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ABSTRACT 

 

Title of Dissertation The Impacts of Corporate Social Responsibility, Quality 
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Author Miss Kanittaga Thardsatien  

Degree Doctor of Philosophy (Human Resource and 

Organization Development) 

Year 2016 

 

 

The purpose of this study is to investigate the impacts among corporate social 

responsibility ( CSR) , quality of work life ( QWL)  and job-related outcomes ( JRO) , 

including organizational performance ( OP)  as both financial performance ( FP)  and 

subjective organizational performance ( SP)  or the employee’ s perception on 

organizational performance, job satisfaction (JS) and organizational commitment (OC) 

in order to maintain the attention of the organizations in Thailand towards this area. 

To accomplish this purpose and to test the hypotheses, the research focused on 

the sample frame, designed from 49 listed organizations as in manufacturing, services 

and trading sectors.  These organizations were recognized for good practices in CSR, 

revealed in the project of Thai Listed Companies Association and Thaipat Institute. 

The study was conducted in sequential explanatory design, mainly in quantitative 

approach.  Data were collected from online questionnaire distributed to 1,225 

respondents as the participant targets. The response yielded 633 usable questionnaires 

or 51.7 percent response rate.  The main research findings included:  ( a)  the positive 

relationship among CSR, quality of work life, and job-related outcomes ( subjective 

organizational performance, job satisfaction and organizational commitment) , (b)  all 

CSR categories have a positive impact on higher-order quality of work life, while only 
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business-practice CSR has a positive impact on lower-order quality of work life, ( c) 

product-related features CSR has a positive impact on job satisfaction, whereas 

philanthropic CSR has a positive impact on organizational commitment and ( d)  the 

employees who have never participated in CSR activities have lower quality of work 

life, job satisfaction, organizational commitment and subjective organizational 

performance than those who have ever participated.  

In order to explore the reasons behind the mentioned relationship, the semi-

structured interview was then conducted with six participants from six organizations 

in different dimensions of size and industry.  The results showed that philanthropic 

CSR represented the key CSR activities in the organizations, whereas both business-

practice and product-related features CSR have been growing for the achievement in 

sustainability.  However, although CSR-participated employees were proud to 

contribute in those CSR activities and practices, there were some negative perceptions 

on some CSR practices and activities that can generate the returns or any benefit back 

to the organizations. 

The findings in this study supported to the momentum of positive impacts 

shown in previous studies but with specifically focused on the perception of 

employees towards each category of CSR; therefore, this research suggested that the 

organization should plan and design their CSR activities and practices in order to 

drive the positive impacts on quality of work life and job-related outcomes in all 

aspects.  Additionally, the organization should pay attention on CSR contribution by 

emphasizing business practices and product-related features, along the path of 

sustainable development. 

However, some limitations of this study should be noted.  Firstly, this study 

focused only the listed organizations with good practices in CSR, future studies on 

SMEs or emerging organizations are suggested in order to justify the generalizations 

made for the study on CSR in Thailand. Secondly, as shown in the findings, both CSR 

and quality of work life have no relationship with short-term financial performance. 

Instead, by emphasizing on the way of sustainability, long-term organizational 
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performance should also be explored; so, longitudinal studies are also suggested. 

Thirdly, this study measured only three variables representing job-related outcomes; 

therefore, further research should expand to investigate the impacts on other 

outcomes, for instance, absenteeism, productivity, turnover rate and product-and-

service quality. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1  Rationale and Problem Statement 

 

From management perspective, interest in corporate social responsibility 

(CSR)  has been particularly contentious discussed and ideologically moved from the 

start since the 1930s ( Carroll, 1999:  268-269) .  A major source of disagreement 

concerns a scope of CSR and the direction to go beyond the bottom lines of 

organization.  Basically, responsible organizations should first achieve their financial 

goals together with comply the legal requirements. However, they also should realize 

on the ethical practices not forced by law and engage in some philanthropic or other 

discretionary activities that help address the needs of society (Carroll, 1979: 497-500; 

Wood, 1991: 694). 

The management trends in recent decades have huge impacts on the 

strategic planning and business procedures especially when organizations are in 

the continuous changes.  Then, the major adaptation leads to the globalization and 

rapid changing in business models.  The issue of triple bottom lines denotes when 

the organizations mainly focus on their profits but also still put into consideration 

issues about the environmental and social issues responding to other stakeholders’ 

interests.  Consequently, this CSR commitment becomes a precious business 

strategy for organizational sustainability (Nwagbara and Reid, 2013: 12-13; Wood, 

1991: 692). 

Varenova, Samy, and Combs ( 2013:  203)  supported that the business world 

turns to maintain the possibility to be both profitable and respectful to the 

stakeholders.  They also revealed that socially responsible organizations employ CSR 
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in pursuit of their business interests and perceive it to be their competitive advantages. 

Therefore, CSR seems to be necessary integrated into all business functions, including 

strategies, operations, and performance management.  

As these business practices have grown, the sustainable business cannot be 

achieved only through maximizing short-term financial performance but also through 

long-term orientation related to responsible behaviors and the broader range of 

stakeholders who extend a broader outlook to the perspectives on CSR (Fontaine, 2013: 

111; Werther and Chandler, 2006: 71-73). Obviously, there are shown that the evolution 

of CSR business reporting has been primarily driven by the external pressures; then, the 

organizations include some of the internal matters also in their socially responsible 

manners (Chaarlas and Noorunnisha, 2012: 39). On the other words, before considering 

the customers or consumer pressures on corporate strategies, it is also important to look 

at the employee in their stakeholder network (Hawkins, 2006: 146). 

As the formulation of the organizations, the composition of people who have 

common goals and objectives have emerged (Pfeffer, 1994: 32) . However, nowadays, 

employees are well-educated and well-trained; their higher demands on job security, 

empowerment, recognition and social supports lead to the problems on high turnover 

rate and job mobility ( Batt, 2002:  596; Collins and Smith, 2006:  545) .  Hence, the 

common goals and objectives of people in the organization have been expanded to 

broader dimensions responding to various demands.  As the examples of those 

employee’s demands, Meister (2012: para. 4) mentioned that CSR plays new roles for 

employee attraction and engagement.  While the notion of CSR may have once been 

regarded as the organizational philanthropy, it has quickly become a crucial part of 

any large organization’s long-term strategies, not only just for customers, but also for 

the employee as the internal stakeholder. On the other point of view, Hawkins (2006: 

146)  revealed that employee performance is greatly affected by the working 

environment and fair labor considerations.  Thus, at every stage of the business 

delivery process, how employees are treated and managed affected organizational 

outputs and quality standards. 
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In addition to how organizations take care of their employees, on the other 

hand, they need employees as the power to operate and take care of the social and 

environmental responsibility along the business ways ( Benveniste, 2000:  103) . 

Supporting with the notion of sustainability by Werther and Chandler (2006:  267), 

the business needs to consider the social and environmental impacts of their 

practices, in addition to profitability but the organization cannot exist alone . 

Academically, with the growing numbers of CSR research, most has 

focused on the relationship between CSR and economic perspectives.  A large 

number of studies have attempted to identify a link between corporate social 

activities and corporate financial performance (Ali, Nasruddin and Lin, 2010:  945-

947; Bihari and Pradhan, 2011:  34; Kapoor and Shandhu, 2010:  197-200; Marom, 

2006:  193-194; Scott, 2007:  31; Peloza, 2009:  1520-1530) .  Much research has also 

been conducted to detect to what extent customer’s perception of CSR issues has 

an impact on their marketing aspects and purchasing patterns ( Berglind and 

Nakata, 2005: 447-448; Endacott, 2004: 188-189; Golob, Lah, and Jancic, 2008: 93; 

Page and Fearn, 2005:  311-312; Swaen and Vanhamme, 2005:  591; Yoon, Gürhan-

Canli and Schwarz, 2006: 388-389). 

Considerably, different stakeholders may perceive CSR practices 

differently as a result of the different contribution ( Story and Neves, 2015:  120) , 

but less research has been conducted to estimate to what extent CSR activities 

impact on the employee ( Brammer, Millington and Rayton, 2006:  52; Rupp, 

Ganapathi, Aguilera and Williams, 2006:  537) .  The omission is quite surprising, 

given the role of employees as the primary stakeholders with the estimated 70 

percent of an organization’s assets (Halal, 2001:  29) .  While the employees are the 

key stakeholder, we still know very little about the association of CSR activities 

on the employee.  Ali, Nasruddin and Lin ( 2010:  945-947)  stated that 

misunderstanding on the perception of employee towards CSR leads to faulty 

conclusion misleading both academicians and practitioners regarding the utility of 

CSR. 
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Unfortunately, the mainstream issues in those little concerns on the linkage 

between CSR and the employees were largely driven by the issues in western 

countries and therefore the voice of emerging countries have been overlooked in 

academic and policy on CSR (Idemudia, 2011: 2; Khan and Thomsen, 2011: 73-74). On 

the other hand, Hawkins ( 2006:  13)  mentioned that the trend in this area is to 

practically focus on the smaller emerging countries but the reality of course is that 

there are several big players which have a significant impact on the global social and 

business community.  For many in the emerging countries what is considered 

exploitation is in local terms a good living (Hawkins, 2006: 63) . A study done by the 

Society for Human Resource Management in 2007 compared ten CSR priorities in 70 

countries and the results in some cases were strikingly different.  As examples, 

donating and collecting money for natural disasters was a priority for 77 percent of 

U.S. respondents and 30 percent of respondents from Brazil. Conversely, 15 percent of 

U. S.  respondents monitor global fair labor standards as compared to 73 percent of 

respondents from Brazil.  The results from this study emphasized that views on CSR 

are still not universal ( Henderson and McIlwraith, 2013:  7) .  Supporting to Hawkins 

(2006: 13), the major growing industrial bases are in India and China together with the 

dramatic growth and increasing pressures on their neighbors, such as Thailand and 

Vietnam. With this economic development and progress, influencing natural resources 

and infrastructure development, the impacts on environment and society in these 

triggers are still unobvious and need wider reach (Hawkins, 2006: 13). 

In Thailand, CSR research has started by exploring the practices and mainly 

focusing on related marketing activities (Kraisornsuthasinee and Swierczek, 2006: 63-

64; Poolthong and Mandhachitara, 2009:  425-426; Prachsriphum and 

Ussahawanitchakit, 2009:  54; Virakul, Koonmee and McLean, 2009:  198-199) . Then, 

the academicians expanded the areas as the application to business practices and 

braoder stakeholders.  For example, Prachsriphum and Ussahawanitchakit ( 2009:  58) 

found that the interaction with stakeholders and not just shareholder has brought to 

the widening concept of corporate performance and the relevance of the 
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accountability problem; then, several organizations make voluntary CSR 

information disclosure for achieving the legitimacy gaps and also increase the 

competitive advantages which are the core factors lead to the sustainability. 

In the early 2000s, Welford ( 2005:  50-52)  reported that CSR activities in 

Thai’s leading organizations were mainly focus on community engagement as the 

external issues but less emphasize on the internal matters .  On a couple years later 

however both academicians and practitioners based on Thai context place higher 

emphasis on employees.  The research revealed that there were the positive 

relationships between CSR and employee’ s morale and productivity.  ( Eua-anant, 

Ayuwat and Promphakping, 2011:  25, Saekoo, Chuntarung and Thoumrungroje, 

2012:  71; Srisuphaolarn, 2013:  73) .  But similar to other countries, less research in 

Thailand has been conducted to gain more understanding on whether their policies 

on CSR activities and practices make the differences in quality of work life and 

job-related outcomes. 

 

1.2  Objectives of the Study 

 

To maintain the attention of the organizations in Thailand towards the area 

of CSR for the sustainable development, it is essential to know the impacts among 

CSR practices, employee’ s perception and their outcomes.  Thus, the objectives of 

this study are as follows: 

1. To investigate the relationship among CSR, quality of work life and job-

related outcomes. 

2. To examine the impacts of each CSR category on each level of quality of 

work life and each job-related outcomes. 

3. To examine the impacts of each level of quality of work life on each job-

related outcomes. 

4. To investigate the relationship of related factors, including job functions, 

industry and organization’s size towards quality of work life and job-related outcomes. 
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1.3  Research Questions 

 

The following questions are identified in order to accomplish the objectives of 

this study: 

1. Which category of CSR most impact on quality of work life and job-

related outcomes? 

2. Does CSR impact differently on each level of quality of work life? 

3. Does each level of quality of work life impact differently on job-related 

outcomes? 

4. Do the job functions of employees, the industry and size of organizations 

differently relate to quality of work life and job-related outcomes? 

 

1.4  Scope of the Study 

 

This study aims to investigate the relationship among three dimensions based 

on Thai context.  The first dimension represents the categories of CSR activities, 

including philanthropy, business practices and product-related features.  The second 

dimension is related to the category of quality of work life which can be divided as 

lower-order quality of work life and higher-order quality of work life.  The last 

dimension is job-related outcomes which are considered as organizational 

performance for financial performance and subjective organizational performance, job 

satisfaction, and organizational commitment. 

In addition to the mentioned three dimensions, this study also considers on the 

impacts of other related factors towards quality of work life and those job-related 

outcomes, including job functions of employee, industry and size of organization. 

Therefore, the research framework in this study was designed from the 

hypotheses on the impacts of CSR on quality of work life, CSR on job-related 

outcomes, and quality of work life on job-related outcomes together with the 

mentioned demographic factors as the extraneous variables. 
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1.5  Research Methods 

 

In order to investigate the relationship and impacts among CSR, quality of 

work life, and job-related outcomes, this study applied sub-sequential explanatory 

mixed methods.  Survey mode as a quantitative data collection was firstly conducted 

through on-line questionnaire consisting of 46 items of Seven-Likert scales, including 

15-item CSR categories scale, 16-item quality of work life scale, 3-item subjective 

organizational performance, 5-item job satisfaction scale, ad 7-item organizational 

commitment scale, together with the items regarding demographic information. 

Besides, financial performance of each organization was publicly revealed in the 

annual reports and 56-1 form. The financial figures were, then, calculated to reflect the 

growth, the profitability, and the productivity of each organization.  For quantitative 

analysis, the data were analyzed by adopting the descriptive statistics, correlations, 

multiple regression and analysis of variance. 

As for in-depth understanding in quantitative results, semi-structured interview 

was then conducted in the area of research framework and research questions.  After 

that coding was performed for generating the meaning and key themes which 

provided better responding to the research problems. 

The sample frame in this study was designed from 49 listed organizations 

recognized as the good practice in CSR in Thailand revealed in the project of Thai 

Listed Companies Association and Thaipat Institute. 

For quantitative data collection, cluster sampling was applied in the aspects of 

organization’s size, organization’s industry and respondents’ job function, 25 respondents 

were expected to be the participant target from each organization.  Thus, totally, the 

sample frame of quantitative data collection was conducted from 1,225 participant targets. 

Refer to the sample frame, the participants for qualitative data collection was 

designed according to the response proportion of questionnaire, in the perspective of 
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organization’s size and organization’s industry. Therefore, there were six participants 

from each organization’s size and organization’s industry. 

1.6  Significance of the Study 

 

As CSR has been highlighted in the last decades, several challenges from new 

technology and constant flux of market changes are raised for the organization in 

order to response to the outlooks of stakeholder. 

CSR concept has been treated by different disciplines, such as business ethics, 

marketing and business and management studies (Cooke and He, 2010:  356) . However, 

this interest has focused on the major issues such as performance ( Rettab, Brik and 

Mellahi, 2008:  372) , strategy, marketing and consumer behavior, neglecting the 

importance of human resource management despite some research showed that employee 

buy-in is a key factor in ensuring engagement with CSR (Davies and Crane, 2010: 138). 

The purpose of this study is to understand whether organizations’ CSR policies 

and practices make a difference for quality of work life and job-related outcomes. The 

findings would be expected to reveal some relationships and impacts. In the case that 

the hypotheses have been confirmed for positive impacts, the findings would provide 

some signals to the organization regarding the significance of CSR in the related 

aspects including: 

 

1.6.1  Recruiting 

As the employees are the key factor for competitive advantages, the 

organizations need to understand on the needs, requirements and attitudes of job 

seekers and candidates, such as their morale towards organizational reputation and 

related ethical practices. 

 

1.6.2  Retaining 

Continuously, nowadays individuals pay attentions on being good people and 

responsible to the society. Therefore, in order to retain those valuable employees, the 
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organizations should provide them with appropriate CSR activities and practices 

together with contributions that affects to their decisions on whether to spend their 

times and work lives with the organization. 

1.6.3  Sustaining 

Employees are the primary stakeholder. With the concept of inside-out, hearing 

CSR policies from internal voices could drive for sustainable development on CSR 

and other aspects in bottom lines. This form of contribution, eventually, leads to win-

win situation of both organization and employee. 

The association and benefits from CSR would be expected to encourage the 

organizations to do CSR as the way inside-out and with the higher level of employee’s 

values with could lead to sustainability to the organizations. 

 

1.7  Chapter Summary 

 

In recent decades, the management trends have huge impacts on the strategic 

planning and business model especially when the organizations are in rapid and 

continuous changes. Obviously, the business world turns to maintain the possibility to 

be both profitable and respectful to the stakeholders. Consequently, CSR commitment 

becomes a crucial business strategy for competitive advantages and organizational 

sustainability as the integration into all business functions and long-term orientation 

with the broader outlooks of stakeholders.  Not only the pressures from external 

stakeholders, but the internal triggers from employees also relate to the socially 

responsible manners. The organization needs to concern more on how to take care of 

their employees through the proper working environment and conditions; on the other 

hand, the employees becomes the power to take care of the external environment and 

society along the business process delivery. 

Academically, with the growing numbers of CSR research, most has focused 

on the relationship with economics, financial performance, customer perception and 

marketing issues. Considerably, less research has been conducted to estimate to what 
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extend CSR impact on the employees.  Therefore, this study is designed to maintain 

the attention of organizations in Thailand towards the area of CSR for sustainable 

development by investigating the impacts among CSR, quality of work life and job-

related outcomes, including organizational performance, job satisfaction and 

organizational commitment based on Thai context. 

The investigation in this study applied sub-sequential explanatory mixed 

methods including quantitative data collection in survey mode and qualitative data 

collection through semi-structured interview with the sample frame designed from 49 

listed organizations as good practices in CSR based on Thai context. 

The findings are expected to reveal some impacts and provide some signals 

regarding the significance of CSR to the organizations. The findings are also expected 

to encourage the organizations to do CSR as the way inside-out or from the 

employee’s values leading to the sustainable development. 

 



CHAPTER 2 

 

REVIEW OF THE LITERATURE 

 

In this chapter, a review of the related literatures regarding the impacts of 

CSR, quality of work life and job-related outcomes is presented.  This chapter begins 

by reviewing the definitions, categories and previous studies in the area of CSR, 

quality of work life, and job-related outcomes, including organizational performance, 

job satisfaction and organizational commitment.  Consequently, each previous 

relationship is reviewed according to the conceptual framework and propositions for 

answering the research questions.  Furthermore, the previous studies on CSR in 

Thailand together with an introduction of CSR clubs and the project on CSR Thailand: 

50 Good Practices are reviewed as for the context and primary sample frame design in 

this study.  

 

2.1  Corporate Social Responsibility: CSR 

 

2.1.1  The Definition and Previous Studies in CSR 

Generally, the relationship between business and society goes beyond self-

interest in economic achievement and legal compliance by expanding the view of 

CSR and responding to the needs and desires of society more than simply maximize 

profit (Bauman and Skitka, 2012:  65; Donaldson and Preston, 1995:  88; Jones, 1980: 

62; Logsdon and Wood, 2002:  184; McWilliam and Siegel, 2001, 119; Quinn and 

Jones, 1995:  38; Stone, 1975; 66) .  The concept of CSR has been developed through 

several stages:  social responsibilities in business operations and partners concerns in 

1950-1960; personal interests in social responsibilities beyond legal expectation in the 

1970s; social responsibilities and organizational performance in the 1980s; and social 



 12 

responsibilities as the contribution to strategic management in the 1990s ( Carroll, 

1999:  268-291; Cascio, 1998:  18-19; Lee, 2008: 54-58; Kotler and Lee, 2005:  15-26; 

Varenova, Samy, and Combs, 2013:  192-193) .  More recently, Virakul, Koonmee and 

McLean ( 2009:  178)  define CSR as “ the set of philosophy, policy, motivations, 

commitment and activities of business companies that consider balancing 

requirements for financial profits with the benefits of all involved stakeholders”.  

From the mentioned developmental stages of CSR, academicians and 

practitioners from the various fields have assumed increasingly important roles in 

influencing the norms that define socially acceptable corporate behaviors. Porter and 

Krammer (2006:  79-80)  supported that CSR becomes a part of the business paradigm 

which also considers on the responsibility on the way that the organization impact 

society.  Thus, CSR become a crucial concept on the public agenda revealed in 

different groups of society ( Hond, de Bakker, and Neergaard, 2007:  1) .  As the 

evidence, CSR concept is the interesting topic in several academic works both in 

theory-oriented, such as in ethical issues ( Carroll, 1999; Joyner and Payne, 2002; 

Zadek, 1998) and managerial topics (Lockett, Moon and Visser, 2006; Whetton, Rands 

and Godfrey, 2002) , as well as in practice-oriented, as shown for instance by many 

studies on different business and society’s initiatives (Austin, 2000; Selsky and Parker, 

2005). 

Recently, the business world increasingly pays attention on engaging CSR in 

practices (McWilliams, Siegel, and Wright, 2006: 3). The studies in CSR have been in 

the prominent position over the past two decades in order to identify the reasons why 

the organizations develop CSR strategies into their business plan ( Hall and 

Vredenburg, 2004:  130-131; Kassinis and Vafeas, 2006:  145-147) .  Accordingly, in 

recent years, Fontaine (2013:  2)  stated that “ CSR policy functions as a built-in, self-

regulating mechanism whereby business monitors and ensures it active compliance 

with the spirit of the law, ethical standards and international norms” ; therefore, the 

goal of CSR is to embrace responsibility for the organization’s actions and encourage 
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a corporate decision making for a positive impact through its activities on all related 

stakeholders as the balancing of a triple bottom line: people, planet and profit (Werther 

and Chandler, 2006: 73).  

From the previous literatures on CSR, there are several scales for measuring 

specific categories of CSR activities, but they have not covered comprehensive range 

of CSR and typically understood by external stakeholders ( Davenport, 2000:  213; 

Kim, Chaiy, C. and Chaiy, S., 2012: 271-272; Mattingly and Berman, 2006: 34-40). For 

instance, Maignan (2001: 62-70) proposed CSR scale for consumers by using four-scale 

items each in Carroll’ s classification of economic, legal, ethical, and philanthropic 

responsibilities. While economic and philanthropic responsibilities items measure the 

results of CSR activities, legal and ethical responsibilities measure the process of CSR 

activities.  Then, David, Kline and Dai (2005:  291-313)  developed a new scale into the 

following dimensions: relational, moral and philanthropic. However, this scale also only 

focuses on the execution of CSR by not address about the motivation behind CSR 

activities. 

However, because the organizations serve the needs of multiple stakeholders, 

it is important to understand their perceptions of CSR activities according to the 

integration of CSR and stakeholder theory which play an important role in driving the 

organizations to comply with social rules and regulations among a more stakeholder-

based view and measuring the efficiency of business in responding to the demand of 

all stakeholders (Freeman, 2002: 40; Hubbard, 2009: 179; Lee Y.K., Kim, Lee, K.H. and 

Li, 2012: 745; Ullman, 1985: 544; Wang and Juslin, 2013: 131).  

Based on the connection between business and ethics, stakeholder theory can 

be seen as a CSR concept which defines the objective of organizations and assesses 

organizational performance against the expectations of a variety of stakeholder groups 

that have particular interests, perspectives, recognitions, and values (Hubbard, 2009: 

179; Wang and Juslin, 2013: 131). As a result, the reconsideration about CSR has been 

emphasized during the business distribution and the important decision making by 

managing and modifying CSR activities and practices to match with the requirements 
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and expectations of the various stakeholders’  interests in accordance with the 

organizational goal and build alliance with those various stakeholders to work on CSR 

issues together. (Freeman, 2002: 42; Wang and Juslin, 2013: 131). 

Several previous research often addresses how CSR affects the important 

stakeholder groups especially the investors ( e. g.  Graves and Waddock, 1994)  and 

consumers (e.g. Sen and Bhattacharya, 2001). However, less focuses on the impacts on 

employees who are one of the important stakeholders of the organizations. So, in this 

study, CSR has been focused on the linkage with the employees who originally have a 

direct connection to the organization and can significantly impact to the organization’s 

financial status (Falck and Heblich, 2007: 251). Although there is no exacted CSR scale 

for this matter, here, the scope of CSR would mainly be adopted from the systematic 

review on how CSR activities can create values for stakeholders, studied by Peloza 

and Shang ( 2010:  120-121; 2011:  2-5) .  They categorized CSR activities into one of 

three board categories: philanthropy, business practices or product-related features. 

 

2.1.2  Philanthropic CSR 

In 1970, Friedman mentioned that the social responsibility should be mainly 

provided by government not business organizations.  Thus, at the early stage, 

Henderson and MclIwraith (2013: 13) mentioned that CSR meant only one thing – “the 

giving of money to social organizations as for the reputation of the business 

organization” .  Consequently, the public opinion towards the organization became a 

very powerful weapon where the organization can gain social status or failed to 

address publicly ( Hawkins, 2006:  135) .  After the later evolution since then,Yoon, 

Gürhan-Canli and Bozok (2006: 169-170)  suggested that philanthropy is a measure of 

gaining social status and it can also be a source of other-oriented extrinsic value. 

The examples of philanthropic CSR activities are donation of sales, cash 

donation, donation of products, employee volunteerism, corporate volunteerism, 

collection of customer donations, charity events and promotion of public service 

announcement.  These activities tend to involve personal involvement by a large 
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number of individuals as including in the corporate citizenship process ( Lee and 

Higgins, 2011: 82; Peloza and Shang, 2011: 2-5). 

 

2.1.3  Business-Practices CSR 

The next most common category of CSR activities is as business practices of 

the organization.  Like philanthropic, CSR activities in the form of business practices 

contain the potential to enhance other-oriented values for stakeholders.  Peloza and 

Shang ( 2011:  2-5)  differentiated these CSR activities from just philanthropy by 

providing the following examples including controlling pollution levels, energy 

consumption, recycling, labor practices, diversity, fair trade, other supply chain 

responsibility, human rights, third party awards for performance, customer relations, 

employee relations, packaging, animal testing, controversial advertising, ethical 

conducts, competing fairly and ethically, investment in poor countries, local sourcing, 

industry codes of ethics, adherence to other standards, product recalls, governance, 

carbon offset sales, six sigma projects, lawsuits, decreased product use and investment 

in workplace safety.  

Specifically, Hawkins ( 2006:  32)  mentioned that the complexity of the 

environment and the impact of organizations should certainly be a factor in business 

strategies, including pollution, waste, forest and climate.  Therefore, among the 

examples from systematic review, Peloza and Shang ( 2011:  2-5)  found that 

environmental protection by organizations represent the most popular form of 

business practices. 

Increasingly, regarding to the way of business, society also has high 

expectation on ethical practices and social responsibilities from the business 

conduction (Federick, Post, and Davis, 1992:  46) . In addition to those pressures from 

shareholders and public sections, it is also important to look at the employees at every 

stage of the business practices and related ethical issues, how employees are treated 

and managed affects output performance and quality standards.  Hawkins (2006:  146) 

suggested that it makes sense then to integrate responsible policies into the business 
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operation if only to optimize performance, and if this also reflects a more socially 

responsible approach, then so much the better. 

 

2.1.4  Product-Related Features CSR 

The third category of CSR activities is product-related features.  Like other 

CSR activities, the values form product-related features are no explicitly measured 

but it would provide the broadest spectrum of values to customers .  The examples 

of this category by Peloza and Shang (2011: 2-5) include energy efficiency, organic 

products, product ingredients, controversial products and product quality .  Of 

particular importance is the potential for self-oriented values.  This is important 

because consumers will not trade quality for more traditional, other -oriented CSR 

(Auger, Devinney, Louviere and Burke, 2008: 190-191). 

Rather than environmental concerns on the process of business as 

mentioned in business-practice CSR, the driving force behind this has been also an 

upsurge in environmentally sensitive consumers who have been demanding 

sustainable and more environmentally friendly products and services ( Van 

Beurden and Gössling, 2008:  420) .  Behind and beyond those green products and 

services, Hawkins (2006:  41)  suggested regarding CSR in products that innovation 

in materials could produce new alternative approaches that are less damaging to 

the environment and society. In a similar vein, the drive for more environmentally 

friendly products has in some parts for a market differentiator, particular when one 

considers the value of being able to recycle wasted effectively .  Eventually, 

products that are environmentally produced and incorporate whole life 

considerations may be made more attractive (Hawkins, 2006: 221).  

Based on this categorizing, Peloza and Shang (2010: 120-121) found that the 

organization could gain a competitive advantage by increasing customer values, 

while, the similar way to categorize CSR activities, this study turns to the 

relationship between CSR activities and employee values . 
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2.2  Quality of Work Life: QWL 

 

2.2.1  The Definition and Previous Studies in QWL 

Quality of work life concept was introduced into the work place in the late 1950s. 

Up until the mid-1970s, the focus was on work design and improving work.  However, 

beginning in the 1980s, quality of work life has come to include other features that affect 

employee satisfaction and productivity, for examples, reward systems, physical work, 

environment, employee involvement, rights, and esteem needs (Cummings and Worley, 

2005: 34-38). More recently, Sirgy, Efraty, Siegel and Lee (2001: 242) defined quality of 

work life as “employee satisfaction with a variety of needs through resources, activities 

and outcomes stemming from participation in the workplace”. 

Most literature on the quality of work life originates from the discipline of 

Industrial Labour Relationships.  According to Rethinam and Ismail ( 2008:  58-59) , 

quality of work life is a multi-dimensional construct, with various interrelated factors 

that need careful consideration to conceptualize and measure. Consequently, different 

researchers have come up with different concepts and categories to define and 

measure quality of work life.  

At the early stage, Mirvis and Lawler ( 1984:  198-202)  described different 

dimensions of quality of work life which can be achieved through satisfaction with 

wages, working hours, and work conditions.  In late 1990s, Cascio ( 1998:  66-69) 

considered quality of work life in both mental and objective aspects.  The objective 

ones emphasize the circumstances and procedures relating to promoting policies, 

participatory supervision and safe working conditions, whereas the subjective relate to 

supervision, communication, leadership etc.  In 2000s, Connolly and Viswesvaran 

(2000: 274-277) identified that quality of work life was conceptualized in term of need 

satisfaction as the balancing of employee’ s needs and the organizational resources. 

Then, Breukelen, Vlist and Steensma ( 2004:  908-911)  supported that employee has 

freedom in doing job function so that they meet their personal needs and interests. 
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Sirin ( 2009:  102-103)  provided some suggestions which are important factors in 

improving quality of work life by including on the basis of job requirements. 

Employee satisfaction achieves when working condition and supervisory behavior is 

supportive.  Therefore, the assessment of quality of work life should focus on the 

individual behaviors which then respond to the job consequences for eventually 

stability of the society (Kwon, Bae and Lawler, 2010: 77-79). 

In particular, Sirgy, Efraty, Siegel and Lee, 2001:  246)  conducted a study to 

understand the underlying dimensions of quality of work life based on need 

satisfaction and spillover theories.  Building on need-hierarchy theory of Maslow 

(1970), Sirgy et al. (2001) argued that individuals have basic needs they seek to fulfill 

through their works. Therefore, this study would come up and consider the categories 

of quality of work life as two major order levels ( Koonmee and Virakul, 2007:  78; 

Marta, Singhapakdi, Lee, Sirgy, Koonmee and Virakul, 2013:  382-383; Senasu and 

Singhapakdi, 2014:  73-83) . The differentiation between the two orders is that higher-

order needs are satisfied internally, while lower-order needs are predominantly 

satisfied externally (Robbins, 2003: 157). 

 

2.2.2  Lower-Order Quality of Work Life 

Lower-order quality of work life comprised of: 

1)  Health and Safety Needs 

Health and safety needs are one of the common factors to represent 

quality of work life, including the protection from sickness and injury both at work 

and outside of work and enhancement of good health. Lee, Back and Chan (2015: 770) 

suggested that the significance of physical working conditions cannot be 

overemphasized given that a small change in the working environment. Therefore, the 

organizations have to pay attention on reducing unsafe conditions, job hazard 

analysis, operational safety reviews, personal protective equipment, as for examples 

(Dessler, 2013: 566-573). 
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2)  Economic and Family Needs 

Economic and family needs can be interpreted as “the balance between 

work and personal life” (Lee, Back and Chan, 2015: 770) by including pay, job security 

and other family needs.  It is the psychological interference of work into the family 

domain and vice versa ( Robbins, 2003:  511) .  Appropriate compensation program, 

including the proportion of fixed pay and variable pay, are also responded to these 

needs ( Robbins, 2003:  199-200) .  In addition to direct financial payments, the 

organization would manage on related benefits (Dessler, 2013:  378)  and provide the 

feeling secure knowing that one is not likely to get laid off. 

 

2.2.3  Higher-Order Quality of Work Life 

Higher-order quality of work life comprised of: 

1)  Social Needs 

Lee, Back and Chan ( 2015:  771)  mentioned that social need is the 

desire to develop cooperative relationship with others .  The examples of social 

needs include collegiality at work and leisure time off work. In order to response to 

social needs of the employees, the organization would focus on keeping workload 

reasonable with the appropriate work schedule options, such as flextime, job 

sharing and telecommuting to their employees ( Robbins, 2003:  475-478) .  Zaki 

( 2008:  92-94)  argued that the organizational culture is an important tool for 

fulfilling the social needs of employee which might be linked to other related 

topics on diverse workforce, for examples, single parents, older workers and the 

disabled (Dessler, 2013: 188-190). 

2)  Esteem Needs 

Esteem needs represents the desire of employees to be accepted and 

valued by others ( Lee, Back and Chan, 2015:  771) .  Hence, the employees are 

critically concerned about reward systems, recognition, organizational image, 

organizational reputation and appreciation of work within and outside the 
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organization.  The employees need the clarification and justice on the performance 

appraisal which would be presented in the forms of rewards and recognition for 

doing a good job at work, for the local community or professional associations  

(Dessler, 2013: 328-330). 

3)  Self-Actualization Needs 

Self-actualization needs can be fulfilled by several strategies ( Lee, 

Back and Chan, 2015:  771) .  For example, the empowerment as the realization of 

one’s potential within the organization and as a professional by allowing them to 

practice discretion and authority or allow them to become the experts in their field 

of expertise.  The organization could also match between the qualification of 

employees and their jobs or assignment through several options of work design, 

including job rotation, job enlargement and job enrichment ( Robbins, 2003:  472-

474). 

4)  Knowledge Needs 

Knowledge needs represents the desire to learn to enhance job and 

professional skills ( Lee, Back and Chan, 2015:  772) .  The organization should pay 

attention on performance and training needs analysis; then, design the appropriate 

training programs for the employees in various forms, including on -the-job 

training, apprenticeship training, lectures, audiovisual -based training, simulated 

and interactive learning (Dessler, 2013: 275-286). 

5)  Esthetic Needs 

Esthetic needs include creativity at work as well as personal 

creativity and general aesthetics. Amabile (1997: 40) refer creativity to the ability to 

produce novel and useful ideas.  Most people have creative potential that they can 

use when confronted with a decision-making in job-related problems ( Robbins, 

2003:  133) .  Therefore, the organizations have to support the employees to balance 

the appreciation of nature, arts and literature in their work lives ( Lee, Back and 

Chan, 2015: 772). 
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2.3  Job-Related Outcomes: JRO 

 

There are several indicators reflecting job-related outcomes.  With the linkage 

with CSR and quality of work life categories, job-related outcomes in this study are 

comprised of organizational performance, job satisfaction and organizational 

commitment. 

 

2.3.1  Organizational Performance 

Organizational performance is widely recognized as multi-dimension construct 

in management research ( Combs, Crook and Shook, 2005:  260) .  The construct of 

performance lies at the heart of all organizational models. It is, in essence, the ultimate 

dependent variable in organizational research (Martz, 2013: 387).  

The investigation of organizational effectiveness is the early effort to describe 

organizational performance ( Cameron and Whetten, 1981:  525-526) .  Then, with the 

broader perspectives, organizational effectiveness similarly encompasses shareholder 

and stakeholder satisfaction respectively (Combs, Crook and Shook, 2005: 262).  

Until now, there are several models for evaluating organizational performance. 

Each model is based on a specific organizational paradigm and applies for each term 

and condition.  Instead of displace a model to another, the academician expanded the 

model by selecting the related attributes of previous subsequent model as for the 

refined conceptualization. (Martz, 2013: 397). 

In order to explore the relationship with CSR and quality of work life, 

organizational performance in this study is considered in both financial performance 

and subjection organizational performance.  

2.3.1.1  Financial Performance 

The major aspect used to reflect organizational performance is related to 

the financial performance, mainly through the financial ratios that reveal the liquidity, 

the solvency, the profitability, the repayment capability, and the financial efficiency 

(Alvarado, 2011: 2).  



 22 

In this study, the financial performance is revealed in the annual report 

and considered in the following aspects: 

1)  Growth 

The organizational growth is one important measure of organizational 

performance.  In this study, the growth is calculated as the annual growth in sales 

revenue for a specific period.  Sales revenue represents increases in an organization’s 

assets from selling goods and services and the primary activity of the organization 

(King, Lembke and Smith, 2001: 161). This measure was used to indicate the extent to 

which customers accepted the organization’s products and services (Bae and Lawler, 

2000:  504; Collins and Clark, 2003:  742; Lam and White, 1998:  353; Lee and Chee, 

1996: 78; Simons, Pelled and Smith, 1999: 666). 

2)  Profitability 

Profitability measures provide indicator of an organization ’ s 

operating success (King, Lembke and Smith, 2001:  161) .  Increased organization’ s 

profitability over a period is one important organizational performance measure 

utilized in several studies ( Bae and Lawler, 2000:  504; Banker, Lee, Gordon and 

Srinivasan, 1996:  924; Perry-Smith and Blum, 2000:  1109) .  In this study, the 

profitability is focused on operational earnings; thus, the earnings before interest 

and taxes ( EBIT)  shown in the financial statement would be considered as the 

percentage of revenues from sales and services . 

3)  Productivity 

There are several scholars proposed and defined the organization’ s 

productivity in the term of employees and labor efficiency ( Bae and Lawler, 2000: 

505; Cappelli and Neumark, 2001:  742, d’Arcimoles, 1997:  859; Koch and McGrath, 

1996:  337; Wright, Gardner and Moynihan, 2003:  23) .  However, in this study, the 

productivity is based on Richard and Johnson ( 2001:  308)  who evaluated the net 

income per employee to present the productivity of the organization. 
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2.3.1.2  Subjective Organizational Performance 

In addition to actual performance, this study also focuses on the perception 

of employees towards their organizational performance as the subjective performance. 

Rather than the numeric reports, there are several factors and non-

financial organizational performance that impact to the employee’ s perception.  For 

example, rewards and recognition are the way to present the admiration as a source of 

happiness ( Dobbins and Pettman, 1997:  552-660)  which allows incorporation of 

aesthetic value into planning, generates consensus and commitment and mobilizes 

participants, releases suppressed creativity and harnesses it to individual and 

organizational development (Ackoff, 1981: 24; Dominick, 2007: 70-76; Henderson and 

MclIwraith, 2013: 230-239; Thompson, 1998: 219-229).  

Additionally, another form of organizational performance can be 

perceived through the market performance as the way to evaluate and compare with 

the competitors in the particular industry through several aspects ( Delaney and 

Huselid, 1996:  963:  Harel and Tzafrir, 1999:  185; Lahteenmaki, Storey and Vanhala, 

1998:  63) .  According to Perry-Smith and Blum ( 2000:  1109) , the assessment on 

perceived market performance would be relative to that of other organizations in term 

of market share or market ranks. 

Although there are several attributes to explore the subjective 

organizational performance, this study mainly considers the perception of employees 

towards the organizational growth, profitability and productivity in order to parallel 

with the actual financial performance measured in this study. 

 

2.3.2  Job Satisfaction 

Job satisfaction is defined as “ the pleasurable or positive emotional state 

resulting from the overall evaluation of one’ s job or job experience”  ( Locke, 1976: 

1304) , and as “ a factor of the extent to which individual needs are met in the work 

setting”  ( Tziner, 2006:  35) .  Accordingly, job satisfaction can be recognized as both 

intrinsic and extrinsic (Porter and Kramer, 2004: 5-12). 
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Academically, job satisfaction is one of the most important and widely 

researched variables in industrial-organizational psychology ( Connolly and 

Viswesvaran, 2000:  265) .  According to Oliver ( 1997:  63) , antecedents of job 

satisfaction deal with the cognitive evaluation of a job given that affective 

evaluation follows cognitive assessment in terms of attitudinal development . Back, 

Lee and Abbott (2011: 122) supported that before reaching the affective assessment 

of job satisfaction, employees would exercise cognitive evaluation of working 

conditions without emotional judgments . 

Various theories of job satisfaction have been developed by psychologists 

and management scholars who tend to assign the determinants of job satisfaction 

and different degrees of importance to sources of satisfaction (Clark and Oswald, 

1996:  190; Easterlin, 2001:  481; Luchak, 2003:  124-125) .  For example, 

disconfirmation theory suggests that the employees perceive and assess their jobs 

to be on positively or negatively by comparing job performance and their 

expectation (Matzler, Fuch and Schubert, 2004: 1182).  

Numerous studies have investigated the determining factors of job 

satisfaction and the relationship of job satisfaction in several aspects .   It leads to 

increasing productivity as one of desirable job-related outcomes and also impacts 

to positive attitude and behavior investigating through the lower turnover and 

absenteeism, high job performance, customer satisfaction and employee retention  

( Avolio, 1999:  44; Connolly and Viswesvaran, 2000:  265; Gordon and Denisi, 

1995: 222-236; Dubinsky, Howell, Ingram and Bellenger, 1986: 201-204; Homburg 

and Stock, 2004: 144-158; Yurchisin and Park, 2010: 441-450). 

In addition to see only the relationship of job satisfaction with several 

factors in several aspects, the researchers also consider job satisfaction as the 

criteria to achieve the strategic human resource management, for example, to 

design the compensation scheme and benefit packages ( Clark and Oswald, 1996: 

13-15; Heywood and Wei, 2006:  532-539; Sousa-Posa, A.  and Sousa-Posa, A.  A. , 

2000: 14-16). 
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2.3.3  Organizational Commitment 

Joworski and Kohli ( 1993: 60)  defined organizational commitment as “ the 

extent to which a business unit’s employees were fond of the organization, saw their 

future tied to that of the organization and were willing to make personal sacrifices for 

the business unit”. More recently, Ebeid (2010: 77) referred organizational commitment 

as “ the committed employees’  believe in the organizational values and goals and 

undertake activities to achieve them, they are not willing to leave the organization, 

and are ready to provide considerable effort”.  

Theoretically, organizational commitment is hypothesized to result from two 

broad types of factors including personal and organizational factors. Personal factors 

represent the characteristics and experience of individuals before their entry into the 

organization; in contrast, organizational factors originate within the organization 

and include elements of the work environment and the nature of the experiences 

encountered by individuals during the term of their employment in the organization 

(Benson, 1973: 377; Demir, Sahin, Teke, Ucars and Kursun, 2009: 929).  

Allen and Meyer (1990:  73-80)  conceptualized organizational commitment in 

terms of three distinct dimensions:  affective, continuance and normative.   Allen and 

Meyer ( 1990:  73-80)  define each dimension as follows:  “ Affective commitment is 

characterized by the presence of emotional attachment to the organization such that 

affectively committed individual identifies with, is involved in and enjoys 

membership in the organization. The continuance dimension of commitment refers to 

an awareness of the costs associated with leaving the organization.  The normative 

dimension of organizational commitment focuses on feelings of loyalty to a particular 

organization resulting from the internalization of normative pressure exerted on an 

individual”.  

Several researchers have suggested that organizational commitment should be 

recognized as an outcome; so, much of the interest in organizational commitment 

stems from those positive consequences on employees behavior and work outcomes 

(Demir, Sahin, Teke, Ucars and Kursun, 2009:  932-933; Meyer and Allen, 1997:  69; 



 26 

Steyrer, Schiffinger and Lang, 2008:  369-371) , such as higher performance, lower 

turnover, career advancements, training attendance and organizational rewards (Lang, 

1992:  191-196; Meyer, Stanley, Herscovitch and Toplnytsky, 2002:  37-44; Wallace, 

1995: 249-252). 

 

2.4  The Relationship between CSR and Quality of Work Life 

 

Strong CSR becomes a crucial tool for organizational sustainability as the way 

to create an impact to the different stakeholders, including employees and their work 

lives ( Lawrence and Weber, 2008:  42-52)  through their environmental concerns, 

workplace justice, and business justice (Kriel, 2004: 9). Although CSR play in shaping 

quality of work life increasingly with internal benefits (Branco and Rodriguez, 2006: 114; 

Kriel, 2004:  9; Lawrence and Weber, 2008:  42-52) , less research still provides the 

obvious relationship between CSR and quality of work life ( Nanjundeswaraswamy 

and Swamy, 2013:  202-206; Razaq, Yameen, Sabir, Iqbal, Shan and Khan, 2011:  70-

72). 

Similar to the scope of quality of work life in this study, considering quality of 

work life in term of needs, the organization can understand and fulfill their 

employee’ s needs through CSR by creating growth of salaries, suitable working 

conditions and job environment, fair treatment, opportunities for self-enhancement, 

improving work-personal life integration, building a bridge to the organization, job 

security and personal safety ( Backhaus, Stone and Heiner, 2002:  296; Bauman and 

Skitka, 2012: 70; Bhattacharya, Sen and Korschun, 2008: 39; Turker, 2009b: 413). 

In addition to satisfying the need for safety and security, the perception on 

organizational morality, including the practices of CSR, often involve the employees’ 

trust and their esteem needs (Bauman and Skitka, 2012: 69). For example, CSR creates 

good organizational images in the public. It also builds good image for the employees 

in that organization (Razaq, Yameen, Sabir, Iqbal, Shan and Khan, 2011: 67). 
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CSR: Job and Workplace Lower-Order QWL 

Health and Safety Needs 

Economic and Family Needs 

Higher-Order QWL 

Social Needs 

Esteem Needs 

Work Conditions / Compensation / 
Work-Life Balance / Job Security 

Social Performance Reputation /  
Organizational Ethics and 

Morality 

CSR: Organizational Operation 

+ 

+ 

Instead of focusing directly on the relationship between CSR and quality of 

work life, several researchers prefer to reflect quality of work life into the form of the 

attractiveness through the organizational reputation.   For example, Greening and 

Turban ( 2000:  271-276)  found that prospective job applications are more likely to 

pursue jobs from socially responsible organizations than from organizations with poor 

social performance reputation. For existing employees, Bauman and Skitka (2012:  8) 

suggested that the organizations with a strong CSR reputation generally exhibit 

cooperative across stakeholder relations; so, employees may then infer from CSR that 

their organizations are moral and eventually decide to spend their times and their 

abilities for the organizational achievement.  In sum, these examples reflected the 

relationship between CSR and quality of work life, especially social needs and esteem 

needs as recognized in higher-order level quality of work life.  

As the summary, Figure 2.1 shows the relationship between CSR and quality 

of work life revealed in previous studies. CSR activities and practices can be separated 

into two groups.  The first group mainly relates to the job and work place which is 

responded to lower-order quality of work life.  The second group relates to CSR 

operation in the organization which is responded to social and esteem needs. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.1 The Relationship between CSR and QWL from Previous Studies 
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From these impacts, among the full of choices in order to act for 

environmental and social responsibility, the management and CSR team can design 

the policies, programs, and activities differently in each group of employees who 

contain the different background and level of environmental and social concerns 

(Clarkson, 1995:  111-115; Greening and Gray, 1994:  496-497; Wartick and Cochran, 

1985:  761-768; Wood, 1991:  699) .  Consequently, those policies, programs and 

activities are turned to affect the organization and the attractiveness as an employer 

(Fombrun and Shanley, 1990: 252-254). 

 

2.5  The Relationship between CSR and Job-Related Outcomes 

 

Most measurement of CSR focused on measuring only the numeric and 

obvious financial outcomes whereas Kim, Chaiy, C. and Chaiy, S. (2012: 276)  argued 

that existing scales did not incorporate motivation or execution or execution process 

into measuring corporate social performance because it is difficult to clearly measure 

the impact of CSR on corporate performance.  

However, in recent years, previous empirical studies have begun to examine 

the impact of CSR practices on other related workplace outcomes ( Brammer, 

Millington and Rayton, 2007; Newman, Neilsen and Miao, 2015; Peterson, 2004; 

Valentine and Fleischman, 2008). Therefore, this study aims to explore the relationship 

between CSR and overall job-related outcomes, not only the financial performance but 

also consider other subjective outcomes, including the subjective organizational 

performance, job satisfaction and organizational commitment.  

 

2.5.1  The Relationship between CSR and Organizational Performance 

There are several efforts to understand the antecedents and consequences of 

CSR for the organizations as revealed in several recent research (Aguinis and Glavas, 

2012:  962-965; Bauman and Skitka, 2012:  66; Margolis and Walsh, 2001:  46; Peloza 

and Shang, 2011:  131-134) .  According to Friedman (1970:  124) , CSR involves in the 
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integration of social and environmental concerns to the business operation and its 

performance.  Therefore, several empirical evidences support that CSR is positively 

associated with both the financial performance and the organizational reputation as 

subjective performance (e.g. Margolis and Walsh, 2001; Orlitzky and Benjamin, 2001; 

Orlitzky, Schimidet and Rynes, 2003; Peloza, 2009), leading to further studies in the 

field of CSR as the benefits to the organizations (Bauman and Skitka, 2012: 66). 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. 2 The Relationship between CSR and Organizational Performance from 

Previous Studies 

 

Figure 2.2 shows the overall of previous relationship between CSR through the 

organizational reputation and the way of cost reduction and the organizational 

performance in both financial and non-financial aspects as per the following details. 

2.5.1.1  The Relationship between CSR and Financial Performance 

Increasingly, the organizations desire to perform social responsibility 

and also in turn have a significant impact on their financial performance (Kapoor and 

Shandhu, 2010:  186) .  As a result, CSR issues gain the increasing popularity in the 

business world as the way to enhance financial performance. 

According to Branco and Rodriguez ( 2006:  114-116) , generally, CSR 

provides the internal benefits to the organization including improving employee 
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loyalty and reducing turnover, recruiting, and training costs which positively impact 

on the organizational performance. 

In academic side, there were several previous studies investigate the 

relationship between CSR and organizational performance by using the financial 

outcomes as the key indicators (Ali I., Rehman, Ali S.I., Yousaf and Zia, 2010: 2799; 

Bihari and Pradhan, 2011: 34; Chang, Oh and Messersmith, 2013: 3747-3752; Kapoor 

and Shandhu, 2010: 197-200; Scott, 2007: 31; McWilliams and Siegel, 2000: 604-605; 

Orlitzky, Schmidt, and Rynes, 2003:  423-425; Peloza, 2009:  1520-1530; Rees and 

Rodionova, 2013:  260-262)  However, the relationship have exhibited mixed results, 

with studies reporting a positive (e.g. Bihari and Pradhan, 2011; Waddock and Graves, 

1997), negative (e.g. Moore, 2001; Vance, 1975; Wright and Ferris, 1997) and null (e.g. 

McWilliams and Siegel, 2000)  relationships.   Therefore, the previous studies are still 

unable to determine whether CSR improves financial performance ( Bauman and 

Skitka, 2012:  66) .  Supporting with 128-previous studies reviewed by Peloza ( 2009: 

1518-1541), there were 59 percent found a positive relationship, 27 percent a mixed or 

neutral relationship, and 14 percent a negative relationship. 

As the supportive evidence, Margolis and Walsh ( 2003:  274)  have 

reviewed 127 empirical studies conducted between 1972 and 2002 dealing with the 

relationship between corporate social performance and corporate financial 

performance. Almost half of the studies pointed to a positive relationship. Only seven 

studies indicated a negative relationship, 28 studies revealed a non-significant 

relationship and the remains presented a mixed set of findings.  

Similarly, mixed results have been shown among the investigation in 

the micro-economic view with specific financial ratios.  For example, Belu and 

Manescu (2013: 2761-2763) revealed a neutral relationship between CSR and financial 

performance as measured by return on assets (ROA). While Griffin and Mahon (1997: 

20-24) found no association between CSR and financial performance, in term of return 

on assets (ROA), return on equity (ROE), five-year return on sales, assets age and total 
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assets.  With other index, however, Kapoor and Shandhu ( 2010:  186)  found the 

significant positive impact of CSR on profitability and growth of the organization. 

Besides, Moskowitz ( 1972:  71-75)  showed the increase of stock price in the 

organizations that invest on the basis of their social responsibility.  

Regarding the productivity, being a highly socially responsible 

organization can increase positive attitudes about the organization and the employee 

then work more productively on its behalf (Rupp, Ganapathi, Aguilera and Williams, 

2006: 538-540) 

With the inconsistency from these investigations, the conclusion is that 

CSR cannot be easily reconciled with the financial performance. Despite these mixed 

findings, scholars suggested that the organization’ s social agenda and instrumental 

goals may be compatible when certain implementation conditions are met (Evans and 

Novicevic, 2010: 15-17), especially in human resource management and development 

aspect.  Chang, Oh and Messersmith ( 2013:  3738)  suggested that human resource 

practices may play an important role in enhancing a positive corporate social 

performance and corporate financial performance relationship by helping vertically 

align the behaviors of employee with the values and orientation of the organization. 

For instances, employee-CSR participation programs are more likely to help to 

translate CSR strategies into improved financial performance. Employee participation 

enhances employee level of understanding of and involvement in the organization’s 

goals and strategies, which in turn increase their psychological ownership, based on a 

theoretical framework of psychological ownership (Webb, 1912: 88). 

2.5.1.2  The Relationship between CSR and Subjective Organizational 

Performance 

Although there were several studies on corporate social performance 

(Orlitzky, Schmidt and Rynes, 2003:  423-425; Peloza, 2009:  1520-1530; Ramasamy, 

2007:  38-42; Turban and Greening, 1997:  660-671) , less research focused on the 

linkage with non-financial or subjective organizational performance (Friedman, 1970: 
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122-126) . For example, CSR increasingly plays the important role as the criteria for 

some rewards and international standards and the employees can perceive the 

organizational performance through those rewards and reputation (Foote, Gaffney and 

Evans, 2010:  800; Segars and Kohut, 2001:  540) .  As a result, the way organization 

communicated their performance to the stakeholders has been changed by increasing 

environmental and social concerns ( de Bakker, Ohlsson, Hond, Tengblad and 

Turcotte, 2007: 55). Instead of weakens the environment and community, organization 

should work for sustainability so that people benefit from the organization ( Locke, 

1991:  36) . With this view, employees have positive attitude regarding workplace and 

product quality (Branco and Rodriguez, 2006:  116) .  Additionally, they are also more 

motivated and attracted from those organizations which participate in the social 

activities ( Peterson, 2004:  313-316) .  Therefore, investment in social responsibility 

becomes an important factor for creating organizational images and reputation which 

impact to the employees’ perception (Fombrun and Shanley, 1990: 255). 

In addition to rewards and reputation, Hall and Soskice ( 2001:  66) 

suggested that the employees can also perceive the organizational performance 

through the quality of products and process, such as control programs, machine safety, 

honesty information in advertisement and extensive product checks affected to 

product quality and ultimately services, in term of cost-effectiveness.  Supporting this 

suggestion, Gabriel, Navarro, and Martínez ( 2009:  506-508)  found a bilateral 

association between CSR and quality of products and services. They also revealed that 

CSR is an approach designed to be in compliance with laws and legal requirements 

that provides a way of ensuring that products conform to specific requirements, which 

in turn may allow organizations to expand the market recognition without limitations 

originating from social issues. 

Considering on the perception towards organizational productivity, 

especially in term of competitive advantages, the organization requires retention of 

high performer through satisfaction, motivation, training and development, and other 

related intrinsic factors, including ethical corporate practices (Ali, Nasruddin and Lin, 
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2010:  932-951; Cappelli, 2000:  12; Malik, Ghafoor and Naseer, 2011:  38-39; Rettab, 

Brik and Mellahi, 2008:  385-387) .  Therefore, those high-performance employees 

perform and perceive the positive attitudes for the ethical organizations.  In the other 

words, the policies and strategies related to CSR affect the attitudes and behaviors of 

the employees, especially with the great performance (Collier and Esteban, 2007: 30-

32; Peterson, 2004:  313-316) . On the contrary, the organization which behaves in an 

obviously socially irresponsible manner makes their employees have negative work 

attitudes and behavior; eventually, negatively perceive on their organizational 

performance (Rupp, Ganapathi, Aguilera and Williams, 2006: 538-540). 

 

2.5.2  The Relationship between CSR and Job Satisfaction 

The relationship between the organization and its employees can be 

considered as a precondition for CSR. With a high level of responsibility towards the 

employees, it is likely to do so for the customers and environment (Johnston, 2001: 

55) .  The research attention has been gradually emphasized the association between 

CSR activities and job satisfaction and most of them revealed the positive relationship 

with various variables ( Brammer, Millington and Rayton, 2007:  52; McGuire, 

Sundgren and Schneweis, 1998: 863-870; Turker, 2009a: 196-201) according to figure 

2.3. 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.3 The Relationship between CSR and Job Satisfaction from Previous Studies 
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The examples of previous-positive relationship includes the positive 

correlation between directed involvement in CSR activities and the satisfaction with 

the workplace ( Chong, 2009:  115-119) , the positive relationship between the social 

recognition and job satisfaction (Lee and Chang, 2008: 209-211), the positive influence 

between organizational reputation in social responsibility and employee satisfaction 

( Peterson, 2004:  313-316) , and the positive impacts of CSR on job satisfaction and 

extend to perceived organizational justice (Tziner, Oren, Bar and and Kadosh, 2010: 71). 

Additionally, with the trend of ethic codes and ethical conducts, Valentine and 

Fleischman ( 2008:  170)  found that CSR fully or partially mediated the positive 

relationship between the ethical program and employee job satisfaction suggesting 

that the organizations should better management the employee ethical perception 

through the corporate policies and the strategic planning. 

 

2.5.3  The Relationship between CSR and Organizational Commitment 

Several literatures acknowledge that social responsibilities significantly relates 

to employee retention, employee choices, and employees’ behaviors (Turker, D. 2009a; 

Upham, 2006). Ultimately, CSR could also enhance the organization’s ability to attract 

and keep top talents ( e.g.  Albinger and Freeman, 2000:  250; Greening and Turban, 

2000: 272; Turban and Greening, 1997: 669). 

 
 

 

 

 

 

 

 

 

 

Figure 2. 4 The Relationship between CSR and Organizational Commitment from 

Previous Studies 
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Obviously, figure 2.4 shows those studies which identified that the impact of 

CSR on employee can be classified into two board categories.  In first category, 

scholars analyzed how CSR activities affect prospective employees (e.g. Greening and 

Turban, 2000; Turban and Greening, 1997; Turker, 2009a), while the second category 

focused on the impact of CSR activities on existing employees ( e. g.  Brammer, 

Millington and Rayton, 2006; Maignan, 2001; Peterson, 2004). 

For the existing employees, several empirical surveys clearly showed a positive 

linkage in the areas of CSR and organizational commitment with various variables, for 

examples, the positive linkage between employee perception of corporate citizenship 

and organizational commitment (Peterson, 2004: 313-316), the positive impact between 

socially responsible behavior on organizational commitment (Brammer, Millington and 

Rayton, 2006:  52) , the positive influence of employees’  perception of CSR on their 

subsequent emotions and attitudes towards the organization (Rupp, Ganapathi, Aguilera 

and Williams, 2006:  537) , the significantly positive relationship of internal CSR 

activities on both affective and normative commitment but not for continuance 

commitment ( Ali, Nasruddin and Lin, 2010:  945-947)  and CSR perception as the 

predictor of affective commitment (Ditlev-Simonsen, 2012: 15-17). 

The reason behind those positive relationships is that CSR interventions also 

included activities for the welfare of employees and their families (Ali I., Rehman, Ali 

S.I., Yousaf and Zia, 2010: 2797). Collier and Esteban (2007: 30-32) studied the factors 

that might have an impact on organizational commitment to CSR and the findings 

indicated that there were two types of factors.  The first set is the contextual factors 

which referred that employee’ s attitudes and behaviors would be affected by 

organizational culture and climate, by whether CSR policies were expressed in terms 

of compliance or in term of values, and by whether such policies are integrated into 

business processes.  The second set of factors was the perceptual factors. Motivation 

and commitment would be affected by the extent to which they could align personal 

identity and image with that of organizational by their impressions regarding to the 

attitude of top management to CSR issues and performance. 
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Besides, Lo, Egri and Ralston (2008: 92-93) expanded this relationship to be the 

cross-national study to investigate the outcomes of CSR practices to stakeholders in 

the contrasting context of China and the U.S.  The study found a significant positive 

relationship between environmental corporate responsibility and employee 

commitment for U. S.  organizations but not that much for Chinese organizations. 

However, Dögl and Holtbrügge (2013: 1753-1754) found that green strategy and green 

products positively influenced the environmental reputation of the organization as the 

employer and in turn employee commitment in both developed countries ( Germany 

and the U.S.) and emerging countries (China and India).  

 

2. 6  The Relationship between Quality of Work Life and Job-Related 

Outcomes 

 

In parallel to the importance of CSR; the relationship between quality of work 

life and job-related outcomes, such as, productivity, organizational performance, job 

satisfaction and organizational commitment have been interesting issues ( Golkar, 

2013: 216; Lau and May, 1998: 211-216). 

 

2.6.1  The Relationship between Quality of Work Life and Organizational 

Performance 

Quality of work life has emerged as a solution to lot of organizational 

problems; so, improving in quality of work life, including training, development, and 

appropriate performance appraisal, has many desirable effects and support the 

organization to achieve the objectives ( Hackman and Suttle, 1977:  77) .  Indeed, the 

major elements of quality of work life relates to working conditions in both financial 

and non-financial forms ( Lau and May, 1998; Hackman and Oldham, 1975; Taylor 

and Bowers, 1972). Providing employees with a good quality of work life is important 

for reasons including the ability to increase several job-related outcomes ( Golkar, 

2013:  215; Wilson, DeJoy, Vandenberg, Richardson and McGrath, 2004:  566-568) . 
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Research on quality of work life offers substantial evidence in favor of their 

effectiveness by providing empirical support that enhanced quality of work life leads 

to increase productivity and improve the competitive advantages (Steers and Porter, 

1983: 43). 

Figure 2. 5 shows the previous relationship between both lower- and higher-

order quality of work life with both financial and subjective performance. 

 

 

 

 

 

 

 

 

 

 

Figure 2. 5 The Relationship between Quality of Work Life and Organizational 

Performance from Previous Studies 

 

Quality of work life covers various aspects of issues both financial and non-

financial relating to work context, work content, and work relation ( Geetika, and 

Srivatava, 2010: 7-8).  The concept of quality of work life presents positive emotional 

reactions and perceptions to the employees towards their jobs.  There is the strongest 

relationship between employees’  well-being at work and performance of such 

organization (Aketch, Odera, Chepkuto and Okara, 2012: 384-387). Brewer (2005: 700-

711)  also suggested that quality of work life had a positive, significant and 

considerable effect on organizational performance. 

Similarly, Chib ( 2012:  45)  revealed that quality of work life has significant 

relationship with organizational performance.  The quality of work life variables 
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included organizational health and safety policy, worker free lunch, workers transport 

facility, maternity leave with salary for female workers, providing job related training, 

availability of leave, person and family life, accommodation by employer, and healthy 

and hygienic living accommodation.  However, the findings seem to suggest that for 

operational workers, quality of work life is an important factor by firstly satisfying 

their basic needs including achieving in having good wages and related benefits and 

welfares.  Hawkins (2006:  146-147)  also supported that health and safety, wherever in 

the world the operation is carried out, has a major impact on quality and performance. 

In addition to short term, quality of work life could be also linked with the 

long-term organizational performance and development.  Gupta ( 2013:  1)  mentioned 

that quality of work life is organizational development intervention which used to 

assess and enhance the effectiveness of the organization as the organizational 

mirroring (Abdeen, 2002: 8; Anderson, Coffey and Byerly, 2002: 788). 

 

2.6.2  The Relationship between Quality of Work Life and Job Satisfaction 

Typically, quality of work life is conceptualized as a general attitude towards 

the job with several attempts to investigate the significance effects.  

 

 

 

 

 

 

 

 
 

Figure 2.6 The Relationship between Quality of Work Life and Job Satisfaction from 

Previous Studies 

 

According to figure 2.6, most of them found the positive relationship between 

quality of work life and employee job satisfaction (Brock-Utne, 2000: 113-117; Laue, 
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2000: 161; Rainey, 2003: 43). For example, Ference (1982: 29) argued that employees’ 

perception of quality of work life can be significantly improved by positively 

addressing their diverse needs, thereby boosting job satisfaction lowering voluntary 

turnover.  Then, Efraty and Sirgy ( 1990:  33-46)  conducted a study and showed that 

quality of work life was conceptualized in terms of need satisfaction stemming from 

an interaction of employee’s needs and those organizational resources relevant to meet 

them.  It was consistent with the hypothesis that quality of work life is positively 

related to job satisfaction. 

Bustillo Llorente and Maćias ( 2005:  670-672)  also mentioned about job 

satisfaction as an indicator of quality of work life. Supporting by Ganguly (2010: 216), 

the nature of correlation between job satisfaction and quality of work life revealed 

that quality of work life significantly contributes towards increasing satisfaction or 

dissatisfaction as experienced by the employees in their concerned job depending 

largely on the perceived positivity or negativity of the relevant dimensions 

respectively. 

With the specific groups, Davoodi (1998: 2-7) studied the impact of quality of 

work life on job satisfaction among operational employees and concluded that 

employee involvement lead to satisfaction and less accident.  Darabi, Mehdizadeh, 

Arefi and Ghasemi (2013: 511-512) also found the positive relationship in the group of 

school teachers.  On this area among employees in governmental organizations, 

Nekouei, Othman, Masud and Ahmad (2014:  226-227)  indicated that quality of work 

life was significantly influence on job satisfaction, managerial dimensions of quality 

of work life make a better predictor for job satisfaction.  

However, less research specifically investigated the effects of quality of work 

life by considering on each need. For example, Lee, Back and Chan (2015: 782) found 

that the employees strive to fulfill both lower-order quality of work life including the 

protection from possible injury or mental harm and the flexible work schedules and 

higher-order quality of work life including the positive interpersonal interactions 

among employees, recognition and appraisal-through-job characteristics. 
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2.6.3  The Relationship between Quality of Work Life and Organizational 

Commitment 

Organizational commitment is the attachment that connects individuals to the 

organization ( Allen and Meyer, 1990:  86; Buchanan, 1974, 535-545; Meyer and 

Herscovitch, 2001:  324) .  Similar momentum with job satisfaction, many researchers 

found the positive relationship between quality of work life and organizational 

commitment (Daud, 2010: 79; Sajjad and Abbasi, 2014: 92) as shown in figure 2.7.  

 

 

 

 

 

 

 

 

 

 

 

Figure 2. 7 The Relationship between Quality of Work Life and Organizational 

Commitment from Previous Studies 

 

For examples, Abdulaziz and Nazarmahd (2011: 156-157) revealed that quality 

of work life influenced the employees’  involvement in the major responsibilities and 

duties because it emphasizes on the organizational commitment.  Sajjad and Abbasi 

( 2014:  92)  supported that there is a positive and meaningful relationship between 

quality of work life, including safe and healthy workplace, employee development, 

and work-life balance with the organizational commitment.  Riley, Perna, Tate, 

Forchheimer, Anderson and Luera ( 1998:  262)  also showed that all dimensions of 

quality of work life were related to organizational commitment. The examples of main 
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influential elements of quality of work life included fairness, clear supervision system, 

organizational decisions, professionalism, education, contradiction and limited role, 

occupational feedback, promotion opportunity, fair payment, commitment and loyalty 

to the organization, positive relationship, free hand, being recognized, and capability 

of prediction work activities (Lewis, Brazil, Krueger, Lohfeld, and Tjam, 2001: 14-15). 

There is strong evidence that employees who are truly empowered and work 

within a participator, problem-solving framework are more committed to their 

organization and union (Fields and Thacker, 1992:  441-449) .  Huang, Lawler and Lei 

( 2007:  739-749)  indicated that different dimensions of quality of work life result in 

distinctive effects on organizational and career commitment and turnover intentions. 

The studies under specific groups also contain the relationship, Tamini, 

Yazdany and Bojd ( 2011: 372-373)  revealed that organizational commitment was a 

significant positive predictor for quality of work life in government bank employees. 

Similarly, Ahmadi, Salavati and Rajabzadeh (2012: 240)  showed that quality of work 

life in the public organizations is better, even higher levels of organizational 

commitment is high too. Similarly, Permarupan, Al-Mamun and Saufi (2013: 272-276) 

indicated that working conditions, opportunities at work and climate organization had 

a relatively higher impact on job involvement and affective commitment for both 

public and private organizations. 

 

2.7  CSR in Thailand 

 

The dynamic concept of CSR become more challenges and complexity 

because of its societal changes of values and expectation over time and cross context 

(Athanasopoulou, 2012:  469; Okoye, 2009:  614) . As the study in Thai context, Thai 

culture and the Buddhist tradition of merit making play the important roles in shaping 

CSR practices, especially through the form of donation, charity, social contribution, 

community services, sponsoring, volunteering, engaging with local communities and 

sharing ( Pimpa, 2013:  61; Srinaruewan, Binney and Higgins, 2015:  630; Udomkit, 



 42 

2013: 156-157) . As a result, CSR in Thailand has started by engaging in a number of 

socially and environmentally oriented practices.  

Along with a growing number of foreign investors and organizations that are 

concerned to take organizational CSR policies and activities into consideration when 

making their investment decision and suppliers selection in Thailand, then, in recent 

decades, there have been increasingly incremental demands of the CSR disclosure, 

leading to release the new laws and regulations requiring environmental and social 

reporting (Suttipun, 2012: 91) together with a number of government and professional 

bodies which have created various CSR promotions including awards and events 

(Virakul, Koonmee and McLean, 2009: 188). As the obvious evidence, according to the 

Sustainability Development Roadmap ( Securities and Exchange Commission, 2014: 

7) , CSR in current era mainly includes good corporate governance, fair business 

conduct, anti-corruption, human rights, equitable treatment of labors, accountability to 

customers, supportive environmental responsibilities, community and social 

development, innovation and its promotion, and sustainability reporting.  

Comparing with CSR categories, proposed by Peloza and Shang ( 2010:  118-

120) , CSR in Thailand has been continuously moved forward from philanthropy to 

business practice.  Consequently, some organizations use this moving and CSR 

information disclosures as a strategy to achieve competitive advantages.  However, 

several factors make the information vary from one to one depending on vision of 

each individual organization (Prachsriphum and Ussahawanitchakit, 2009: 58). 

During the growth of CSR in Thailand, the organizations entered a trial-and-

error period for their CSR direction through the restructuring policies (Srisuphaolarn, 

2013:  64) .  Obviously, the CSR boom in Thailand has been directed toward solving 

social problems by dealing with environmental and social issues, but little has been 

gradually related to the core business and profit management.  Therefore, in 2014, 

there are only 31 Thai listed organizations that have passed the initial assessment 

criteria, and are eligible for the Sustainability Assessment and only single 
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organization is included in Dow Jones Sustainability Emerging Markets Index with 

2.78 percent of the total weight (DJSI World, 2014). 

As recognized in Thailand, there are two types of CSR. The first familiar type 

is after-process CSR which is how to deal with the profit gained for society.  The 

second new type is in-process CSR which integrates CSR into every production 

process and activities used to make a profit (Srisuphaolarn, 2013: 59). Both CSR type, 

recognized in Thailand, become the influential concepts for the organizations that 

would like to catch up on CSR by managing both CSR types. As a result, CSR has 

been expanded the scope to broader outlooks of various stakeholders ( Tongkachok 

and Chaikaew, 2012:  115) .  As shown in the Sustainability Development Roadmap 

(Securities and Exchange Commission, 2014: 10), CSR for sustainability increasingly 

emphasizes on in-process CSR as the responsible to social and environmental 

concerns that embedded in day-to-day business operation. This information supports to 

the 3-year plan (2014-2016) of Corporate Social Responsibility Institute which aims to 

raise the standard of corporate governance and CSR practices to internationally 

accepted level together with the promotion of the concept of Socially Responsible 

Investment (SRI) to investors (Securities and Exchange Commission, 2014: 22). 

Academically, in Thailand, several research on CSR has started by focusing 

on marketing aspects (Kraisornsuthasinee and Swierzek, 2006:  63-64; Poolthong and 

Mandhachitara, 2009:  425-426; Prachsriphum and Ussahawanitchakit, 2009:  54; 

Virakul, Koonmee and McLean, 2009: 198-199). However, there was no clear specific 

definition and scope of CSR among the organizations in Thailand. 

Then, in late 2000s, some integration of CSR in organizational strategies to the 

broader stakeholders had been revealed, for example, Prachsriphum and 

Ussahawanitchakit ( 2009:  58)  found that the interaction with stakeholders not just 

shareholders has brought to the widening of the concept of corporate performance and 

the relative of the accountability problem; then, several organizations make voluntary 

CSR information disclosure for achieving legitimacy gap and also increase the 

corporate advantage which is the core factor lead to sustainability. Tongkachok and 
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Chaikaew (2012: 115) also supported that the most positive influence on CSR among 

the listed organizations in Thailand are transformational leadership, corporate 

governance, and stakeholder engagement, respectively. 

Recently, as for a great involvement by employees, academicians and 

practitioners based on Thai context focusing on employees increasingly. The research 

revealed that there was the positive relationship between CSR and employees’ morale 

and productivity ( Eua-anant, Ayuwat and Promphakping, 2011:  25; Saekoo, 

Chuntarung and Thoumrungroj, 2012:  71; Srisuphaolarn, 2011:  73) .  But similar to 

other countries, less research has conducted to gain more understanding on whether 

their policies on CSR activities and practices make the difference on quality of work 

life and job-related outcomes.  

 

 

  

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. 8 Five-Year Action Plan of Sustainability Development ( Securities and 

Exchange Commission, 2014: 48) 
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However, both practitioners and academicians expect to see the expansion of 

CSR research and practices in order to meet the five-year action plan of Securities and 

Exchange Commission (2014:  48-49)  as shown in figure 2.8. The first stage of action 

plan is regarding to promoting and communicating the concept of sustainability 

development throughout the organization by focusing on strengthen code of conduct 

and business practices to ensure fulfillment of stakeholders’  needs and expectation 

accountability and integrity.  Then, the governance framework is reviewed to ensure 

consistency with international standards. Eventually, the action plan expects to ensure 

a corruption-free entity as the ultimate goal of sustainability development in the next 5 

years in Thailand. 

This five-year action plan of Securities and Exchange Commission (2014:  48-

49) emphasizes that regular CSR disclosure is expected to be shown as the integrated 

business and sustainability development by 2018 ( Securities and Exchange 

Commission, 2014: 43). Therefore, the organizations in Thailand need to improve their 

CSR policies by linking with non-financial items, such as ownership structure, 

guidelines for risk factors and sufficient information for stakeholders. 

 

2.7.1  Thailand CSR Club 

Almost of listed organizations are the exporting companies or contain the 

international transactions which require them to be the members in global standards or 

ranked at the equal rate of other world class organizations globally. According to this 

key influence that drive contemporary CSR, the Stock Exchange of Thailand is active 

in raising and promoting for the listed organizations to meet those international 

standards.  It initiated the internal control measure in 1995 to ensure transparency in 

reporting and to protect the stockholders and appointed a committee in 2001 to study 

corporate governance and communicate with the public ( Kraisornsuthasinee and 

Swierczek, 2006: 63; Srisuphaolarn 2013: 59). 

In 2007, the Stock Exchange of Thailand and the Securities Exchange 

Committee incorporated with Thai Listed Companies Association found CSR Club 



 46 

with the vision of “ connect to share”  and the following objectives ( Thai Listed 

Companies Association (2013b: para. 2): 

1. To create a network and cooperation among members of the Thai Listed 

Companies Association. 

2. To help build listed companies’  capability in developing CSR according to 

international standards. 

3. To promote understanding and awareness of CSR to public and government 

agencies. 

4. To organize activities for knowledge sharing to promote sustainable 

development. 

Thai Listed Companies Association ( 2013a:  para.  3)  realizes that CSR in 

Thailand still lacks of the continual improvement. Several organizations stuck in only 

the issues on reputation and budgets.  Therefore, the Association incorporated with 

Thaipat Institute revealed the case studies on CSR-in-process of 50 listed companies 

with good practices in CSR in order to be the role models for others. The case studies 

reveal CSR practices and performance of each, so, for continual improvement, the 

impacts on internal employee should be traced back to understand the relationship 

between those CSR practices and employee’s attitude and behavior as well. 

Not only focusing in Thailand, but CSR Club has also been a member of 

ASEAN CSR Network since 2011 with the aim to encourage and create better quality 

of lives in ASEAN together with the practices for sustainable natural resources (Thai 

Listed Companies Association, 2016: para. 3-4). 

 

2.7.2  CSR Thailand: 50 Good Practices 

As both academicians and practitioners in Thailand focus on CSR increasingly 

but still lack of the continual improvement for the sustainability, Thai Listed 

Companies Association, in the part of CSR Club incorporated with Thaipat Institute to 

study the case study on CSR in Thailand (Thai Listed Companies Association, 2013a: 

para. 3). 
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Thaipat Institute is the public-interest organization established in 1999 with its 

aim mainly in promoting corporate sustainability and socially responsible practices in 

business organizations. The area of works covers research, training, and consulting for 

private sector on CSR underlying in the sustainability context.  Thaipat Institute also 

becomes a GRI organization stakeholder since 2010 (Thaipat Institute, 2014: para. 9). 

As the assignment from CSR Club, Thaipat Institute revealed the research on 

“CSR Thailand: 50 Good Practices in 2012” as the case studies of 50 listed companies 

in Thailand (Appendix A). The main purpose is to be the role model for sharing CSR 

practices and encouraging other organizations in Thailand, especially in small and 

medium size and emerging organizations to pay attention on CSR in their process for 

the sustainable development. 

The case provided each policy and the key CSR activities which can be 

categorized into 6 major groups of CSR activities and practices as follows: 

1)  Corporate Responsibilities for Communities 

There are eight CSR activities from eight listed organizations revealed 

in this group.  Two of them collect and donate the related products, such as textbook 

from a publishing company and reusable flash drive from an IT company to poor 

students and rural libraries.   Another two of them which are in the manufacturing 

sector focus on the sustainability of environment, surrounding and supply chain in the 

communities nearby their factories.  In the similar tone, three of them establish 

learning and living centers for each community in the form of agricultural knowledge 

sharing through mobile phone, art and cultural museum, and agricultural co-op.  In 

addition to focus on the rural communities directly, one of them, a garment company, 

together with business partners, including a sewing machine company and a plastic 

company, design and produce bras for breast cancer patients who had undergone 

mastectomy surgery (Thai Listed Companies Association, 2013a: 8-24). 

2) Corporate Responsibilities for Customers 

Ten organizations reveal each CSR activities which mainly relate to 

their customers. Most of them are in service sector while only two organizations are in 
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manufacturing sector. Four financial institutes not only provide the loan packages and 

related services but also share the financial literacy and knowledge sources to the 

customers in order to let them improve their business senses and the opportunities to 

approach the appropriate and adequate sources of fund.  Another three service 

organizations, including airline, hospital, hotel, pay attention on the customer requests 

and feedbacks in order to ensure that their services meet the customer delights. 

Regarding two organizations from property and transportation industry, they 

emphasize that their system and facilities can fulfil the customer requirements for 

better quality of lives, such as safety transportation and waste management in the 

village.  In addition to provide better services, a garment company establish clinic 

wear service to the customers by designing the appropriate wears with the special 

clothes to the customers who might have some problems on their body, such as the 

wounds, the keloids, and disabled persons (Thai Listed Companies Association, 2013a: 

26-46). 

3) Corporate Responsibility for Employees 

There are five CSR activities related to the employees of five listed 

organizations in manufacturing sector.  All of them provide the employees the 

opportunities to learn and to develop themselves on both career path and personal life 

through several training and development programs.  The organizations in this group 

deliver not only well-trained employees but also good people returned to the society. 

For example, two automotive companies emphasize ethical issues and apply 

Sufficient Philosophy to the employees. On the other side, a jewelry company focus 

on employees’  career development and human rights by concerning the diversity and 

the equality by offering the occupation training for people with disability (Thai Listed 

Companies Association, 2013a: 48-58). 

4) Corporate Responsibility for Environment 

Most of cases in this project are in this group, especially those in 

manufacturing sector that their production might generate the pollution or impact the 

environment.  Therefore, they try to control those environmental impacts through the 
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ways of reduce, reuse, and recycle in several projects, such as reverse osmosis system, 

waste heat power generation, renewable energy, CO2 emission reduction, green 

products and green packages.  Besides, they launch the applicable eco-efficiency 

indicators of pollution controls, waste management, and energy consumption as for 

examples in order to measure the achievement of the mentioned environmental-

friendly projects.  In addition to eco-process in manufacturing sector, a hotel, as in 

service sector, also concerns about the environment through green procurements of 

related materials, facilities and ingredients which can protect the environment 

together with the concerns of energy consumption ( Thai Listed Companies 

Association, 2013a: 60-100). 

5) Corporate Responsibility for Organizational Governance 

There is only an agricultural food company in this group.  This 

organization reflect the corporate value on zero-corruption by promoting ethical 

practices among employees and increasing the mechanism for investigation regarding 

the corruption during the operations (Thai Listed Companies Association, 2013a: 102-

104). 

6) Corporate Responsibility for Society 

There are six CSR activities focusing on the society from six listed 

organizations.  Most of them relate to the mass communication and media; therefore, 

the major activities together with the innovation are mostly in the form of useful 

websites with the accessible internet, moral and ethical broadcasting programs and 

series, entertainment campaigns with role models, and environmental column in the 

publications.  For a cement company as from manufacturing sector, they strictly run 

their operations through codes of conduct and industrial standards in order to be a role 

model for their stakeholders and other business (Thai Listed Companies Association, 

2013a: 106-116). 

In addition to the cases revealed in this project, Thailand CSR Club and 

Thaipat Institute also provide the CSR guidelines for emerging businesses that CSR 

policies should be settled with the alignment of organizational vision and mission and 
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cascaded down to the strategic plans with the obvious indicators ( Thai Listed 

Companies Associations, 2013a: 118-127).  

 

2.8  Chapter Summary 

 

In order to investigate the relationship among CSR, quality of work life and 

job-related outcomes in Thailand, this chapter provides the scopes of related factors in 

this study. 

Regarding to CSR, the scope is mainly adapted from the systematic review on 

how CSR activities can create values for stakeholders which categorize CSR into 

three board categories: philanthropy, business practices and product-related features. 

For quality of work life, based on need-hierarchy theory and employee 

satisfaction of human developmental needs, quality of work life in this study is 

categorized into two orders: lower (external) and higher (internal) orders. 

Although there are several indicators reflecting the outcomes of organization, 

job-related outcome in this study are comprised of:  ( 1)  organizational performance, 

including actual financial performance and subjective organizational performance as 

the employee perception towards the organizational performance, (2)  job satisfaction 

and (3) organizational commitment. 

This chapter also reveals the previous studies related to the impacts or 

relationship among CSR, quality of work life and each job-related outcome.  Most 

relationship in previous studies was revealed in positive momentum. 

Although quality of work life is expected to be an indicator of CSR, less 

research directly provided the obvious relationship between CSR and quality of work 

life. On the contrary, several researchers revealed some relationship between CSR and 

job-related outcomes in various variables.  

A number of investigation have examined the relationship between CSR and 

financial performance, but the relationships have exhibited mixed results, whereas in 
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the lines of studies the impacts of CSR on both job satisfaction and organizational 

commitment, the findings revealed the positive correlations. 

Focusing on the relationship between quality of work life and job-related 

outcomes, the concept of quality of work life exhibits positive emotional reaction and 

attitudes to the employees towards their jobs. Therefore, several studies suggested that 

quality of work life has the positive, significant and considerable effects on 

organizational performance, job satisfaction, and organizational commitment. 

Returning to Thai context, CSR in Thailand has started by engaging in a 

number of socially and environmentally oriented practices along with the increasing 

demands of the CSR disclosures aligned with a number of government and 

professional bodies which have created various CSR promotions.  Obviously, CSR in 

Thailand has been continuously moved forward from philanthropy to business 

practices among the era of CSR boom. 

Along the way of CSR in Thailand, the Stock Exchange of Thailand and the 

Securities Exchange Committee incorporated with Thai Listed Companies 

Association found CSR Club in order to create a network and cooperation among 

member regarding CSR practices and related international standards.  CSR Club also 

aims to promote CSR activities as the guidelines for non-listed organizations or 

emerging businesses in Thailand. 

In 2012, CSR Club together with Thaipat institute revealed the research on 

“ CSR Thailand:  50 Good Practices in 2012”  as the case studies of 50 listed 

organizations in Thailand as a role model for sharing CSR practices in the aspects of 

communities, customers, employees, environment, organizational governance, and 

society. 
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CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

This chapter presents how the research was conducted and how data were 

collected.  It included ( a)  the conceptual framework and hypotheses drawn from the 

previous relationship in the literature reviews, (b) the sample frame according to survey 

research proposed by Bartlett (2005:  97-113) , (c)  the instrumentation by adopting scale 

development principles and practices proposed by Hinkin (2005:  161-180), (d)  research 

approach and data collection by adopting sub-sequential explanatory designed proposed 

by Creswell ( 2005:  315-326) , and ( e)  data analysis including quantitative process 

proposed by Holton and Burnett (2005: 31-43) and qualitative data analysis proposed by 

Glesne (2011: 102-137) and Ruona (2005: 234-262). 

 

3.1  Conceptual Framework and Hypotheses 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.1 Conceptual Framework  
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According to the literature reviews in Chapter 2, the previous studies mostly 

revealed the positive relationship among CSR, quality of work life and each job-

related outcome. Turning to this context, therefore, this study comes up to Figure 3.1 

showing the conceptual framework depicting the overall relationship and impacts 

among the major variables together with the related extraneous variables including 

demographic and organizational factors. 

Specifically, the following hypotheses were formulated together with the 

related previous studies as per the following details in Table 3.1: 

 

Table 3.1  The Hypotheses in this Study 

 

Hypotheses 

(1) CSR positively affects to lower-order quality of work life 

1a Philanthropic CSR positively affects to lower-order quality of work life 

1b Business-practice CSR positively affects to lower-order quality of work life 

1c Product-related features CSR positively affects to lower-order quality of work life 

(2) CSR positively affects to higher-order quality of work life 

2a Philanthropic CSR positively affects to higher-order quality of work life 

2b Business-practice CSR positively affects to higher-order quality of work life 

2c Product-related features CSR positively affects to higher-order quality of work life 

(3) CSR and quality of work life positively affects to financial performance 

3a Philanthropic CSR positively affects to financial performance 

3b Business-practice CSR positively affects to financial performance 

3c Product-related features CSR positively affects to financial performance 

3d Lower-order quality of work life positively affects to financial performance 

3e Higher-order quality of work life positively affects to financial performance 

(4) CSR and quality of work life positively affects to subjective organizational performance 

4a Philanthropic CSR positively affects to subjective organizational performance 

4b Business-practice CSR positively affects to subjective organizational performance 

4c Product-related features CSR positively affects to subjective organizational performance 
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Table 3.1  (Continued) 

 

Hypotheses 

4d Lower-order quality of work life positively affects to subjective organizational performance 

4e Higher-order quality of work life positively affects to subjective organizational performance 

(5) CSR and quality of work life positively affects to job satisfaction 

5a Philanthropic CSR positively affects to job satisfaction 

5b Business-practice CSR positively affects to job satisfaction 

5c Product-related features CSR positively affects to job satisfaction 

5d Lower-order quality of work life positively affects to job satisfaction 

5e Higher-order quality of work life positively affects to job satisfaction 

(6) CSR and quality of work life positively affects to organizational commitment 

6a Philanthropic CSR positively affects to organizational commitment 

6b Business-practice CSR positively affects to organizational commitment 

6c Product-related features CSR positively affects to organizational commitment 

6d Lower-order quality of work life positively affects to organizational commitment 

6e Higher-order quality of work life positively affects to organizational commitment 

 

3.2  The Sample Frame 

 

One of the real advantages of quantitative research is their ability to use 

smaller groups of people to infer to larger groups which is more expensive and 

consume longer period to study (Holton and Burnett, 2005: 33). Then, the samples and 

participant target were identified. In this study, by focusing on the employees who are 

in the organizations that provides CSR activities; hence, the sampling strategy used is 

purposive sampling by targeting a particular group of sample members (Passmore and 

Baker, 2005: 51-52). 

In this study, the sample frame was designed from 49 listed organizations with 

good practices in CSR revealed in the project of Thai Listed Companies Association 
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and Thaipat Institute (Appendix A). Additionally, there were other factors operating in 

a real situation may affect changes in the dependent variables by increasing or 

decreasing the magnitude of the relationship and impact between independent and 

dependent variables.  Hence, the organizations were categorized based on their main 

industries and sizes which is also considered as extraneous variables. 

Based on Hawkins (2006:  2) , the industry in this study was divided into two 

main sectors: (1) manufacturing and (2) trading and services, considered from the core 

business of each organization.  For the size of organization, due to this study mainly 

focus on the relationship between CSR and employees’ and organization’s outcomes, 

the definition of organization size was reconsidered from the number of employees 

with the scatter plot (Appendix B) of actual data in 2012 from all 49 organizations. 

Therefore, in order to divide the organizations with nearly equal numbers of 

each group, the definition of organization’s size as the number of employees and the 

categories of samples in this study are shown in Table 3.1.  

 

Table 3.2  The Sample Frame for Survey 

 

Size Numbers of Employees Manufacturing Trading / Service Total 

S  Less than 1,000 10 5 15 

M 1,000 to 4,999 11 9 20 

L 5,000 and above 7 7 14 

Total 28 21 49 

 

In addition to main industry and size, job function of respondents was also 

extraneous variable in this study.  Therefore, cluster sampling was applied as the 

identification of each element in a population.  The participant targets from each 

organization were divided into four job functions:  ( 1)  the management team, ( 2)  the 

human resources team, (3) marketing team and (4) general employees. 
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The management team was considered as the level or position of director and 

above.  This group was expected to influence to the organizational or departmental 

strategies and policies, including CSR practices.  For the human resources team, this 

group was expected to have the important roles regarding the management and 

development of their employees. Additionally, in several organizations, this group was 

directly responsible for CSR activities in the organization as well.  The team of 

marketing also included the function of public relation and communication of 

organization with majoring responsible for promoting the core products and services 

together with the brand and organizational reputation.  In some organizations, CSR 

project managers were also in this group. For the last job function group in this study, 

general employees, in this study referred to the employees who were not be 

categorized in the other mentioned job functions. 

In this study, 25 respondents were expected to be the participant targets from 

each organization.  Thus, totally, the sample frame was conducted by collecting the 

data from 1,225 respondents who were informed of the research design in order to 

encourage them to answer the questionnaires honestly.  Some organizations were 

telephoned to maximize the number of responses. 

Additionally, in order to understand the data collected from the survey, semi-

structured interview was then conducted and the participants were designed referring 

to the expected response proportion of the survey.  Therefore, there were six 

participants representing each different industry and size as shown in Table 3.3. 

 

Table 3.3  The Sample Frame for Semi-Structured Interview 

 

Size Manufacturing Trading / Service Total 

S  1 1 2 

M 1 1 2 

L 1 1 2 

Total 3 3 6 
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3.3  The Instrumentation 

 

3.3.1  The Definitions of Key Terms Used in the Instruments 

1)  Corporate Social Responsibility (CSR) 

Bowen (1953) firstly defined the concept of CSR; then, several definitions 

of CSR arise from different perspectives.  Baron ( 2001:  8)  defined CSR as private 

provision of a public good. Waddock and Bodwell (2004: 25) defined CSR as the way in 

which a company’ s operating practices ( policies, process and procesdures)  affect its 

stakeholders and the natural environment. In general sense, CSR is the art of “doing well 

by doing good”  (Aguilera, Rupp, Williams and Ganapathi, 2007:  179) , whereas in the 

strategic human resource management, CSR is about ethics and effectiveness 

(Simmons, 2008: 9). 

2)  Quality of Work Life (QWL) 

Industrial psychologists and management scholars agreed in general that 

quality of work life is a construct that deals with the well-being of employees ( e.g. 

Champoux, 1981; Davis and Cherns, 1975; Kabanoff, 1980; Lawler, 1982; Near, Rice 

and Hunt, 1980; Staines, 1980). The focus of quality of work life involves the effect of 

the workplace on satisfaction with the job, satisfaction in non-work life matters, and 

satisfaction with overall issues, personal happiness, and subjective well-being (Danna 

and Griffin, 1999: 358). Therefore, Sirgy, Efraty, Siegel and Lee (2001: 242) defined quality 

of work life as employee satisfaction with a variety of needs through resources, activities, 

and outcomes stemming from participation in the workplace. 

3)  Financial Performance (FP) 

Swanson (1999: 1) simply mentioned that performance refers to the way 

in which something or someone functions. Therefore, financial performance could be 

referred to the act of performing financial functions or activities.  Similarly, Orlitzky 

(2011:  411)  defined financial performance as the organization’s financial viability, or 

the extent to which the organization achieves its economic goal. 
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4)  Subjective Organizational Performance (SP) 

In addition to financial and economic aspects, there are several forms of 

organizational should be concerned and perceived (Dobbins and Pettman, 1997: 552-660; 

Dominick, 2007: 70-76; Hansen, F., Smith and Hansen, R. B., 2002: 65). According to the 

main focus on employees, subjective organizational performance in this study refers to 

the perception of employees towards the organizational performance. 

5)  Job Satisfaction 

Various definitions and theories of job satisfaction have been developed 

by psychologists and management scholars with the different degree of importance to 

source of satisfaction (Argyle, 1989: 26; Petrescu, 2008: 663). The most-used research 

definition of job satisfaction is by Locke (1976: 1304), who defined it as “a pleasurable 

or positive emotional state resulting from the appraisal of one’s job or job experience”. 

Implicit in Locke’ s definition is the importance of both affect, or feeling, and 

cognition or thinking (Saari and Judge, 2004: 405). 

6)  Organizational Commitment 

Joworski and Kohli ( 1993:  60)  defined organizational commitment as 

“ the extent to which a business unit’s employees were fond of the organization, saw 

their future tied to that of the organization, and were willing to make personal 

sacrifices for the business unit” .  Several studies suggested that organizational 

commitment is driven by work experience rather than the ways of recruitment or 

selection of employees, and highlight the importance of perceived organizational 

support in this process (Meyer, Stanley, Herscovitch and Topolnytsky, 2002: 50-51). 

 
3.3.2  The Questionnaire 

Based on the survey research proposed by Bartlett (2005:  97-113)  and Glock 

( 1988:  31-59) , the research design in this study aimed to collect information from 

people on some set of organization relevant constructs by using the mode of on-line 

questionnaires.  The specific online links of questionnaire were provided to each 
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organization via e-mail separately in order to follow up the responses by organization 

and to match with their financial performance revealed in the annual reports later 

individually. 

In order to identify the indicators, the principles and practices of the scale 

development suggested by Hinkin ( 2005:  161: 180)  and Schwab ( 1980:  20-43)  were 

adopted for the questions related to the scales of CSR and subjective organizational 

performance.  The systematic process was developed according to the following four 

steps:  (1)  item generation, (2)  item wording, (3)  number of items and (4)  item scaling. 

According to Hinkin ( 2005:  165) , the statements should be simple and short as 

possible, and the language used should be familiar to target respondents. Therefore, in 

this study, the items were initially developed in English as per the language of 

theoretical conceptual framework and the literature reviewed.  Then, the translation 

into Thai was done for the respondents who were from the organizations in Thailand. 

However, the questionnaires are shown in both Thai and English versions in order to 

confirm the meaning to each other, especially the words that the respondents might 

familiar in English rather than Thai, such as, work-life balance, productivity and good 

governance. Additionally, in order to avoid from complications and misunderstanding, 

this questionnaire was no use of reverse-scored item ( Harvey, Billings and Nilan, 

1985: 461-468; Hinkin, 2005: 166). 

With the respect to scaling the items, A Likert-type scale is the most 

commonly used in survey research ( Hinkin, 2005:  166) , including this study which 

designed a seven-point Likert scale in order to increase the coefficient alpha reliability 

(Hinkin, 2005: 166-167). 

In this study, the questionnaire (Appendix C and D) consists of 46 questions to 

be measured and considered for testing the hypotheses and responding to the research 

questions.  The financial performance was revealed from the organization’ s 

publication, while the questionnaires distributed to the respondents include the 

demographic information of respondent. 
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1) The 15-item of CSR Categories Scale 

 

Table 3.4  CSR Categories Scale 

 

Variables                 

(CSR Category) 
Statements regarding CSR activities                                     

in the organizations 

Related Theories 

and Studies 

Philanthropy 1. They are in the section of advertising in products 

and services. 
2. They provide the organization higher social status 

or brand reputation. 
3. They support the public policies and social 

activities. 
4. They are in the forms of donations, charity events, 

or public service sponsorship. 
5. They are in the form of employee volunteerism. 

Systematic 

reviews on how 

CSR activities can 

create values for 

stakeholders, by 

Peloza and Shang 

(2010, 2011) 

 

Business 

Practices 

6. They are based on the ethical behaviors, fair trade, 

and good governance to related stakeholders. 
7. They concern on employee relations by providing 

benefits, training and development, and 

appropriate career advancement. 
8. They are related to the process of work design, 

procurement, and packaging 

9. They pay attention on environmental protection 

during the production process. 
10. They can effectively control the energy 

consumption or waste management. 

Systematic 

reviews on how 

CSR activities can 

create values for 

stakeholders, by 

Peloza and Shang 

(2010, 2011) 

 

 

Product-Related 

Features 

11. They help to increase the product quality. 
12. They offer hazardous-free products. 
13. They offer the products or services that can reduce 

the energy consumption. 
14. They offer the special products or services for 

specific groups of customers, for example, 

disabled and patients. 
15. They offer the products or services that enhance the 

potential and capability of customers. 

Systematic 

reviews on how 

CSR activities can 

create values for 

stakeholders, by 

Peloza and Shang 

(2010, 2011) 

 

As shown in Table 3. 4, this scale was adapted from the systematic 

reviews of Peloza and Shang (2010, 2011) and the four steps of Hinkin (2005: 161-180). 

According to Harvey, Billings and Nilan (1985: 461-468), at least four items per scale 
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are needed to test the homogeneity of items within each latent construct.  Thus, there 

were five items per scale of each CSR category for the total 15-item scale. 

 

2) The 16-item of Quality of Work Life Orders Categories Scale 

 

Table 3.5  Quality of Work Life Orders Scale 

 

Variables                 
(QWL orders) Statements regarding quality of work life 

Related Theories 

and Studies 

Lower-order 

quality of      work 

life 

1. I feel physically safe from illness and injury at 

work. 
2. My job provides health benefits or health 

insurance. 
3. I am enhanced to have the good health. 
4. I am satisfied with the pays from my works. 
5. I feel secure in my job. 
6. I have good friends and colleagues at work. 
7. My family gets the benefits from my jobs. 
8. I can balance my work life and personal life. 

Need-hierarchy 

theory, by 

Maslow (1970) 
and employee 

satisfaction of 

human 

developmental 

needs, by Sirgy, 

Efraty, Siegel, 

and Lee, 2001. 

Higher-order 

quality of            
work life 

9. I feel appreciated and recognized at work. 
10. People at work pay respect to me and my 

profession. 
11. I feel that I can work with full of my capacity 

and potential. 
12. I feel that I am an expert in my career. 
13. I always have the chances to learn to improve 

my job performance. 
14. I feel that I am allowed to learn specifically in 

my field or career. 
15. I always share my creativity regarding my job. 
16. My job supports me to create new things 

outside of work. 

Need-hierarchy 

theory, by 

Maslow (1970) 
and employee 

satisfaction of 

human 

developmental 

needs, by Sirgy, 

Efraty, Siegel, 

and Lee, 2001. 

 

As shown in Table 3.5, this scale was developed by Sirgy, Efraty, Siegel 

and Lee (2001)  to measure the orders of quality of work life of the respondents with 
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the assumption that each of 16 need satisfaction dimensions contributes something 

unique and distinctive to the conceptual domain of the quality of work life construct. 

 

3) The Indicators of Financial Performance 

 

Table 3.6  Financial Indicators for Representing Financial Performance 

 

Financial 

aspects 
Financial indicators Calculation 

Growth Percentage of difference 

in sales revenue 

(Sales revenue in 2013 – Sales revenue in 2012) 
Sales revenue in 2012 

Profitability Percentage of difference 

in EBIT  

(EBIT in 2013 – EBIT in 2012)                                       
EBIT in 2012 

Productivity Percentage of difference 

in net income per 

employees 

(Net income per employee in 2013 –                                                                       
Net income per employees in 2012)                                       
Net income per employee in 2012 

 

Financial performance is so common in management research ( March 

and Sutton, 1997:  699; Kirby, 2005:  31) .  In this study, the major financial aspects 

include the growth, the profitability, and the productivity.  Therefore, the financial 

figures as:  the sales revenues, the earnings before interest and taxes ( EBIT)  and net 

incomes revealed in in the financial statements at the end of 2012 and 2013 were 

considered; then, calculated and compared.  Table 3. 6 summarizes the formulas for 

calculating the mentioned financial indicators in this study.  

 

4) The 3-item Subjective Organizational Performance Scale 

In addition to the financial performance, this study also pays attention to 

the perception of employees towards the organizational performance.  Therefore, 

according to Table 3.7, this scale was developed to consistent and parallel with the 

indicators studied in the actual financial performance including the perception 

towards the growth, the profitability and the productivity of organization. 
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Table 3.7  Subjective Organizational Performance Scale 

 

Variables                 

(Financial aspects) 
Statements regarding the employees’ perception                            

towards organizational performance                                                            

Growth 1. The revenues of my organization have been grown continuously. 

Profitability 2. My organization can generate net operating profits. 

Productivity 3. The employees in my organization contain high productivity. 

 

 

5) The 5-item Job Satisfaction Scale 

As shown in Table 3.8, this scale was adapted from Dubinsky, Howell, 

Ingram and Bellenger ( 1986)  to measure the level of job satisfaction of the 

respondents. 

 

Table 3.8  Job Satisfaction Scale 

 

Variables                  Statements regarding organizational commitment Related Theories 

and Studies 

Job 

Satisfaction 

1. I am satisfied in my job and organization. 
2. I am satisfied with the assignment from my work. 
3. I hardly think about the resignation. 
4. Generally, my colleagues are very satisfied with the job. 
5. I and my colleagues never discuss about the resignation. 

Job satisfaction in 

salesforce 

socialization, by 

Dubinsky, Howell, 

Ingram and 

Bellenger, 1986 

 

 

6) The 7-item Organizational Commitment Scale 

As shown in Table 3.9, this scale was developed by Joworski and Kohli 

(1993) to measure the level of organizational commitment of the respondents. 

 

Hinkin (2005:  167)  noted that once the items have been developed, they must 

be tested to assure that they adequately represent the domain of interest.  Therefore, 

before collecting data for this study, the pre-test of first draft questionnaire was 
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conducted as the integral part of the measure’ s construction.  According to Kumar 

( 2014:  222) , the pre-test should not be carried out on the samples; hence, 30 

respondents as the backyard study ( Glesne, 2011:  41)  were run through in order to 

reveal whether all questions could be understood and responded to the research 

objectives and research questions. 

 

Table 3.9  Organizational Commitment Scale 

 

Variables                  Statements regarding organizational commitment 
Related Theories 

and Studies 

Organizational 

commitment 

 

1. I feel as though the future is intimately linked to 

that of the organization. 
2. I would be happy to make personal sacrifices if it 

were important for the organization’s well-being. 
3. My bonds with organizations are strong. 
4. I am proud with work for this organization. 
5. I and my colleagues often go above the call of 

duty to ensure the organization’s well-being. 
6. I and my colleagues have strong commitment to 

this organization. 
7. It is clear that I and my colleagues are fond of 

organization. 

Organizational 

commitment in 

marketing 

orientation, by 

Joworski and 

Kohli, 1993. 

 

 

The pre-test used a convenience sampling for 30 participants from a 600-

employees specific financial institute in Thailand. The internal consistency reliability 

for the scales was calculated, evaluated, and reported by using Cronbach’ s alpha 

(Hinkin, 2005:  173) .  This step was performed to allow the tailoring of scales so that 

they had the same number of items and still retained adequate domain sampling by 

carefully examining each item ( Hinkin, 2005:  173) .  The results of the reliability 

coefficient test using Cronbach’s alpha are shown in Table 3.10. 

With larger than .70 coefficient alpha, the pilot test provides an indication of 

strong item covariance and suggests that the sampling domain has adequately been 

captured (Hinkin, 2005: 173; Nunnally, 1978: 78). 
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Table 3.10  Cronbach’s Alpha Values of the Scales in the Pilot Test (n=30) 

 

Name of Scale                  
Numbers          

of Items 

Cronbach’s 

Alpha 

CSR Categories Scale (CSR) 

Quality of Work Life Orders Scale (QWL) 

Subjective Organizational Performance Scale (SP) 

Job Satisfaction Scale (JS) 

Organizational Commitment Scale (OC) 

15 

16 

3 

5 

7 

.871 

.843 

.739 

.731 

.873 

 

3.3.3  The Questions for Semi-Structured Interview 

According to Maxwell (1996: 74), “your research questions formulate what you 

want to understand; your interview questions are what you ask people in order to gain 

that understanding” .  Hence, the interview questions in this study were guided by 

research questions and survey results and covered three main areas: (1)  the background 

of participants, their major roles and responsibilities, and the profile of their 

organizations, ( 2)  current CSR practices of their organizations and their perception 

towards those CSR practices, and (3)  the perception towards their work lives, jobs and 

organizations. All areas were expected to be responded as in the present, past, and future 

in order to understand the different impacts of different CSR stages (Patton, 2002: 369). 

All participants were granted confidentiality according to the consent form (Appendix F) 

and guided by an interview protocol (Appendix G). 

 

3.4   Research Approach and Data Collection 

 

This research mainly applied quantitative approach in order to investigate the 

relationships and impacts among three major groups of variable including CSR, 

quality of work life, and job-related outcomes. However, for better understanding the 

results, multi-methods of data collection were adopted in this study as a combination 
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or integration of quantitative and qualitative methods in a single study in order to 

overcome each method’ s limitations within the same investigation ( deMarrais and 

Lapan, 2004:  270; Stange, Miller, Crabtree, O’ Connor, and Zyzanski, 1994:  278) . 

Creswell, J.  W.  and Creswell, J.  D.  (2005:  317)  defined mixed method as “ a research 

designed or methodology for collecting, analyzing, and mixing both quantitative and 

qualitative data in a single study in order to better understand the research problems”. 

Mixed methods, applied in this study, were in the form of sub-sequential 

explanatory design.  The certain methodological issue regarding a mixed-method 

sequential explanatory study includes the weight given to the quantitative and 

qualitative data collection and analysis in the study ( Ivankova, Creswell, and Stick, 

2006:  4) .  For this study, a mixed-method sequential explanatory design is mainly 

outlined as a quantitative data collection and analyzing phase as the first priority, then 

followed by a second phase of qualitative data collection.  This design is highly 

popular and has found application in both social and behavioral sciences research 

(Ivankova, Creswell, and Stick, 2006:  4) .  The uses of this design are to follow up on 

quantitative results from surveys or correlational studies by probing the results in 

more depth in order to refine or explain those statistical results through qualitative 

data from participants’  view ( Creswell, J.  W.  and Creswell, J. D. , 2005:  319-320; 

Ivankova, Cresswell, and Stick, 2006: 5). 

The strengths of this multi- or mixed methods design have been discussed 

regarding straightforwardness and opportunities for the explanation of the quantitative 

results in more details, especially when unexpected results arise from a quantitative 

data collection and analyzing ( Creswell, J.  W.  and Creswell, J. D. , 2005:  319-320; 

Ivankova, Creswell, and Stick, 2006: 5; Morse, 1991: 120-123). 

Figure 3.2 outlines the process and sequences of mixed method design used in this 

study, applied from the sub-sequential explanatory design by Creswell, J. W. and Creswell, 

J. D. (2005: 320), the quantitative research process by Holton and Burnett (2005: 31-43), and 

interview process by Glesne (2011: 102-128) and Ruona (2005: 256-261).   
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Figure 3.2 Sequential Explanatory Mixed Methods Design, adapted from Creswell J.W. and Creswell, J.D. (2005: 320), Holton and Burnett 

(2005: 31-43), Glesne (2011: 102-128), and Ruona (2005: 256-261)  

Scope of the Study and Research Questions 

Interpretation and Application 

QQuuaannttiittaattiivvee  DDaattaa  CCoolllleeccttiioonn  aanndd  RReessuullttss  QQuuaalliittaattiivvee  DDaattaa  CCoolllleeccttiioonn  aanndd  RReessuullttss  

Follow up 

1. Determining basic questions to be answered by study 

2. Determining participants in the study: Sampling & Participant Targets 

3. Selecting the methods needed to be answer questions: 
Item generation / Item wording / Number of items /  

Item scaling / Content validity assessment 

4. Selecting analysis tools 

1. Developing questions and protocol 

2. Setting up to interview: 
Participant Targets / Media / Venue 

3. Recording and transcribing 

4. Analyzing data: 
Coding / Comparing & Contrasting / 

Generating key themes 
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Focusing on the quantitative data collection as the primary method, the major 

purpose was to explore and discover the relationships and impacts that suggest new 

theories and define new problems (McCall and Bobko, 1990: 390-399) along the five-

step quantitative research process proposed by Holton and Burnett (2005: 31-43). The 

research questions had to be determined in order to be answered in this study.  Then, 

the context was identified in order to determine the sampling and participant targets.  

On-line survey was then selected to be the primary method to collect the data.  Also, 

the scale development suggested by Hinkin ( 2005:  161-180)  was adopted.  After 

collecting the data, the analysis tools were selected and adopted for understanding and 

interpreting the results. 

In order to triangulate and obviously understand the findings revealed from the 

survey, semi-structured interview as qualitative method was also used for exploring 

the issue of causality among the areas in this study along the general four-step 

interviewing process.  The questions may emerge in the course of interviewing and 

may add to or replace pre-established ones in order to gain understanding ( Glesne, 

2011:  102; Maxwell, 1996:  74)  Then, the interview was set up according to the 

tentative schedule in both face-to-face and telephoned interviews together with 

recording and transcribing later. After that, the data was analyzed and generated as the 

categories, concepts and key themes which could be responded to the research 

questions (Ruona, 2005: 236-238).  

 

3.5  Data Analysis 

 

3.5.1  Quantitative Data Analysis 

Holton and Burnett ( 2005:  38)  suggested that it is convenient to think of 

quantitative tools as being used to answer one of five core questions:  description, 

comparison of groups, association, prediction, or explanation. After quantitative data 

collection in this study on the association, the main purpose is to response the 
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questions whether the variables related, and if so, what is the strength of their 

relationships. Firstly, descriptive statistics were used to explain the factors impacted as 

per the conceptual framework.  Secondly, the correlational analysis was adopted to 

examine the effect of the independent variables on the dependent variables on an 

individual basis ( Howell, 2007:  58-62) .  The magnitudes of the correlations were 

described using terms and classification appropriate for the context of social science 

research. A correlation of .10 was described as a small effect size, a correlation of .30 

was described as a medium effect size, and a correlation of .50 is described as a large 

effect size (Cohen, 1988: 101). Thirdly, multiple regression was utilized for examining 

the relationship between a single dependent variable and two or more independent 

variables (Keith, 2006:  17) .  It was a widely used analytic technique in organizational 

research and had been the most popular statistical technique for hypotheses testing 

(Bates, 2005:  118; Weinzimmer, Mone and Alwan, 1994:  179-181) .  Besides, multiple 

regressions could be used to provide insight into the independent and combined 

effects of a set of predictor variables, and it provides information about the direction 

and strength of their effects (Henderson and Denison, 1989:  251) . Cohen (1988:  119) 

noted that a coefficient of . 01 represents a small effect size, a coefficient of . 09 

represents a medium effect size, and a coefficient of .25 represents a large effect size. 

This classification was applied in the interpretation the coefficient of determination in 

this study.  As an organizational research, this study is interested in how different 

individual factors.  Thus, lastly, analysis of variance was also tested whether mean 

differences on a single dependent variable are statistically significant (Bates, 2005: 133). 

 

3.5.2  Qualitative Data Analysis 

According to Glesne and Peshkin (1992:  130)  “ data analysis is the process of 

organizing and sorting data in light of increasingly sophisticated judgments and 

interpretations” .  Therefore, the data analysis in this study was conducted along with 

the following stages. 
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1) Data Preparation 

The data was firstly gathered and organized into the similar formats in 

order to be easy for interpreting and comparing. The pseudonyms of interviewees and 

their organizations were also applied for protecting the identity of the participants. 

Besides, any specific name and other identifiable material was removed from the 

transcripts (Ruona, 2005:  240) , for examples, the name of CSR project, the brand of 

specific name of product, the name of promotional campaign and the slogan. 

2) Coding 

Creswell ( 2003:  192)  mentioned about coding as “ the segmenting 

sentences or paragraphs into categories and labeling those categories with a term”. In 

this study, therefore, the main ideas revealed in transcripts were conceptualized 

according to the research variables and their categories in order to reflect the purpose 

of the study (Ruona, 2005: 241-242). 

3) The Generation of Meaning 

The main purpose of generating meaning is to explore the codes and the 

categories by interpreting into the key themes as the answers for the research 

questions (Coffey and Atkinson, 1996: 154; Wolcott, 1994: 37). As this study focuses 

on the relationship, the impacts, and the perception, thus, the meaning and 

interpretation was also explored to see both direction and degrees of the association. 

 

3.6  Chapter Summary 

 

This chapter started with the conceptual framework; then, the related 

hypotheses were determined for expected answered.  The sample frame was designed 

from the organizations in Thailand with good practices in CSR.  Then, this research 

mainly applied quantitative approach in order to investigate the relationships and 

impacts among three major groups of variables.  However, for better understanding 

and triangulation, mixed methods were adopted in this study in the form of sequential 
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explanatory design which involve a major quantitative data collection and analysis 

phase followed by a second phase of qualitative data collection and analysis. 

Totally, there were 1,225 respondents expected to participate in the 

questionnaires and six respondents expected to participate in the interview.  For 

quantitative approach, the questionnaire was developed according to the principle and 

practices of scale development proposed by Hinkin (2005:  161-800) .  There were two 

sections in the on-line questionnaire including 46-item Seven-Likert scale regarding 

CSR categories, quality of work life, subjective organizational performance, job 

satisfaction and organizational commitment together with demographic information 

for both personal and organizational information.  While financial performance was 

revealed and calculated from the corporate annual reports and 56-1 form of each 

organization.  In order to response to the research questions whether the variables 

related and what is the strength of their relationship, descriptive statistics, correlation, 

multiple regression and analysis of variance were adopted to test the hypotheses. 

As for the triangulation the findings of this study, the semi-structured 

interview was also conducted to understand the perception of employees towards CSR 

activities and the impacts on their quality of work lives and the other job related 

outcomes.  After interviewing, coding was performed by formatting the full 

transcription, categorizing the main ideas and generating meaning for related key 

themes. 

 



  

CHAPTER 4 

 

RESEARCH RESULTS 

 

According to the methodology, the data was collected according to sub-

sequential explanatory mixed methods, including both survey and semi-structured 

interview.  The data analysis is then revealed in this chapter through the correlation 

matrix, the regression analysis, analysis of variance of demographic factors and key 

themes from the interview.  The results are also responded to the research questions of 

this study as shown in 1.3. Prior to see the statistical findings and interview results, the 

profiles of respondent are presented for understanding the related demographic factors. 

 

4.1  Quantitative Results 

 

4.1.1  The Respondent Profiles 

The samples frame in this study was totally 1,225 respondents from 49 listed 

organizations with good practices in CSR.  The response yielded 633 usable 

questionnaires as 51.7 percent from 25 different organizations. Table 4.1 illustrates the 

demographic profile of the respondents in this research.  

Respondents’  ( n= 633)  demographic characteristics are shown in Table 4.1.  The 

respondents as male (46.0 percent) and female (54.0 percent) are in near proportion. More 

than half of respondents are in the age group of 30-39 (55.1 percent), followed by those 

less than 30 (19.1 percent) and 40-49 (19.1 percent) . For educational level, a majority of 

respondents (47.1 percent)  completed bachelor’s degree, followed by those in master’s 

degree (35.2 percent). About 25 percent of respondents had worked for 10-14 years, 24.9 

percent had worked for 5-9 years, and 24.2 percent had worked for 2-4 years.  For the 

position age, more than half of respondents ( 52.1 percent)  had worked in the current 
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position for 2-4 years, followed by those in 5-9 years (20.1 percent)  and 1 year and less 

(14.8 percent). A majority of respondents (36.8 percent) are in the level of operational staff, 

while manager and supervisor represented 31.4 percent and 27.6 percent respectively. 

 

Table 4.1  Profile of Respondents (n=633) 

 

 

Variables n Percent Variables n Percent 

Gender 

     Male 

     Female 

Age 

     Less than 30 

     30 – 39    

     40 – 49 

     50 – 59 

     60 and more 

Educational Level 

     High school or less 

     Diploma 

     Bachelor’s degree 

     Master’s degree  

Job Level 

     Operational staff 

     Supervisor 

     Manager 

     Director and  

     Executive 

 Job Function 

     Management 

     Human Resources 

     Marketing 

     Others 

 

291 

342 

 

121 

349 

121 

39 

3 

 

30 

82 

298 

223 

 

233 

175 

199 

26 

 

 

141 

190 

74 

228 

 

46.0 

54.0             

 

19.1 

55.1 

19.1 

  6.2 

  0.5 

              4.7 

13.0 

47.1 

35.2 

 

36.8 

27.6 

31.4 

  4.1 

 

   

22.3 

30.0 

11.7 

36.0 

Years in Work 

     1 and less 

     2 – 4 

     5 – 9 

     10 – 14 

     15 – 20 

     More than 20 

Years in Position 

     1 and less 

     2 – 4 

     5 – 9 

     10 – 14 

     15 – 20 

     More than 20 

Industry 

     Manufacturing 

     Trading / Services 

Organization’s Size 

     Small and Medium 

     Large 

CSR Participation 

     Never 

     Sometimes 

     Always 

 

  61 

153 

132 

158 

  51 

  78 

 

  94 

330 

127 

  70 

    3 

    9 

 

405 

228 

 

276 

357 

 

  71 

370 

192 

 

 9.6 

24.2 

24.9 

25.0 

  8.1 

12.3 

 

14.8 

52.1 

20.1 

11.1 

  0.5 

  1.4 

 

64.0 

36.0 

 

43.6 

56.4 

 

11.2 

58.5 

30.3 
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Focusing on the major extraneous variables in this study, for job functions, the 

respondents from general functions represented 36. 0 percent, followed by human 

resources ( 30.0 percent) , management ( 22.3 percent) , and marketing ( 11.7 percent) , 

respectively. There were more respondents who had worked in manufacturing (64.0 

percent)  than trading and services (36.0 percent) . Also, there were more respondents 

who had worked in large organization ( 56. 4 percent)  than small-and-medium 

organization ( 43. 6 percent) .  More than half of respondents ( 58. 5 percent)  have 

sometimes participated in CSR activities, followed by those who have always (30.3 

percent) and never (11.2 percent) participated in CSR activities. 

 

4.1.2  The Correlation Matrix 

Table 4.2 shows the correlation matrix, indicating that generally, all variables 

were correlated to each other excepts the actual financial performance which related 

to only lower-order quality of work life (p<0.05). 

  

Table 4.2  Correlation Matrix 

 

 PL_C BP_C PR_C L_QW H_QW FP SP JS OC 

PL_C 1.000         

BP_C 0.631** 1.000        

PR_C 0.549** 0.787** 1.000       

L_QW 0.321** 0.463** 0.384** 1.000      

H_QW 0.384** 0.448** 0.428** 0.687** 1.000     

FP 0.056 0.068 0.059 0.082* 0.028 1.000    

SP 0.307** 0.394** 0.318** 0.583** 0.498** 0.279** 1.000   

JS 0.284** 0.364** 0.360** 0.785** 0.702** 0.057 0.521** 1.000  

OC 0.361** 0.346** 0.289** 0.653** 0.757** 0.029 0.448** 0.764** 1.000 
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Note:    

PL_C: Philanthropic CSR FP: Financial performance 

BP_C: Business-practice CSR SP: Subjective organizational performance 

PR_C: Product-related features CSR JS: Job satisfaction 

L_QW: Lower-order quality of work life OC: Organizational commitment 

H_QW: Higher-order quality of work life   

 

Refer to the magnitudes of the correlations for social science research 

classified by Cohen (1988: 101), the matrix reveals as follows: 

1)   Philanthropic CSR significantly (p<0.01) correlates with lower-order 

quality of work life, higher-order quality of work life, subjective organizational 

performance and organizational commitment in the medium effect size, whereas 

significantly (p<0.01) correlates with job satisfaction in the small effect size. 

2)  Business-practice CSR significantly (p<0.01) correlates with lower-

order quality of work life, higher-order quality of work life, subjective organizational 

performance, job satisfaction and organizational commitment in the medium effect size. 

3)  Product-related features CSR significantly (p<0.01) correlates with 

lower-order quality of work life, higher-order quality work life, subjective 

organizational performance and job satisfaction in the medium effect size, while 

significantly (p<0.01) correlates with organizational commitment in the small effect size. 

4)  Lower-order quality of work life significantly (p<0.01) correlates with 

subjective organizational performance, job satisfaction and organizational 

commitment in the large effect size, but significantly (p<0.05)  correlates with actual 

financial performance in the small effect size. 

5)  Higher-order quality of work life significantly (p<0.01) correlates with 

subjective organizational performance in the medium effect size, whereas 

significantly (p<0.01) correlate with job satisfaction and organizational commitment in 

the large effect size 
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In comparison to each other, business-practice CSR significantly ( p<0. 01) 

correlate with quality of work life, subjective organizational performance and job 

satisfaction at higher level than product-related features and philanthropic CSR, 

respectively, while philanthropic CSR significantly ( p<0. 01)  correlates with 

organizational commitment at higher level than product-related features.  Moreover, 

lower-order quality of work life significantly (p<0.01) correlate with job satisfaction 

and subjective organizational performance at higher level than higher -order quality 

of work life, whereas higher-order quality of work life significantly ( p<0. 01) 

correlate with organizational commitment at higher level than lower-order quality of 

work life. 

 

4.1.3  Hypotheses Testing 

The hypotheses in this study focus on the impacts among three main groups of 

variables:  CSR, quality of work life and job-related outcomes.  In order to test those 

hypotheses, multiple regression was utilized to provide insight into the independent 

and combined effects and direction of a set of predictor variables. Also, the regression 

analysis results provided the hints and signals together with the responses to the 

research questions in this study. 

The results of the regression analysis used to test the hypotheses and response 

to research questions regarding to six dependent variables: lower-order quality of work 

life, higher-order quality of work life, financial performance, subjective organizational 

performance, job satisfaction, and organizational commitment. 

Refer to the effect sizes of the coefficient classified by Cohen (1988: 101), the 

regression analysis reveals as follows: 

1)  The findings for lower-order quality of work life (Hypotheses 1a, 1b 

and 1c)  show that only business-practice CSR is a significant (p<0.01)  determinant of 

lower-quality of work life. Thus, only hypothesis 1b, proposing the positive impact of 

business-practice CSR on lower-order quality of work life, is supported. Nevertheless, 
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hypotheses 1a and 1c, testing the impact of philanthropic and product-related features 

CSR on lower-order quality of work life, are not supported.  The adjusted R2 or 

coefficient of determinant is 0.213, indicating that all philanthropic, business-practice 

and product-related features CSR variables account for 21.3 percent of the variance in 

lower-order quality of work life. 

2)   The findings for higher-order quality of work life (Hypotheses 2a, 

2b and 2c) show that every CSR category, including philanthropic, business-practice 

and product-related features CSR, are significant ( p<0. 05)  determinant of higher-

order quality of work life.  As a result, hypotheses 2a, 2b and 2c, proposing the 

positive impact of each CSR category on higher-order quality of work life, are 

supported. The adjusted R2 or coefficient of determinant is 0.226, indicating that all 

CSR categories variables account for 22.6 percent of the variance in higher-order 

quality of work life. 

3)   The findings for financial performance ( Hypotheses 3a, 3b, 3c, 3d 

and 3e)  show that all CSR categories and both orders of quality of work life are not 

significant determinant of financial performance.  In the other words, hypotheses 3a, 

3b, 3c, 3d and 3e, proposing the positive impact of each CSR category and each order 

of quality of work life, are not supported. 

4)   The findings for subjective organizational performance or the 

perception of employees towards the organizational performance (Hypotheses 4a, 4b, 

4c, 4d and 4e) show that business-practice CSR (p<0.05), lower-order quality of work 

life (p<0.01) and higher order quality of work life (p<0.05) are significant determinant 

of subjective organizational performance.  Therefore, hypotheses 4b, 4d and 4e, 

proposing the positive impact of business-practice CSR, lower-order quality of work 

life and higher-order quality of work life, are supported. However, hypotheses 4a and 

4c, proposing the positive impact of philanthropic and product-related features CSR, 

are not supported.  The adjusted R2 or coefficient of determinant is 0.368, indicating 



 78 

that all CSR categories and both orders of quality of work life variables account for 

36.8 percent of the variance in subjective organizational performance. 

5)   The findings for job satisfaction (Hypotheses 5a, 5b, 5c, 5d and 5e) 

show that product-related features CSR, lower-order quality of work life, and higher-

order quality of work life are significant ( p<0. 01)  determinants of job satisfaction 

positively. Hence, hypotheses 5c, 5d and 5e, proposing the positive impact of product-

related features CSR and both orders of quality of work life on job satisfaction, are 

supported. On the contrary, business-practice CSR is significant (p<0.01) determinants 

of job satisfaction negatively, hypothesis 5b, proposing the positive impact of 

business-practice CSR on job satisfaction is not supported.  Similar to hypotheses 5a, 

the positive impact of philanthropic CSR on job satisfaction is not supported.  The 

adjusted R2 or coefficient of determinant is 0.669, indicating that all CSR categories 

and both orders of quality of work life variables account for 66. 9 percent of the 

variance in job satisfaction. 

6)  The findings for organizational commitment (Hypotheses 6a, 6b, 6c, 

6d and 6e)  show that philanthropic CSR, lower-order quality of work life and higher-

order quality of work life are significant ( p<0. 01)  determinants of organizational 

commitment.  Consequently, hypotheses 6a, 6d and 6e, proposing the positive impact 

of philanthropic CSR, lower-order quality of work life and higher-order quality of 

work life, are supported.  However, hypotheses 6b and 6c, proposing the positive 

impact of business-practice and product-related features CSR are not supported.  The 

adjusted R2 or coefficient of determinant is 0.619, indicating that all mentioned five 

variables account for 61.9 percent of the variance in organizational commitment. 

Table 4. 3 displays the results of the mentioned regression analysis as the 

summary of hypotheses testing and response to research questions which relates to six 

dependent variables: lower-order quality of work life, higher-order quality of work life, 

financial performance, subjective organizational performance, job satisfaction, and 

organizational commitment. 
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Table 4.3  Regression Analysis of Dependent Variables: QWL and JRO 

Variables Beta t-value Adjusted R2 F 

Lower-order quality of work life 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

 

0.044 

0.399 

0.046 

 

0.962 

   6.437** 

0.800 

0.213 58.020** 

(p<0.01) 

 

Higher-order quality of work life 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

 

0.153 

0.212 

0.177 

 

 3.373* 

 3.442* 

 3.104* 

0.226 62.426** 

(p<0.01) 

Financial performance 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

Lower-order quality of work life 

Higher-order quality of work life 

 

0.026 

0.020 

0.018 

0.108 

-0.073 

 

0.507 

0.277 

0.279 

1.904 

-1.276 

0.003 1.359 

Subjective organizational performance 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

Lower-order quality of work life 

Higher-order quality of work life 

 

0.055 

0.131 

-0.039 

0.419 

0.147 

 

1.322 

 2.277* 

-0.747 

    0.932** 

 0.324* 

0.368 74.744** 

(p<0.01) 

Job satisfaction 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

Lower-order quality of work life 

Higher-order quality of work life 

 

0.001 

-0.128 

0.099 

0.594 

0.308 

 

0.470 

-3.087** 

2.639** 

18.248** 

9.406** 

0.669 256.939** 

(p<0.01) 

Organizational commitment 

Philanthropic CSR 

Business-practice CSR 

Product-related features CSR 

Lower-order quality of work life 

Higher-order quality of work life 

 

0.136 

-0.044 

-0.105 

0.268 

0.585 

 

    4.216** 

-0.981 

 -2.588* 

    7.684** 

  16.609** 

0.619 206.211** 

(p<0.01) 
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Table 4.4  The Results of Hypotheses Testing 

Hypotheses Findings 

1a Philanthropic CSR positively affects to lower-order QWL - 

1b Business-practice CSR positively affects to lower-order QWL ++ 

1c Product-related features CSR positively affects to lower-order QWL - 

2a Philanthropic CSR positively affects to higher-order QWL ++ 

2b Business-practice CSR positively affects to higher-order QWL ++ 

2c Product-related features CSR positively affects to higher-order QWL ++ 

3a Philanthropic CSR positively affects to financial performance - 

3b Business-practice CSR positively affects to financial performance - 

3c Product-related features CSR positively affects to financial performance - 

3d Lower-order quality of work life positively affects to financial performance - 

3e Higher-order quality of work life positively affects to actual financial 

performance 

- 

4a Philanthropic CSR positively affects to subjective organizational performance - 

4b Business-practice CSR positively affects to subjective organizational 

performance 

+ 

4c Product-related features CSR positively affects to subjective organizational 

performance 

- 

4d Lower-order quality of work life positively affects to subjective organizational 

performance 

++ 

4e Higher-order quality of work life positively affects to subjective organizational 

performance 

+ 

5a Philanthropic CSR positively affects to job satisfaction - 

5b Business-practice CSR positively affects to job satisfaction ++ (-) 

5c Product-related features CSR positively affects to job satisfaction ++ 

5d Lower-order quality of work life positively affects to job satisfaction ++ 

5e Higher-order quality of work life positively affects to job satisfaction ++ 
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Table 4.4  (Continued) 
 

Hypotheses Findings 

6a Philanthropic CSR positively affects to organizational commitment ++ 

6b Business-practice CSR positively affects to organizational commitment - 

6c Product-related features CSR positively affects to organizational commitment + (-) 

6d Lower-order quality of work life positively affects to organizational 

commitment 

++ 

6e Higher-order quality of work life positively affects to organizational 

commitment 

++ 

Note:   

 ++  Significant at the 0.01 level  +  Significant at the 0.05 level   

  ++ (-)  Negatively significant at the 0.01 level + (-)  Negatively significant at the 0.05 level 

  -  Insignificant 

 

Table 4.4 summarizes all results in this research. All CSR categories positively 

impacts on higher-order quality of work life.  Specifically, business practice CSR 

positively impacts on lower-order quality of work life and subjective organizational 

performance.  Philanthropic CSR positively impacts on organizational commitment. 

Product-related features CSR positively impacts on job satisfaction.  However, there 

are two negative impacts of business-practice CSR on job satisfaction and product-

related features on organizational commitment. 

The above findings respond to research question 1 in this study that business-

practice CSR could be recognized as CSR category that mostly impact to quality of 

work life and job-related outcomes. For research question 2, the findings respond that 

overall CSR positively impacts on both lower- and higher-order quality of work life, 

subjective organizational performance, job satisfaction, and organizational 

commitment. However, there is no impact on financial performance. 

Considering in the relationship between quality of work life and job-related 

outcomes, both lower and higher-order quality of work life positively impact on all 
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job-related outcomes, excluding the financial performance.  Therefore, research 

question 3 is responded that both lower- and higher-order quality of work life 

positively impact on job satisfaction, organizational commitment and the perception 

on organizational performance; however, there is no impact on financial performance 

as the similar direction with CSR. 

 

4.1.4  Test of Demographic and Organizational Factors 

In addition to test the hypotheses, the demographic and other organizational 

factors were also considered in this study.  The analysis of variance (ANOVA)  reveal 

that the overall demographic and organizational factors have some, but no dominant, 

relationship with quality of work life and job-related outcomes which can be presented 

in Table 4.5 and the following details: 

1)   Considering on the gender of respondents, male perceive the 

organizational performance in higher level than female but there is no difference in 

quality of work life and other job-related outcomes. 

2)   Considering on the age of respondents, the youngest group as less 

than 30 years old has lower higher-order quality of work life than the group of 30-39 

years old. The youngest group also has lower job satisfaction than the group of 30-39 

and 40-49 years old.  Similarly, the youngest group has lower organizational 

commitment than the group of 30-39, 40-49 and 50-59 years old. 

3)   Considering on the highest educational level of respondents, the 

group of secondary school has lower lower-order quality of work life and subjective 

organizational performance than the group of bachelor degree, master degree and 

others. With the same direction, the group of secondary school has lower higher-order 

quality of work life than the group of master degree and others. Besides, the group of 

secondary school and bachelor degree have lower job satisfaction than the group of 

master degree.  Similarly, the respondents who contain bachelor degree have lower 

organizational commitment than those who contain master degree. 
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4)  Considering on the current job position of respondents, the group of 

operational staff and supervisor have lower both lower and higher-order quality of 

work life than the group of manager and director and executive. The respondents who 

are operational staff and supervisor have lower subjective organizational performance 

and job satisfaction than those who are manager.  For organizational commitment the 

groups of operational staff, supervisor and manager have lower level than the group of 

director and executive. 

5)   Considering on job function of respondents, there is no difference 

between the respondents who work for management, human resources, marketing and 

general sectors towards both quality of work life and job-related outcomes. 

6)  Considering on years in work of respondents, the group of 5-9 years 

in work have higher job satisfaction than the group of 10-14 years in work. 

Furthermore, the group of 5-9 and more than 20 years in work have higher 

organizational commitment than the group of 10-14 years in work. 

7)  Considering on years in current position of respondents, as the most 

recent promotion, the group of 1 year and less together with 5-9 years in current 

position perceive on the organizational performance higher than the group of 10-14 

and more than 20 years in current position. With the similar momentum, the group of 

2-4 and 5-9 years in current position have higher organizational commitment than the 

group of 10-14 years in current position. 

8)  Considering on the level of CSR participation of respondents, those 

who have never participated in CSR activities have lower both lower and higher-order 

quality of work life, similar to the perception on organizational performance. With the 

similar direction, the respondents who have never participated in CSR activities have 

lower job satisfaction than those who have always participated in CSR activities. 

Moreover, those who have always participated in CSR activities have higher 

organizational commitment than those who have sometimes and never participated, 

respectively. 
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Table 4.5  ANOVA of Demographic and Organizational Factors  

 

Factors 
Philanthropic 

CSR 

Business-
practice CSR 

Product-
related 

features CSR 

Lower-order 

QWL 

Higher-order 

QWL 

Subjective 

organizational 

performance 

Job    

satisfaction 

Organizational 

commitment 

Gender n/a n/a n/a - - Male > Female - - 

Age n/a n/a n/a - 
Less than 30      

< 30-39 
- 

Less than 30 < 30-39 

and 40-49 

Less than 30 < 30-39, 

40-49, and 50-59 

Education n/a n/a n/a 
Secondary < 

Bachelor, Master 
and Others 

Bachelor < 

Master and 

Others 

Secondary < 

Bachelor, Master 

and Others 

Secondary and 

Bachelor < Master 
Bachelor < Master 

Position n/a n/a n/a 

Operation and 

Supervisor        

< Manager, 

Director and 

Executive 

Operation, 

Supervisor and 

Manager < 

Director and 

Executive 

Operation and 

Supervisor         

< Manager 

Operation and 

Supervisor         

< Manager 

Operation, 

Supervisor, and 

Manager < 

Director and 

Executive 

Job Function n/a n/a n/a - - - - - 

Years in work n/a n/a n/a - - - 5-9 > 10-14 
5-9 and More than 

20 > 10-14 

Years in positions n/a n/a n/a - - 
1 year and less, 

and 5-9 > 10-14, 

and More than 20 

- 2-4 and 5-9 > 10-14 

Organization’s 
Industry 

- Manufacturing >                   
Trading and Services 

- Manufacturing >                   
Trading and Services 

- Manufacturing >                   
Trading and Services 

- - 

Organizations’ Size - - - - - Small < Medium 

and Large 

Small < Medium 

and Large 

Small < Medium 

and Large 
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9)   Considering on the industry of organization, manufacturing 

organizations significantly emphasize on business-practice CSR greater than trading-

and-services organizations but there is no difference in philanthropic and product-

related features CSR.  Focusing on the respondents from each industry, the results 

reveal that the respondents from manufacturing have higher lower-order quality of 

work life and greater perception on organizational performance than those from 

trading and services. 

10)   Considering on the size of organization, there is no difference in 

any CSR category. When focusing on the respondents from each size, the respondents 

from small-and-medium organizations perceive on the organizational performance 

lower than those from large organizations. Similarly, the respondents from small-and-

medium organizations have lower job satisfaction and organizational commitment 

than those from large organizations. 

According to the above test, research question 4 is responded that job function 

of employees has no relationship to quality of work life and job-related outcomes. On 

the other hand, considering in the industry, manufacturing organization has higher 

relationship to lower-order quality of work life and the subjective organizational 

performance than those in trading and services. Considering in the size, although there 

is no relationship on quality of work life, large organizations higher related to job 

satisfaction and organizational commitment than small-and-medium organizations. 

 

4.2  Qualitative Results 

 

4.2.1  The Respondent Profiles 

According to the sample frame and respondent profiles of quantitative 

approach, the semi-structured interview was conducted for six participants from each 

different organization as shown in Table 4.6. The sites were from both manufacturing 

organization and trading-and-service organization in both small-and-medium and large size. 
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Table 4.6  Profile of Participants and Sites 

 

Participants Sites 

Name Position Job Function Gender Age Industry Size 

A Manager General      (Accounting) Male 53 Manufacturing 

(Food/Agriculture) 
L 

B Manager Public Relation      

(CSR Communication) 
Male 48 Manufacturing 

(Energy) 
S/M 

C Manager Human Resources 

(Employee Relation) 
Male 42 Manufacturing 

(Automotive Parts) 
S/M 

D Supervisor Human Resources 

(Employee Activities) 
Female 36 Services       

(Banking) 
L 

E Supervisor Public Relation     

(CSR-in-Process) 
Male 39 Services 

(Communication) 
L 

F Management Public Relations      
(CSR Communication) 

Female 56 Services      
(Banking) 

S/M 

 

 

4.2.2  The Key Themes from Interview 

After preparing the data and coding the quotes from the interview, the meaning is 

generated and the findings are reported in the following key themes shown in Table 4.7. 

From the interview, most of participants mentioned about philanthropic CSR 

as their primary and key activities, especially in the form of donation. The participants 

reflect that both personal and organizational donation are the starting point to express 

the goodness to others. The participants also mentioned about the volunteerism as how 

the employee participate in organization’s CSR activities. 

However, all six participants presented that their management and 

organizational policies increasingly pay attention to CSR for sustainable development 

through business practices and product-related features.  As the evidence, the 

participants reflected the attempts of organization in order to match CSR activities to 

their related actions, for examples, the participant B from petrochemical sector 

revealed environmental concerns as the result of their business or even the participant 

D from banking sector try to link their products that can indirectly support the 

pollution controls.  
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Four of six participants, especially all three participants from manufacturing, 

emphasized on the word “ together”  which reflected the scope of supply chain 

management. While participant A and B mentioned about CSR activities run together 

with the communities surrounded their plants and factories, participant C mentioned 

about knowledge transferred to their suppliers and customers. Regarding to employee 

as an internal stakeholder, although all six organizations always provide several 

welfare and training programs, only two recognized them as CSR activities. 

Participant C mentioned that the organization provided appropriate training courses 

and development programs, whereas participant D admired in the day-camp program 

for employee’s children during school break. 

 

Table 4.7  Key Themes from Interview 
 
 

No. Key Themes 

Manufacturing Services / Trading 

A 

(L) 

B 

(S/M) 

C 

(S/M) 

D 

(L) 

E 

(L) 

F 

(S/M) 

1 Philanthropic CSR represents 

primary and key CSR activities. 

1.1  Volunteerism 

1.2  Donation / scholarship 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2 Growing in business-practice and 

product-related features CSR. 

2.1  Organizational policies 

2.2  Environmental concerns 

2.3  Supply chain concerns 

2.4  Employee development 

2.5  CSR in products 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3 Positive perception towards CSR 

3.1  Proud / enjoy 

3.2  Win-win situation 

3.3  Career advancement 
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Table 4.7  (Continued) 
 

No. Key Themes 

Manufacturing Services / Trading 

A 

(L) 

B 

(S/M) 

C 

(S/M) 

D 

(L) 

E 

(L) 

F 

(S/M) 

4 Negative perception towards CSR 

4.1  CSR as extra works 

4.2  CSR as trade barriers 

4.3  CSR with returned benefits 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

5 Employee participation / 

contribution 

      

 

As the extreme stage, there were four participants provided the examples of 

the linkage between CSR and their core products or services. Participant A mentioned 

about the concept of food safety as a key success factor for globally competitive 

advantage.  With the nature of products in petrochemical sector, participant B 

mentioned that the product designed based on environmental friendly.  Not only 

manufacturing, but the service organizations, revealed by participant D and E, also 

designed their service packages or programs together with the benefits to society.  

In addition to explore the current CSR practices of each organization, this 

interview also monitors the perception of employee towards those CSR activities and 

practices.  The response was in both positive and negative perception.  Positively, all 

participants emphasized the word “ proud”  as their own feeling and their colleagues’ . 

They reflected the values inside CSR activities they joined.  Not only the positive 

feelings, they also perceived on the positive opportunities, such as, win-win situation 

between the organization and the related suppliers, and the career advancement 

through several development programs. 

However, although they all were enjoy to attend or participate in CSR 

activities, there were some negative perception.  Participant C mentioned about the 

early steps of CSR-in-process implementation that the employee saw it as the extra 
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works or assignment that they need to do more. Participant A reflected the conflicts of 

farming standards that the organization set for the local farmers that the actual value 

was knowledge transferred but others perceived on it as the trade barriers.  Besides, 

half of them mentioned about the negative perception on product-related features CSR 

that the main purpose of CSR should be for the society, not for generating the benefits 

back to the organization as hidden ads or product placement. 

Among the mixed perception, the participants also pointed to the employee 

willing to be a part of these valuable activities.  This appreciation lead to the 

admiration to the organization respectively.  Therefore, half of participants noted that 

the organization expanded the opportunities and encourage their employees to 

contribute more and more on CSR activities and practices. 

 
4.3  Chapter Summary 

 

The findings from both survey and interview are discussed in this chapter. 

After the data were collected from questionnaires sent to 1,225 employees from 49 

organizations as CSR good practices.  The response rate were 51. 7 percent or 633 

usable questionnaires returned. Firstly, the correlation matrix illustrates that there are 

the positive impacts among CSR, quality of work life and job-related outcomes 

( subjective organizational performance, job satisfaction and organizational 

commitment.  Secondly, as for the hypotheses testing, all CSR categories have the 

positive impact on higher-order quality of work life, while only business-practice CSR 

has a positive impact on lower-order quality of work life. The regression analysis also 

reveals that product-related features CSR has positive impact on job satisfaction, 

whereas philanthropic CSR has a positive impact on organizational commitment. 

Thirdly, the findings present that the overall demographic factors have some, but no 

dominant, relationship with quality of work life and job-related outcomes. Lastly, the 

analysis of variance shows that the employees who have never participated in CSR 
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activities have lower quality of work life, job satisfaction, organizational commitment 

and perception towards organizational performance than those who have ever 

participated. 

Additionally, the interview was conducted and the findings show that 

philanthropic CSR represents as the key activities with the growth of business-practice 

and product-related features CSR for sustainability.  However, although CSR-

participated employees are proud through those activities and practices, some 

employees still reflect the negative perception on product-related features CSR or 

CSR that can generate the revenues or any benefit back to the organizations. 

 



CHAPTER 5 

 

SUMMARY, DISCUSSION AND RECOMMENDATION 

 

This chapter summarizes an overview of this study since the rationale, 

scope, previous studies, and the methodology applied in this study as well as the 

discussion of the findings from both quantitative and qualitative data collection and 

analysis by responding to the research questions and discussing with the previous 

studies and related research.  Here also includes the implication for practices, the 

limitation and the delimitation as the recommendation for further studies.  

 

5.1  Summary 

 

5.1.1  The Objectives and Methodology 

With the trends of CSR for sustainable development and broader 

outlooks of stakeholders, including employees, This research aims to maintain the 

attention of the organizations in Thailand towards these areas with the following 

objectives: (1) to investigate the relationship among CSR, quality of work life and job-

related outcomes, (2)  to examine the impacts of each CSR category on each level of 

quality of work life and each job-related outcome, (3) to examine the impacts of each 

level of quality of work life on each job-related outcome and ( 4)  to investigate the 

relationship of related factors, including job function, industry and organization’s size 

to each level of quality of work life and each job-related outcome. 

 A number of previous studies in several countries have examined the 

relationship among CSR, quality of work life, job satisfaction and organizational 

commitment.  The lines of those studies pointed to the positive relationship whereas 

the relationship between CSR and financial performance was exhibited in mixed 

results.  Turning to Thailand, the sample frame of this study was designed from 49 
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listed organizations as good practices in CSR revealed in the project of Thai Listed 

Companies Association and Thaipat Institute through both quantitative and qualitative 

approaches. 

Along the way of sequential explanatory research design, in order to 

focus on the relationship among three groups of variables, quantitative approach is 

mainly used as the primary phase.  The survey was comprised of 46 questions in five 

scales regarding CSR, quality of work life, subjective organizational performance, job 

satisfaction and organizational commitment.  The response yielded 633 usable 

questionnaires or 51. 7 percent from 25 organizations.  For data analysis, firstly, 

descriptive statistics were used to explain the factors as per the conceptual framework. 

Secondly, the correlation analysis was adopted to examine the effects and magnitudes 

of the variables to each other. Thirdly, multiple regression was utilized for examining 

the impacts of among related variables as the hypotheses testing.  Lastly, analysis of 

variance was also tested whether differences on demographic and organizational 

factors significantly related to this study. 

Then, as the second phase of sequential explanatory research design, in 

order to explore the reason behind the survey results, the semi-structured interviews were 

conducted for six participants from different organizations. The interview questions were 

guided by research questions and survey results covered three main areas, including the 

background or participants and their organization, current practices of CSR in their 

organizations, and the perception towards their work lives, jobs and organization.  After 

the interview, the data were prepared into the similar formats for interpreting and 

comparing.  Then the main ideas were recoded and conceptualized according to the 

purpose of this study leading to the key themes or the answers to the research questions. 

 
5.1.2  The Responses to Research Questions 

The research findings respond to research questions of this study as follows: 

5.1.2.1  Research Question 1:  Which category of CSR most impact on 

quality of work life and job-related outcomes?  
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According to the findings from questionnaires, in overall, business-

practice CSR could be recognized as the CSR category that mostly impact to quality 

of work life and job-related outcomes as per the following details: 

1)   Business-practice CSR is only CSR category that positively 

impact on lower-order quality of work life.  

2)  All CSR categories positively impact on higher-order quality 

of work life.  Considering on the magnitudes of impact, business-practice CSR 

positively impact on higher-order quality of work life greater than philanthropic and 

product-related features CSR, respectively. 

3)  Business-practice CSR is only CSR category that positively 

impact on the subjective organizational performance or the perception on 

organizational performance. 

4)  Business-practice CSR mostly impact but negatively on job 

satisfaction, whereas product-related features CSR positively impact on job 

satisfaction. 

5)  Philanthropic CSR positively impact on organizational 

commitment; on the contrary, product-related features CSR negatively impact on it. 

6) All CSR categories have no impact on financial performance. 

5.1.2.2  Research Question 2: Does CSR impact differently on each level 

of quality of work life and job-related outcomes?  

In overall, CSR positively impacts on both lower- and higher-order 

quality of work life, job satisfaction, organizational commitment, and the perception 

on organizational performance. However, there is no impact on financial performance. 

5.1.2.3  Research Question 3:  Does each level of quality of work life 

impact differently on job-related outcomes?  

As similar direction with CSR shown in 5.1.2.2, both lower- and higher-

order quality of work life positively impact on job satisfaction, organizational 
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commitment and the perception on organizational performance; however, there is no 

impact on financial performance. 

5.1.2.4  Research Question 4:  Does the job functions of employees, the 

industry and size of organizations differently relate to quality of work life and job-

related outcomes?  

According to the analysis of variance, the answers are as follows: 

1)   Job function of employees has no relationship to quality of 

work life and job-related outcomes. 

2)   Considering in the industry as additionally organizational 

factors, manufacturing has higher relationship to lower-order quality of work life and 

the perception on organizational commitment than services and trading. 

3)  The size of organizations has no impact on both lower- and 

higher-order quality of work life.  Nevertheless, large organizations higher related to 

job satisfaction and organizational commitment than small-and-medium organizations. 

 

5.2  Discussion of the Findings 

 

5.2.1  The Discussion on Overall Relationship 

Primarily, the findings reveal some relationship among CSR, quality of work 

life, and job-related outcomes according to the lines of previous studies.  

In this study, the correlation matrix shows the positive relationship between 

CSR and quality of work life, generally in the medium effect size.  The findings 

support the previous research which pointed out that CSR play in shaping quality of 

work life increasingly (Kriel, 2004: 9; Lawrence and Weber, 2008: 42-52), especially, the 

issues of work-life balance as a part of higher-order quality of work life ( Bauman and 

Skitka, 2012:  8; Bhattacharya, Sen, and Korschun, 2008:  39) . As the evidences, this 

positive relationship also accompanies with the previous studies on employee 

attractiveness through CSR reputation.  The previous research exhibits that the 
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employees are more likely to pursue and spend their times for the jobs from socially 

responsible organizations (Bauman and Skitka, 2012:  8; Greening and Turban, 2000: 

271-276). 

Focusing on the relationship between CSR and job satisfaction, the positive 

relationship in this study is consistent with the findings of previous research 

(Brammer, Millington, and Rayton, 2007: 52; Chong, 2009: 115-119; Lee and Chang, 

2008:  209-211; McGuire, Sundgren, and Schneweis, 1998:  863-870; Peterson, 2004: 

313-316; Turker, 2009:  196-201; Tziner, Oren, Bar and Kadosh, 2010:  71) .  Similarly, 

this study shows the positive relationship between CSR and organizational 

commitment which supports to the previous empirical surveys ( Ali, Nasruddin, and 

Lin, 2010:  945-947; Brammer, Millington, and Rayton, 2006:  52; Ditlev-Simonsen, 

2012:  15-17; Peterson, 2004:  313-316; Rupp, Ganapathi, Aguilera and Williams, 2006: 

537) 

Considering in the relationship between CSR and organizational performance, 

this study presents the positive relationship between CSR and the subjective 

organizational performance which go to the similar direction with the previous studies 

(Ali I., Rehman, Ali S.I., Yousaf and Zia, 2010: 2799; Cappelli, 2000: 12; Collier and 

Esteban, 2007:  30-32; Malik, Ghafoor, and Naseer, 2011:  38-39; Peterson, 2004:  313-

316; Rettab, Brik and Mellahi, 2008:  385-387) .  Turning to the relationship between 

CSR and financial performance, there were several academically attempts to 

investigate this relationship, the mixed results were revealed (Ali I., Rehman, Ali S.I., 

Yousaf and Zia, 2010: 2799; Belu and Manescu, 2013: 2761-2761; Bihari and Pradhan, 

2011: 34; Chang, Oh, and Messersmith, 2013: 3747-3752; Kapoor and Shandhu, 2010: 

197-200; Scott, 2007:  31; Margolis and Walsh, 2003:  274; McWilliams and Siegel, 

2000: 604-605; Orlitzky, Schmidt and Rynes, 2003: 423-425; Peloza, 2009: 1520-1530; 

Rees and Rodionova, 2013:  260-262) .  However, this study shows no relationship 

between CSR and financial performance which support to Griffin and Mahon (1997: 

20-24)  who found no association between CSR and several forms of organizational 
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returns.  The findings in this study reflect that this relationship between CSR and 

financial or economic performance is still not easily reconciled. 

Similar momentum with CSR, this study shows the positive relationship 

between quality of work life and job-related outcomes but in higher degree of effect 

size.  These findings support to the previous empirical studies on the relationship 

between quality of work life and job satisfaction (Brock-Utne, 2000:  113-117; Laue, 

2000:  161; Bustillo Llorente and Maćias, 2005:  670-672; Davoodi, 1998:  2-7; Efraty 

and Sirgy, 1990:  33-46; Ganguly, 2010:  216; Rainey, 2003:  43)  and the relationship 

between quality of work life and organizational commitment ( Abdulaziz and 

Nazarmahd, 2011:  156-157; Ahmadi, Salavati, and Rajabzadeh, 2012:  240; Daud, 

2010:  79; Riley, Perna, Tate, Forchheimer, Anderson and Luera, 1998:  262; Tamini, 

Yazdany, and Bojd, 2011: 372-373) .  Considering the relationship with the 

organizational performance, previous studies covered a wide range issues for both 

financial and non-financial (Geetika and Srivatava, 2010: 7-8) and most of them exhibit 

the positive relationship (Aketch, Odera, Chepkuto and Okara, 2012: 384-387; Brewer, 

2005: 700-711; Chib, 2012: 45). Nevertheless, for quality of work life, this study shows 

no relationship with financial performance but positive relationship with subjective 

organizational performance as through the perception on organizational performance. 

 

5.2.2  The Discussion on the Impacts 

The current study shows that not all CSR categories have the similar effect on 

quality of work life and job-related outcomes by responding to the research 

hypotheses as in the following impacts: 

5. 2. 2. 1  The positive impact of business-practice CSR on lower-order 

quality of work life: 

The findings in this research reveal that only business-practice CSR has 

a positive impact on lower-order quality of work life. As labor practice and employee 

relation are categorized in business-practice CSR (Peloza and Shang, 2011:  2-5), it is 
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obviously shown the direct impact to lower-order quality of work life, including 

health-and-safety needs and economic-and-family needs (Koonmee and Virakul, 2007: 

78; Marta, Singhapakdi, Lee, Sirgy, Koonmee and Virakul, 2013:  382-383) .  The 

findings in this impact, therefore, support the previous studies.  For example, the 

organization can fulfill their employee’s basic needs through internal CSR activities 

which provide the opportunity for self-enhancement, job security, personal safety, and 

work-life balance.  ( Bauman and Skitka, 2012:  8; Bhattacharya, Sen and Korschun, 

2008: 39; Senasu and Virakul, 2015: 41-66).  

5. 2. 2. 2  The positive impact of all CSR categories on higher-order 

quality of work life: 

This study shows that all philanthropic, business-practice and product-

related features CSR have the positive impacts on higher-order quality of work life, 

including social needs, esteem needs, self-actualization needs, knowledge needs and 

esthetic needs. The previous studies showed the evidence that the employees generally 

prefer to spend their working times for the organizations containing good social 

performance reputation, even CSR activities in any form, in order to reflect their own 

social responsibility and fulfil their self-actualization ( Bauman and Skitka, 2012:  8; 

Fombrun and Shanley, 1990:  252-254; Greening and Turban, 2000:  271-276) . 

Especially, philanthropic CSR could make employees feel good about themselves as a 

result that they are a part of the organization that is in good faith and well-being (Lee 

Y.K., Kim, Lee K.H. and Li, 2012: 748) . Therefore, the findings in this study support 

the suggestion of Singhapakdi, Lee, Sirgy and Senasu ( 2015:  65-66)  in that the 

organizations should adopt their CSR activities in terms of added well-being of their 

employees as well. 

5. 2. 2. 3 The positive impact of business-practice CSR on subjective 

organizational performance but no impact of all CSR categories on actual financial 

performance: 
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In this study, the findings on the impact of CSR on organizational 

performance still emphasize the inconsistency impacts especially focusing on the 

financial performance by showing no impact and maintaining the mixed results in 

previous studies (Allouche and Laroche, 2005:  18-20; Lin, Yang, Liou, 2009:  56-63; 

Orlitzky, Schmidt, Rynes, 2003:  403-405) .  However, business-practice CSR, in this 

study, still contain a positive impact on the subjective organizational performance as 

through the employees’  perception on organizational performance.  The findings 

accompany with the previous research suggesting that the employees perceive the 

organizational performance through the quality of process, including controlling 

programs, machinery safety, product design, product-quality checking, and ethical 

corporate practices (Collier and Esteban, 2007: 30-32; Gabriel, Navarro and Martínez, 

2009:  506-508; Hall and Soskice, 2001:  66; Peterson, 2004:  313-316) .  Therefore, 

business-practice CSR contains the positive impact on subjective organizational 

performance. 

5. 2. 2. 4  The negative impact of business-practice CSR on job 

satisfaction: 

The previous research strongly emphasized that CSR activities have a 

positive impact on job satisfaction.  The study revealed that employees are more 

satisfied when they view their top management is interested in ethical behaviors and 

practices ( Brammer, Millington, and Rayton, 2007:  52; Chong, 2009:  115-119; 

Deshpande, 1996:  655-660; Lee and Chang, 2008:  209-211; McGuire, Sundgren and 

Schneweis, 1998:  863-870; Peterson, 2004:  313-316; Turker, 2009:  196-201; Tziner, 

Oren, Bar and Kadosh, 2010: 71). On the contrary of the lines in previous research and 

this research hypothesis, the findings reveal a negative impact of business-practice 

CSR on job satisfaction.  However, this negative impact from survey is supported by 

the findings from interview.  The participants reflected that when the organizations 

applied CSR activities into their process, such as pollution control, energy saving or 

even the useful job-related training programs at the beginning, some employees, 
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especially the deadwood group, perceived on those activities or process as the extra 

works to be done and then unwilling to contribute expressing through the lower levels 

of job satisfaction. 

5. 2. 2. 5  The positive impact of product-related features CSR on job 

satisfaction: 

As opposite to 5.2.2.4, but accompany with the previous research, this 

study shows the positive impact of product-related features CSR on job satisfaction. 

This result support previous empirical studies in Thai workplace that implemented 

CSR, including product-related features, have a positive impact on job satisfaction 

(Senasu and Virakul, 2015:  64-66) .  Lee Y.K., Kim, Lee K.H.  and Li (2012)  suggested 

that when the employees perceive that the organization is actively involved with 

economic CSR activities, they are more likely to be satisfied with their jobs as a result 

of the improved productivity.  The findings from this survey is also supported by the 

results from interviews. The participants reveal that the employees who directly works 

for product-related features CSR, such as product designers who create the useful 

products to the consumers are proud and satisfied to do their jobs as the perception 

that not only the revenue generated to the organizations, but they also deliver the 

valuable things back to the society.  

5. 2. 2. 6  The positive impact of philanthropic CSR on organizational 

commitment: 

Generally, the previous studies reveal the positive impact of CSR on 

organizational commitment ( Ali, Nasruddin and Lin, 2010:  945-947; Brammer, 

Millington, and Rayton, 2006: 52; Ditlev-Simonsen, 2012: 15-17; Peterson, 2004: 313-

316; Rupp, Ganapathi, Aguilera and Williams, 2006: 537) . The findings in this study 

also support those previous research.  Specifically, the organizational reputation 

through CSR activities can directly influence employees as the might be more 

motivated working in this working environment ( Weber, 2008: 42-52) .  The reason 

behind this positive impact is according to Collier and Estaban ( 2007:  30-32)  who 
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studied the factors that may have an impact on organizational commitment and the 

findings showed that motivation and commitment would be affected by the extent to 

which they could align personal identity and image with that of organization by their 

impressions concerning the attitude of top management toward CSR issues and 

performance.  Therefore, with this hidden impact, the result from interviews also 

revealed that philanthropic CSR, such as donation and volunteerism, is still the key 

CSR activities in the organization. 

5. 2. 2. 7  The negative impact of product-related feature CSR on 

organizational commitment: 

Although the previous studies reveal the positive impact of general CSR 

on organizational commitment ( Ali, Nasruddin and Lin, 2010:  945-947; Brammer, 

Millington and Rayton, 2006:  52; Ditlev-Simonsen, 2012:  15-17; Peterson, 2004:  313-

316; Rupp, Ganapathi, Aguilera, and Williams, 2006:  537)  and this study also shows 

the positive impact of philanthropic CSR on organizational commitment as in 5.2.3.6. 

Surprisingly, the findings reveal the negative impact of product-related features CSR 

on organizational commitment. However, the negative findings are supported by what 

have been reflected from the interviews.  Several employees still perceive that CSR 

should be definitely separated from the routine works or the core products of the 

organization.  The interviewing participants provided the reason that the ultimate 

purposes of CSR in their perception are for the society or doing good thing externally. 

As a result, when the organizations can also generate the revenues or any benefits 

from those CSR activities back, it seems to be inappropriate and disgusting. 

5.2.2.8  The positive impact of both levels of quality of work life on 

subjective organizational performance: 

The findings in this study exhibit that quality of work life, especially 

lower-order quality of work life, has a positive impact on the subjective organizational 

performance.  Obviously, when the organizations can fulfil the employee’s economic 

needs as a part of lower-order quality of work life, it also reflects the ability to pay or 
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the organizational performance as in the perception of employees. Also the mentioned 

findings are in the similar tone with previous studies which suggested that the employee 

quality of work life reflecting through good wages, financial benefits, health and safety 

working conditions has a major impact on their perception towards their personal and 

organizational performance (Chib, 2012: 45; Hawkins, 2006: 146-147) 

5.2.2.9  The positive impact of both levels of quality of work life on job 

satisfaction: 

Similar to several scholars (Brock-Utne, 2000: 113-117; Davoodi, 1998: 

2-7; Efraty and Sirgy, 1990:  33-46; Ganguly, 2010:  216; Laue, 2000:  161:  Rainey, 

2003: 43), this study reports the positive impact of quality of work life on employee 

job satisfaction. As the examples for lower-order quality of work life, Davoodi (1998: 

2-7)  found that when the organizations can control and reduce the rate of accidents 

during working, the operational employees tend to be satisfied in their jobs 

increasingly. Similary, Darabi, Mehdizadeh, Arefi and Ghasemi (2013: 511-512) also 

found the positive impact of school security on job satisfaction of the groups of 

teachers.  For higher-order quality of work life, as the example, Raub and Blunschi 

( 2013:  1-9)  revealed that when the employees have been recognized in their task 

significance in meaningful work as a part of quality of work life, the levels of job 

satisfaction increase accordingly.  Specifically considering on industry as the 

extraneous variables, Senasu and Singhapakdi (2014:  79-81)  found that lower-order 

quality of work life has a stronger effect on job satisfaction than higher -order quality 

of work life for employees in service industry; however, for manufacturing 

employees, higher-order quality of work life has a stronger effect than lower -order 

quality of work life on job satisfaction. 

5.2.2.10  The positive impact of both levels of quality of work life on 

organizational commitment: 

This study, in similar line of previous findings ( Ahmadi, Salavati and 

Rajabzadeh, 2012: 240; Daud 2010: 79; Huang, Lawler, and Lei, 2007: 739-749; Riley, 
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Perna, Tate, Forchheimer, Anderson and Luera, 1998:  262; Tamini, Yazdany and 

Bojd, 2011:372-373), shows the positive impact of both levels of quality of work life 

on organizational commitment.  This supports many researchers.  The examples of 

lower-order quality of work life that contain the important role on organizational 

commitment included fairness and enough payment leading to organizational 

commitment ( Lewis, Brazil, Krueger, Lohfeld and Tjam, 2001:  14-15) .  While for 

higher-order quality of work life, the examples of needs that impact on organizational 

commitment includes, employees’ involvement (Abdulaziz and Nazarmahd, 2011: 156-

157; Permarupan, Al-Mamun and Saufi, 2013:  272-276) , clear supervision system, 

occupational feedback, promotion opportunity, being recognized, positive relationship 

(Lewis, Brazil, Krueger, Lohfeld and Tjam, 2001: 14-15), problem solving framework 

(Fields and Thacker, 1992: 441-449). 

5.2.2.11  Non-significant impact of CSR on actual financial performance: 

Several researchers come up with mixed results of relationship between 

CSR and financial performance (Ali I., Rehman, Ali S.I., Yousaf and Zia, 2010: 2799; 

Belu and Manescu, 2013:  2761-2761; Bihari and Pradhan, 2011:  34; Chang, Oh, and 

Messersmith, 2013: 3747-3752; Kapoor and Shandhu, 2010: 197-200; Scott, 2007: 31; 

Margolis and Walsh, 2003:  274; McWilliams and Siegel, 2000:  604-605; Orlitzky, 

Schmidt and Rynes, 2003:  423-425; Peloza, 2009:  1520-1530; Rees and Rodionova, 

2013: 260-262; Story and Neved, 2015: 118-119). However, here in this study, there is 

no significance regarding the impact of all CSR categories on actual financial 

performance. Turning back to the data, actual financial performance considered in this 

study was reflected in the form of financial ratios at the particular of time. Therefore, 

several factors might impact on those numeric ratios, for examples, economic crisis, 

innovation, trade barriers, political issues, related risks and even managerial policies 

of each organization or each industry (Cegarra-Navarro, Reverte, Gómez-Melero, and 

Wensley, 2016: 7; Martínez-Ferrero and. Frías-Aceituno, 2015: 21-22; McWilliams and 

Siegel, 2001:  124-125; Waddock and Graves, 1997:  20-25) .  Furthermore, the 
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differences of CSR policies and practices also differently impacts on financial 

performance.  For example, Lev, Petrovits, and Radhakrishnan (2010:  192-193)  found 

the positive effect of philanthropic CSR to sales growth while Peloza (2009: 1538) and 

Ortiz-De-Mandojana and Bansal, 2015:  13-14)  extended the positive effect of higher 

level of CSR to long-term organizational performance and sustainable development. 

Therefore, with different CSR activities and levels in the organizations investigated in 

this study, the findings show non-significant impact of CSR on financial performance.  

 

5.2.3  The Discussion on Demographic and other Organizational Factors 

In additional to the impacts among CSR, quality of work life and job-related 

outcomes, there are some demographic and other organizational factors that contain 

some relationship with quality of work life and job-related outcomes considered in 

this study as follows: 

 
5.2.3.1 Demographic Factors: 

The analysis of variance in this study reveals that some demographic 

factors contain the impacts to quality of work life and job-related outcomes.  For 

gender, this study found that male perceive the organizational performance at higher 

level than female but both have no difference on quality of work life and other job-

related outcomes.  However, the previous research, studied by Senasu and Virakul 

( 2015:  21-41)  found that male have higher work-life satisfaction, as job-related 

outcomes, than female. Focusing on the relationship between CSR and organizational 

commitment, Brammer, Millington and Rayton ( 2007:  1701-1719)  found the gender 

variation, whereas no difference shown in this study. 

Considering on the age of respondents, overall, this study points that the 

youngest group of employees ( less than 30 years old)  reflects lower higher-order 

quality of work life, job satisfaction and organizational commitment.  This study is 

accordance with the previous research studied by Senasu and Virakul ( 2015:  41-66) 

revealed that higher age groups have higher work-life satisfaction than those in 
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younger groups. As the similar momentum with age, generally, the lower educational 

level groups tend to have lower quality of work life and job-related outcomes. 

Nevertheless, the pervious study by Senasu and Virakul ( 2015:  41-66)  showed no 

difference in work-life satisfaction among different educational level groups.  On the 

contrary with the age of respondent, turning to the working ages, the respondents in 5-

9 years in work reflect higher job satisfaction and organizational commitment than 

those in longer years in work.  

Focusing on the current job position, generally, the respondents in 

higher job positions groups have higher quality of work life and job-related outcomes 

which support to the previous research showed that the higher job position groups 

have higher work-life satisfaction than those in lower job position groups (Senasu and 

Virakul, 2015: 41-66). However, this study reveals the difference that only executives 

group as the highest position have lower lower-order quality of work life than those in 

director positions. Specifically, considering on the age of those current positions, the 

respondents in 1 year and less and 5-9 years in current positions as the most recent 

promotion have higher organizational commitment and perceive on higher 

organizational performance than those in longer years in current positions or with the 

longer chance to be promoted. 

Although this study reveals that several demographic factors relate to 

quality of work life and job-related outcomes, there is no difference between the 

respondent in different job functions, including management, human resources, 

marketing and general employees. 

 

5.2.3.2 CSR Participation: 

Focusing on the level of CSR participation, this study shows that the 

respondents who have never participated in CSR activities have lower quality of work 

life and job-related outcomes than those who have ever participated. The results in this 

study supports several previous research.  For examples, Chen and Hung-Baesecke 

(2014: 210-220)  found both direct and indirect impact of employee CSR participation 
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of leaders in the form of role-modeling, advocacy and facilitation. Mamantov (2009: 

33-35)  suggested that employee CSR participation can deriving from the 

organizational cultures and values as for long-term and permanent behavioral changes. 

These changes can be absorbed to the employee morale (Mamantov, 2009: 33-35), self-

development (Mirvis, 2012:  93-117), job satisfaction (Lee, E.  M., Park and Lee, H.  J., 

2013:  1716-1724) , positive perception of organizational performance (Kim H.R., Lee 

M. , Lee H.T.  and Kim N.M. , 2010:  557-569; Glavas and Godwin, 2013:  15-27)  and 

organizational commitment (Chong, 2009:  106-119) . Therefore, several organizations 

both in previous studies and in the interviews reveals that the volunteerism, as 

philanthropic CSR, is a growing way for the organizational to demonstrate the 

employees’ intention and commitment to the organization and the community in order 

to improve the organizational public image and to install a positive culture (Gebler, 

2006; Geroy, Wright and Jacoby, 2000; Peterson, 2004) .  This can be concluded that 

CSR orientation is important for employees as the way they can join the 

organizational values (Singhapakdi, Lee, Sirgy and Senasu, 2015: 60-66) . In the other 

words, when employees already understand that they are engaging in CSR activities, 

this make them proud of being a part of them (Lee Y.K., Kim, Lee K.H. and Li, 2012: 

748).  

5.2.3.3 Other Organizational Factors: 

In addition to the demographic factors, this study also considers on the 

size and industry as the organizational factors that might relate to quality of work life 

and job-related outcomes.  

1)  Organization’s Industry 

The findings in this study showed that the respondents from 

manufacturing have higher lower-order quality of work life and perceive in higher 

organizational performance than those from trading and services. Considering on CSR 

categories, the organizations in manufacturing sectors perform in business-practice 

CSR higher than the organizations in trading and services sector. The findings support 
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previous studies since 1970s that the organization’ s industry should be accounted 

when studying CSR through the different natures of core business activities (Boutin-

Dufresne and Savaria, 2004: 57-66; Sturdivant and Ginter, 1977: 30-39). Accordingly, 

Waddock and Graves ( 1997:  20-25)  also found great differences in CSR disclosure 

across industries. Specifically, Moore (2001: 304) demonstrated that the organizations 

in manufacturing contain the operation that might impact to the environment. Hence, 

they needed to focus on the issues of environmental protection and employee safety. 

For example, the organizations in petrochemical industry from both previous research 

(Carlisle and Faulkner, 2004: 143-152; Cooper, Crowther, Davies and Davis, 2001: 21) 

and the interview in this study placed emphasis on environmental performance 

because the nature of their business means that they must constantly consider the 

impacts that their operations and products have upon the environment.  On the 

contrary, the organizations in trading and services emphasize less on environmental 

issues as the natures of their business that have directly small impacts on those topics. 

However, the service employees as the respondents in the interview pointed to the 

trends of product and service design that indirectly supports to environmental 

protection and healthy consumers. Therefore, the findings in this study came up with 

the suggestion of Senasu and Singhapakdi ( 2014:  79-81)  that the organizations in 

service industry could increase employee job satisfaction by enhancing lower-order 

quality of work life; on the other hands, those in manufacturing industry should try to 

enhance higher-order quality of work life. 

2)  Organization’s Size 

This study shows that the respondents from small-and-medium 

organizations have lower job satisfaction and organizational commitment than those 

from large organizations. This supports to the suggestion that large organizations take 

some advantages on job satisfaction and organizational commitment when they adopt 

social responsibility principles and policies (Davies and Crane, 2010:  126-139; Pablo 

and Sonia, 2005:  705-724)  as large organizations have the abilities to use more CSR 
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instruments and resources to invest in CSR activities ( Graafland, Van de Ven and 

Stoffele, 2003:  45-60; Spence and Lozano, 2000:  43-53) .  According to the lines of 

previous studies and the survey results, the interview in this study also reflected some 

differences between the participants from small-and-medium and large organizations. 

In addition to the organizational reputation, large organizations contain more various 

CSR activities with the attempts to put them into their core businesses, the employees 

can increase their contribution and also express their job satisfaction through those in-

process CSR practices. 

 

5.3  Recommendation and Limitation 

 
5.3.1  Recommendation for Practices 

Here under are the recommendations for CSR practices as from the results of 

this study: 

 

5.3.1.1  Managing of CSR categories: 

From previous studies in this area based on Thai context, several 

academicians and practitioners started exploring CSR in the marketing views 

(Kraisornsuthasinee and Swierzek, 2006:  63-64; Poolthong and Mandhachitara, 2009: 

425-426; Prachsriphum and Ussahawanitchakit, 2009:  54; Virakul, Koonmee and 

McLean, 2009: 198-199); so, the examples of CSR activities firstly showed the linkage 

with the organizational reputation and images, recognized as philanthropic CSR in 

order to improve internal loyalty (Gill, 2015: 662). However, then, the findings in this 

study reveal some impacts of each CSR category, especially business-practice CSR 

which contain the most important roles towards quality of work life and job-related 

outcomes. As the results from survey and interview, hence, the findings in this study 

signal that CSR expands the roles beyond just the organizational reputation.  Instead, 

several CSR practices have been practically integrated to several functions and 

operations and also hold the impacts to not only the external society but also the 
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internal employee as the new challenges ( Gupta and Gupta, 2008:  210; Kandu and 

Gahlawat, 2015: 387). 

As the samples in this study were framed in the organizations with good 

practices in CSR (Thai Listed Companies Association, 2013a), the results, especially 

from the interview, reflected that their management emphasized higher attention to 

match CSR activities into their process and starting into their products.  This great 

intention becomes the response to sustainable development which means that the 

organization should manage their CSR activities by maintaining the positive impacts 

of each category on employee quality of work life and job-related outcomes. Also the 

organization should be encouraged to go beyond this stage by integrating CSR 

practices into their core products and business in order to gain win-win situation. 

Among the growth of CSR-in-process from these CSR-good-practices 

organizations, their CSR practices should be guided and applied to emerging 

organizations in order to utilize CSR practices and activities for developing the 

sustainability.  In addition to the emerging organizations, both employees and 

consumers would be familiar through the broader perspectives of CSR and could be 

the crucial elements to drive CSR practices for sustainability development eventually. 

Nevertheless, this implication needs the managerial supports and 

contributions both in strategic and operational views by translating CSR strategies 

into practical managerial actions and outcomes through expertise, knowledge, facility, 

and training and development programs which align to the direction of organization 

(Guest, 2011: 4; Jamali, El Dirani and Harwood, 2015: 125-126; Wright and Mcmahan, 

2011: 702). 

5.3.1.2  Enhancing CSR contribution: 

Another noteworthy finding of this study are related to the impact of 

CSR participation and contribution on employee’ s quality of work life, job 

satisfaction, and organizational commitment.  In this study, the results from both 

survey and interview emphasize the meaningful CSR participation towards the 

perception of employee.  Therefore, rather than just managing CSR categories, the 



 109 

roles and contribution of employee should be also concerned.  These intrinsic CSR 

attributions become the crucial practices for employees to feel connected with their 

organizations (Mory, Wirtz and Göttel, 2015: 1393; Story and Neves, 2015: 113). Some 

CSR practices could be driven and run by the volunteers as the chances for their 

participation which let them proud in their own, meaningful jobs, and organizational 

values. When they perceive on those values, the admiration and sense of belongings to 

the organization could be driven, leading to the positive impacts on several outcomes 

(Casey and Sieber, 2016:  69; Mory, Wirtz and Göttel, 2015:  1393; Story and Neves, 

2015: 113).  

In term of organizational cultures, the organization should both create 

CSR activities and generate employee participation that lead to be in line with 

organizational cultures and business purposes (Casey and Sieber, 2016: 74). As a result, 

the existing organizational cultures and values can also be derived and transferred 

through the employees to the next CSR activities and then possibly to motivate 

employees’ behavior and reinforce job attitudes (Cantor, Morrow and Montabon, 2012: 

33; Casey and Sieber, 2016:  74; Mory, Wirtz and Göttel, 2015:  1393; Paillé, Chen, 

Boiral and Jin, 2012:  3; Renwick, Redman and Maguire, 2012:  5) .  Beyond just 

participating, the organizations could provide a chance for more contribution, for 

example, inviting them to be in supportive CSR team, encouraging them to think out 

of the box for the creativity or innovation that could be useful for the consumers, and 

motivating them to think wisely on energy consumption during their works.  

In addition to encouraging and enhancing employee CSR contribution, 

the organization should also link those CSR practices into their individual personal 

lives, families and communities. Therefore, the organizations should design and match 

CSR practices with the individual roles and backgrounds ( Factor, Oliver and 

Montgomery, 2013: 144; Story and Neves, 2015: 112). Extremely, the organization can 

even put CSR practices in every stages of business and daily operation for employees, 

such as the concerns on energy consumption during working or even the production 

of products that can help the consumers to save the environment.  With these 
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contributions, the employee could be learned through various CSR practices and then, 

as the people, they could also apply to the daily life to balance the triple bottom lines. 

5.3.1.3  Emphasizing proactive CSR for sustainable development: 

Although the major findings in this research reveals the positive impacts 

of CSR activities on employees and organizations, there were some negative 

perception on some attributes of CSR activities, especially the activities that can 

generate the returns or any benefit back to the organizations, such as the hidden 

advertisement through those CSR activities.  

According to this study especially from the interview, philanthropic 

CSR is still the key CSR activities in several organizations; thus, the employees might 

perceive them as a single CSR category and realize that CSR activities should be what 

make good things externally leading to organizational admiration and reputation. 

Then, when business-practice and product-related features CSR practices have 

increasingly grown in the organization, several benefits, such as reducing costs, 

increasing in sales, and gaining market shares through those CSR practices are 

recognized as the inappropriate returns.  

Under the concept of sustainability, the triple bottom lines, economic, 

society and environment ( Werther and Chandler, 2006) , should be balanced.  In the 

other words, not only the communities and societies are supported, but CSR needs to 

supports economic growth and prosperity (European Commission, 2003: 11). However, 

the respondents in this study perceived economic performance only in the form of 

short-term profit maximizing.  Instead, the organization should emphasize long-term 

performance issues related to production and distribution of products and services that 

response to sustainability (Bansal, 2005: 198; Torugsa, O’Donohue and Hecker, 2012: 

485).  

Therefore, as the consequence followed 5. 3. 1. 1.  and 5. 3. 1. 2, the 

organization should proactively and continuously emphasize on the way of 

sustainable development both internally and externally (Story and Neves, 2015:  112) . 

This recommendation accompanied with “proactive CSR” shown in previous research 
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by driving CSR as a business strategy and practices beyond regulatory requirements 

in order to efficiently transmit CSR practices broadly and sustainably throughout the 

organization worldwide ( European Commission, 2003:  5-7; Muller, 2006:  189; 

Torugsa, O’Donohue and Hecker, 2012: 484). 

The organization should provide the appropriate communication and 

knowledge sharing on the values and meaningful CSR to sustainable development in 

order to build and support the perception and awareness towards CSR activities and 

practices as win-win situation for both organization and society ( Gill, R.  2015:  662; 

Story and Neves, 2015: 114). 

 

5.3.2  Limitation and Recommendation for Further Studies 

There are some limitations of this study should be noted and considered as the 

opportunities for further studies.  

Firstly, this research studies and focuses on only the listed organizations with 

good practices in CSR.  Therefore, more studies on SMEs or emerging organizations 

are suggested in order to justify the generalizations made for the study on CSR in 

Thailand and to encourage the attention of those new business towards the area of 

CSR for sustainable development.  

Secondly, as shown in the findings, both CSR and quality of work life have no 

relationship and impact on short-term financial performance.  Instead, by 

accomplishing with the path of sustainability, long-term organizational performance 

should also be explored for measuring the achievement of CSR practices.  Therefore, 

longitudinal studies are also suggested in order to go beyond other extraneous factors, 

such as the business stages, inflation, interest rate and other related economic 

situations.  In addition to financial performance, the annual report could also be 

considered as a channel for the communication of messages to the stakeholders which 

could be implied as a source of subjective organizational performance for future 

research.  
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Thirdly, this study measured only three variables representing job-related 

outcomes; hence, future research could expand to investigate the impacts on other 

outcomes or in other aspects, for instance, product quality, productivity, absenteeism, 

turnover intention, employee capability and ethical levels of employee. 

 

5.4  Epilogue 

 

The researcher began this study with a concern about the issues of CSR 

practices for sustainable development and the curiosity on how CSR activities impact 

on employee’s work life and perception. The research questions and hypotheses have 

been responded by the findings through sequential explanatory research design.  The 

researcher has also learned together during data collection and data analysis by 

observing CSR practices and employee’s perception and related issues behind them. 

Although the major results point to the similar directions of previous studies, some 

details are surprisingly revealed the different impacts from different categories of 

CSR.  

Together with this research, CSR has already expanded into several aspects. It 

is not just only the extra activities for both organizations and employees.  Currently, 

CSR should be realized as the integration into all functions and dimensions as the way 

of business by increasingly considering and taking care of others, including the 

stakeholders, the environment and the society.  This integration could be seen as win-

win situation or survived together, eventually, leading to the development for 

sustainability. According to the significance of this study shown in 1.5, eventually, the 

results of this study can be applied into the mentioned three areas of organizational 

practices including recruiting, retaining, and sustaining. 

However, from both survey and interview, there were some gaps between 

employee perception towards CSR practices for sustainability.  Therefore, the 

researcher hopes to highlight that the organization should hear the employee’s voices 

before integrating CSR practices into their business strategies.  Then, the 
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communication and sharing the appropriate information regarding CSR and 

sustainable development is also required.  On the other hands, the employees should 

also open their minds to grow in the sustainable development through those several 

valuable integrations and to be the crucial players as a part of those win-win situation. 
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APPENDIX A 

CSR Thailand: 50 Good Practices in 2012 

 

 

 

 

 

 

 

 

 

 

 



Appendix A 

 

CSR Thailand: 50 Good Practices in 2012 

 

No. 
Year of 

Foundation 

Industrial 

Category 

Core Products  

or Services 

Fixed Assets1/ 

(Millions Baht) 

Number of 

Employees 2/ 

      

1 1989 Service Telecommunication 83,042 5,121 

2 1984 Manufacturing Petroleum 32,525 1,027 

3 1995 Manufacturing Garment - lingerie 509 4,170 

4 1988 Manufacturing Computer, IT systems 340 684 

5 1974 Manufacturing Publishing, book store 1,031 2,721 

6 1991 Service Event management 271 482 

7 1992 Manufacturing Power generation 90,519 422 

8 1987 Manufacturing Natural rubber products 12,422 11,334 

9 1945 Service Banking 78,596 17,389 

10 1904 Service Banking 81,245 20,994 

11 1959 Service Airlines 231,549 25,412 

12 1970 Manufacturing Garment – lingerie 2,867 5,258 

13 1966 Service Hotel 6,980 3,508 

14 2008 Service Insurance 1,917 973 

15 1968 Service Mass rapid transit 14,880 3,420 

16 1975 Service Hospital 5,848 4,100 
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CSR Thailand: 50 Good Practices in 2012 (Continued) 

No. 
Year of 

Foundation 

Industrial 

Category 

Core Products  

or Services 

Fixed Assets1/ 

(Millions Baht) 

Number of 

Employees 2/ 

 

17 1994 Manufacturing Housing 115 184 

18 1971 Service Banking 12,620 3,860 

19 1994 Manufacturing Automotive parts 1,065 825 

20 1984 Manufacturing Jewelry – Gold 1,132 3,820 

21 1978 Trading Restaurants, food 41,450 28,943 

22 1995 Manufacturing Automotive parts 5,658 3,220 

233/ 2010 Service Securities N/A N/A 

24 1913 Manufacturing Cement, paper 245,844 38,799 

25 1978 Manufacturing Agro industrial food 179,519 97,942 

26 1983 Manufacturing Coal, energy 173,030 6,492 

27 1982 Manufacturing Electrical equipment 3,884 453 

28 1992 Service Water management 11,137 150 

29 1980 Trading Department stores 63,218 3,274 

30 1979 Manufacturing Asphalt products 4,715 760 

31 1938 Service Insurance 189 266 

32 1985 Manufacturing Vegetable oils 2,595 851 

33 2001 Manufacturing Petroleum / natural gas 1,152,944 4,227 

34 1985 Manufacturing Petroleum exploration 478,030 3,157 

35 2000 Manufacturing Renewable electricity 74,438 233 
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CSR Thailand: 50 Good Practices in 2012 (Continued) 

No. 
Year of 

Foundation 

Industrial 

Category 

Core Products  

or Services 

Fixed Assets1/ 

(Millions Baht) 

Number of 

Employees 2/ 

 

36 1993 Manufacturing Housing 2,528 2,737 

37 2011 Manufacturing Aromatics and refinery 268,229 3,509 

38 1998 Service Mass rapid transit 18,103 1,042 

39 1980 Service Hotel and resort 22,856 13,200 

40 1989 Manufacturing Housing / Building 1,513 592 

41 1952 Manufacturing Beverage 7,833 7,205 

42 1978 Manufacturing Beverage 1,030 1,721 

43 1989 Service Industrial estate 11,342 95 

44 1987 Manufacturing Aquatic animal feed 603 489 

45 1990 Service Telecommunication 138,481 15,021 

46 1990 Service Broadcasting / Program 3,692 1,966 

47 1978 Manufacturing Newspaper, journal 384 1,616 

48 1973 Manufacturing Cosmetics 426 1,195 

49 2003 Service Broadcasting, medias 1,035 1,058 

50 1969 Manufacturing Cement 18,481 5,268 

 

Remark:  

1/ The amount of net fixed assets, except land, as from the balance sheet in 2012 reported to the Stock 

Exchange of Thailand 

2/ As at 31st December, 2012 

3/ This organization was merged with another financial institute in 2013. 



 

 

 

 

 

 

 

 

 

 

 

APPENDIX B 

Scatter Plot: Numbers of Employee in 49 Organizations 

 

 

 

 

 

 

 

 

 

 

 

 



Appendix B 

 

Scatter Plot: Numbers of Employee in 49 Organizations 

 

 

 

With the scatter plot based on numbers of employee, 49 organizations can be 

categorized into three groups as organization number 1-15 in small size, organization 

number 16-35 in medium size and organization number 36-49 in large size. 



 

 

 

 

 

 

 

 

 

 

 

APPENDIX C 

Original Questionnaire 
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Original Questionnaire 
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APPENDIX D 

Online Questionnaire 
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Online Questionnaire 
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APPENDIX E 

Invitation Letter for Data Collection Participants 
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Invitation Letter for Data Collection Participants 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

APPENDIX F 

Informed Consent Form 
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Informed Consent Form 
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APPENDIX G 

Interview Protocol 
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Interview Protocol 
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Financial Performance Calculation 
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Financial Performance Calculation 

 



 

 

 

 

 

 

 

 

 

 

 

APPENDIX I 

Interview Quotes and Codes 
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Interview Quotes and Codes 
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