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ABSTRACT 

 

The objectives of this study are to develop and test the theoretical model to 

identify the mediating factors in the linkage between corporate social responsibility 

and employee green behavior.  The conceptual framework in this study is developed 

from Carroll’s Pyramid of Corporate Social Responsibility model (1991), theory of 

Green Behavior of Steg and Vlek (2009), Organization Commitment of Allen and 

Meyer (1990) and others.  The model is analyzed empirically by using 638 employees 

in 8 industries from Thai publicly listed companies on their Environmental, Social 

and Governance (ESG) 100 in the year 2016.  Research instrument was questionnaire 

developed from Carroll (1999, 2016), Allen and Meyer (1990), Ones and Dilchert 

(2012) and McConnaughy (2014).  Statistics analysis are frequency, percentage, 

mean, standard deviation, correlation, both exploratory and confirmatory factor 

analysis. Structural Equation Modeling (SEM) and three hypothesizes were tested by 

AMOS software program to examine the models.  The results generally support the 

hypothesized models with research and managerial implications.  The mediation of 

organizational commitment is major contribution in linkage between CSR and 

employee green behavior.  The result from this study can be used to enhance a better 

understanding and give further suggestion for both scholars as well as business 

practitioners.  This research also provides a roadmap for business organizations to 

exploit to their business models particularly a new dimension of CSR such as 

“organizational integrity”.  Furthermore, the result showed the organization 

commitment play as a mediating role between corporate CSR and employee green 

behavior.  Hence, this study explored the conduct of organizational commitment, the 

scholars may applied the finding of this construct to relevant study in the 
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organizational behavior areas such as employee engagement, perceived organizational 

support or other related fields. 

Moreover, the model from this study would be practical and useful for 

business managers that search for a competitive key in terms of business sustainability 

by CSR, organizational commitment and green behavior of the employees.  

Keywords:  Corporate Social Responsibility ( CSR) , organizational commitment, 

employee green behavior, mediation, ESG-100, Thailand, Structural Equation 

Modeling (SEM) 
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CHAPTER 1 

INTRODUCTION 

 

This chapter provides the background of the study, which focuses on the 

relationship amongst Corporate Social Responsibility (CSR), organizational 

commitment (OC), Employee green behavior (EGB).  The chapter also draws out the 

significant of the problems, research contributions, objectives of the study, as well as 

the definitions of those constructs. 

1.1 Background of the study 

“Business cannot succeed in societies that fail”.  Mr. Björn Stigson, President, 

World Business Council on Sustainable Development (WBCSD) revealed this 

statement in 2008.  He is one of the most powerful non-government organizations 

(NGO) leaders.  The statement was publicized during the European sustainability 

submit in Berlin in 2007.  The statement of WBCSD president noted that there is no 

future for successful business if the societies that surround it are not working.  

Therefore, numerous global regulations are formed to enforce organizations to aware 

of and accept to this principal. From this concern, social responsibility activities may 

be the issue that all corporate cannot be avoided.  

Originally, the concept of corporate social responsibility (CSR) has been 

employed for strategic tool of business organizations for many decade.  CSR is widely 

used for international business strategies, particularly to gain competitive advantage 

for many organizations (Aguilera, 2007; Ali, I., Rehman, K. U., Ali, S. I., Yousaf, J., 

& Zia, M. 2010, 2012; Santhosh 2015; Esmaeelinezhad, Singaravelloo, and 

Boerhannoeddin, 2015). 

CSR can be a source of opportunity, as well as making benefit in organizations 

(Porter and Kramer, 2006). Until now, the use of CSR still gains an interest for 

business responsibility. It helps the organizational executives understand the need of 

positive attitudes and behaviors among employees.  It also motivates them to invest in 

CSR activities and thus tuning their employees’ attitudes in promoting the work 

environment (Santhosh, M., and Baral, 2015).  

The organizations have also realized the multidimensional benefits of CSR 

and have paid great attention to integrate it in all scopes of business strategies.  
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Organizations are also using CSR to strengthen its relationships with different 

stakeholders including customers, investors, government, suppliers, and employees. 

These strengthened relationships ensure the organizations to minimize conflicts with 

stakeholders as well as to maximize loyalty from them.  In respect of stakeholder 

approach, one of the most important stakeholders is employees, as they can be 

affected by organizational activities, and play a key role in the achievement or failure 

of their organization (Ali et al, 2015, Azim 2016).  

Concerning to Cone Communication research display, ninety percent of the 

participants in the study are willing to work for the companies that care for their 

individual employees. Sixty percent of them are looking for the companies that 

encouraged for environmental friendly operation or contributing to a moral basis. 

More importantly, fifty one percent will not work for a company that does not have 

strong social and environmental commitments and solid CSR initiatives (adapted from 

cone communication, Whitney, 2016). 

Moreover, the past research confirmed that social performance and CSR 

reputation of the companies would draw the interest from potential future 

employments.  CSR can also increase the perceived honesty of an organization for a 

job seeker who is lacking any previous interaction with the organization (Turker, 

2008, Bolton et al., 2011, Closon et al, 2014). From this respect, understanding 

employees’ views is vital, because they can significantly influence workplace 

attitudes, behaviors, and performance, which fundamentally linked to business 

success (Bolton et al., 2011, Glavas and Kelley, 2014).  

Concerning to employee attitude and behavior, organizational commitment is 

one of the individual strength recognized in an organization. In the field of 

organization theory found that organizational commitment can be explained as the 

behavioral display for the interaction between an individual and a group. 

Organizational commitment also stays in key position, and it is a very important index 

of the outcome of organization performance and increase productivity. (You et al., 

2013; Closon, Leys, and Hellemans, 2015; Abu-Shamaa, Al-Rabayah, and 

Khasawneh, 2015). Furthermore, organizational commitment can effectively predict 

the demission behavior of the employees whether they will leave or stay in the 

organization (You et al, 2013).  
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In addition, the concept of organizational commitment (OC) showed that 

employees have to share value in the organization for attachment to their job and to 

remain working in the organization.  Also, there is a relationship between OC and 

employee contribution in many concerns, such as CSR activities, work attitudes, as 

well as organizational performances on social issues (Rae Sand and Gadenne, 2015).  

More recently, an emerging stream of research based on social identity theory 

(SIT) started to investigate employees’ reactions to CSR initiatives and found a 

positive correlation between perceived CSR and employees’ attitudes toward 

organizational commitment (Bramer 2007, Turker 2009).   

The previous study also found that there is a significant relationship between 

employee’s perceptions on corporate social responsibility activities and organizational 

commitment.  This condition occurs because employees can fully describe the activity 

of ethical social responsibility and generate engagement to the organization.  In other 

words, employee’s perceptions on corporate social responsibility activities 

significantly influence organizational commitment (Ali et al., 2010; Tilleman 2012; 

Terano 2016).  

As mentioned earlier, numerous of organizations employ CSR to lift up the 

level of their employee’s commitment to the companies, as they are the important 

stakeholders of the organization (Freeman, 1984; Turker, 2009; Ali et al., 2015; Azim 

2016).  Nevertheless, some organizations treat the natural recourses as one of their 

external stakeholders as the organization must take a priority concern in order to 

sustain their organization in a long run (Barter, 2011). 

The employees themselves also want to work with the companies that support 

the environment.  Furthermore, environmental quality also strongly depends on 

human behavior patterns (Steg and Vlek 2009). According to the data form Cone 

communication in 2015, it revealed that 82 percent of the job seekers want to work 

with the organizations, which concern the environment (Cone communication 2105).  

Moreover, companies with strong environment sustainability and social responsibility 

programs have much higher employee engagement rates (Davies, 2014).  

Subsequently, the importance of understanding human behavior towards the 

environment has led to the creation of specific areas of research, like environmental 

psychology. Although the topics related to environmental sustainability and 
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preservation are gaining importance across many different research areas, scholars in 

organizational behavior have produced very little regarding how to promote green 

behavior in organizations (Anderson, Jackson and & Russell, 2013; Araujo 2014).   

Environmental pollution is one of the most serious problems (Nittala 2014), 

particularly jobs versus the environment.  This issue has been declared to major media 

when it derives to balance between workers and environmental (Vachon and Brecher 

2016).  According to the organizational commitment and environment sustainability, 

if the employees comprehend and have to practice to environment sustainability, they 

tend to reduce the personal and organizational resource consumption (Lamm, 2013).  

Furthermore, people who engage in sustainability behaviors perform tasks such as 

taking action alongside, recycling household waste or demonstrating a willingness to 

accept climate change strategies (Lamm, 2013). From this point, the environment 

sustainability may be great choice in gaining the competitive advantage to 

organizations in a long run. 

According to the four in five Americans favor companies with green 

behaviors, it stated that there is a growing belief among American corporations that 

green business practices can help them achieve the competitive business advantage 

( Cone Communications Public Relations & Marketing, 2015) .  A new consumer 

survey from Tiller marketing consultancy revealed that 78 percent or nearly four in 

five American consumers believe that it is important to purchase products from the 

socially or environmentally responsible companies.   Furthermore, 43 percent of the 

respondents declined to buy a product over the last 12 months that have no concern 

for the product or its packaging, which might have the impact on the environment.  

Most of the respondents considered it is irrelevant whether a business adopted green 

practices for profit or unselfish motives.   Moreover, more than 75 percent of the 

respondents said that it is important to buy eco-friendly products.  Three in five 

Americans said that they would make a New Year resolution to lead a more 

environmentally friendly lifestyle in 2015.  Over 90 percent of Americans believe that 

it is important to concern recycle substance, to restrain the use of household energy, 

as well as to preserve water supply ( Cone Communications Public Relations & 

Marketing, 2015). 
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1.2 Statement of the Problems 

The crucial problems in this study focuses on the CSR and environmental 

sustainability, as well as to understand the pattern of organizational commitment on 

CSR and employee green behavior.  Moreover, in order to fulfill the gaps in a 

knowledge of variables missed in the past research, such as the theories used, the 

mechanism implementation of CSR, the organizational commitment, as well as the 

employee green behavior.  There are two significant problems to justify, the first one 

is practical problems and the other is theoretical problems.    

1.2.1 Practical problems  

Even though the concept of CSR is widely used as business strategy for many 

organizations, its definition is still difficult to confirm and lack of universal 

understanding (Aguilera 2007, Ali et al 2012, Santhosh 2015, Esmaeelinezhad, 

Singaravelloo, and Boerhannoeddin, 2015). Moreover, definitions of CSR are very 

broad and lack consensus and standards, because different organizations have 

different CSR terms (You et al 2013). Additionally, the linkage between CSR and 

corporate strategy are often unclear (Porter and Kramer, 2006; Jamali, 2008; Bolton et 

al, 2011).  The evidences of its applications are often under different names, 

traditions, and rationales, around the world (Carroll, 2016).  Dahlsrud (2006) 

identified and analyzed that there are 37 different definitions of CSR, and his study 

did not capture all of them (Dahlsrud 2006, Carroll 2016). 

Moreover, the linkage of CSR initiatives to other discipline such as 

organizational commitment is still little understanding (Rae, Sand, and Gadenne, 

2015). Although the previously literature supports the idea that CSR influences 

employees, we still know little about how and why CSR directly influences on 

employees (Aguilera et al., 2007; Aguinis, 2011; Lee, 2008; Peloza, 2009).  

According to the content analysis of CSR, there are very few articles focused on CSR 

as a mediator at the individual level (Aguinis & Glavas, 2012). 

Besides, there are many scholars who explore the scope of corporate social 

responsibility (CSR), mostly based on the perspective of the enterprise management 

or customers and still lack of the focusing on employee’s point of view (Turker 2008, 

https://jcsr.springeropen.com/articles/10.1186/s40991-016-0004-6#CR17
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Bolton et al 2011, Roeck and Delobbe, 2012, Ali et al 2012, You et al, 2013, Closon 

2014, Prutina 2016).  Several academicians have already recognized a few outcomes 

regarding CSR’s impact on employees’ attitudes and behaviors.  Moreover, studies 

that explain the mechanisms on employees’ responses to CSR remain largely 

unexplored as they only focus their study on other stakeholders (Brammer, Millington 

and Rayton, 2007; De Roeck and Delobbe, 2012; Faroog, 2014). Furthermore, the 

past research is still shortage of the use of the organizational commitment as a 

mechanism to link with the CSR initiatives (Bhattacharya and Sen 2009).  The 

rationale for studying come from employee perceived organizational CSR to 

encourage the higher level of organizational commitment.  Moreover, the theorists 

including Mowday, Steers, and Porter, 1979; Allen and Meyer, 1990, have discussed 

concept of organizational commitment and its antecedents and consequences 

extensively.  

Hence, the organizational commitment lead to higher organizational 

performance and influence environmental sustainability.  Moreover, the past research 

has inadequately addressed the relationship between CSR and employee pro-

environmental behavior.  This insufficiency may also be recognized to the recently 

emerging green organizational behavior literature (Babiak and Trendafilova, 2011).  

In order to fulfill the gaps of knowledge from the previous research, this study 

focuses on bridging the CSR as a tool to leverage organizational environment 

sustainability or green behavior by employing the organizational commitment as 

mediators.  Furthermore, most researches are conducted in finance or baking 

industries, therefore, to improve generalizability of the finding, the data are collected 

from different industry such as service and manufacturing (Sharma, 2015).                                                   

For Thai society, the concept of CSR is not new (Pimpa, 2013). In fact, 

Thailand has long practiced in CSR by engaging the Thai culture and the Buddhist 

tradition of merit making, which usually has been done through philanthropy concept.  

The Buddhist culture, particularly the philanthropic in which the higher ranking 

members of society have to provide for the welfare to the lower ranking, while the 

lower ranking members give service, respect and loyalty in return (Asian 

Development Bank, 2007).  This pattern is a part of Thai culture and the Buddhist 

tradition of giving, which usually has been done through charity, sponsoring, 

volunteering and sharing (Rajanakorn, 2012).  In Thai society, giving back to society 
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is a common practice and it is strongly related to Buddhist philosophy.  However, the 

researches study the relationship between CSR and Thai culture appears to be in the 

beginning stage with the rare data available to draw definitive conclusions. 

Furthermore, the general concept of CSR is still very new and there is the 

unstandardized consensus among business leaders about the definition, or the scope of 

CSR in Thailand (UN, 2012).  

Additionally, in a comparative study on CSR reporting in seven Asian 

countries, of the top 500 companies in Thailand, less than half of companies reported 

on their CSR activities, with 24% reporting minimally, 62% providing medium 

coverage and 14% extensively allocating its efforts. Community involvement was the 

favored issue for discussion, mentioned by 71% of Thai companies, while 19% 

reported on production processes and only 10% on employee relations (Rajanakorn, 

2012, Pimpa et. al, 2014). 

In Thailand, there is the unsolid record of how CSR was introduced in the last 

10 years.  Even though, when this global CSR entered into Thailand, they came with a 

set of knowledge for adaptation into Thai context, there has been the need for a wider 

space to localize an implementation for CSR strategy (Kenan institute of research, 

2007).  The future of CSR in Thailand will be affected by many factors including 

government decisions on CSR promotion, international influences and the public 

perceptions of issues such as global warming which has become major issues in the 

West but not yet in Thailand (Kenan institute of research, 2007).  From this respect, 

the study in CSR particularly in environmental sustainability development in Thailand 

seems to be very significant and cannot be overlook for this decade. 

1.2.2 Theoretical problems  

There are some arguments of CSR concepts, for example, Harvard Business 

Review released the article; “The Dangers of Social Responsibility.” conducted by 

Levitt (1958), found that business has only two responsibilities, the first one is to 

engage in face-to-face civility such as honesty and good faith and the second is to 

seek material gain.  Levitt argued that the long-run profit maximization is the one 

dominant objective of business, in practice as well as theory (Levitt, 1958).  Social 

issues are not the concern of businesspeople and those problems should be resolved 

by the permitted mechanisms of the free market system (Friedman, 1962, Carroll, 
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2016).  In general, CSR has typically been understood as policies and practices in the 

organization.  The business people employ CSR to ensure that societies, or 

stakeholders, business owners are considered and protected in their strategies and 

operations.  

Some explanations of CSR have been claimed that the action must focus on 

charity only, and must embrace legal agreement.  Many observers associate CSR with 

philanthropy only and do not categorize in other business responsibility (Carroll, 

2016).  The past research verified the contribution, political, integrative, and ethical 

theories to four dimensions of CSR that include a business’s obligations to pursue 

profits, accept social obligations, grow its business, and establish ethical values.  

While practitioners explained dimensions differently.  Hence, they still confront the 

challenges of explaining to their stockholders on why and how they choose to pursue 

social initiatives at a substantial cost to those who invest in their companies (Brown 

and Forster, 2012).  

Next is the construct of organizational commitment, which consists of its scale 

measurement, item wording, and factor structure still under argument by many 

researchers.  Especially the side-bet theory, concerning with cost for continuance 

commitment (CC) should be clarified as the continuance commitment which has 

expressed different views by many scholars.  

The theoretical problems in terms of green behavior showed that the green 

behavior is quite difficult to develop as the individual’s level. Because this behavior is 

unpredictable.  He or she may behave environment friendly in waste recycling, but do 

not behave in inconveniencing the transport.  Furthermore, factors of environmental 

behavior have been studied from different theoretical perspectives. (Stag and Vlek, 

2009). 

1.3 Objectives of the Study 

The study intends to explain the perception of corporate social responsibility 

(CSR) that has been implemented to the business organization and examines its 

relationship between organizational commitment and employee’s green behavior.  

Therefore, this study is carried out to accomplish three main objectives as follows: 

(1) To investigate the effect of corporate social responsibility on employees’ 

organizational commitment. 
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(2) To examine the effect of corporate social responsibility on employee green 

behavior.  

(3) To verify the relationship between organizational commitment and 

employee green behavior. 

1.4 Contribution of the Study 

These research contributions are divided into two categories, the first one is a 

theoretical contributions and the second one is practical contributions.  All constructs 

and body of the knowledge have the benefit that will explain as follows. 

1.4.1 Theoretical contribution 

Even though the concepts of CSR has been used for numerous scholars, the 

explanation is still ambiguous: the different country defines the different meaning. 

Hence, the benefit of this study will clarify its concepts, particularly in a Thai context.  

The four pillars of CSR such as philanthropy, economics, legal as well as social 

dimension will be adjusted using for Thai corporates to facilitate other researchers to 

conduct the future research in relevant areas.  

There are few theories, which have been used for organizational commitment 

construct, for example side belt theory, social identification theory, social exchange 

theory. These theories have some linkage and overlapping.  Therefore, this study will 

explain and apply each dimension, which enables other scholars to conduct the related 

studies.   Form reviewing the literatures, there are three dimensions of organizational 

commitment; affective, continuance, and normative commitment. Most researches 

used only affective commitment; hence, this study uses all 3 dimensions of 

organizational commitment.  Besides, there are very few researches in the area of 

employee green behavior.  

1.4.2 Practical contributions 

  Employees are the most significant stakeholders in the organization.  Then 

positive perception of employees to organizational CSR activity will lead to higher 

level of organizational commitment, and consequence to organizational performance 

to achieve a competitive position.  

Therefore, the understanding of the significance of employee organizational 

commitment and its practical implications of businesses is very important.  Along 
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with these concepts, the business organizations can implement organizational 

commitment to other relevant strategic tools, particularly corporate social 

responsibility that declares to be upmost concept for gaining a competitive advantage 

of business in this era.   

The environmental sustainability particularly green behavior is obligatory 

issues in current situation, hence, the practitioners in both private and government 

sectors can use the knowledge from this study to apply to their related functions in 

their organizations. In addition, generalizability and rationality of the constructs and 

models of this study can be applied as a business tools to other industries. 

1.5 Research Questions 

To achieve the above objectives, the following research questions are 

conveyed as follows:   

1.5.1 Does corporate social responsibility have any relationship with 

employee’s organizational commitment? 

1.5.2 Does employees’ organizational commitment have any relationship with 

employee green behavior? 

1.5.3 Does corporate social responsibility have any relationship with employee 

green behavior? 

1.6 Definition of Terms 

Corporate Social Responsibility (CSR): The concept of corporate social 

responsibility (CSR) entails the entire range of business responsibilities that are 

accepted by the conscientious businessperson. It can be perceived as corporate 

citizenship, corporate social responsiveness, corporate social performance and 

stakeholder management. There are four kinds of social responsibilities namely 

economic, legal, ethical and philanthropic constituting to total CSR (Carroll, 1999, 

2016).  

Economic responsibilities:  It refers to the firm’s ability to generate profits 

and earnings for its stakeholders.  When a firm performs its economic responsibility, 

it rewards its investor/owners resulting in growth. Generated profits can then be 

reinvested back into the business (Carroll, 2016). 
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Legal responsibilities:  This is where a business establishes minimal ground 

rules under which are expected to operate and function. These ground rules include 

laws and regulations and in effect reflect society’s view of “codified ethics” in that 

they clear fundamental of fairness in business practices.  As the legal responsibilities 

includes performing in a manner consistent with expectations of government and law, 

complying with state, and local regulations, abiding to the law as good citizenship 

companies, satisfying all their legal requirements to stakeholders and distributing 

goods and services that meet minimal legal requirements (Carroll, 2016). 

Ethical responsibilities: This is where a firm meets the society’s expectations 

in conducting its business affairs in an ethical manner.  The firm will be responsible 

for the full range of norms, values standards, and principles, in order to fulfill the 

expectations of all stakeholders’ moral rights.  It is important to recognize that 

business integrity and ethical behavior comply with laws and regulations (Carroll 

1991, 2016). 

Philanthropic responsibilities: To fulfill philanthropic responsibilities, 

companies engage in a variety of giving forms; donation of gifts, money, resources, 

products and services. Furthermore, the companies may organize volunteerism 

program to community, which is implemented by their employees (Carroll, 2016). 

Organizational Integrity  

Regarding to the concept of legal and organizational integrity, an integrity-

based approach to ethics management combines a concern for the law with an 

emphasis on managerial responsibility for ethical behavior.   

Organizational commitment (OC): organizational commitment refers to an 

individual's identification and involvement with an organization. (Allen & Meyer, 

1990). Affective, continuance and normative organizational commitment are three 

simultaneous mindsets of employees’ organizational commitment.   

Affective Organizational Commitment: refers to the identification with and 

contribution to the organization. The commitment is based on employees’ emotional 

bonds with organization. The employees develop this commitment with the 

organization mainly through positive work experiences.  (Allen & Meyer, 1990). 

Continuance Organizational Commitment: It refers to the employee’s 

willingness to remain or leave the organization. This judgment is based on the 
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perceived of both costs in economic and social or personal investment in the form of 

nontransferable and other benefits that make it too costly for one to leave and seek 

employment in another place (Allen & Meyer, 1990).  

Normative Organizational Commitment: It is a feeling of responsibility to 

continue employment or commitment based on perceived obligation towards the 

organization, such as rooted in the norms of mutual benefit. (Allen & Meyer, 1990). 

Green Behavior: The behavior reduces harm to the environment as much as 

possible, or even benefits it.  The examples of this concept include minimizing energy 

use, and reducing waste.  Basically, it has been described as ‘doing good and avoiding 

bad’ to the environment (European Commission, 2012). 

The Green Five Taxonomy: The taxonomy is used for understanding of 

many kinds of environmental behaviors people perform in their lives at work, at 

home, and in the community by focusing on people’s behavior—what people do, not 

outcomes or resources (European Commission, 2011).  

Working Sustainably: It represents behaviors that help work processes and 

products be more sustainable (Ones and Dilchert, 2013). Four types of working 

sustainability listed include (a) choosing responsible alternatives, (b) changing how 

work is done, (c) creating sustainable products and processes and (d) embracing 

innovation for sustainability.   

Avoiding Harm: it is behaviors that avoid environment hazard or making the 

ecosystems healthier. These behaviors are linked to personal unselfishness and 

responsibility.  The primary category under this concept is captured behaviors that 

clean the environment, prevent pollution, monitor environmental impact and 

strengthen ecosystems (Ones and Dilchert, 2012).  

Conserving: This term represents behaviors related to helping preserve 

resources and reduce waste.  Generally, this category, listed from the highest 

environmental impact to the lowest, contains four sup-categories of reducing use, 

reusing, repurposing, and recycling.  Reducing use prevents the unnecessary use of 

new materials.  Reusing involves multiple uses of the same materials for the same 

purpose, while repurposing involves multiple uses of materials for new purposes 

(Ones & Dilchert, 2012; McConnaughy, 2014).  
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Influencing Others: This expression is to stimulate others to preserve the 

environment, for example, recommend others to consider using environmental 

friendly process, and provide information or knowledge related to environment to 

others. This influence can extend to other stakeholders in the company, such as the 

local community. The concept is encouraging and supporting others, which includes 

behaviors that motivate other’s green behavior and educating for sustainability (Ones 

& Dilchert, 2012; McConnaughy, 2014). 

Taking Initiative: These behaviors focus on how individuals initiate in the 

environment and promote environmentally friendly behaviors.  Therefore, the 

behaviors being initiative might be included under the other sub-categories such as 

programs, policies, lobbying and activism. Initiating programs and policies refer to 

pushing the new programs and policies within the environmental sphere. Lobbying 

and activism behaviors mean to involve fighting for environmental concerns (Ones & 

Dilchert, 2012; McConnaughy, 2014). 

1.7 Limitations  

During the study for research proposal, there were a number of limitations, 

particularly, researcher encountered the terms and definitions of research constructs.  

Practically, to define these multidimensional areas and terms are difficult because 

those terms are closely interrelated. For example, corporate social responsibility and 

sustainability development, both constructs are sometimes interchangeably 

implication. Furthermore, the constructs of organizational commitment are also 

undistinguishable to other construct like employee engagement. Moreover, green 

behavior is a new concept in practices for the Thai companies, so there are few 

literatures or related materials existing.  Hence, it may be an advantage for this study 

in terms of originality and value.  

 

Summary of the Chapter 

This chapter provides the background of the study, which focused on the 

relationship among corporate social responsibility (CSR), organizational commitment 

(OC), employee green behavior (EGB). The chapter also draws out the significant of 

the problems, research contribution, objective of the study, as well as the definitions 

and terms of the constructs. Background of the study included the concept of 
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corporate social responsibility (CSR) which has been employed for strategic tool of 

business organizations and the linkage among organization commitment and 

employee green behavior. 

The research problems focus on the lack of understanding of CSR concepts, 

which different culture and context interpreted CSR in different meaning.  It also lack 

of the literature finding in organizational commitment related to the green behavior of 

the employees. This chapter also included 3 objectives of the Study which are to 

investigate the effect of corporate social responsibility on employees’ organizational 

commitment, to examine the effect of corporate social responsibility on employee 

green behavior and to verify the relationship between organizational commitment and 

Employee green behavior. Both theoretical and particle contributions are included in 

this chapter.  Moreover, research questions and definition of the terms are explained 

in order to establish the research hypotheses in the following chapter. 
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CHAPTER 2 

LITERATURE REVIEW 

 

This chapter explores the understanding of previous research constructs and 

theories acknowledged by theorists, researchers as well as practitioners. The 

exploration describes the constructs of CSR, organizational commitment, 

environmental sustainability as well as employee green behavior. 

2.1 Corporate social responsibility (CSR) 

2.1.1 The background of Corporate Social Responsibility 

The background of corporate social responsibility started in 1930 by Theodore 

Kreps, the term “social audit” was first introduced in relation to companies reporting 

their social responsibility (Carroll and Shabana, 1999).  

Bowen (1953), the famous book called “Social responsibility for businessman, 

stated that CSR became obligations of businessmen to pursue decisions or to follow 

their lines of action in business decisions that values of society (Developments in the 

concept of corporate social responsibility, n.d).  Keith Davis (1960) stated that the 

Economics Responsibility become a part of CSR’s economic factor for businessman 

to make the decision for their firms’ interest (Carroll, 1999). William C. Frederick 

(1960) stated that social responsibilities of businessmen should oversee the operation 

of an economic system, which fulfills the expectations of the public (Frederick, 2005).  

Milton Friedman, very prominent theorist ( 1962)  announced “ the capitalism 

and freedom”  approach which focuses on social security as a particularly large and 

unfair system.  Corporate executive has a direct responsibility to conduct business in 

accordance with shareholders desire to make as much money as possible while 

conforming to their basic rules of the society, those embodied both in law and in 

ethical custom (Friedman 1962, 1982).  Harold Johnson (1971) formed the concept of 

“ CSR and stakeholders” .  A responsible enterprise should take into account the 

interests of employees, suppliers, dealers, local communities and the nation as a 

whole. It is noteworthy that pioneered the stakeholder theory with a framework which 

identified key stakeholders for business (Rahman, 2011).  
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Sethi (1975) presented the dimensions of corporate social performance by 

distinguishing between corporate “social obligation,” and “social responsibility”. 

Rahman (2011), whereas the corporate social obligation refers to actions that 

companies are forced to engage in CSR activity because of market force or legal 

requirement.  Unlike, social responsibility, it denotes the correspondence of corporate 

behavior with social norms, values, and expectations of performance.  Furthermore, 

social responsiveness plays as a long-term role of business particularly in a dynamic 

social system.  Archie B Carroll (1979) introduced three dimensions of CSR and 4 

pillars. The three dimensions consist of corporate responsibilities, social issues, and 

corporate actions.  

Corporate responsibilities embodied four types, namely: economic, legal, ethic 

and philanthropy, which have become very popular notions until current century 

(Carroll 1979, 1983, 1999).  R. Edward Freeman (1984) suggested that perception 

multi- stakeholders which emphasize the stakeholder theory, which aware of the 

importance that those who claim links to the company become ‘responsible players’, 

the individual or groups who affect or is affected by the achievement of the 

company's objectives. (Karim et al, 2015; Falck and Heblich, 2007).   In 1986, one of 

the well-known theorists introduced the concept of moral values and ethical codes to 

support business social responsibility of business and it became essential to measure 

responsible action for purposes of accountability (Frederick, 2012).  

Brundtland Commission (2017) announced that the Brundtland commission 

report which focused on CSR and sustainable development and recognized the human 

resource development in the form of poverty reduction, gender equity, and wealth 

redistribution was crucial to formulate strategies for environmental conservation 

(Barbian, 2013).  According to Tom J. Brown and Peter A. Dacin (1997) study, it 

stated that corporate ability (CA) concept is described as association of corporate 

social responsibility to product response of consumers (McIntyre, 2008).   Donaldson 

and Dunfee (1999) stated that stakeholders of all organizations, wherever they are, 

and whatever their characteristics are, must recognize the interests of stakeholders. 

Whenever failing to do so, it may violate a hyper norm.  It then becomes the 

obligation of all organizations to recognize this principle in regard to stakeholders 

(Freeman and McVea, 2001). 
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Likewise, Sen and Bhattacharya (2001) formed the idea of “Does Doing Good 

Always Lead to Doing Better?” It described about consumers' perceptions toward 

company CSR initiatives under certain conditions and associate with consumers' 

intentions to buy a company' products according to company CSR activities (Sen, 

Bhattacharya and Korschun, 2006).  Alongside, Michael E Porter and Mark R. 

Kramer (2003) announced that the strategic CSR and declared CSR are parts of 

business strategy that make the company has more competitive advantages (Harvard 

business review, Porter and Kramer hbr.org, 2006).  

In 2005, Philip Kotler, David Hessekiel and Nancy R. Lee introduced the 

marketing and corporate initiatives that build a better world bottom line of the 

organizations.  This thought created the six social initiatives for “Doing Well by 

Doing Good” which is classified in six categories: cause-related marketing, cause 

promotion, corporate social marketing, corporate philanthropy, community 

volunteering and socially responsible business practices (Kotler, Hessekiel and Lee, 

2012). 

2.1.2 CSR in Thailand 

Currently, Europe, Asia, Australia, Africa, South America, and many 

developing countries gain increasingly acceptance the concept of CSR in one form or 

another. Clearly, CSR is a concept that has endured and continues to increase in the 

importance and impact. (Carroll, 2016).  In Thailand, CSR is not a new concept 

(Pimpa, 2013).  In fact, Thailand has a long practice “patron-client culture” in which 

the higher ranking members of society have to provide for the welfare of the lower 

ranking, while the lower ranking members give service, respect and loyalty in return 

(Asian Development Bank, 2007).  The practice of giving is a part of Thai culture and 

the Buddhist tradition like merit making. It has usually been done through 

philanthropy, charity, sponsoring, volunteering and sharing (Rajanakorn, 2012). In 

Thai society, giving back to society is a common practice and it is strongly related to 

Buddhist philosophy (Pimpa et al., 2014). 
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Table 2.1 Definitions of Corporate Social Responsibility (CSR) in Previous Study 

Authors(s) CSR Definition 

Bowen (1953) CSR is the obligations of businessmen to pursue 

decisions or to follow their lines of action their 

policies, which are desirable in terms of 

objectives and values of our society. 

Frederick (1960) Social responsibility in the final analysis implies 

a   public attitude toward society’s economic 

and human resources and a willingness to see 

that those resources are used for broad social 

ends and not narrowly limited interests of 

private persons and firms. 

Friedman (1962) The author focused on social security as a 

particularly large and unfair system. A corporate 

executive has a direct responsibility to conduct 

business in accordance with shareholder desires 

and to make as much money as possible while 

conforming to their basic rules of the society, 

both those embodied in the law and ethical 

practice. 

Sethi (1975) The author distinguished the differences of 

social obligation, social responsibility and social 

responsiveness. Social obligation refers to the 

actions that companies are forced to engage in 

because of market force or legal requirement, 

while social responsibility implies 

correspondence of corporate behavior with 

social norms, values, and expectations of 

performance. Social responsiveness refers to the 

long-term role of business in a dynamic social 

system, which must be anticipatory and 

preventive. 
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Table 2.1 Definitions of Corporate Social Responsibility (CSR) in Previous 

Studies (Continued) 

Authors(s) CSR Definition 

Carroll (1979, 1991,1999, 2016) The concept of CSR entails the entire range of 

business responsibilities that are accepted by the 

conscientious businessperson and stakeholders.   

There are four kinds of social responsibilities 

namely economic, legal, ethic and philanthropy 

(Carroll, 1991, 1999, 2016). 

Freeman (1984) Introduced multi stakeholders, the stakeholder 

theory, and the awareness of the importance of 

those who claim links to the company becomes 

‘responsible players’. The Individual or groups 

who affect or is affected by the achievement of 

the company's objectives. 

Frederick (1986) Corporate social responsibility is the view for the 

future by introducing moral values and ethical 

codes to support social responsibility of business 

and it became essential to measure the 

responsible action for purposes of accountability. 

Brundtland Commission (2017) World commission on environment and 

Development: The Brundtland commission report 

recognized that human resource development in the 

form of poverty reduction, gender equity, and 

wealth redistribution was crucial to formulating 

strategies for environmental conservation. 

Brown & Dacin (1997) The authors examine the effects of two general types 

of corporate associations on product responses: One 

focuses on the company's capabilities for producing 

products, that is, corporate ability (CA) associations, 

and the other focuses on the company's perceived 

social responsibility, that is, corporate social 

responsibility (CSR) associations.  
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Table 2.1 Definitions of Corporate Social Responsibility (CSR) in Previous 

Studies (Continued) 

Authors(s) CSR Definition 

Donaldson and Dunfee (1999) All organizations must recognize the interests of 

stakeholders particularly concerning norm 

violation.  It then becomes the obligation of all 

organizations to recognize this principle 

concerning stakeholders. 

Sen and Bhattacharya (2001) The authors introduced the concept of “Does Doing 

Good Always Lead to Doing Better?”  Consumers' 

perceptions toward company CSR initiatives, under 

certain conditions, and consumers’ intentions to buy 

a company' products. 

Porter and Kramer (2003) CSR is a part of Business strategy that makes 

company gain more competitive advantages. 

Kotler, Hessekiel & Lee (2005) Corporate social responsibility (CSR) is a 

commitment to improve community well-being 

through discretionary business practices and 

contributions of corporate resources. 

Six social initiatives for “Doing Well by Doing 

Good” are cause-promotion, cause-related 

marketing, corporate social marketing, corporate 

philanthropy, community volunteering, and 

socially responsible business practices. 

United Nations (UN) (2012) Sustainable development meets the needs of the 

present without compromising the ability of 

future generations to meet their own needs.  

CSR is the continuing without community and 

society at large; commitment by business to 

behave ethically and contribute to an economic 

development while improving the quality of life 

of the workforce and their families as well as of 

the local of the present without community and 

society at large. 
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Table 2.1 Definitions of Corporate Social Responsibility (CSR) in Previous Study 

(Continued) 

Authors(s) CSR Definition 

Katsoulakos and Katsoulakos 

(2012) 

CSR is a set of values and activities that companies 

engage in to integrate environmental, social, and 

economic and governance considerations into their 

business model and to support the sustainable 

development of their communities. CSR program 

addresses the needs, concerns and aspirations of a 

company’s stakeholders. 

 

2.1.3 The four-component definition of CSR 

Regarding the literature review, in this study employed the Carroll’s model of 

CSR by adjusting the model from Carroll (1991, 1999, and 2016).  The literature, 

identifies the principles of responsibility, operationalize abroad concept, classify 

concretely different approaches to meet criteria of responsibility (Closon, 2014), and 

most frequency use countless definitions, which have increased in the literature since 

the 1950s (Visser, 2005, Carroll 2016).   

Carroll’s Pyramid of CSR model was initially published in 1991.  Even 

though, twenty five years later until early 2016, the initial publication of the CSR 

pyramid has still been number one ranking and the most frequently cited articles 

(Visser, 2006; Carroll, 2016). “Corporate social responsibility encompasses the 

economic, legal, ethic, and discretionary (philanthropy) expectations that society has 

organizations at a given point in time” (Carroll, 1979, 1991). According to the past 

researches, they use the Carroll’s four categories and has validity both construct and 

content (Wiser, 2006; Carroll, 2016).  
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Figure 2.1 Carroll’s pyramid of CSR 

Source: International Journal of Corporate Social Responsibility, Carroll’s pyramid of 

CSR: taking another look Archie B. Carroll (Carroll 2016)  

 

Form figure 2.1, Carroll pyramid of CSR (1991, 1999, and 2016) was 

classified into 4 parts; economic, legal, ethical, and philanthropic responsibility, the 

details are as follows:  

Economic responsibilities 

Economic responsibilities refer to a fundamental condition or requirement of 

running, businesses which have an economic responsibility to the society that 

permitted them to be (Carroll, 1999; Visser, 2005).  Originally, society views business 

organizations as institutions, which produce and sell the goods and services by their 
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needs and desires. As an incentive, society allows businesses to take profits. 

Businesses create profits when they add value, and in doing this, that is beneficial to 

all the stakeholders of the businesses. 

Profits are necessary both to reward investor/owners and for business growth 

when profits are reinvested back into the business.  Therefore, this component will 

concern economic performance such as to perform in a manner consistent with 

maximizing earnings per share, to be committed to being as profitable as possible, to 

maintain a strong competitive position, and to maintain a high level of operating 

efficiency, and to make the company be one of the consistently profitable 

organization. 

In the era of competitive business environment, the economic performance has 

become vital topics. Those firms that are not successful in their economic scope will 

go out of business and any other responsibilities become unresolved considerations. 

Therefore, the economic responsibility is an essential requirement that must be met in 

a competitive business world (Carroll, 1979, 1999). 

Legal responsibilities 

This is a form of obeying to laws and regulations required from society.  

Society has not only authorized businesses as economic entities, but it has also 

established the ground rules under which businesses are expected to operate and 

function. These ground rules include laws and regulations and effects reflect society’s 

view of classified ethics.  Therefore, legal responsibilities include; performing in a 

manner consistent with expectations of government and law, complying with various 

federal, state, and local regulations, being a law-abiding corporate citizen and 

providing goods and services that at least meet legal requirements. 

Ethical responsibilities  

Ethical responsibilities refer to organizations that are aware of fairness and 

justice and avoid harming to their stakeholders.  To fulfill this goal of expectations, 

the company has to organize the activities that reflect the honor to their consumers, 

employees, owners and the community and respect to the protection of stakeholders’ 

moral rights.  Therefore, the ethical responsibility consists of performing in a manner 

consistent with expectations of societal morals and ethical norms, respecting new or 

evolving ethical moral norms adopted by society, preventing ethical norms from being 
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compromised in order to achieve corporate goals, being a good corporate citizenship, 

recognizing that corporate integrity and ethical behavior go beyond laws and 

regulations (Carroll, 1991).  Besides, the ethical component also link with the concept 

of legal, organizational integrity, organizational trust and corporate governance.  

Organizational Integrity  

Regarding to the concept of legal and organizational integrity, an integrity-

based approach to ethics management combines a concern for the law and emphasis 

on managerial responsibility for ethical behavior.   However, integrity strategies can 

help prevent damaging ethical lapses while tapping into powerful human impulses for 

moral thought and action.   Then an ethical framework becomes no longer a 

burdensome constraint, which companies must operate, but the governing ethos of an 

organization ( Pain, 1994) .   Besides, Simons ( 1999)  linked the integrity with the 

concept of trust.   Its definitions have focused on intent, on risk and susceptibility, on 

ethical justifiability, and on value correspondence.  Definitions of trust on the notion 

that the thruster believes that the trusted party will behave in a way that is beneficial 

to the thruster.  Hosmer (1995) stated that trust could be recognized by protecting the 

rights and interests of all others engaged in a joint effort. By these definitions, trust is 

a person's sense that another will protect and maximize the thruster’ s interests and 

extent to which the trusted person is expected to sacrifice his/her own interests in 

doing so is not specified.  Benevolence is integral to these definitions of trust. 

However, Toliver, (2013) explained of ethic in terms of corporate governance, he 

Developed questionnaire from this construct, and can be displayed as follow: 

My company plays by the rules. 

My company acts responsibly in its decision-making.  

My company makes honest decisions.   

My company encourages me to abide by a code of conduct.  

My company works by business ethics.   

My company rewards ethical work behavior.  

My company works by honest business practices.  

My company conducts business in an honest manner.   



 

25 

My company does business in a fair manner.  

My company works by ethical standards.   

My company holds employees accountable for their actions.   

My company is committed to doing the right thing.   

My company represents itself honestly.   

My company believes in having the courage to do the right thing. 

Furthermore, the concept of integrity appears in many arguments and theories 

in business ethics and organizational behavior, where it plays multiple roles. It has 

been shown to have desirable organizational outcomes and is held as important by the 

academic and practitioner alike (Gosling and Huang, 2009).  

Conceptually, ethical construct in CSR can be interpreted in related fields such as 

legal (abide by a code of conduct, honest business practices), corporate governance 

includes; committed to doing the right thing and makes honest decisions. 

Philanthropic responsibilities 

The philanthropic responsibilities are the charitable responsibilities of the 

firms. They reflect the current expectations of the public towards the Organizations. 

These charitable activities are desire of the firms to involve themselves in community 

activities which are not requested by law and which are not to be expected from an 

enterprise, in an ethical way.  The public expects that organizations should involve in 

philanthropic actions and thus this category became a part of the social agreement 

between the organizations and the society. Such activities can include donations of 

goods and services, volunteering activities, the involvement of the enterprise or of its 

employees in the community or of the stakeholders. Besides, philanthropic 

responsibilities include all forms of business giving.  Corporate philanthropy 

embraces business’s voluntary or discretionary activities.  Philanthropy or business 

giving may not be a responsibility in a literal sense, but it is normally expected by 

businesses and is a part of the ordinary expectations of the public. Certainly, the 

quantity and nature of these activities are voluntary or discretionary.  They are guided 

by business’s desire, not required by law.  In addition, they are not expected of 

business in an ethical form. To accomplish philanthropic responsibilities, companies 
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should engage in a variety of giving forms, for instance; gifts of budgetary resources, 

product and service donations, volunteerism by employees and management. 

2.2 Stakeholder Relation of CSR 

From the literature findings, one of the most important stakeholder of 

organization is employee.  Freeman (1984) cited in Jamali (2010) introduced the 

stakeholder theory which linked between stakeholders and organizations.  

Stakeholders are the individuals or groups that have an interest in the organization and 

are affected by its actions (Karim et al., 2015; Falck and Heblich, 2007).  Stakeholders 

consist of many groups of people such as customers, employees, suppliers, board of 

directors, owners, shareholders, government agencies, unions, political groups, the 

media, and communities.  Within the wide range of stakeholders, it can be divided 

into two different groups; primary stakeholders and secondary stakeholders.  

While primary stakeholders are those who have a direct interest in a company, 

secondary stakeholders are those who have an indirect interest. For instance, the 

shareholders and employees who are the primary stakeholders depend on a company’s 

financial well-being.  Secondary stakeholders include community who live nearby a 

company and will be affected if the company decides to pollute local environment or 

affected by a local economy such as employing local workers. Regarding to 

stakeholder applications, it also linked to the principle of fairness to the stakeholders. 

(Freeman et al., 2010; Brown and Forster, 2012). Stakeholder theory, therefore, 

obtains ways to establish organizational responsibilities.  By suggesting that the needs 

of shareholders can be met by turning attention to profit maximization which is the 

firm seeks to serve its shareholders as a primary concern, it is likely to be affected by 

other stakeholders  (Jamali, 2010).  

In this respect, the different group of stakeholders has the different expectation 

depended on their values classification.   Longo et al. (2005) suggested the detail of 

stakeholders’ expectation by using the grid of values, which is identified as follows: 

employees’ expectation focused on health and safety at work, development of 

workers’ skills, wellbeing and satisfaction of worker, quality of work and social 

equity.  While suppliers concentrated on partnership between ordering company and 

supplier, selection and analysis systems of suppliers. Customers are likely to 

emphasize on product quality and their safety during the use of products.  Consumers 
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require the transparency of consumer product information.  Besides, community paid 

attention to establishment of adding the value to the community environmental safety 

and production respectively (Longo et al., 2015).   

Barter (2011), who focused mainly on the concept of sustainable development 

found that some organizations count the natural environment as a stakeholder, and it 

was worthwhile method of improving a firm’s environmental performance. 

2.3 Organizational commitment (OC) 

From American Webster dictionary, commitment means a promise to do or 

give something, a promise to be loyal to someone or something, or the attitude of 

someone who works very hard to do or support something.  

The definitions of commitment can be defined as the act of promising to fulfill 

an obligation to someone or something at a future time (Porter, Mowday, and Boulian 

1974; Zangaro 2008).  Moreover, the word “commitment” has been used to describe 

different concepts in the past as a willingness to put an energy and a loyalty for social 

systems and the affective attachment of employees for their employers.   

Organizational commitment arises from a realization by the individual that commit 

him/herself to their occupation. In order to make working life meaningful, an 

individual must commit him/herself to something. If the occupation is structurally 

weak, the organization remains as the major alternative to which the individual may 

commit him or herself (Cohen, 1992).  

Additionally, a person who is committed to an organization should then be 

dedicated and have a strong belief in the organization's goals and values (Zangaro, 

2001; Singh, Gupta and Venugopal 2008). Although the conceptualization of 

commitment has appeared in many literatures Meyer and Allen, (1987) have 

developed the three significant of organizational commitment.  The three approaches 

outlined were affective, continuance and normative.  

Affective commitment (AC) reveals commitment based on emotional ties the 

employee develops with the organization primarily through positive work 

experiences.  Normative commitment (NC) replicates commitment based on 

perceived obligation towards the organization, for example rooted in the norms of 

mutual benefit.  While continuance commitment (CC) reveals commitment based on 
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the perceived costs, both economic and social, of leaving the organization (Jaros, 

2007). The detail of those approaches are as follows.   

2.3.1 Affective Commitment  

Affective Commitment reflects the commitment based on emotional ties the 

employee develops with the organization primarily via positive work experiences.  

Regarding to Allen & Meyer (1990) and Meyer & Allen (1997), affective 

commitment is the affective bond an individual feelings toward the organization, 

considered by identification and involvement with the organization as well as 

enjoyment in being a member of the organization (Bergman, 2006).  According to 

Meyer and Allen (1990), the affective commitment or the psychological attachment of 

employees to the organization, this means that they commit to the organization 

because they want to do so (Liu and Deng, 2011).  Members who are committed on an 

affective level stay with the organization because they view their personal 

employment relationship as satisfactory to the goals and values of the organization.  

Mowday, Porter, and Steers (1982) affective commitment is a work related to 

employee attitude with positive feelings towards the organization. This type of 

attitude is direction towards the organization, which links the identity of the person to 

the organization. Affective commitment is the relative strength of an individual's 

identification with and involvement in a particular.  

The strength of affective organizational commitment is influenced by the 

extent to which the individual's needs and expectations about the organization 

matched by their actual experience.  The organizational commitment model of Meyer 

and Allen (1997) indicates that an affective commitment is influenced by factors such 

as job challenge, role clarity, and goal clarity, and goal difficulty, receptiveness by 

management, peer organization, equity, personal importance, feedback, participation, 

and dependability.  Allen and Meyer (1990) pointed that the individuals’ affective 

attachment to their organizations is firstly based on the desire to establish a rewarding 

relationship with an organization. Secondly, through internalization, to congruent 

goals and values are held by individuals and the organization. In general, the affective 

organizational commitment is concerned with the extent to which an individual 

identifies him/herself with the organization (Liu and Deng, 2011). 
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Affective scale in the view of Meyer and Allen (2006), the employees will 

specify the strength of their agreement by selecting a number from strongly disagree 

to strongly agree and that answer will reflect the personal dimension corresponds to 

the affective commitment. In conclusion, the questions regarding the affective 

commitment are displayed as follows; I would be very happy to spend the rest of my 

career with my organization.  I really feel as if the problems of this organization are 

my own.  I do not feel a strong sense of belonging to my organization. I do not feel 

that I am emotionally attached to my organization. I do not feel like a part of the 

family at my organization. This organization has a great deal of personal meaning for 

me (Allen and Meyer, 1996; Meyer et al., 2002; Liu and Deng, 2011). 

2.3.2 Continuance Commitment  

The second dimension is a continuance commitment.  Meyer and Allen (1997) 

define the continuance commitment as “an awareness of the costs associated with 

leaving the organization”.  The individual’s perception will weigh between costs and 

risks associated with leaving the current organization. Furthermore, “employees 

whose primary link to the organization is based on the continuance commitment 

remain because they need to do so”. This indicates the difference between 

continuance and affective commitment (Liu and Deng, 2011).  Meyer & Allen (1984) 

stated that the continuance commitment could be regarded as an instrumental 

attachment to the organization, where the individual's association with the 

organization based on an assessment of economic benefits gained.  Organizational 

members develop commitment to an organization because of the benefits or rewards 

gained through the effort-bargain without identifying with the organization’s goals 

and values.   

The strength of continuance commitment, which implies the need to stay, is 

determined by the perceived costs of leaving the organization. The continuance 

commitment also argued that “continuance organizational commitment will therefore 

be the strongest when alternatives are few and the number of investments are high”. 

This argument supports the view that when given better alternatives, employees may 

leave the organization.  

Form this aspect, a continuance commitment is implied that individuals stay in 

the organization, because they are tempted by other accumulated investments, which 
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they could lose, such as pension plans, seniority or organization specific skills. The 

need to stay is “profit” associated with continued participation; and the termination of 

service is a “cost” associated with leaving (Allen and Meyer, 1990; Meyer et al, 2002; 

Liu and Deng, 2011). 

The continuance scale can be developed to serve the questions for employees 

such as: staying with my organization is a matter of necessity as much as desire.  It 

would be very hard for me to leave my organization right now, even if I wanted to. 

Too much of my life would be disturbed if I decide that I want to leave my 

organization.  I feel that I have too few options to consider leaving this organization.  

If I had not already put so much of myself into this organization, I might consider 

working elsewhere (Meyer et al., 2002; Liu and Deng, 2011). 

2.3.3 Normative Commitment  

The last dimension of the organizational commitment model is a normative 

commitment, Meyer and Allen (1997) defined the normative commitment as “a 

feeling of obligation to continue employment”.  Adopted normative beliefs of 

responsibility make individuals sustain membership in the organization.  Employees 

with normative commitment feel that they ought to remain with the organization. In 

terms of the normative dimension, the employees stay because they should to do so or 

it is the proper thing to do (WeiBo, Kaur and Jun, 2010).  Meyer and Allen (1997) 

argued that this sense of moral obligation might be formed by organizational 

socialization, it was developed an individual social and a background culture. 

Normative commitment can be defined as the belief that one has a moral obligation to 

demonstrate a loyalty and a duty in all social situations in which he or she has a 

significant personal involvement (Bergman, 2006).  

A committed individual retains the membership in the organization not 

because he or she has determined due to her personal benefit, but because he/she 

believes that he/she “should” behave this way, because it is “right” and expected 

(Allen & Meyer, 1990; WeiBo, Kaur and Jun, 2010; Ghosh and Swamy, 2014).  The 

writer mentioned that statements or items relating to employees’ perception of their 

organization and their reasons for staying are as follows; I do not feel any obligation 

to remain with my current employer. Even if it is my advantage, I do not feel it would 

be right to leave my organization now. I will feel guilty if I leave my organization 
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now.  I feel that this organization deserves my loyalty. I would not leave my 

organization right now because I have a sense of obligation to the people in it. I owe a 

great deal to my organization (Meyer et al., 2002; Liu and Deng, 2011). 

2.4 Organizational commitment and related theories 

Regarding to Meyer and Allen (1991) there are 3 significant theories involved 

in this construct: 1) social identity theory, 2) side- bet theory and 3) social exchange 

theory.  The detail of those 3 theories are as follows:   

2.4.1 Social identity theory 

Henry Tajfel (1979) cited by Hogg et al. (2004) defined social identity as “the 

individual’s knowledge that he belongs to certain social groups together with some 

emotional and value significance to him of this group membership” (Hogg et al., 

2004). The Social identity is a person's sense of who they are based on their group 

membership(s). Tajfel (1979) also proposed that the groups such as social class, 

family, football team etc., which people belonged to were an important source of pride 

and self-esteem.   

Social identity theory is a social psychological cognition of individual 

developed primarily from the work setting.  Henri Tajfel (1970) suggested that people 

define their self-concepts by their connections with social groups or organizations.  

Hence, Social identity theory on organization is very important in clarifying the 

causes to organizational commitment.  Social identification stems from the 

categorization of individuals, distinctiveness and prestige of the group.  Moreover, 

Albert, Ashforth and Dutton (2000) cited by Knippenberg (2000) viewed the social 

identity as “root constructs” in organizational studies.  In that, every object needs to 

have a sense of who or what other individuals are, and how the individuals are 

associated.  

Ashforth and Mael (1989) applied this theory to organizational contexts. In 

this regard, social identity theory (SIT) links with organizational identification and 

gives an answer to the question of ‘‘who am I?’’.  Furthermore, Knippenberg (2000) 

stated that identification is crucial to distinguish it from commitment or involvement.  

Accordingly, commitment reflects more affectively, involvement and behavioral 

aspects. An affective commitment may affect to lower in turnover and have lower 
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rates of absenteeism, be more productive and show more extra-role behaviors than 

individuals who do not feel affectively committed to their organizations.  

Therefore, the core of social identity theory can summarized as follows: 

individuals are motivated to achieve or maintain a positive self-esteem, and the 

individuals’ self-esteem based on their social identity, which derives from group 

memberships.  Moreover, the request for a positive social identity leads to the need 

for positive evaluations of the group particularly when he or she compare to other 

groups (Ashforth and Mael, 1989). 

2.4.2 Side Bet theory 

Becker and Carper (1956) cited by Cohen (1992) established the theory from 

the concept of exchange or reward-cost system. The concept is explained that 

individuals attach with someone or something because they refer it as an investment 

or side-bet.  Particularly, when they have little alternative to select other choices.  The 

degree of investment or side-bet depends on the length of time, and the degree of its 

significant depends on the object or person.   Baker (1960) cited by Cohen (1992) 

argued that the organizational commitment is based on the accumulation of the 

investment valued by the individual. Furthermore, this investment has an impact on 

the level of organizational commitment (Cohen, 1992). 

Numerous theorists and practitioners have tested side-bet theory over four 

decades.  Powell and Meyer (2004) have tested the side-bet theory and found that all 

of side-bet categories correlated significantly with continuance organizational 

commitment. (Becker, 1960; Cohen 1992;  Powell and Meyer, 2004, 2012). 

2.4.3 Social Exchange Theory 

Social exchange theory became one of the main theoretical approaches in 

sociology in the 1970s (Blau, 1989).  The theory was first derived from the 

publication of social behavior as exchange written by George Homan (1958), he 

described that social exchange is an exchange of activity both tangible and intangible.  

Social exchange theory is a social psychological and sociological perspective that 

explains a social change and stability as a process of negotiated exchanges between 

parties (Blau, 1989).  This theory suggests that human relationships are formed by the 

use of a subjective cost-benefit analysis and the comparison of alternatives.   The 

theory has roots in economics, psychology and sociology.  Social exchange theory 
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forms many of the main assumptions found in rational choice theory and 

structuralism.  It is frequently used also in the business world.  This is a two-sided 

structure, mutually contingent and rewarding process or simply exchange or 

obligation (Allen and Meyer, 1990; Van Knippenberg and Sleebos, 2006).   Hence, 

the commitment is viewed as a belief about one's responsibility to the organization.  

In this respect, this type of commitment refers to the totality of adopted normative 

pressures, which meets organizational goals and interests.  The individuals display 

these behaviors solely because they believe that it is the "right" and “moral” thing to 

do.  

From the past research, they shows the investigation that personal norms or 

moral obligation can contribute the group or individual behavior. The obligation-

based commitment in the literature is the three-item scale, which includes: they feel 'a 

person should be loyal to organizations, should sacrifices on its behalf, and should not 

disapprove it (Allen and Meyer, 1990; Knippenberg and Sleebos, 2006).  From this 

point, the social exchange theory links with the normative organizational commitment 

as the normative commitment can be described as a sense of duty, obligation and 

loyalty towards the organization.  Furthermore, the mutual obligation based on the 

social exchange theory, which indicates that a person receiving a benefit is under a 

strong normative obligation or rule to repay the benefit in some way to their 

organization (Blau 1964, 1989; Allen & Meyer, 1990; Cohen 1992; Knippenberg and 

Sleebos, 2006; WeiBo, Kaur and Jun, 2010). 

From the figure 2.2 shows the link among the human resources practices and 

three dimensional of organizational commitment.  An affective commitment (AC) 

derived from the employee perceiving self-worth or identify his or herself as a 

member of the organization, which link to social identity theory (SIT).  Next, 

continuance commitment (CC) derived from the perception of cost of loss from the 

organization.  Therefore, they need to remain in the organization if they still have no 

better alternatives.  This thought links to the side-bet theory, as the concept associates 

with the reward-cost notation (Cohen, 1992).  Lastly, the normative commitment (NC) 

is derived from the employee perceived the need to reciprocate or sense of obligation 

to their organization.  This concept suggests that a person receiving a benefit and have 

to repay the benefit back to their organization, which link to the social exchange 



 

34 

theory (SET) (Allen & Meyer, 1990; Cohen 1992; Knippenberg and Sleebos, 2006; 

WeiBo, Kaur and Jun, 2010).  

 

 

Figure 2.2 The link between Organizational Commitment Dimensions and Human 

Resources Management Policies and Practices (Meyer an Allen, 1997) 

Source: Organizational commitment dimensions and Human resources management 

policies and practices (Meyer an Allen, 1997) 

 

In conclusion, there are 3 components of organizational commitment: 1) the 

affective commitment reflects the commitment based on emotional ties which the 

employee develops with the organization primarily via positive work experiences.     

2) The continuance commitment reflects the commitment based on the perceived 

costs, both economic and social, of leaving the organization.  3) The normative 

commitment reflects the commitment based on perceived obligation towards the 

organization, such as rooted in the norms of reciprocity.  Therefore, employees with 

the strong affective commitment remain because they want to; those with the strong 

continuance commitment because they need to, and those with the strong normative 

commitment because they feel they ought to do so (Allen and Meyer, 1990). 
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2.5 The relationship between CSR and organizational commitment 

The previous scholar, Azim (2016) has done the research on corporate social 

responsibility and employee behavior, and treated the organizational commitment as 

mediator. From the research social exchange theory (SET), social identity theory 

(SIT) have been employed. The result showed that there is a positive relationship 

among perceived CSR and organizational commitment (OC), employee engagement 

and organizational citizenship behavior related to organization. However, the 

organizational citizenship behavior related to the individual, which is not observed 

that has linked to perceived CSR.  Prutina (2016) conducted the research on the topic 

of “the effect of CSR on organizational commitment”.  Two hundred and thirty 

employees of European companies are the samples in this study.  The result indicated 

the positive effect of perceived external corporate social responsibility and perceived 

internal corporate social responsibility on employee engagement, and confirmed the 

organizational identification has a mediating role of those variables. 

Alongside, You et al. (2013) studied the relationship among corporate social 

responsibility, job satisfaction and organizational commitment of the insurance 

companies in Bosnia. The concept of CSR of Carroll (1979) and organizational 

commitment of Meyer and Allen (1991) has been employed in this study.  The result 

showed that CSR has the positive effect on job satisfaction, and organizational 

commitment.  Faroog et al (2014) conducted the research on the impact of corporate 

social responsibility on organizational commitment.  The samples of this study were 

employees in multinational firms in South Asia, Pakistan. The research classified 

CSR in different stakeholders such as community, employee, environment, and 

consumer.  Organizational trust and organizational identification were treated as 

mediators.  Social exchange theory (SET), social identity theory (SIT) and affective 

commitment have been analyzed, the result showed organizational trust and 

organizational identification fully mediate between the CSR and affective 

organizational commitment (AOC). Likewise, Tuker (2009) studied on “How 

corporate social responsibility influences organizational commitment”. The study 

employed hierarchical regression for analyzing the data. The respondents were the 
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business professionals in Turkey.  The concepts of organizational commitment 

theorized by Mowday et al., (1979, 1982) and CSR suggested by Carroll (1979) as 

well as social identity theory have been employed in this study.   The study found that 

both social and non-social stakeholders, employees, and customers were the 

significant predictors of organizational commitment. However, there was no link 

between CSR towards government and the commitment level of employees. 

Brammer (2007) conducted the research on “The contribution of corporate 

social responsibility to organizational commitment (OC)”.  Three aspects of OC, 

employee training, gender and social Identity theory are analyzed by using regression 

analysis. The respondents were employees in banking service in the UK. The result 

showed that internal CSR is positively significant relationship to those variables. 

However, there is a weaker relationship between an organizational commitment (OC) 

and an external role of CSR.  Besides, Bolton, Kim and Gorman (2011) studied the 

topic of “Corporate Social responsibility as a dynamic internal organizational 

process” The respondents were manager in oil companies in the UK.  In this study, 

there were in-depth interviews and found that employees are often a vital link with 

local communities, through activities such as the company sponsored voluntary work, 

or more organically operation, as simply the place where employees reside. These 

make employees involve in the CSR process.  

Likewise, De Roeck and Delobbe (2012), studied on "Do environmental CSR 

initiatives serve organizations, legitimacy in the oil industry?:  Exploring employees’ 

reactions through organizational identification theory”.  A confirmatory factor 

analysis has been used; and employees from a petrochemical organization were the 

respondents in this study.  The finding supported the perceived CSR is positively 

related to employees’organizational identification and organizational trust are acted as 

a mediators. ”  Later, Glavas and Kelley ( 2014)  studied the topic on “ The effect of 

perceived corporate social responsibility on employee attitudes" .  Both identification 

and organizational trust were used.   The result showed that the organizational trust 

was positively related to employees’ organizational identity.  Esmaeelinezhad, 

Singaravelloo and Boerhannoeddin ( 2015)  studied the linkage between perceived 

corporate social responsibility and employee engagement. Organizational 

identification was treated as a mediator.  1,080 employees of four selected 

organizations in Iran were the respondents.   Social identity theory were employed.  
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The result indicated the positive effect of perceived external corporate social 

responsibility and perceived internal corporate social responsibility on employee 

engagement, and confirmed that organizational identification has a mediating role of 

those variables. 

Alongside, Santhosh and Baral (2015), conducted the conceptual framework 

on “The moderating role of top management support in the link between CSR and 

employee engagement”.  Social exchange theory has been analyzed.  The authors 

proposed that a top management support could moderate the relationship between 

CSR activities and employee engagement. 

Lately, Terano (2016) studied on "The relationship between members’ 

conceptions on organizational commitment on company social responsibility 

activities. Organizational trust was treated as a mediator. The samples were 54 

employees in DBS Bank, Singapore.  The results showed that employees’ perceptions 

on corporate social responsibility activities directly influenced organizational 

commitment. The influence of employee’s perceptions on corporate social 

responsibility activities to organizational commitment enhanced by organizational 

trust.  

2.6 Hypothesis Development between CSR and organizational commitment 

From the past researches, it can be assumed that there is a positive relationship 

between employees perceived organizational CSR and employee’s organizational 

commitment.  This leads to the following research hypothesis:  

Hypothesis 1. There will be a positive relationship between employee’s 

perceived Corporate Social Responsibility and organizational commitment. 

2.7 Green Behavior  

Green Behavior is behavior that reduces damage to the environment as much 

as possible, or even supports it, including diminishing energy use, and reducing waste. 

Basically, green behavior has been defined as ‘doing good and avoiding bad’ 

(European Commission, 2012). 

The theory of green behavior is derived from the neoclassic economic theory, 

which involved decision-making processes of individuals and organizations. The 

process are categorized into three broad assumptions: 1) individuals have rational 
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preferences, 2) they maximize outcomes and 3) they act independently on the basis of 

full information.  This behavior is the result of conscious deliberative thought and that 

education would result in more pro-environmental behavior.   

During the 20th century, there was an evidence appeared to suggest that 

human behaviors involve with environment but it is still ambiguous.  For example, it 

is difficult for consumers to decide which activity or behavior is more sustainable.  

Moreover, whether non-organic, locally-produced food is more sustainable than 

organic food that has been transported with long distances.  Additionally, people may 

have an attachment to the freedom of driving, but still concerning for the environment 

(European Commission, 2012).  That is quite challenging for the academician and 

practitioners to study particular concept of Green Behavior.  

2.8 Theory involved in Green behavior 

Regarding to the previous studies, there are two significant theories involved 

in the employee green behavior, the first is the concept of green behavior and the 

second is green five-taxonomy.  The details of those two are as follows: 

2.8.1 Theory of Green Behavior  

The theory o Green Behavior developed by Steg and Vlek (2009). They 

recognized that individuals or household behaviors have a substantial impact on the 

environment.  However, it is difficult for people to relate personal consumption and 

behavior to large-scale problems such as climate change, pollution, biodiversity loss 

and natural resource depletion. Even they express their environmental concern and 

awareness, this most often does not translate into behavior.  Green behavior is the 

behavior that minimizes harm to the environment as much as possible, or even aids it 

(Steg and Vlek, 2009).  Those behaviors include minimizing energy use, and reducing 

waste. More simply, it has been described as ‘doing good and avoiding bad’. 

Green behavior is recognised that the sum of individual or household 

behaviours has a substantial impact on the environment, even though it is difficult to 

relate personal consumption and behaviour to large-scale problems such as climate 

change, pollution, biodiversity loss and natural resource depletion.  Even if we 

express environmental concern and awareness, this most often does not translate into 

behavior.  Alongside, it explores the opportunities and challenges in developing 
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policy to support and encourage green behavior and suggest possibilities for future 

research (E.U. Commission, 2012). 

2.8.2 The green five-taxonomy 

The green five-taxonomy was introduced by Dr. Deniz S. Ones and Dr. 

Stephan Dilchert in 2012. This classification is established for understanding the 

many kinds of environmental behaviors which people perform those action in their 

lives-work, home, and in the community. The green five taxonomy was developed 

based on the psychological research with more than 5,000 people conducted by Dr. 

Deniz S. Ones, Dr. Stephan Dilchert, and their colleagues.  The green five focuses on 

people’s behavior on what they do, not on outcomes or resources.  Each domain of the 

green five contains behaviors with common psychological cores and includes several 

subcategories that are driven by similar purposes of conserving. Behaviors aimed at 

avoiding wastes and preserving resources includes: reducing use, reusing, and 

recycling. 

 

 

Figure 2.3 The green five taxonomy  

Source: Developed from Ones and Dilchert (2012), McConnaughy (2014) 
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From figure 2.3, The “Green Five taxonomy” consists of three variables; 

working sustainably, avoiding harm, conserving, influencing others, and taking 

initiative, the detail of each variable are as follows: 

1. Working sustainably or sustainable work system 

Working sustainably represents behaviors that sustain work systems or help work 

processes and products be more sustainable (Ones & Dilchert, 2012).  For example, a 

purchasing officer could order a desk that was made from sustainably grown oak trees 

or one made from endangered redwood trees.  There are four sub-categories including 

choosing responsible alternatives, changing how work is done, creating sustainable 

products and processes, and embracing innovation for sustainability.  Choosing 

responsible alternatives involve in choosing the more environmentally friendly option 

available, whereas changing how work is done involved changing work processes to 

become more sustainable.  

These two categories reflect making modifications to existing products and 

processes. In contrast, embracing innovation for sustainability and creating 

sustainable products and processes reflect creating and embracing new processes and 

products. Choosing responsible alternatives were the most common behaviors. 

Basically, working sustainably represents on the changing or adaptability of people 

behavior. 

2. Avoiding harm or avoiding environmental hazard 

Avoiding harm or avoiding environmental hazard contains three categories 

(Ones & Dilchert, 2012). Behaviors can either harm the earth or cause increasing 

damage, or else can enhance the earth, making its ecosystems healthier. 

Psychologically, these behaviors are linked to unselfishness and responsibility on 

person.  The primary category is to preventing pollution, which captures behaviors 

that unpolluted the environment or avoid pollution.  The other two categories are 

monitoring environmental impact and strengthening ecosystems. Monitoring 

environmental impact represents observing and evaluating the environment to 

understand how work activities are affecting it.  Strengthening ecosystems includes 

behaviors that help protect or repair ecosystems from the effects of industry and 

business.   
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3. Conserving or natural resources conservation 

The conserving or natural resources conservation category represents 

behaviors for instant helping preserve resources and reduce waste (Ones & Dilchert, 

2012).  Positive example would be double-sided printing, whereas a negative example 

would be leaving work computers on overnight. This category, listed from highest 

environmental impact to lowest, contains the four sub-categories; reducing use, 

reusing, repurposing, and recycling.  

Reducing use prevents the unnecessary use of new materials.  Reusing 

involves multiple uses of the same materials for the same purpose, while repurposing 

involves multiple uses of materials for new purposes.  Recycling permits for old 

materials to become new products, but requires energy and additional resources to do 

so.  Conserving the environmental green behavior (EGB) comprised about half of the 

total behavioral actions.  Reducing use and recycling being the most common 

behaviors in the conserving category. Psychologically, conserving represents saving 

or economy. 

4. Influencing others or stimulate others to preserve the environment   

The category of influencing others or stimulate others to preserve the 

environment represents how individuals can influence each other to engage in 

environmental behaviors.  Influencing others is associated with spreading knowledge 

and helping others change their behaviors. Ones and Dilchert (2012) note that it is the 

only category that is explicitly social and influence other stakeholders in the 

company, such as local community.  

Two sub-category in this category are encouraging and supporting others, 

which includes behaviors that encourage other’s environmental green behavior 

(EGB), and educating and training for prepare about environment sustainability, 

which includes behaviors that help others build their knowledge of environmentalism.  

5. Taking initiative or being initiative in the environment 

Taking initiative or being initiative in the environment is the last category of 

the green five taxonomy.  This behaviors involves stepping outside the box, taking a 

risk, and encouraging environmentally-related change (Ones & Dilchert, 2012).  This 

category focuses on how individuals encourage and promote environmentally-friendly 

behaviors, so the behaviors being encouraged might be included under the other 
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categories.  For example, an employee could help initiate a policy (a Taking Initiative 

behavior) that requires others in the organization to buy sustainably produced printer 

paper (a Working Sustainably behavior).  

There are three activities of taking initiative category; putting environmental 

interests in a first priority; initiating programs and policies and lobbying and activism.  

Putting environmental interests for first priority captures behaviors that help the 

environment at some personal cost to the individual.  Initiating programs and policies 

involves pushing for new programs and policies within the environmental sphere, 

whereas lobbying and activism capture behaviors that involve fighting for 

environmental causes.  (Ones and Dilchert, 2012, McConnaughy, 2014).  

2.9 The relationship among CSR, organizational commitment, environment 

sustainability and employee green behavior 

Recently, there has been immense pressure on organizations to follow to 

environmental standards for their sustainability in the long run. Therefore, 

organizations are forced to comply with environment regulation or required to 

minimize their operations that negatively affect the environment.  There are 

international standard requirement such as ISO14000, ISO 18000, and so on which 

organization have to follow those requirements.  Since the manufacturing sector 

consume a lot of resource from environment, it need to pay the significant role to 

protect the environment (Santhosh and Baral, 2015).  Therefore, corporate social 

responsibility (CSR) activities of organizations, particularly the activities which 

involved environmental support may be the best choice to support their 

environmentally requirements.  

Babiak and Trendafi (2011) examined the transmission of environmental 

management initiatives in business and the motives.  The mixed-methods approach 

has been used, and included a survey and 17 in-depth interviews with professional 

sports team and league executives.  They found that the sustainable practices are 

under the umbrella of corporate social responsibility (CSR) and explained that CSR 

has related to moral or normative legality concerns, and also be a causal drivers of 

environmental behavior.  The study also suggested that strategic motives were the 

primary reason for adopting an environmental CSR.   Closon et al. (2014) conducted 

the research on "Perceptions of Corporate Social Responsibility, organizational 
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commitment and job satisfaction".  The snow-ball sampling method has been used for 

this study. The employees of a petrochemical organization were the respondents. The 

study found that social responsibility and stakeholder theory supported employees 

perceived CSR’s company, particularly environmental CSR.   

Muster and Chrader (2015), work on the topic of “Green Work-Life Balance: 

A new perspective for green HRM”, the study suggested that green HRM can meet its 

full potential by considering employees in their role both producers and consumers.   

Employees learn different kinds of behavior not solely at the office, but also in their 

personal life. Subsequently, they need to share between working life and private life.  

Hence, a “green work-life balance concept” is proposed to facilitate environmentally 

friendly behavior in both working life and private life. This concept offers chances not 

only for the environment, but also for the company and its employees by increasing 

work motivation as well as job retention.  

Another study, Rae, Sands and Gadenne (2015) studied on associations 

between organizations’ motivated workforce and environmental performance. The 

objectives of this study aim to investigate the association between a motivated and 

prepared workforce and environmental performance. Three hundred of operating 

employees in Australian organizations were the respondents.  The results identify 

significant associations between affective commitment, employee performance 

process, and training, which process improvement and innovation process are treated 

as mediators.  These outcomes can enhance environmental performance, add value- 

creating processes, and improve work practices.  Lamm (2013) conduct the research 

on organizational commitment and environment sustainability, and found that if the 

employees comprehend and have to practice to environment sustainability, they tend 

to reducing personal and organizational resource consumption (Lamm, 2013).  

2.10 Hypotheses development of CSR, organizational commitment and employee 

green behavior 

As mentioned earlier, many researches proved that there are relationship 

among CSR, organizational commitment and environment sustainability which lead to 

green behavior. Therefore, to support this indication hypothesis 2 and 3 are proposed 

as follows:  
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Hypothesis 2. There will be a positive relationship between organizational 

commitment and Employee Green behavior  

Hypothesis 3. The organizational commitment will be a mediating variable 

between corporate social responsibility and employee green behavior. 

 

 

Figure 2.4 The Proposed Model of Corporate Social Responsibility, 

organizational commitment and employee green behavior 

2.11 Proposed Model of Corporate Social Responsibility, Organizational 

Commitment and Employee Green Behavior  

After reviewing the literature, the proposed model is designed as figure 2.4.  

There are three main constructs in the model; corporate social responsibility (CSR), 

organizational commitment, and employee green behavior.  In term of CSR construct, 

there are four variables; philanthropy, ethical, legal and economic, which derived 

from Carroll (1991, 1999, 2016) pyramid of CSR.   The second construct is 

organizational commitment, which applied from Meyer and Allen (1991, 1999, 2002). 

This construct consists of three variables; affective, continuance and normative 

commitment.  There are three theories involve in those concepts. Social identity 

theory involve affective commitment, while side-bet theory link to continuance 

commitment and social exchange theory relate to normative commitment.  The model 

start from employee perceive organizational CSR, which is stimulate to commit to 

their organization.  Social identity theory (Tafel, 1979; Hog, 2004) are applied in 

order to connect between employees perceived organizational CSR and organizational 

commitment.  Since, social identity theory noted that individuals (employees) will 
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categorize themselves as the member of distinctiveness and prestige group.  From this 

point the distinctive contribution from being a social responsible organizations. 

Subsequently, employees’ behavior is influenced by the strength of the organizational 

identity, higher levels of identification will lead to higher level of organizational 

commitment.  The last construct is employee green behavior.  The green five 

taxonomy of Ones and Delchert (2012) and McConnaughy (2014) are employed to 

measure the employee green behavior.  The theory involve in this construct is theory 

of green behavior established by Vlek and Steg (2009). According to the 

organizational commitment and environment sustainability, if the employees 

comprehend and have to practice to environment sustainability, they tend to reducing 

personal and organizational resource consumption (Lamm 2013).  Consequently, the 

level of organizational commitment will lead to higher level of being green behavior 

of the employees.  

Since, the concept of sustainable development found that some organizations 

count the natural environment as a stakeholder, and includes the natural environment, 

as a stakeholder was worthwhile as a method of improving a firm’s environmental 

performance.  Therefore, the stakeholder theory exploit between organization and 

environmental sustainability (Barter, 2011). 

The proposed model also present the hypothesis involved which hypothesis 1 

represent the relationship of CSR and organizational commitment.  Hypothesis 2, 

show the relationship of CSR and employee green behavior, and the hypothesis 3 

show the relationship between organizational commitment and employee green 

behavior.  Besides, the organizational commitment also play as a mediating role 

between CSR and employee green behavior.   

 

Summary of the chapter 

This chapter explores the understanding of previous research constructs and 

theories acknowledged by theorists, researchers as well as practitioners. The 

exploration describes the constructs of CSR, organizational commitment, 

environmental sustainability as well as employee green behavior.  In terms of CSR 

constructs focused on the 4-dimension of Carroll’s (1991, 1999, 2016) while the 

organizational commitment, the theory of Allen and Meyer (1991, 1999, 2002) are 
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described.  Furthermore, employee green behavior, the green 5-taxonomy of Ones and 

Delchert (2012) and McConnaughy (2014) are employed for this research.  The 

theories involved for those constructs are stakeholder theory, social identification 

theory, side-bet theory, social exchange theory, theory of green behavior and green 5-

taxonomy concept.  In this chapter also drawn out the link of those constructs as well 

as their theories, and generated the relevant hypotheses, which are being test in 

chapter 4. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

3.1 Research Approach and Design 

The research design is applied to form the research methods and to ensure the 

completion of the objectives propose in chapter one.  Hence, the research design and 

methodology will enable the researcher to provide the appropriate method, and to 

confirm the validity of the outcomes.  

Originally, qualitative method was used by interviewing with 3 practitioners in 

the field of corporate social responsibility. The respondents are the organizational 

executive who involved in CSR programs. The first one is Mrs. Somying Manajit, a 

green globe award committee, and director public relation of Petroleum Authority 

of  Thailand (PTT).  The second one is Associate Professor Thongtippa Viriyaphan, a 

committee of Thailand sustainability report award and the lecturer, University of the 

Thai Chamber of Commerce. The last one is Mrs. Ekajit Sawetsompop, a committee 

of the foundation of child development of Thailand. 

The study tried to find out the perception of Thai employees toward CSR.  The 

result showed that Thai employees perceived the CSR concepts, which focus merely 

on philanthropic area.  This is a motivation for researcher to investigate the broader 

area of CSR.  Even though, qualitative method has an advantages associated with 

better understanding of meanings attached by people, its contribution is for the 

development of new theories.  Its disadvantages contain difficulties with analysis and 

interpretation, usually lower levels of validity and reliability and less generalization 

compared to quantitative method, (Bryman, 2006).   

Therefore, a quantitative approach was used in this study.  Furthermore, the 

structural equation modeling (SEM) is used to describe the combination of both 

exploratory and confirmatory factor analysis and also to test the relation through the 

path models.  In addition, the analysis of moment structures (AMOS) is employed to 

support the path models.   
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3.2 Population and Sampling Method 

3.2.1 Population and Samples 

Target population in this study is the employees who experience in 

companies’ CSR initiatives at least one time.  In order to define the sample, which is 

relevant to the purpose of this study, the sampling frame focused on the employees 

who work in the companies in the list of ESG-100 in 2016.  

3.2.2 The ESG-100 Companies 

The ESG 100 is presented as the list of companies, which is recognized in 

terms of environment, social, and governance (ESG).  The market value of ESG-100 

is around 9 trillion baht, which consists of 64 % of total Thai stock listed companies. 

The ESG-100 is assessed by Thaipat institution corporate sustainability rating unit, 

and has evaluated the Thai publicly listed companies on their environmental, social 

and Governance (ESG) factors. The ESG 100 covers 8 mains industries as follows:  

1) Consumption food; agricultural products processed food; appliance manufacturing. 

2) Consumption products of non-food. 3) Commercial banks and investment banking 

and brokerage. 4) Resources and transformation; chemicals; industrial machinery and 

goods; containers and packing 5) Infrastructure; construction services and 

homebuilders. 6) Non-renewable resources such as oil and gas – refining and 

marketing. 7) Service sectors. 8) Technology and communication.  The samples 

selected from at least one company from each sector, and then the quota sampling is 

applied for target companies.  

3.2.3 Sample size 

Regarding to the SEM method, which is employed for his study, a good 

general rule for sample size must be accomplished.   In this case, there are three 

constructs; employees perceived CSR, organizational commitment and environmental 

sustainability (Employee Green behavior).  Even though the suitable sample size is a 

critical in SEM, unfortunately, there is no consensus in the literature regarding what 

would be the appropriate sample size for SEM. (Baron and Kenny 1999, Fritz and 

MacKinnon, 2007).  However typically, N = 100–150 is considered the minimum 

sample size for conducting SEM. A reasonable sample size for a simple CFA model is 

about N = 150, while N = 200 replication studies showed normally distributed data.  

(Tabachnick and Fidell, 2001).  

https://www.researchgate.net/profile/David_MacKinnon
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According to the well-known Kline (2011), an adequate sample size should be 

10 times of the amount of parameters in path analysis.  Since, there are 55 Questions 

in this study, therefore, at least 550 cases will be required. 

3.3 Data Collection  

3.3.1 Data collection instrument  

Questionnaire is an instrument used to collect the data, which has been tested 

for validity and reliability.  Moreover, in this study, the information was collected 

through self-administered questionnaires distributed personally by the researcher to 

ensure a high response rate. The questionnaires are in English and are translated into 

Thai to enable the participants to understand information clearly.  Next, Bi-lingual 

certified professional translates the questionnaires back into English.  For testing the 

validity, this study employed IOC technique, which validated by six experts in area of 

CSR, and organizational behavior.  

3.3.2 Questionnaires design  

The research is conducted in Thailand. These original constructs in English 

were translated into Thai.  The validity of questionnaires was analyzed by using the 

Index of Item-Objective Congruence (IOC).  Finally, the Thai questionnaires were 

tested with 55 employees who work in organizations in Thailand and experienced in 

CSR activities of their organizations. Questionnaires are divided into 4 parts. 

Part 1. Bio data of the participant such as; age, gender, number of years 

working with the organization, and number of time involve in the company’s CSR 

programs and name of the organization. 

Part 2. The Questionnaire was established from four variables of CSR 

construct, which was developed from pyramid of Carroll’s CSR. The variables are 

philanthropy, ethical, legal, and economic.  The development of questionnaire shows 

in table 3.1  

3.3.3 Scale Development 

Participants will specify their response on a seven-point Likert-type scale 

(Vagias and Wade, 2006).    
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Level of Agreement to the Questionnaire are explained as follows: 1 = 

Strongly disagree, 2 = Disagree, 3 = Somewhat disagree, 4 = Neither agree or 

disagree,  5 = Somewhat agree,  6 = Agree, and 7 = Strongly agree. 

Table 3.1 Questionnaire design for Corporate Social Responsibility (CSR) 

Constructs : CSR Items Used Main Sources 

Philanthropy 

 

1. My organization provides 

budget for/donates to the 

community. 

2. My organization cooperates 

with non-profit organizations 

3. My organization holds 

volunteer spirit activities 

organized by staff. 

4. My organization promotes 

cooperation with school and 

business in the community 

Carroll, 1999, 

2016 

Turker, 2008,  

Tongkachok  and 

Chaikeaw, 2012 

Ethical  1. My organization performs a 

trade competition with business 

ethics. 

2. My organization goes against 

unethical groups 

3. My organization gets hold of 

faithful business operation in 

every trade agreement 

4. My organization is known as an 

honest business organization.  

5. My organization has policies 

related to the human rights. 

Carroll, 1999, 

2016 

Turker, 2008,  

Tongkachok  and 

Chaikeaw, 2012 

Legal   

 

1. My organization strictly 

follows laws and regulations. 

2. My organization respects the 

customer rights as well as the 

relevant laws. 

Carroll, 1999, 

2016,  

Tongkachok  and 

Chaikeaw, 2012 

Terano,2016,  
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Table 3.1 Questionnaire design for Corporate Social Responsibility construct 

(Continued) 

 Items Used Main Sources 

 3. Products of my organization 

meet standards specified by 

both domestic and international 

laws. 

4. My organization has paid taxes 

accurately and continuously. 

 

Economics  

 

1. My organization provides 

budget for/donates to the 

community. 

2. My organization cooperates 

with non-profit organizations 

3. My organization holds 

volunteer spirit activities 

organized by staff. 

4. My organization promotes 

cooperation with school and 

business in the community 

(Carroll, 1999, 

2016). 

Turker, 2008 

Tongkachok  and  

Terano, 2016 

 

 

 

Part 3:  In this part, the questions are asked in accordant with organizational 

commitment, and are applied from the theory of Meyer and Allen’s (1991, 1999, and 

2002).   They suggested the three variables of organizational commitment namely: 

affective, normative and continuance commitment.   Regarding to the research 

measurement, the respondents will be asked to rate to 7-point Likert-typed scale (see 

table 3.2) 
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Table 3.2 Questionnaire design Organizational Commitment (OC) 

Constructs : OC 

  

Items Used Main Sources 

 Affective 

Commitment 

 

1. I will work for this organization 

until my retirement. 

2. I feel that any organizational 

problem is a part of my problems. 

3. I feel I am a part of this 

organization. 

4. I have a commitment to this 

organization. 

5. I feel that all members in this 

organization are my family 

members. 

Allen & Meyer, 

(1990) 

Meyer et al 

(2002) 

Alan M. Saks 

(2006) 

Farooq (2014) 

Liu and Deng 

(2011) 

Continuance  

Commitment  

1. Reward is a reason for me to 

continue to work here. 

2. I feel uneasy to quit although I 

do not want to work here any 

longer.  

3. I may have financial difficulty 

if I quit working here. 

4. I remain working here because 

I have no other work if I quit. 

5. I would have quitted working 

here if I had not invested here. 

Allen and 

Meyer, (1990) 

Meyer et al 

(2002) 

Liu and Deng 

(2011) 

 

Normative  

Commitment 

 

1. I happily work here. I do not 

feel like I have to work here. 

2. Although it will be beneficial to 

me; I do not feel right to quit 

working here. 

3. I feel guilty if I quit. 

4. This organization deserves my 

loyalty. 

5. I think I owe this organization. 

Allen & Meyer 

(1990) 

Meyer et al 

(2002) 

Liu and Deng 

(2011) 
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Part 4: The questions will be asked about the employee green behavior.  The 

Green Five-taxonomy which is developed by Ones and Dilchert (2012) and 

McConnaughy (2014) are used in this part. Those 5 variables are working 

sustainability, avoiding harm, conserving, influencing others, and taking initiative. 

Again, the respondents will be asked to rate to 7-point Likert-typed scale. (See the 

table 3.3) 

Table 3.3 Questionnaire design for Employee Green behavior (EGB) 

Constructs : EGB Items Used Main Sources 

Working Sustainability 

 

1. You always choose an 

environmental friendly product 

when there is any opportunity. 

2. You choose to use 

environmental friendly 

technologies. 

3. You involve in developing new 

work systems that reduce the 

use of resources. 

4. You usually choose the work 

systems by considering its 

impacts upon environment. 

5. You take part in designing 

environmental friendly products. 

Ones & Dilchert, 

2012 

McConnaughy, 

2014 

Norton et al, 

2015  

Panagiotis and 

Petridou, 2017 

 

 

Avoiding Harm 1. You reduce the use of world 

resources by repairing and 

reusing items. 

2. You monitor any organizational 

process that may have 

environmental impact. 

3. You take part in an 

organizational project that 

improves the community 

environment. 

European 

Commission, 

2012,  

Ones & Dilchert, 

2012, 

McConnaughy, 

2014. 

Norton et al, 

2015.  
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Table 3.3 Questionnaire design for Employee green behavior (Continued) 

Constructs : EGB Items Used Main Sources 

 4. You dispose of dangerous items 

by considering its possible 

impacts upon the environment. 

 

Conserving  1. You save water by turning off 

the tap after use. 

2. You try to prolong the working 

life of items as much as you 

can. 

3. You reuse items such as paper, 

plastics, glass bottles, and 

recyclable items. 

4. You save energy by turning off 

any electric appliance after use. 

Ones & Dilchert, 

2012, 

McConnaughy, 

2014. 

Norton et al, 

2015  

Panagiotis and 

Petridou, 2017 

 

Influencing others 

 

1. You recommend your 

colleagues to consider using the 

environmental friendly 

processes. 

2. You provide documents related 

to the environment for your 

colleagues. 

3. You praise colleagues who 

preserve the environment. 

4. You praise colleagues who 

behave in an environmental 

friendly way. 

Ones & Dilchert, 

2012, 

McConnaughy, 

2014. 

Norton et al, 

2015. 

 

Taking Initiative  1. You are the one who introduces 

new environmental friendly 

projects. 

2. You take part in stimulating the 

organizational executives to 

realize environmental issues. 

Ones & Dilchert, 

2012, 

McConnaughy, 

2014. 

Norton et al, 

2015. 
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Table 3.3 Questionnaire design for Employee green behavior (Continued) 

Constructs : EGB Items Used Main Sources 

Taking Initiative  

 

 

3. You introduce or develop new 

projects that help to reduce its 

possible impacts upon the 

environment. 

4. Works benefiting the 

environment are the priority of 

your work. 

5. You choose a means of 

transport that is less convenient 

but more environmental 

friendly. 

Ones & Dilchert, 

2012, 

McConnaughy, 

2014. 

Norton et al, 

2015. 

 

 

3.3.4 Reliability and Validity  

Validity Test: Six specialists, who experts in corporate social responsibility 

and organizational behavior, the name list of experts are shown in Appendix 3, the 

experts evaluated the context each items by giving the item criteria as mentioned 

below and the criteria of evaluation are as follows:  

+ 1 means the question is congruent with the objectives,  

0 means the question is uncertain to be congruent with the objectives and the 

definition, 

- 1 means the question is not congruent with the objectives and its definition,   

The questions that obtain the IOC between 0.5 – 1.0 were deemed acceptable.  

 

Where R = the rating (+1, 0, -1) of individual item by content expert, n = 

number of experts.  The validity test is for this study is 0.78 averages, therefore, all 

questions are assumed sufficient for the test.   

Reliability Test: Reliability is established using a pilot test by collecting data 

from 55 participants. The participants responded to a Likert scale of 1 to 7, indicating 

IOC = 

 R 
   n=1
   n
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the extent of which the strongly agree to strongly disagree.  The statement related to 

perceived organizational CSR initiatives, organizational commitment and employee 

green behavior.  Summary of the reliability analysis is described in the table 3.4.     

Hair et.al. (2016) suggested that Cronbach’s alpha value is over 0.70 indicating as 

reliable, and if the value is 0.60, it can be acceptable lower limit of reliability. The 

results of the reliability tests shown in table 3.4 

Regarding to corporate social responsibility, the Cronbach’s Alpha values are 

ranged from 0.871 to 0.919. All three factors were considered as high reliable. In 

terms of employee commitment, Cronbach’s alpha values for three factors varied 

from 0.738 to 0.893, which were considered as reliable. The five constructs defining 

employee green behaviors are also considered as reliable. There are four constructs 

having the Cronbach’s Alpha values over 0.70, however, the construct “Avoiding 

Harm” has Cronbach’s Alpha value 0.679.  As mentioned above, the lower limit of 

reliability is 0.60, therefore, this construct can be acceptable for reliability. 

Table 3.4 Cronbach’s Alpha (Reliability test) 

Variables  Cronbach’s 

Alpha 

CSR Corporate Social Responsibility Components  

Philanthropy 

Components  

(4 items) 

1. Our company contributes resources to the 

community. 

2. Our company co-operates with nonprofit 

organizations. 

Our company makes sufficient monetary 

contribution to charitable organizations.  

3. We encourage partnership with local 

businesses and schools 

4. Our company organizes social events and 

employees volunteer to help activities. 

0.919 
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Table 3.4 Cronbach’s Alpha (Reliability test) (Continued) 

Variables  Cronbach’s 

Alpha 

Legal 

Components   

(4 items) 

1. Our company strives to comply with all state 

laws and regulations. 

2. Our company respects consumer rights 

beyond the legal requirements. 

3. Our company’s products comply with the 

national and international standards. 

4. Our company pays taxes on a regular and 

continuing basis. 

0.873 

Ethical 

Components  

(5 items)   

1.  Our company avoids  an unfair competition 

2. Our company competes with its rivals in an 

ethical framework. 

3. Our company’s main principle is honesty in 

every business deal. 

4. Our company is known as a respected and 

trustworthy company. 

5. Our company’s policy effort on human 

rights. 

Our company avoids an unfair competition. 

0.895 

Economic 

Components   

(5 items) 

1. My company has been successful at 

maximizing profits and lowered our operation 

cost. 

2. Top management establishes a long-term 

strategy for our business. 

3. Company strives for the highest return to 

their shareholders. 

4. Our company has a good financial 

performance.  

5.  Our company maintains competitive position 

in the market. 

0.871 
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Table 3.4 Cronbach’s Alpha (Reliability test) (Continued) 

Variables  Cronbach’s 

Alpha 

OC Organizational commitment  

Affective 

Commitment 

(5 items) 

1. I would be very happy to spend the rest of 

my working life in my organization. 

2. I feel the problems in my organization are a 

part of my own. 

3. I feel a strong sense of belonging to my 

organization. 

4. I feel that I am emotionally attached to my 

organization.  

5. I feel like a part of the family my 

organization. 

0.893 

Continuance 

Commitment 

(5 items) 

1 Staying with my organization is a matter of 

necessity as much as desire. 

2. It would be very hard for me to leave my 

organization at this moment, even if I wanted to 

do so. 

3. Too much of my life would be disturbed if I 

decided to leave my organization. 

4. I feel that I have too few alternatives to 

consider leaving this organization.  

5. If I had not placed so much of my time and 

effort into this organization, I might consider 

working elsewhere. 

0.738 

Normative 

Commitment 

(5 items) 

1.  I do not feel any obligation to remain with 

my current employer. 

2. Even if it were to my advantage, I do not feel 

that it would be right to leave my organization 

now. 

0.884 
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Table 3.4 Cronbach’s Alpha (Reliability test) (Continued) 

Variables  Cronbach’s 

Alpha 

 3. I would feel guilty if I left my organization 

now. 

4. I feel that this organization deserves my 

loyalty. 

5.  I owe a great deal to my organization. 

 

EGB Employee green behaviors   

Working 

Sustainability 

(5 items) 

1. If I have a choice, I would choose products 

that are better for the environment. 

2. Utilize new technologies that benefit the 

environment. 

3. Develop new work processes that use fewer 

natural resources. 

4. Use efficient work processes that 

maintenance for natural resources  

5. I involve with designing new 

environmentally friendly products. 

0.767 

Avoiding 

Harm 

(5 items) 

1. Maintenance equipment/facility to avoid 

unintended pollution and waste of resources.  

1. Monitor the environmental impact of 

workplace processes. 

2. Through work, participate in projects that 

improve the local environment. 

3. properly handle hazardous materials  

0.679 

Conserving 

(5 items) 

1. Reduce water consumption by turning off 

faucets when not in use. 

2. Maximize the life span of office equipment 

through the repair and maintenance. 

0.800 
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Table 3.4 Cronbach’s Alpha (Reliability test) (Continued) 

Variables  Cronbach’s 

Alpha 

 3. Save extra supplies or materials for a future 

project or keep materials for a new use or 

purpose instead of throwing them away. 

Recycle paper, plastic, metal cans, etc. 

4. Decrease energy consumption by turning off 

equipment when not in. 

 

Influencing 

others 

(5 items) 

1. Suggest ways for other employees to act in a 

more environmentally-friendly manner 

2. Provide environmentally-related literature to 

other employees 

3. Discuss environmentally-related topics with 

other employees 

4. Give praise to other employees for their 

environmentally-friendly behavior 

0.852 

Taking 

Initiative 

(5 items) 

1. Propose a new environmentally-friendly 

program for the company 

2. Push the company's leaders to take a stronger 

position on environmental issues. 

3. Help implement new policies that reduce the 

company's impact on the environment 

4. Prioritize actions that would benefit the 

environment  

5. Choose a less convenient travel because it 

helps the environment. 

0.900 
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3.4 Analysis Techniques 

3.4.1 Structural Equation Modeling (SEM)  

Since the quantitative approach was used in this study, data is collected by 

various means and prepared for statistical analysis, which can be made and drawn for 

conclusions. Regarding to the proposed model, which is consisted of three constructs 

(corporate social responsibility, organizational commitment and employee green 

behavior) and   those constructs are latent variables rather than the manifest variables.  

SEM is an extension of the general linear model that enables a researcher to test a set 

of regression equations simultaneously. Besides, the SEM approach allows multiple 

measures to be associated with latent constructs, which is suitable for this study.   

Furthermore, SEM provides very general and convenient framework for statistical 

analysis that includes several traditional multivariate procedure for a specific cases 

(Hox and Bechger, 1998).  

3.4.2 Exploratory factor analysis (EFA) and Confirmatory factor analysis 

(CFA) 

3.4.2.1 Exploratory factor analysis (EFA),  

EFA is used to explore the possible major factor structure of a set of 

observed variables without a preset structure on the outcome (Child, 1990).  EFA is a 

variable reduction technique, which identifies the number of latent constructs and the 

underlying factor structure of a set of variables.  This method, the variables not 

measured directly.  It use to estimates factors, which influence responses on observed 

variables. Furthermore, this technique allows us to describe and identify the number 

of latent constructs (factors).  The procedure in EFA includes; (1) extraction method 

(Principal Components Analysis) has been used for "pull out" the dimensions of all 

constructs, principal components analysis (PCA) is the default method of extraction in 

many popular statistical software packages, which likely contributes to its popularity 

(Costello and Osborne, 2005). (2) we must decide how many factors to retain to 

process for Confirmatory factor analysis (CFA). The components have eigenvalues 

greater than or equal to 1.00 are selected.  (3) the factor score of the items which the 

values less than 0.5 are considered to be deleted. 
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3.4.2.2 Confirmatory factor analysis (CFA)  

           Confirmatory Factor Analysis is took place after we have a confirmed 

number of factors or dimensions underlying its items, as well as specific items and 

specific dimensions are established.  CFA allows the researchers to test the hypothesis 

that a relationship between the observed variables and their theoretical latent 

construct(s) exists.  The researchers use knowledge of the theory, empirical 

researches, hypothesizes the relationship pattern priori and then tests the hypothesis 

statistically (Suhr 2006). The use of CFA could be impacted by hypothesis being 

testing, however, this method require the sufficient sample size.  According to Kline 

(2011), an adequate sample size should be 10 times of the amount of parameters in 

path analysis.  Furthermore, the analysis of moment structures (AMOS) are employed 

to support the path models.    

3.4.2.3 The analysis of moment structures (AMOS)  

AMOS is a visual program for SEM, which we can draw, models 

graphically. Fig. 3.1 shows the basic of AMOS graphic which the circle (X) 

represents latent variable, while rectangle represent the observed variables (X1, X2, 

X3 and X4).  Furthermore, the a, b, c and d characterize the factor loading which 

show how much of a factor can explain (effect) the variables in factor analysis. 

Single-head arrow point from latent to observed variables, and e1 to e4 present the 

error variance (Hox and Bechger, 2007). 

 

 

Figure 3.1 Basic of AMOS graphic 

Sources: Basic of AMOS graphic, Hox and Bechger (2007) 
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Furthermore, to calculate of SEM factors, the following result are 

accomplished; standardized estimate, square ,multiple correlation, factor score weight, 

covariance estimate, correlation estimate  and other variables summary are presented.   

 

3.4.2.4 Test of normality (Skewness and Kurtosis) 

In using AMOS analysis, the multivariate normality is determined by 

skewness and kurtosis.  Measures of skewness and kurtosis are the statistical used for 

measuring the symmetry.  The skewness for a normal distribution is zero, and any 

symmetric data should have a skewness near zero. Negative values for the skewness 

indicate data that are skewed left and positive values for the skewness indicate data 

that are skewed right. By skewed left, we mean that the left tail is long relative to the 

right tail. Similarly, skewed right means that the right tail is long relative to the left 

tail. If the data are multi-modal, then this may affect the sign of the skewness.  

Besides, Kurtosis is a measure of whether the data are heavy-tailed or light-tailed 

relative to a normal distribution. That is, data sets with high kurtosis tend to have 

heavy tails, or outliers. Data sets with low kurtosis tend to have light tails, or lack of 

outliers. A uniform distribution would be the extreme case.  However, the skewness 

and kurtosis values are between +2 and -2 indicate accept normal distribution. 

(George and Mallery, 2010). 

Three of the most common statistics for assessing reliability in 

Structural Equation Modeling are Cronbach’s alpha, construct reliability, and variance 

extracted.  These measures of Cronbrach’s Alpha is present in chapter 3 of pilot 

testing, while the constructs reliability and variance extract are covered in following 

chapter.  

3.4.2.5 Measurement of Model fit  

Fitness of SEM refers to the ability of a model to reproduce the data; 

this measurement is required before interpreting the causal paths of the structural 

model, particularly in a measurement model. There are various fit indices in SEM, 

such as chi square and other relevant fit indices.  Fit Indices of SEM of SEM are 

explained as follows: 

The Chi Square test (χ²), in SEM the Chi square or Chi-square 

goodness of fit. In AMOS, the chi-square value is called CMIN.  CMIN which equal 

http://www.statisticssolutions.com/resources/directory-of-statistical-analyses/structural-equation-modeling


 

64 

to χ² / degree of freedom (df). If the chi-square is not significant, the model is 

regarded as acceptable. 

GFI and AGFI: Goodness of fit index and adjusted goodness of fit 

index.   The goodness of fit index (GFI) is a measure of fit between the hypothesized 

model and the observed covariance matrix.  The adjusted goodness of fit index 

(AGFI) corrects the GFI, which is affected by the number of indicators of each latent 

variable. The GFI and AGFI range between 0 and 1, with a value of over .9 generally 

indicating acceptable model fit. 

NFI: Normed fit index (NFI).  The NFI equals the difference between 

the chi-square of the null model and the chi square of target model, divided by the 

chi-square of the null model. The normed fit index (NFI) analyzes the discrepancy 

between the chi-squared value of the hypothesized model and the chi-squared value of 

the null model.  The non-normed fit index also known as the Tucker-Lewis index, as it 

was built on an index formed by Tucker and Lewis.  The values for both the NFI 

should range between 0 and 1, with a cutoff of .95 or greater indicating a good model 

fit. 

IFI: Incremental fit index (IFI) The incremental fit index, also known 

as Bollen's IFI, is also relatively insensitive to sample size. Values that exceed .90 are 

regarded as acceptable, although this index can exceed 1. To compute the IFI, first the 

difference between the chi square of the independence model--in which variables are 

uncorrelated and the chi-square of the target model is calculated.  Next, the difference 

between the chi-square of the target model and the degree of freedom for the target 

model is calculated. The ratio of these values represents the IFI. 

CFI : Comparative fit index (CFI), the CFI represents the ratio between 

the discrepancy of this target model to the discrepancy of the independence model. 

Roughly, the CFI thus represents the extent to which the model of interest is better 

than the independence model.  Values that approach 1 indicate acceptable fit.  

RMSEA: Root mean square error of approximation (RMSEA).  The 

root mean square error of approximation (RMSEA) avoids issues of sample size by 

analyzing the discrepancy between the hypothesized model, with optimally chosen 

parameter estimates, and the population covariance matrix.   The RMSEA ranges from 
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0 to 1, with smaller values indicating better model fit. A value of .06 or less is 

indicative of acceptable model fit. 

 

Table 3.5 Summary of SEM Index 

Fit index Acceptable level   

2 /df  Chi-square/df ratio > 3  

indicates an inadequate fit  

Chi-square/df ratio <3 means adequate fit 

Gatignon, 2010 

Root Mean 

Square Error of 

Approximation 

(RMSEA) 

< 0.05: represent excellent fit. 

0.05-0.08: the model is match with data. 

0.08-0.10: the model is properly match with 

data 

>0.10: the model doesn’t match with data. 

Chen et. al 

(2007) 

Goodness of Fit 

Index 

(GFI) 

The scale is range from 0 - 1. 

GFI>0.8 means acceptable fit ; 

GFI >=0.9 means good fit; 

The value close to 1 means perfect fit 

Renganathan, 

(2012) 

Adjusted 

Goodness of Fit 

Index 

(AGFI) 

Adjust the GFI base on the number of 

parameters in the model. 

AGFI >0.8 mean acceptable fit ; 

AGFI > 0.9 mean good fit; 

The value close to 1 means perfect fit 

Renganathan, 

(2012) 
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Table 3.5 Summary of SEM Index (Continued) 

Fit index Acceptable level   

Normed Fit 

Index (NFI) 

The scale is range between 0 - 1. 

NFI > 0.95 means good; 

0.90-0.95 means acceptable fit ;  

<0.90 indicate the model need re-specify 

Bentler, (1990) 

Incremental Fit 

Index (IFI) 

IFI >=0.9 means good fit 

The value close to 1 means perfect fit 

Bentler, (1990) 

Comparative Fit 

Index (CFI) 

At least 0.9; 

0.9-0.95 means good fit; 

The value close to 1 means very good fit. 

Bentler, (1990) 

 

Summary of the chapter 

 

This chapter present research approach and design which stated from the 

process of interviewing the experts in the perception of CSR in Thailand.  Then, the 

method of quantitative took place. Explanations of population, sample size, data 

collection and it instrument are explained in this chapter.  Questionnaire design and 

scale development are established in this chapter. Test of reliability and validity are 

also presented, furthermore, the structural equation modeling (SEM) is covered as 

well as the explanation of both exploratory and confirmatory analysis.  In addition, 

the step of analysis of moment structures (AMOS), requirement of indices for model 

fit are presented in this chapter. 
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CHAPTER 4 

DATA ANALYSIS AND FINDING 

 

This chapter presents the results of data analysis from research questionnaires, 

which designed from the proposed model in chapter 2, and also explain the test of 

hypotheses of this study. Furthermore, the descriptive statistic used to interpret the 

demographic characteristics with presenting the frequency and the percentage.   

Besides, the researcher investigates the model fit by using both exploratory 

and confirmatory factor analysis (EFA and CFA).  In addition, the Structural Equation 

Modeling (SEM) is used to test the hypotheses.  Moreover, both direct and indirect 

relationship of the constructs are tested to hypothesize the models. 

4.1 Demographic of respondents 

Demographic of the respondents includes age, gender, number of years 

working in their organizations, and number of times joined the organizational CSR’s 

activities.  The respondents are the employees from The ESG-100 companies, which 

is recognized in terms of environment, social and governance (ESG).  Regarding to 

the ESG-100 companies, there are eight mains industries; Consumption food, 

Consumption of non-food, Commercial banks, Infrastructure and construction 

services, Non-renewable resources, Service sectors, and Technology and 

communication.  The samples selected from at least one company from each sector, 

which consisted of 18 companies (see Appendix 6).  

According to the sample size explained in chapter 3, typically, N = 100–150 is 

considered the minimum sample size for conducting SEM.   A reasonable sample size 

for a simple CFA model is about N = 150, while N = 200 replication studies showed 

normally distributed data (Tabachnick and Fidell, 2001).  Since, the well-known Kline 

(2011), an adequate sample size should be 10 times of the amount of parameters in 

path analysis.  In this study, there are 55 questions; therefore at least 550 cases will be 

required for minimum sample size. 

In order to collect the data, 1000 of the questionnaires are distributed to 

employees from the list of ESG-100 companies by phone, email as well as ordinary 

mails. 670 questionnaires were retuned, which showed the 67% of the response rate. 
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Nevertheless, 638 questionnaires, which are processed for data cleaning, are usable 

for analysis. Regarding to sampling criteria above, 638 respondents are considered 

adequate sample size for conducting the SEM. 

Table 4.1 Demographic of Respondents  

Characteristics of Respondents                                                                 

 Frequency Valid Percent 

Gender   

Male  262 41 

Female  376 59 

Age  

21-30 years  170 27 

31-40 years  235 37 

40 -50 174 27 

Above 50 years  59 9 

Number of Years working in the Organization 

1-5 years  239 37 

6-10 years  131 21 

11-15  years 93 15 

Above 15 years 175 27 

Number of times joining Company’s CSR Activity 

1-3 times   369 58 

4-5 times   80 12 

More than 5 times 189 30 

Industry where respondents are working    Frequency Valid Percent 

1  Consumption - food  55 9 

2. Consumption  - non-food  166 26 

3 Bank and Investment  6 1 

4  resources, chemicals 137 21 

5 infrastructure, Home Builders 55 9 

6. non-renewable resources oil, gas 81 13 

7 service sectors  113 18 

8  technology and Communication 25 4 

Total 638 100 
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From table 4.1, the majority of respondents are aged between 31-40 years old 

consist of 235 respondents, or accounted for 37 %.  Follow by, age between 41-50 

years old, which consist of 174 respondents or accounted for 27 %.   In addition, most 

of the respondents are females, which consist of 376 respondents or accounted for 

59%, while 262 respondents are males, which consist of 41% respectively.   

For the number of years working in the organization, most of the respondents 

are working in their organizations for 1-5 years, which consist of 239 respondents or 

accounted for 37%, follow by above 15 years, which consist of 175 respondents or 

accounted for 27%.  In addition, 15% of the respondents are working in their 

organization for 11-15 years, which consist of 93 respondents.  Regarding to the 

number of times joining the company’s CSR activity, most of the respondents joined 

company CSR activity for 1-3 times, which consist of 369 respondents or accounted 

for 58%.  Follow by more than 5 times which consists of 189 respondents or 

accounted for 30%. 

Regarding to the characteristic of industry which respondents are employed, 

most of the respondent are working in the consumption non-food industry, consist of 

166 respondents or accounted for 26 %, and follow by  resources, chemicals industry 

which consists of 137 respondents or accounted for 21 %. 

4.2 Test of Reliability and Validity  

Reliability Test  

From chapter 3 reliability and validity are tested for all 3 factors, CSR, OC 

and EGB. CSR factor consists of 4 dimensions; philanthropy, ethical, legal and 

economic. While OC consists of 3 dimensions; affective, continuance and normative.  

Beside, EGB consist of 5 dimensions; working sustainability, avoiding harm, 

conserving, influencing other, and taking initiative. Furthermore, those dimensions 

consist of 55 questions. 

In this chapter, explained the mean and standard deviation of all the variables.  

Mean of all variables ranged from 3.973 to 6.083. (See Appendix 6) 

Since, the Likert-typed scale of this study are range from 1 = Strongly 

disagree, 2 = Disagree, 3 = Somewhat disagree,   4 = Neither agree or disagree,   5 = 
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Somewhat agree,   6 = Agree, and 7 = Strongly agree.  Therefore, the respondents’ 

opinion toward the questions ranged between “Neither agree nor disagree” to “Agree” 

for all items.  

Since, the standard deviation (SD) is a measure, which is used to quantify the 

amount of variation or dispersion of a set of data values.  A low standard deviation 

indicates that the data points tend to be close to the mean of the set, while a high 

standard deviation indicates that the data points are spread out over a wider range of 

values.  In this study, the standard deviation ranged from 1.0289 to 1.7854.  However, 

the mean should be approximately the square of the SD.   Besides, the coefficient of 

variation (CV) should less than 1, which CV = standard deviation / mean.  In this 

study the result showed the CV of all items are less than 1 (see Appendix 6).  As a 

rule of thumb, a CV > = 1 indicates a relatively high variation, while a CV < 1 can be 

considered low.  This means the distributions with a coefficient of variation higher 

than 1 are considered to be high variance whereas those with a CV lower than 1 

indicates to be low-variance.  Therefore, the dataset in this study considered low 

variation (Reed et al., 2002).   

Furthermore, from the pilot study, the reliability is established by collecting 

data from 55 participants.  Hair et.al. (2016) suggested that Cronbach’s alpha value is 

over 0.70 indicating as reliable, and if the value is 0.60, it can be acceptable lower 

limit of reliability.  The results showed CSR’s Cronbach’s alpha values ranged from 

0.871 to 0.919.  While organizational commitment, the Cronbach’s alpha varied from 

0.738 to 0.893, and employee green behavior having the Cronbach’s alpha values 

over 0.70, which all constructs are considered reliable.  Since the reliability is 

achieved, it indicate the internal reliability. 

Validity Test:  Regarding to chapter 3 the IOC techniques is used for content 

validity, the name list of Experts (see Appendix 3).   The result show the value of 0.78 

which indicated all questions has content validity and are assumed sufficient for the 

test.   

4.3 Test of Normality (Skewness and Kurtosis) 

According to the employing of AMOS analysis, the multivariate normality is 

determined by skewness and kurtosis.  Measures of Skewness and Kurtosis are the 

statistical used for measuring the symmetry,  

https://en.wikipedia.org/wiki/Statistical_dispersion
https://en.wikipedia.org/wiki/Mean


 

71 

The skewness for a normal distribution is zero, and any symmetric data should 

have a skewness near zero.  Besides, Kurtosis is a measure of whether the data are 

heavy-tailed or light-tailed relative to a normal distribution. That is, data sets with 

high kurtosis tend to have heavy tails, or outliers.  However, the skewness and 

kurtosis values are between +2 and -2 indicate accept normal distribution.  (George 

and Mallery, 2010). 

The result of this study showed the Kurtosis of CSR, OC and EGB are 0.402,  

-0.092, and 0.372.  Besides, the Skewness of CSR, OC and EGB are -0.801, -0.590 

and -0.643 which are between +2 and -2 indicate the normal distribution of the 

dataset.  Nevertheless, the total Kurtosis and Skewness of all questions are 0.405 and -

0.754, which also indicate the normal distribution. 

4.4 Factor Analysis (Exploratory and Confirmatory Factor Analysis) 

In this section, two types of factor analysis (EFA and CRA) are applied as 

follows; 

4.4.1 Exploratory Factor Analysis  

Exploratory Factor Analysis (EFA) is a statistical approach for determining 

the correlation among the variables in a dataset. This type of analysis offers a factor 

structure, which based on strong correlations.  An EFA arranges the variables to be 

used for accurate structural equation modeling and be conducted for new datasets 

(Beavers S., 2013).  The advantage of EFA is that no a priori theory about which 

items belong to which constructs is applied.   

Even though, the factors in this study are based on theoretical literature, they 

were studied in different culture and context.  Because different culture and context, 

the constructs do not have the same meaning.  Therefore, it should employed EFA to 

validate the all items and to examine the relationships of observed variables in order 

to make it more related to a Thai context.  

The exploratory factor analysis (EFA) using principal component method with 

Varimax rotation are applied for this analysis.  The principal component analysis 

(PCA) is probably the most popular multivariate statistical technique and it is used by 

almost all scientific disciplines. (Abdi, Lynne and Williams, 2010). This technique 

employed for examining the dimensionalities all variables.  Subsequently, the 
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common factors are grouped in the same dimension, afterwards the items with low 

communality figures (< 0.5), are removed and the remaining measured items were 

confirmed for using confirmatory factor analysis (CFA) based on proposed theoretical 

model.  

 

Table 4.2 Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

1 21.395 38.901 38.901 21.395 38.901 38.901 

2 5.819 10.580 49.480 5.819 10.580 49.480 

3 3.156 5.739 55.219 3.156 5.739 55.219 

4 2.250 4.091 59.310 2.250 4.091 59.310 

5 1.950 3.546 62.856 1.950 3.546 62.856 

6 1.655 3.009 65.865 1.655 3.009 65.865 

7 1.495 2.718 68.583 1.495 2.718 68.583 

8 1.378 2.505 71.087 1.378 2.505 71.087 

9 1.037 1.886 72.974 1.037 1.886 72.974 

10 .929 1.689 74.663    

11 .768 1.396 76.059    

 

From the table 4.2, presents the Initial Eigenvalues (Total column), which the 

values range from 21.395, 5.819, 3.156, 2.250, 1.950, 1.655, 1.495, 1.378, and 1.037.  

The values next from the row 9, contains the Eigenvalues less than 1.  In this case, 

factors which retain to process for Confirmatory factor analysis (CFA) must have 

eigenvalues greater than or equal to 1.00. Therefore, the result recommend 9 

components for this study. 

Therefore, the EFA analysis, the 12 components (4 components of CSR, 3 

components of OC and 5 components of EGB) are deducted to 9 components.  The 

eigenvalues less than 1.00 are not considered to be stable; they account for poor 

inconsistency, and should not retained in the analysis (Girden, 2001). 

In order to ensure unidimensionality of a measurement model, any item with a 

low factor loading should be deleted.  The factor loading is considered to be “too low” 
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mean the items that the factor loading are below 0.5.  An item is considered to be a 

good identifier of the factor, if the loading is .70 or higher (Awang, 2012).   

4.4.2 Measurement Model of CSR, Organizational Commitment and 

Employee green behavior with factor loading 

This section display the Amos graphic with represent the measurement model 

of 3 constructs (CSR, OC and EGB) 

 

 

Figure 4.1 Measurement Model of CSR 
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Figure 4.2 Measurement model of organizational commitment 

 

 

 

 

Figure 4.3 Measurement model of employee green behavior 
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Table 4.3 Factor Loading of all items 

 

CONSTRUCTS ITEMS FACTOR LOADING 

CSR PC-Q1 0.76 

CSR PC-Q2 0.73 

CSR PC-Q3 0.83 

CSR PC-Q4 0.88 

CSR ETHC-Q5 0.81 

CSR ETHC-Q6 0.80 

CSR ETHC-Q7 0.90 

CSR ETHC-Q8 0.86 

CSR ETHC-Q9 0.79 

CSR LC-Q10 0.79 

CSR LC-Q11 0.79 

CSR LC-Q12 0.73 

CSR LC-Q13 0.76 

CSR EC-Q14 0.82 

CSR EC-Q15 0.84 

CSR EC-Q16 0.81 

CSR EC-Q17 0.83 

CSR EC-Q18 0.80 

OC OC-AC-Q19 0.71 

OC OC-AC-Q20 0.73 

OC OC-AC-Q21 0.93 

OC OC-AC-Q22 0.96 

OC OC-AC-Q23 0.85 

OC OC-CC-Q26 0.69 

OC OC-CC-Q27 0.86 

OC OC-CC-Q28 0.78 

EGB EGB-WS-Q34 0.70 

EGB EGB-WS-Q37 0.80 

EGB EGB-WS-Q38 0.71 

EGB EGB-AH-Q39 0.81 

EGB EGB-AH-Q40 0.83 

EGB EGB-AH-Q41 0.77 

EGB EGB-AH-Q42 0.91 

EGB EGB-C-Q43 0.93 

EGB EGB-C-Q44 0.88 

EGB EGB-C-Q45 0.79 

EGB EGB-TI-Q51 0.91 

EGB EGB-TI-Q52 0.94 

EGB EGB-TI-Q53 0.92 

EGB EGB-TI-Q54 0.81 

EGB EGB-TI-Q55 0.73 
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4.4.3 Factor Loading of all items 

From the figure 4.1 – 4.3 and table 4.3 shows the all measurement models and factor 

loadings of all constructs, which presents the relationship of the constructs (CSR, OC 

and EGB) and their indicators.   All factor loadings of CSR, OC and EGB are ranged 

from 0.69 - 0.96 which represent very good factor loading.  Factor loading is basically 

the correlation coefficient for the variable and factor.  Factor loading shows the 

variance explained by the variable on that particular factor.  In the SEM approach, as 

a rule of thumb, the value factor loading which close to 1 represents that the factor 

extracts sufficient variance from that variable, and the factors should have three or 

more items.  

 

4.5 Model Fit test of the constructs 

Fitness of SEM refers to the ability of a model to reproduce the data; this 

measurement is required before interpreting the causal paths of the structural model, 

particularly in a measurement model.  There are various fit indices in SEM, such as 

chi square and other relevant fit indices.  Fit indices of SEM included Chi Square test 

(𝟀²), however, in SEM which using AMOS software, the chi-square value is 

represented by CMIN.  CMIN which equal to 𝟀²/ degree of freedom (df). If the chi-

square is not significant, the model is regarded as acceptable.  Regarding to the 

chapter 3 other fit index are GFI and AGFI: Goodness of fit index and adjusted 

goodness of fit index.    

NFI or Normed fit index, IFI: Incremental fit index. CFI or Comparative fit index.  

However, the RMSEA: Root mean square error of approximation is also tested for the 

fitness of the models.   

 

Table 4.4 Fit test of Corporate Social Responsibility Confirmatory factor 

analysis 

2 /df GFI AGFI NFI IFI CFI RMSEA 

2.917 0.944 0. 919 0.964 0.976 0.976 . 055 
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4.5.1 Model Fit test of Corporate Social responsibility (CSR) 

(Confirmatory factor analysis) 

From the table 4.4 and figure 4.1 corporate social responsibility construct, 

consist of 3 parts and 18 items.  Within GFI, AGFI, NFI, IFI and CFI are 0.944, 0. 

919, 0.964, 0.976, 0.976 as shown in figure 4.1 and table 4.4, and residual errors are 

positive after using confirmatory factor analysis. RMSEA = 0.055 means the model is 

matched with the data, and 
2 /df is 2.917 <5 means the model is acceptable fit.  

Nevertheless, the model present the construct validity as this validity is achieved 

when the Fitness Indexes for a construct achieved the required level.  In addition, all 

the indexes indicate that the model fit is good fit and all the items can be used to 

Structure Equation Model analysis. 

 

 

Table 4.5 Fit test of organizational commitment confirmatory factor analysis 

2 /df GFI AGFI NFI IFI CFI RMSEA 

4.775 .974 .927 .984 .987 .987 .077 

 

4.5.2 Model Fit test of organizational commitment (Confirmatory factor 

analysis) 

From table 4.5 and figure 4.2, confirmatory factor analysis of organizational 

commitment, its construct has 3 components which consist of 15 items.  Within GFI, 

AGFI, NFI, IFI and CFI are 0.974, 0.927, 0.984, 0.987, 0.987 as shown in figure 4.2 

and table 4.5, and residual errors are positive after using confirmatory factor analysis. 

RMSEA=0.077 mean the model is match with data, and 
2 /df 4.775 which less than 5 

(<5) means the model is acceptable fit.  In addition, all the indexes indicate that the 

model fit is acceptable and all the items can be used to structure equation model 

(SEM) analysis.  

 

 

 

 



 

78 

Table 4.6 Fit test of Employee green behavior Confirmatory Factor Analysis 

2 /df GFI AGFI NFI IFI CFI RMSEA 

4.628 .931 .893 .956 .965 .965 .075 

 

4.5.3 Model Fit test of Employee green behavior (Confirmatory factor 

analysis) 

Figure 4.3 and table 4.6 shows the confirmatory factor analysis of employee 

green behavior, the factor of employee green behavior (EGB) was deducted from 5 

components to 3 components, which consists of 16 items.   

The fit indices presents as follow; GFI, AGFI, NFI, IFI and CFI are 0.931, 

0.893, 0.956, 0.965 and 0.965 as shown in figure 4.3 and table 4.5, RMSEA=0.075 

mean the model is match with data, and which the 
2 /df is 4.628 which greater than 5 

(<5) means the model is acceptable fit.  In addition, all the indexes indicate that the 

model fit is acceptable and all the items can be used to structure equation model 

(SEM) analysis.   

 

4.6 Structural Equation modeling (SEM) 

As mentioned earlier, the Confirmatory Factor Analysis (CFA) is used to 

determine the factors and factor loadings of measured variables, and to confirm that 

each factor is associated with a specified dimension of measured variables.   In this 

section again, the Chi-square by degree of freedom (CMIN) and a number of other 

goodness-of-fit indexes are used to test how well the model fits. 

 

 

 

 

 

 

http://www.statisticssolutions.com/academic-solutions/membership-resources/member-profile/conducting-analyses-results/videos/chi-square/
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4.6.1 SEM (Confirmatory Factor Analysis) of CSR and organizational 

commitment 

 

Figure 4.4 The CFA of CSR and organizational commitment  

Table 4.7 Fit test of CSR to organizational commitment 

2 /df GFI AGFI NFI IFI CFI RMSEA 

2.428 . 0.943 0.903 0.957 .0.947 . 0.947 .077 

 

The results shows in figure 4.4 and table 4.7, show 
2 /df (Chi-square/ df) 

=2.428, it is below 3 that means it’s an adequate model. Incremental Fit Index 

(IFI=0.947) and Comparative Fit Index (CFI=0.947) are more than 0.9 which means a 

good fit. Moreover, Normed Fit Index (NFI=0.957), Goodness of Fit Index 

(GFI=0.943) and Adjusted Goodness of Fit Index (AGFI=0.903) are more than 0.9 

represent a good fit. The RMSEA is 0.047 (RMSEA<0.05) which represents excellent 

fit. Therefore, all the indexes are prove the model fit is good and stable.   
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4.6.2 SEM (Confirmatory Factor Analysis) of organizational commitment 

and employee green behavior 

 

Figure 4.5 The CFA of organizational commitment and employee green behavior 

 

Table 4.8 Fit test of Organizational Commitment to employee green behavior 

2 /df GFI AGFI NFI IFI CFI RMSEA 

4.910 0.821 .821 0.886 0.907 0.907 .078 

 

The results shows in figure 4.5 table 4.8, 
2 /df (Chi-square/ df) = 4.910 less 

than 5 mean the model is suitable, Incremental Fit Index (IFI=0.907) and 

Comparative Fit Index (CFI=0.907) are more than 0.9 which means good fit. 

Moreover, Normed Fit Index (NFI=0.886), Goodness of Fit Index (GFI=0.821) and 

Adjusted Goodness of Fit Index (AGFI=0.821) which more than .0.9 mean a good fit. 

And RMSEA is 0.078 (RMSEA<0.05) which represents excellent fit. Therefore, all 

the indexes are prove the model fit is good and stable.  
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Figure 4.6 Structural equation modeling of Corporate Social Responsibility, 

organizational commitment, and employee green behavior 

 

4.6.3 SEM (Confirmatory Factor Analysis)  of CSR and organizational 

commitment and employee green behavior 

From figure 4.6 present the Structural Model of Corporate Social 

Responsibility, organizational commitment and employee green behavior.The model 

present the relationship of those three constructs, CSR construct is independent or 

exogenous variable, employee green behavior is an dependent or endogenous 

variable, while organizational commitment play as both exogenous and endogenous.  

The model has been tested for the fitness.  

Table 4.9 The model fit test of CSR to organizational commitment and Employee 

green behavior 

2 /df GFI AGFI NFI IFI CFI RMSEA 

2.428 .934 .903 .957 .974 .934 .047 

 

The results shows in figure 4.6 table 4.9, 
2 /df (Chi-square/ df) = 2.428 less 

than 5 mean the model is suitable, Incremental Fit Index (IFI=0.974) and 

Comparative Fit Index (CFI=0.934) are more than 0.9 which means good fit. 

Moreover, Normed Fit Index (NFI=.957), Goodness of Fit Index (GFI=0.934) and 

Adjusted Goodness of Fit Index (AGFI=0.903) which more than 0.9, mean a good fit. 
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And RMSEA is .047 (RMSEA<0.05) which represents excellent fit.  Therefore, all 

the indexes are prove the model fit is good and stable.  

 

4.7 Hypothesis Testing of Mediation Effect 

From previous section, the relationship of variables associated with the 

estimation of our hypothesized structural models are tested.   

The overall model fit is acceptable and all statistically significant which is 

confirmed for testing the hypotheses.  In this part, present the mediation effect of 

organizational commitment between CSR and employee green behavior. 

Base on Baron and Kenny’s (1986), there are three requirements for testing 

the mediation effect:  

1) The independent variables must effect on mediating variables.  

2) The independent variables must effect on the dependent variables.  

3) The mediator variables must effect on the dependent variables. 

In this study, CSR play as an independent variable, employee green behavior 

play as a dependent variable, while organizational commitment play as a mediator 

variable.   Furthermore, the standardize regression weight is also employed for this 

analysis. 

Besides, when all requirements are examined, testing the mediation effect 

using SEM require significant result (standardize regression) for those variables are 

implemented, Hair et al (2006). Standardize regression weight has been used for 

scholars for execute the mediation testing (Mohamad et al., 2014). 
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4.7.1 Direct relationship of Corporate Social Responsibility and 

organizational commitment  

 

 

Figure 4.7 The Direct Relationship of Corporate Social Responsibility (CSR) and 

organizational commitment 

 

In this part, the model is tested for direct effect of corporate social 

responsibility (CSR) to organizational commitment (OC). The results indicated that 

corporate social responsibility has positivity relationship with organizational 

commitment with the beta coefficient = .69 (see figure 4.7).  Besides, the result of 

standardize estimate (see table 4.10) show direct effect of CSR to organizational 

commitment present the standard estimate .901 mean the OC is being explained by 

CSR by 90 percent approximately.  Standard error (SE) is 0.73 which consider small 

value indicate the good reliability of the mean. 

A small SE is an indication that the sample mean is a more accurate reflection 

of the actual population mean (McHugh, 2008).  The critical  ratio (C.R.) is 12.275 

which is greater than 1.96 indicates the factor varience is sinificant.   Besides,  the P 

value is  < .01, which present the significant result of this path.   
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Table 4.10 The Summary of   Standardized Estimate : Direct effect of Corporate 

Social Resposibility and organizational commitment 

   
Estimate S.E. C.R. P Label 

OC <--- CSR .901 .073 12.275 *** par_25 

 

4.7.2 Direct Relationship of CSR and employee green behavior 

In this part, the model is tested for direct effect of CSR to employee green 

behavior (EGB).  The results indicated that CSR has positivity relationship with 

employee green behavior with the beta coefficient = .54 (see figure 4.8).  

Furthermore, the result of regression weight (see table 4.11) show the estimate direct 

effect of CSR to Employee  green behavior present the Standard estimate .497 mean 

the EGB is being explained by CSR by 49 percent approximately.  Standard error is 

.047 which consider small value indicate the good reliability of the mean.  

Furthermore, a small SE is an indication that the sample mean is a more 

accurate reflection of the actual population mean (McHugh, 2008).  The critical  ratio 

(C.R.) is 10.603 which is greater than 1.96 indicates the factor varience is sinificant.  

Beside the P value is  < .01 which present the significant result.   

 

Figure 4.8 The Direct Relationship between Corporate Social Responsibility And 

employee green behavior 
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Table 4.11 The Summary of   Standardized Estimate : Direct effect of Corporate 

Social Resposibility and Employee green behavior 

   
Estimate S.E. C.R. P Label 

EGB <--- CSR .497 .047 10.603 *** par_33 

 

 

Figure 4.9 The Direct relationship of organizational commitment and employee 

green behavior 

 

Table 4.12 The Summary of Standardized Estimate of organizational 

commitment and employee green behavior 

   
Estimate S.E. C.R. P Label 

EGB <--- OC .458 .034 13.396 *** par_24 

 

4.7.3 Direct relationship of organizational commitment and Employee 

green behavior 

In this part, the model is tested for direct effect of organizational commitment 

to employee green behavior.  The Results indicated that organizational commitment 

has positivity relationship with Employee green behavior with the beta coefficient = 

.40 (see figure 4.9).   
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Moreover, the result of regression weight (see table 4.12) show the estimate 

direct effect of organizational commitment to empoyee green behavior present the 

standard estimate .458 mean the EGB is being explained by CSR by 46 percent 

approximately.  Standard error (SE) is .034 which consider small value indicate the 

good reliability of the mean (McHugh, 2008).   

The critical  ratio (C.R.) is 13.396 which is greater than 1.96 indicates the 

factor varience is sinificant.  Beside the P value is < .01 which present the significant 

result.   

 

Figure 4.10 The relationship between Coporate Social Responsibility CSR and 

employee green behavior (EGB), and organizational commitment (OC) as a 

mediator 

4.7.4 The relationship between Coporate Social Responsibility and 

employee green behavior, and organizational commitment as a mediator 

Regarding to the  figure 4.10, present the model  of the relationship between 

coporate social resposibilty, employee green behaviorand and organizational  

commitment.  The beta coeffecicien of CSR to EGB is drop down from .54 to .20.  

The value of .20 > .0, therefore, organizational commiment perform as partial 

mediator.  The Critical ratio is greater than 1.96 mean the factor covariance is 

significant (Schumacker, 2004).  
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Table 4.13 The summary of  Standardize Estimate : Relationship among 

CSR, organizational commitment and employee green behavior   

 

OC 

 

<--- 

 

CSR 

Estimate 

.918 

S.E. 

.076 

C.R. 

12.106 

p 

*** 

Label 

par_42 

EGB <--- CSR .258 .045 5.766 *** par_40 

EGB <--- OC .362 .035 10.209 *** par_41 

 

 

From the table 4.13 show, corporate social responsibility (CSR) has a positive 

effect on organizational commitment (OC) (0.918), and the organizational 

commitment (OC) has positive effect to employee green behavior (EGB) (0.362).  

Besides, CSR has a positive effect on employee green behavior is drop down from 

.497 to 0.258, after the organizational commitment (OC) variable enter to the model. 

Therefore, this model support the hypothesis that organizational is mediating variable 

between corporate social responsibility and employee green behavior. All standard 

error (SE) of the paths of CSR to OC, CSR to EGB and OC to EGB are .076, .045, 

.035 respectively which are considered small value, indicate the good reliability of the 

mean.  All critical ratio (C.R.) of the three paths are 12.106, 5.766, and 10.209, which 

are greater than 1.96 mean the factor covariance is significant (Schumacker, 2004). 

All p-Value < .01 is show mean significant result.   

In conclusion, this study find the expected positive relationship between CSR 

and organizational commitment, and employee green behavior, as well as a positive 

association between organizational commitment and employee green behavior.  The 

analysis also proved that organizational commitment mediates the link between CSR 

and employee green behavior as show in the table 4.14 below. 

Table 4.14 The result of hypothesis testing 

Item Hypothesis Result 

H1 There is a positive relationship between corporate social 

responsibility and organizational commitment  

Accepted 

H2 There is a positive relationship between organizational 

commitment and employee green behavior 

Accepted 

H3 The organizational commitment is a mediating variable between 

corporate social responsibility and employee green behavior. 

Accepted 
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Summary of the Chapter 

This chapter presents the results of data analysis, and explain the test of 

hypotheses of this study.  The descriptive statistic used to interpret the demographic 

characteristics, while factor analysis, structural equation modeling (SEM) which 

AMOS software were used to test the hypotheses. The demographic of the 

respondents includes age, gender, and number of years working in the organization; 

number of times joining the company’s CSR activities. 

Furthermore, reliability and validity are tested for all 3 factors, CSR, OC and 

EGB.  The mean of all variables ranged from 3.973 to 6.083 and the standard 

deviation ranged from 1.0289 to 1.7854.  Both exploratory and confirmatory factor 

analysis (EFA and CFA) are used to analyze the model.  After running the EFA, the 

12 components of all constructs are deducted to 9 components. Hence, the step of 

CFA was took place. Internal reliability is indicated by Cronbach’s Alpha, which all 

variables are above 0.7.   

In order to test the hypothesis, the confirmatory factor analysis between CSR 

and OC, CSR and EGB as well as OC and EGB are performed.  They are all achieved 

the required level of the fitness.  Furthermore, to test the mediation role of 

organizational commitment (OC), both direct and indirect effect of CSR, EGB and 

OC are performed. From the standardized estimate tables, and the value of beta 

coefficients show that corporate social responsibility has a positive effect on 

employee green behavior and organizational commitment. The organizational 

commitment has positive effect to employee green behavior, and organizational is 

mediating variable between CSR and employee green behavior with the all p-Value 

are significant result.   
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CHAPTER 5 

CONCLUSION, DISCUSSION AND RECOMMENDATION  

 

This chapter consists of five parts.  The first part focuses on summary of the   

research results, which briefly answers the research questions and hypotheses.  

Second   part presents the discussion, which compare and contrast of this study with 

previous researches.  The third and fourth parts are explain the research and 

managerial   implications of the research results with the theoretical background that 

are relevant to literature   findings.  The fifth part presents the limitations of 

conducting the research and provides the specific guidelines based on this study for 

recommendations of the future research.   

5.1 Summary of study and research result 

Regarding to the literature finding, the result focused on the concept of 

corporate social responsibility, which has been employed as the strategic tool of 

business organizations and widely used for international business strategies.  The 

previous studies also found that there is a significant relationship between employee’s 

perceptions on corporate social responsibility activities and organizational 

commitment.  Frequent of organizations employ CSR to lift up the level of their 

employee’s commitment to the companies, as they believed that employees are the 

important stakeholders of the organizations.  Regarding to this subject, some 

organizations also treat the natural recourses as one of their external stakeholders.  

Besides, the employees want to work with the organizations, which concern the 

environment, and companies with strong environment sustainability and social 

responsibility programs have much higher employee engagement rates.  From this 

point, the study focus on the three main Questions, Does corporate social 

responsibility have any relationship with employee’s organizational commitment?   

Does employees’ organizational commitment have any relationship with employee 

green behavior?  Does corporate social responsibility have any relationship with 

employee green behavior?  Additionally, in order to fulfill the gaps in a knowledge of 

variables missed in the past research, this study also the 3 hypotheses were tested to 

accomplish those research questions.   
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Hypothesis 1 focus on a testing of the positive relationship between 

employees’ perceived corporate social responsibility and organizational commitment.  

While hypothesis 2 is tested the positive relationship between organizational 

commitment and organizational employee green behavior.  Besides, hypothesis 3 is 

disclose the organizational commitment play as a mediating variable between 

corporate social responsibility and employee green behavior. 

In conclusion, the result showed a positive relationship between employees’ 

perceived corporate social responsibility and organizational commitment and showed 

a positive relationship between organizational commitment and employee green 

behavior. Furthermore, the organizational commitment play as a mediating variable 

between corporate social responsibility and employee green behavior.  

5.2 Discussion   

Regarding to the previous finding, construct of CSR was employed the 

Carroll’s model, which consists of 4 dimensions (Philanthropy, ethical, legal and 

economic).  Nevertheless, the result of this study was reformed CSR into 3-dimension 

model, which comprises of philanthropy, organizational integrity and economic.  The 

dimension of ethical and legal are united in to the same dimension and is termed as 

Integrity.  This result show the used of organizational integrity which developed by 

Paine (1994). This theory combined the ethic management concept with the law 

concept and named the new term as organizational integrity. 

Besides, in this study, the construct of organizational commitment, is first 

employed the model of Meyer an Allen (1997), which consisted of 3 dimensions: 

affective, normative and continuance.   Notwithstanding, the result from this study 

was adjusted from those dimensions into 2 dimensions.  Hence, there are only 2 

dimensions which consisted of affective and continuance that is slightly similar to the 

previous research which most scholars focus merely on affective commitment.  

Regarding to the theory of employee green behavior, the study used the model of Steg 

and Vlek (2009), which consist of 5 dimensions (working sustainability, avoiding 

harm, conserving, influencing others, and taking initiatives).  Nonetheless, the result 

has been modified into 3 dimensions (working sustainability, conserving and taking 

Initiative).  In fact, those 5 dimensions are quite new in testing of green behavior, 
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particularly in Thai context.  Therefore, the questions may not suitable enough to test 

for different setting of the same original variables.  

In addition, during the process of factor analysis, it attempts to bring inter 

correlated variables together under more general, fundamental variables.  The goal of 

factor analysis is to reduce the dimensionality of the original group of items and to 

give a better interpretation to the new set.  The factor analysis offers not only the 

possibility of gaining a clear view of the data, but also the possibility of using the 

output in subsequent analyses.  Hence, the new 3-dimension of green behavior is 

verified, and may be suitable for this study in terms of context, culture, and other 

circumstances. 

In terms of hypothesis testing, the concepts of all constructs in this research 

have been studied and analyzed and those hypotheses have been accepted.  Therefore, 

the result of this study is very relevant literature findings.  For instance, Bramer 

(2007) investigated employees’ reactions to CSR initiatives and found a positive 

correlation between perceived CSR and employees’ attitudes toward organizational 

commitment.  In addition, Ali et al., (2010), Tilleman (2012) and Terano (2016) also 

described that this condition occurred because employees could fully define the 

activity of social responsibility and generate engagement to the organization.  In other 

words, employee’s perceptions on corporate social responsibility activities 

significantly influenced organizational commitment. (Ali et al., 2010, Tilleman 2012, 

Terano 2016).  Furthermore, the previous scholar, Azim (2016) has done the research 

on corporate social responsibility and employee behavior, and treated the 

organizational commitment as mediator.  The result showed that there was a positive 

relationship among perceived CSR and organizational commitment (OC), employee 

engagement and organizational citizenship behavior related to organization. 

From this study, the result of positive relationship of the corporate social 

responsibility and organizational commitment has supported the finding of Tuker 

(2009), he studied on “How corporate social responsibility influences organizational 

commitment”.  The respondents were the business professionals in Turkey.  The study 

found that both social and non-social stakeholders, employees, and customers were 

the significant predictors of organizational commitment.  Besides, the result of the 

study showed the positive relationship between Corporate Social responsibility and 

Employee green behavior, which relevant to the data form Cone communication in 
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2015, which are revealed that employees want to work with the organizations, which 

concern the environment. Moreover, companies with strong environment 

sustainability and social responsibility programs have much higher employee 

engagement rates (Davies, 2014).  

Additionally, the result of positive relationship of CSR and Employee green 

behavior also supported the literature finding of Closon et al (2014), he conducted the 

research on "Perceptions of Corporate Social Responsibility, organizational 

commitment and job satisfaction".  The study found that social responsibility and 

stakeholder theory supported employees perceived CSR’s company, particularly 

environmental CSR.  

In addition, a positive relationship between organizational commitment  and 

employee green behavior also supported the literature finding of Lamm (2013) and 

Vachon and Brecher (2016), which found that environmental pollution is one of the 

most important relevant to the jobs and the environment.  This finding also confirmed 

that if the employees comprehend and practice to environment sustainability, they 

tend to reduce the personal and organizational resource consumption and lead to 

organizational commitment (Lamm 2013).  

5.3 Research Implication 

The most important of research implication of this study supports the better 

understanding of research models, particularly in areas of CSR, organizational 

commitment and green behavior.  As from the finding of Aguilera (2007), Ali et al 

(2012) and Santhosh (2015) inferred that the concept of CSR is widely used as 

business strategy for many organizations, its definition is still difficult to confirm and 

lack of the universal understanding.  Therefore, we recommend that the scholar 

should clearly identify the terminology of all concepts in their study, as the evidences 

of its applications are often under different names, traditions, and rationales, around 

the world (Carroll, 2016).  Likewise, the topics related to environmental sustainability 

and preservation are gaining the importance across many different research areas, 

scholars in organizational behavior have produced very little regarding how to 

promote green behavior in organizations (Anderson, Jackson and & Russell, 2013; 

Araujo 2014).  Therefore, we recommend that  
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1) The result this study can be used to enhance better understanding and give 

further suggestion for both scholars as well as business practices.   

2)  This Research provides a roadmap for business organization to exploit or 

modify their business models particularly in CSR, which is modified into 3 

dimension, from this result, we suggest the scholar employ the concept of 

organizational integrity into the future research in the relevant area. 

3) The result showed the organization commitment play as a mediating role 

between corporate social responsibility and employee green behavior.  Hence, this 

study explored the conduct of organizational commitment, the scholars may applied 

the finding of this construct to relevant study in the organizational behavior such as 

employee engagement, or perceived organizational support or other related variables.   

5.4 Managerial implications  

Regarding to the past research referred that it is still shortage of the use of the 

organizational commitment as a mechanism to link with the CSR initiatives 

(Bhattacharya and Sen 2009).  It is clear that the organizational commitment leads to 

the higher employee green behavior and influence the environmental sustainability.  

Therefore, we recommend the practitioners apply this research result to their 

organizations, since the Organization commitment reflect to green employee 

behavior, it can help the organization in terms of lowering the cost by using the model 

of Employee green behavior from this study.  The evidences of its applications are 

often under different names, traditions, and rationales, around the world (Carroll, 

2016).  For example, Dahlsrud (2006) identified and analyzed that there are 37 

different definitions of CSR, and his study did not capture all of them.  Regarding to 

the practice of employee green behavior, it is quite difficult to develop as the 

individual’s level, because it is unpredictable (Stag and Vlek, 2009).  From this study, 

we focus on employee points of view; therefore, the business organizations should 

apply this evident to management level in order to confirm the feedback from 

executive of the organizations.  

Besides, in this study presented the organization commitment play as a 

mediating role between corporate social responsibility and Employee green behavior.  

Consequently, the business organizations should gain the benefit of this result by 

focusing on the employees’ organizational commitment to leverage green behavior of 



 

94 

their employees, which lead to organizational sustainability in the long run.  

Furthermore, the concept of sustainable development found that some organizations 

count the natural environment as a stakeholder, and includes the natural environment 

as a stakeholder was worthwhile as a method of improving a firm’s environmental 

performance Barter (2011).  

5.5 Limitations and Recommendations for Future Researches  

Regarding to the research methodology, this study employed the quantitative 

method, and focused merely on employees points of view.  The research result may be 

inadequate for conclude the total picture of organization presentation.  Therefore, the 

future should employ both quantitative and qualitative particularly in-depth interview 

in order to comprehend the entire outcome.   

In terms of examining models, not all of constructs may be accustomed to 

Thai context, particularly the normative commitment, which is, recognized the same 

meaning of Affective commitment.    This study tested all 4 dimension of Carroll’s 

CSR, however, the new term of concept termed integrity is added to the model.  

Therefore, the future research should develop the new model which relevant to 

organizational integrity, which may get a better result and create the originality to 

relevant context.    

Since, the result showed that dimensions of both organizational commitment 

and Employee green behavior are adjusted to 2 and 3 dimensions respectively.  

However, the future research should develop the models prior to this result, in order to 

find specific dimensions for each construct.   

 

Summary of the chapter 

This chapter provides a brief of research result, which explain the research 

questions and the approval of hypothesis testing.   While the discussion part focus on 

the link between previous research finding and the result of this study.  The research 

and managerial implication part obtain the suggestion of benefits from this study 

which can be applied to both scholars and practitioners. Furthermore, this study 

present the limitations facets which occurred during conducting the research, and 

provide better mechanisms, which will enable scholars for conducting the researches 

in the future.   
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Appendix 1  

Thai Questionnaire 

 
 
เรียนท่านผู้ตอบแบบสอบถาม 

ผูท้ าวิจยัขอบขอบคุณเป็นอย่างสูงที่ท่านสละเวลาอันมีค่าในการอนุเคราะห์กรอกแบบสอบถาม แบบสอบถาม
นี้มีวัตถุประสงค์เพื่อใช้ในการ หาความสัมพันธข์องความรับผิดชอบต่อสังคมขององค์กร ความผกูพันของ
พนักงานที่มตี่อองค์กรและพฤตกิรรมสีเขียวองค์กรในด้านการรกัษาส่ิงแวดล้อม โดยข้อมูลจะใชส้ าหรับการ
วิจัยครัง้นี้เป็นส่วนหนึ่งวิทยานพินธ์ของโครงการปริญญาเอก มหาวิทยาลัยหอการค้าไทย  
    

ขอขอบพระคุณอย่างสูง  

ผู้วิจัย 

 
ข้อมูลทั่วไปของผู้ตอบแบบสอบถาม 

อาย ุ  20 – 30,  31 – 40,  41 -50,  50 หรือมากกว่า 

เพศสภาพ       ชาย       หญิง 

ระยะเวลาที่ท างานในองค์กรนี้   1-5 ป ี  6-10 ป ี  11 – 15   15 ปีขึ้นไป 

ชื่อองค์กร………………………………….. 

จ านวนครั้งที่ร่วมโครงการ CSR กับองค์กร ............ 1- 3 ครั้ง  4 - 5 ครั้ง  มากกว่า 5 ครั้ง 
 
ค าชี้แจง กรุณาใส่เคร่ืองหมาย ลงในช่องที่ทา่นต้องการให้คะแนน โดยที่ 1 จะหมายถงึ ไม่เห็นด้วย

อย่างยิ่ง และ 7 จะหมายถึง เหน็ด้วยอยา่งยิ่ง   

1.=  ไม่เห็นดว้ยอย่างยิ่ง  2. = ค่อนข้างไม่เห็นด้วย   3. = ไม่เห็นด้วย 4. = ปานกลาง 

5. = เห็นด้วย 6. = ค่อนข้างเห็นด้วย 7 = เห็นดว้ยอย่างยิ่ง 

 

 

 

http://www.google.co.th/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&ved=0ahUKEwiJxbGRpJ3QAhXJvo8KHQMMAigQjRwIBw&url=http://www.utcc.ac.th/index.php/en/news/news_detail/1422&psig=AFQjCNEipr4NZL72De54WRL04CYGez10uQ&ust=1478836141782516
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ส่วนที่ 1 

องค์ประกอบด้านความรับผิดชอบต่อสังคมขององค์กร 

1.1 องคป์ระกอบความรับผิดชอบต่อสังคมด้านการกุศล  

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

1. องค์กรของฉันมีการจัดสรรงบประมาณ/ บริจาคเงินทุนให้กับชุมชน        

2. องค์กรของฉันมีความร่วมมือกับองค์กรที่ไมแ่สวงหาก าไร        

3. องค์กรของฉันมีกิจกรรมจติอาสาจากพนักงานด้วยความสมัครใจ        

4. องค์กรของฉันส่งเสริมความรว่มมือกับโรงเรยีนและธุรกจิในชุมชน        

 

1.2 องคป์ระกอบความรับผิดชอบต่อสังคมขององค์กรในด้านจริยธรรม 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

5. องค์กรของฉันแข่งขันทางการคา้อย่างมจีริยธรรม        

6. องค์กรของฉันต่อต้านขบวนการต่างๆ ที่ผิดต่อศีลธรรมจรรยาบรรณ        

7. องค์กรของฉันยึดหลักการด าเนินธุรกิจที่ซื่อสัตย์ในทุกๆความตกลง

ทางการค้า 

       

8. องค์กรของฉันเป็นที่รบัรู้ว่าเป็นองค์กรที่ซื่อตรงในการท าธุรกจิ        

9. องค์กรของฉันมีนโยบายที่เกี่ยวข้องกับสิทธมินุษยชน        
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1.3 องคป์ระกอบความรับผิดชอบต่อสังคมขององค์กร ในดา้นกฎหมายและกฎระเบียบต่างๆ 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

10. องค์กรของฉันได้ปฏิบัตติามกฎระเบียบและกฎหมายอย่างเคร่งครัด        

11. องค์กรของฉันเคารพต่อสิทธขิองลูกค้ารวมไปถึงกฎหมายต่างๆที่

เกี่ยวข้อง 

       

12. องค์กรของฉันผลิตสินค้าที่ได้มาตรฐานตามเกณฑท์ี่กฎหมายก าหนด

ทั้งในประเทศและระดับสากล 

       

13. องค์กรของฉันจ่ายภาษีให้แก่รัฐบาลอย่างถูกต้องและต่อเน่ือง        

  

1.4  องค์ประกอบความรับผิดชอบต่อสังคมขององค์กรในด้านเศรษฐกิจ /ผลประกอบการ/ผลก าไร  

ที่องค์กรต้องรับผิดชอบ 

(ในส่วนนี้ผู้ตอบแบบสอบถามควรมีอายงุานต้ังแต่ 3 ปีขึ้นไป ซึง่สามารถตอบรายละเอียดได้) 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

14. องค์กรของฉันจัดเป็นองค์กรที่ประสบความส าเร็จด้านผล

ประกอบการและมีความสามารถในการลดต้นทุนด้านการด าเนินงาน 

       

15. ผู้บริหารมีการจัดท ากลยทุธ์ระยะยาวให้กับองคก์ร        

16. องค์กรของฉันให้ความส าคญักับผลตอบแทนกับผู้ถือหุ้นอยางเปน็

ธรรม 

       

17. องค์กรของฉันมีฐานะทางการเงนิอยู่ในระดับด ี        

18. องค์กรของฉันสามารักษาต าแหน่งทางการแข่งขันในตลาดได้อยา่ง

ต่อเนื่อง 
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ส่วนที่ 2 

องค์ประกอบในเร่ืองต่อความผูกพันกับองค์กร 

2.1: ความผูกพันด้านจิตใจ 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

19. ฉันจะท างานกับองค์กรนี้ไปจนเกษียณอาย ุ        

20. ฉันรู้สึกว่าปัญหาขององค์กรเป็นส่วนหนึ่งของปัญหาของฉัน        

21. ฉันรู้สึกเป็นส่วนหนึ่งขององค์กรนี้        

22. ฉันมีความผูกพันกบัองค์กรน้ี        

23. ฉันรู้สึกว่าคนในองค์กรเปรียบเสมือนคนในครอบครัว        

 

2.2 ความผูกพันด้านความต่อเน่ือง (และผลตอบแทน และทางเลือกใหท้ างานที่นี่ต่อ) 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

24. ผลตอบแทนทีไ่ด้เป็นสาเหตหุนึ่งที่ท าให้ฉันท างานที่นี่ต่อ        

25. ฉันรู้สึกล าบากใจทีจ่ะออกจากงานน้ีแม้ว่าไม่ต้องการทีจ่ะท างานต่อ        

26. ถ้าออกจากองค์กรนี้ฉันอาจมาความเป็นอยูท่ี่ยากล าบาก        

27. ฉันยังท างานที่เนื่องจากไมม่ีทางเลือกอื่นถ้าจะออกจากงาน        

28. ถ้าฉันไม่ได้ลงทุนลงแรงไปกับงานที่นี่ ฉันคงออกไปท างานที่อื่นแล้ว        
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2.3 ความผูกพันด้านบรรทัดฐานทางสังคม (ความจงรักภักดีของบุคคลทีม่ีต่อองค์กร) 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

29. ฉันท างานที่องค์กรน้ีด้วยความเต็มใจ ไมรู้สึกว่าเป็นหน้าที่ที่ต้องอยู่

ในบริษัทนี ้

       

30. ถึงแม้มันจะเป็นประโยชนต์่อตัวฉัน แตท่่านจะรู้สึกว่าไม่ถูกต้องที่จะ

ลาออกจากองค์กรน้ี 

       

31. ฉันรู้สึกผิดถ้าจะออกจากองค์กรนี้        

32. องกรน้ีสมควรได้รับความจงรักษ์ภักดีจากฉัน        

33. ฉันคิดว่าองค์กรน้ีมบีุญคุณกับฉนั         

 

ส่วนที่ 3  

องค์ประกอบด้านพฤติกรรมในองค์กรที่เกี่ยวกับความยั่งยนืทางด้านสิ่งแวดล้อม 

3.1 ระบบการท างานอยา่งยั่งยืน 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

34. ทุกครั้งถ้ามีโอกาส ฉันจะเลือกใช้ผลิตภัณฑท์ี่เป็นมติรกับ

ส่ิงแวดล้อม 

       

35. ฉันเป็นคนที่เลือกใช้เทคโนยทีี่มปีระโยชน์ต่อส่ิงแวดล้อม        

36. ฉันมีส่วนในการพัฒนาระบบการท างานใหม่ๆที่ชว่ยลดการใช้

ทรัพยากร 

       

37. ฉันมักจะเลือกระบบการท างานโดยค านึงถึงผลกระทบสิ่งแวดล้อม

เป็นหลัก 

       

38. ฉันคุณมีส่วนในการออกแบบผลติภัณฑ์ ที่เป็นมิตรต่อส่ิงแวดล้อม        
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3.2 การหลีกเลี่ยงผลกระทบทีท่ าลายสิ่งแวดล้อม 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

39. ฉันช่วยลดการใชท้รัพยากรโลกโดยการซ่อมและบ ารุงส่ิงของของให้

กลับมาใช้ได้ดีแทนการซื้อใหม ่

       

40. ฉันช่วยสอดส่องดูแลกระบวนการต่างๆ ในองค์กรที่จะมีผลกระทบ

กับส่ิงแวดล้อม 

       

41. ฉันมีส่วนร่วมในโครงการขององค์กรในด้านการพัฒนาปรับปรุง

คุณภาพสิ่งแวดล้อมของชุมชนน้ันๆ 

       

42. ฉันจัดการกับวตัถุอันตราย อย่างเหมาะสมโดยค านึงถึงสิ่งแวดล้อม        

 

3.3 การอนุรักษ์ทรัพยากร 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

43. ฉันใช้น้ าอย่างประหยัด หมั่นตรวจสอบการรั่วไหลของน้ า เพื่อลด

การสูญเสียน้ าอย่างเปล่าประโยชน์และไมป่ล่อยให้น้ าไหลตลอด 

เช่น ตอนล้างหน้า หรือ แปรงฟนั  

       

44. ฉันจะพยายามยืดอายุการใช้งานของวัสดุอุปกรณ์ต่างๆ เพื่อใหใ้ช้

งานได้นานที่สุด 

       

45. ฉันจะน าของเหล่านี้กลับมาใช้ปะโยชน์ใหม่ เช่น กระดาษ พลาสติก 

ขวดแกว้ และอุปกรณ์ที่ recycle ได ้

       

46. ฉันช่วยลดการใชพ้ลังงานโดยการปิดอุปกรณ์ไฟฟ้าทุกชนิดเมื่อเลิก

ใช้งาน 
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3.4 กระตุ้นผู้อื่นให้ค านึงถึงสิ่งแวดล้อม 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

47. ฉันแนะน าเพื่อนร่วมงานให้ค านงึถึงกระบวนการต่างๆ ที่เป็นมิตรต่อ

ส่ิงแวดล้อม 

       

48. ฉันจะเป็นคนจัดหาเอกสารส่ิงพมิพ์ต่างๆที่เกี่ยวข้องกับส่ิงแวดล้อม 

มาให้เพื่อนร่วมงานอ่าน 

       

49.  ฉันยกย่อง ชมเชยเพื่อนรว่มงานที่อนุรักษ์ส่ิงแวดล้อม        

50. ฉันยกย่องชมเชย เพื่อนร่วมงานมีพฤติกรรม ที่เป็นมิตรกบั

ส่ิงแวดล้อม 

       

 

3.5 ความเป็นผู้ริเร่ิม สร้างสรรค์ ในเร่ืองสิ่งแวดล้อม 

 รายละเอยีดข้อค าถาม 1 2 3 4 5 6 7 

51. ฉันเป็นคนที่เสนอโครงการใหม่ๆ  เก่ียวกับการเป็นมติรต่อ

ส่ิงแวดล้อม 

       

52. ฉันมีส่วนกระตุ้นให้ผูบ้ริหารองคก์รเห็นความส าคญักับประเด็นที่

เกี่ยวข้องกบัสิ่งแวดล้อม 

       

53. ฉันช่วยองค์กรน าเสนอหรือพัฒนานโยบายใหม่ๆ ที่คิดว่าจะชว่ยลด

ผลกระทบต่อส่ิงแวดล้อม 

       

54. ฉันจัดอันดับความส าคัญของการท าประโยชน์เพื่อส่ิงแวดล้อมใหอ้ยู่

ในล าดับต้นๆ 

       

55. ฉันเลือกที่จะการเดินทางที่สะดวกน้อยกว่า แต่เป็นประโยชน์กับ

ส่ิงแวดล้อม  
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Appendix 2  

English Questionnaire 

 
 

 

 

Dear Participant, 

This questionnaire is a part of the Doctoral Degree research at University of the Thai 

Chamber of Commerce.  It is aimed to find relationships between the corporate social 

responsibility, employees’ organizational commitment and employee green 

behaviour.  

Thank you for taking your time to complete this questionnaire. 

Kind regards, 

Researcher 

 

Participant’s general information 

Age  20 – 30,  31 – 40,  41 -50, 50 or above 

Gender   Male      Female 

Years working in this organization  1-5  6-10  11-15  15 or above 

Name of organization…………………………………… 

 

Note Please tick  in the column you want to score.  

1 means strongly disagree and 7 means strongly agree  

1= strongly disagree; 2 = rather disagree; 3 = disagree; 4 = neither disagree nor agree; 

5 = agree; 6 = rather agree; 7 = strongly agree  

 

http://www.google.co.th/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&ved=0ahUKEwiJxbGRpJ3QAhXJvo8KHQMMAigQjRwIBw&url=http://www.utcc.ac.th/index.php/en/news/news_detail/1422&psig=AFQjCNEipr4NZL72De54WRL04CYGez10uQ&ust=1478836141782516
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Part 1  

Elements of Corporate Social Responsibility 

1.1 Corporate social responsibility in Philanthropy  

No. Detail 1 2 3 4 5 6 7 

1. My organization provides budget for/donates to the 

community. 

       

2. My organization cooperates with non-profit 

organizations 

       

3. My organization holds volunteer spirit activities 

organized by staff. 

       

4. My organization promotes cooperation with school 

and business in the community 

       

 

1.2 Corporate social responsibility in terms of ethics 

No. Detail 1 2 3 4 5 6 7 

5. My organization performs trade competition with 

business ethics. 

       

6. My organization goes against unethical groups.        

7. My organization gets hold of faithful business 

operation in every trade agreement. 

       

8. My organization is known as an honest business 

organization.  

       

9. My organization has policies related to the human 

rights. 

       

 

1.3 Corporate social responsibility in laws and regulations 

No. Detail 1 2 3 4 5 6 7 

10. My organization strictly follows laws and regulations.        

11. My organization respects the customer rights as well 

as the relevant laws. 

       

12. Products of my organization meet standards specified 

by both domestic and international laws. 

       

13. My organization has paid taxes accurately and 

continuously. 
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1.4 Corporate social responsibility in economics (turnover/profit that the 

organization takes responsibility) 

No. Detail 1 2 3 4 5 6 7 

15. My organization is successful in terms of the turnover 

and reduction of operating cost  

       

15. The executives have designed the long-term strategies 

for the organization. 

       

16. My organization values the fair shareholder yield.        

17. My organization has a good financial status.        

18. My organization has maintained the market 

competitiveness.  

       

 

Part 2 

Elements of Organizational Commitment 

2.1: Psychological commitment (affective) 

No. Detail 1 2 3 4 5 6 7 

19. I will work for this organization until my retirement.        

20. I feel that any organizational problem is a part of my 

problems. 

       

21. I feel I am a part of this organization.        

22. I have a commitment to this organization.        

23. I feel that all members in this organization are my 

family members. 

       

 

2.2 Continuance commitment (and rewards and choice to continue to work)  

No. Detail 1 2 3 4 5 6 7 

24. Reward is a reason for me to continue to work here.        

25. I feel uneasy to quit although I do not want to work 

here any longer.  

       

26. I may have financial difficulty if I quit working here.        

27. I remain working here because I have no other work if 

I quit. 

       

28. I would have quitted working here if I had not 

invested here. 
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2.3 Normative (Social norm commitment)   

No. Detail 1 2 3 4 5 6 7 

29. I happily work here. I do not feel like I have to work 

here. 

       

30. Although it will be beneficial to me, I do not feel right 

to quit working here. 

       

31. I feel guilty if I quit.        

32. This organization deserves my loyalty.        

33. I think I owe this organization.        

 

 

Part 3.  

Elements of Employee Green Behaviour 

3.1 Working Sustainability 

No. Detail 1 2 3 4 5 6 7 

34. You always choose an environmental friendly product 

when there is any opportunity. 

       

35. You choose to use environmental friendly 

technologies. 

       

36. You involve in developing new work systems that 

reduce the use of resources. 

       

37. You usually choose the work systems by considering 

its impacts upon environment. 

       

38. You take part in designing environmental friendly 

products. 
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3.2 Avoiding Harm  

No. Detail 1 2 3 4 5 6 7 

39. You reduce the use of world resources by repairing 

and reusing items. 

       

40. You monitor any organizational process that may have 

environmental impact. 

       

41. You take part in an organizational project that 

improves the community environment. 

       

42. You dispose of dangerous items by considering its 

possible impacts upon the environment.  

       

 

3.3 Conserving  

No. Detail 1 2 3 4 5 6 7 

43. You save water by turning off the tap after use.        

44. You try to prolong the working life of items as much 

as you can. 

       

45. You reuse items such as paper, plastics, glass bottles, 

and recyclable items. 

       

46. You save energy by turning off any electric appliance 

after use. 

       

 

3.4 Influencing others  

No. Detail 1 2 3 4 5 6 7 

47. You recommend your colleagues to consider using the 

environmental friendly processes. 

       

48. You provide documents related to the environment for 

your colleagues. 

       

49. You praise colleagues who preserve the environment.        

50. You praise colleagues who behave in an 

environmental friendly way.  
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3.5 Taking initiative 

No. Detail 1 2 3 4 5 6 7 

51. You are the one who introduces new environmental 

friendly projects. 

       

52. You take part in stimulating the organizational 

executives to realize environmental issues. 

       

53. You introduce or develop new projects that help to 

reduce its possible impacts upon the environment. 

       

54. Works benefiting the environment are the priority of 

your work. 

       

55. You choose a means of transport that is less 

convenient but more environmental friendly. 

       

 

Thank you for taking your time to complete this questionnaire. 
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Appendix 3. 

The name list of Experts for IOC validity test. 

1. Associate Professor Thongtippa Viriyaphan, Committee, Sustainability Report 

Award 2015.  Lecturer, University of Thai Chamber of Commerce. 

2. Dr. Rojanasak Chomwilailuk, Director CEO MBA, (Marketing), UTCC 

3. Dr. Phusit Wonglor-Saichon, Director CEO MBA, Management, UTCC  

4. Ass.Professor Dr. Pawinee Petchsawang, Director CEO MBA, (Human Resource 

Management), UTCC 

5. Mr. Thongchai Boonyachotima, Committee, Natural Resource and Environment, 

Thai Chamber of Commerce.  

6. Mr. Chaitat Tongsalee, Associate Director, Regional Communication, the Siam 

Cement PLC (SCG).e 
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Appendix 4  

ESG-100 Companies 

ADVANCED INFO SERVICE  Telecommunications 

AIKCHOL HOSPITAL  Health Care Delivery 

AIRPORTS OF THAILAND  Air Freight & Logistics 

ASIA PLUS GROUP HOLDINGS 

SECURITIES  

Investment Banking & Brokerage 

ASIA SERMKIJ LEASING  Car Rental & Leasing 

ASIAN PHYTOCEUTICALS  Pharmaceuticals 

BANGCHAK PETROLEUM  Oil & Gas – Refining & Marketing 

BANGKOK AIRWAYS  Airlines 

BANGKOK AVIATION FUEL 

SERVICES  

Oil & Gas – Services 

BANGKOK DUSIT MEDICAL 

SERVICES  

Health Care Delivery 

BANGKOK EXPRESSWAY 

AND METRO  

Land Transportation 

BEAUTY COMMUNITY  Drug Retailers & Convenience Stores 

BETTER WORLD GREEN  Waste Management 

BIG C SUPERCENTER  Multiline and Specialty Retailers & Distributors 

BJC HEAVY INDUSTRIES  Engineering & Construction Services 

BTS GROUP HOLDINGS  Rail Transportation 

CENTRAL PATTANA  

Real Estate Owners, Developers & Investment 

Trusts 

CENTRAL PLAZA HOTEL Hotels & Lodging 

CH. KARNCHANG  Engineering & Construction Services 

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ADVANC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/AHC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/AOT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ASP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ASP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ASK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/APCO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BCP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BA
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BAFS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BAFS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BDMS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BDMS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BEM
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BEM
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BEAUTY
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BWG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BIGC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BJCHI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BTS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CPN
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CENTEL
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CK
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CHIANGMAI FROZEN FOODS  Processed foods 

CHULARAT HOSPITAL  Health Care Delivery 

DELTA ELECTRONICS 

(THAILAND) 

Electronic Manufacturing Services & Original 

Design Manufacturing 

DUSIT THANI Hotels & Lodging 

DYNASTY CERAMIC  Building Products & Furnishings 

ELECTRICITY GENERATING  Electric Utilities 

FORTUNE PARTS INDUSTRY  Auto Parts 

GLOBAL CONNECTIONS  Chemicals 

GLOBAL POWER SYNERGY  Electric Utilities 

GLOW ENERGY Electric Utilities 

GOODYEAR (THAILAND)  Auto Parts 

HANA MICROELECTRONICS  

Electronic Manufacturing Services & Original 

Design Manufacturing 

HOME PRODUCT CENTER  Multiline and Specialty Retailers & Distributors 

INDORAMA VENTURES  Chemicals 

INOUE RUBBER (THAILAND) Auto Parts 

INTERLINK 

COMMUNICATION  

Hardware 

INTOUCH HOLDINGS  Telecommunications 

IRPC  Oil & Gas – Refining & Marketing 

JWD INFOLOGISTICS  Air Freight & Logistics 

KANG YONG ELECTRIC  Appliance Manufacturing 

KASIKORNBANK  Commercial Banks 

  

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CM
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CHG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DELTA
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DELTA
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DCC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/EGCO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/FPI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/GC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/GPSC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/GLOW
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/GYT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/HANA
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/HMPRO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/IVL
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/IRC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ILINK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/ILINK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/INTUCH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/IRPC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/JWD
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KYE
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KBANK
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KCE ELECTRONICS  

Electronic Manufacturing Services & Original 

Design Manufacturing 

KIATNAKIN BANK  Commercial Banks 

KHON KAEN SUGAR 

INDUSTRY  

Agricultural Products 

KRUNG THAI BANK  Commercial Banks 

KRUNGTHAI CARD  Consumer Finance 

L.P.N. DEVELOPMENT  

Real Estate Owners, Developers & Investment 

Trusts 

LADPRAO GENERAL 

HOSPITAL 

Health Care Delivery 

LAND AND HOUSES  

Real Estate Owners, Developers & Investment 

Trusts 

LH FINANCIAL GROUP  Commercial Banks 

MBK  Leisure Facilities 

MC GROUP  Apparel, Accessories & Footwear 

MINOR INTERNATIONAL  Hotels & Lodging 

MK RESTAURANT GROUP  Food Retailers & Distributors 

MODERNFORM GROUP  Building Products & Furnishings 

NAM SENG INSURANCE  Insurance 

NONTHAVEJ HOSPITAL Health Care Delivery 

OCEAN GLASS  Industrial Machinery & Goods 

PATUM RICE MILL AND 

GRANARY  

Agricultural Products 

PRE-BUILT  Home Builders 

PREMIER MARKETING Processed foods 

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KCE
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KKP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KSL
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KSL
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KTB
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KTC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LPN
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LPH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LPH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LHBANK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/MBK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/MC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/MINT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/M
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/MODERN
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/NSI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/NTV
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/OGC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PRG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PRG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PREB
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PM
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PREMIER TECHNOLOGY  Software & IT Services 

PRESIDENT BAKERY  Food Retailers & Distributors 

PRESIDENT RICE PRODUCTS  Processed foods 

PRUKSA REAL ESTATE  

Real Estate Owners, Developers & Investment 

Trusts 

 PTT GLOBAL CHEMICAL Chemicals 

RATCHTHANI LEASING  Car Rental & Leasing 

S & J INTERNATIONAL 

ENTERPRISES  

Household & Personal Products 

S. KHONKAEN FOODS  Processed foods 

S & P SYNDICATE  Restaurants 

SAHAMITR PRESSURE 

CONTAINER  

Containers & Packaging 

SC ASSET CORPORATION  

Real Estate Owners, Developers & Investment 

Trusts 

SEAFRESH INDUSTRY  Processed foods 

SIAM CEMENT  Construction Materials 

SIAM CITY CEMENT  Construction Materials 

SIAM COMMERCIAL BANK  Commercial Banks 

SIAM STEEL SERVICE 

CENTER 

Iron & Steel Producers 

SNC FORMER  Industrial Machinery & Goods 

SOUTHERN CONCRETE PILE  Construction Materials 

SRITHAI SUPERWARE  Household & Personal Products 

SUPALAI 

Real Estate Owners, Developers & Investment 

Trusts 

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PB
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PR
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PTTGC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/THANI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/S%20%26%20J
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/S%20%26%20J
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SORKON
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SNP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SMPC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SMPC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CFRESH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCCC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCB
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SSSC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SSSC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SNC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SITHAI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SPALI
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SYNTEC CONSTRUCTION  Engineering & Construction Services 

SYNNEX (THAILAND)  Hardware 

T.K.S. TECHNOLOGIES  Advertising & Marketing 

TIPCO ASPHALT  Construction Materials 

THAI METAL DRUM 

MANUFACTURING  

Containers & Packaging 

THAI METAL TRADE  Iron & Steel Producers 

THAI OIL Oil & Gas – Refining & Marketing 

THAI OPTICAL GROUP  Household & Personal Products 

THAI PRESIDENT FOODS  Processed foods 

THAI UNION GROUP  Processed foods 

THAI VEGETABLE OIL Agricultural Products 

THAIRE LIFE ASSURANCE  Insurance 

TISCO FINANCIAL GROUP  Commercial Banks 

TMB BANK  Commercial Banks 

TOTAL ACCESS 

COMMUNICATION  

Telecommunications 

TPC POWER HOLDING  Biofuels 

TTW  Water Utilities 

UNION PIONEER  Household & Personal Products 

VGI GLOBAL MEDIA  Advertising & Marketing 

EXOTIC FOOD  Processed Foods 

 

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SYNTEC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SYNEX
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TKS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TASCO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TMD
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TMD
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TMT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TOP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TOG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TF
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TU
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TVO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/THREL
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TISCO
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TMB
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTAC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTAC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TPCH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TTW
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/UPF
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/VGI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/XO
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Appendix 5 

Number of Respondents from 18 companies 

NO. COMPANY 

CODE 

NAME IN ENGLISH NAME IN THAI Res' Num % 

1 A0T AIRPORTS OF THAILAND  บริษัท ท่าอากาศยานไทย 
จ ากัด (มหาชน) 

58 9.1% 

2 BAFS BANGKOK AVIATION FUEL 

SERVICES  

บริษัท บริการเชื้อเพลิงการ
บินกรุงเทพ จ ากัด 
(มหาชน) 

26 4.1% 

3 BCP BANGCHAK PETROLEUM  บางจากผลิตไฟฟ้าจาก
พลังงานหมุนเวียน  

10 1.6% 

4 BDMS BANGKOK DUSIT MEDICAL 

SERVICES  

บริษัท กรุงเทพดุสิตเวช
การ จ ากัด(มหาชน) 

32 5.0% 

5 BEM BANGKOK EXPRESSWAY 

AND METRO 

บริษัท ทางด่วนและ
รถไฟฟ้ากรุงเทพ จ ากัด 
(มหาชน) 

28 4.4% 

6 CHG CH. KARNCHANG  บริษัท โรงพยาบาลจุฬา
รัตน์ จ ากัด (มหาชน) 

27 4.2% 

7 DTAC TOTAL ACCESS 

COMMUNICATION  

บริษัท โทเทิ่ล แอ็คเซ็ส 
คอมมูนิเคชั่น จ ากัด 
(มหาชน) 

1 0.2% 

8 KBANK KASIKORNBANK  ธนาคารกสิกรไทย จ ากัด 
(มหาชน) 

3 0.5% 

9 LH LAND AND HOUSES  บริษัทแลนด์แอนด์เฮ้าส์ 
จ ากัด (มหาชน 

3 0.5% 

10 MODERN MODERNFORM GROUP   บริษัท โมเดอร์นฟอร์ม
กรุ๊ป จ ากัด (มหาชน).  

20 3.1% 

11 PTTGC  PTT GLOBAL CHEMICAL  บริษัท พีทีที โกลบอล เคมิ
คอล จ ากัด (มหาชน) 

46 7.2% 

12 SCC SIAM CEMENT  บริษัท ปูนซิเมนต์ไทย 
จ ากัด(มหาชน). 

44 6.9% 

13 SCCC SIAM CITY CEMENT  บริษัท ปูนซีเมนต์นคร
หลวง จ ากัด (มหาชน) 

72 11.3% 

14 SITHAI SRITHAI SUPERWARE  บริษัท ศรีไทยซุปเปอร์แวร์ 
จ ากัด มหาชน  

134 21.0% 

15 TF THAI PRESIDENT FOODS  บริษัท ไทยเพรซิเดนท์ฟูดส์ 
จ ากัด (มหาชน) 

55 8.6% 

16 TOG THAI OPTICAL GROUP  บริษัท ไทยออพติคอล กรุ๊ป 
จ ากัด (มหาชน) 

32 5.0% 

17 SYNNEX SYNNEX (THAILAND)  บริษัท ซินเน็ก (มหาชน) 
จ ากัด 

24 3.8% 

18 DUSIT DUSIT THANI  โรงแรมดุสิตธาน ี 23 3.6% 

    TOTAL  รวมทั้งหมด 638 100.0% 

http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/AOT
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BAFS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BAFS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BCP
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BDMS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BDMS
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BEM
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/BEM
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/CK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTAC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTAC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/KBANK
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/LH
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/MODERN
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/PTTGC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SCCC
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SITHAI
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TF
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/TOG
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/SYNEX
http://market.sec.or.th/public/idisc/en/CompanyProfile/Listed/DTC
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Appendix 6 

Appendix of Mean, Standard deviation and Coefficient Variation 

CSR constructs MEAN 
Std. 

Deviation 

Coefficient 

of 

variation 

(CV) 

CSR Philanthropy   SD SD/ Mean 

My organization provides budget for/donates to the 

community. 
5.351 1.3767 0.257 

My organization cooperates with non-profit 

organizations 
5.317 1.4142 0.266 

My organization holds volunteer spirit activities 

organized by staff. 
5.638 1.3256 0.235 

My organization promotes cooperation with school 

and business in the community 
5.682 1.2444 0.219 

CSR Ethical       

My organization performs trade competition with 

business ethics. 
5.766 1.1444 0.198 

My organization goes against unethical groups. 5.817 1.2015 0.207 

My organization gets hold of faithful business 

operation in every trade agreement. 
5.947 1.0692 0.180 

My organization is known as an honest business 

organization. 
5.875 1.1122 0.189 

My organization has policies related to the human 

rights. 
5.751 1.1424 0.199 

CSR Legal       

My organization strictly follows laws and 

regulations. 
5.956 1.1323 0.190 

My organization respects the customer rights as well 

as the relevant laws. 
6.017 1.0338 0.172 

Products of my organization meet standards specified 

by both domestic and international laws. 
6.083 1.0352 0.170 
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CSR constructs MEAN 
Std. 

Deviation 

Coefficient 

of 

variation 

(CV) 

My organization has paid taxes accurately and 

continuously 
6.223 1.0289 0.165 

CSR Economic       

My organization is successful in terms of the 

turnover and reduction of operating cost 
5.691 1.1138 0.196 

The executives have designed the long-term 

strategies for the organization. 
5.754 1.1335 0.197 

My organization values the fair shareholder yield. 5.759 1.0886 0.189 

My organization has a good financial status. 5.818 1.0929 0.188 

My organization has maintained the market 

competitiveness. 
5.745 1.0947 0.191 

organizational commitment (OC) constructs       

OC Affective       

I will work for this organization until my retirement. 5.207 1.5512 0.298 

I feel that any organizational problem is a part of my 

problems. 
5.201 1.4044 0.270 

I feel I am a part of this organization. 5.558 1.2437 0.224 

I have a commitment to this organization. 5.596 1.2627 0.226 

I feel that all members in this organization are my 

family members 
5.458 1.338 0.245 

OC Continuance       

Reward is a reason for me to continue to work here. 5.21 1.3294 0.255 

I feel uneasy to quit although I do not want to work 

here any longer. 
4.823 1.4181 0.294 

I may have financial difficulty if I quit working here. 4.296 1.6187 0.377 

I remain working here because I have no other work 

if I quit. 
3.973 1.7854 0.449 

I would have quitted working here if I had not 

invested here 
3.984 1.6809 0.422 
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CSR constructs MEAN 
Std. 

Deviation 

Coefficient 

of 

variation 

(CV) 

OC Normative       

I happily work here. I do not feel like I have to work 

here. 
5.456 1.2354 0.226 

Although it will be beneficial to me; I do not feel 

right to quit working here. 
4.806 1.3793 0.287 

I feel guilty if I quit. 4.306 1.5816 0.367 

This organization deserves my loyalty. 5.077 1.3502 0.266 

I think I owe this organization. 5.138 1.4514 0.282 

Employee green behavior constructs (EGB)       

EGB: Working sustainability       

You always choose an environmental friendly 

product when there is any opportunity. 
5.856 1.0971 0.187 

You choose to use environmental friendly 

technologies. 
5.665 1.132 0.200 

You involve in developing new work systems that 

reduce the use of resources. 
5.339 1.2396 0.232 

You usually choose the work systems by considering 

its impacts upon environment. 
5.439 1.2448 0.229 

You take part in designing environmental friendly 

products 
5.296 1.3662 0.258 

EGB: Avoiding Harm to Environment       

You reduce the use of world resources by repairing 

and reusing items. 
5.414 1.201 0.222 

You monitor any organizational process that may 

have environmental impact. 
5.326 1.229 0.231 

You take part in an organizational project that 

improves the community environment. 
5.172 1.2611 0.244 

You dispose of dangerous items by considering its 

possible impacts upon the environment. 
5.505 1.1328 0.206 
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CSR constructs MEAN 
Std. 

Deviation 

Coefficient 

of 

variation 

(CV) 

EGB: Conserving       

You save water by turning off the tap after use. 5.873 1.0666 0.182 

You try to prolong the working life of items as much 

as you can. 
5.879 1.0761 0.183 

You reuse items such as paper, plastics, glass bottles, 

and recyclable items. 
5.846 1.0958 0.187 

You save energy by turning off any electric appliance 

after use. 
6.003 1.1207 0.187 

EGB: Influencing Others       

You recommend your colleagues to consider using 

the environmental friendly processes. 
5.422 1.195 0.220 

You provide documents related to the environment 

for your colleagues. 
4.781 1.4127 0.295 

You praise colleagues who preserve the environment. 5.467 1.2484 0.228 

You praise colleagues who behave in an 

environmental friendly way. 
5.553 1.2274 0.221 

EGB: Taking Initiative       

You are the one who introduces new environmental 

friendly projects. 
4.505 1.3949 0.310 

You take part in stimulating the organizational 

executives to realize environmental issues. 
4.605 1.4365 0.312 

You introduce or develop new projects that help to 

reduce its possible impacts upon the environment. 
4.594 1.4052 0.306 

Works benefiting the environment are the priority of 

your work. 
4.922 1.346 0.273 

You choose a means of transport that is less 

convenient but more environmental friendly. 
4.898 1.4233 0.291 
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Appendix 7 

Communalities 

 

Communalities 

 Initial Extraction 

CSR_PC_Q1 1.000 .755 

CSR_PC_Q2 1.000 .687 

CSR_PC_Q3 1.000 .727 

CSR_PC_Q4 1.000 .777 

CSR_ETH_Q5 1.000 .687 

CSR_ETH_Q6 1.000 .700 

CSR_ETH_Q7 1.000 .820 

CSR_ETH_Q8 1.000 .755 

CSR_ETH_Q9 1.000 .653 

CSR_LE_Q10 1.000 .733 

CSR_LE_Q11 1.000 .772 

CSR_LE_Q12 1.000 .709 

CSR_LE_Q13 1.000 .699 

CSR_EC_Q14 1.000 .665 

CSR_EC_Q15 1.000 .740 

CSR_EC_Q16 1.000 .737 

CSR_EC_Q17 1.000 .787 

CSR_EC_Q18 1.000 .801 

OC_AC_Q19 1.000 .657 

OC_AC_Q20 1.000 .586 

OC_AC_Q21 1.000 .813 

OC_AC_Q22 1.000 .827 

OC_AC_Q23 1.000 .733 

OC_CC_Q24 1.000 .494 

OC_CC_Q25 1.000 .576 

OC_CC_Q26 1.000 .684 

OC_CC_Q27 1.000 .755 

OC_CC_Q28 1.000 .693 



 

145 

Communalities 

 Initial Extraction 

OC_NC_Q29 1.000 .679 

OC_NC_Q30 1.000 .676 

OC_NC_Q31 1.000 .656 

OC_NC_Q32 1.000 .714 

OC_NC_Q33 1.000 .669 

EGB_WS_Q34 1.000 .701 

EGB_WS_Q35 1.000 .737 

EGB_WS_Q36 1.000 .768 

EGB_WS_Q37 1.000 .778 

EGB_WS_Q38 1.000 .694 

EGB_AH_Q39 1.000 .743 

EGB_AH_Q40 1.000 .726 

EGB_AH_Q41 1.000 .676 

EGB_AH_Q42 1.000 .662 

EGB_C_Q43 1.000 .808 

EGB_C_Q44 1.000 .856 

EGB_C_Q45 1.000 .795 

EGB_Q_Q46 1.000 .743 

EGB_IO_Q47 1.000 .706 

EGB_IO_Q48 1.000 .654 

EGB_IO_Q49 1.000 .887 

EGB_IO_Q50 1.000 .885 

EGB_TI_Q51 1.000 .837 

EGB_TI_Q52 1.000 .844 

EGB_TI_Q53 1.000 .855 

EGB_TI_Q54 1.000 .722 

EGB_TI_Q55 1.000 .643 

Extraction Method: Principal Component Analysis. 
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Appendix 8  

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 21.395 38.901 38.901 21.395 38.901 38.901 

2 5.819 10.580 49.480 5.819 10.580 49.480 

3 3.156 5.739 55.219 3.156 5.739 55.219 

4 2.250 4.091 59.310 2.250 4.091 59.310 

5 1.950 3.546 62.856 1.950 3.546 62.856 

6 1.655 3.009 65.865 1.655 3.009 65.865 

7 1.495 2.718 68.583 1.495 2.718 68.583 

8 1.378 2.505 71.087 1.378 2.505 71.087 

9 1.037 1.886 72.974 1.037 1.886 72.974 

10 .929 1.689 74.663    

11 .768 1.396 76.059    

12 .697 1.267 77.326    

13 .658 1.196 78.522    

14 .644 1.170 79.692    

15 .595 1.083 80.775    

16 .542 .985 81.760    

17 .502 .913 82.672    

18 .487 .885 83.558    

19 .443 .805 84.363    

20 .433 .787 85.149    

21 .427 .776 85.925    

22 .422 .767 86.693    

23 .380 .692 87.385    

24 .373 .678 88.063    

25 .364 .662 88.725    

26 .351 .638 89.364    

27 .335 .609 89.973    

28 .328 .597 90.570    

29 .312 .568 91.138    

30 .299 .543 91.681    

31 .295 .536 92.217    

32 .293 .532 92.750    

33 .279 .507 93.256    

34 .265 .481 93.737    

35 .254 .462 94.199    

36 .244 .443 94.642    

37 .232 .423 95.065    

38 .219 .398 95.463    
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Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

39 .209 .380 95.843    

40 .203 .369 96.213    

41 .199 .361 96.573    

42 .195 .354 96.927    

43 .182 .331 97.258    

44 .166 .303 97.561    

45 .162 .294 97.855    

46 .159 .289 98.143    

47 .153 .278 98.421    

48 .147 .266 98.688    

49 .137 .249 98.936    

50 .125 .228 99.164    

51 .120 .218 99.382    

52 .101 .184 99.566    

53 .088 .161 99.727    

54 .085 .154 99.881    

55 .066 .119 100.000    

Extraction Method: Principal Component Analysis. 

 

 

Component Matrixa 

 Component 

1 2 3 4 5 6 7 8 9 

CSR_PC_Q1 .432 -.291 .141 .396 -.316 .373 -.236 .001 -.107 

CSR_PC_Q2 .530 -.239 .159 .353 -.282 .293 -.184 -.004 -.006 

CSR_PC_Q3 .530 -.311 .119 .348 -.269 .306 -.170 -.021 -.135 

CSR_PC_Q4 .568 -.314 .111 .339 -.230 .267 -.240 -.091 -.196 

CSR_ETH_Q5 .579 -.505 -.005 .199 -.093 -.160 .078 .112 .062 

CSR_ETH_Q6 .608 -.457 .011 .213 -.118 -.162 .116 .124 .086 

CSR_ETH_Q7 .647 -.517 .023 .202 -.085 -.197 .136 .166 -.011 

CSR_ETH_Q8 .630 -.492 -.002 .204 -.012 -.154 .134 .177 .028 

CSR_ETH_Q9 .584 -.452 -.014 .232 .016 -.114 .172 .102 -.008 

CSR_LE_Q10 .642 -.477 -.022 .139 .057 -.201 .139 .087 .047 

CSR_LE_Q11 .662 -.506 -.049 .054 .096 -.166 .159 .104 .005 

CSR_LE_Q12 .614 -.521 -.064 -.009 .149 -.127 .112 .065 .047 

CSR_LE_Q13 .605 -.521 -.062 -.012 .090 -.156 .152 .050 .001 

CSR_EC_Q14 .594 -.282 .051 -.026 .337 .006 -.077 -.331 .002 

CSR_EC_Q15 .621 -.336 .106 -.050 .331 .070 -.087 -.312 .089 

CSR_EC_Q16 .626 -.390 .085 -.046 .336 .086 -.002 -.249 .027 

CSR_EC_Q17 .602 -.349 .092 -.113 .353 .115 -.073 -.373 .004 
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Component Matrixa 

 Component 

1 2 3 4 5 6 7 8 9 

CSR_EC_Q18 .623 -.345 .092 -.098 .373 .086 -.064 -.355 -.018 

OC_AC_Q19 .627 .121 .312 -.162 .059 -.066 -.324 .081 .082 

OC_AC_Q20 .663 .069 .201 -.100 -.092 -.137 -.202 .122 .097 

OC_AC_Q21 .766 .015 .195 -.220 -.083 -.176 -.257 .179 .064 

OC_AC_Q22 .765 .025 .223 -.234 -.043 -.196 -.240 .184 .070 

OC_AC_Q23 .732 .046 .253 -.228 -.043 -.122 -.186 .167 -.010 

OC_CC_Q24 .557 .076 .385 -.088 .037 .077 -.026 -.008 .117 

OC_CC_Q25 .522 .148 .445 -.122 .002 .209 .037 .047 .146 

OC_CC_Q26 .360 .345 .522 .153 .088 .197 .286 .052 .091 

OC_CC_Q27 .177 .385 .475 .189 .127 .185 .486 .091 .139 

OC_CC_Q28 .263 .413 .393 .225 .140 .148 .451 .043 .037 

OC_NC_Q29 .706 .037 .229 -.280 -.115 -.129 -.117 .049 -.035 

OC_NC_Q30 .613 .300 .382 -.081 -.038 -.046 .099 -.047 -.207 

OC_NC_Q31 .536 .400 .419 -.018 .002 -.029 .028 -.051 -.171 

OC_NC_Q32 .710 .179 .334 -.183 -.084 -.100 -.039 .008 -.123 

OC_NC_Q33 .634 .202 .356 -.231 -.037 -.098 .005 .094 -.163 

EGB_WS_Q34 .654 -.061 -.241 -.323 -.206 -.042 .178 -.110 -.136 

EGB_WS_Q35 .688 .092 -.227 -.193 -.277 -.091 .172 -.214 -.079 

EGB_WS_Q36 .682 .254 -.160 -.024 -.266 -.191 .195 -.261 .005 

EGB_WS_Q37 .733 .233 -.181 -.088 -.256 -.147 .159 -.177 .044 

EGB_WS_Q38 .657 .250 -.120 .006 -.303 -.083 .056 -.289 -.009 

EGB_AH_Q39 .712 .155 -.199 -.069 -.305 .077 .074 -.154 .199 

EGB_AH_Q40 .757 .245 -.124 .036 -.228 .030 .043 -.131 .059 

EGB_AH_Q41 .684 .337 -.112 .134 -.155 .054 .024 -.192 -.004 

EGB_AH_Q42 .703 .178 -.251 -.035 -.152 .033 .081 -.115 .164 

EGB_C_Q43 .669 -.046 -.268 -.301 .067 .367 .032 .181 .149 

EGB_C_Q44 .679 -.049 -.294 -.267 .054 .411 .043 .221 .111 

EGB_C_Q45 .664 -.008 -.307 -.217 .042 .409 .056 .182 .088 

EGB_Q_Q46 .651 -.041 -.349 -.231 .015 .253 .015 .205 .187 

EGB_IO_Q47 .715 .203 -.318 .038 .101 .068 -.024 .119 -.144 

EGB_IO_Q48 .597 .423 -.157 .257 .133 -.035 .014 .019 -.088 

EGB_IO_Q49 .667 .190 -.247 -.027 .236 .066 .086 .162 -.500 

EGB_IO_Q50 .674 .183 -.259 -.051 .246 .075 .068 .161 -.480 

EGB_TI_Q51 .556 .535 -.164 .369 .187 -.114 -.146 -.020 .093 

EGB_TI_Q52 .563 .491 -.191 .362 .211 -.158 -.174 .038 .130 

EGB_TI_Q53 .574 .511 -.198 .349 .208 -.148 -.160 .027 .111 

EGB_TI_Q54 .597 .429 -.238 .213 .185 -.072 -.156 .061 .114 

EGB_TI_Q55 .582 .434 -.187 .148 .182 -.068 -.111 .065 .068 

Extraction Method: Principal Component Analysis. 

a. 9 components extracted. 
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Appendix 9  

Component Matrix 

Component Matrixa 

 Component 

1 2 3 4 5 6 7 8 9 

CSR_PC_Q1 .432 -.291 .141 .396 -.316 .373 -.236 .001 -.107 

CSR_PC_Q2 .530 -.239 .159 .353 -.282 .293 -.184 -.004 -.006 

CSR_PC_Q3 .530 -.311 .119 .348 -.269 .306 -.170 -.021 -.135 

CSR_PC_Q4 .568 -.314 .111 .339 -.230 .267 -.240 -.091 -.196 

CSR_ETH_Q5 .579 -.505 -.005 .199 -.093 -.160 .078 .112 .062 

CSR_ETH_Q6 .608 -.457 .011 .213 -.118 -.162 .116 .124 .086 

CSR_ETH_Q7 .647 -.517 .023 .202 -.085 -.197 .136 .166 -.011 

CSR_ETH_Q8 .630 -.492 -.002 .204 -.012 -.154 .134 .177 .028 

CSR_ETH_Q9 .584 -.452 -.014 .232 .016 -.114 .172 .102 -.008 

CSR_LE_Q10 .642 -.477 -.022 .139 .057 -.201 .139 .087 .047 

CSR_LE_Q11 .662 -.506 -.049 .054 .096 -.166 .159 .104 .005 

CSR_LE_Q12 .614 -.521 -.064 -.009 .149 -.127 .112 .065 .047 

CSR_LE_Q13 .605 -.521 -.062 -.012 .090 -.156 .152 .050 .001 

CSR_EC_Q14 .594 -.282 .051 -.026 .337 .006 -.077 -.331 .002 

CSR_EC_Q15 .621 -.336 .106 -.050 .331 .070 -.087 -.312 .089 

CSR_EC_Q16 .626 -.390 .085 -.046 .336 .086 -.002 -.249 .027 

CSR_EC_Q17 .602 -.349 .092 -.113 .353 .115 -.073 -.373 .004 

CSR_EC_Q18 .623 -.345 .092 -.098 .373 .086 -.064 -.355 -.018 

OC_AC_Q19 .627 .121 .312 -.162 .059 -.066 -.324 .081 .082 

OC_AC_Q20 .663 .069 .201 -.100 -.092 -.137 -.202 .122 .097 

OC_AC_Q21 .766 .015 .195 -.220 -.083 -.176 -.257 .179 .064 

OC_AC_Q22 .765 .025 .223 -.234 -.043 -.196 -.240 .184 .070 

OC_AC_Q23 .732 .046 .253 -.228 -.043 -.122 -.186 .167 -.010 

OC_CC_Q24 .557 .076 .385 -.088 .037 .077 -.026 -.008 .117 

OC_CC_Q25 .522 .148 .445 -.122 .002 .209 .037 .047 .146 

OC_CC_Q26 .360 .345 .522 .153 .088 .197 .286 .052 .091 

OC_CC_Q27 .177 .385 .475 .189 .127 .185 .486 .091 .139 

OC_CC_Q28 .263 .413 .393 .225 .140 .148 .451 .043 .037 

OC_NC_Q29 .706 .037 .229 -.280 -.115 -.129 -.117 .049 -.035 

OC_NC_Q30 .613 .300 .382 -.081 -.038 -.046 .099 -.047 -.207 

OC_NC_Q31 .536 .400 .419 -.018 .002 -.029 .028 -.051 -.171 

OC_NC_Q32 .710 .179 .334 -.183 -.084 -.100 -.039 .008 -.123 

OC_NC_Q33 .634 .202 .356 -.231 -.037 -.098 .005 .094 -.163 

EGB_WS_Q34 .654 -.061 -.241 -.323 -.206 -.042 .178 -.110 -.136 

EGB_WS_Q35 .688 .092 -.227 -.193 -.277 -.091 .172 -.214 -.079 

EGB_WS_Q36 .682 .254 -.160 -.024 -.266 -.191 .195 -.261 .005 

EGB_WS_Q37 .733 .233 -.181 -.088 -.256 -.147 .159 -.177 .044 
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Component Matrixa 

 Component 

1 2 3 4 5 6 7 8 9 

EGB_WS_Q38 .657 .250 -.120 .006 -.303 -.083 .056 -.289 -.009 

EGB_AH_Q39 .712 .155 -.199 -.069 -.305 .077 .074 -.154 .199 

EGB_AH_Q40 .757 .245 -.124 .036 -.228 .030 .043 -.131 .059 

EGB_AH_Q41 .684 .337 -.112 .134 -.155 .054 .024 -.192 -.004 

EGB_AH_Q42 .703 .178 -.251 -.035 -.152 .033 .081 -.115 .164 

EGB_C_Q43 .669 -.046 -.268 -.301 .067 .367 .032 .181 .149 

EGB_C_Q44 .679 -.049 -.294 -.267 .054 .411 .043 .221 .111 

EGB_C_Q45 .664 -.008 -.307 -.217 .042 .409 .056 .182 .088 

EGB_Q_Q46 .651 -.041 -.349 -.231 .015 .253 .015 .205 .187 

EGB_IO_Q47 .715 .203 -.318 .038 .101 .068 -.024 .119 -.144 

EGB_IO_Q48 .597 .423 -.157 .257 .133 -.035 .014 .019 -.088 

EGB_IO_Q49 .667 .190 -.247 -.027 .236 .066 .086 .162 -.500 

EGB_IO_Q50 .674 .183 -.259 -.051 .246 .075 .068 .161 -.480 

EGB_TI_Q51 .556 .535 -.164 .369 .187 -.114 -.146 -.020 .093 

EGB_TI_Q52 .563 .491 -.191 .362 .211 -.158 -.174 .038 .130 

EGB_TI_Q53 .574 .511 -.198 .349 .208 -.148 -.160 .027 .111 

EGB_TI_Q54 .597 .429 -.238 .213 .185 -.072 -.156 .061 .114 

EGB_TI_Q55 .582 .434 -.187 .148 .182 -.068 -.111 .065 .068 

Extraction Method: Principal Component Analysis. 

a. 9 components extracted. 
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Appendix 10 

Scree pot from Exploratory Analysis 
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