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Abstract. Previous literature has examined the direct relationship between the concept of cor-
porate social responsibility & organizational citizenship behavior. Present study is investigat-
ing the mediated link between CSR & OCB through organizational justice & organizational
identification. Theory of Social exchange & social identity are supporting our study by provid-
ing foundations for interpretation that organizational social responsible behavior can influence
OCB of employees through justice and their identification perception. Tests applied to the ran-
domly selected data of 212 employees from different organizations of Pakistan. Our findings
show fully mediated relationship between CSR & OCB through organizational justice and or-
ganizational identification. CSR towards employees has a strong relationship with OCB. The
findings in this study will help in enhancing role of CSR for employees OCB.
Keyword: Corporate Social Responsibility, organizational citizenship behavior, organizational
justice, organizational identification

1 Introduction

Various studies have observed the direct relationships between Corporate Social Responsi-
bility (CSR) and other organizational outcomes, why dont anyone analyze the process through
which this relationship occurs (Farooq et al., 2014). We are conducting a study in which CSR
& Organizational Behavior (OCB) will be examined through mediated mechanism of organiza-
tional justice and organizational identification (OI). Previously CSR was analyzed with affec-
tive organizational commitment through organizational trust and organizational identification
(Farooq et al., 2014). Literature has discussed that CSR can influence organizational citizenship
behavior of employees (Gond et al., 2010). Study should focus on the mediation process through
which a relationship occurs for better practical implications. If any relationship will be left unad-
dressed, causalities will be occurred. To address such issues we are going to do investigation on
this relationship through mediating role of organizational justice (OJ) and organizational identi-
fication with support of theory of social exchange & social identity in context of Pakistan. Glavas
and Godwin (2013) have used social identity theory to test the relationship between CSR & OI.

The current study proposes that double mediation link between CSR & OCB can give bet-
ter understanding about the processes at workplace & enables management of the organization
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towards initiatives of CSR. Therefore we are going to adopt double mediation method to cul-
tivate a theoretical model of influence of CSR on OCB of employees. Social exchange theory
can also support this towards positive link between CSR & OCB through OJ. If employees will
be treated fairly, in return they exert effort towards organizational performance. Impacts and
effects of dimensions of CSR were analyzed that how CSR influences employee performance
and other outcomes (Turker, 2009). These dimensions of CSR can influence employees towards
performance through process of exchange and identification. In our study we will focus on in-
ternal CSR dimension i.e. CSR towards employees, to relate it with OCB. It is our concerned
dimension over here because employees OCB is the behavior which will be affected internally
through organizational justice & organizational identification. CSR towards employees can in-
fluence employees more effectively as compared to other dimensions. After understanding this
relationship managers would be able to assist employees to develop OCB through CSR. Once
employees will observe that their organization is socially responsible, they would be able to
develop sense of give back to their organization.

We are testing our model in one of the developing countries i.e. in Pakistan. On the other
hand, we are going to find out the solutions for problems which employees face regarding or-
ganizational behavior in Pakistan. Organizations ought to think over that how they treat em-
ployees, in return it will motivate employees to perform better role in the organization which
will lead towards OCB. In this way employees will want to be identified with such organization
which is responsible for the people outside and inside the organization. We are suggesting that
how these kinds of problems can be solved through organizations CSR approach. These are the
variables which are sensitive areas for a manager to be improved in organization. In our point of
view CSR can help an organization to improve such problems through proper management. In
this paper we will discuss that what roles organizational justice and organizational identification
as intermediaries play in the association between CSR and OCB.

First section of our study will review the concept of CSR. Then next section will discuss
impacts of CSR on OCB through OI & OJ. Social identity theory and social exchange theory will
also be discussed to support these links. Then methodology will be developed using preacher
& Hayes to estimate model. Finally results, managerial implications & future directions will be
discussed.

2 Literature Review

2.1 Corporate social responsibility (CSR)

Corporate social responsibility has already been discussed by scholars for several manage-
rial disciplines (Hansen et al., 2011). CSR is defined by council for supportable development of
world business as:

the ongoing commitment by business to act morally and add to economic development
while refining the quality of life of the workforce (Birth et al., 2008).

Various organizations are now taking part in social activities by addressing social concerns
which can affect people. This includes employees within the company, supply chain, customers
and community in which company survives. CSR towards employee is one of the key points for
the social aspects of CSR. We have excluded other dimensions of CSR due to irrelevancy with
the current study.
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• CSR Towards employees: Our concerned dimension is CSR towards employee. This is
internal CSR that has direct strong relationship with OCB. Employee is the one who takes
organization from decline stage to maturity. Why do organizations always expect em-
ployees to behave in extra manner to facilitate organizations, organizations should also
focus to facilitate them. Organizations should be responsible towards employees bene-
fits beyond formal contracts terms and conditions. Organizations should be responsible
for equal distribution of outcomes, for fair treatment, regardless of all types of diversity.
When a human being perceives to be treated with care, in exchange he/she will respond
in the same way.

Research classifies CSR and workforces in two comprehensive categories. Chief category
states that how actions of an organization regarding CSR can effect employees actions (Back-
haus et al., 2002). Social identity theory supports this concept that if organizations keep en-
gaging themselves in welfare of its stakeholders, it creates reputable image in the mind of em-
ployees. Organizations social responsibility influences employees satisfaction for job positively
through programs designed for ethics (Valentine and Fleischman, 2008). Literature examines
the link between CSR & employees engagement and commitment which shows positive results
(Farooq et al., 2014). These findings from literature clear us that employees want to be identified
with organizations which are linked with society for its development; as an outcome they stay
committed to organizations. Literature has focused on the link between CSR & identification
as organizational identification is the part of social identity process (Fischer et al., 2007). Or-
ganizational identification was also linked with CSR. Organizational identification is insight of
unanimity with or belongingness to an organization, where the individual denes him or her-
self in terms of the organization(s) in which he or she is a member (Bhattacharya et al., 1995).
CSR has positive impact over organizational identification through which members act can be
affected positively (Fischer et al., 2007). As a whole literature on CSR demonstrating that there
is a straight and solid relationship between CSR & employees outcomes, we just need to explore
other mechanisms which can affect these relationships.

Our study is contributing to the literature in different ways. We have discussed identifi-
cation aspect of CSR, social exchange process has also been discussed which suggests that if
organization is engaged in CSR related activities then this will make perception in the mind of
employees that organization cares for them and kind to them & then employees reciprocate in
the same manner with positive attitudes. We suggest that CSR can influence OCB of employees
through organizational justice and identification. Organizational justice is defined as a persons
perception about organization to be fair in all aspects (Bies and Shapiro, 1988). Organizational
justice is about the perception of employees within organization while CSR is about the fairness
of organization with external entities as well. So we can say that CSR involves organization in
all those activities which are ethical, moral and benefit its employees and other members of the
society. It was hypothesized by Zhang et al. (2006) that CSR can influence employees perception
about justice and then automatically employees performance can be affected. Overall this study
will present another mechanism for the association between CSR and OCB.

2.2 Organizational citizenship Behavior

Organizational citizenship behavior is another significant concept to be discussed in the
area of management. Organ (1988) presented a huge contribution in the field of management by
adding OCB as an important factor for the development of employee performance (Podsakoff
et al., 2000). High level of OCB increases productivity level and chances of success. Researchers
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define OCB as:

A set of voluntary and optional behaviors which are not part of individuals official duties;
however, they are carried out and lead to effective improvement of tasks and roles at the orga-
nization (Appelbaum et al., 2007). Organ (1988) explained five dimensions of OCB, which can
play important role in affecting organizations overall performance.

• First is altruism, it is the behavior that has effect of helping colleagues within organization
for organizational tasks.

• Second is conscientiousness, it includes behavior that is beyond basic role requirement of
organization (Wong, 2009).

• Third is Civic virtue, it is characterized by behavior in which employees have deep con-
cerns and interests in the organizational development (Jamali and Mirshak, 2007). This is
the positive kind of involvement from employees (Weyzig, 2006).

• Fourth is Courtesy, is kind of behavior in which employee tries to avoid has conflicts with
others (Hansen et al., 2011). It also states that one should remain polite and wise to others
(Nielsen et al., 2012).

• Last is sportsmanship, it has been defined as ability to tolerate undesirable organiza-
tional circumstances. Sportsmanship ultimately saves time when employees reduce to
complain.

OCB is motivating tool for employees to perform well (Bienstock et al., 2003), it also en-
hances the satisfaction of employees (Abdullah and Rashid, 2012). There is a strong association
between organizational performance and OCB thats why various studies were conducted on
the bases of consequences and antecedents of OCB. Literature states that CSR can influence and
enhance OCB of employees which is important for development of an organization (Khan et al.,
2014). Another aspect of CSR is about legal activities, which is very important for OCB. Em-
ployees perception about organizational legal acts can affect OCB (Dutton et al., 1994). Being
citizen of a society, an individual perceives all business entities to perform in ethical way and
legal ways (Pinkston and Carroll, 1996). In this way good OCB can be enhanced in employees
through which they will want to be identified with reputed organizations (Thomas et al., 2004).
It is employees perception that if organization is engaged in CSR then it is concerned about
well-being of the society, then employees show positive behavior and perform positively which
shows strong link between CSR and OCB (Turnipseed and Rassuli, 2005).

3 Theoretical Framework and Research Model

We suggest that organizational justice and organizational identification are two effects of
CSR which can influence employees OCB. We are conducting a study in which influence of CSR
on OCB of employees will be mediated through organizational justice & organizational identifi-
cation. We suggest that internal CSR (towards employees) will affect OCB of employees through
social exchange and social identity mechanisms. In our paper we are discussing double media-
tion in which organizational identification is a mediator for employees perceived organization
citizenship behavior through organizational justice. If this treatment is in terms of fairness then
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it will show justice which will motivate an individual towards better performance. If employ-
ees will be treated properly it will make them feel valued, they would like to be identified with
organization which will ultimately enhance OCB as well.

3.1 Organizational Justice as Mediator: Social Exchange Mechanism

As literature gives us data about OCB that Organizational citizenship behavior is related to
the outcomes which are beneficial for organization such as goal attainment, better productivity
& improved ethical environment (Wright and Sablynski, 2008). Socially responsible behavior of
organization can make employees to be more productive towards organization (Hansen et al.,
2011). Additionally combine literature of Lindgreen and Swaen (2010) suggests that CSR can
enhance positively employees perception of organizational justice. If employees will be treated
fairly, in exchange they will perform well. Social exchange theory supports this exchange rela-
tionship between organization & employee. Basically social exchange theory is built on proper
exchange process of emotions and resources between supervisor and employees (Blau, 1964).
The key opinion of the theory is that individuals carry out their social contact in the very similar
way that businesses carry out economic exchange. Another study suggests that the relation-
ship between supervisor & employee can be influenced positively by fair treatment as well &
it is important to know that how supervisor or management of organization treat employee
(Cropanzano and Mitchell, 2005).

To support this notion first we will discuss briefly origin of justice and then literature about
it. Organizational justice was firstly generated by Greenberg, which states that an individual
perceives organization to be fair in all aspects (Greenberg, 1987). Justice is a decision or action
taken by an entity which is morally right. Justice at workplace can be linked to ethics, law, re-
ligion etc. according to organizational point of view justice is associated with fairly given pay,
promotion with justice, fair selection criteria (Usmani and Jamal, 2013).

We are taking Organizational justice as a whole but for understanding of overall organiza-
tional justice we will briefly discuss dimensions of Organizational justice. There are important
components of organizational justice which divide overall OJ into three dimensions. First is dis-
tributive justice, second procedural justice and last is interactional justice which further includes
interpersonal and informational justice (Bies, 1986). Distributive justice is about the justice em-
ployees expect from organization in the form of outcomes.

These outcomes can be tangible and intangible in nature such as pay or praise (Adams, 1965).
After Adams research about first dimension of organizational justice, two other researchers pre-
sented a new measurement of organizational justice as procedural justice (Colquitt, 2001). Ac-
cording to them procedural justice focuses on the procedures used to distribute the outcomes.
Interactional justice was presented by Bies (1986), which emphasizes on perception of workers
of the interpersonal behavior during decisions and ways (Bies, 1986). It involves social actions
such as employees expect to be treated with respect and dignity from supervisor. Further this
dimension is divided into two concepts: interpersonal & informational justice.

When employees perceive that they are treated with respect, dignity and in a polite way
while taking decisions then they perceive that the organization deals with interpersonal jus-
tice. On the other hand when employees expect timely decisions, truthful information about
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outcomes this will come under informational justice (Colquitt, 2001). Enhanced organizational
justice will improve employees performance. Managers should focus on to improve organi-
zational commitment, employees satisfaction and identification with organization to enhance
organizational justice through distributive and procedural justice (Usmani and Jamal, 2013).

Corporate social responsibility & organizational justice give the concept of normative as-
sumption (Rupp et al., 2006). Whenever employees treatment is being discussed, according to
CSR norms should be followed for treatment of individual, group and environment. In return
employees will respond with responsibility for organization in the form of enhanced OCB. An-
other research says that attitudes and behaviors of individuals are directly influenced by the
treatment they receive from organization in perspective of justice (Cropanzano et al., 2011). We
suggest that automatically if organization is socially responsible for employee, will treat them
fairly then it will lead towards enhanced OCB.

H1: Employees perception of CSR positively influences employees OCB through perceived OJ.

3.2 Organizational Identification as Mediator: Social Identity Mechanism

Study says that those with high level of organizational identification display better perfor-
mance at work which promotes their positive response towards organization (Van Knippenberg
et al., 2004). Social identity theory proposes that CSR influences positively and directly identifi-
cation of employees. Individuals seek to maintain positive social identity from different groups
(Ashforth and Mael, 1989). Organizational identification is the insight of unanimity with or
belonging to an organization among members which is important to the success of many orga-
nizations (Mael and Ashforth, 1992). Literature says that employees would like to be identified
with the organization which have repute and strong positive image, which will automatically
enhance employees self-worth (Turner, 2010). CSR towards employees ensures the support of
employees and comfortable environment to work, which will enhance employees perception to
be at prestigious place. We therefore propose that CSR to employees can enhance organizational
identification.

In terms of social identity, literature suggests that organizational identification has direct
link with OCB (Tyler and Blader, 2001). According to Duane, employees perceive that CSR is
surely related to OCB (Hansen et al., 2011). Organizational identification & OCB both are psy-
chological terms which are related to employees outcomes. As literature has given data about
the relationship between CSR & OCB and OI has positive relationship with CSR & OCB so we
suggest that OI can mediate this relationship positively. Therefore, we hypothesized:

H2: Employees perception of CSR positively influences employees OCB through perceived OI.

3.3 Double Mediation between CSR & OCB through OJ & OI

Social identity says that being recognized by reputed organization is a natural and organi-
zational phenomenon which is required by every employee in organization. If employees will
be treated fairly and honestly it will naturally influence them to be fair with organization in
return. This will enhance their organizational identification automatically. For OCB enhance-
ment organizations ought to be socially responsible for employees to influence their perception
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of identification with organization. When employees are treated fairly they will want to be iden-
tified with such organization. They will focus on extra role activities for the better performance
(Lipponen et al., 2005). In a study researcher perceived that organizational justice is positively
related to organizational identification (Tyler and Blader, 2003). Literature examines the media-
tion role of organizational identification between organization-focused justice and organization
focused outcomes (Lipponen et al., 2005). So previous studies have shown relationship between
OJ & OI, through which we can say that employees want to be identified with such organiza-
tions which prevail justice in their systems. In above constructs of organizational justice and
organizational identification we have discussed relationship of CSR & OCB. We suggest that or-
ganizational justice can influence organizational identification of employees for our study about
CSR & OCB.

H3: Employees perception of CSR positively influences employees OI through perception of OJ.

Employees perceive that socially responsible organization must focus on its employees as
well. Our previous hypothesis says that when employees will be treated fairly they will want
to be identified with such organization; it will lead to enhanced OCB of employees for orga-
nization. Previous discussed all studies and literature says that CSR has strong relationship
with other employee related outcomes (Hansen et al., 2011). Relationship of OCB has also been
examined with CSR and other organizational variables. Additionally another combined study
says that CSR can influence employees perception of OJ & CSR affects OCB as well (Gond et al.,
2010). In that way employees will prefer to work beyond their core responsibilities, which will
ultimately improve organizational performance. According to the analysis of the literature we
suggest that CSR can enhance OCB of employees when employees will be treated with justice,
it will automatically enhance organizational identification of employees which will result in en-
hanced OCB.

H4: Employees perception of CSR positively influences OCB through double mediation of OJ & OI.

Through different theories we are conducting a study which will result that CSR will influ-
ence organizational citizenship behavior of employees through fair treatment and strong iden-
tification with organization. Our model has a single path through double mediation. We will
finally examine this relationship empirically.

 

 

 

  OJ    OI CSR OCB 

Figure 1: Theoretical Framework
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4 Research Methodology

4.1 Respondents & Procedure

In this study, we have surveyed managers and supervisors of four major companies of La-
hore, Pakistan. There are a lot of sectors which are growing day by day to facilitate customers
in every manner. We have picked those companies for our survey which are involved in CSR
activities. Through websites of those companies we got CSR related information, which proves
that they are concerned about welfare of the society, those companies are engaged in facilitating
customers by providing wide range of healthy and protected products. After market analy-
sis we moved towards data gathering section. We contacted human resource managers of all
adopted companies to obtain their help in distributing questionnaires to randomly identified
employees. We placed drop box nearby so that employees may put their questionnaires there
and anonymity can be maintained (Karriker and Williams, 2009). Respondents were given one
week to fill questionnaire and a reminder was given to them through call. We distributed 300
copies of questionnaires and received 230 responses; good response rate was noticed (70%) due
to face to face and other reminders. After examining missing value final responses were 212.

4.2 Instruments

We have used developed instruments for our study. Variables of the study are well used by
previous studies, so there was no difficulty to select instruments from sources. Questionnaire is
based on Likert scale ranging from 1-7. In which 1= strongly disagree and 7= strongly agreed.
Before initiating the study we pre tested the questionnaire with few business students to recog-
nize any kind of problem related to items, comprehension and understanding. Pretest revealed
no problem regarding duration, content and relevancy.

4.2.1 Corporate Social Responsibility

For the measurement of CSR, instruments developed by Turker (2009). Six items were used
to measure CSR to employees.

4.2.2 Organizational Identification

For Organizational identification six item scale was used the this study administrated all
items in a 7-point Likert scale (Mael and Ashforth, 1992).

4.2.3 Organizational Citizenship Behavior

For this study 4-item scale on Likert scale was selected to measure OCB developed by Pod-
sakoff et al. (2000).

4.2.4 Organizational Justice

For overall measurement of organizational justification instrument using 14-item scale was
adopted (Cropanzano and Stein, 2009).
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5 Results and Findings

In this section we are discussing the examination of data to discover the relationship be-
tween independent variable CSR and dependent variable OCB of employees. The mediating
role of OJ & OI is also inspected. Additionally, to check hypothetical relationship between vari-
ables, validity of instruments are examined in context of Pakistan. To test our model multiple
regressions has been used with the help of SPSS. In our study we have tested descriptive statis-
tics and missing value analysis. Further demographic investigation of respondents was also
carried out to know the demographic characteristics of our sample. Data were collected from
300 respondents, out of which 212 respondents filled out the questionnaire in all aspects.

Table 5.1: Missing Value Analysis

Statistics

Missing Value

N Valid 212

Missing 0

The above table shows that, all cases are now valid, without any missing value. After re-
moving missing values, further tests will be performed.

5.1 Overall Strategy

We have evaluated data in overall three steps. First we examined the reliability and validity
through CFA (Confirmatory factor analysis) for entire measures (Anderson and Gerbing, 1988).

5.2 Measurement Validity: CFA

We have adapted instruments for all variables from well recognized sources still we have
to check the reliability and validity in context of Pakistan. For this purpose we have performed
CFA for CSR to employees, OJ, OI & for three dimensions of OCB i.e. loyalty, helping & industry.
We tested a single factor CFA at first in which we aimed to load all items of the six measures
on a single factor (Anderson and Gerbing, 1988) and the model fit of a single factor is not good
(Table 2). In a single factor x2/df should be less than 5 but in our case it is greater than 5. The
value of GFI, TLI, CFI ought to be greater than 0.90 but in our case it is less. RMSEA ought to
be 0.0 but it is greater so model-1 is not acceptable. We then tested multiple factors analysis in
which all items were loaded on their respective factors. In multiple factor analysis x2/df should
be less than 5 and our result is showing less value. The value of GFI, NFI, TLI, and CFI should
be greater than 0.90 and RMSEA should be 0.0, so model-0 is acceptable. The t indices of the
multiple factors CFA model were good and within the range of acceptable models (Table 2).

X2 Chi square value, df degree of freedom, GFI goodness-of-t index, NFI normed t index,
TLI TuckerLewis index, CFI conrmatory t index, RMSEA root mean square value.

We also examined the convergent and discriminant validity of the instruments. In our case
Average variance extracted (AVE) for every instrument was greater than the suggested value
of 0.50, demonstrating satisfactory convergent validity. Discriminant validity was established
since the AVE for each construct was greater than any squared correlations (Table 3).
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Table 5.2: Indices of Alternative Models of CFA

Model Description of the model Model Fit Indices

X2 Df X2/df GFI NFI TLI CFI

MODEL 1 Single factor CFA 3995.450 435 9.185 0.370 0.280 0.251 0.299

MODEL-0 Multiple factor CFA 480.544 335 1.434 0.861 0.906 0.965 0.969

Table 5.3: Test of Discriminant Validity

AVE industry org justice org identification helping loyalty CSR Emp

Industry 0.664 0.815

org justice 0.565 0.175 0.752

org identification 0.795 0.213 0.433 0.892

Helping 0.819 0.071 0.382 0.263 0.905

Loyalty 0.661 0.396 0.223 0.287 0.176 0.813

CSR Emp 0.792 0.052 0.270 0.270 0.136 -0.026 0.890

In the table values given in font which looks bold signify the AVE; other values are the
squared correlations among the variables.

5.3 Reliability of Measuring Instruments

Table 5.4: Reliability of the Items

Scales Cronbach’s Alpha No of items

CSR-Employees .855 6

Organizational Justice .683 6

Organizational Identification .874 5

OCB .923 5

Being reliable is all about being consistent of a measuring instrument. Internal consistency
was tested with Cronbachs alpha coefficient for 4 instruments in our study (Ruekert, 1992).

Above table is showing that all of the scales have values of alpha in range from .683 to .923.
In social sciences researchers accept value of alpha higher than 0.6, as values greater than 0.7
is considered as good, above 0.8 is considered as very good, and above 0.9 is considered as
excellent. We can see that our all measuring instrument have values of alpha greater than 0.6
which means they have good reliability in context of Pakistan.
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5.4 Common Method Variance

We have used common method variance multiple methods such as Harmon one factor, com-
mon latent factor to test the common method bias (Podsakoff et al., 2000). The overall analysis
of all the variables produced six distinct factors, which together given sum of 81.717% total vari-
ance; where first factor did not sum up majority of the variance (only 37.180%). Correspond-
ingly, the common method latent factor for mediating, independent, and dependent variables
generated only 23.031% of the common factor, signicantly less than the acceptable Threshold of
25% podsakoff2000. Thus, CMB was not a serious threat for our data.

6 Results

6.1 Descriptive Statistics

In Table 5 we have provided all required means, standard deviations, and correlations be-
tween the model variables. Given correlation table will offer to have a look into all hypothesized
and non-hypothesized relationships among the concepts.

Table 6.1: Descriptive Statistics

Mean Std. Deviation 1 2 3 4 5 6 7 8 9

Gender1 1.31 .466 1

Age1 1.56 .709 -.178∗∗ 1

Education 2.46 .570 .163∗ -.079 1

HRAVG 5.17 1.39 -.001 .097 -.025 1

OIAVG 5.70 1.18 .025 .116 -.108 .256∗∗ 1

AVGHELP 4.69 1.70 -.152∗ .051 -.184∗∗ .126 .257∗∗ 1

AVGLOYAL 4.79 1.25 -.162∗ .080 -.044 -.016 .258∗∗ .162∗ 1

AVGINDUSTRY 4.67 1.11 -.050 .035 .054 .052 .206∗∗ .062 .387∗∗ 1

AVJOJ 5.46 1.08 -.202∗∗ .210∗∗ -.116 .247∗∗ .438∗∗ .392∗∗ .273∗∗ .153∗ 1

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

7 Model Testing

The hypothesized model produces good fit with the data (x2 = 584.26, df = 340, v2/df =
1.542, GFI = 0.859,NFI = 0.898, CFI = 0.961). Values are in favor of our model as shown in table
6 below.

7.1 Mediation Effects

Notion of mediation infers a causal hypothesis where an independent variable causes a de-
pendent variable, through its effect on a mediating variable (Sobel, 1990). There are specific
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Table 7.1: Fitness of Model

Model Description of the model Model Fit Indices

X2 Df X2/df GFI NFI TLI CFI

Hypothesized model 524.26 340 1.542 .859 0.898 0.957 0.961

effects which are of notice in multiple mediation methods (MacKinnon et al., 2000). In (table 7)
we provide the direct effects of CSR to employees on OI, OJ & OCB as well as indirect effects of
CSR to employees OCB through mediation of OI & OJ. CSR to employees has positive influence
on organizational identification and organizational justice. CSR to employees has negative ef-
fects on loyalty and industry. There is a strong positive effect of mediators on OCB. All indirect
effects are significant as shown in table. In our case, the effect of the CSR components on AOC
is carried through two parallel mediating paths (via trust and identification). CSR to employees
has stronger mediation with helping component of OCB as compared to other components of
OCB.

Table 7.2: Direct and Indirect Effects

OI OJ Helping Loyalty Industry

Direct Direct Direct Indirect Total Mediation Direct Indirect Total Mediation Direct Indirect Total Mediation

independent
variable

CSR Employees0.164 0.272 0.071 0.068 0.139 48% -0.111 0.088 0.199 44% -0.027 0.077 0.05 1.54%

Organizational
Justice

0.393 0 0 0.098 0.098 1 0 0.127 0.127 1 0.103 0.071 0.174 40%

OI 0 0 0.25 0 0.25 0 0.324 0 0.324 0 0.18 0 0.18 0

8 Discussion

Basic purpose of the current study is to examine the relationship between CSR and OCB
through mediation of organizational justice and organizational identification. Using SRM we
determined that OCB is one of the strong outcomes of CSR through different mediations. There-
fore we can say that OCB is not a direct outcome in fact there are different mechanisms through
which this relationship builds.

There is positive contribution of OCB towards literature regarding organizational perfor-
mance (Bienstock et al., 2003). Previous research has contributed in terms of dimensions and
other variables affected by OCB, we have conducted a research in which CSR influenced OCB
positively through double mediation. Previously may be this relationship was analyzed for mul-
tiple mediation, we have analyzed double mediation between these variables. This finding can
give new shape to the mechanisms between CSR & OCB. Hence this study has contributed to the
growing body of research in CSR and organizational outcomes empirically. Previous research
says that CSR was analyzed from both perspectives, internal & external but we have taken in-
ternal CSR for our study to analyze the OCB of employees. The results of this study present few
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observable differences concerning CSR, OCB, and OJ & OI. Thus this study can be presented to
organizations as guideline to follow for the help in CSR & OCB related areas.

8.1 Managerial Implications

Previously CSR was discussed in literature as external function for public relation & devel-
opment, it can be powerful tool for internal customer as well i.e. employees. Our model suggests
that if organizations create a distinctive & strong corporate image for external audience, they
should also focus on to enhance employee performance through CSR. Justice and identification
affect job related attitudes like motivation, engagement & satisfaction (Saks, 2006). Our study
has shown useful results for making strategic CSR policies concerning employees. Employees
perception about OCB & overall outcomes can be influenced through CSR. When company gets
involve in CSR, employees feel proud to be part of such company. Managers should focus on
CSR activities specially related to employees to develop positive behaviors of employees & to
reduce negative behaviors. Organizations mostly ignore the original purpose of CSR & exhibit
CSR only for advertisements and to show off. This study has given a guideline to mangers
that this matter should be considered properly for organizational performance. This research
has further proved that CSR towards employees can influence strongly the OCB of employees,
which will ultimately improve employees overall performance.

8.2 Future Directions & limitations

This study has used data of 212 employees; large sample size can be used to analyze the
results across organization. This study also opens up ideas for other studies undertaking other
variable to examine for different results. We have used social identity & social exchange mech-
anisms, other mechanisms can also be used to analyze same relationship. Future studies can
analyze dimensions of organizational justice, dimensions of OCB. This study has used organiza-
tional justice and organizational identification as mediator between CSR & OCB, future research
can fill this gap of mediators with other variables. CSR toward OCB have been discussed pre-
viously by few researchers, in future new researches should be based on other organizational
outcomes. Moreover present research was done in context of Pakistan; new studies can examine
these relationships in different context.
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