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The purpose of this article is to present a mechanism through which the deviant work
behaviors of employees can be dealt-with positively through corporate good deeds in
the form of fulfilling social responsibilities. Based on the spirit of social identity theory
and social exchange theory, the study explores the relationships of various deviant
behaviors with corporate social responsibility (CSR) through the mediation mechanism
of job satisfaction. Data were collected from 385 employees of 40 large manufacturing
organizations involved in CSR activities operating in Pakistan. A self-report survey was
conducted using a close-ended questionnaire. Data analysis was performed using SEM
through Mplus 7. The results reveal that both internal and external CSR contribute
to the reduced level of turnover intention, counterproductive work behaviors, and
prohibitive voice behaviors. Job satisfaction fully mediates the relationship for internal
CSR while partially mediates for external CSR. The study encourages the practitioners
to avail approaches that convey the feelings of care, concern, and safety, representing
internal CSR practices through diverse HR interventions, organizational support, and
justice. They should also keep up the socially responsible behaviors aiming toward the
larger community.

Keywords: corporate social responsibility, job satisfaction, turnover intentions, prohibitive voice behavior,
counterproductive work behaviors, organizational identification, social exchange theory, social identity theory

INTRODUCTION

Employee perceptions of their working environment have a significant impact on their conduct.
Negative impressions relate to deviant actions such as counter-productive work behavior,
prohibitive voice behavior (PVB), or turnover intention (Colbert et al., 2004). These aberrant
behaviors can have significant negative impact on companies. For example, excessive turnover
leads not just to direct financial expenditures but also to decreased productivity, low morale,
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and service interruptions, all of which result in consumer
dissatisfaction (Lu et al., 2016). Additionally, PVB includes
disparaging the company, criticizing work regulations and
processes, all of which erode the organization’s culture and
reputation (Maynes and Podsakoff, 2014; Memon and Ghani,
2020). Similarly, counterproductive work behaviors (CWB)
revolve upon violating organizational norms and regulations,
such as organizational fraud, production deviance, and sabotage
(Griep et al., 2020).

Corporate social responsibility (CSR) is a broad notion
that encompasses both the organization’s internal and external
stakeholders. It is a voluntary effort on the part of the
organization to benefit its stakeholders. According to research,
socially responsible firms are more likely to be viewed as distinct,
valuable, desired, and a source of pride for employees (Farooq
et al., 2017). The social identity theory (Tajfel and Turner, 1979),
with its overarching process of self-enhancement, provides a
robust paradigm for analyzing the influence of CSR on employee
perceptions (Turker, 2009). When workers realize how their
company contributes to society’s well-being, they develop a
sense of success and a desire to engage with the organization.
This relationship tends to boost their self-esteem and sense of
pride (Hogg and Terry, 2000; Rupp and Mallory, 2015; Farooq
et al., 2017). Thus, the social identity theory provides a rational
explanation for the association between perceived CSR and
employees’ positive mindsets, which results in increased job
satisfaction (Azim et al., 2014; Farooq et al., 2014).

Moreover, the firm’s CSR activities lead toward flourishing
social exchanges, connecting a firm and its employees. CSR
literature considers CSR to be an alternative to perceived
organizational support, as it encompasses all types of social
exchanges, i.e., generalized, and restricted exchange (Farooq et al.,
2013; Memon et al., 2020). Additionally, a well-developed CSR
may be considered as a type of organizational justice in and
of itself, since it promotes equitable treatment of internal and
external stakeholders (Mallory and Rupp, 2016). As a result, CSR
activities are linked to the cognitive, emotional, and behavioral
responses of stakeholders, most notably workers (Hansen et al.,
2011). CSR efforts are expected to reduce workers’ turnover
intentions (Chaudhary, 2017; Farooq et al., 2019), CWBs (Mashi,
2018; Agrawal and Gautam, 2020; Hamid, 2020), and PVB (Liu
et al., 2010; Ng and Feldman, 2011; Memon and Ghani, 2020).
However, based on the spirit of social exchange theory, we argue
that this would be an indirect impact through the mediation of
job satisfaction (Blau, 1964). Thus, the current study will examine
the association between firm’s CSR activities and employees’
turnover intention, CWB, and PVB, through the mediating effect
of job satisfaction.

Though recently some researches have been conducted to
measure the effect of CSR on employee attitudes and behaviors
like employee knowledge sharing behavior (Farooq et al., 2014),
affective organizational commitment (Farooq et al., 2013), OCB
(Shiun and Ho, 2012; Wenbin et al., 2012; Azim et al., 2014;
Memon and Ghani, 2020) employee motivation (Skudiene and
Auruskeviciene, 2012), employee work engagement (Rupp et al.,
2013; Zulfiqar et al., 2019; Memon et al., 2020), job performance
and quality of work-life (Kim et al., 2017), employees’ promotive

voice behavior (Memon et al., 2021). Almost all of these
are positive work behaviors where very few of the studies
have been conducted for measuring CSR’s impact on negative
work behaviors whereby the findings of these research leave
considerable uncertainty. Specifically, we don’t know how CSR
deters the negative behaviors of employees rather leads employees
to behave positively toward their organizations (Zhao et al.,
2019). Further, very limited studies paid attention in considering
job satisfaction as dependent or mediating variable (Azim et al.,
2014; Memon and Ghani, 2020) whereas more research is
required to be aware of what organizational and individual
variables figure out the job satisfaction and dissatisfaction of
employees (Viseu et al., 2020).

This study uses three dependent variables as employees’
deviant behaviors. These are PVB, counter-productive work
behavior and turnover intentions of employees. As per our
knowledge, none of the previous research have been conducted,
empirically measuring the relationship between CSR and PVB,
based on social exchange and identification theories; rather PVB
has been studied with different constructs. Even till yet, very little
research has been done on PVB as a construct itself (Maynes and
Podsakoff, 2014; Memon and Ghani, 2020) whereby previously
PVB doesn’t contain negative connotation in its definition and
was defined differently as compared to the current study (see
Liang et al., 2012; Zhang et al., 2014). Please refer section
“Corporate Social Responsibility, Job Satisfaction and Prohibitive
Voice Behavior (A Social Exchange Perspective)” for the exact
concept of PVB as per the current study. Further, very few studies
are available on counter-productive work behavior whereby these
are studied through social identity theory (see Shin et al., 2017;
Mahmood et al., 2020). These studies do not specifically measure
internal and external CSR’s impact rather measure “perceived
CSR” as a whole. Such limited studies may not present the certain
findings regarding the said relationships.

Only one of these variables, i.e., employee turnover intention
has been studied with CSR; however either these studies are
based on social identity theory (Kim et al., 2016; Wang et al.,
2017; Ng et al., 2019) or social exchange theory having different
variables like organizational commitment (Farooq et al., 2019)
whereas the current study would propose some new relationships
based on social exchange theory as well as social identity theory
with different mediating variable of job satisfaction. Further, the
direct effect of CSR and employee turnover intentions (Aguinis
and Glavas, 2012; Gharleghi et al., 2018) have been measured by
most of the previous studies; whereas some studies have found
no influence of CSR on turnover intention (de Gilder et al.,
2005; Jones, 2010) due to direct effect. Therefore, there is much
uncertainty among the results of these studies which invokes the
need to study this relationship further.

Accordingly, the present research contributes in multiple
ways. Firstly, it explores the effect of firms’ CSR activities directly
and indirectly (through mediation) on least explored employee
behaviors i.e., PVB, and counter-productive work behavior
(Farooq et al., 2013, 2014; Maynes and Podsakoff, 2014; Memon
and Ghani, 2020) and turnover intentions. Secondly, it presents
job satisfaction as a mediator between CSR and employee deviant
behavior which is a relatively less practiced research framework
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for negative work behaviors (Azim et al., 2014; Memon and
Ghani, 2020). Thirdly, the study incorporates the theoretical basis
of both social identity and social exchange theories together
in explaining the interrelationships among the stated variables
(Farooq et al., 2019; Zulfiqar et al., 2019).

Finally, the current study is prominent for research in an
Asian nation such as Pakistan, as earlier researches on work
behavior has primarily been undertaken in the United States, the
United Kingdom, or other developed countries (Antonaki and
Trivellas, 2014; Maynes and Podsakoff, 2014; Kim et al., 2017).
Due to the fact that emerging nations have distinct cultural,
economic, and social situations, this study will undoubtedly
provide something unique to the body of knowledge. For
example, in most Pakistan’s work settings, the prevalence of
jobs has been stated as low. Pakistani workers are notorious
for being careless with their organizations and self-interested.
Additionally, they are interested in some duties that are
performed exclusively for them, such as internal CSR initiatives
(Farooq et al., 2013, 2014; Memon et al., 2020). Indeed, recent
events in the country, such as trade and market pressures
resulting from global economic meltdowns, privatization of
public companies, bureaucratic dishonesty and corruption, and
heightened government legislation, as well as restructuring of
financial sectors, have all served as a catalyst for employee
withdrawal and disengagement (Shah et al., 2010; Memon and
Ghani, 2020). Furthermore, this condition is developing the
outlook for doubt and anxiety among workers due to an
increase in the occurrence of pay deductions and increased
unemployment (Memon, 2014b; Zulfiqar et al., 2019). Despite
this difficult context, examining the elements that contribute to
deviant work behaviors, such as PVB, is critical and valuable to
the body of knowledge.

LITERATURE REVIEW

Corporate Social
Responsibility-Definitions and
Dimensions
The conceptualizations of the term CSR are broader and
dynamic due to its implications at the micro (individual), meso
(organizational), macro (country), and supra (transnational)
levels (Aguilera et al., 2007; Hansen et al., 2011; Graafland and
Schouten, 2012; Marquis and Qian, 2014). CSR may be defined
as “actions that appear to further some social good, beyond
the interests of the firm and that which is required by law”
(McWilliams and Siegel, 2001). It corresponds to a form of
corporate behavioral outlook toward stakeholders (i.e., external,
and internal), such as consumers, employees, and the public
(Farooq et al., 2013, 2014). Much research had been done during
the last quarter-century on CSR and its impact on stakeholders’
relations, firm performance, external environment, corporate
citizenship (Matten and Moon, 2008; Graafland and Schouten,
2012; Ooi et al., 2020).

CSR programs may include volunteer activities or policies
within the firm such as incorporating greater environmental

and safety standards, employee human treatment, efforts to
improve employee diversity, as well as activities outside the firm
such as cause-related marketing activities, community outreach
programs, generous and philanthropic contributions to local
communities (Hansen et al., 2011; Zheng et al., 2014). In any
case, CSR efforts are usually projected to represent an illustration
of a corporation as quick to respond to the requirements of the
society (Ellen et al., 2006). CSR builds up the significance of an
organization’s implicit claims with its stakeholders. For instance,
while an employee’s wage can be predetermined in his contract, it
is difficult to specify working conditions. An organization with a
good reputation of care and consideration for its employees will
be able to implicitly assure superior working conditions, aiding in
better recruitment (Edmans, 2012).

This study would focus on the micro level i.e., internal
stakeholders (individual employees) and CSR (internal and
external) activities. Internal CSR merely means internal code of
conduct, health and safety programs and policies, working time
and environmental policies, fair pay and benefits, redundancy,
and unfair dismissals (Campbell, 2007; Basil and Erlandson,
2008; Matten and Moon, 2008; Manika et al., 2017), procedural
justice and high-performance work systems (HPWS) through
HR (Azim et al., 2014; Farooq et al., 2019). External CSR
involves organization’s behavior toward external operations
i.e., customers, local communities and business partners and
environmental issues (Skudiene and Auruskeviciene, 2012).

Job Satisfaction
Job satisfaction is one of the most discussed and key constructs
in organizational behavior literature since firms accomplish their
desired goals and objectives through satisfied workers. It can be
defined as “the reaction of people who enjoy their work and do it
well, revealing characteristics of fulfillment and pride based on
a range of elements” (Moro et al., 2020). Satisfied workers are
strengths to their companies, portraying amplified physical and
psychological health. Dissatisfied workers have inferior quality
of employment and physical and psychological well-being that
can adversely manipulate corporate efficiency (e.g., decrease in
consumer numbers and unfavorable word of mouth or PVB)
(Viseu et al., 2020).

Firms want their employees to be satisfied and perform well
by mentally and emotionally committed to their careers. On the
other end, employers must treat employees’ social requirements
with respect by meeting their social expectations. Accordingly,
Moro et al. (2020) conducted research on U.S information
technology professionals, 13 percent of them were found to
be dissatisfied with their jobs in 2016 and the causes were
largely unfulfilled aspirations. The literature further indicates
that breakage of these expectations and job dissatisfaction
results in a wide variety of unconstructive consequences,
including decreased organizational trust, work frustration,
increased organizational cynicism, existence in general, and
enhanced intention to quit (Turnley et al., 2003; Mount
et al., 2006; Antonaki and Trivellas, 2014; Memon and Ghani,
2020). Contrary to this, job satisfaction results in increased
productivity as well as boosting-up of inherent humanitarian
value (Oshagbemi, 2013). Further, job satisfaction decreases
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absenteeism (Hardy et al., 2003; Adekanmbi and Ukpere, 2020),
reduces counter-productive work behaviors (Meier and Spector,
2013), enhances life satisfaction (Judge et al., 2000; Viseu et al.,
2020), and OCB (Organ and Ryan, 1995; Djaelani et al., 2021),
leading toward higher firm performance.

THEORETICAL FRAMEWORK AND
HYPOTHESIS DEVELOPMENT

Social identity (Tajfel and Turner, 1986) and social exchange
(Blau, 1964) theories are two profound theoretical frameworks
that underpin the relationship between organizational activities
including CSR and attitudinal and behavioral reactions of
employees (Cropanzano and Mitchell, 2005; Azim, 2016). In the
following sections, the article discusses in detail the mechanisms
portraying the relationships between CSR and employee work
behaviors using both the theories while hypothesizing and
building our study model.

Corporate Social Responsibility and Job
Satisfaction (An Organizational
Identification Mechanism)
Organizational identification refers to an organization’s workers’
sense of belonging (Mael and Ashforth, 1992, p. 104). According
to the social identity theory’s premise, employees prefer to
identify with their social background (i.e., their organizational
affiliation) and to classify themselves and others into various
social groups by comparing their organization’s characteristics,
beliefs, and behaviors to those of other organizations (Farooq
et al., 2017; Ko et al., 2018). Employees evaluate their self-
esteem in terms of their organization’s social position. As a result,
people are more inclined to affiliate with an organization whose
capabilities, ideals, and activities are desired and distinguishing
in comparison to those of other organizations (Azim et al., 2014).
CSR is believed to be a key determinant of workers’ perceptions
of their organization’s dominance and distinctiveness (Azim,
2016). Given that CSR is a voluntary effort by the business to
guarantee the well-being of diverse stakeholders, it is anticipated
that these activities would be highly valued by stakeholders,
particularly workers. As a result, socially responsible businesses
are more likely to be perceived as unique, prestigious, attractive,
and a source of pride for their personnel (Ashforth and Mael,
1989). Thus, the social identity theory provides a reasonable
explanation for the link between perceived CSR and workers’
favorable attitudes toward greater levels of job satisfaction, which
correlates to an individual’s total affective reaction to a range of
work-related factors (Cranny et al., 1992; Azim et al., 2014).

Besides, the internal component of CSR applies more directly
to employee behavior (Zulfiqar et al., 2019). Cropanzano
and Rupp (2003) compared CSR directed toward employees
with HPWS and claimed that there was significant overlap
between Human Resources Management (HRM) and the internal
component of CSR. HR practices, such as pay for performance,
training, and development, and empowerment have historically
been closely related to corporate identification resulting in

job satisfaction. These activities have certain parallels to CSR
behavior aimed directly at employees. Further, previous studies
demonstrate that employees may feel obliged to exhibit positive
attitudes and behaviors for the organizations having good
internal practices. For instance, a well thought out and sensible
performance appraisal system may amplify the discernment of
procedural and interactive justice among employees, resulting
in heightened emotional attachment with the organization
(Cropanzano and Rupp, 2003; Pham, 2020). Valentine and
Fleischman (2008) found that perceived CSR has a positive
implication with employee job satisfaction. Similar results are
also observed by Tziner et al. (2011), Azim et al. (2014), De
Roeck et al. (2014), Dhanesh (2014), and Zheng et al. (2014).
Skudiene and Auruskeviciene (2012) found that internal and
external CSR activities positively correlate with internal employee
motivation. They observed that internal CSR was a stronger
predictor of internal employee motivation than all the external
CSR dimensions. Hence, we present (see Figure 1):

Hypothesis 1a: Employees’ perceptions of the firm’s
internal CSR has direct and positive relationship with
job satisfaction.
Hypothesis 1b: Employees’ perceptions of the firm’s
external CSR has direct and positive relationship with
job satisfaction.

Corporate Social Responsibility, Job
Satisfaction and Employee Turnover
Intention (A Social Exchange
Perspective)
The term "turnover intention" relates to an individual’s behavioral
attitude toward leaving a company, whereas "actual turnover"
refers to the physical process of leaving an organization (Aydogdu
and Asikgil, 2011). Increased turnover not only results in
financial loss, but also in decreased production, low morale, and
service interruptions, creating a pool of disgruntled consumers
(Lu et al., 2016). Numerous research indicates the link between
turnover intention and actual departure behavior (Joo and
Park, 2010). One of the most effective strategies for reducing
actual turnover is to identify the elements that are likely to
diminish employees’ intentions to quit the job. Employees may
see organizational support, care, and concern as positive signals,
preventing them from leaving the business (Srivastava and
Agrawal, 2020). Internal CSR is considered an alternative to
perceived organizational support in the CSR literature since it
encompasses all types of social exchanges, i.e., generalized, and
restricted exchanges (Farooq et al., 2013; Memon et al., 2020).
Thus, it is predicted that a business’s internal CSR efforts will help
reduce employee turnover intentions by linking the firm and its
workers through thriving social interactions (Chaudhary, 2017;
Farooq et al., 2019).

External CSR is directed at the broader community. However,
it also has an influence on the feelings and emotions of employees.
An organization that contributes to society’s well-being through
CSR (external) generates a favorable image in the community.
As a result, and consistent with the social identity approach,
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FIGURE 1 | Conceptual model of the relationship between perceived CSR and employee work behaviors through mediation mechanism.

workers experience increased self-esteem and pride, which results
in increased commitment to the business and decreased desire to
leave (Hogg and Terry, 2000; Azim, 2016). De Roeck and Delobbe
(2012) discovered a favorable correlation between perceived CSR
(environmental CSR) and employees’ Organizational Identity.

Further, the relationship between CSR and turnover intention
and other job-related attitudes and behaviors is likely to be
mediated by the employees’ job satisfaction. Perceived care by
the organization and enhanced self-esteem due to internal and
external CSR are expected to increase the satisfaction of the
employees. And the satisfied employees reciprocate through their
commitment to the organization which reduces their turnover
intention (Chaudhary, 2017; Mashi, 2018; Farooq et al., 2019).
Previous studies support the view that there is a negative
correlation between job satisfaction and employee turnover
intention (Randhawa, 2007; Bright, 2008; McNall et al., 2009;
Alarcon and Edwards, 2011; Aydogdu and Asikgil, 2011; Lu and
Gursoy, 2013; Lu et al., 2016; Li et al., 2019). Riordan et al. (1997)
found that corporate image as a proxy of social performance
perceived by employees positively influences job satisfaction and
negatively affects the employee turnover intention. Accordingly,
we have considered the following Hypotheses.

Hypothesis 2a: Job satisfaction is negatively associated
with employees’ turnover intention.
Hypothesis 2b: Internal CSR has negative relationship with
employees’ turnover intention through the mediation of
job satisfaction.
Hypothesis 2c: External CSR has negative relationship
with employees’ turnover intention through the mediation
of job satisfaction.

Corporate Social Responsibility,
Employees’ Job Satisfaction and
Counterproductive Work Behavior (A
Social Exchange Perspective)
Counterproductive work behaviors (CWB) are undesirable
behaviors within the workplace. Sackett (2002) defined it as “any
intentional behavior on the part of an organization member
viewed by the organization as contrary to its legitimate interests.”

CWB is usually described in terms of three main characteristics:
(a) CWB is volitional and inspired, and thus not accidental.
(b) Actions are deviant because they contradict the rules of
the organization, and (c) actions are aimed at and detrimental
to the organization (Griep et al., 2020). CWB can be of two
types viz., (a) CWB – Organizational, which is directed to the
organization, e.g., organizational fraud, public criticism of the
organization, production deviance, sabotage, withdrawal, and (b)
CWB–Individual which is directed at co-workers, e.g., omission,
bullying, threats.

Counterproductive work behaviors is related to the emotional
state of the employees. The events that promote negative
emotions (sense of deprivation) are likely to increase
the CWB while the events leading to positive feelings
(sense of achievement) reduce such behavior. Breach of
psychological contract (Griep et al., 2020), unfair treatment
(Folger and Cropanzano, 2001), hostility (Judge et al., 2006),
organizational injustice (Ambrose et al., 2002) are found to
contribute to counterproductive behavior. In fact, such factors
generate a sense of dissatisfaction among the employees, and
they retaliate with CWB (Czarnota-Bojarska, 2015). Thus,
job satisfaction (or dissatisfaction) is an observed proximal
antecedent of CWB (Judge et al., 2006).

Corporate social responsibility activities have an effect on the
attitudes and actions of both internal and external stakeholders.
Numerous researches have established a link between CSR and
cognitive, emotional, and behavioral responses (Cramer, 2005;
Hansen et al., 2011). Internal CSR-driven organizations care
about their employees’ well-being, and as a result, their employees
feel cared for and safe. As a result, reciprocity develops, and
workers retaliate by working diligently rather than withholding
their efforts or causing harm to their business (Cropanzano and
Mitchell, 2005; Mount et al., 2006). Similarly, businesses that
engage in external CSR on a voluntary basis and contribute to
a social cause can establish themselves as respected corporate
entities. Due to their altruistic commitment to society, such firms
are seen as trustworthy and helpful by existing and potential
workers (Barton and Barton, 2011; Chaudhary, 2017). These
attitudes and expectations establish reciprocal duties between
employee and employer (Rousseau, 1989) and deter workers from
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engaging in negative or counter-productive work practices and
behaviors (Memon et al., 2020). Given the proximity of work
satisfaction to CWB, it is possible to envision that job satisfaction
mediates the link between CSR and CWB (Judge et al., 2006). As
a result, we examine the following possibilities.

Hypothesis 3a: Job satisfaction has negative relationship
with employees’ counterproductive work behavior.
Hypothesis 3b: Internal CSR has negative relationship with
employees’ counterproductive work behaviors through the
mediation of job satisfaction.
Hypothesis 3c: External CSR has negative relationship
with employees’ counterproductive work behaviors
through the mediation of job satisfaction.

Corporate Social Responsibility, Job
Satisfaction and Prohibitive Voice
Behavior (A Social Exchange
Perspective)
Prohibitive voice behavior (PVB) generally means being vocal
against organizational decisions and practices. It may take place
in two forms: (a) defensive voice and (b) destructive voice
(Maynes and Podsakoff, 2014). Defensive voice behavior is
defined as “the voluntary expression of opposition to changing
an organization’s policies, procedures, programs, and practices,
even when the proposed changes have merit or making changes
is necessary.” It includes, deliberately opposing the changes
in working methods or SOPs (standard operating procedures)
or arguing stubbornly against any proposed changes. This
dimension of PVB is similar to resistance to change. However, it
is active in nature. Destructive voice behavior is defined as “the
voluntary expression of hurtful, critical, or debasing opinions
regarding work policies, practices, procedures.” For example,
harsh criticism of organizational policies, or work methods, bad-
mouthing, making sarcastic comments about the organization
(Maynes and Podsakoff, 2014). PVBs are likely to hurt the
organizational image and damage interpersonal relationships at
work (LePine and Van Dyne, 1998).

Prior studies explored the determinants of employee voice
behavior in terms of individual characteristics (e.g., Crant
et al., 2011), contextual factors (e.g., Stamper and Van Dyne,
2001), social exchange (e.g., Rees et al., 2013), psychological
factors (e.g., Walumbwa and Schaubroeck, 2009). Several studies
(Janssen et al., 1998; Fuller et al., 2007; Nikolaou et al., 2008;
Landau, 2009; Crant et al., 2011; Grant, 2013; Qin et al.,
2014; Wu et al., 2015) have identified personality, impression
management tendencies, emotional intelligence, and cognitive
style preferences, as the likely antecedents of voice behavior.
Similarly, contextual factors, such as tenure (Avery et al., 2011),
employee past performance (Fuller et al., 2007), leadership
(Walumbwa and Schaubroeck, 2009; Hsiung, 2012), human
resource management practices (Davis-Blake et al., 2003; Si and
Li, 2012), voice climate (Morrison, 2011; Engemann and Scott,
2020), ethical and organizational culture (e.g., Berry, 2004; Ruiz-
Palomino and Martínez-Cañas, 2014), national culture (e.g.,
Farh et al., 2004), and labor union (e.g., Deery et al., 2014)

were found to be predictive of employee voice behavior. Some
studies (e.g., Stamper and Van Dyne, 2001; Gong et al., 2010;
Farndale et al., 2011; Rees et al., 2013) emphasize the social
exchange relationship within the workplace as the potential
cause of the voice behavior. Due to profound social exchange
relationships, the employees feel more valued, recognized, and
involved that consequently motivated them to engage in voice
behavior. Employee voice behavior is also observed to be affected
by psychological factors such as perceived risk of voicing, trust
in leadership, job satisfaction, organizational identification (e.g.,
Janssen et al., 1998; Detert and Burris, 2007; Tangirala and
Ramanujam, 2008; Walumbwa and Schaubroeck, 2009; Gao et al.,
2011).

As discussed, the organizations that practice internal CSR are
required to act encouragingly, demonstrating care and concern,
openness and trustworthiness, involvement in goal setting, and
communicate the vision with their employees through HPWS
so that employees are satisfied with their jobs (Memon et al.,
2018, 2021). Similarly, due to external CSR, an organization
earns a reputation, and the employees consider working in those
particular organizations as pride and prestige for themselves. This
sense of job satisfaction, in line with the norm of reciprocity,
would enable them to raise positive voice (Arnold et al., 2000; Liu
et al., 2010; Ng and Feldman, 2011) while refraining them from
PVB s that may damage the organization (Memon and Ghani,
2020).Therefore we present our hypothesis as:

Hypothesis 4a: Job satisfaction has negative relationship
with employees’ prohibitive voice behavior.
Hypothesis 4b: Internal CSR has negative relationship
with employees’ prohibitive voice behavior through the
mediation of job satisfaction.
Hypothesis 4c: External CSR has negative relationship
with employees’ prohibitive voice behavior through the
mediation of job satisfaction.

METHODOLOGY

Sample and Procedure
The study is based on a survey managed through a self-
reported questionnaire. However, the time lag technique has
been used to avoid common method bias, and accordingly,
temporal, and psychological separations of our variables are used
(Farooq et al., 2017) our focus is on the employees of different
manufacturing units in Pakistan. Their products consisted of
food items, paper manufacturing, auto parts manufacturing,
and cement manufacturing. These companies have larger sales
volumes since Pakistan is having a population of approximately
220 million inhabitants.

The study used convenience sampling technique for collecting
the data. In total 75 companies were selected based on their
CSR information available through secondary data sources,
especially websites implying that they are involved in CSR
activities and their employees are well aware of the related
concepts and activities (Farooq et al., 2013, 2014). Forty out
of 75 firms agreed to participate in our research study (Food,
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paper, automotive parts, and cement manufacturing companies).
Further, data from the non-management staff was collected
who are not directly involved in CSR policy making and
implementing but are the direct observer and affected by CSR
activities (Rupp et al., 2006). We divided our variables into
two sections and created two distinct sheets. At time 1, the
first booklet assessed CSR and job satisfaction elements in
addition to demographic data, whereas the second booklet
assessed PVB, counter-productive work behavior, and employee
turnover intentions. This data collecting procedure necessitated
the division of periods ranging from 15 to 20 days. However, it
stays cross-sectional because no change is anticipated over this
time period (Farooq et al., 2017). Questionnaires were sent to
workers of the selected businesses with the assistance of our field
survey assistants. The questionnaire was delivered with a cover
letter explaining the purpose of the study and obtaining approval
from the employee to participate in the research. Through this
procedure, we collected the data from 385 employees (Mid-level
and supervisory level managers and the operative employees)
completed in every aspect after period 2 whereas there were
430 employees who filled the questionnaire at period 1. So,
the drop out of 45 employees occurred. The sample size N is
calculated by the priori power analysis (Cohen, 1988) based on
the suitable degree of power (1-β), the pre-specified degree of
significance, and the magnitude of the population effect that
may be seen with probability (1-β). Before a thorough study
is done, a priori analysis can regulate the prediction potential
effectively (Hager, 2006; Faul et al., 2007). There is a minimum
sample size of 107, and actual power of 85 percent when using
the program G∗Power 3 with input parameters: medium effect,
probability of Type I error α = 0.05, probability of Type II error
β = 0.05 which means (1-β) = 0.95 and number of predictors = 2.
Thus, the sample size of 385 is enough to justify our results.
The demographic characteristics of the sampled employees are
given in Table 1. It shows that the sample comprised of 280
males and 105 female respondents. Around 70% (276) of the
respondents have a bachelor’s degree and above. It means most
of the respondents were academically qualified enough. Among
the respondents, 243 employees had less than 5 years of service
with the organizations while 142 had more than 5 years. As
regards, their position in the hierarchy, 181 respondents belonged
to mid-level and supervisory level management and the rest were
operative employees (see Table 1).

Tools and Measurements
Several tools, whose validity and reliability have already been
established, were adapted, to test the model. For instance,
perceived CSR was measured through the instrument, originally
developed by Turker (2009). However, the same was amended
by adding one additional item from Maignan and Ferrell (2000)
related to charities and donations to fulfill the contextual
requirements of Pakistan. A similar scale was also adopted by
Farooq et al. (2013, 2014) in their studies in Pakistan. This tool
includes 16 items in total having 10 items for External CSR
(community, environment, and consumers). For example, “Our
organization implements special social programs to minimize its
negative impact on the natural environment.” Six items were

TABLE 1 | Demographics of the respondents.

Demographics Frequency

Age 18–28 180

29–40 160

41–55 45

Gender Male 280

Female 105

Service tenure (years) 1 46

2 39

3 68

4 90

5 66

6 and more 76

Qualification Below bachelors 118

Bachelors 182

Masters 65

MS/Mphil 20

Management Level Middle management 95

Supervisor 86

Non-managerial staff 204

used to measure Internal CSR (Employees). For example, “Our
organization policies encourage the employees to develop their
skills and careers.”

Job Satisfaction
We used a five-item perception questionnaire, developed by
Hackman and Oldham (1975) and adopted from Zhang et al.
(2014), to measure job satisfaction. A sample item includes:
“Overall, I am very satisfied with this job.” The questionnaire has
a Cronbach alpha of 0.851 “as adopted from Zhang et al. (2014).”

Prohibitive Voice Behavior
Prohibitive voice behavior was measured through a 10-item
instrument developed by Maynes and Podsakoff (2014) as it
measures the voice behavior of employees as per our operational
definition i.e., voice behavior in a defensive and destructive sense.
Cronbach alpha for the defensive voice was 0.92 while it was 0.93
for destructive voice.

Counterproductive Work Behavior
It was measured through a two-dimensional workplace deviance
scale developed by Bennett and Robinson (2000). It consisted
of 12 items for measuring organizational deviant behaviors
that are harmful for the organization and 7 items for
individual/interpersonal deviant behavior that are harmful to an
individual within the organization. For instance, “Come in late
to work without permission”; “Publicly embarrassed someone at
work.” Their reliability scores were 0.81 and 0.78 respectively.

Turnover Intentions
The three-item turnover intention scale was adopted from Khatri
et al. (2001) since it was developed for the Asian context. Sample
item includes, “I will probably look for a new job in the next year.”
Its Cronbach alpha was 0.87.
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Demographic and Control Variables
Research imply that age, gender, service tenure, type of
employment could potentially manipulate employees’ voice
behavior and work behaviors (Liang et al., 2012; Zhang et al.,
2014) turnover intentions (Huang and Cheng, 2012; Farooq et al.,
2019) and job satisfaction (Singhapakdi et al., 2014), therefore we
controlled these demographic variables in data analysis.

We adapted the instrument and translated it into Urdu (the
national language of Pakistan). The translated questionnaire was
then examined by 2 management research experts. We also
pre-tested the instrument through 20 Executive MBA students
to identify any potential problems associated with adaptation
and translation. We found some minor problems regarding
translation which were corrected at once. However, no such
problem was found with its structure and flow. Thus, both the
experts’ reviews and pre-test revealed that the questionnaire is
readable and comprehensive as well as fit for our contextual
requirements. (Items available at Supplementary Appendix 1).

FINDINGS AND RESULTS

Assessing the Tools and Measurement
(Confirmatory Factor Analysis)
Since most of the measurement tools were adopted from Western
research, it was important to test their validity in the context
of a developing country (Zulfiqar et al., 2019). Confirmatory
Factor Analysis (CFA) was conducted to assess the convergent
and discriminatory validity of all study instruments.

We established a calculation structure for all variables and
covariate them in a single model. This helped us to determine
the cross-loadings if any and allowed us to quantify the
discriminant validity of the tools. We used Mplus 7 to test both
the measurement model and the hypothesized model. The 6-
factor model provided a good fit for the results (X2 = 546.82;
Df = 366; X2/Df = 1.50; CFI = 0.97; TLI = 0.96; RMSEA = 0.04;
SRMR = 0.03). Contrary to this, while all factors were loaded to
one factor through a single factor model, it provided a poor fit
with results. In a six-factor model, the typical loading factor was
greater than 0.50. Those items having lesser values were deleted
(Kline, 2011; see items loadings at Supplementary Appendix 1
and Table 2).

We have also evaluated the convergent and discriminant
validity of all six latent variables using the average extracted
variance (AVE) approach suggested by Fornell and Larcker
(1981). The AVE values that were higher than the suggested value
of 0.50 are shown in Table 3. Thus, all the constructs have high
convergent validity. In addition to the adequacy and validity of
the measurement tool, we have assessed the internal reliability
and consistency of our measurements. The values of Cronbach
Alpha (Cronbach, 1951) and Joreskog Rho were both adequately
higher than the recommended value of 0.7 (Nunnally, 1978; see
Table 3).

For the determination of discriminant validity, we used a
factor-based procedure (Fornell and Larcker, 1981). This is the
most meticulous and powerful approach to solve the problems

TABLE 2 | Model fit statistic.

Modelfit indices X2 DF X2/DF CFI NFI TLI RMSEA

546.82 366 1.50 0.97 0.944 0.96 0.04

DF, Degrees of Freedom; X2/DF, minimum discrepancy; CFI, Confirmatory Fit Index;
NFI, Normed Fit Index; TLI, Tucker–Lewis Index; RMSEA, Root Mean Square Error
of Approximation.

TABLE 3 | Reliability and convergent validity.

Latent variables # of items Convergent
validity

Cronbach’s
alpha

Joreskög’s
Rhô.

External CSR 6 0.65 0.79 0.78

Internal CSR 5 0.80 0.90 0.90

Job satisfaction 4 0.72 0.86 0.86

CPWB 12 0.69 0.90 0.91

TOI 3 0.82 0.85 0.85

PVB 9 0.76 0.82 0.82

CPWB, counterproductive work behavior; TOI, turn over intentions; PVB,
prohibitive voice behavior.

of the difference in the chi-square method (Fornell and Larcker,
1981). By using this method, we concluded that these constructs
were dissimilar from each other since the square root of the
average variance derived from each construct was greater than
the following correlations (see Table 4). Table 4 also presents the
mean, standard deviation, and correlation of all variables studied.

Testing of Model
Hypotheses were evaluated using Mplus version 7 for structural
equation modeling. The hypothesized study model provided
a rather good fit with the results (X2 = 546.82; Df = 366;
X2/Df = 1.50; CFI = 0.97; TLI = 0.96; RMSEA = 0.04;
SRMR = 0.03). The direct results of this model are displayed in
Table 5. The significance level is given in brackets whereas the
values outside the brackets are standardized regression weights.
Job satisfaction, CPWB, TOI, and PVB are dependent variables.
According to given table the CSR has direct relationship with job
satisfaction whereas the job satisfaction has direct relationship
with CPWB, TOI, and PVB. The CSR (as a whole) tended to
be a good predictor of job satisfaction. The internal CSR had
the highest effect of 0.40 at a degree of significance of 0.001.

TABLE 4 | Descriptive statistics correlation matrix and test of discriminant validity.

Latent variables Mean SD 1 2 3 4 5 6

External CSR 3.71 0.68 0.75

Internal CSR 4.19 0.67 0.37** 0.89

Job satisfaction 3.82 0.58 0.29** 0.39** 0.84

CPWB 4.07 0.64 0.23** 0.36** 0.38** 0.83

Turnover 3.60 0.54 0.20* 0.28* 0.38** 0.18 0.89

PVB 4.10 0.68 0.22* 0.26** 0.32** 0.16 0.18 0.88

CPWB, counterproductive work behavior; PVB, prohibitive voice behavior. Values
on the diagonal represent the square root of convergent validity. Values in the
columns are the correlations between two constructs. Values denoted with (*) are
significant at 0.05 and with (**) are significant at 0.01.
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TABLE 5 | Testing of model.

Job
satisfaction

CPWB TOI PVB Hypothesis
supported

External CSR 0.36 (0.000) – – 1b

Internal CSR 0.40 (0.000) – – 1a

Job satisfaction – –0.34
(0.001)

–0.20
(0.001)

–0.38
(0.001)

2a, 3a, 4a

CPWB, counterproductive work behavior; TOI, turnover intention; PVB,
prohibitive voice behavior.

External CSR had an effect of 0.36 at a significance level of
0.001. As a result, our hypothesis-1a and 1b were completely
supported by the evidence. Further, the results revealed the
negative impact of job satisfaction on employees’ CWB, PVB,
and turnover intentions as shown in Table 5 that support our
Hypotheses 2a, 3a, and 4a (see Table 5).

Mediation of Job Satisfaction Between
Corporate Social Responsibility
Dimensions and Employee Work
Behaviors
We analyzed the mediation of job satisfaction between CSR
dimensions and Employee work behaviors in MPlus employing a
structural equation modeling technique (Lacobucci et al., 2007).
MPlus has an edge greater than the other statistical tools since
it presents direct and indirect effects at the same time. We
also considered the direct effects of independent variables on
the dependent variable job satisfaction after partialing out the
effect of the mediator (C-prim Path). The studies indicate that
the mediation occurs when both the independent to mediator
and mediator to dependent path coefficients are significant
(Lacobucci et al., 2007). 1AB Path represents the indirect
relation of CSR dimensions on employee behaviors through
the mediation of job satisfaction; Values outside brackets are a
standardized indirect relation obtained from the hypothesized
model; these paths represent single mediation. 2CB’ path
represents the direct relations of CSR dimensions after partialing
out the impact of the job satisfaction (mediator); here also
the values outside brackets are standardized regression weights
obtained from the hypothesized model. The values inside the
brackets of both paths are significance levels (see Table 6).

The results shown in Table 6 indicate that our Hypotheses 2b,
3b, and 4b were fully accepted while 2c, 3c, and 4c were partially
accepted since one path of these hypotheses is not significant.
Indirect effects of the two dimensions of CSR were significant
which shows that these two dimensions of CSR negatively affect
CWB, turnover intentions, and PVB through job satisfaction. The
external CSR had a direct negative effect (after partialing out the
effect of mediator) on CWB, turnover intentions, and PVB which
demonstrate the partial mediation in case of external CSR and
full mediation in the case of internal CSR. These results portray
that the indirect effect of internal CSR on employee behaviors
via job satisfaction was significant at the 0.05 level whereas the
indirect effect of external CSR was significant at the 0.01 level (see
Figure 2).

DISCUSSION

This study explores the impact of CSR on deviant workplace
behaviors through the mediation of job satisfaction. Specifically,
it studies the impact of both internal and external CSR
on turnover intention, CWB, and PVB as mediated by job
satisfaction. The theoretical foundation of the study is grounded
on the social identity theory and social exchange theory.
Contrary to previous studies, which have focused on usual
constructs for measuring the effect of CSR on, for instance,
affective organizational commitment (Farooq et al., 2013; Shin
et al., 2017), organizational identification and knowledge sharing
behavior (Farooq et al., 2014; Wang et al., 2017; Mahmood et al.,
2020), and organizational trust as mediators (Farooq et al., 2019),
the current study has focused on the least focused construct of job
satisfaction as mediator leading toward negative work behaviors.

The result of the study indicates that internal CSR has been
the best indicator of job satisfaction leading toward a shield
against employees undesirable work behaviors. The findings are
consistent with the HPWS literature that stressed the use of
human capital management strategies to motivate workers to be
a source of competitive advantage (Farooq et al., 2019; Chen
et al., 2021). Thus, the result further consolidates the existing
literature, showing a positive partnership between job satisfaction
and internal CSR to create a pool of motivated employees.

Our findings of, for example, Hypothesis 1 and Hypothesis
2 are compatible with other research on CSR conducted in the

TABLE 6 | Mediation of Job satisfaction between CSR Dimensions and Employee work behaviors.

Independent
variables

Indirect relations 1

AB path
Direct relation 2

CB’ path
Proportion of

mediation
AB/AB + CB’

Remarks Hypothesis supported

External CSR→ TOI –0.06 (0.01) –0.05 (0.15) 0.06 (6%) Partial mediation 2c

Internal CSR→ TOI –0.057 (0.02) 0.74 (0.02) – Full Mediation 2b

External CSR→ CPWB –0.08 (0.01) –0.05 (0.12) 0.08 (8%) Partial mediation 3c

Internal CSR→ CPWB –0.048 (0.02) 0.72 (0.02) – Full mediation 3b

External CSR→ JS –0.09 (0.01) –0.05 (0.14) 0.09 (9%) Partial mediation 4c

Internal CSR→ JS –0.056 (0.02) 0.78 (0.02) – Full mediation 4b

Dependent variables: CPWB, counterproductive work behavior; TOI, turnover intentions; PVB, prohibitive voice behavior.
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FIGURE 2 | The estimated model of the relationship between perceived CSR and employee work behaviors through mediation mechanism. Values given on the
paths are standardized regression coefficients. Values denoted with (∗∗) are significant at 0.01.

context of Pakistan (Farooq et al., 2013, 2014, 2019; Zulfiqar et al.,
2019; Memon et al., 2020, 2021) presenting that CSR programs,
contribute to the growth of trust and faith and develops the
feelings of job satisfaction (Azim et al., 2014). It is found that, due
to overt support for workers by presumed organizational justice
(hypothesis 3 and hypothesis 4), through internal CSR and the
generalized feelings of justice developed through external CSR
(Farooq et al., 2017), employees in-turn, reciprocate by exhibiting
their attachments to the organization in the form of a reduced
level of turnover intention, PVB and CWB (Seibert et al., 2011;
Singh and Singh, 2019; Memon and Ghani, 2020).

The study’s findings also indicate a clear positive impact of
CSR’s external dimension on job satisfaction. This shows that
CSR activities related to economic growth, grants, charities,
and the commitment to social problems are also not unrelated
to the employees’ feelings and emotions. This indicates
that organizations’ CSR behavior is significant and vital to
understanding how workers react to these organizational actions.
Philanthropic contributions of the organizations add to the
meaningfulness of the job and the employees feel proud of
their organizations. They also view their organization as caring
and responsible which eventually instigates a higher sense of
emotional bondage with their organizations. Consequently, they
review their relationships with the organization in a positive way.

According to the findings, compared to the external CSR,
the employees are found more inclined toward internal CSR
activities. This indicates that workers in Pakistan are more
concerned with activities that are precisely related to them than
those to others (external stakeholders). This is possibly due to the
relatively poor economic status of the country. In the absence of
social benefits accorded by the government, people in Pakistan
largely depend on their personal income for meeting up their
necessities of life. For this, job security is a prime concern for
them. When the employees find that the organization is caring
and concerned about them, they feel secured and become loyal to

their organizations and sincere in their actions, in reciprocation.
This is reflected in the result as it shows full mediation with
internal CSR and partial mediation with external CSR.

THEORETICAL IMPLICATIONS

This study proposes a model based on the huge construct of
employees’ job satisfaction, developed as a result of CSR activities
(external and internal) conveying the feeling of care and concern
for employees, trust, and organizational justice. This empirically
tested model within the context of Pakistan provides important
implications for researchers.

Firstly, most of the recent studies have been done in
developed countries, while our research focuses on developing
country, since the data has been gathered from employees of
20 manufacturing units of Pakistan. This part of the world is
predominantly a part of the developing world in terms of the
global, economic, and cultural environment (Khatri et al., 2001;
Memon et al., 2021). This extends the boundary conditions of the
earlier studies.

Secondly, the domino effect of our research advances the
underlying theories on the relationship of CSR, job satisfaction,
and employees’ work behaviors in organizations. Our study finds
support in the existing literature for perceived fairness at the
place of work felt through firms’ CSR activities especially internal
CSR, influences employees’ sense of trust and job satisfaction
(e.g., Valentine and Fleischman, 2008; Seibert et al., 2011; Ugwu
et al., 2014; Singh and Singh, 2019; Memon and Ghani, 2020)
leading toward positive voice behavior (Liu et al., 2010; Morrison,
2011; Seibert et al., 2011; Antonaki and Trivellas, 2014; Memon
et al., 2021) deterring from counter-productive work behavior
(Shin et al., 2017; Mahmood et al., 2020). Similarly, we found
support for CSR activities leading toward positive work behaviors
deterring the negative behaviors (Farooq et al., 2013, 2014;

Frontiers in Psychology | www.frontiersin.org 10 December 2021 | Volume 12 | Article 803481

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-12-803481 December 27, 2021 Time: 18:54 # 11

Memon et al. Job Satisfaction CSR Deviant Behaviors

Yu and Choi, 2014; Mallory and Rupp, 2016; Zulfiqar et al., 2019;
Memon et al., 2021).

Thirdly, our study provides an interdisciplinary paradigm
when it extends social psychological theories to the interpretation
of an organizational phenomenon. We combine a macro-level
CSR definition with micro-level employee-related variables.
Rupp et al. (2006) indicate that the CSR literature lacks a
comprehensive micro-level review due to over-emphasis on
macro-level studies. This research thus opened a new avenue
in CSR research by highlighting the role of CSR in employee
attitudes and behavior (Aguinis and Glavas, 2012).

Fourthly, in comparison, the latest literature has mainly
looked at the direct effect of CSR on employee attitudes. The
method by which employee behavior is developed from CSR
also needs to be explained. The results of the current study
indicate that the CSR practices of firms become the source of
employees’ job satisfaction, which in turn affects their intentions
and behaviors. Explaining the sustaining mechanism, the overall
implication of the study is significantly enhanced. Accordingly,
we broaden and enhance recent research that discuss the
influence of firms’ involvement in CSR practices on employee
attitudes and behavior in the workplace.

Fifthly, previous studies on job satisfaction-CWBs (i.e., JS-
CWB relationship) have fragmented results. Some of these are
inclined toward negative relationships (see, for instance, Crede
et al., 2007; Guo, 2012; Zhang and Deng, 2016; Malhotra and
Kathuria, 2017) whereas there are instances where the said
relationship i.e., JS-CWB has been reported positive or have a
partial effect in decreasing CWB (see Dalal, 2005; Mount et al.,
2006; Illies et al., 2009; Greenidge et al., 2014; Czarnota-Bojarska,
2015). Therefore, the said research contributes to the body of
knowledge with regards to the relationship between JS-CWB and
their variety of relationships whether partial or full (He et al.,
2021). Moreover, the exploratory study measuring the impact
of CSR activities on job satisfaction leading toward CWB is
new to the body of knowledge. This would open a new horizon
for researchers to study and understand the way in which CSR
affects CWB through job satisfaction since previously diminutive
research are available on the subject matter.

CONCLUSION AND MANAGERIAL
IMPLICATIONS

Based on a developing country’s context, this paper demonstrates
that both internal, as well as external CSR, have a bearing
on the attitudes and behaviors of employees. It reveals that
both the forms of CSR act as the distal antecedents of
deviant workplace behaviors including turnover intention,
counterproductive behavior, and PVB through the process of
social identity and exchange relationships mediated by job
satisfaction. This study further demonstrates that the internal
CSR activities targeted to the employees themselves have a greater
impact on employee attitudes and behaviors than those of the
external CSR aimed at the society at large. These findings on the
differential effects of CSR activities have multiple implications for
managers and researchers.

The greater influence of internal CSR implies that
Management should be concerned about responsible human
resource management within the workplace (Zhuang et al., 2021).
Memon et al. (2020) stress the notion that the employees are very
adaptive. They analyze and perceive signals in the workplace
and establish attitudes. This means that as soon as employees
realize that the organization has an environment of concern
and commitment to them, the employees reciprocate the caring
behavior and are inclined to carry out their duties for the benefit
and progress of their organization. It urges professionals and
managers to convey their concern, care, and protection through
several human resource interventions, organizational support
through leader’s mentoring behaviors, and the communication
system; since these are the most influential factors of employee
motivation and instrumental in resisting employee deviant
behaviors (Bedarkar and Pandita, 2014; Babalola et al., 2020;
Sherf et al., 2020).

Moreover, provided that the moral development of managers
is known to have an impact on CSR activities (Valentine
and Fleischman, 2008), organizations should consider a wide
spectrum of leadership issues in the promotion of employees
(Memon, 2014a). In particular, organizations should not only
focus on increasing the efficiency of workers but should also
consider the degree to which managers can effectively respond
to diverse work-based ethical circumstances. Companies should
also develop training sessions that center on managerial ethical
thought and use situation-centric vignettes and role-playing
(Valentine and Fleischman, 2008).

Reciprocal relationships between external CSR and employee
deviant behaviors imply that spending money for the social
cause by the organizations has its spillover effects. Therefore,
the managers should not consider CSR as a one-way approach
of giving, it also reverts back in the form of corporate
image, a satisfied pool of employees, and better organizational
functioning. It is not only the demand of the larger community
to perform philanthropic CSR, but also the latent expectations
of the employees.

LIMITATIONS AND DIRECTIONS FOR
FUTURE RESEARCH

This study has several shortcomings. First, since it deals
with the phenomenological issue of employee feelings and
emotions, data collection through a close-ended questionnaire
may not reveal the true picture. Hence, in-depth interviews,
focus group discussion, observation, and other qualitative
approaches may be applied for better comprehension of the
issue. Second, the reaction to the internal and external CSR
activities of an organization by the employees is expected to be
affected by demographic (age, gender, education), psychological
(Personality, values) and contextual (Culture, organizational size,
organizational type) factors. However, the current study does
not explore the moderating effect of such variables. Therefore,
future studies may pay attention to this aspect. Third, this
particular study is conducted in the context of a single country
(a developing country) with a relatively small number of
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respondents, it is, therefore, not possible to generalize the result
for the developing countries, even though it offers a general
understanding of the phenomenon in the context of the other
Asian countries, particularly emerging South Asian countries
with similar infrastructure and economic conditions. A multi-
country study of a similar issue warrants better generalization.
Fourthly, the study used single source data, although the common
method biasness was catered through the use of time lag
technique as well as marker variables and thus no such problem
was found, yet future research may use multiple source data, i.e.,
peers/co-workers, managers may be asked to report employee
deviant behaviors. Finally, one major limitation of the study is its
sampling procedure. It applies convenient sampling that seriously
limits the representativeness of the sample. Data collection
through random sampling will overcome the weakness. However,
the study satisfies all the statistical requirements for a correct
interpretation of the analyzed data set.
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