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Abstract

This study has examined the relationship between socially responsible 
human resource management (SRHRM), organizational 
identification, organizational trust, and turnover intention, specifically 
explore the multiple mechanisms of organizational identification and 
organizational trust between SRHRM and turnover intention. It has 
utilized social identity theory and social exchange theory to investigate 
the role of organizational identification and organizational. A survey of 
424 employees from the banking sector of Pakistan was analyzed using 
the SPSS macro PROCESS. Our results suggest that both 
organizational identification and organizational trust mediate the link 
between SRHRM and turnover intention. However, the trust 
mechanism is considerably stronger than the mechanism of 
organizational identification. The findings of this study maybe 
beneficial for the HR managers of banking organizations and 
experiencing challenges related to turnover of their skilled and 
valuable employees.   

Keywords: 
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Introduction

Over the last few decades, increasing attention hasbeen given to the 
topic of corporate social responsibility (CSR) (Kolk, 2016).Scholars 
have continually demonstrated the benefits of CSR for all 
stakeholders, including shareholders, investors, employees, 
management, and consumers(Story & Neves, 2015). In Pakistan, 
despite significant importance and benefits, CSR has not been 
explored extensively (Asrar-ul-Haq, Kuchinke, & Iqbal, 2017). CSR 
could be a source of competitive advantage through its contribution 
toward organizational image and its role in retaining skilled employees 
(Jones, 2010). CSR has become very important for the organization to 
gain competitiveness (Turyakira, Venter, & Smith, 2014). Many 
studies have confirmed the role of social performance in gaining 
economic performance (Boulouta & Pitelis, 2014; Lee, 
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2008).Nowadays, organizations use their active SRHRM and turnover intention. Second, this research has 
involvement in social activities as an essential tool to adopted a three-phase time–lag study design in data 
achieve their strategic objectives (Kramer & Porter, 2011). collection, which assists the researchers to come up with 

more meaningful and robust outcomes. Finally, most of the 
Globalization and drastic changes in technology have 

researches on SRHRM have been done in western countries 
influenced the businesses in a way that has made human 

and Chinese context (Bombiak & Marciniuk-Kluska, 2019; 
capital as the primary source of competitive advantage 

Newman, Miao, Hofman, & Zhu, 2015; Shen & Benson, 
because of its integral role in the firm's success. Researchers 

2016). There is a significant difference in the economic 
have been increasingly focused on the impact of HR 

condition and culture of Pakistan. Therefore, this study will 
practices on employee work-related attitudes and 

be helpful to understand the impact of SRHRM on employee 
behaviours (Andreeva & Sergeeva, 2016; Kooij & Boon, 

outcomes, specifically in the context of Pakistan. This 
2018; Kooij, Jansen, Dikkers, & De Lange, 2010; Kundu, 

research has enhanced our knowledge of the SRHRM- 
Mor, Bansal, & Kumar, 2019; Mostafa & Gould-Williams, 

Turnover intention linkage by exploring the multiple 
2014; Osman, Ho, & Carmen Galang, 2011). HRM practices 

psychological mechanisms. Prior studies have mainly 
in an organization are the communication signals between 

utilized social identity mechanism to explain the linkage 
organization and employees, which reveal how serious an 

between SRHRM and employee outcomes. This study has 
organization is about their employee's welfare and well-

introduced a new psychological mechanism of 
being (Guzzo & Noonan, 1994).Kundu and Gahlawat 

organizational trust along with its comparison with 
(2015) emphasized the need for a paradigm shift in the 

organizational identification mechanism in explaining the 
organizations from focusing on economic growth to 

relationship between SRHRM and turnover intention that 
sustainable and responsible HRM. Previous studies have 

will opens a new avenue for future studies on SRHRM. 
revealed the significant association between  CSR and HRM 
(Buèiûnienë & Kazlauskaitë, 2012; Jamali, El Dirani, & Theoretical background and hypothesis development
Harwood, 2015b).Buèiûnienë and Kazlauskaitë (2012)have 

Our proposed model focuses on the relationship between 
described the importance of HRM in CSR by highlighting 

SRHRM, organizational identification, organizational trust 
two points: one is being a dimension of CSR, organizations 

and turnover intention. Figure 1 describes the model used in 
are required to take care of its employee's well-being, and 

this study to examine the relationship between SRHRM, 
second, it is actually through employees that an organization 

organizational identification, organizational trust and 
would be able to perform its CSR activities. Jabbour and 

turnover intention. This study not only helps to understand 
Santos (2008) postulated that in sustainable organizations, a 

the relationship between SRHRM and employee turnover 
significant portion of innovation is related to managing 

intention but also contribute to a better understanding of 
diversity through human resource management. The 

black box between SRHRM and turnover intention. The 
concept of socially responsible HRM was introduced by 

theory which drives this model is that SRHRM contribute to 
Shen (2011). SRHRM is defined by Shen and Benson (2016) 

stimulate organizational identification and organizational 
as “corporate social responsibility (CSR) directed at 

trust which in turn influence turnover intention. The 
employees, underpins the successful implementation of 

subsequent sections provide support to the depicted model 
CSR.”SRHRM is derived from the blend of three 

and hypothesis development
interrelated areas Business ethics, Sustainability, and 
corporate social responsibility (Ardicvili, 2012). SRHRM is 
regarded as a dimension of CSR that mainly covers the CSR 
policies related to employees (Shen, 2011)

The present study contributes to the literature in the 
following ways.  First, we tested multiple mechanisms 
through which SRHRM influences turnover intention 
(Figure.1).Although previous research has tested the impact 
of SRHRM on turnover intention, this study is going to 
explore organizational identification (Social identity as a 
theoretical lens) and organizational trust (Social exchange 
as a theoretical lens) as potential mechanisms between 
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SRHRM The mediating role of Organizational identification

HRM plays a significant role in creating a win-win situation The concept of organizational identification has its root in 
for organizations by aligning strategic direction and mission social identity theory (Tajfel, 1978; Tajfel & Turner, 1979). 
of the organization, which help the organizations to translate Decoster et al. (2013) pointed out that organizational 
their CSR efforts into desirable outcomes (Jamali, El Dirani, identification contributes towards employee's resilience in a 
& Harwood, 2015a; Wright & McMahan, 2011). SRHRM is difficult time and situation.Organizational identification 
derived from the blend of three interrelated areas Business may be considered as the main route to achieving 
ethics, Sustainability, and corporate social responsibility organizational mission (Broch, Lurati, Zamparini, & 
(Ardichvili, 2012). The concept of SRHRM has been Mariconda, 2017). (Dutton, Dukerich, & Harquail, 
developed by Shen (2011) from the literature of CSR, ethics, 1994)argued that “As members identify more strongly with 
organizational behavior, and HRM. Three dimensions of the organization, their beliefs about the organization are 
SRHRM: namely legal compliance HRM, employee- likely to become more positive. Members who strongly 
oriented HRM, and general CSR facilitation HRM. identify with an organization are likely, for example, to 

believe that the organization is producing valuable outputs.” 
HRM practices are being used as a mean to enhance 

(253).Group members generally assess their group more 
employee performance and to achieve long term strategic 

positively than other groups because group assessment has 
goals of the organization. The primary purpose of human 

an impact on their positive self-image (Tajfel, 1978). Also, 
resource department is to create value for their organization 

the more positively employees evaluate their organizations, 
by acquiring human resource with the unique skills and 

the more valuable their organizations become for their self-
characteristics that enable the organization to achieve 

image (Decoster et al., 2013).CSR activities contribute 
sustainable competitive advantage (Wright & McMahan, 

towards the organizational identification of employees 
1992).  Jabbour and Santos (2008)pointed out that human 

because CSR activities produce an attractive and distinctive 
resource strategies should be formulated following 

image of the organization that enhances employees' self-
economic, social, and environmental strategies of the 

concept (De Roeck, El Akremi, & Swaen, 2016). Perceived 
organization to integrate HRM with organizational 

external image is another variable which contributes 
sustainability. According to Buciuniene and Kazlauskaite 

towards organizational identification. When employees 
(2013), socially responsible organizations are more caring 

perceive that outsider views their organization as 
toward their employees and continuously working to 

prestigious, the organizational image became attractive to 
improve existing work condition for their employees and to 

these employees, which will help to maintain their self-
enhance their well-being. When employees perceive HRM 

concept (Glavas & Godwin, 2013).Van Dick, Ullrich, and 
practices as supportive, they are more likely to reciprocate it 

Tissington (2006) suggest organizational identification of 
by their positive attitudes and behaviours (Hannah & 

employee is likely to be enhanced if employee perceived 
Iverson, 2004).

work environment as favorable, and they are more likely to 
Turnover Intention produce positive outcomes. 

Turnover intention has remained a topic of great concern for Organizational membership can confer positive attributes in 
the scholars of human resource.  employees when members perceive the external image in a 
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positive way; they may experience high organizational Conway (2001), if employees perceive HR practices as 
identification, in turn, this leads to desirable outcomes for high-commitment HR, they feel fairly treated that would 
instance high organizational commitment, job satisfaction, increase their trust in management. We argued that SRHRM 
engagement, organizational citizenship behaviors and lower practices initiate social exchange relationship between an 
turnover intention (Dutton et al., 1994). Previous studies organization and its employees; it is expected that SRHRM 
have found a significant relationship between Identification positively influences organizational trust of employees.
and Turnover intention (Liu, 2013). HRM has been 

Prior studies have utilized organizational trust as 
acknowledged as a critical factor that determines 

psychological mechanism to examine organizational 
organizational performance and helps a firm to gain a 

commitment (Aryee, Budhwar, & Chen, 2002; Omer et al., 
competitive advantage (Newman et al., 2015).  Previous 

2013), job satisfaction, performance and turnover intention 
studies have employed social identity as a theoretical lens to 

(Aryee et al., 2002),  and organizational citizenship 
examine employee voice behaviour (Islam, Ahmed, & Ali, 

behaviour (Rezaeian, Tehrani, & Lotfi Foroushani, 2013). 
2019), employee performance (Buil, Martínez, & Matute, 

Social exchange theory plays a significant role in explaining 
2019), job satisfaction (Boðan, Türkay, & Dedeoðlu, 2018), 

social exchange reciprocation (Jiang, Gollan, & Brooks, 
organizational commitment (Omer, Payaud, Merunka, & 

2017). Social exchange theory has suggested trust as a key 
Valette-Florence, 2013). Prior studies on SRHRM has also 

element in facilitating the social exchange process (Blau, 
employed organizational identification as a mediating 

1964). SRHRM invoke social exchange relationship 
variable in several studies along with SRHRM as an 

between an organization and its employees.(Spence 
independent variable for instance  (Newman et al., 2015; 

Laschinger, Finegan, & Shamian, 2002)emphasized that 
Shen & Benson, 2016). In line with previous work, this 

"The degree of trust within an organization depends on 
study has proposed organizational identification as a 

managerial philosophy, organizational actions and 
psychological mechanism between SRHRM and turnover 

structures, and employees' expectations of reciprocity" (p. 
intention. Thus, the following hypotheses have been 

63).  Thus:
proposed:

H3: There is a significant positive relationship between 
H1: There is a significant positive relationship between 

SRHRM and organizational trust.
SRHRM and organizational trust.

H4: Organizational trust mediates the effects of SRHRM on 
H2: Organizational identification mediates the effects of 

employee's turnover intention.
SRHRM on employee's turnover intention. 

Methodology
 The mediating role of Organizational trust 

The population of the study was the employees working in 
Individual possess high organizational trust give priority to 

the banking sector of Pakistan. Data were collected in three 
organizational goal over their interests. Variables that have 

phases. Data related to SRHRM were collected on the first 
been shown to influence Organizational trust positively 

phase, data related to organizational identification and 
include transformational leadership (Top, Tarcan, 

organizational trust were collected on the second phase, 
Tekingündüz, & Hikmet, 2013), HR practices (Tremblay, 

while response related to turnover intention were collected 
Cloutier, Simard, Chênevert, & Vandenberghe, 2010), 

on the last phase. The participation of individuals in the 
employee organizational relationship (Yu, Mai, Tsai, & Dai, 

study was voluntary. A cover letter was also attached to the 
2018). Social exchange theory has been utilized to explain 

questionnaire to explain the purpose of the current study and 
the relationship between SRHRM and Organizational trust. 

to assure the respondents about the anonymity of responses. 
Social exchange theory pointed out the norm of reciprocity 

Respondents were asked to respond to each item according 
as a critical element in the exchange process (Cropanzano & 

to their perceptions of SRHRM, organizational 
Mitchell, 2005). When employee perceives that 

identification, organizational trust, and turnover intention. 
organizational HR practices are supportive and 

Finally, 424 complete questionnaires were used for data 
environmental friendly, the employees will reciprocate with 

analysis. Data analyses are being conducted using the 
a high level of organizational trust (Tzafrir, 2005; Tzafrir, 

PROCESS macro in SPSS Statistics software version 23.
Harel, Baruch, & Dolan, 2004; Vanhala & Ahteela, 

Measure2011).Vanhala and Ahteela (2011)argued that HR practices 
should be designed in such a way that facilitates mutual 

SRHRM 
reciprocity, and that will contribute to enhancing employee's 

The measure of  SRHRM was adopted from Shen and Zhu trust in their organization. Positive HRM practices are 
(2011), which consists of 13 items. Example items include: signals of organizational support and care to its employees, 
“My firm ensures equal opportunity in HRM” “Employees which ultimately influence their motivation and their trust in 
participate in decisions making and total quality their organization(Whitener, 1997). According toGuest and 
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management” “My firm appoints adequate staff Organizational Trust 
implementing general CSR initiatives.” Items on the 

The questionnaire of Organizational trust is adopted from 
SRHRM are measured on a 7-point Likert-scale, ranging 

Robinson (1996) containing three items. Example items 
from 1 = strongly disagree, to 7 = strongly agree. The value 

include: “My employer is open and upfront with me” “I 
of Cronbach's alpha coefficient was observed .901.

believe my employer has high integrity.”Items on the 
 Turnover Intention organizational trust are measured on a 7-point Likert-scale, 

ranging from 1 = strongly disagree, to 7 = strongly agree. 
 The turnover intention was measured by using three-items 

The value of Cronbach's alpha coefficient was observed 
adopted from Colarelli (1984). Example items are “I often 

.878.
think about quitting this job” "If I have my own way, I will be 
working for this organization one year from now (R)."Items Results
on the turnover intention are measured on a 7-point Likert-

Demographics
scale, ranging from 1 = strongly disagree, to 7 = strongly 

The demographics of the respondents used in this study are agree. The value of Cronbach's alpha coefficient was 
shown in table 1, which shows the majority of respondents observed .782.
were males making 63% of the total sample. Out of total 

Organizational identification 
sample, 188 are married, whereas 236 are non-married, 

The measure of organizational identification was adopted constituting 44.3% and 55.7% of the sample, respectively. 
from Mael & Ashforth (1992), which containing six-items. Most of the respondents have ages between 25 to 35 years, 
Sample items are: “when someone praises my organization, with 63.4%, followed by 24.5% with age less than 25 years, 
it feels like a personal compliment,” “I am very interested in while only .7% has aged 58 years and above. Moreover, the 
what others think about my organization,” Items on the data of Organizational tenure shows that majority of the 
organizational identification are measured on a 7-point respondents have been working in the current organization 
Likert-scale, ranging from 1 = strongly disagree, to 7 = from 3 to 7 years with 47.2%, followed by 34.7% with 
strongly agree. The value of Cronbach's alpha coefficient organizational tenure of 1-2 years. Furthermore, 48.2% have 
was observed .860. job tenure 3-7 and above, followed by 22.4% with 1-2 years, 

while only 4% with job tenure of 20 or above years.
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 Descriptive statistics and correlations turnover intention (r (424) =-.301, p<0.01). Organizational 
identification is found to be statistically significant with 

In addition, means, standard deviation, and correlations are 
organizational trust (r (424) =.514, p<0.01) and turnover 

given in table 2. The results show that SRHRM is 
intention (r (424) =-.332, p<0.01). Finally, there is a 

significantly and positively correlated with organizational 
significant and negative association between organizational 

identification (r (424) =0.410, p<0.01), organizational trust 
trust and turnover intention (r (424) =-.384, p<0.01).

(r (424) =0.558, p<0.01) and negatively correlated with 

 Measurement model fit index (TLI) =.902, and root mean square error of 
approximation (RMSEA) = .054. Moreover, the factor 

Before testing of hypotheses, we have run confirmatory 
loadings of all indicators are loaded significantly, and their 

factor analysis to verify the suitability of measurement 
value is greater than 0.50. Overall, the confirmatory factor 

model (Anderson & Gerbing, 1988). The indices of 
analysis shows that the proposed model has satisfactory 

proposed model have shown acceptable model fit, ÷2 
discriminant validity (Table. 3). 

=797.93, comparative fit index (CFI) = .915, Truker–Lewis 

Hypotheses testing H4 predicts that organizational identification mediates the 
relationship between SRHRM and turnover intention. The 

We predicted in H1 that SRHRM is positively related to 
mediation effect is examined through the bootstrapping 

organizational identification. Table 4 reveals a positive and 
method with 5,000 bootstraps resamples. The results show 

significant relationship  between SRHRM and 
that indirect effect through organizational identification is 

organizational identification (â=.4452, ?<.05). Thus, our 
considered as significant as confidence interval does not 

hypothesis H1 has supported. include zero (point estimate = -.0899; CI = -1605 to -.0323). 
Thus, H4 has supported. H2 predicts that SRHRM is positively related to the 

organizational trust. The results show that SRHRM has a Finally, H5 predicts that organizational trust mediates the 
positive and significant relationship between SRHRM and association between SRHRM and turnover intention.The 
organizational trust (â=.5371, ?<.05). results reveal that indirect effect through the organizational 

trust isconsidered as significant as confidence interval do H3 predicts that SRHRM is negatively related to turnover 
not include zero (point estimate = -.1804; CI = -.2887 to -intention. Table 3 reveals a negative and significant 
.0831). Thus, H5 has also supported.relationship between SRHRM and turnover intention (â=-

.3952, ?<.05). 



www.pbr.co.in50

Volume 12 Issue 2, August 2019

Discussion Conclusion

In order to explore the interaction between SRHRM and The findings of this research could help the HR professional, 
employee turnover intention), we proposed two theory- especially in the banking sector, to retain their skilled 
based mechanisms.  The first mechanism has its origin in employees through employee friendly and environmental 
social identity theory (Tajfel & Turner, 1979) and proposes HR practices.  By revealing the importance of SRHRM to 
that the relationship between SRHRM and  turnover employee turnover intention, this study would help design 
intention is mediated by organizational identification. The HR practices in such a way that could help the organizations 
second mechanism is based on organizational exchange to minimize turnover intention of their valuable employees. 
theory (Blau, 1964; Cropanzano & Mitchell, 2005) and Future researchers are highly encouraged to extend this 
proposes that organizational trust will mediate the linkage research by examining the model in other industries and 
between SRHRM and employee turnover intention. countries. The future student could also use a qualitative 
Theforeprimary purpose of this research was to propose and approach to confirm the results of this study. 
test a model that is connecting SRHRM to turnover 

References
intention, as well as to explore the multiple mediators of 
organizational identification and organizational trust. The 
results show that all four hypotheses were supported.  
Hypothesis 1, which states that SRHRM is positively related 
to organizational identification. The results reveal a positive 
relationship between SRHRM and organizational 
identification. This finding is in line with previous 
studies(Newman et al., 2015; Shen & Benson, 2016). 
Hypothesis 2, which stipulate the positive relationship 
between SRHRM and organizational trust. Our results 
collaborate the previous research that has observed the 
mediating role of organizational trust between CSR 
activities and affective organizational commitment (Omer et 
al., 2013). Hypothesis 3 is sought to examinewhether 
organizational identification act as a mediating variable 
between SRHRM and turnover intention. The results have 
confirmed this hypothesis.  Hypothesis 4, which stipulate to 
determine that organizational trust act as an intermediate 
variable between SRHRM and turnover intention. This 
hypothesis was also supported. Overall, our results have 
supported the hypothesized model. However, the results 
show that the indirect effect of SRHRM on turnover 
intention via an organizational trust (-.1804) is stronger than 
that of via organizational identification (-.0899).  This 
finding is in contrast with the study of (Omer et al., 2013), 
who found the identification mechanisms as stronger than 
the trust mechanism in developing CSR- affective 
commitment linkage.  

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation 
modeling in practice: A review and recommended two-
step approach. Psychological Bulletin, 103(3), 411.

Andreeva, T., & Sergeeva, A., (2016). The more, the 
better…or is it? The contradictory effects of HR 
practices on knowledge-sharing motivation and 

behaviour. Human Resource Management Journal, 
26(2), 151–171.

Ardichvili, A. (2012). Sustainability or limitless expansion: 
paradigm shift in HRD practice and teaching. 
European Journal of Training and Development, 
36(9), 873–887.

Aryee, S., Budhwar, P. S., & Chen, Z. X. (2002). Trust as a 
mediator of the relationship between organizational 
justice and work outcomes: Test of a social exchange 
model. Journal of Organizational Behavior: The 
International Journal of Industrial, Occupational and 
Organizational Psychology and Behavior, 23(3), 
267–285.

Asrar-ul-Haq, M., Kuchinke, K. P., & Iqbal, A. (2017). The 
relationship between corporate social responsibility, 
job satisfaction, and organizational commitment: 
Case of Pakistani higher education.Journal of Cleaner 
Production, 142, 2352–2363.

Blau, H. (1964). The Impossible Theater: A Manifesto. 
Macmillan.



51www.pbr.co.in

Pacific Business Review International

Boðan, E., Türkay, O., & Dedeoðlu, B. B. (2018). Perceived Management  S tudies ,  53 (7) ,  1141–1168.  
corporate social responsibility and job satisfaction: https://doi.org/10.1111/joms.12216
The mediator role of organizational identification. Decoster, S., Camps, J., Stouten, J., Vandevyvere, L., & 
International Journal of Business and Management Tripp, T. M. (2013). Standing by Your Organization: 
Studies, 10(2), 51–67. The Impact of Organizational Identification and 

Bombiak, E., & Marciniuk-Kluska, A. (2019). Socially Abusive Supervision on Followers' Perceived 
Responsible Human Resource Management as a Cohesion and Tendency to Gossip. Journal of 
Concept of Fostering Sustainable Organization- B u s i n e s s  E t h i c s ,  1 1 8 ( 3 ) ,  6 2 3 – 6 3 4 .  
Building: Experiences of Young Polish Companies. https://doi.org/10.1007/s10551-012-1612-z
Sustainability, 11(4), 1044. Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). 

Boulouta, I., & Pitelis, C. N. (2014). Who needs CSR? The Organizational Images and Member Identification. 
impact of corporate social responsibility on national Administrative Science Quarterly, 39(2), 239. 
competitiveness. Journal of Business Ethics, 119(3), https://doi.org/10.2307/2393235
349–364. Glavas, A., & Godwin, L. N. (2013). Is the Perception of 

Broch, C., Lurati, F., Zamparini, A., & Mariconda, S. “Goodness” Good Enough? Exploring the 
(2017). The Role of Social Capital for Organizational Relationship Between Perceived Corporate Social 
Identification? : Implications for Strategic Responsibility and Employee Organizational 
Communication The Role of Social Capital for Identification. Journal of Business Ethics, 114(1), 
Organizational Identification? : Implications for 15–27. https://doi.org/10.1007/s10551-012-1323-5
Strategic Communication. International Journal of Guest, D., & Conway, N. (2001). Employer perceptions of 
S t r a t e g i c  C o m m u n i c a t i o n , 0 0 ( 0 0 ) ,  1 – 2 1 .  the psychological contract. CIPD Publishing.
https://doi.org/10.1080/1553118X.2017.1392310

Guzzo, R. A., & Noonan, K. A. (1994). Human resource 
Buciuniene, I., & Kazlauskaite, R. (2013). The linkage practices as communications and the psychological 

between HRM , CSR and performance outcomes ¡ iu. contract. Human Resource Management, 33(3), 
5–24. https://doi.org/10.1108/17465261211195856 447–462.

Buèiûnienë, I., & Kazlauskaitë, R. (2012). The linkage Hannah, D., & Iverson, R. (2004). Employment 
between HRM, CSR and performance outcomes. relationships in context: Implications for policy and 
Baltic Journal of Management, 7(1), 5–24. practice. The Employment Relationship: Examining 

Buil, I., Martínez, E., & Matute, J. (2019). Transformational Psychological and Contextual Perspectives, 332, 350.
leadership and employee performance: The role of Harris, C. M., Lavelle, J. J., & McMahan, G. C. (2018). The 
identification, engagement and proactive personality. effects of internal and external sources of justice on 
International Journal of Hospitality Management,77, employee turnover intention and organizational 
64–75. citizenship behavior toward clients and workgroup 

Carmeli, A., & Weisberg, J. (2006). Exploring turnover members. The International Journal of Human 
intentions among three professional groups of Resource Management, 1–24.
employees. Human Resource Development Hur, Y. (2013). Turnover, voluntary turnover, and 
International, 9(2), 191–206. organizational performance: Evidence from 

Cho, Y. J., & Lewis, G. B. (2012). Turnover intention and municipal police departments. Public Administration 
turnover behavior: Implications for retaining federal Quarterly, 3–35.
employees .  Review of  Publ ic  Personnel  Islam, T., Ahmed, I., & Ali, G. (2019). Effects of ethical 
Administration, 32(1), 4–23. leadership on bullying and voice behavior among 

Colarelli, S. M. (1984). Methods of communication and nurses:mediating role of organizational identification, 
mediating processes in realistic job previews. Journal poor working condition and workload. Leadership in 
of Applied Psychology, 69(4), 633. Health Services, 32(1), 2–17.

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange Jabbour, C. J. C., &Santos, F. C. A. (2008). The central role 
theory: An interdisciplinary review. Journal of of human resource management in the search for 
Management, 31(6), 874–900. sustainable organizations. The International Journal 

of Human Resource Management,19(12), 2133–2154. De Roeck, K., El Akremi, A., & Swaen, V. (2016). 
https://doi.org/10.1080/09585190802479389Consistency Matters! How and When Does Corporate 

Socia l  Responsibi l i ty  Affect  Employees '  Jamali, D. R., El Dirani, A. M., & Harwood, I. A. (2015a). 
Organizational Identification? Journal of  Exploring human resource management roles in 



www.pbr.co.in52

Volume 12 Issue 2, August 2019

corporate social responsibility: The CSR-HRM co- Development International, 18(4), 387–406. 
creation model. Business Ethics, 24(2), 125–143. https://doi.org/10.1080/13678868.2015.1056500
https://doi.org/10.1111/beer.12085 Kundu, S. C., Mor, A., Bansal, J., & Kumar, S. (2019). 

Jamali, D. R., El Dirani, A. M., & Harwood, I. A. (2015b). Diversity focused HR practices and perceived firm 
Exploring human resource management roles in performance: mediating role of procedural justice. 

Journal of Asia Business Studies, (just-accepted), 0.corporate social responsibility: the CSR-HRM 

Lee, M. P. (2008). A review of the theories of corporate co-creation model. Business Ethics: A European 
social responsibility: Its evolutionary path and the 

Review, 24(2), 125–143. road ahead.International Journal of Management 
Reviews, 10(1), 53–73.Jiang, Z., Gollan, P. J., & Brooks, G. (2017). Relationships 

between organizational justice, organizational trust Liu, Z. (2013). Leadership style and employee turnover 
and organizational commitment: a cross-cultural intentions?: a social identity perspective .  
study of China, South Korea and Australia.The https://doi.org/10.1108/CDI-09-2012-0087
International Journal of Human Resource 

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma 
Management, 28(7), 973–1004.

mater: A partial test of the reformulated model of 
Jones, D. A. (2010). Does serving the community also serve organizat ional  ident i f ica t ion.  Journal  o f  

the company? Using organizational identification and Organizational Behavior, 13(2), 103–123.
social exchange theories to understand employee 

Mostafa, A. M. S., & Gould-Williams, J. S. (2014). Testing 
responses to a volunteerism programme. Journal of 

the mediation effect of person–organization fit on the 
Occupational and Organizational Psychology, 83(4), 

relationship between high performance HR practices 
857–878. https://doi.org/10.1348/096317909X 

and employee outcomes in the Egyptian public sector. 
477495

The International Journal of Human Resource 
Juhdi, N., Pa'wan, F., & Hansaram, R. M. K. (2013). HR Management, 25(2), 276–292.

practices and turnover intention: the mediating roles 
Newman, A., Miao, Q., Hofman, P. S., & Zhu, C. J. (2015). 

of organizational commitment and organizational 
The impact of socially responsible human resource 

engagement in a selected region in Malaysia. The 
management on employees' organizational citizenship 

International Journal of Human Resource 
behaviour: the mediating role of organizational 

Management, 24(15), 3002–3019.
identification.International Journal of Human 

Kim, S. (2012). The impact of human resource management R e s o u r c e  M a n a g e m e n t ,  2 7 ( 4 ) ,  
on state government IT employee turnover intentions. 440–455.https://doi.org/10.1080/09585192.2015.104
Public Personnel Management, 41(2), 257–279. 2895

Kolk, A. (2016). The social responsibility of international Omer, F., Payaud, M., Merunka, D., & Valette-Florence, P. 
business: From ethics and the environment to CSR and (2013). The Impact of Corporate Social Responsibility 
sustainable development. Journal of World Business, on Organizational Commitment: Exploring Multiple 
51(1), 23–34. Mediation Mechanisms. Journal of Business Ethics, 

125(4), 563–580. https://doi.org/10.1007/s10551-Kooij, D. T. A. M., & Boon, C. (2018). Perceptions of HR 
013-1928-3practices, person–organisation fit, and affective 

commitment: The moderating role of career stage. Osman, I., Ho, T. C. F., & Carmen Galang, M. (2011). The 
Human Resource Management Journal, 28(1), 61–75. relationship between human resource practices and 

firm performance: an empirical assessment of firms in Kooij, D. T. A. M., Jansen, P. G. W., Dikkers, J. S. E., & De 
Malaysia.Business Strategy Series, 12(1), 41–48.Lange, A. H. (2010). The influence of age on the 

associations between HR practices and both affective Poon, J. M. L. (2012). Distributive Justice, Procedural 
c o m m i t m e n t  a n d  j o b  s a t i s f a c t i o n :  A  Justice, Affective Commitment, and Turnover 
meta-analysis.Journal of Organizational Behavior, Intention: A Mediation–Moderation Framework 1. 

Journal of Applied Social Psychology, 42(6), 31(8), 1111–1136.
1505–1532.

Kramer, M. R., & Porter, M. (2011). Creating shared value. 
Rezaeian, A., Tehrani, M., & Lotfi Foroushani, N. (2013). A Harvard Business Review, 89(1/2), 62–77.

trust-based study of CS influence on OCB in Iranian 
Kundu, S. C., & Gahlawat, N. (2015). Socially responsible Water  Resources  Management  Company:  

HR practices and employees' intention to quit: The Considering (national) cultural factors. Journal of 
mediating role of job satisfaction. Human Resource Communication Management, 17(3), 216–238.



53www.pbr.co.in

Pacific Business Review International

Robinson, S. L. (1996). Trust and breach of the procedural justice, organizational support and trust in 
psychological contract. Administrative Science organizational commitment and in-role and extra-role 
Quarterly, 574–599. performance. The International Journal of Human 

Resource Management, 21(3), 405–433.Shen, J. (2011). Developing the concept of socially 
responsible international human resource Turyakira, P., Venter, E., & Smith, E. (2014). The impact of 
management. International Journal of Human corporate social responsibility factors on the 
Resource Management ,  22(6), 1351–1363. competitiveness of small and medium-sized 
https://doi.org/10.1080/09585192.2011.559104 enterprises. South African Journal of Economic and 

Management Sciences,17(2), 157–172.Shen, J., & Benson, J. (2016). When CSR Is a Social Norm: 
How Socially Responsible Human Resource Tzafrir, S. S. (2005). The relationship between trust, HRM 
Management Affects Employee Work Behavior. practices and firm performance. The International 
Journal of Management, 42(6), 1723–1746. Journal of Human Resource Management, 16(9), 
https://doi.org/10.1177/0149206314522300 1600–1622.

Shen, J., & Zhu, C. J. (2011). Effects of socially responsible Tzafrir, S. S., Harel,  late G. H., Baruch, Y., & Dolan, S. L. 
human resource management on employee (2004). The consequences of emerging HRM 
organizational commitment. International Journal of practices for employees' trust in their managers. 
Human Resource Management, 22(15), 3020–3035. Personnel Review, 33(6), 628–647.

Sjöberg, A., & Sverke, M. (2000). The interactive effect of Van der Heijden, B. I. J. M., Peeters, M. C. W., Le Blanc, P. 
job involvement and organizational commitment on M., & Van Breukelen, J. W. M. (2018). Job 
job turnover revisited: A note on the mediating role of characteristics and experience as predictors of 
turnover intention. Scandinavian Journal of occupational turnover intention and occupational 
Psychology, 41(3), 247–252. turnover in the European nursing sector. Journal of 

Vocational Behavior, 108, 108–120.Spence Laschinger, H. K., Finegan, J., & Shamian, J. (2002). 
The impact  of  workplace empowerment,  Van Dick, R., Ullrich, J., & Tissington, P. A. (2006). 
organizational trust on staff nurses' work satisfaction Working under a black cloud: How to sustain 
and organizational commitment. In Advances in organizational identification after a merger. British 
Health Care Management (pp. 59–85). Emerald Journal of Management, 17(S1), S69–S79.
Group Publishing Limited. Vanhala, M., & Ahteela, R. (2011). The effect of HRM 

Story, J., & Neves, P. (2015). When corporate social practices on impersonal organizational trust. 
responsibility (CSR) increases performance: Management Research Review, 34(8), 869–888.
exploring the role of intrinsic and extrinsic CSR Whitener, E. M. (1997). The impact of human resource 
attribution. Business Ethics: A European Review, activities on employee trust.Human Resource 
24(2), 111–124. Management Review, 7(4), 389–404.

Sun, J., Lee, J. W., & Sohn, Y. W. (2019). Work context and Wright, P. M., & McMahan, G. C. (1992). Theoretical 
turnover intention in social enterprises: the mediating perspectives for strategic human resource 
role of meaning of work. Journal of Managerial management. Journal of Management, 18(2), 
Psychology. 295–320.

Tajfel, H. (1978). Differentiation between social groups: Wright, P. M., & McMahan, G. C. (2011). Exploring human 
Studies in the social psychology of intergroup capital: putting 'human'back into strategic human 
relations. Academic Press. resource management. Human Resource Management 

Tajfel, H., & Turner, J. C. (1979). An integrative theory of Journal, 21(2), 93–104.
intergroup conflict. Organizational Identity: A Yu, M.-C., Mai, Q., Tsai, S.-B., & Dai, Y. (2018). An 
Reader, 56–65. Empirical Study on the Organizational Trust, 

Top, M., Tarcan, M., Tekingündüz, S., & Hikmet, N. (2013). Employee-Organization Relationship and Innovative 
An analysis of relationships among transformational Behavior from the Integrated Perspective of Social 
leadership, job satisfaction, organizational Exchange and Organizational Sustainability. 
commitment and organizational trust in two Turkish Sustainability, 10(3), 864.
hospitals. The International Journal of Health 
Planning and Management, 28(3), e217–e241.

Tremblay, M., Cloutier, J., Simard, G., Chênevert, D., & 
Vandenberghe, C. (2010). The role of HRM practices, 


