations of all the studied variables.




4.2. Model Testing


The hypotheses were tested with the help of structural equation modeling using Mplus version 7. A hypothesized research model produced a very good fit with the data (X2 = 551.30; Df = 365; X2/Df = 1.51; CFI = 0.98; TLI = 0.97; RMSEA = 0.04; SRMR = 0.05).



The direct effects obtained from this model are given in Table 3. The four dimensions of CSR appeared as strong predictors of organizational trust. Internal CSR had the strongest effect of 0.41 at a 0.001 level of significance. Societal CSR had an effect of 0.27 at a 0.001 significance level, whereas product CSR had an effect of 0.19 at 0.001 level of significance based on organizational trust. On the other hand, environmental CSR has a weaker relationship with organizational trust (0.11 at 0.05 significance level). Therefore, our hypothesis-1 was fully supported by the data. However, hypothesis 2a and hypothesis 3a were fully supported by the data. Trust had a strong positive influence of 0.45 at 0.001 on AOC. It was also found that AOC negatively impacted the employees’ turnover intentions (−0.20 at 0.001).



4.2.1. Mediation of Trust between CSR Dimensions and AOC


We examined the mediation of trust between CSR dimensions and AOC in MPlus by using a structural equation modeling technique [66]. MPlus has the advantage over the other statistical tools because it provides direct and indirect effects simultaneously. We also calculated the direct effects of independent variables on the dependent variable AOC after partialling out the effect of the mediator (C-prim Path). According to recent research, mediation is indicated when both of the independent to moderator and moderator to independent path coefficients are significant [66].



The results of mediation analysis are given in the Table 4. Indirect effects of societal CSR, product CSR, and internal CSR on AOC were found significant which shows the mediation of trust between these three dimensions of CSR and AOC. Direct effects after partialling out the effect of mediator (C’ path) were significant only for the internal CSR, therefore, organizational trust partially mediates between internal CSR and AOC while fully mediating for the other two dimensions. Internal CSR had some direct effect on AOC (54%) but 46% of the total effect of internal CSR on AOC was through the mediation of organizational trust.




4.2.2. Mediation of Trust and AOC between CSR Dimensions and Turnover Intentions


Using the same procedure, we examined the double mediation of trust and AOC between CSR dimensions and turnover intentions in structural equation modeling using Mplus 7. It is important to indicate that it is not a multi-mediation as we did not examine two alternate paths from the independent to dependent variable [66]. We examined the single path where two mediators were placed in a row according to a theoretical order. We did not include the environmental CSR in this analysis because we found it to have an insignificant indirect effect on AOC. Results are given in Table 5. Indirect effects of all three dimensions of CSR were significant which shows that three dimensions of CSR negatively affect the turnover intentions through trust and AOC. Only societal CSR had a direct negative effect (after partialling out the effect of mediators) on turnover intentions which show the partial mediation in case of societal CSR and full mediation in the case of product CSR and internal CSR. These results revealed that the indirect effect of internal CSR on TOI via trust and AOC was significant at the 0.05 level whereas the indirect effect of other two dimensions (societal and product) was significant at the 0.10 level.






5. Discussion


In contrast to the earlier studies, the current research relies on the social exchange perspective of employees in response to their firm’s CSR activities. Moreover, the study also established that organizational trust is the first outcome of the CSR activities while AOC is the second order outcome.



Four components of the multidimensional CSR including the societal CSR, product CSR, environmental CSR and internal CSR have positive impacts on the organizational trust which enhances the worthiness of the firm. The CSR activities of a firm indicate it to be a fair, benevolent and concerned entity for its employees. Social exchange theory stresses that employee perceptions about their firms to be benevolent, fair and concerned compel them to reciprocate which ultimately develops in them an organizational trust [66]. These actions are also a strong indicator of generalized justice which again is a strong predictor of organizational trust [67].



Internal CSR has been proven to be the strongest predictor of organizational trust. The results have been consistent with the literature of high performance work systems (HPWS). This literature has emphasized using human resource management practices that motivate the employees to be a source of competitive advantage [68]. Since the literature demonstrates the ability of HPWS to improve the quality of labor and firm performance [69], our findings also consolidate the same literature, demonstrating a strong relationship between the organizational trust and internal CSR of the firm building strong employee commitment.



The results of the study also show a strong positive effect of societal CSR dimensions on organizational trust. This depicts the CSR actions related to the development of community, donations, charities, and contribution to social issues to be perceived positively by the people in South Asia. That shows CSR actions of the firms are not only important but that this is also vital to understanding how the employees reciprocate to these organizational actions. With the perspective of indirect exchange, they reciprocate in term of trust, commitment and lower turnover intentions.



Our findings also revealed that the interviewed employees in Pakistan primarily value the societal CSR as compared to the other facets of CSR while developing their trust. The possible reason of this finding may be the lower organizational community related practices in the region of South Asia as compared to the Western context [70].



Product CSR also has a positive effect on organizational trust, which shows that the company employing CSR has a greater ability to serve and satisfy its customer than others. This type of ability of a firm has been identified as an antecedent of organizational trust [71,72].



Similarly environmental CSR also had a relationship with the organizational trust. People in Pakistan are also aware about the organizational actions toward the environment. They develop their trust in the organization when they perceive environmental CSR. In comparison to the effect of other CSR actions, the effect of environmental CSR was weaker. South Asian employees may be less sensitive towards the environmental impact of their firm’s operations. The low response in turn may be caused due to the economic conditions in South Asia where approximately 24% of the population lives below the poverty line [73]. As such, employees may give lesser significance to environmental issues as compared to economic ones. This was empirically proven in a study conducted by Burton, et al. [74], where Hong Kong’s students were more inclined towards economic responsibilities as compared to non-economic responsibilities of the firms. The case was completely different for U.S students where the opposite was found to be true.



The effect of internal CSR on organizational trust was also found to be higher as compared to the rest of the three CSR dimensions. The reason for this can be that it is directly related to the employees whereas the other dimensions are focused on others. It is because the self vs. other phenomena is dominant in collectivist societies such as South Asia. In such cultures, there is no doubt harmony within the groups, however the overall society is considered to be a non-sharing and disharmonious one [75]. As a result, employees turn out to be more concerned with the firms CSR activities that are directly related to them rather than activities concerning the environmental, societal and product CSR practices of the firm.



Moreover, trust was concluded to be a significant determinant of AOC, in line with several other studies depicting organizational trust [43]. Further effects of the CSR dimensions were studied via mediation of trust on AOC. Full mediation was there between the societal CSR and AOC and between the products related CSR and AOC. This clearly shows trust to be the first and foremost outcome of these couple of CSR dimensions. This enhances the trustworthiness of the firms which induced employees to remain committed to their firms. Unlike these two dimensions, trust has been seen to be partially mediating between the internal CSR and AOC, implying that internal CSR not only contributed to AOC via trust but also influence the same via other means. Moreover, internal CSR and product CSR were concluded to be negatively associated with the turnover intentions of the employees through full mediation of AOC and trust. However, the same (AOC and trust) partially mediate societal CSR and turnover intentions.



This clearly shows that societal CSR has the ability to directly influence the turnover intentions of employees. A reason for this deduced from Aguilera, et al. [76] is that employee perceptions of the external CSR of the firms as a special part of the general justice perceptions and that these perceptions of CSR shape the subsequent attitudes and behaviors of the employees towards their organization. Societal CSR can also be perceived as having an impact on the employee’s turnover intentions [77].




6. Conclusions


Based on the findings from the data collected from 304 employees working in Star hotels, this paper demonstrates that CSR has a positive influence on employees’ attitudes and behaviors. However, CSR may induce these employees’ attitudes and behaviors indirectly through the mechanism of social exchange and mediation of employees trust in their organizations. This research also suggests that different kinds of CSR activities influence employees differently. The CSR activities focused on employees themselves have the highest positive impact on their behaviors, which is followed by CSR activities targeted at society and the community. These findings regarding the differential effects of different CSR activities have many implications for managers.



6.1. Theoretical Contributions


This research presents an interdisciplinary framework because it applies social psychological theory to understand an organizational phenomenon. We integrate a macro level concept of CSR with micro level variables related to employees. Rupp et al., [57] demonstrate that due to over emphasis on macro level research, the CSR literature is missing a rigorous micro level analysis. This research thus opened a new avenue in the CSR research by highlighting the role of CSR in employee attitudes and behaviors [10].



Moreover, the extant literature has mostly examined the direct effect of CSR on employee behaviors. The mechanism through which employee behavior is developed from CSR still needs to be explained. The findings of the current study demonstrate that CSR activities of the firms induce trust among employees, which in turn influences their intentions and behaviors. By explaining the underpinning mechanism, overall implications of the research is significantly enhanced. In so doing, we extend and enrich recent studies that address the influence of firm’s involvement in CSR practices on employee attitudes and behavior in the workplace [13,78,79].



As discussed earlier, the results have demonstrated that different types of CSR activities influence the trust of employees and other behaviors differently. On the other hand, the existing research have examined the aggregated effect of a company’s CSR actions on employees attitudes and behavior [13]. This research suggest that different types of CSR activities influence employee behavior differently as some of the employees are self-focused while some are focused differently. These individual (disaggregated) effects have not been studied earlier. This will be helpful for the companies to formulate their CSR strategies accordingly.



Last but not least, most of the extant studies have been conducted in industrialized nations while the focus of the current study is the developing countries as the data has been collected from the employees of Star hotels in South Asian countries. This part of the world is at large different from the developed world in terms of social, economic, and cultural environment [27]. This expands the boundary conditions of the earlier studies.




6.2. Practical Implications


The results have also significant implications for firm CSR based strategies. It has been concluded that CSR strongly influenced organizational trust, while AOC and turnover intentions focus on the instrumental values of CSR. Employee behavior and attitudes are intangible resources which are rare and valuable and cannot be imitated perfectly with no perfect substitutes [75]. The results of the study imply that CSR develops intangible resources in the firms. Trust and AOC affect the job related factors such as turnover intention which help the organizations in the achievement of competitive advantage [68]. Hence CSR assists in developing a workforce carrying out the firm’s business strategy and leading to enhanced business performance [80]. Firms that possess higher CSR practices may develop enhanced productivity because of the reduced absenteeism, motivation and extra role behavior of the employees as well as the reduced turnover intentions. Interestingly, the results also illustrate that the benefits of the corporate contributions towards community are not at all restricted to the management of external stakeholders or external reputation. CSR benefits may be mirrored in the internal stakeholder’s (employees) behavior. Last but not least, this study suggests that an organization can get the most from CSR activities when the employees trust its involvement in such activities. Therefore, firms’ efforts should be directed towards addressing the levers of trust. This include hearing employees’ voices before launching CSR activities, involving the personnel in the deployment of CSR initiatives, and adopting employee-centered marketing.




6.3. Limitations and Future Research Directions


While introducing social exchange mechanisms, we use organizational trust to represent the exchange relationships between parties and we did not consider other variables within social exchange relationships such as perceived organizational support and leader-member exchange. Thus, future studies should include other variables within social exchange relationships. In the same vein, since trust is a dynamic psychosocial construct, it might be worthwhile to conduct further research on the evolution of the relationships between CSR, trust and TOI throughout time. The constantly changing organizational environment may affect the relationships portrayed in this study.



Moreover, we did not incorporate moderating conditions that may affect the social exchange mechanism. In particular, future research should consider cultural characteristics of the employees as boundary conditions of such relationships.



We used a convenience sample for the collection of data. Therefore, our sample may not be truly representative of the population. In addition, the data were collected using a cross-sectional design that looked at individual perceptions, which does not allow concluding the causality. Nevertheless, perceptions may be a construct at least as equal as that of ‘actual firm behaviors’ of which employees may not be aware [81]. Therefore, future research can also gain from conducting longitudinal and panel datasets.



Finally, this study focused only on employees in the tourism industry (Star hotels). This choice was motivated by the high turnover of employees in this sector (US Bureau of Labor Statistics, 2017). However, different industries may affect involved parties’ perceptions of and attitudes towards CSR activities in different ways [82,83]. Future research should also incorporate other industries, in particular those where the turnover rate is high such as the construction and the professional business services industries.
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Figure 1. Hypothesized Research Model. AOC: Affective Organizational Commitment; TOI: Turnover Intentions; Values given on the paths are standardized regression coefficients. Values denoted with (***) are significant at 0.001; Values denoted with (**) are significant at 0.01. 
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Table 1. Convergent validity and reliabilit