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1. Introduction

1.1 Background

Corporate social responsibility (CSR) has long been a focal point of attention, as it not only contributes to a company's market
performance but also enhances its reputation, positively influencing employees (Ramayah et al., 2022) 8], To achieve these
benefits, effective CSR activities must prioritize employees and their interests. The successful implementation of CSR initiatives
relies on active employee participation (Welbeck et al., 2020) 1%, Consequently, within the realm of human resource
management (HRM), the promotion of CSR project execution has emerged as a pressing topic. Many scholars have engaged in
extensive discussions on this subject, fostering the integration of HRM and corporate social responsibility in China and proposing
novel research directions, such as Social Responsibility Oriented HRM (SRHRM) (Xiao et al., 2020) 1%, SRHRM seeks to
align CSR tasks with HR functions, with the outcome often yielding positive impacts on employee attitudes and behaviors.

In the 21st century, amid increasingly fierce competition, companies recognize that success no longer hinges solely on efficient
organizational rules and the leadership of capable managers (Nabella et al., 2022) %1, Organizational citizenship behavior,
demonstrated by employees both within and outside the organization, exerts significant influence on enterprises (Ali et al.,
2022). Hence, this paper endeavors to investigate the determinants of employees' organizational citizenship behavior to
effectively motivate and understand this behavior.
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In the realm of organizational behavior, it is widely accepted
that human resource management plays a pivotal role in
shaping employee behavior. Therefore, this study seeks to
explore the impact of socially responsible human resource
management on the organizational citizenship behavior of
employees within enterprises. By doing so, it aims to
contribute to the theoretical and practical understanding of
human resources and organizational citizenship behavior,
thereby enriching business practices.

1.2 Aims and Objectives

This study is guided by the following objectives

To identify the factors influencing employees' organizational
citizenship behavior, thereby assisting enterprises in
promoting and encouraging this behavior among their
employees.

To investigate how social responsibility-focused human
resource management affects employees' organisational
citizenship behaviour while taking into account particular
cultural and social backgrounds. This investigation intends to
add to the body of research in the areas of organisational
citizenship behaviour and human resource management
focused on social responsibility while also providing
practical management advice for businesses.

Investigate the potential mediating function of organisational
identity in this relationship and study the underlying
processes through which social responsibility-oriented
human resource management influences employees'
organisational citizenship behaviour. The goal of this
investigation is to advance theories about how social
responsibility-focused human resource management and
employee behaviour interact.

(1) Theoretical Significance

Building on social identity theory, this paper examines
employees' organizational citizenship behavior through the
lens of organizational identity. The theoretical significance
lies in:

A. Expanding the role of human resource management within
enterprises by empirically analyzing  employees'
organizational citizenship behavior. This analysis, based on
the internal membership perspective, provides insights into
the influence of internal personnel on organizational
citizenship behavior.

B. Incorporating corporate collectivism into the study, this
paper investigates how corporate social responsibility-
oriented human resource management affects corporate
citizenship behavior. Recognizing that individual cultural
backgrounds impact behavior, this study introduces the
variable of collectivism tendency, enriching the field's
understanding and experiences.

(2) Practical Significance

A. Since the 1950s, corporate social responsibility has been a
subject of discussion for both firms and academia. It is widely
accepted that CSR may provide considerable advantages for
businesses. Implementing CSR, however, depends on
engaging staff members and coordinating with their wants
and needs. As a result, human resource management and the
efficient implementation of corporate social responsibility
are closely related. This study intends to give business
managers a framework for managing human resources in a
socially responsible manner.

B. Employees who engage in organizational citizenship
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behavior may face certain risks, but their actions ultimately
benefit the company. In today's intensely competitive
business environment, companies can gain a strategic
advantage through resources, capabilities, and the enhanced
competitiveness of their employees. This paper investigates
the impact of the corporate social responsibility-based human
resource management model on corporate citizenship
behaviour, providing useful suggestions on how firm
managers might drive their staff to engage in organisational
citizenship behaviour.

1.3 Methodology

The research methodology employed in this paper
encompasses:

(1) Literature Review: This method is utilized for reviewing
relevant literature, developing theoretical frameworks, and
deducing hypotheses. It involves an in-depth study of existing
literature, summarizing its contents, defining relevant
concepts, and formulating research assumptions.

(2) Questionnaire: During the data collection phase,
questionnaires are employed to quantify data. Online
questionnaires are sourced, original data is collected, and
effective questionnaires are selected for subsequent data
analysis.

(3) Data Analysis: Empirical analysis is conducted using
SPSS 25.0 and Mplus 7.0. This includes evaluating reliability
and validity, conducting correlation analyses, and performing
hierarchical regression analyses to examine relationships and
test hypotheses.

2 Literature Review

2.1. Social Responsibility Oriented Human Resource
Management

2.1.1. Concept of Social Responsibility Oriented Human
Resource Management

In contemporary business practices, the idea of leveraging
corporate social responsibility (CSR) as a competitive
advantage is deeply entrenched (Marakova et al., 2021) (581,
However, it's crucial to recognize that CSR is intricately
intertwined with employees. Firstly, the effective
transformation of corporate social responsibility hinges on its
successful implementation, and employees play a central role
in this process. Companies require an adequate workforce to
carry out CSR initiatives and evaluate their execution and
outcomes. Secondly, a company's social responsibility
extends to various stakeholders, including its obligations to
employees. This entails providing a safe working
environment, ensuring employee health and development,
and considering the work-life balance (Kuhn et al., 2021) %1,
Thirdly, corporate social responsibility activities have a
direct impact on employees. Regular CSR activities, for
instance, can boost employees' sense of organizational pride
and responsibility. Building upon these three dimensions,
some scholars have integrated corporate social responsibility
and human resource management, leading to the concept of
"Social Responsibility Oriented Human Resource
Management" (SRHRM), which has been the subject of in-
depth research (Zhang et al., 2022).

Human resource management (HRM) has traditionally
changed from only administering personnel to boosting
motivation and job satisfaction (Salas-Vallina et al., 2021)
81 The SRHRM management style has a considerable
impact on the psychology and behaviour of employees. This
notion arose from the literature's convergence of corporate
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social responsibility and human resource management,
resulting in an organic fusion of the two (Cooke et al., 2020)
4 However, there is no general agreement among
academics on the precise definition of this variable.
According to Liao et al. (2022) 54, the definition of SRHRM
includes features of employee-centeredness, involvement,
and equality. The following are the paper's key findings:

Employee-Oriented Perspective

Scholar: Shen and Zhu (2011) [

Definition: This perspective emphasizes the integration of
employee-centered social responsibility practices within
human resource management.

Scholar: Newman et al. (2016) 4

Definition: This perspective focuses on how enterprises can
promote external CSR activities through specific HRM
activities and their impact on employee attitudes and
behaviors.

Content: It suggests that enterprises can enhance external
CSR initiatives by engaging in HRM activities that influence
employee attitudes and behaviors.

Scholar: Shen and Benson (2016) 41

Definition: This viewpoint encourages organizations to
motivate and support employees in participating in CSR
initiatives that benefit external stakeholders.

Content: It underscores the importance of organizations
encouraging and facilitating employee involvement in CSR
programs that have a positive impact beyond the company.
Scholar: Kundu and Gahlawat (2015) [

Definition: This perspective highlights that employees are
both contributors to and beneficiaries of corporate social
responsibility efforts.

Content: It suggests that enterprise human resource
management should actively engage employees in CSR
activities, recognizing that employees not only promote CSR
but also benefit from it.

Equality Perspective:

Scholar: Bishu & Headley (2020)

Definition: The equality perspective stresses the importance
of enterprises considering gender balance in HR management
and providing equal employment opportunities, flexible work
arrangements, and special support for women.

Content: It emphasizes that organizations should take gender-
related factors into account in their HR practices and create
an inclusive work environment with equal opportunities and
support for all employees, particularly women.

Based on the aforementioned definitions, the perspective of
employees underscores their central role in corporate social
responsibility (CSR) within the company. In this view,
employees are regarded as the primary agents of CSR, and it
is essential for enterprises to use human resource
management strategies to motivate their active participation
in CSR activities (Yong et al., 2020). This perspective
particularly zooms in on the challenge of defining the roles
employees play within enterprise human resource
management.

From the participation perspective, the concept revolves
around fostering “action expectations" among employees.
This means encouraging and motivating employees to
actively engage in specific CSR activities to ensure the
effective implementation of corporate social responsibility
initiatives (Kong et al., 2021). It centers on the idea of
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encouraging employees to take concrete actions that
contribute to the successful execution of CSR efforts.

In contrast, the equality perspective embedded in the
definition of Social Responsibility Oriented Human Resource
Management (SRHRM) places employees in the role of
"beneficiaries.” This perspective emphasizes the importance
of considering employees as a privileged group within the
organization. It advocates for careful attention to gender
dynamics among employees and the protection of their rights
and interests as significant stakeholders in the company.
Through effective human resource management practices,
employees' rights and interests can be safeguarded and
promoted.

2.1.2. Dimensions of Social Responsibility Oriented
Human Resource Management

The one-dimensional SRHRM framework centers on the
analysis of specific HRM practices with a primary focus on
employees. This approach aims to facilitate the effective
implementation of CSR initiatives. Examples of these
practices include recruiting individuals with a strong sense of
social responsibility and providing comprehensive CSR
training (Choi, 2007). This perspective underscores the
importance of nurturing a workforce that is aligned with the
organization's social responsibility goals.

The three-dimensional SRHRM structure is multifaceted and
emphasizes several key aspects. It encompasses the
commitment to legal compliance, the protection of
employees' interests, and the promotion of broader social
responsibility objectives. This approach integrates corporate
social responsibility into human resource management
practices (Choi, 2007). It underscores the organization's
responsibility to safeguard the development of all
stakeholders during its growth and development journey.
This perspective highlights the need for the organization to
thrive among various stakeholders by fostering stakeholder
development, aligning with the principles of SRHRM
(Klettner et al., 2014).

2.1.3 Research on Social Responsibility Oriented Human
Resource Management

Research on Social Responsibility Oriented Human Resource
Management (SRHRM) has revealed its multifaceted impact,
both at the individual and organizational levels. Here is an
overview of findings from various studies:

Individual-Level Impact

SRHRM positively influences employees' work attitudes.
Research by Kramar (2014) indicates that SRHRM has a
positive effect on individual employees within the
organization.

Sobhani et al. (2021) found that employees' support for
family members significantly impacts job satisfaction,
organizational commitment, and employee turnover.
SRHRM is associated with enhancing these factors and
reducing turnover.

Farooqg et al. (2014) discovered a significant positive
relationship between social responsibility management and
organizational commitment among employees.

Zhang et al. (2022) drawing from social information
processing and attribution theory, demonstrated that HR
management rooted in corporate social responsibility can
promote employee happiness.
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Employee Behavior

SRHRM influences employees' behavior, leading to
enhanced organizational citizenship behavior (Zhao et al.,
2021), proactive service behavior (Jia et al., 2019), and
prospective behavior (Sobhani et al., 2021).

SRHRM has been found to have a negative impact on
employee turnover behavior, reducing the likelihood of
employees leaving the organization (Kundu & Gahlawat,
2015) 91,

Performance and Organizational Impact:

At the individual level, SRHRM is linked to improved worker
performance, as argued by Lee et al. (2022).

At the organizational level, SRHRM influences the
performance of enterprises. Bombiak & Marciniuk-Kluska
(2019) found that higher managerial attention to SRHRM
correlates with greater social responsibility leadership in
enterprises.

SRHRM can impact organizational strategy by promoting
effective alignment with the organization's structure and
development (Sayuti et al., 2021).

These findings collectively underscore the multifaceted
nature of SRHRM's influence, benefiting both individuals
and organizations by fostering positive attitudes, behaviors,
and performance outcomes.

2.2. Organizational identity

2.2.1. Concept of organizational identity

March and Simon first proposed the concept of
"organisational identity" in 1958, and it has been the topic of
ongoing research ever since. Organisational identity is
defined by Ashworth and Mael (1989) as the extent to which
individuals feel themselves a part of a group, specifically
their relationship with the organisation. According to
Moingeon and Ramanantsoa (1997), corporate identity is
anchored in organisational features, which are shaped by
employees' subjective judgements. Organisational identity is
defined by some scholars as an individual's sense of
belonging to the organisation (Edwards, 2005).

Prasetyo and Mas (2016) expand on employees' sense of
belonging to the firm by taking three levels into account:
cognition, assessment, and emotion.

It can be conclude as

1. Turner (1981) defines organisational identity as a
subjective, individual cognitive state. = Measuring
organisational identity objectively is difficult since it requires
individuals to communicate their feelings independently
(Abrams and Hogg, 2010).

2. Organizational identification can focus on specific
organizational traits, such as beliefs and values, or encompass
a part or the entirety of the organization, such as a group of
employees. The degree to which individuals identify with
certain traits can vary (Conroy et al., 2017).

2.2.2. Dimensions of organizational identity

The dimensions of organizational identity have been explored
in various ways in existing studies, offering different
perspectives on how individuals relate to their organizations.
This paper synthesizes these dimensions into a
comprehensive structure:

One-Dimensional Structure: Bartels (2006) propose a single
dimension termed "Organizational Identification." This
suggests that organizational identity is primarily
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characterized by an individual's identification with their
organization as a whole.

Two-Dimensional Structure: Wolter et al. (2022) introduces
a two-dimensional perspective, distinguishing between "Self-
Identity” and "Other Employee Identity.” In this view,
employees identify with themselves within the organization
and also with their fellow colleagues.

Two-Dimensional Structure (Alternative): Zhuang et al.
(2019) present a similar two-dimensional framework,
emphasizing the "Emotional Dimension™ and the "Evaluation
Dimension." Additionally, they include aspects such as
"Sense of Membership," "Loyalty," and "Similarity" as
important facets of organizational identity.
Three-Dimensional Structure: Several scholars, including
Venhorst et al. (2018) propose a three-dimensional structure.
These dimensions include "Cognition" (awareness of one's
relationship with the organization), "Emotion" (the emotional
bond between employees and the company), and
"Evaluation" (subjective assessments of the organization).
Four-Dimensional Structure: Zhang et al. (2022) suggest a
four-dimensional perspective. These dimensions encompass
"Cognition," "Evaluation,” "Emotion," and "Behavior." This
holistic view considers how employees not only think and
feel about their organization but also how these cognitive and
emotional aspects manifest in their actions and behaviors.
While these various dimensions provide insight into the
complexity of organizational identity, it's worth noting that
the behavioral dimension has received less attention in
existing research. In most studies, the focus has primarily
been on the cognitive, emotional, and evaluative aspects of
organizational identity. Understanding these dimensions can
help organizations gain a comprehensive understanding of
how their employees perceive and relate to the company,
which is crucial for shaping organizational culture and
fostering employee engagement.

2.2.3 Research on organizational identity

Research on organizational identity primarily focuses on
understanding the factors that influence it and the resulting
outcomes. Here are some key findings related to the impact
of organizational identity:

1. Employee Level
Psychological belonging, or the feeling of being part of the
organization, has a significantly positive effect on corporate
identity. Employees who psychologically belong to the
organization tend to have a stronger sense of identity with it
(Allen et al., 2014).

2. Leadership Level
The attitudes and behaviors of leaders within an organization
play a crucial role in shaping employees' self-perceptions and
organizational identities. A leader's positive attitude towards
employees can greatly impact their organizational identities
(Wang & Xu, 2019).

3. Outcomes of organizational identity

Employees respond positively to corporate identity, fostering
a sense of connection and commitment to the organization
(Turker, 2008). It also tends to reduce employee turnover
(Riketta, 2005). Employees who strongly identify with their
organization are more likely to exert extra effort to benefit the
company and its overall value (Turker, 2008). High levels of
organizational identification encourage employees to take
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risks to support their colleagues, ultimately benefiting the
organization (Ntontis et al., 2021). Group identity within the
organization can also have a positive effect (Gray & Wert-
Gray, 2012).

Organizational identity among employees can have a dual
impact on organizational innovation. On one hand, it can
drive innovation by motivating employees to challenge the
status quo. On the other hand, it can hinder innovation by
promoting contentment with the existing state of affairs (Luo
et al., 2019).

Understanding these dynamics of organizational identity is
crucial for organizations looking to foster a positive
workplace culture, enhance employee engagement, and drive
innovation and performance.

2.3. Organizational citizenship behavior

2.3.1 Concept of organizational citizenship behavior

The concept of Organizational Citizenship Behavior (OCB)
has evolved over time, with various scholars contributing to
its understanding:

Origin and Initial Notions: Katz first introduced the concept
of OCB, although he did not provide a specific definition.
Hanaysha (2023) expanded on this idea, defining OCB as
behaviors that stem from an employee's personal will, are not
formally recognized by the organization, and cannot be
clearly defined within the organizational structure. These
behaviors, while not mandated, contribute to the overall
strength of the organization.

Different terminology have been used interchangeably with
OCB over the years, such as layman roles, citizenship,
prosocial behaviour, and organisational spontaneity (Hong &
Zainal, 2022). While not entirely synonymous with the idea
of OCB, all of these terms pertain to spontaneous behaviours
that assist organisational development.

Here are key definitions of Organizational Citizenship
Behavior

(1) Voluntary Behavior: OCB is determined by an employee's
personal will. Employees engage in OCB voluntarily, driven
by their own motivations (Koumenta, 2015). They may
contribute to the organization to make it better, or they may
have personal interests, such as gaining recognition for career
development. In some cases, OCB can also serve as a
political tool for employees (Qalati et al., 2022).

(2) Organizational Interest: OCB is ultimately in the best
interest of the organization. Employees engaging in OCB
often do so with the expectation that it will lead to more
efficient operations within the organization. OCB is a way for
employees to help their fellow organizational members or
gain recognition for their contributions (Thomas et al., 2019).
Organizational Citizenship Behavior refers to voluntary,
extra-role behaviors exhibited by employees that benefit the
organization. These behaviors are not explicitly mandated or
regulated by the organization but can enhance its overall
effectiveness and efficiency.

2.3.2 Dimensions of organizational citizenship behavior
Organizational Citizenship Behavior (OCB) encompasses a
range of behaviors exhibited by employees that go beyond
their formal job requirements and contribute positively to the
organization. Scholars have proposed various ways to
categorize these behaviors, resulting in different dimensions
of OCB. This study provides an overview of these dimension
structures:
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One-Dimension Structure

Blake et al. (2016) identified two categories: Altruistic
behavior and obedience behavior.

Xie et al. (2022) classified OCB into organizational
citizenship behavior directed towards individuals and
organizational citizenship behavior directed towards the
organization.

While numerous theories and models of OCB exist, some
scholars have simplified the categorization into two main
dimensions: obedience and challenge. Compliant OCB
reflects cooperative and assisting behaviors, with a focus on
maintaining the status quo, while challenging OCB
emphasizes behaviors geared toward driving change and
innovation (Choi, 2007). This paper adopts a similar
framework, categorizing OCB into obedience and challenge,
while also considering the behavioral effects, leading to the
classification of static and dynamic OCB. This approach
helps avoid overlapping content in the analysis (Klettner et
al., 2014).

2.3.3 Research on organizational citizenship behavior
The relationship between organizational identity and
employees' organizational citizenship behavior (OCB) has
been studied extensively. Research by Podsakoff et al. (2014)
suggests that organizational identity does influence OCB.
Additionally, socially responsible Human Resource
Management (HRM) practices, as noted by Organ (2018),
have a positive effect on role-based employee assistance
behavior, a specific form of OCB. Organizational justice,
according to Organ (2014), can facilitate OCB among
employees.

However, it's important to note that some factors may hinder
OCB. For instance, the perception of high seniority can
hinder employees' OCB, as found by Boiral et al. (2015), and
can also have a negative impact on OCB, as suggested by
Kim (2014). Additionally, employees' positive personality
characteristics can influence their engagement in corporate
citizenship behavior.

Carpenter et al. (2014) observed that groups can impact
individual attitudes and behaviours. According to
Vipraprastha et al. (2018), groups play an important role in
encouraging self-directed behaviour, such as supporting
others and fostering collective trust, both of which are
important features of OCB.

Leadership within an organization can also impact OCB.
Purwanto et al. (2021) suggested that “"goodwill leadership™
can influence employees' OCB positively. Ethical leadership,
as highlighted by Purwanto (2022), plays a significant role in
encouraging OCB. Moreover, the level of narcissistic
personality traits in leaders can have varying effects on their
own OCB, as discovered by Khan et al. (2020).

Researchers have investigated the relationship between
workplace exclusion and employee OCB at the organisational
level, discovering a strong negative association (Nurjanah et
al., 2020). Furthermore, corporate social responsibility
awareness has been shown to improve OCB (Purwanto et al.,
2021).

2.4 Collectivism orientation

2.4.1 Concept of collectivism orientation

The concept of individualism and collectivism, as proposed
by Hofstede in 1991, has gained significant attention in
various fields, including sociology and psychology
(Polderman et al., 2015). Collectivism, in particular, has been
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shown to exert a substantial influence on human behavior
(Tyng et al., 2017). Scholars have introduced the concept of
collectivism tendency to further understand and study this
phenomenon.

Here's a breakdown of the definitions and conceptual
arrangements related to collectivism orientation by various
scholars:

Zhang & Benyoucef (2016): Collectivism is defined as the
degree to which individuals prioritize group goals
(collectivism) over individual goals (individualism).

Hsiang et al. (2013): According to Triandis, collectivism
involves individuals viewing themselves as integral parts of
acollective. In situations where individual and organizational
goals clash, collectivists prioritize organizational goals. They
conform to group norms and emphasize the needs of the
collective. Their work significance extends beyond personal
gain, aiming to achieve the organization's goals and honors.

Ashford et al. (2016): Collectivism is seen as a social
structure in which collective interests are deemed superior to
individual interests. Collectivists prioritize the overall
welfare and are willing to sacrifice personal interests for the
collective's benefit when necessary.

Collectivism, as studied by scholars, encompasses several
key aspects

Social Structure: Collectivism is a manifestation of social
structure, indicating the closeness and cohesion among
individuals within a group (Bruhn & Lowrey, 2012).

Spirit of Self-Sacrifice: Collectivism tends to involve a spirit
of self-sacrifice. Individuals with collectivist tendencies in an
organization prioritize the needs of others and the collective
over personal interests. In conflicts between individual and
group interests, collectivists prioritize  safeguarding
collective interests (Grossmann & Varnum, 2015).

Related to Feelings, Intentions, and Behaviors: Collectivist
tendencies are closely linked to individual feelings,
intentions, or actions. Individuals with collectivist tendencies
often exhibit specific intentions and behaviors that align with
the collective, even in challenging circumstances (Chadda &
Deb, 2013).

These definitions and conceptual frameworks help shed light
on the multifaceted nature of collectivism and its implications
for individual and group behavior within organizations and
society at large.

2.4.2 Relevant Research On Collectivism Orientation
Scholars have approached the concept of collectivism
orientation by dividing it into various dimensions based on
their specific research needs. Here's an overview of the
dimension divisions of collectivism orientation by different
authors:

One-Dimension Structure (Rhee et al., 2014): This approach
simplifies collectivism orientation into a single dimension.
An individual is categorized as either a collectivist or an
individualist.

Two-Dimension  Structure (Triandis, 1995): Triandis
introduced a two-dimensional approach, dividing
collectivism orientation into horizontal collectivism and
vertical collectivism. Vertical collectivism encompasses
aspects like power and achievement, while horizontal
collectivism includes fairness and mercy.

Three-Dimension Structure (Miyamoto et al., 2018): This
structure delves into beliefs, values, and codes of conduct to
understand collectivism orientation.
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Four-Dimension  Structure (Triandis, 1995): Triandis
expanded the framework to four dimensions by considering
how individuals in a team view themselves. This
categorization results in vertical collectivism, vertical
individualism, horizontal collectivism, and horizontal
individualism, each with eight entries.

In empirical analysis, many scholars often measure
collectivism orientation as a single-dimensional concept,
following Hofstede's (1980) approach. They use
questionnaires with multiple questions to collect data from
subjects, treating collectivism orientation as a unified
concept. In this method, subjects are positioned along a
spectrum between the poles of individualism and
collectivism, reflecting their degree of orientation towards
one or the other (Yu et al., 2021).

These different dimension structures provide researchers
with flexibility in studying collectivism orientation, allowing
them to choose the most suitable approach based on their
research objectives and hypotheses.

3. Research design

The research design for this study primarily involved the use
of a questionnaire survey to collect data. Here is an overview
of the questionnaire design, selection of scales, and data
collection process:

3.1. Design

3.1.1. Questionnaire Design

The questionnaire consisted of two parts

1. Basic information about the participants.

2. Scales for the four variables studied: Social
Responsibility-Oriented Human Resource Management,
Organisational Identity, Organisational Citizenship
Behaviour, and Collectivism Orientation.

The Likert scale, ranging from "1" for "total nonconformity"
to "5" for "complete conformity," was used for measurement.

3.1.2. Selection of Scales

Human Resource Management Scale for Social

Responsibility: Shen and Zhu (2011) © created it, which

includes three dimensions and a total of 13 items:

1. Human resources management in compliance with the
law.

2. Management of human resources with an emphasis on
employees.

3. Promoting Human Resources Management for General
Social Responsibility.

Organizational Identity Scale: This widely-used and

authoritative scale was compiled by Mael and Ashforth

(1992). It is a single-dimensional scale with six items.

Organizational Citizenship Behavior Scale: The scale for

measuring organizational citizenship  behavior was

developed by Indarti et al. (2017). It included two

dimensions:

1. Challenging Organizational Citizenship.

2. Compliant Organizational Citizenship, comprising a
total of 11 items.

3.1.3. Data Collection

The questionnaire procedure was utilised for data collection.
The author distributed electronic questionnaires to family
members, acquaintances, and classmates, and requested that
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respondents share the survey with their social networks.

The survey targeted employees from various enterprises,
institutions, or other organizations. Over a period of more
than two months, a total of 475 questionnaires were collected.
The collected questionnaires were then screened based on
specific criteria, resulting in 372 valid questionnaires and an
overall effective rate of 78.32%.

This research design allowed for the comprehensive
investigation of the chosen variables and their relationships
within the study population.

3.2. Research Assumptions

3.2.1. The Influence of Socially Responsible Human
Resource Management on Employee Organisational
Citizenship

Social identity theory posits that individuals tend to seek and
perceive members of groups that enhance their self-esteem
and self-perception (Tajfel and Turner, 2004). When a person
belongs to a group with positive characteristics, such as
higher social status or organizational prestige, they are
inclined to maintain and enhance their membership in that
group to boost their self-esteem and self-concept (Bombiak
& Marciniuk-Kluska, 2019). Social responsibility-oriented
human resource management (HRM) aligns with societal
expectations of legal compliance, ethics, and corporate
image. Implementing social responsibility-oriented HRM can
lead to employees generating more value for the company,
especially in  organizations that exhibit positive
characteristics relative to others. In such companies (Liu,
2018).

Two factors motivate employees to maintain high self-esteem
and a positive self-concept, according to Zhou and Zheng
(2023): the desire to reduce identity uncertainty and the
aspiration to enhance their status. On one hand, when
companies implement social responsibility-oriented HRM
practises, employees develop higher self-esteem and a more
positive self-concept. To reduce identity uncertainty,
employees have a tendency to maintain self-esteem and a
positive self-concept, thereby strengthening their sense of
group membership within the organisation.

They achieve this by strengthening their perceptions of
organizational membership, enhancing organizational self-
esteem, and engaging in organizational citizenship behavior.
These attitudes and behaviors heighten employees’ "sense of
existence” within the organization, thereby reducing
perceived uncertainty regarding their group membership. On
the other hand, employees are motivated to elevate their
status and become part of higher-status groups. In employees'
subjective evaluations, businesses that implement social
responsibility-oriented HRM practices exhibit positive
characteristics, positioning them favorably in terms of legal
and moral attributes. This aligns with employees'
expectations of organizations, satisfying their motivation to
become members of high-ranking groups. Consequently, this
leads to positive emotions, which, in turn, result in more
favorable attitudes and behaviors, including organizational
citizenship behavior (Cohen, 2014).

Based on these observations, the study proposes Hypothesis
1:  Social responsibility-oriented  human  resource
management has a positive impact on employees'
organizational citizenship behavior.
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3.2.2. The Impact of Social Responsibility Oriented
Human Resource Management On Organizational
Identity

Golja (2012) introduced the concept of social identity, which,
when applied to organizations, refers to organizational
identity. Organizational identity is the perception employees
have of themselves in relation to the organization. It involves
asense of belonging and identity with the organization. When
individuals categorize people, objects, and entities in the
external world, they consciously recognize the distinctions
between different companies. Employees attribute
themselves to their company and take pride in the positive
reputation it enjoys. In this context, employees engage in
social categorization, where they classify their own company
as an in-group and other companies as out-groups. When a
company implements socially responsible human resource
management (SRHRM), employees can perceive its positive
attributes. Consequently, employees tend to emphasize the
differences between groups, with internal groups being
viewed as superior in implementing SRHRM. This results in
positive self-evaluations, higher self-esteem, and a stronger
identification with the organisation; employees identify with
the organisation to which they belong.

The human resource management practises of an organisation
have a significant effect on its employees (Albrecht et al.,
2015). Since SRHRM is fundamentally a human resource
management activity, it has an impact on employees as well.
Drawing from the research by Ahmad (2015)., organizational
identity derives from three sources: organizational
reputation, organizational commendation, and conceptual
identity, all of which influence employees' organizational
identity. According to social identity theory, social groups
attribute positive or negative value connotations to
individuals, influencing their identification with the group
(Kramar, 2014). Companies that implement SRHRM tend to
excel in safeguarding employee rights, promoting employee
development, and caring for employees and their families. In
such organizations, employees receive comprehensive care
and recognition, leading to positive value connotations from
the company, which, in turn, enhances their identification
with the organization. In order to build a good self-concept
and raise self-esteem, people also frequently group
themselves with like-minded people (Stone et al., 2015). The
company's devotion to moral principles improves its standing
and public perception, which raises employees' self-esteem
within the company and deepens their affinity with it. Human
resource management that is focused on social responsibility
reflects a business philosophy that emphasises accountability
to stakeholders, including employees, communities, the
environment, and other stakeholders.

It imposes higher standards of ethics on organizational
management, establishing a favorable image and garnering a
positive social reputation, thus enhancing organizational
identity (Al Khajeh, 2018).

Based on these findings, the study puts out Hypothesis 2,
which states that social responsibility-focused human
resource management enhances organisational identity.

3.23. The Impact of Organizational
Organizational Citizenship Behavior

According to Chang et al. (2019), once people have a social
identify with a certain group, they frequently have an innate

Identity on
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propensity to belong to that group. Individuals also have a
tendency to back the group they connect with. Employees’
understanding of their organisational membership deepens as
they grow in organisational identification. They behave and
make judgements in accordance with their organisational
affiliation, going above and above to support the success of
the organisation. The interests of the company are actively
promoted, supported, and protected by the employees.
Additionally, the adoption of social responsibility-oriented
human resource management (SRHRM) promotes a
favourable ethical climate within the business. Employees at
these organisations uphold the corporate code of conduct and
behave in an ethically sound manner, thus promoting
organisational citizenship.

Altruistic behaviour among group members is significantly
influenced by organisational identity. Strong organisational
identification causes depersonalization in workers because
they identify so deeply with the company (Azizollah et al.,
2014). These staff members actively participate in charitable
deeds and keep a positive outlook on the company.
According to Van Dick et al. (2006), people who have a
strong sense of organisational identity are more inclined to
act in ways that support those goals. To protect the interests
of the organisation and increase its value, they voluntarily go
above and beyond what is required of them in their roles.
Organisational citizenship behaviour is the practise of acting
in ways that go above and beyond one's assigned
responsibilities to advance organisational development.

The strengthening of employees' organizational identity
serves as a catalyst for stimulating their organizational
citizenship behavior. As employees increasingly identify
with the organization, they also come to appreciate and
endorse the SRHRM practices and values conveyed by the
organization. As a result, they show greater loyalty to the
company. Highly devoted workers are more aware of the
needs of the company and more likely to go above and
beyond to meet those needs. The success of organisations
nowadays depends on factors such as workers' organisational
citizenship behaviour that add value to the company outside
of the official structure. Loyal workers are more likely to
exhibit organisational citizenship behaviour to advance the
development of the company and contribute to its expansion.
Based on these observations, the study proposes Hypothesis
3: Organizational identity has a positive impact on
organizational citizenship behavior.

3.2.4. Mediating Role of Organizational ldentity
Employees are motivated to take risks and actively engage in
corporate citizenship behaviours by a variety of factors in
addition to the responsibilities of their jobs. According to the
social identity theory, when organisations employ practises
for social responsibility-oriented human  resource
management (SRHRM), their reputation and standing in
society are enhanced. Employees can improve their
organisational identity, gain greater respect and recognition,
and build a positive self-concept in such workplaces.
Employees who have a strong organisational identity tend to
identify strongly with the business and are aware of the
advantages and career prospects it provides. They are willing
to contribute significantly to the organization's success and
uphold a high level of commitment to it. They actively carry
out their work duties and exhibit organisational citizenship
behaviours that advance the goals and development of the
organisation.
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How incentive systems for corporate social responsibility
affect corporate citizenship behaviour has been a growing
area of academic study. According to Huang and Wang
(2016), a company's organisational citizenship behaviour is
favourably influenced by its social duty to its employees.
Using a multi-level analysis approach, Wu et al. (2016)
discovered that, at the organisational level, socially
responsible human resource management significantly
affects employees' job performance and their engagement in
external assistance behaviours, which is mediated by
individual organisational identification.

Hypothesis 4 proposes, based on this body of research that
organisational identity acts as a moderator between human
resource management practises and corporate citizenship
behaviour within the organisation. In other words,
implementing social responsibility-oriented human resource
management strengthens organisational identity, which
influences and mediates workers' participation in corporate
citizenship behaviours.

3.2.5. The Regulating Role of Collectivism Orientation
Collectivism orientation exerts a significant influence on
employees' attitudes and behaviors, as documented in
previous research (Buil et al., 2016). In this study,
collectivism orientation is used as a moderating variable to
investigate whether it plays a role in shaping employee
organizational citizenship behavior. Collectivism orientation
is defined as a social structure reflecting the inclination of
group members to closely associate themselves with the
group.

Employees with low collectivism orientation tend to
prioritize their individual interests, and their behavior is
primarily driven by personal preferences (Organ, 2018).
Conversely, highly collectivist individuals attach greater
significance to the social units they belong to, such as family,
community, or workplace (Luu, 2017).

On the other hand, highly collectivist-oriented employees
identify more closely with the organization, emphasizing
their group membership. In this context, depersonalization
becomes more pronounced, as employees prefer to align their
behavior with the typical norms exhibited by organizational
members in order to advance the organization's interests.
They hold themselves to higher standards, particularly in
areas that contribute to the efficient functioning of the
organization. They willingly engage in altruistic behaviors
beneficial to the organization, even when such behaviors are
not formally mandated by the organization, thereby
exhibiting organizational citizenship.

In summary, corporate social responsibility-oriented human
resource management practices create specific organizational
norms within the company. As employees develop a strong
sense of organizational identity, their group membership
within the organization becomes more prominent.
Consequently, collectivism orientation regulates employees'
behavioral decisions in line with these organizational norms
and group affiliations.

This leads to Hypothesis 5, which states that collectivism
orientation has a positive moderating influence between
socially responsible human resource management and
organisational citizenship behaviour. In addition, Hypothesis
6 proposes that collectivism orientation has a positive
moderating effect on organisational identity and
organisational citizenship behaviour.
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3.3. Descriptive Statistical Analysis

In this study, we employed SPSS 25.0 software to conduct a
descriptive analysis of our sample's demographic structure.
In terms of gender, our sample consisted of 44.1% men and
55.9% women, indicating a slightly higher representation of
women. Regarding participants' tenure in their current
organizations, 135 employees (36.3%) reported working for
1-3 years, while 23.9% had been with their organizations for
3-5 years, and 22.8% had less than 1 year of experience.
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Additionally, 24 participants (6.5% of the total sample) had a
tenure of over 10 years, suggesting a wide distribution of
working years within our sample, enhancing its
representativeness. When examining job positions, nearly
half of the participants were in general staff roles (47.8%),
while the number of senior managers was the smallest,
accounting for 11.0%. This distribution aligns with the
expected pattern of fewer individuals holding higher-level
job positions.

Table 1: Statistics of variable structure of effective samples

Statistical variables category frequency | Proportion %
Male led 44.1
Gender
Female 208 55.9
Ordinary staff 178 47.8
. Grass roots managers 102 27.4
Position - =

Middle managers 51 13.7
Senior management 41 11.0
Under 1 Year 85 22.8
1-3 Years 135 36.3
Working Years 3-5 Years 89 23.9
5-10 Years 39 10.5

Over 10 Years 24 6.5

4. Hypothesis Testing and Findings

In this research, gender's impact on each major variable was
assessed using independent sample T-tests, while
demographic variables other than gender were analyzed using
one-way ANOVA. When conducting one-way ANOVA,
descriptive statistics were calculated to determine the mean
and standard deviation of the demographic variables.
Additionally, a variance homogeneity test was performed to
assess the equality of variances among different groups.

4.1 Varibles
4.1.1 Gender Impact on Main Variables

Subsequently, F-statistics results were examined. Following
this, post hoc comparisons were conducted to explore the
specific effects of each defined group on the major variables
within each demographic variable category. Multiple
comparisons were carried out using established methods like
the Scheffe and Tamhane techniques. The findings of these
multiple comparisons were then succinctly summarized in
tabular form for ease of interpretation and reference.

Table 2: Gender Impact on Main Variables

, Standard
Test variables; Gender; N: | Mean; o T wvalue
deviation;
Social Responsibility Oriented Human 164 | 3.759 1.03 0331
Resource Management Female 208 | 3.726 0.907 '
S Male 164 | 4.232 0.503
Organizational identification 2.5606*
" Female 208 | 4.084 0.605
o L Male 164 | 3.717 1.052 | 0.205%+
Organizational Citizenship
- Female 208 3.090 0.875 *
N o Male 164 | 4.058 | 0.779
Collectivism Orientation 0.516
Female 208 | 4.019 0.666

Note: * Significant at 0.05 level (double o tail).

As shown in Table 2, gender exhibits a significant influence
on organizational identity and organizational citizenship
behavior, while it does not significantly impact social
responsibility-oriented human resources management and

collectivism-oriented variables. Specifically, men tend to
have a significantly higher level of organizational identity
compared to women. This difference might be attributed to
the owerall workplace dynamics where women may
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experience less recognition and appreciation than their male
counterparts. Furthermore, the data indicates that men exhibit
a higher degree of organizational citizenship behavior than
women. This could be due to men being more actively

4.1.2 Impact of Working Years on Main Variables
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engaged in their work, possessing a better understanding of
organizational needs, and taking proactive steps to fulfill
them.

Table 3: Effect of Working Years on Main Variables

Post-Compar | Post-Comparis
Test standard Levene One-way
Work life N mean value isons Scheffe ons Tamhane
Variables deviation Statistic ANOVAF
Method Method
Social Less than 1 vear
85 3.602 1.058
Responsibi (A)
lity 1-3 years (B) 135 3.793 0.83
Oriented 3-3 years (C) g0 3.638 1.005
6.318%=* 2.097 NS, N.S.
Human 5-10 years (D) 39 3.828 0.893
Resource
More than 10
Manageme 24 4.17 0.762
years (E)
nt
Less than 1 year
85 4.124 0.582
e (A)
organizatio
1-3 years (B) 135 4.101 0.63
nal
3-5 years (C) g9 4.18 0.505 2.816* 0.876 N.S. N.S.
identificati
3-10 years (D) 39 4.209 0.501
on
More than 10
24 4.299 0.442
years (E)
Less than 1 year
85 3.847 0.767
(&)
organizatio
1-3 years (B) 135 3.722 0.888
nal
3-5 years (C) g9 3.6 10.93 6.230%+* 1.279 N.S. N.S.
identificati
5-10 years (D) 39 3.748 1.029
on
More than 10
24 3428 121
years (E)
Less than 1 year
85 7.062 0.68
(&)
Collectivis
1-3 years (B) 135 3.017 0.795
m C=B
3-5 years (C) g9 4.163 0.623 6.675%+* 2.546*
Orientatio D=B
5-10 years (D) 39 4.205 0.324
n
More than 10
24 3.875 1.022
years (E)

Note: *¥** ** * are significant at 0.001, 0.01 and 0.05 levels (double tail).

As presented in Table 3, the impact of working years on
social responsibility-oriented human resources management,
organizational identity, and organizational citizenship
behavior does not exhibit significant differences. However,
there is a notable difference in the case of collectivism
orientation. Specifically, employees who have worked in our
unit for 3-5 years and 5-10 years tend to demonstrate higher

levels of collectivism orientation compared to those with 1-3
years of experience in our unit. This variation may be
attributed to the fact that individuals with 3-5 years and 5-10
years of tenure have developed deeper emotional connections
with the organization and place a greater emphasis on the
overall development of the organization than their
counterparts with 1-3 years of experience.
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4.1.3 Impact of Job Positions on Key Variables
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Table 4: Impact of Job Positions on Key Variables

mean standard Levene One-way Post-Comparisons Post-Comparisons
Test Variables Work life N
value | deviation | Statistic | ANOVAF | Scheffe Method | TamhaneMethod
Ordinary employees 178 362 0.878
Social Responsibilit
Grass-roots
Oriented Human 102 3.969 0.833 B=A B=A
managers 7.844%x* 2.977*
Resource
Middle managers 51 3.679 1.197
Management
Senior Management 41 3.769 1.159
Ordinary employees 178 3.007 0.658 BxA B-A
Grass-roots
organizational 102 4222 0.461 C=A C=A
managers 16.376%** | 9.861%**
identification
Middle managers 51 4.346 0.286 D=A D=A
Senior Management 41 4.382 0.451
Ordinary employees 178 3.655 0.828
Grass-roots
organizational 102 3.020 0.873
managers 127814 2.862* NS, NS
identification
Middle managers 51 3.528 1.215
Senior Management 41 3.588 1.214
Ordinary employees 178 3.003 0.699
Grass-roots
Collectivism 102 4.135 0.572
. managers 1.910 1.146 NS, NS
Orientation
Middle managers 51 4.069 0.840
Senior Management 41 3.039 0.925

Note: *###_#* * are significant at 0.001, 0.01 and 0.05 levels (double tail).

Table 4 shows how job positions affect the primary variables.
Significant disparities exist between job positions in terms of
social responsibility-oriented human resource management
and organisational identity. In particular, grassroots
managers had significantly higher perceptions of socially
responsible human resource management than ordinary
employees. This distinction may be attributed to grassroots
managers' more complete and in-depth grasp of the
organization's human resource management practises as a
result of their roles. Furthermore, grassroots managers,
middle managers, and senior managers have a stronger
organisational identity than ordinary employees, probably
because managers have a higher rank and are more respected

within the organisation.

4.2. Reliability and validity analysis

4.2.1. Reliability Analysis

The consistency and stability of measuring results are
referred to as reliability. Cronbach's coefficient is a regularly
used criterion in academic research to determine the
reliability of a scale. A score more than 0.7 is generally
deemed satisfactory, whereas a value less than 0.7 indicates
that the reliability may be insufficient.

In this study, the reliability of each variable was analyzed
using SPSS25.0 software, and the results are presented in
Table 5.

Table 5: Reliability Test of Each Scale

Variable Number of items | Cronbach's o coefficient
Social Responsibility Oriented Human Resource
13 0.956
Management
Organizational Identity 6 0.766
Organizational Citizenship 11 0.957
Collectivism Orientation 4 0.824

Table 5 reveals that the Cronbach's alpha coefficient for
social responsibility human resource management is 0.956,
indicating high credibility and reliability. Similarly,
organizational citizenship behavior demonstrates strong
reliability with a Cronbach's alpha of 0.957, exceeding the 0.9
threshold and signifying excellent reliability. The
collectivism variable also maintains good credibility with a
Cronbach factor of 0.824.

These findings affirm that the four variables in corporate
social responsibility-oriented human resource management
exhibit high reliability, aligning with the standards typically
observed in reliability tests within the field of business
management research.

4.2.2 Validity Analysis

Scale validity is essential for ensuring measurement
accuracy. This study evaluates the validity of content,
convergence, and discrimination.

1. Content Validity: This study utilizes well-established
scales for measuring major variables. These scales have a
strong track record of usage in academic research and have
been repeatedly validated by scholars, establishing their
robust content validity.

2. Convergence Validity: To assess convergence validity,
Mplus 7.0 software is employed to conduct a confirmatory
factor analysis (CFA). The assessment criteria include:
Factor Loadings: Factor loadings exceeding 0.7 indicate a
robust relationship between items and their intended
constructs, affirming effective convergence.

Average Variance Extracted (AVE): An AVE surpassing 0.5
indicates that over 50% of the variance in observed variables
is explained by their underlying constructs, demonstrating
effective convergence.

Composite Reliability (CR): A CR greater than 0.7 signifies
that the observed variables reliably measure the underlying
construct, supporting convergent validity.
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Correlations Between Constructs: Construct correlations
should be moderate, indicating distinct yet related constructs.
The evaluation of model fit and convergence validity in this
study is based on several key indicators:

A. y2/df: This index assesses the goodness of fit, where a
value less than 3 is considered indicative of good model fit,
while values between 3 and 5 are generally acceptable.

B. RMSEA and SRMR: These two indicators examine model
fit. Values less than 0.08 for both RMSEA and SRMR
suggest a well-fitting model.
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C. CFI and TLI: The Comparative Fit Index (CFI) and
Tucker-Lewis Index (TLI) assess model fit. Values greater
than 0.8 indicate acceptable model fit, while values
exceeding 0.9 indicate even better model fit.

For convergence validity, the factor loading values for each
item of a variable should surpass 0.5, affirming the strength
of the relationship between observed variables and their
underlying constructs. You can refer to the inspection results
in Table 5 for a comprehensive evaluation of these indicators.

Table 6: Convergence Validity Test Results

) ) Factor load
Model X - df | X ~df | RMSEA | CFI | TLI | SRMR
range

Social Responsibility Oriented
254528 | 65| 3.92 0.089 | 0.951 | 0.941 | 0.033 | 0.717~0.844

Human Resource Management
organizational identification 14.656 | 9 1.63 0.041 0.987 | 0.979 | 0.024 | 0.603~0.731
Organizational Citizenship 196.168 | 44 | 4.46 0.096 | 0.957 | 0.946 | 0.029 | 0.796~0.851
Collectivism Orientation 5.498 2 2.75 0.069 |0.993 | 0.98 | 0.015 |0.787~0.842

Table 6 provides an overview of the convergence validity
results for the major variables. Organizational identity and
collectivism orientation demonstrate good convergence
validity, with all indicators meeting the requirements
effectively.

However, for social responsibility-oriented human resource
management, the y2/df ratio is 3.92, slightly exceeding the
desired threshold of 3. Additionally, the RMSEA value is
slightly above 0.08. Nevertheless, other indicators exhibit
satisfactory results, and the factor loadings for each item are
greater than 0.717.

Regarding organizational citizenship behavior, the y2/df ratio

is 4.46, and the RMSEA value is 0.096. Despite these slight
deviations, other indicators display strong results, with factor
loadings for each item exceeding 0.796. Consequently, the
convergence efficiency for this variable is deemed
acceptable. In summary, the variables in this study generally
demonstrate good convergence validity.

Discriminant validity is assessed through confirmatory factor
analysis using Mplus 7.0 software. Variables are organized
based on different factor structures, and the best factor
structure is determined through the test results. You can refer
to the detailed inspection results in Table 6 for further
insights.

Table 7: Distinguishing ViMiry Test Results

Model Factor Structure x’ af | x 3/5&' RMSEA | CFI | TLI | SRMR
Four-factor | SRHRM. OI. OCB. COLL | 1226.888 | 521 | 2.35 0.06 0.92 | 0.913 | 0.05
Three-factor | SRHRM+OI, OCB, COLL | 1655.246 | 524 | 3.16 0.076 | 0.871 | 0.862 | 0.077
Three-factor | SRHRM. OI+OCB. COLL | 1678.973 | 524 | 3.2 0.077 | 0.868 | 0.859 | 0.081
Three-factor | SRHRM. OI. OCB+COLL | 1696.955 | 524 | 3.24 0.078 | 0.866 | 0.857 | 0.072
Two-factor SRHRM+OI+OCB, COLL | 4824.765 | 526 | 9.17 0.148 0.51 | 0.478 | 0.195
Two-factor SRHRM, OI+OCB+COLL | 2128.845 | 526 | 4.05 0.091 0.817 | 0.805 | 0.094
One-factor SRHRM+OI+0OCB+COLL 531147 | 527 | 10.08 0.156 | 0.455 | 0.42 0.2

Table 7 reveals that among the tested factor models, only the
four-factor model satisfies the criteria for discriminant
validity, and it outperforms other models. This indicates that
the validity of the variables in your study is robust and aligns
with the proposed factor structure.

4.3 Hypothesis Testing

A. Regression coefficient B and corresponding P value:
You're correctly using the p-value to assess the
significance of your regression coefficients, and you've
specified common significance levels (0.1%, 1%, and
5%) to determine the confidence level.

R2 and AR2: R2 is a crucial measure of how well your
regression equation explains the variance in the
dependent variable, and AR2 is used to assess whether
adding additional independent variables improves the

model's explanatory power.

C. F value and corresponding P value: You're correctly
using the F-test to evaluate the overall significance of
your regression model, with a significant p-value
indicating the model's validity.

By employing these statistical methods and criteria, you'll be
able to rigorously analyze the relationships between your
variables and assess the overall fit and explanatory power of
your regression models. This approach will provide a robust
foundation for drawing conclusions from your research.

4.3.1. Regression analysis on the relationship between
corporate employees

This research uses the hierarchical regression method. Model
1 is the control variable, and the second is model 2.
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Table 8: Regression Analysis Results of Social Responsibility-Oriented Human Resource Management on Organizational Citizenship

Behavior
Organizational Citizenship
Variable
Model I Model II
Gender 0.007 0.009
Working Years -0.114%* -0.132%*
Position -0.042 -0.046
Social Responsibility Oriented Human Resource Management 0.245%**
R? 0.037 0.096
AR? 0.059
F 2.358* 5.540%k*

Note: *** ** * are significant at 0.001. 0.01 and 0.05 levels (double tail).

From the analysis of Table 8, several important findings
emerge:

Control Variables (Model 1)

Among the control variables, "working years" is notably
significant in its impact on corporate citizenship behavior
within enterprises, explaining 3.7% of the variance.

Social Responsibility-Oriented HRM (Model 2)

In Model 2, which introduces corporate social responsibility-
oriented human resource management (HRM) as an
independent variable, it is evident that this HRM approach
has a significant positive effect on corporate citizenship
behavior ($=0.245, P<0.001).

The regression equation in Model 2 explains 9.6% of the
variance in corporate citizenship behavior, which is an

improvement of 5.9 percentage points compared to Model 1.
These results demonstrate that corporate social
responsibility-based human resource management has a
substantial and positive impact on corporate citizenship
behavior within organizations. The finding suggests that
organizations that adopt HRM practices focused on social
responsibility are more likely to see enhanced corporate
citizenship behavior among their employees.

4.3.2 Regression Analysis of the Positioning of HRM
Corporate Social Responsibility

Moreover, this study employs two distinct variables, namely
corporate social responsibility and corporate identity. Mode
3 adds only control variables, whereas Mode 4 adds human
resource management based on social responsibility. The
outcomes are displayed in Table 8.

Table 9: Return Analysis Results of Social Responsibility-Oriented Human Resource Management on Organizational Identity

Organizational Citizenship

Variable
Model I Model IV
Gender 0.085 0.087
Working Years -0.036 -0.049
Position 0.188%** 0.186%**
Social Responsibility Oriented Human Resource Management 0.185%**
R? 0.116 0.150
AR? 0.034
F 7.981%** 9.156%+**

Note: *** ** * are significant at 0.001, 0.01 and 0.05 levels (double tail).

In Model 3, the control variable "working years"
demonstrates a significant impact on organizational identity
within the company.

Model 4 introduces corporate social responsibility-based
human resource management (CSR-HRM) as an independent
variable and reveals that it has a significant positive effect on
employees' organizational identity (3=0.185, p<0.001).
Compared to Model 3, Model 4 provides a better explanatory
power for organizational identity, with an increase of 3.4
percentage points, reaching a total of 15%. This result

supports Hypothesis 2 (H2), confirming that CSR-based
HRM positively influences employees' organizational
identity.

4.3.3 Regression Analysis of Organizational Identity On
Organizational Citizenship Behavior

In the analysis of the effect of organisational identity on
organisational citizenship behaviour, the dependent variable
is organisational citizenship behaviour and two sets of
models are developed.
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Table 10: Regression Analysis Results of Organizational Identity on Organizational Citizenship Behavior

Organizational Citizenship

Variable
Model V Model VI
Gender 0.007 -0.008
Working Years -0.114% -0.108*
Position -0.042 -0.074
Organizational Identification 0.170%*
R? 0.037 0.063
AR?2 0.026
F 2.358% 3.485%**

Note: *#%, ** * are gignificant at 0.001, 0.01 and 0.05 levels (double tail).

In Table 10, the F value is prominent within the model,
indicating its suitability for analysis. Model 5 demonstrates
the influence of employees' years of service on their
organizational citizenship behavior. When organizational
identity is introduced in Model 6, it becomes evident that

4.3.4 Mediating Effect of Organizational ldentity

their years of service significantly impact organizational
citizenship behavior in a positive manner (f=0.170, P<0.01).
Model 6 exhibits an explanatory power of 6.3%, an
improvement over the 2.6% explanatory power of Model 5.
This confirms H3.

Table 11: Mediating Effect Test Results of Organizational Identity

Organizational Citizenship

Variable
Model VII Model VIII Model IX
Gender 0.009 -0.002
Working Years -0.049 -0.132% -0.126%
Position 0.186%*+* -0.046 -0.069
Social Responsibility Oriented
0.185%#* 0.245%%* 0.222%%%
Human Resource Management
Organizational Identification 0.124*
R’ 0.096 0.109
AR? 0.013
F 0.156%+* 5.540%%* 5.573%%%

As shown in Table 11, the F-values for each model are
significant, and the regression coefficients have been tested
accordingly. The three stages outlined below are:

Independent Variables and the Mediator Variable:

In Model 7, the introduction of social responsibility-oriented
HRM lead to a regression analysis on organisational
identification, the mediator variable. Socially responsible
HRM was found to have a significant positive effect on

organisational identification (3 =0.185, P<0.001).

Examination of Independent Variables on Dependent
Variables

This research considers corporate social responsibility-based
human resource management as the core and examines its
influence on corporate citizenship behavior as the dependent
variable. In Model 8, it is evident that social responsibility-
oriented HRM has a significant impact (e.g., 3 =0.245,
P<0.001).

Analysis of the Relationship between Independent Variables
and Mediator Variables:

In Model 9, organizational identity is shown to have a
significant positive impact on organizational citizenship

behavior (8 =0.124, P<0.05). Although the effect of social
responsibility-oriented HRM on organizational identity
remains significant (/3=0.222, P<0.001), its impact
diminishes. The R2 value increases from 9.6% to 10.9%,
indicating that the regression equation provides a better
explanation for the dependent variable.

In conclusion, this study suggests the presence of a mediating
effect between corporate social responsibility-oriented
human resource management and corporate citizenship
behavior through organizational identity.

To further validate the mediating effect of organisational
identity, we investigated its indirect effect using Mplus 7.0.
The testing criterion is as follows: if the indirect effect of the
mediating variable does not contain 0 within the acceptable
credible range, then the mediating variable clearly
demonstrates a mediating effect. The results indicate that the
indirect effect of CSR-oriented human resource management
on corporate citizenship behaviour via organisational
identification is 0.025, with a standard deviation of 0.011.
The confidence interval (CI) for 95% ranges from 0.006 to
0.053. This lends credence to the existence of a mediating
effect.
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4.3.5. The Regulating Role of Collectivism Orientation

Table 12: Testing Results of Collectivist-Oriented Adjustment

Organizational Citizenship

Variable
Model X Model XI Model XII  Model XIII  Model X IV
Gender 0.007 0.009 0.009 -0.001 -0.004
Working Years -0.114* -0.130% -0.131% -0.112% -0.105%
Position -0.042 -0.034 -0.034 -0.048 -0.041

Social Responsibility Oriented

Human Resource Management

0.208%+* 0.205%#*

Organizational Identification 0.096 0.109*
Collectivism Orientation 0.266%+* 0.268%#* 0.272%#* 0.183%*
Social Responsibility Orientation
Human Resource Management + 0.012
Collectivism Orientation
Organizational Tdentification+
Collectivism Oricntati 0.168%*
Collectivism Orientation
R? 0.037 0.164 0.164 0.130 0.149
AR? 0.127 0.000 0.093 0.019
F 2.358% 8.803 %%+ 7.800%** 6.766%++* 7.032%%%

Note: ¥** ** * are significant at 0.001, 0.01 and 0.05 levels (double tail).

Table 12 demonstrates that both corporate-oriented and
collectivist-oriented HR have positive effects on corporate
citizenship  behaviour (B=0.266, P<0.001; p=0.219,
P<0.001). Model 12 reveals, however, that the interaction
between these two variables is not significant (= 0.012, P >
0.05). Consequently, Hypothesis 5 has not been supported.
Model 14 demonstrates that organisational identity,
collectivist orientation, and their interaction positively
influence organisational citizenship behaviour (f=0.109,
P<0.05; p=0.183, P<0.01; B=0.168, P<0.01). Thus,
collectivism orientation moderates the relationship between
organisational identity and organisational citizenship
behaviour substantially, confirming Hypothesis 6.

In order to clarify the moderating influence of collectivism
orientation, Figure 4-1 presents a moderation effect diagram.
When collectivism orientation is low, the slope of the
influence of organisational identity on organisational
citizenship behaviour is negative. When collectivism
orientation is high, organisational identity exerts a positive
influence on organisational citizenship behaviour. This
indicates that alterations in collectivism orientation modify
the effect of organisational identity on organisational
citizenship behaviour. Therefore, collectivism orientation
moderates positively the effect of organisational identity on
organisational citizenship behaviour.

ollectivis

v
.

Low (

La- [ Low Collectivism Orientation
' >— High Collectivism Orientation
= 4.2
4.0

b—— N

3.0 T
Low organizational identity

(rganizational Citizenship Behavior

T
High organizational identity

Figl

4.4. Result of research

The findings indicate that there is no correlation between
socially responsible human resource management and
corporate citizenship behaviour. This suggests that social
responsibility has little effect on the corporate citizenship
behaviour of organisations, regardless of the degree of
collectivism of their employees. This study offers numerous

insights:

1. Collective Guidance and Conflict of Interests: Numerous
academics argue that collective guidance has a
significant impact on individual behaviour, particularly
when there is a conflict between individual and group
interests. Those with a strong sense of collectivism
prioritise the collective welfare over their own interests,
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whereas those with a weaker sense of collectivism are
more self-centered. This demonstrates the effect of
collective regulation on individual actions. When there
is no conflict between individual and group interests,
however, the collective supervisory effect is diminished.

2. Impact of Socially Responsible Human Resource
Management: This research proposes that socially
responsible human resource management can affect
employees' organisational citizenship behaviour. This
effect works by enhancing employees' self-esteem and
self-awareness through mechanisms. Individuals are
driven to "reduce uncertainty of identity" by developing
their relationship with the organisation, keeping high
self-esteem, and having a positive self-concept. This
motive motivates them to practise organisational
citizenship. Notably, there are no conflicts of interest
between the employee and the corporation in this
behaviour.

3. Organisational Identity's Role: Organisational identity is
critical in encouraging organisational citizenship
behaviour. It inspires employees to support the
organisation, promotes altruism, and increases loyalty.
In this process, employees often encounter conflicts
between their individual interests and the organization's
interests, highlighting the collective regulatory function.
For example, employees who identify strongly with their
organization are more likely to engage in organizational
citizenship behavior to protect their collective interests.
Conversely, employees with lower collectivism
tendencies may prioritize their individual interests,
preferences, and needs over exhibiting organizational
citizenship behavior. Therefore, collectivism tendencies
can effectively regulate corporate citizenship behavior
through the mediation of organizational identity.

5. Conclusion

This research proposes a theoretical framework based on
social identity theory to examine employee behaviour after
methodically examining many areas of human resource
management,  organisational  identity, organisational
citizenship behaviour, and collectivism. The following key
findings fromthe study's empirical analysis are listed in Table
5-1:

Summary of Hypothesis Testing Results (Table 5-1)
Hypothesis 1: Supported

Hypothesis 2: Supported

Hypothesis 3: Supported

Hypothesis 4: Partially Supported

Hypothesis 5: Not Supported

Hypothesis 6: Supported

5.1.1 The Role of HRM in Enterprise Organization:

A more favourable social appraisal and better conformity
with public expectations are linked to the adoption of a
human resource management model that emphasises social
responsibility. Employees who work for organisations that
use this strategy typically have higher levels of self-
confidence and self-esteem. Employees frequently engage in
more corporate-related civic behaviours to strengthen their
group membership status or boost their self-identity in order
to preserve their self-esteem and positive self-concept.
Employees also take pride in the organization's dedication to
social responsibility through human resources management.

www.allmultidisciplinaryjournal.com

The effects of CSR-based human resource management on
corporate citizenship behaviour are supported by empirical
data.

5.1.2. The Role of HRM in the Enterprise

Companies that practise socially responsible human resource
management not only follow the rules and regulations that
control employee rights and interests, but they also genuinely
protect such rights and interests while providing more
compassionate services. They contribute to social
responsibility by, for example, safeguarding the environment
and instilling a sense of belonging among employees.
Employees who align with the company's values and ideals
tend to establish a more positive self-concept in such
organisations, making it easier for them to develop a strong
organisational identity. This research also supports the
favourable impact of socially responsible human resource
management on business identity.

5.1.3 Positive Effect of Corporate Identity on Corporate
Citizenship:

Employees with higher organisational identification are more
likely to endorse and engage in behaviours that are consistent
with their group membership. Human resource management
that emphasises social responsibility fosters a "high ethical”
environment, gently influencing employees' ethical
behaviour towards the organisation. Employees that have a
strong organisational identity prioritise the interests of the
organisation, support its aims, and actively participate in
organisational citizenship activities. High organisational
identity also generates higher employee commitment to the
company, leading them to see the company's growth as their
personal duty. Even in the absence of official organisational
mandates, these devoted employees are more likely to work
tirelessly to progress the company and engage in
organisational citizenship behaviour willingly. According to
the research, organisational identity has a favourable impact
on corporate citizenship behaviour.

5.1.4. The Role of Organizational ldentification as an
Intermediary

When a company adopts socially responsible HRM,
employees often take pride in the company's positive social
image, leading to increased self-esteem and the establishment
of a positive self-concept. Organizational identity serves as a
bridge connecting employees with the company, motivating
them to contribute to the company's development.
Organizational identity goes beyond formal organizational
structures, reinforcing employees' sense of belonging and
engagement.

Ovwerall, this study provides valuable insights into the
relationships between human resource management,
organizational identity, organizational citizenship behavior,
and collectivism within the context of corporate social
responsibility. It highlights the importance of social identity
theory in understanding employee behavior and emphasizes
the positive impact of socially responsible HRM on corporate
citizenship. Additionally, the study sheds light on the
significant role of organizational identity in fostering
corporate citizenship behavior.

6. Limitations

While this thesis has relied on an extensive review of
literature and applied social identity theory to construct

733|Page



International Journal of Multidisciplinary Research and Growth Evaluation

hypotheses rigorously, it is essential to acknowledge its
limitations. The paper also looks ahead to future research
opportunities in the field of human resource management and
corporate citizenship behavior, particularly focusing on
corporate social responsibility.

1. Time Frame of Study: The research conducted in this study
was confined to a specific period, and the implementation of
HR management based on social responsibility might have
varying effects on employee behavior over time. To address
this limitation, future research could employ longitudinal
studies, conducting multiple surveys over extended durations
to capture the ewvolving impact of corporate social
responsibility on corporate citizenship behavior more
accurately.

2. Single-Source Data: This study relied on questionnaires
completed by the same group of subjects, which can
introduce common method bias or mono-method bias. To
enhance the robustness of future research, data collection
from diverse sources, including employees, managers, and
objective performance measures, should be considered.

Future Research Prospects

1. Multilevel Analysis: Future research should adopt a
multilevel approach to examine the influence of
corporate social responsibility-oriented human resource
management at different organizational levels.
Investigating individual, team, and organizational levels
will provide a comprehensive understanding of how
CSR practices impact employee behavior within distinct
organizational contexts.

2. Longitudinal Studies: Conducting longitudinal studies
spanning multiple years will enable researchers to
monitor the dynamic relationship between corporate
social responsibility-oriented HR management and
corporate citizenship behavior, offering insights into
how these relationships evolve over time.

3. Diverse Research Profiles: Future research can explore
the influence of corporate and group dynamics on
individual behavior by investigating various profiles,
such as team dynamics, organizational culture, or leader-
employee interactions. This approach will broaden the
research perspective and contribute to a more
comprehensive understanding of the impact of
enterprises and groups on individual behavior from
multiple levels.

References

1. Abrams D, Hogg MA. Comments on the motivational
status of self-esteem in social identity and intergroup
discrimination. European Journal of Social Psychology.
2010; 18(4):317-334.

2. Ahmad S. Green human resource management: Policies
and practices. Cogent business & management.
2015; 2(1):1030817.

3. Al Khajeh EH. Impact of leadership styles on
organizational performance. Journal of Human
Resources Management Research. 2018, 1-10.

4. Albrecht SL, Bakker AB, Gruman JA, Macey WH, Saks
AM. Employee engagement, human resource
management practices and competitive advantage: An
integrated  approach. Journal of organizational
effectiveness: People and performance. 2015; 2(1), 7-35.

5. Ali H, Sastrodiharjo I, Saputra F. Pengukuran
Organizational Citizenship Behavior: Beban Kerja,

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

www.allmultidisciplinaryjournal.com

Budaya Kerja dan Motivasi (Studi Literature
Review). Jurnal Ilmu Multidisplin. 2022; 1(1):83-93.
Allen KA, Ryan T, Gray DL, Mclnerney DM, Waters L.
Social media use and social connectedness in
adolescents: The positives and the potential pitfalls. The
Educational and  Developmental  Psychologist.
2014; 31(1):18-31.

Ashford JB, LeCroy CW, Williams LR. Empowerment
series: Human behavior in the social environment: A
multidimensional perspective. Cengage Learning, 2016.
Ashforth BE, Mael F. Social identity theory and the
organization. Academy of management review. 1989;
14(1):0-39.

Azizollah A, Hajipour R, Mahdi SS. The correlation
between justice and organizational citizenship behavior
and organizational identity among nurses. Global journal
of health science. 2014; 6(6):252.

Bartels J.  Organizational identification and
communication: employees’ evaluations of internal
communication and its effect on identification at
different organizational levels. Unpublished doctoral
thesis. University of Twente, The Netherlands, 2006.
Bishu SG, Headley AM. Equal employment opportunity:
Women bureaucrats in male-dominated professions.
Public Administration Review. 2020; 80(6):1063-1074.
Blake PR, Corbit J, Callaghan TC, Warneken F. Give as
I give: Adult influence on children’s giving in two
cultures. Journal of Experimental Child Psychology.
2016; 152:149-160.

Boiral O, Talbot D, Paillé P. Leading by example: A
model of organizational citizenship behavior for the
environment. Business Strategy and the Environment.
2015; 24(6):532-550.

Bombiak E, Marciniuk-Kluska A. Socially responsible
human resource management as a concept of fostering
sustainable organization-building: Experiences of young
polish companies. Sustainability. 2019; 11(4):1044.
Bombiak E, Marciniuk-Kluska A. Socially responsible
human resource management as a concept of fostering
sustainable organization-building: Experiences of young
polish companies. Sustainability. 2019; 11(4):1044.
Bruhn JG, Lowrey J. The good and bad about greed:
How the manifestations of greed can be used to improve
organizational and individual behavior and performance.
Consulting Psychology Journal: Practice and Research.
2012; 64(2):136.

Buil I, Martinez E, Matute J. From internal brand
management to organizational citizenship behaviours:
Evidence from frontline employees in the hotel
industry. Tourism Management. 2016; 57:256-271.
Carpenter NC, Berry CM, Houston L. A meta-analytic
comparison of self-reported and other-reported
organizational citizenship behavior. Journal of
Organizational Behavior. 2014; 35(4):547-574.

Chadda RK, Deb KS. Indian family systems,
collectivistic society and psychotherapy. Indian journal
of psychiatry. 2013; 55(2), S299.

Chang TW, Chen FF, Luan HD, Chen YS. Effect of
green organizational identity, green shared vision, and
organizational citizenship behavior for the environment
on green product development performance.
Sustainability. 2019; 11(3):617.

Choi JN. Change-oriented organizational citizenship
behavior: effects of work environment characteristics

734|Page



International Journal of Multidisciplinary Research and Growth Evaluation

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

and intervening. Journal of Organizational Behavior.
2007; 28(4):467-484.

Cohen E. Human resources management: Supporting
sustainable business. In The Business Student's Guide to
Sustainable Management. Routledge, 2014, 148-1609.
Conroy S, Henle CA, Shore L, Stelman S. Where there
is light, there is dark: A review of the detrimental
outcomes of high organizational identification. Journal
of organizational behavior. 2017; 38(2):184-203.
Cooke FL, Schuler R, Varma A. Human resource
management research and practice in Asia: Past, present
and future. Human Resource Management Review.
2020; 30(4):100778.

Dai K, Qin X. Perceived organizational support and
employee engagement: Based on the research of
organizational identification and organizational justice.
Open Journal of Social Sciences. 2016; 4(12):46-57.

Devece C, Palacios-Marqués D, Alguacil MP.
Organizational commitment and its effects on
organizational citizenship behavior in a high-
unemployment environment. Journal of Business

Research. 2016; 69(5):1857-1861.

Edwards MR. Organizational identification: A
conceptual and operational review. International journal
of management reviews. 2005; 7(4):207-230.

Farooq O, Payaud M, Merunka D, Valette-Florence P.
The impact of corporate social responsibility on
organizational commitment:  Exploring  multiple
mediation mechanisms. Journal of business ethics. 2014;
125:563-580.

Golja T. New challenges in corporate governance:
Linking M&A and social responsibility. Information
Management and Business Review. 2012; 4(7):379-390.
Gray GT, Wert-Gray S. Customer retention in sports
organization marketing: examining the impact of team
identification and satisfaction with team performance.
International Journal of Consumer Studies. 2012;
36(3):275-281.

Grossmann I, Varnum ME. Social structure, infectious
diseases, disasters, secularism, and cultural change in
America. Psychological science. 2015; 26(3):311-324.
Hanaysha JR. Impact of participative and authoritarian
leadership on employee creativity: organizational
citizenship behavior as a mediator. International Journal
of Organization Theory & Behavior, 2023.

Hofstede G. Empirical models of cultural differences,
1991.

Hong L, Zainal SRM. The Mediating Role of
Organizational Culture (OC) on the Relationship
between Organizational Citizenship Behavior (OCB)
and Innovative Work Behavior (IWB) to Employee
Performance (EP) in Education Sector of Malaysia.
Global Business & Management Research, 2022, 14.
Hsiang SM, Burke M, Miguel E. Quantifying the
influence of climate on human conflict. Science.
2013; 341(6151):1235367.

Indarti S, Fernandes AAR, Hakim W. The effect of OCB
in relationship between personality, organizational
commitment and job satisfaction on performance.
Journal of Management Development. 2017;
36(10):1283-1293.

Jia X, Liao S, Van der Heijden Bl, Guo Z. The effect of
socially responsible human resource management
(SRHRM) on frontline employees’ knowledge

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

www.allmultidisciplinaryjournal.com

sharing. International Journal of Contemporary
Hospitality Management. 2019; 31(9):3646-3663.

Khan MA, Ismail FB, Hussain A, Alghazali B. The
interplay of leadership styles, innovative work behavior,
organizational culture, and organizational citizenship
behavior. Sage Open. 2020; 10(1):2158244019898264.
Kim H. Transformational leadership, organizational clan
culture, organizational affective commitment, and
organizational citizenship behavior: A case of South
Korea's public sector. Public Organization Review.
2014; 14:397-417.

Klettner A, Clarke T, Boersma M. The governance of
corporate sustainability: Empirical insights into the
development, leadership and implementation of
responsible business strategy. Journal of business ethics.
2014; 122:145-165.

Kong L, Sial MS, Ahmad N, Sehleanu M, Li Z, Zia-Ud-
Din M, et al. CSR as a potential motivator to shape
employees’ view towards nature for a sustainable
workplace  environment.  Sustainability.  2021;
13(3):1499.

Koumenta M. Public service motivation and
organizational  citizenship.  Public  Money &
Management. 2015; 35(5):341-348.

Kramar R. Beyond strategic human resource
management: is  sustainable human  resource
management the next approach?. The international
journal of human resource management. 2014;
25(8):1069-1089.

Kramar R. Beyond strategic human resource
management: is  sustainable human resource
management the next approach?. The international
journal of human resource management. 2014;
25(8):1069-1089.

Kuhn E, Miller S, Teusch C, Tanner G, Schiimann M,
Baur C, Buyx A. Interfaces of occupational health
management and corporate social responsibility: a multi-
centre qualitative study from Germany. BMC public
health. 2021; 21(1):1042.

Kundu SC, Gahlawat N. Socially responsible hr
practices and employees' intention to quit: the mediating
role of job satisfaction. Human Resource Development
International. 2015; 18(4):387-406.

Kundu SC, Gahlawat N. Socially responsible hr
practices and employees' intention to quit: the mediating
role of job satisfaction. Human Resource Development
International. 2015; 18(4):387-406.

Kundu SC, Gahlawat N. Socially responsible hr
practices and employees' intention to quit: the mediating
role of job satisfaction. Human Resource Development
International. 2015; 18(4):387-406.

Kundu SC, Gahlawat N. Socially responsible hr
practices and employees' intention to quit: the mediating
role of job satisfaction. Human Resource Development
International. 2015; 18(4):387-406.

Lee BY, Kim TY, Kim S, Liu Z, Wang Y. Socially
responsible human resource management and employee
performance: The roles of perceived external prestige
and employee human resource attributions. Human
Resource Management Journal, 2022.

Liao Z, Cheng J, Chen Q. Socially responsible human
resource management and employee ethical voice: Roles
of employee ethical self-efficacy and organizational
identification. Corporate Social Responsibility and

735|Page



International Journal of Multidisciplinary Research and Growth Evaluation

52.

53.

54.

55.

56.

57.

58.

59.
60.

61.

62.

63.

64.

65.

66.

Environmental Management. 2022; 29(4):820-829.

Liu JY. An internal control system that includes
corporate social responsibility for social sustainability in
the new era. Sustainability. 2018; 10(10):3382.

Luo X, Tong S, Fang Z, Qu Z. Frontiers: Machines vs.
humans: The impact of artificial intelligence chatbot
disclosure on customer purchases. Marketing Science.
2019; 38(6):937-947.

Luu TT. CSR and organizational citizenship behavior for
the environment in hotel industry: The moderating roles
of corporate entrepreneurship and employee attachment
style. International Journal of Contemporary Hospitality
Management. 2017; 29(11):2867-2900.

Mackenzie SB, Podsakoff PM, Podsakoff NP. Construct
M Easurement, V Alidation, P Rocedures in mis and b
ehavioral r esearch : i ntegrating n ew and e xisting t
echniques 1, 2011.

Mael F, Ashforth BE. Alumni and their alma mater: a
partial test of the reformulated model of organizational
identification. Journal of Organizational Behavior, 1992,
13(2)

Mahmoud HG. Job crafting and work involvement as a
mediator to promote head nurses' organizational
citizenship behavior at Mansoura University Hospitals.
International Journal of Nursing Didactics. 2017,
7(12):01-09.

Marakova V, Wolak-Tuzimek A, Tuckova Z. Corporate
social responsibility as a source of competitive advantage
in large enterprises. Journal of Competitiveness, 2021.
March JG. Simon HA. Organizations. New York, 1958.
Miao Q, Eva N, Newman A, Schwarz G. Public service
motivation and performance: The role of organizational
identification. Public Money & Management. 2019;
39(2):77-85.

Miyamoto Y, Yoo J, Levine CS, Park J, Boylan JM,
Sims T, Ryff CD. Culture and social hierarchy: Self-and
other-oriented correlates of socioeconomic status across
cultures. Journal of personality and social psychology.
2018; 115(3):427.

Moingeon B, Ramanantsoa B. Understanding corporate
identity: the French school of thought. European Journal
of Marketing. 1997; 31(5/6):383-395.

Nabella SD, Rivaldo Y, Kurniawan R, Nurmayunita N,
Sari DP, Luran MF, Wulandari K. The Influence of
Leadership and Organizational Culture Mediated by
Organizational Climate on Governance at Senior High
School in Batam City. Journal of Educational and Social
Research. 2022; 12(5), 119-130.

Newman A, Miao Q, Hofman PS, Zhu CJ. The impact of
socially responsible human resource management on
employees' organizational citizenship behaviour: the
mediating role of organizational identification. The
international journal of human resource management.
2016; 27(4):440-455.

Newman A, Miao Q, Hofman PS, Zhu CJ. The impact of
socially responsible human resource management on
employees' organizational citizenship behaviour: the
mediating role of organizational identification. The
international journal of human resource management.
2016; 27(4):440-455.

Newman A, Miao Q, Hofman PS, Zhu CJ. The impact of
socially responsible human resource management on
employees' organizational citizenship behaviour: the
mediating role of organizational identification. The

67.

68.

69.

70.

71.

72.

73.

74.

75.

76.

77.

78.

79.

80.

www.allmultidisciplinaryjournal.com

international journal of human resource management.
2016; 27(4):440-455.

Ntontis E, Drury J, AmIét R, Rubin GJ, Williams R,
Saavedra P. Collective resilience in the disaster recovery
period: Emergent social identity and observed social
support are associated with collective efficacy, well-
being, and the provision of social support. British Journal
of Social Psychology. 2021; 60(3):1075-1095.

Nurjanah S, Pebianti V, Handaru AW. The influence of
transformational leadership, job satisfaction, and
organizational ~commitments on  Organizational
Citizenship Behavior (OCB) in the inspectorate general
of the Ministry of Education and Culture. Cogent
Business & Management. 2020; 7(1):1793521.

Organ DW. Organizational citizenship behavior: It's
construct clean-up time. In Organizational citizenship
behavior and contextual performance (pp. 85-97).
Psychology Press, 2014.

Organ DW. Organizational citizenship behavior: Recent
trends and developments. Annual Review of Organizational
Psychology and Organizational Behavior. 2018; 80, 295-
306.

Organ DW. Organizational citizenship behavior: Recent
trends and developments. Annual Review of
Organizational ~ Psychology and  Organizational
Behavior. 2018; 80:295-306.

Podsakoff PM, MacKenzie SB. Impact of organizational
citizenship behavior on organizational performance: A
review and suggestions for future research.
Organizational Citizenship Behavior and Contextual
Performance. 2014; 133-151.

Polderman TJ, Benyamin B, De Leeuw CA, Sullivan PF,
Van Bochoven A, Visscher PM, Posthuma D. Meta-
analysis of the heritability of human traits based on fifty
years of twin studies. Nature genetics. 2015; 47(7):702-
709.

Purwanto A. The role of transformational leadership and
organizational citizenship behavior on SMEs employee
performance. Journal of Industrial Engineering &
Management Research, 2022,

Purwanto A, Purba JT, Bernarto 1, Sijabat R. Effect of
transformational leadership, job satisfaction, and
organizational commitments on  organizational
citizenship behavior. Inovbiz: Jurnal Inovasi Bisnis.
2021; 9:61-69.

Qalati SA, Zafar Z, Fan M, Limén MLS, Khaskheli MB.
Employee  performance under transformational
leadership and organizational citizenship behavior: A
mediated model. Heliyon, 2022, 8(11).

Ramamoorthy N, Carroll SJ. Individualism/collectivism
orientations and reactions toward alternative human
resource management practices. Human relations.
1998; 51(5):571-588.

Ramayah T, Falahat M, Soto-Acosta P. Effects of
corporate social responsibility on employee commitment
and corporate reputation: Evidence from a transitional
economy. Corporate Social Responsibility and
Environmental Management. 2022; 29(6):2006-2015.
Rhee J, Dedahanov A, Lee D. Relationships among
power distance, collectivism, punishment, and
acquiescent, defensive, or prosocial silence. Social
Behavior and Personality: an international journal. 2014;
42(5):705-720.

Riketta M. Organizational identification: A meta-

736|Page



International Journal of Multidisciplinary Research and Growth Evaluation

81.

82.

83.

84.

85.

86.

87.

88.

89.

90.

91.

92.

93.

94.

95.

96.

97.

analysis. Journal of wvocational behavior. 2005;
66(2):358-384.

Salas-Vallina A, Alegre J, Lopez-Cabrales A. The
challenge of increasing employees' well-being and
performance: How human resource management
practices and engaging leadership work together toward
reaching this goal. Human Resource Management.
2021; 60(3):333-347.

Sayuti AM, Asrilsyak S, Rafdinal W. The effect of
spiritual leadership style, quality of work life and
organizational citizenship behavior on employee's
performance. Jurnal Sekretaris & Administrasi Bisnis
(JSAB). 2021; 5(1):39.

Shen J, Jiuhua Zhu C. Effects of socially responsible
human resource management on employee organizational
commitment. International Journal of Human Resource
Management. 2011; 22(15):3020-3035.

Shen J, Benson J. When CSR is a social norm: How
socially responsible human resource management affects
employee work behavior. Journal of management. 2016;
42(6):1723-1746.

Sobhani FA, Haque A, Rahman S. Socially responsible
HRM, employee attitude, and bank reputation: the rise of
CSR in Bangladesh. Sustainability. 2021; 13(5):2753.
Sobhani FA, Haque A, Rahman S. Socially responsible
HRM, employee attitude, and bank reputation: the rise of
CSR in Bangladesh. Sustainability. 2021; 13(5):2753.
Stone DL, Deadrick DL, Lukaszewski KM, Johnson R.
The influence of technology on the future of human
resource management. Human resource management
review. 2015; 25(2):216-231.

Supanti D, Butcher K. Is corporate social responsibility
(CSR) participation the pathway to foster meaningful

work and helping behavior for millennials?.
International Journal of Hospitality Management.
2019; 77:8-18.

Tajfel H, Turner JC. The Social Identity Theory of
Intergroup Behavior: Key Readings, 2004.

Thomas L, Ambrosini V, Hughes P. The role of
organizational citizenship behaviour and rewards in
strategy effectiveness. The International Journal of
Human Resource Management. 2019; 30(18):2628-
2660.

Triandis HC. A theoretical framework for the study of
diversity, 1995.

Tsai MS, TSAI MC. The influence of loyalty,
participation and obedience on organizational
citizenship behavior. International Journal of Business
and Economic Affairs, 2017, 2(1).

Turker D. How corporate social responsibility influences
organizational commitment, 2008.

Turner JC. Toward a cognitive redefinition of the social
group. Cahiers De Psychologie Cognitive. 1981;
1(2):93-118.

Tyng CM, Amin HU, Saad MN, Malik AS. The
influences of emotion on learning and memory. Frontiers
in psychology, 2017, 1454.

Van Dick R, Grojean MW, Christ O, Wieseke J. Identity
and the extra mile: Relationships between organizational
identification and organizational citizenship behaviour.
British Journal of Management, 2006.

Venhorst A, Micklewright D, Noakes TD. Towards a
three-dimensional framework of centrally regulated and
goal-directed exercise behaviour: a narrative review.

www.allmultidisciplinaryjournal.com

British Journal of Sports Medicine. 2018; 52(15):957-
966.

98. Vipraprastha T, Sudja IN, Yuesti A. The effect of
transformational ~ leadership  and  organizational
commitment to employee performance with citizenship
organization (OCB) behavior as intervening variables
(At PT Sarana Arga Gemeh Amerta in Denpasar
City). International Journal of Contemporary Research
and Review. 2018; 9(02):20503-20518.

99. Wang Z, Xu H. When and for whom ethical leadership
is more effective in eliciting work meaningfulness and
positive attitudes: The moderating roles of core self-
evaluation and perceived organizational support. Journal
of Business Ethics. 2019; 156:919-940.

100.Welbeck EES, Owusu GMY, Simpson SNY, Bekoe RA.
CSR in the telecom industry of a developing country:
employees' perspective. Journal of Accounting in
Emerging Economies. 2020; 10(3):447-464.

101.Wolter JS, Bock DE, Hopkins CD, Giebelhausen M. Not
the relationship type? Loyalty propensity as a reason to
maintain marketing relationships. Journal of the
Academy of Marketing Science. 2022; 50(5):1052-1070.

102.Wu CH, Liu J, Kwan HK, Lee C. Why and when
workplace ostracism inhibits organizational citizenship
behaviors: An organizational identification perspective.
Journal of applied psychology. 2016; 101(3):362.

103.Wu CH, Liu J, Kwan HK, Lee C. Why and when
workplace ostracism inhibits organizational citizenship
behaviors: An organizational identification perspective.
Journal of applied psychology. 2016; 101(3):362.

104.Xiao M, Cooke FL, Xu J, Bian H. To what extent is
corporate social responsibility part of human resource
management in the Chinese context? A review of
literature and future research directions. Human
Resource Management Review. 2020; 30(4):100726.

105.Xie L, Qiu S, Biggs MJG. The influence of altruistic
leadership behavior and learning culture on work—family
relationship in Chinese SMEs. Industrial and
Commercial Training. 2022; 54(1):64-78.

106.Yong JY, Yusliza MY, Jabbour CJC, Ahmad NH.
Exploratory cases on the interplay between green human

resource  management and advanced  green
manufacturing in light of the Ability-Motivation-
Opportunity  theory.  Journal of Management

Development. 2020; 39(1):31-49.

107.Yu J, Park J, Hyun SS. Impacts of the COVID-19
pandemic on employees’ work stress, well-being, mental
health, organizational citizenship behavior, and
employee-customer identification. Journal of Hospitality
Marketing & Management. 2021; 30(5):529-548.

108.Zhang KZ, Benyoucef M. Consumer behavior in social
commerce: A literature review. Decision support
systems. 2016; 86:95-108.

109.Zhang W, Wang J, Zeng X. Construction of Evaluation
Index System for College Students' Text Programming
Computational Thinking. In Proceedings of the 4th
International Conference on Modern Educational
Technology, 2022, 38-43.

110.Zhang Z, Wang J, Jia M. Multilevel examination of how
and when socially responsible human resource
management improves the well-being of employees.
Journal of Business Ethics, 2022, 1-17.

111.Zhang Z, Wang J, Jia M. Multilevel examination of how
and when socially responsible human resource

737|Page



International Journal of Multidisciplinary Research and Growth Evaluation

management improves the well-being of employees.
Journal of Business Ethics, 2022, 1-17.

112.Zhao H, Zhou Q, He P, Jiang C. How and when does
socially  responsible HRM affect employees’
organizational citizenship behaviors toward the
environment?. Journal of Business Ethics. 2021;
169:371-385.

113.Zheng Q, Hong X. The construction of Socially
Responsible Human Resource Management dimension
and the development of measurement questionnaire.
In 2019 International Conference on Economic
Management and Model Engineering (ICEMME), 2019,
79-82. IEEE.

114.Zhou H, Wang Q, Zhao X. Corporate social
responsibility and innovation: A comparative study.
Industrial Management & Data Systems. 2020;
120(5):863-882.

115.Zhou Q, Zheng X. Socially responsible human resource
management and employee green behavior at work: the
role of learning goal orientation and moral identity. The
International Journal of Human Resource Management,
2023, 1-35.

116.Zhuang JR, Guan YJ, Nagayoshi H, Yuge L, Lee HH,
Tanaka E. Two-dimensional emotion evaluation with
multiple physiological signals. In Advances in Affective
and Pleasurable Design: Proceedings of the AHFE 2018
International Conference on Affective and Pleasurable
Design, July 21-25, 2018, Loews Sapphire Falls Resort
at Universal Studios, Orlando, Florida, USA 9 (pp. 158-
168). Springer International Publishing, 2019.

www.allmultidisciplinaryjournal.com

738|Page



