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ABSTRACT 

Purpose of this study is to examine the theory of integrative social contracts by 

examining the effect of employee commitment to CSR, CSR MSDM, and Clarity 

of CSR objectives on the successful implementation of CSR and its impact on 

employee performance. Researchers conducted empirical studies with data 

collected from 414 employees at mining companies. The structural equation 

model is used to test the hypothesis of the research model. Findings indicate that 

employee commitment to CSR and clarity of CSR targets has a statistically 

significant effect on the success of CSR implementation. The successful 

implementation of CSR has a positive effect on employee performance. Mining 

business management should focus on developing employees' commitments in 

implementing CSR as well as clarifying CSR strategies, goals, and programs on 

employees. In this way, employee performance can increase due to the success 

of the CSR program being held. This research is the first study to test the theory 

of integrative social contract in CSR background on mining company 

Keywords: Social contract, CSR, successful implementation of CSR, mining 

company. 

INTRODUCTION 

Development of CSR in today's global business continues to emerge and affect 

various fields including mining. However, for the mining sector, CSR has special 

interests with CSR. CSR for mining companies is to gain acceptance from 

surrounding communities related to its exploitative activities. In Indonesia, this 

is very important because mining companies are moving in remote areas with a 

high risk of agrarian conflicts with communities. Hafid's study (2013) found that 
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there are still many SARA conflicts in the mining area in the form of custom 

territorial disputes, plantation and husbandry conflicts, conflicts with 

communities due to accusations of pollution of water, rivers and waters where 

communities conserve or fishing, and conflict with society because the company 

is considered to penetrate the protected forest outside the area of permit control. 

This is not to mention the related economic conflicts overlapping land with other 

companies and conflicts among shareholders. Data show that during the year 

2011-2012 there have been 203 cases of mining conflicts throughout Indonesia 

(Hafid, 2013). 

Hope that CSR improve the performance of employees, let alone companies, not 

too expected by mining companies. In the mining sector, Mulyono (2014) also 

did not find that CSR gives a direct influence on the performance of the 

company. According to various studies (Chomvailuk  & Butcher, 2013, Riana, 

2014, Utaminingtyas  & Ahalik, 2010; Yu et al, 2013), CSR only affects the 

company's reputation and from this high reputation, mining companies are 

performing well. 

Mining companies do not have many consumers and consumers have existed 

long before CSR initiatives are widely stated and mandatory. Moreover, the 

bigger consideration is not whether the company runs CSR or GMP in general, 

but at the price, product quality, and brand familiarity (resulting from marketing 

interventions) (Arikan & Guner, 2013) and consumer-oriented CSR instead on 

the wider community or environment (Khan et al, 2014). 

However, is it possible CSR held by a mining company is capable of encouraging 

individual employee performance? For the advancement of the organization, 

mining companies should consider the impact of CSR on their employees and 

take positive steps to encourage CSR awareness among employees. If CSR has a 

true impact on employee performance, CSR should be encouraged more broadly 

and more intensively by mining companies. In this way, CSR is not only seen as 

an instrument to increase public acceptance of the existence of the company so 

as to facilitate the business of the company with its customers, but also directly 

to improve the performance of their employees. 

Traditionally, the relationship between CSR and employee performance is 

explained by organizational fairness theory (Rupp et al, 2006). Organizational 

justice theory views that CSR makes employees feel that organizations are 

behaving fairly, leading to an impulse to perform better as a reward for the 

company. However, organizational justice theory is difficult to review external 
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CSR issues directed at external stakeholders such as communities and the 

environment. Social justice theory governs the relationship between the 

company and the employees and is therefore a closed system. What if the 

employees do not care about the community and the environment? Social justice 

theory will not work because CSR is seen not as part of organizational justice. 

In this article, we use social contract theory. We believe that social contract 

theory is better able to capture the nature of relationships between people, 

employees, and companies. Employees are part of the community as well as the 

organization. Social contracting between employees and organizations not only 

considers employees as individuals but also as part of society. This study will 

examine whether social contract theory is able to explain the relationship 

between CSR and employee performance. 

The organization of this study is described as follows. The next section will 

conduct a literature review of social contracts and the theory of integrative social 

contracts. Afterwards, discussed about research models and hypotheses. We 

then explain the data collection, analysis, and test models. Finally, this paper will 

make inferences about the implications of the findings and possible future 

research. 

LITERATURE REVIEW 

Corporate Social Responsibility 

In the period before the 1990s, mining companies generally dealt with external 

environmental risk issues by fortifying the plant both physically and using 

layered security forces. While investing in security is a good way to ensure 

operational sustainability, it would be much better if the company truly operates 

environmentally friendly and socially friendly. 

Since the 1990s, the concept of CSR (Corporate Social Responsibility) began to 

become a widely accepted concept in domestic companies, including in 

Indonesia, although CSR has been conceptualized since the 1970-1980 period. 

This is in line with the growing awareness of the increasing importance of 

environmental support to the company's operations as well as the increasing 

awareness of society and care about the social-environmental compatibility 

aspects of a company. This culminates in Law No. 40 of 2007 concerning Limited 

Liability Companies that regulate CSR in Article 74 and Law No. 25 Year 2007 

on Capital Investment which regulates it in Article 15 and Article 34. 
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Gadioux (2008) reported that from 109 studies, 54 reported positive relationships 

between CSR and firm performance, 28 had no effect, 20 were uncertain, and 7 

had a negative effect. This inconsistent finding can be meaningful if CSR is 

actually something strategic. That is, it depends on what type of CSR, how it is 

run, and how it is reported to stakeholders who contribute greatly to the 

company's performance. 

The CSR literature emphasizes the importance of employees being considered in 

CSR activities. Since recruitment alone, the impact of CSR on corporate profits 

through employees has been raised. Garriga and Mele (2004: 53) argue that CSR 

creates good relationships with communities and governments, which in turn 

allows companies to get the expected employees because these candidates have 

wanted to come to work in the company more than just getting a salary in order 

not to be unemployed but because of the moral glory gained in engaging in a 

'good' company. 

In contrast, companies with bad CSR are seen to engage in bad business behavior 

to consumers, treat employees unfairly, for example in the form of racial 

discrimination (Torres et al., 2012: 56), and ignore the environment and the 

consequences of its organizational actions (Crowther and Aras, 2008: 19). This 

certainly makes the company unable to get qualified employees and only get low 

committed employees who work because they want to gain work experience or 

even avoid unemployment. It should be noted that employment relationships 

are a form of transaction-specific investment for employees and employees will 

consider whether this employment relationship will benefit them (Shen and 

Benson, 2016). The more benefits the greater the interest and commitment of 

employees. Instead, some authors judge that CSR includes employee relations 

(Dahlsrud, 2006). However, employee relations in this study will be viewed from 

an MSDM perspective, in contrast to employee readiness in CSR. 

Integrative Social Contract Theory 

One attempt to explain the relationship of CSR to performance output is the 

theory of integrative social contract theory (Maignan  & Ferrell, 2004: 6). ISCT 

argues that there are two types of social contracts and norms that support it, 

which determine the nature of a particular business behavior. The first type is a 

macro social contract between all participants. This macro-social contract has a 

basis on hyper normal, the universal principle that determines what is right and 

morally wrong. The second type is the microcredit contract that occurs between 

the participant or community pairs. The community here is defined as a network 
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of relationships between groups of individuals, based on beliefs, history, and 

common identity. The norms underlying the community are different but in 

order to be viable, it must be in line with the wider hyper normal. 

Organizations and employees are the two types of communities that engage in 

social contracts. Each then has its own readiness in implementing an agreed 

social contract. CSR is a form of social contract between employees and 

companies where companies drive their employees to organize CSR to achieve 

organizational goals. In this case, the readiness of the employee and the 

organization's readiness to organize CSR are two elements that cannot be 

separated in encouraging the success of social contracts. 

Although it has long been brought up by Maignan and Ferrell (2004), the 

response in the academic world is still relatively minimal. Bhattacharya et al 

(2008) merely states that the conformity of the norm allows employees to 

contribute resources to the attainment of the employer's goals, without 

providing empirical support. In fact, Bhattacharya et al (2009) acted further by 

extending ISCT Maignan and Ferrell (2004) by leading to mechanisms that carry 

CSR activity toward behavioral outcomes. 

There is low interest in ISCT because ISCT is developed within the scope of 

marketing. It is not surprising that the study is directed to the common 

stakeholder in the field of marketing, the consumer. To apply it to employee 

stakeholders, open the possibility of developing ISCT into the context of HR 

management. The authors are interested in combining marketing perspectives 

and HR management perspectives within an expanded ISCT framework of 

Maignan and Ferrel (2004). This is done by modifying the model of two 

independent variables (employee readiness and organizational readiness) into a 

model with three independent variables (employee readiness, organizational 

readiness, and CSR human resource management). 

Readiness of employees in organizing CSR is a commitment of employees in 

organizing CSR. From the organizational side, organizational readiness in 

organizing CSR is represented by clarity of organizational goals in organizing 

CSR. The clarity of this objective indicates the existence of a formal CSR strategy 

and reflects the presence of programs and performance indicators in the 

implementation of CSR. Employees and organizations meet in the field of CSR 

Human Resource Management, ie various businesses that are human resources 

management directed to the implementation of CSR. Therefore, CSR's social 

contract implies employee commitment to CSR, clear organizational goals in 
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implementing CSR programs, as well as communication efforts and the 

development of shared social contracts between employees and organizations in 

a HRM CSR program. 

RESEARCH MODEL AND METHODOLOGY 

Research model 

In our study, we refer to three integral variables of CSR social contracts between 

employees and firms, namely employee commitment to CSR, CSR MSDM, and 

clarity of CSR objectives, to investigate employee performance. This research 

model is shown in Figure 1; construct definitions and research hypotheses are 

presented in this section. 

 

Figure 1 Research model 

In line with Morsing et al (2008), Collier and Esteban (2007) found that 

commitment and CSR relationships can be reciprocal, in that employees develop 

a commitment to CSR, then CSR runs, and CSR increases employees' 

commitment to the organization. However, this study is qualitative in nature. 

The results of this study do not divide employees' commitments into normative, 

continuous, and affective dimensions such as the dimensions of organizational 

commitment, but in the dimensions of motives, opportunities, and challenges. 

Other studies from Perez and Sandman (2013) are also qualitative, with a look at 
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how to increase employee commitment to CSR. This picture shows that research 

that examines the relationship of employee commitment in relation to CSR 

implementation is still a very new field and has not been explored in depth 

compared to the study of CSR implementation in relation to employee 

commitment. 

Research on the relationship of HR management and CSR implementation is 

limited to what practices are capable of driving the implementation of CSR from 

HR management. Szczepanska-Woszczyna (2015) examined various HR 

management practices in relation to CSR, and found that the main contributing 

factor was responsible leadership. Lapina et al (2014) reviews various HR 

management models and their relation to CSR, indicating that of the six HR 

management models, there is only one model that places CSR as a goal of 

achievement. Other researchers exist only on a theoretical level such as Sharma 

et al (2011) which outlines a number of key HR management practices to drive 

CSR; and Schoemaker et al (2006) who proposed a new field that combines HR 

management with CSR called HVM (Human Value Management). 

With regard to research on organizational objectives and employee performance 

as well as CSR implementation, definitively, the employee's own performance is 

an action or behavior that is relevant to the organization's goals (Singh, 2016) so 

that the organization's objectives will certainly be a consideration for employee 

performance. Similarly, if CSR has clear objectives, then it should be viewed as a 

performance goal, such as social performance, which can then be addressed by 

the employee, as long as the objectives are clear. Operationally, organizational 

goals will vary greatly depending on the organization. Indeed, the variable that 

can represent this universal aspect is the clarity of the organization's goals 

(Patterson et al., 2005: 386) which will ensure that employees have a clear view 

of the organization's goals, so as to adapt its performance to those objectives. 

Therefore: 

H1. Employee commitment to CSR is positively associated with successful CSR 

implementation 

H2. CSR HR Management is positively associated with successful CSR 

implementation 

H3. Target CSR Organizations are positively associated with successful CSR 

implementation 

Numbers of studies have been conducted to measure the effect of CSR on 

employee performance. Ouyang (2012) found in its study in China on 228 



Qualitative and Quantitative Research Review, Vol 3, Issue 1, 2018 
ISSN No: 2462-1978  

eISSNNo: 2462-2117 
 

8 
 

employees in financial services that CSR has a significant effect on employee 

performance. Korschun et al (2014) found that three CSR variables: management 

support for CSR, customer support for CSR, and the significance of CSR for 

employees have a significant effect on consumer orientation, which in turn leads 

to employee performance. Rupp et al (2006) argue that CSR relationships on 

employee performance can be explained by the theory of organizational justice. 

CSR makes employees feel that organizations are being fair to society, leading to 

an impulse to perform better as a reward for the company. Therefore: 

H4. Successful implementation of CSR is positively associated with employee 

performance 

Sample and procedure 

Study conducted a survey on employees in three mining companies in 

Indonesia, namely PT Vale Indonesia, PT Semen Tonasa, and PT Semen Bosowa. 

All three include the largest mining company in Sulawesi Indonesia. A total of 

414 questionnaires were obtained successfully. Table I presents respondent 

demographic information. 

Table 1.   Respondent Demographic Information 

 

 Factor Number Percent 

Gender     

Men 330 79,7% 

Women 84 20,3% 

Age   

21-30 39 9,4% 

31-40 247 59,7% 

41-50 115 27,8% 

51-60 11 2,7% 

61-70 2 0,5% 

Work experience   

1-10 years 171 41,3% 

11-20 years 218 52,7% 

21-30 years 16 3,9% 

31-40 years 9 2,2% 

Position   

Administration 32 7,7% 
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Ass. Geologist 1 0,2% 

Ass. Trainer 4 1,0% 

Technician 6 1,4% 

Dispatcher 2 0,5% 

Engineer 7 1,7% 

Foreman 6 1,4% 

Group Leader 4 1,0% 

Mechanic 12 2,9% 

Miner 2 0,5% 

Operator 334 80,7% 

Planner 4 1,0% 

Work type   

Office 60 14,5% 

Field work 354 85,5% 

Place of origin   

Sulawesi Selatan 390 94,2% 

Sulawesi Tenggara 3 0,7% 

Indonesia others 21 5,1% 

 

Measurement instruments 

All items used to measure the variables in this study were selected from previous 

studies. Items to measure commitment to CSR are adapted from Kaipainen 

(2015). The information dissemination scales from Maignan and Ferrell (2004) 

and CSR's empowerment scales from Fernandez and Moldogaziev (2010) were 

adapted to measure HRM CSR. Items to measure CSR organization goals were 

developed from Patterson et al (2005). Items to measure CSR implementation are 

adapted from Ouyang (2012). Employee performance is adapted from 

Veerasamy et al (2013). 

All items are measured using a five-point Likert scale with anchors ranging from 

strongly disagree (1) to strongly agree (5). A pretest questionnaire was 

conducted to find out the understanding of the question, the placement of the 

questionnaire, and the clarity of the order. Pretest is done at PT Vale Indonesia 

on 30 employees. The pretest result is a minor modification on the question 

narrative and the preferred answer format. Table II shows the list of 

questionnaire items. 
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Table: 2. Loading Factor and Construct indicator 

Construct Measure 

Factor 

Loading 

Commitment to CSR  

CC1 I believe our CSR has a positive impact on society and the 

environment 

0.714 

CC2 Our CSR has a clear target to pursue 0.539 

CC3 There is a wide awareness of CSR in our company There is a 

wide awareness of CSR in our company 

0.763 

CC4 Management support has a positive impact on the success of 

our CSR 

0.842 

CC5 Our company continues to be encouraged to do CSR 0.742 

CC6 CSR has proven to benefit our company 0.751 

CC7 Our CSR has proven to benefit society and the environment 0.787 

CSR Human Resource Management 

HRM1 Employees are invited to discuss by the company to discuss 

community issues. 

0.695 

HRM2 The Company facilitates employee participation in community 

activities. 

0.775 

HRM3 The company provides rewards for employees who have ideas 

that are considered the best for the community. 

0.663 

HRM4 Employees feel empowered in the planning process of CSR 

activities. 

0.716 

HRM5 Employees are involved in making decisions to plan CSR 

activities. 

0.841 

HRM6 Employees are invited to engage directly in CSR activities. 0.851 

HRM7 Companies appreciate employees who are willing to engage 

directly in CSR activities. 

0.881 
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HRM8 The company fully supports employees who are willing to 

participate in CSR activities in the field. 

0.854 

HRM9 The Company conducts CSR implementation training for 

employees before CSR activities are implemented. 

0.867 

HRM10 The Company provides the time and place to organize CSR 

training activities for employees. 

0.849 

HRM11 The company teaches the importance of CSR to its employees 0,806 

Organization's CSR Target Clarity  

OCT1 Employees understand well what the company is trying to do 

with CSR 

0.781 

OCT2 The future direction of CSR is clearly communicated to 

everyone 

0.688 

OCT3 Everyone who works here is aware of the long-term plans and 

direction of the company through this CSR 

0.867 

OCT4 We feel where the direction of the company by organizing CSR 0.919 

CSR Implementation Success 

CIS1 Our company is making progress in implementing CSR 

strategy 

0.847 

CIS2 Our company is quite concerned about the benefits to the 

community and deliberately helps the community to grow 

0.686 

CIS3 Our CSR strategy makes me proud to work in this company 0.783 

CIS4 Our company has a CSR program which also includes women 

empowerment, empowerment of ethnic minorities, and 

disability empowerment (disabled) 

0.593 

Job Performance  

Focal Performance 

JP1 Learn new work skills quickly 0.601 

JP2 Proficient technically at work 0.651 
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JP3 Enthusiastic in accepting new jobs 0.913 

JP4 Trying to overcome the obstacles to complete the task 0.644 

Contextual Performance 

JP5 Help educate new employees though not required 0.88 

JP6 Helping employees who have a high workload 0.719 

JP7 Undertake unnecessary functions but help the company image 0.641 

Withdrawal Behaviors   

JP8 Takes excessive rest time 0.885 

JP9 The more relaxed when approaching the end of business hours 0.678 

JP10 Spend a lot of time at work using a cell phone for things that 

are not work-related 

0.692 

 

DATA ANALYSIS AND RESULTS 

Reliability and validity of research construct 

Reliability is the ability of construct measurement approaches to give similar 

results (Campbell and Fiske, 1959). The reliability of the research construct is 

measured by the composite reliability value and shows an acceptable value 

because it is entirely above 0.7. In addition to reliability, the adequacy of the 

measurement model is seen from the convergent validity and discriminant 

validity. Convergent validity measures the observable dimensionality of the 

construct of the number of common factors needed to weigh the correlation 

between variables. Table II shows the load of research factors that are indicators 

of convergent validity. All factor loads are within the minimum limit of 0.60, 

except the CC2 item (the second item of the CSR commitment scale) and CIS4 

(the last item of CSR implementation success scale). 

Discriminant validity assesses the ability of a concept and its indicators to be 

different from other concepts and indicators (Bagozzi et al, 1991). Discriminant 

validity is evaluated using the criterion recommended by Fornell and Larcker 

(1981) that the average squared value of extracted variance (AVE) must exceed 

the correlation between constructs and other constructs in the model. Table III 

shows that all diagonal values exceed the correlation between constructs 
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Table 3. AVE and Latent Variable Correlation 
 

  CR AVE CC HRM OCT CIS JP-FP JP-CP JP-WB 

CC 0,99 0,55 0,74*       

HRM 0,95 0,65 0,33 0,80*      

OCT 0,86 0,67 0,47 0,64 0,82*     

CIS 0,86 0,54 0,59 0,46 0,72 0,73*    

JP-FP 0,89 0,51 0,15 0,17 0,09 0,25 0,71*   

JP-CP 0,80 0,57 0,12 -0,16 -0,07 -0,03 0,21 0,75*  

JP-WB 0,81 0,57 0,04 0,16 0,08 0,14 0,38 0,09 0,76* 

Note: CC = CSR commitment; HRM = CSR human resource management; OCT 

= organization’s CSR target clarity; CIS = CSR Implementation success; JP-FP = 

job performance focal performance; JP-CP = Job performance contextual 

performance; JP-WB = Job performance withdrawal behavior; CR = Composite 

reliability; AVE = Average variance extracted; * diagonal elements are the square 

roots of AVE; off-diagonal elements are the correlation among construct 

Model testing results 

Structural equation model (SEM) is used to test the hypothetical relationships 

proposed by this study. The model match parameters include the ratio of kai 

square to degrees of freedom (χ2 / df), RMSEA, GFI, and CFI. Ideally, χ2 / df 

should be less than 5.0 (Wheaton et al, 1977); RMSEA less than 0.08 (McCallum 

et al, 1996); GFI and CFI more than 0.90 (Hair et al, 2006) for the model to be 

good. Figure 2 shows the model that has been completed with SEM analysis 

result.  

The final result shows the value of χ2 / df = 3.63, RMSEA = 0.08, GFI = 0.91, and 

CFI = 0.92. These values indicate that the research model is relatively well-

matched except for the RMSEA located at the frontier between mediocre fit to 

good fit. 
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Model Match and Path Analysis 

 

Figure 2 Model Match and Path Analysis 

Note: χ2/df = 3.63, RMSEA = 0.08, GFI = 0.91, dan CFI = 0.92; Significance level: * 

p value < 0,05; *** p value < 0,001 

Image shows the standard path coefficients. Overall, three of the four 

relationships were statistically significant. Employee commitment to CSR and 

clarity of CSR organization targets has a significant effect on the successful 

implementation of CSR (β = 0.24, 0.64, p-value <0.001). Hence, H1 and H3 are 

supported. The exception is the path between the CSR HR management and the 

successful implementation of CSR (β = -0.01; p-value> 0.05). CSR HR 

management has no statistically significant effect on the successful 

implementation of CSR. Therefore, H2 is not supported. Employee performance 

is determined by the successful implementation of CSR. The path between 

success of CSR implementation with significant employee performance (β = 0.26; 

p-value <0.05). H4 is supported. 

DISCUSSION 

Study show some results. First, there is a significant relationship between the 

clarity of organizational goals in CSR and the successful implementation of CSR 

in line with objective adjustment theory that confirms the ability of objectives in 
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encouraging one's behavior (Vainieri et al, 2016). Organizational goals are a form 

of affirmation of specific objectives and hence, encourage employee behavior to 

achieve those goals and result in high CSR Implementation. Brinkman et al 

(2015) asserted that behavior as a result of goal adjustment can be in the form of 

cooperation. The success of CSR Implementation is somewhat supported by the 

willingness of employees to cooperate in the success of CSR. 

Second, HRM is not related to CSR implementation. This can be explained from 

the perspective of social contracts. The HR Management variable in this study is 

a new variable that is suspected to contribute to the implementation of CSR as a 

combination of contracts from the company side and employee-side contracts. 

The insignificant relationship between HRM and CSR implementation indicates 

that social contracts occur independently. This is indicated by the significant 

readiness of employees (commitment) and organizational readiness (clarity of 

purpose). Alternatively, CSR held by mining companies does not require 

complex HRM activity. The issue of CSR implementation is done with the help 

of a third partner such as an NGO while employees and organizations only assist 

with the available HR capabilities without the need for further HRM 

intervention. 

Third, employee commitment is significantly related to the successful 

implementation of CSR. These results are in line with research by Morsing et al 

(2008), Garavan et al (2010), Collier and Esteban (2007), and Kaipanen (2015). 

Morsing et al (2008) for example found that employee commitment to CSR 

activities contributed significantly to the successful implementation of employee 

CSR through a three-year review of firms in Denmark. In general, previous 

studies agreed that employees' commitment to CSR implementation could 

increase the probability of CSR success being held. The present study reinforces 

this agreement by providing quantitative empirical evidence, compared to 

previous qualitative studies. 

Finally, successful CSR implementation gives effect to employee performance. 

Previous studies support CSR implementation capabilities in improving 

employee performance. The research of Ouyang (2012), Korschun et al (2014), 

and Rupp et al (2006) and Du et al (2015) argue and find that CSR has an impact 

on employee performance. In line with these earlier studies, research now also 

finds that CSR implementation has a significant positive effect on employee 

performance. 
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MANAGERIAL IMPLICATIONS 

Human resource management directed to improve the success of CSR 

implementation must be maintained even if managers do not observe an increase 

in CSR implementation. The failure of HR Management to drive the success of 

CSR can be caused by other factors outside the Human Resource Management 

program or indeed because the program is not on target. 

Employee commitment in CSR is strongest demonstrated through the 

widespread awareness of CSR in the company, awareness of management 

support for CSR, and past evidence of CSR's benefits to society and the 

environment. These things provide an opportunity for employees to commit to 

CSR programs. It is difficult for organizations to convince employees to commit 

if CSR is something new in the organization. However, managers can take 

evidence from similar companies that have successfully run CSR elsewhere. In 

addition, managers can also promote CSR extensively in the organization 

resulting in a collective awareness of CSR programs while demonstrating to 

employees that company management provides support for employees in 

running CSR. 

CONCLUSION AND SUGGESTIONS FOR FURTHER RESEARCH 

This study predicts employee performance only with CSR variables. Employee 

performance is of course influenced by many factors more than just CSR. The R2 

value of Employee Performance is only 6.9%, leaving 93.1% of unexplained 

employee performance variants. A share of 93.1% is a large portion that can be 

contributed by various other employee performance predictor variables other 

than CSR. Subsequent research needs to add other variables that are necessary 

to predict Employee Performance in addition to CSR so as to enhance modeling 

capabilities involving CSR in predicting employee performance. 

In addition, the questionnaire in this study is still in development stage and some 

have the possibility of overlapping with some variables. The indicators 

contained in the Commitment variable, for example, may be used as an indicator 

of the CSR Implementation variable. For that, a special study of questionnaire 

development still needs to be done to refine the model developed in this study. 
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