
.' •....

JABE, Volume V,Number 1,2005 ISSN: 1542.8710

Journal of Academy of
• ,. i

Business and Economics@

__ Sponsored by
South Stockholm University- Södertörn, Stockholm

ffiIIIaııııagi6'lg IEdliftcrs
Professor Alan S. Khade, Ph.D Professor Cheick Wague, Ph.D.
California State University Stanislaus . South Stockholm University

A Publication of the
iıntel1'D1atiena!Acadlemy of Business andl Ecenemies

IAIBF..ORG



,,'

JOlfHrngd of Acad~n'iryof
Business and Ec@nomles

8$S~:1542.811 o

Managing Ecliters: Dr. Alan S, Khade; Califomia Slate University-Stanislaus, TuMock, Califomia, USA
Dr. Cheick Wague, South Stockholm University, Södertöm, Stockholm, Sweden

Ecliterial Bearcl:

Dr. Bhavesh Patel, Myers University, Cleveland, Ohio, USA
Dr, Tahi J. Gnepa, California Slate University-Stanislaus, TuMock, Califomia, USA
Dr. Zinovy Radovilsky, Califomia State University, Hayward, Califomia, USA
Dr. Detelin Elenkov, University of Tennessee, Knoxville, Tennessee, USA
Dr. Fuming Jiang, Aust18lian National University, Canberra, Aust18lia
Dr. Michael Benham, European Business School, Gerrnany
Dr, Anand Desai, Ohio State University, Columbus, Ohio, USA
Dr. Chun Hung Roberts Law, Hong Kong Polytechnic University, Hong Kong, China
Dr. Jangho Lee, Sogang University, Seou!, Korea
Dr. Lokman Mia, Griflith University, Australia
Dr. Alain Nurbel, University of La Reunion, CERESUR, France
Dr. Ansgar Richter, European Business School, Oestıich-Winkel, Gerrnany
Dr. Fred N. Silverrnan, Pace University, White Plains, New York, USA
Dr. Fang-Fang Tang, Chinese University of Hong Kong, Hong Kong, China
Dr. Gerson Tontini, Regional University of Blumenau, Blumenau, Brazil
Dr. Raquel Diaz Vazquez, Universidad de Vigo, Vigo (Pontevedra) Spain
Dr. Ben-Jeng Wang, Tunghai University, Taichung, Taiwan, ROC
Dr. David Ward, European School of Economics, Milan, llaly ,
Dr. Kevin K. F. Wong, Hong Kong Poıytechnic University, Hong Kong, China
Dr. Xlaolin )(ing, National University of Singapore, Singapore"
Dr. Moshe Zviran, Tel Aviv University, Tel Aviv, Is18el

i LIBRARY OF CONGRESS, , i
LC Centrol Number: 2002215392
i ISSN:11542-8710
i CALL NUMBER:I HB1.J546 i
The JABE is a peer-reviewed joumallisted in the Cabell's Directories,2004-0G Ecfiöoos. The JABE is also [istad in the urrich's
International Periodlcals o'irectoıy since 2003. The JABE will be available online from the Gele Groupl Thomson Publishing.
The JABE is the flagship publication of the International Academy of Business and Economics.
All rights reserved. @l005 IABE.

IABE.ORG



•

.. ---=----_._---~.

JABE, Volume V, Number 1, 2005

TABLE OF CONTENTS
Page

A MODEL FOR STRATEGY AND OD INTERVENTIONS 1
Ralph Haug, Roosevelt University, USA
Alan Krabbenhoft, Rooseve~ University, USA

MARKET SEGMENTS BASED STRATEGIC GROUPS: WHAT ARE THEY? AND SOME 14
PROPOSITIONS

Abhay Shah, Colora~o State University-Pueblo, USA

THE HUMAN RESOURCE MANAGEMENT DIMENSIONS OF CORPORATE SOCIAL RESPONSIBILITY 26
IN TURKEY: A SURVEY

Tekin Akgeyik, The Istanbul University, Istanbul, TURKEY

BRAND AS A RELlABILlTY REFERENCE POlNT: A TEST OF PROSPECT THEORY IN THE USED 34
CARMARKET

Stephen C Betts, Wiiliam Paterson University, Wayne, New Jersey, USA
Zinaida Taran, Siena College, Loudonville. New York, USA

IDENTIFYING HIERARCHiCAL CHOICE STRUCTURES: A COMPARISON OF METHODS 39
John C. Carter, Pace University, Lubin SChool ol Business, New York, NY, USA
Fred N. Silverman, Pace University, Lubln School ol Business, New York, NY, USA

ORGANlZATIONAL PRACTiCES FACILlTATING PATENT COMMERCIALlZATION 49
Nilanjana Bhadun nee Chakraborty, Indian Institute ol Science, Bangalore, INDIA
Mary Mathew, Indian Institute of Selence, Bangalore, INOIA

CUSTOMER SATISFACTION EVALUATION (CSE) FOR KNOWLEDGE BASED SERVICES FROM 54
PUBLlC FUNDED (S&T) R&D ORGANISATIONS

Sampath Kumar.G, Indian Institute ol Chemical Technology, Hyderabad, INDIA
Vidyadhar Reddy.A, University College ol Business Managemenl Osmania, Hyderabad, INDIA

SELF-EXCLUSION PROGRAMS FOR PROBLEM GAMBLERS IN AUSTRALIA 61
Rosalind F. Croucher, Macquarie University, Sydney. AUSTRALlA
John S. Croucher, Macquarie University, Sydney, AUSTRALlA

THE EFFECTS OF CONSUMER INVOLVEMENT AND TRAINING ON HEURISTICS AND BIASES 67
Dong Shen, Calilomia State Universtty, Sacramento, CA, USA
Joseph Richards, Califomia State University, Sacramento, CA, USA
Emest Olson, Calilomia State University, Sacramento, CA, USA

COMPETING AND COMPLEMENTARY EXPLANATIONS OF COMMUNICATION MEDIA USE
Maha EIShinnawy, The American University in Cairo, CAIRO

CAUSES OF KNOWLEDGE SHARING BEHAVIORS: MOTIVATIONAUFUNCTlONAL APPROACH
, Seokhwa Yun, Montclair State University, Montelairı NJ 07043, USA

Mark R. Allyn, Montclair State Universtty, Montclair, NJ 07043, USA

BURNOUT AND ABSENTEEISM AMONG NURSES IN HEALTH CARE MANAGEMENT
Yacov Kedem, Shenkar College ol Engineering and Design, Ramat Gan, ISRAEL
Yehudtt Bagan, Central Health Services, ISRAEL

THE EFFECTS OF BRAND CHOICE ON PRODUCT TRIAL EVALUATIONS
DeAnna S. Kempl, Middle Tennessee State University, Murfreesboro, Tennessee, USA
Russell N. Laczniak, lawa 8tate University. Ames,lowa. USA.

Journal of Academy of Business and Economics, VolumaV, Number 1, 2005

72

BB

93

112

lv

i,



TAS LE OF.CONTENTS (Conld ... ) Page

DIFFERENCES BY GENDER IN THE MORAL REASONING, PERSONAL VALUES AND VALUE TYPES 120
OF ACCOUNTING MAJORS: A STUDY

George p.w. Lan, University of Windsor, Windsor, Onlario, CANADA
Sharon McMahon, University of Windsor, Windsor, Onlario, CANADA
Fritz Rieger, University of Windsor, Windsor, Onlario, CANADA
Norm King, University of Windsor, Windsor, Onlana, CANADA
Maureen P. Gowing, Universfty of Windsor, Windsor, Ontano, CANADA

UNDERSTANDING CYBERSPACE BEHAVIOR WITH THE CRITICAL SOCIAL THEORY 131
Oak Lee. College of Information and Communications, Hanyang,University, Seau!, KOREA

UNDERSTANDING MANUFACTURERS' REPRESENTATIVES: AN ANALYSIS OF SATISFACTION 138
AND DEPENDENCE BALANCING

Michael W. Pass, Califomia State University-San Marcos, San Marcas, Califomia. USA
Claudia M. Bridges, Califemia State University-Sacramento, Sacramento, Califomia, USA
J~hnL. Schlacter, Aıizona State University, Tempe, Arizona, USA

CREATING MANAGEMENT LEADERSHIP FOR THE FUTURE: AN INTEGRATED MODEL 147
Pamela Malhews, Charles Slurt University, Wagga Wagga, AUSTRALlA
Dawn Edwards, Charles Sturt University, Wagge Wagga, AUSTRALIA

THE ROLE OF HEDONIC AND UTILITARIAN PRODUCTS FOR E-CONSUMER TRUST 162
Lynn M. Goetzinger, Purdue University, Wesl Lafayette, Indiana, USA
Jungkun Park, Purdue UniversIty, West Lafayette, Indiana, USA'

MANAGERIAL ACTIONS THAT SIGNIFICANTLY AFFECT EMPLOYEES' PERCEPTIONS' 167
Thomas Philippe, Sı. Petersburg College, SI Pelersburg FL, USA
Jerry W. Koehler, University of South Florlda, Tampa, FI, USA

EXPLORATORY STUDY TO MEASURE THE VALlDITY OF THE SELEB SCALE 173
" Mar!<F. Toncar, Youngslown Sıale University, Youngstown, OH, USA

Jane S, Reid, Youngslown Sıale University, Youngstown, OH, USA
Cynthia E. Anderson, Youngstown State University, Youngstown, OH, USA

STRATEGIC MANAGEMENT AND POLICY FRAMEWORK FOR ACHIEVING BUSINESS 180
EXCEllENCE , CASE STUDiES OF INDIAN COMPANIES

Vidhu Shekhar Jha, Management Development Institute, Gurgaon, INDıA

iNTERNATIONALlZATION OF DOCTORAL PROGRAMS: IS FOREIGN-MADE BETTER THAN 192
DOMESTiC?

Marion Stantan Webb, Cleveland State }.Jrıiversity. Business, Cleveland, OH, USA
William J. Lundstrom, Cleveland State Universlty. Business, Cleveland, OH. USA

A MATIER OF TRUST: USING STUDENT DESIGNED CODES OF CONDUCT IN FACE-TO'FACE AND 200
VIRTUAL GROUP ENVIRONMENTS ,

Virginia Yonkers, University ai Albany, Albany, NY, USA
Cheıyi L. Buff, Siena College, Loudonville, NY, USA

THE OPTIMAL DECISION ON DOWNSIZING 209
Assa Birati, Natanaya Academic College, ISRAEl
Eli Kraizberg Netanya University College, Netanya, ISRAEL.
Aharon Tziner, Professor and Dean at Netanya University College, Netanyahu, ıSRAEl
Mitchell Kel1man, Professar. City Univers:~yaf New York, USA

A FUZZY ANALYSIS ON PERISHABLE-ASSET IN EARNING MANAGEMENT OF r>1AINLANDCHINA 220
AIRLlNES '

Yu-Feng Lin, National Sun Yat.Sen University, Taiwan

Journalaf Academy of Business and Economics, Volume V, Number 1, 2005 v



1. INTRODUCTION

ABSTRACT

[.'

,:i
i.!

!. .f: }

t
l~:
i'
i

!
i

i
l._'

26Journalaf Academy ofBusiness and Economics, Volume V, Number 1, 2005
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The purpose of this study is to present the main findings from a survey of the top 50 Turkish companies'
on the exlent to which they evaiuate the HRM dimensions of their CSR policles and practices. The paper
analyzes fıve HRM dimensions of CSR: To what exlent do the companies see,the role of HRM in their
.CSR policies and practiees?' How do the companies communicate their CSR policies to their
stakeholders? To what exlent do the companies view the influence of CSR policies and practicas on the

Tekin Akgeyik, The Istanbul University, Istanbul, TURKEY

THE HUMAN RESOURCE MANAGEMENT DIMENSIONS OF CORPORATE SOCIAL
RESPONSIBILlTY IN TURKEY: A SURVEY'

Keywords: Corporate social responsibiJity, human resource manegement, HRM funclions, HRM
practices; .

Corporate social responsibi/ity (CSR) means a Commitment by a company to manage its roles in a society
in a responsible and sustainable manner. Espeeialiy since the 1980's, CSR has become an increasingly
important part of the business environment Today there is a growing pereeption among enterprises that
sustainable business succe$S and shareholder value cannot be achieved solely through maximizing
short-term profıts, but instead through market-{)riented yet responsible behavior. The aim of this study is
to present the main findings from arecent survey of Turl<ey's top companies on the human resource'
management dimensions of their corporate social responsibi/ity.

According to Milton Friedman, a business has no social responsibilities other
than to maximize ils profits. However, today there Is a growing perception among enterprises that
sustainable business success and shareholder value cannot be achieved solely through maximizing
short-term profıts, but instead through market-{)riented yet responsible behavior. This responsible
behavior of corporations can be ealled corporate social resp'Onsibility(CSR)" (EIC, 2005).

There are different approaches in explaining CSR. On~ of them is the cıassicaı theory stressing that the
primary goal of company is to secure lls shareholders' financial goals and to respond to thelr wishes
relative to the corporation. Secondly, the social demandingness theory .of CSR means to promoteand
protect the general public's interests. On the other hand, the social activist theory holds that there exils a
universal standard for determining responsible corporate conduct that is independent from the
stockholders' interesis (Brummer, 1991).

Finally, the stakeholder theory on CSR, influencad by the view that companies are also corporate
citizens, seeks to balanee among the competing demands of stakeholders that support a company
(Zappala and Cronin, 2002). From the stakeholder perspective, corporate social responsibility means a
, commilment by a company to manage lls roles in a sociely as producer, employer, marketer, customer
and citizen in a respa~sible and sustainable manner.

Especially since the 1980's, CSR has become an important business Issue. Today, il has not only an
impact on the locai and nationallevels, bul also on the global scale. It is'gelıing more crucial for the global
companies to support the social programs. They especially realize several social projects that the national
govemmenis can't give enough money. For example, a report by a charily, the Christian Aid cites Shell,
British American Tobacco (BAT) and Coca-Coia as paying Iip service to eSR (Kramar, 2004). In addilion,
the annual reports of almost every major company nowadays dwell on social goals advanced and social
projects undertaken. A surveyamong the 250 global companies by KPGM in 2005 reparts that 52 pereent
of them issue separate CR reports (KPGM, 2005).
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HRM lunctions? To what extent do the companies consider the HRM practices from their CSR
perspeclive? What kind ol incentives do the. companies olfer to employees to get involved. in CSR
activities?

The stakeholder theory is an important and commonly used Iramework within corporate social
responsibilily. Therelare, the study relies on the stakeholder view as abasic approach in analyzing the
dimensions ol CSR. .

The paper comprises 5 sections. Following the inb'oductory section 1 that oullines a conceptual
lramework, in the section 2, the paper deals wilh a general description ol the suNey seetion, the research
selling and methods being used in collecting data. The third seclion presents the findings ol research on

. the CSR' Profile ol respondent companies. Data on the HRM dimensions ol CSR are analyzed in the
lourth section. Finally, the section 5 concludes with a summary ol the major findings.

2. METHOD

2.1 Sample
The sample, including 50 companies, lar our survey was drawn Irom the ıCı Annual List 61Turkey's 500
Major Indusb'ial Enterprises by revenue as ranked by the Istanbul Chamber ol Industry (ıCı 2002). The
respondent companies ranged in size from having 30 employees to 4000 employees. The majorily ol
companies were classified as smail or medium, with one-quarter having more than 500 employees. Same
companies in the sample (35%) have operatioris in more than one country. .

2.2 Procedure
The survey involved the use ol a pre-designed a questionnaire, focus group discussions and
observations. The questionnaire larm was developed to examine the extent and nalure ol CSR among
the respondent companies. Same of the questions in the research were adapted Irom various surveys
(See lappal;; and Cronin, 2002). The questionna;re larm included .33 questions comprising 3 sections.
The survey was administered by e-mail. The respondents were assured that there were no right or wrong
answers and that the best answer was their own personal opinion. They were asked to read the
instructions carefully and to answer all the questions.
The first seetion of the questionnaire was about the background questions (e.g. the multinational status ol
respondents, sectors they operate in, and the primary status ol person who completed the questionnaire).
While the second section asked questions on the corporate social responsibility profile ol respondents,

. the last included a series of questions on the human resource management dimensions ol CSR.

3. eSR PROFILE

3.1 Reasons for eSR
From the stakeholder approach, if .companies are 'cilizens' then they also have rights, duties and .
responsibilifies to their stakeholders. CSR activities lar companyare important way to realize these duties
and responsibilities, and olfer several benefils to its slakeholders.

CSR activities alsa provide businesses with the advantages ol an improved image and reputation, an
improved trust, a more proniinent profıle, a beller market pasifian, more business, increased employee
motivation, increased allracti'yeness to potential recruits, coS! savings and increased efficiency, and an
improved company culture (Jenkins, 2001).

In "ur study, the companies indicate similar reasons. Overall, the communily expectations, changing
social values and public opinion are the basic causes ol engaging in corporate social responsibility
activities. The majority ol companies (80%) see the CSR as a way for enhancing their public image and
reputation. The building good relationship with the surrounding community and their employees is.another
motivation for the CSR programs. .

Journalaf Aeademy of Business and Eeonomies, Volumev, Number1,2005 27
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The fındings from the survey present that the companies consult with at least one stakeholder when
deciding the projects on eSR. However, seeing eSR projects as a way to improve their public image and
reputation, the companies langely (75 %) identify the public opinion as the most important source in
formulating their eSR policy. More importantly, 1 of 3 takes their employees' opinions in developing of the
eSR policy, which means that they see their employees as a critical intemal stakeholder.

The research suggests that the respondent companies view (in order of importance) the general public
opinion, the Private Sector Volunteers Association (OSGO), NGOs and their employees as the key
stakeholders to consult with regaroing to the eSR.

3.3 eSR Policyeooperatiori with' stakeholders in determining of eSR poliey is one way that companies can increase
acceptance and receptiveness to their eSR practices, and helps facilitate their success (Zappal;; &

eronin, 2002).

Secondly, there has been always a strong tradition of charity in the Turkish society, which contributes to a
solid foundation of volunteerism. The most foundations and institutions provide funds for students. The
results in our surveyare consistent with that. The student scholarships are reported by the respondent
companies as the most popular second eSR activity (65 %).

Another important aspect of the charitable tradition is the strong relationship between companies and the
NGOs. It is known that in Turkey there are many charitable organizations managing their activities by the
donations of corporations. One of these onganizatlons is the Private Sector Volunteers Association
(OSGO) that was formed in 2002 to bring together cencemed companies andprofessionais interested in

eSR activities.

3.4 Measuring Effectivenesslt may be concluded that the companies, measuring the effectiveness of eSR activities, place more
importance on them. Evaıuatıng eSR practices ailow companies to assess the costs and benefıts of any
eSR programs, which is a critlcal indicator for expansion Ormodifıcatlon of existing eSR practices. There
are some evaiuating methods. Mostly benchmarking, social auditing and self-reportlng are used by
companies. Another aspect of evaiuating eSR activities is whether companies measure the effectiven'ess
of eSR for the partlcular stakeholder groups (Zappal;; and eronin, 2002).

In the survey, the respondent companies were asked to list the types of their eSR activities. The
sponsorships and student scholarships are the most popular eSR projects. 85 percent of them say that

they support the sport and art activities.

Since the main motivation of eSR is to improve their public image for the companies, it isn't surprised that
the most of eSR activities are the sponsorship projects. In Turkey (mainly in the city of Istanbul) the art
festivals and onganizations,mostly are to be able to be realized by the spbnsorship' of private sector.
Moreover, during the last years there has been a growing tendeney among the Turkish companies to

increasa their sponsorship.

eonsequently, 95 % of the respofldents point out that fınancial banefıt isn't th,e primarily reason for the
eSR programs, which means that they consider the long-term advantages instead of the short-term

fınancialgains.

3.2 Types of eSR Activities.There are several CSR activities for both intemal.and extemal stakeholders. For example, loans, medical
care, pension funds, matemity and safety programs are eSR activities for the intemal stakeholders. The
extemal eSR mainly consists of investment in community outreach, good employee relations, creation
and maintenance of employment, environmental stewardship and fınancial performance ete. (Johansso

n

and Larsson, 2000). '
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In our research, the results suggest that BO % of the respondents indicate to have a fonnal policy for
evaiuating the eltectiveness of eSR activities.

According to the data, the companies, assessing their eSR activities, utili~e the methods of public Image
survey, customer satisfaclion surveyand retum on investment (ROl). The resuns present that 63 % of
them mostly prefer the general public image survey. This is consistent with the overall results reported
earlier. In another words, since the companles fonnulate their eSR activities for gelıing a gbod public

. image, they naturaliy evaluate the perfonnance of thelr eSR activities by the public image surveys.

Secondly, customer satisfaction is a key success erilerion when eSR activities are used as a marketing
means especially. One-fourth of lhe respondenls appraise their CSR activities by the. customer
satisfaction survey. As a resun, the finns mostly consider that the impacts of CSR activities are more
easily monilored by the extemal stakeholders such as communily and customers. .

4. HRM DIMENSIONS OF CSR

4.1 Role of HRM
eSR is a strategic issue erossing departmental boundaries, and affecting the way in which company does
business.• However, human resource management de'partment should be the primary. responsible for
managing CSR activities that offer aiso practically and theoretical.new opportunities to HRM. Moreover,
HR department has the potential to play a significant role in developing CSR activities in the organization.
While CSR is expanding the role of HRM, it also supports the benefils of workplace practices. That
contributes to organizatlonal efficieney and success (Kramar, 2004).

In the survey, the respondents were'asked \wo questions aboul the role of human resource management
on the CSR activities. First, they were asked on the responsibilily of HRM In managlng and coordinating
of their CSR projects ..Ai::cordlng.lo Table 1, the HRM department moslly is the key coordinator unit wilh
respect to the CSR (45 %). This is not a surprising since the role and infıuence of HRM has increased
especially since the seCondpart of 1990's in the Turkish fınns. Besides developing and implementlrig the
HRM functions, the department is also responsible for coordinating of social activities in the company. it
seems that the companies percelve the eSR programs as a sort of social activily.

In 30 % of the companies, the re~ponsible unit is the public relations department that moslly manages
extemal atfairs. Some of the finns see their CSR activities as aportion of the marketing funcllon (5%),

. while in the smail companies lhe primary responsibilily rests withthe CEO's office.

TABLE l' THE ROLE OF HRM
Function %
Human Resource Mamınement 45
Public AffairslRelations 30
Corporate Communlcations 15
Marketi"" . 5
CEO's Office 5

Secondly, the companies were asked aboul the job deseription
of professlonal, being responsible with the eSR activities in the
relevant unil. They moslly indicate that the duties on CSR
activities are listed in the fonnal job deseription of responsible
professional(s). This shows that they pay atlention to their CSR
activities. The responsible profes"ional is expected to implement
and coordinate the CSR activities, and report the resulls to the

eEO's office.

4.2 Communicating with Employees
Another important aspect of an integrated' stakeholder appr6ach to eSR is whether the companies
communicate their eSR activities to their stakeholders. This communicalion aliows a company to gain
additional benefıts from their investment Inciuding impreving their 'public image, inereasing employee
morale, and support from the communily (Zappala and Crenin, 2002).

Especialiy, communicating with employees is a critical issue to improve lhe performance of CSR mission.
That is why; almost ali companies (97%) state to communicate their CSR policies and activities to their
employees.

Journal of Academy of Business and Economics, Volume v;Number 1, 2005 29
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There are several mechanisms ways of communicating with employees, which are e-mail, company
newsletters, regular staff meetings and poste(S. E-rnail is the fastest way for communication especially in
large organizations. The findings of surveyare consistent with thaL.

TABLE 2: THE COMMUNICATING CSR
ACTMTIES TO EMPLOYEES

eommunication Mechanisms %
E-mail 65
Compan Newsletters 55
Re 'ular Staff Meetin s 45
Posters 25
Ooes not equal 100 as companies could
select more than one mechanism.

According to Table 2, the main mechanisms are e-mails
(65 %) and company newsietters (55 %). On the other
hand, in 45 pereent of the firms, the face-to-faee
communication is stili seen to be a popular and effeelive
form of employee communication. A smail number of
them use the traditional mechanisms such as poster
(25%).

4.3.CSR Activities and HRM Functions
Successlul eSR programs rely on enlightened people management praeliees. The HR department is
responsible for manyof the key systems and proeesses (e.g. recruitment, training, performance
appraisals) on which effactive delivery depends. Getting the employment relationship right is a
precondition for establishing effective relationships wtth extemal stakeholders. eSR does not change so
much as broadens the HR agerida, and focuses on effective implementation (c~po,2002).

In the survey, the respondents were asked to evaluate the HRM lunctions such as recruilment, training,

from.the eSR perspective.

The eSR may increase attraeliveness to cunrent and prospective employees. For exainple, in 1995 the
senior managers at Shell reported a tremendous 1055 of morale and a significant downtum in recruitment,
when Shell suffered its difficullies in Nigeria and with Brent Spar. However, once Shell had made tts
commilment to ..eSR, through much greater transpareney and engagement with extemal stakeholders, tt
found ttself swamped with potential employees.

In addition to that, there are several studies confirming that eSR leads to an improved recnuitmenl. A
survey by eone/Roper found that good corporate repu1ation come second only to career growth potential
as the most important consideralion for people when choosing a new employer - ahead of starling salary,
fringe benefils, and social facililies (Pickering, 2005).

Taday companies, having dislinguished themselves as the frontrunners in eSR, have tried to transiate
the concep! of eSR into a daily business reality using tools such recruttment (eSR Europe, 2002).
According.to a survey by the Points of LightFoundalion (2003), 58 pereent.of U.S. comp~nies use their
employee volunteer programs for recruitment aıid retention purposes (BRS, 2005). . .

In our survey, the. respondents idenlify eSR as the distinction criterion in their seleelion process. 65 %
say that the candidates who get involved in eSR activities have an adviıntage over others under ceteris
paribus (all other things being equal). This perspective is very important since the fırms prefer candidates
who have participated in eSR programs, which may lead people to introduee the concept of eSR before
entering the labor market .

Secondly, the relationship between eSR and training lunction isa strategic issue, which is confirmed by
70 % of the respondents in our survey. In particular, employees are more likely to respond if training
programs incorporate policies, proeedures, and systems used on the worl<plaee how to meet the eSR
objectives. The respondents do this mostly for the new employees. 85 % of them train the new reeruits on
their eSR policyand projecls during the orientation period. In.this'way, the ~ew employees perceive the
importance of eSR policy in the fırst stage. .

Journalaf Aeademy of Business and Eeonomies, Volume V, Number 1, 2005
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On the other hand, data show that the companies also ask the new recruits 'about their interests on the
CSR (70%), and whether they prefer to take part in volunteer aclivities (90 %). In this wav, the fınns use
the orientation program to analyze the CSR profıle of new statfo ' '

4.4 HRM Practices
There is an extensive body of research demonstrating that CSR has positive etfects on the human
resource management praclices such as improving trust and understanding, increasing' employee
motivation and loyalty, increasing ellicieney, supporting company culture and communication
etfecliveness (Jenkins, 2001).

Table 3 shows the respondents' evaluations on the relaUonship between CSR .acUvities and HRM
practices, According to them, the CSR aclivijies especially support communication 'effectiveness,
cooperation and team inspiraUon. '

TABLE 3' THE HRM PRACTICES
Never Rarely Sometimes Frequently Always Total
(%) (%) . (%) (%) (%) (%1

Communication Effectiveness O 10 30 60 O 100
Cooperation and Teamwork O, O 15 85 O 100
Employee MoUvation O 15 5 45 35 100
Employee SaUsfaclion O 5 35 . 40 20 100
Emplovees' Loyall)i O 25 10 35 30 100

Today effective empioyee communicaUon is delivering remarkable business results. The surVeys show
that employee communication is a stralegic 1001lo improve corporale performance. For example, a
research by Watson Wyatt Worldwide found lhat a significanl improvemenl in commlınication
effecliveness is associaled wfih a 29,5 % increase in market value. Companies with the highest levels of
effeclive communicaUon experienced a 26 % lotal relum lo shareholders from 1998 lo 2002, compared to
a 15 % retum experienced by fırms thal communicale leasl effeclively (Watson Wyatt Worldwide, 2005).
CSR acUvilies parocularly lead lo a higher level of trusl inlemally and extemally among slakeholders.
Fostering trust and credibilijy creales and maintains .a posilive workplace environmenl. This is very
importanl since ,communication effecUveness require that lhe parties trusl each other. This approach is
. confırmed by 60 % of the companies in our survey. They say thal lhe employees who engage in eSR
activities have a better relaUonshipwith the company, and communicale more honestly with their bosses,
co-workers and the cuslomers. The respondents believe thal the eSR programs can greatly accelerale
trusl-building and effective c~mmunicalion among the staff.

Secondly, corporate social responsibilijy programs encourage employee teamwork. Teamwork is the
most effective wav of quickly leaming success slems, cı'ealing clear targets, communicaling clearly, and
trusting each other. Many eSR projects require volunteers lo work cooperatively in leams lo accomplish
tasks. Such teams ollen involve adiverse mix of companyand communijy representalives, spanning a
variety of ages, races, cullures, and working styles. eompanies mostly have hamessed the teamwork
skills leamed in volunteer activities lo help everyone from line employees to senior execulives work' more
collaboratively, in.l~eir )obs,

• • ~. 10•• (1 11.
,li b"

Moreaver, lhe studies indicale thal eSR practices, such as employee volunteering, can create a shared
sense of purpose and loyalty among employees, helping fosler employee leamwork, and improve
employee skills such as leadership (Zappala, 2004). According lo our survey, lhe eSR acUvmesare used
by the companies as a slralegic tool in encouraging cooperalion and leamwork. They mosttv (85 %)
stress the importance of eSR acUvities as a source of leam inspiration, The respondents report thal the
employees who have similar interesIs come logether in leams through the eSR Programs, which
promoles cohesion among slaff. IL appears that lhe eSR programs are seen by the fırms especially as an
effecUvewav lo creale a meaningful working environmenl. '
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On the other hand, employee motivation and satisfaction are core strategic objectives of any HR function.
CSR activities can boost them in the workplace. The survey 2005 by KPMG shows that the companies
suppose that employee motivation is a key driver in corporate social responsibility. The research includes
a detailed analysis of the reports of the Global 250 companies, focused on why theyare committed to
corporate responsibilily. The conclusion is that business drivers are diverse, both economic (75%) and
'ethical (50%). The top three are innovation and learning, employee motivation and risk management and
reduction. with about 50% as motivating factors (KPMG; 2005; 5). There are similar results in our study as
well. 85 % of the companies believe that their CSR activities are eıctremely important to motivation
employee. To the respondents, taking part in volunteer activities is a means for their staff to get to know
each other. meet new people. do uselul work together and put their own life in perspective, which is very

crucial in inereasing the rnotivation.

Finally, in the study, the firms strongly emphasiZe the importance of building loyally through the corporate
social responsibilily (65%). Indeed !here are several studies showing the relaiionshlp between
employees' loyally and CSR activities. For example. according to the results from a surveyamong almost
25,000 peapıe acrosS 25 countries by Environics International, 80 percent of people who work for large
companies state that they feel greater motivation and loyally towards their jobs and companies the more
socially responsible their empioyers become" Mareaver, a survey on European employeeg reporls that
almost 90 percent of the respondenis express greater loyally to employers who are socially responsible

(Zappala, 2004) .

Anather study of employees in the U.S. companles shows that a company's CSR activities have a
positive effect on the average employees' satisfaction and loyally. In particular, the employees involved in
employer-sponsored communily events are 30 percent more IIkely to want to continue working for their
employer, and help it succeed (Cook, 2004). It seems that the Turkish companies have .the correct
strategy to strengthen the loyally among their employees.

4.5 Rewards For CSR Activities
The reward of employees is the key tool to root CSR' programs in a company. Companies with corporate
social responsibility programs should reward employees to donate their time and energy to voluntary
programs with a combinatian of gifls and recognition awards. Mareover they inspire and motivate
employees by rewarding to get involved in CSR programs. In practices there are many ways to reward
employees taking up voluntary activities.

Types of rewards for participating in corporate social responsibilily programs are publication of volunteer
activities in employees communications. certificates, recognition in publlc evenls, offers of product,
service or financial assistance (Zeppala and Cronin, 2002).

In our study, the findings
suggest that the respondent
companies are aware of the
importance of rewarding their
employees for the CSR
activities. Almost 50 % of them
report to reward the employees
involved in voluntary activities.
As it is shown in Table 4, the
rewarding is primarily in the form
of promoting such participation

through company communications, sending aralıyor written thank, and giving certilicates and smail gifls
such as t-shirt, coffee mug and pen.

TABLE 4: THE TYPES OF REWARDS FOR CSR ACTMTIES
Rewards for Voluntarv Activily

%.

Pubiication of Volunteer Activily in Company
Communications 44

Certilicates . 11

Recoonition in Publlc Events 11

Orallv or Written Thank 22
Smail Gifts'

11

Note: ') Responses include products such as t-shirt. coffee mug, and
Ipen. . .
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5. CONCLUSION

There is a growing awareness of the importance of corporate social respon'sibility in Turkey. In order to
coordinate CSR activities among the Turkish companies, in 2002, the Pnvate Sector Volunteers
Association (OSGD) was founded by a group of companies. The OSGD is a nonprofit organization whose
mission is to promote, facilitate, and supports voluntary CSR actiVities in Turkey.

Our survey also shows that the Turkish companies are getling more interesting in corporate social
responsibility activities. According to the results, improving the company's image is the basic reason of
CSR. Seçondly, the sponsorships and student scholarships are the most popular CSR activities. On the
other hand, in determining the CSR policies, the general public opinion is the most important source.
Moreover, the respondent companies mostly have the formal tools for measunng the effectiveness of
CSR activities, but mostly they use public image surveys. The HRM department mostly is the coordinator
of CSR activities. The companies see the relationship between human resource functions, practices and
CŞR aCtivities in different aspects., Finally, the awarding of employees, getling involved in volunteer
activities, is seen by the companies as a key to root their CSR programs.
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