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Abstract 
This study aimed to discover the impact of applying the social responsibility dimensions on workers 
in organizational commitment and the intermediate role of work meaning. The research community 
is represented in the telecommunications sector in Damascus. To achieve the objectives of the 
research, the descriptive analytical approach was adopted. Secondary data were collected from 
previous studies and relevant references, while the questionnaire was the main research tool for 
primary data collection. The questionnaire data were analyzed using a linear regression method and 
comparing averages 
The researcher reached a set of results including: 
1-There is a significant significance of the dimensions of social responsibility (social responsibility 
towards society - social responsibility towards employees - social responsibility towards customers) 
in the emotional commitment of employees in the telecommunications sector in Damascus. 
2-There is a significant impact of the social responsibility dimensions (social responsibility towards 
the community and social responsibility towards the employees) in the continuous commitment of 
employees in the telecommunications sector in Damascus. 
3- There is a significant significance of the dimensions of social responsibility (social responsibility 
towards society - social responsibility towards workers) in the standard commitment of employees 
in the telecommunications sector in Damascus. 
Keywords: Corporate Social Responsibility (Csr), Organizational Commitment. 
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Introduction 
During the past decade, firms have come under increasing pressure to pursue socially responsive 
behavior from a variety of stakeholder groups including shareholders, employees, investors, 
consumers, and managers (Kapstein, 2001; Berman, Wicks, Kotha, and Jones, 1999; Donaldson and 
Preston, 1995). As the threats and opportunities associated with corporate social and environmental 
responsibilities have become better understood, companies have sought to generate strategic capital 
from the acceptance of these responsibilities. In light of this, significant strands of research have 
investigated whether there are financial payoffs to increased social responsiveness (Griffin and 
Mahon, 1997; Waddock and Graves, 1994; McWilliams and Siegel, 2001; Orlitzky, Schmidt, and Rynes, 
2003), the influence of perceptions concerning corporate social responsiveness on customers 
(Romm, 1994; Solomon and Hanson, 1985; McGuire, Sundgren and Schneeweis, 1988; Smith, 1994; 
Jones, 1997), and the attractiveness of social performance to investors (Graves and Waddock, 1994; 
Coffey and Fryxell, 1991; Johnson and Greening, 1999). 
Considerable attention has also been paid to the importance of employees in corporate social 
responsiveness (Turban and Greening, 1996; Greening and Turban, 2000; Albinger and Freeman, 
2000; Backhaus, Stone and Heiner, 2002; Peterson, 2004). These studies provide evidence of payoffs 
to improved social responsibility, including the observation that more socially responsible 
corporations are more attractive to potential employees and that they may therefore benefit from 
larger applicant pools (Turban and Greening, 1996; Greening and Turban, 2000), and a more 
committed workforce because “employees will be proud to identify with work organizations that 
have favorable reputation” (Peterson, 2004, p, 299). 
Indeed, a recent survey found that 58% of UK employees believed that the social and environmental 
responsibilities of the organization they worked for are very important (Dawkins, 2004), with other 
evidence highlighting that corporate social and environmental values may play a particularly 
significant role in the recruitment of new graduates (Scott, 2004).  
 
Literature Review and Hypothesis Development 
What Is CSR? 
The International Organization for Standardization, known as ISO, strategic advisory group on CSR 
describes it as “a balanced approach for organizations to address economic, social and environmental 
issues in a way that aims to benefit people, communities and society.”1 CSR includes consideration 
of such issues as: 
• Human rights. 
•Workplace and employee issues, including occupational health and safety. 
• Unfair business practices. 
• Organizational governance. 
• Environmental aspects. 
• Marketplace and consumer issues. 
• Community involvement. 
• Social development. 
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Ethics and values are essentials on which businesses are founded and through which success can be 
achieved and communities developed. CSR has always been a major influence in the business world 
and is growing in importance as it is increasingly supported by business models and standards. 
In the aftermath of the scandals, the public, which includes our customers, is asking whether 
The business community can be trusted. Business-Week said companies are “scrambling aboard there 
form bandwagon. Throughout corporate America, companies are adding more outsiders to boards, 
beefing up crucial committees and recruiting financial experts to bolster their audit panels. 
”2The need for reform was highlighted at the Malcolm Baldrige National Quality Award 
2001ceremony on March 7, 2002, when President Bush called for a “renewed sense of corporate 
responsibility. “He went on to state, “The whole design of free market capitalism depends on free 
people acting responsibly. … Managers should respect workers. 
A firm should be loyal to the community, mindful of the environment. 
”3As for the acceptance of CSR as a critical business issue, a KPMG CSR based survey released on June 
10, 2002, reported, “While the message is still working its way across corporate America, companies 
that embrace this approach are finding it is just good business sense, that they are rewarded with an 
enhanced reputation that often leads to greater financial value for the enterprise. 
 
Definition of Corporate Social Responsibility 
According to Howard R. Bowen in his book: "Social Responsibility of the Businessman"(1953) gives 
the initial definition of CSR as "the obligation of businessmen to pursue those policies, to the make 
those decision or to follow those which line of action are desirable in terms of the objectives and 
values of our society". 
In 2004, Darwin gave the definition of corporate social responsibility as with a mechanism for a 
company to voluntarily integrate social environmental concerns into its operations and interactions 
with stakeholders, social responsibility beyond the law. 
A year later, another definition appear on Corporate Social Responsibility (CSR) is a company's 
commitment to improve the welfare of the community through good business practices and 
contributes most of company resources (Kotler and Nancy, 2005). 
In 2007, Wibisono defines Corporate Social Responsibility (CSR) as a business conducted in a 
transparent and open and based on moral values and uphold respect for employees, communities 
and the environment. 
Opinions in the Suharto Friedman (2008) states that the primary goal is to gain Profit Corporation 
simply being abandoned. Instead the concept of the triple bottom line (profit, planet, people) that 
was initiated by John Elkington increasingly enter into mainstream business ethics (Suharto, 2008) 
According to Pearce and Robinson (2007) there are ten parties have different interests and different 
perspectives to the company. Ten parties are referred to stockholders, creditors, employees, 
customers, suppliers, governments, unions, competitors, local communities and general public. 
Interests in question could claim economic and noneconomic claims. 
Pearce and Robinson (2007) classifies social responsibility into four groups as follows Economist 
Responsibility corporate responsibility is to produce goods and services to the public at reasonable 
prices and provide benefits for the company. 
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Legal Responsibility wherever the company operates will certainly not be separated from the rules 
and laws - laws applicable at the site, especially the rules governing business activities. The Regulation 
29 primarily related to environmental regulation and consumer protection Ethical Responsibility 
established company not only comply with and obey the laws, but also should have ethics 
Discretionary responsibility, voluntary responsibilities such as dealing with people, being good 
citizens, etc. 
Until now there is no universal definition of CSR that is acceptable to all agencies. There are different 
versions of the definitions of CSR are as follows 
World Business Council for Sustainable Development: continuous commitment of the conduct of 
business to behave ethically and contribute to economic development while improving the quality of 
life of employees and their families and local communities and the general public. 
International Finance Corporation: Commitment world of business to contribute to sustainable 
economic development by working with employees, their families, local communities and society at 
large to improve their lives in a way - a good way for business and development Institute of Chartered 
Accountants, England and Wales: Assurance that organizes-business management organization 
capable of providing a positive impact on society and the environment, searaya maximize value for 
shareholders (shareholder) they Canadian Government: Business activities that integrate economic 
activity, environmental and social into the values, culture, decision-making, strategy and operations 
performed seacara transparent and the responsibility to create a healthy and growing community. 
European Commission: A concept whereby companies integrate social and environmental attention 
to their business operations and in their interaction with stakeholders (stakeholders) berdasakan 
principle of volunteerism CSR Asia: The company's commitment to operate in a sustainable manner 
based on economic principles, social and economic interests while meyeim bangkan diverse 
stakeholder. 
Study Circle CSR Indonesia: earnest efforts of the business entities to minimize negative impacts and 
maximize the positive impact of its operations on all stakeholders in the economic, social, and 
environment in order to achieve the goal of sustainable development. 
Furthermore, According to Nor Hadi (2011) CSR can be defined as a form of action that departs from 
company’s ethical consideration which aimed to improving the economy, which is accompanied by 
improving the quality of life for employees following their families, and simultaneously improved 
quality of life for local communities and the wider society. 
From the various understanding of CSR as diverse can be concluded that CSR is an act of the 
company's business that are not only aimed at improving the company's financial benefit, but also 
for socio-economic development of the region as a whole, institutionalized and sustained. 
 
CSR is Variously Defined as 
” The continuing commitment by business to behave ethically and contribute to economic 
development while improving the quality of life of the workforce and their families as well as of the 
local community and society at large.” (World Business Council for Sustainable Development). 
“Being socially responsible means not only fulfilling legal expectations, but also going beyond 
compliance and investing more into human capital, the environment and relations with 
stakeholders.” (The European Commission). 
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“Operating a business in a manner that meets or exceeds the ethical, legal, commercial and public 
expectations that society has of business.” 
(Business for Social Responsibility). 
Corporate Social Responsibility can best be understood in terms of the changing relationship between 
business and society. Many people believe it is no longer enough for a company to say that their only 
concern is to make profits for their shareholders, when they are undertaking operations that can 
fundamentally affect (both negatively or positively) the lives of communities in countries throughout 
the world. 
Degree of influence From Market actions to Market remolding to Policy influence we rely on 
definitions that exclude economic and legal components of CSR and adopt a CSR stakeholder 
framework that classifies CSR actions into four main categories (Turker 2009): 
• CSR toward social and nonsocial stakeholders this component represents the responsibility of a 
business toward society, the natural environment, next generations, and nongovernmental agencies. 
• CSR toward employees The firm’s actions must ensure the well-being and support of its employees, 
including career opportunities, organizational justice, family friendly policies, safety, job security, and 
union relations. 
• CSR toward customers this dimension relates to the responsibilities of a business toward consumers 
and products, including product safety, customer care, and handling customer complaints, beyond 
the law. 
• CSR toward government the firm is responsible to comply with the law and governmental rules and 
pay taxes 
The Dimensions of Corporate Social Responsibility It is impossible to draw up a definitive list of issues 
and policies, which constitute CSR. These will be different for different companies and can shift over 
time as changes in risk and regulation, challenges to reputation and developments in best practice 
redefine the boundaries of what is acceptable, possible and profitable for a company to do. 
Nevertheless it is possible to map out CSR in terms of a number of key interlocking dimensions, which 
can each range from the most narrow, compliance-based, reactive modes to the broadest, most 
strategic and potentially most significant in terms of addressing major social and environmental 
problems. Figure 1 The Dimensions of CSR Focus of accountability From Legal and traditional 
stakeholders to Direct stakeholders, short-term impacts to Broad range of stakeholders, long-term 
Impact Business case From Pain alleviation to Cost-benefit rationale to Strategic alignment Level of 
engagement From Compliance with legal responsibilities to Harm minimization to Social value 
creation Degree of 
 
Why is Corporate Social Responsibility becoming so important? 
_ Globalization and the associated growth in competition. 
_ Increased size and influence of companies. 
_ Retrenchment or repositioning of government and its roles. 
_ War for talent; companies competing for expertise. 
_ Growth of global civil society activism. 
_ Increased importance of intangible assets. 
Source: Boston College Centre for Corporate 
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Community Relations, Making the Business Case: 
Determining the Value of Corporate Community 
Involvement, 2000  
 
Organizational Commitment 
Organizational commitment is the employees’ state of being committed to assist in the achievement 
of the organization’s goals, and involves the employees’ levels of identification, involvement, and 
loyalty (Caught & Shadur, 2000). It is an emotional response that can be measured through people’s 
behaviors, beliefs, and attitudes and can range anywhere from very low to very high. John Meyer and 
Nancy Allen (1997) have identified three types of organizational commitment: affective, continuance, 
and normative. 
• Affective or moral commitment occurs when individuals fully embrace the goals and values of the 
organization. They become emotionally involved with the organization and feel personally 
responsible for the organization's level of success. These individuals usually demonstrate high levels 
of performance, positive work attitudes, and a desire to remain with the organization. 
• Continuance or calculative commitment occurs when individuals base their relationship with the 
organization on what they are receiving in return for their efforts and what would be lost if they were 
to leave (i.e., pay, benefits, associations). These individuals put forth their best effort only when the 
rewards match their expectations. 
• Normative commitment occurs when individuals remain with an organization based on expected 
standards of behavior or social norms. These individuals value obedience, cautiousness, and 
formality. Research suggests that they tend to display the same attitudes and behaviors as those who 
have affective commitment. 
Zangaro (2001) suggests that an additional type, alienative commitment, may also exist. He writes 
that this occurs when individuals feel they have little or no control or impact, and would like to leave 
their jobs. These employees usually demonstrate low levels of performance. 
 
Overall Analysis of Commitment Construct Definitions 
Meyer and Herscovitch (2001, p. 301) propose that commitment is “a force that binds an individual 
to a course of action of relevance to one or more targets”. Employees are theorized to experience 
this force in the form of three bases, or mindsets: affective, normative, and continuance, which 
reflect emotional ties, perceived obligation, and perceived sunk costs in relation to a target, 
respectively (Allen and Meyer, 1990). Thus, 
any scale that purports to measure organizational commitment should tap one of these mindsets and 
should reference the target, what the employee is committed to, be it the organization, a team, a 
change initiative, or a goal.  
Additionally, Meyer and Herscovitch (2001, p. 311) argue that commitments include 'behavioral 
terms’ that describe what actions a commitment implies. Specifically, these terms can take the form 
of focal and discretionary behavior. A focal behavior is one believed 
to be integral to the concept of commitment to a particular target, such that all three mindsets should 
predict this behavior. It is the behavior “to which an individual is bound by his or her commitment”. 
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For example, for organizational commitment, the focal behavior is theorized to be maintaining 
membership in the organization. In contrast, discretionary 
behaviors are ‘optional’, in the sense that the employee has some flexibility in defining the behavioral 
terms of his commitment. Some mindsets, but not others, may predict these behaviors. Meyer and 
Herskovits argue that different behavioral terms should be included in item wording, depending on 
the kind of behavior the researcher is trying to predict.  
Finally, Meyer et al. (2006); Sahid, Noordin, & Sani (2018): Ejike (2018) note that commitment has 
both cognitive and affective elements. The cognitive elements are the behavioral terms and the basis 
of the commitment, and the affective element comprises whatever feelings a specific mindset 
invokes (e.g., in the case of NC, pride and/or guilt). 
 
Prerequisites for Organizational Commitment 
Regardless of what companies do, some employees display greater organizational commitment than 
others. Researchers have found that certain characteristics, attitudes, and relationships may play key 
roles in environments with high levels of organizational commitment. 
Personal characteristics are important factors in the development of an individual’s level of 
organizational commitment. Mathieu and Zajac (1990) have identified several personal 
characteristics: 
• Age: Older workers tend to be more committed than younger ones. Some researchers have 
emphasized negative reasons for this finding: older workers have fewer occupational alternatives and 
would risk their benefits if they left an organization. Others have focused on findings that older 
workers have greater job satisfaction and have better jobs. 
• Gender: Men tend to be somewhat less committed to organizations than women. 
• Education: More highly-educated workers tend to be less committed. One explanation is that they 
may have greater expectations of the organization which cannot always be met. 
• Perceived competence: Employees who perceive themselves as having higher levels of competence 
tend to display greater organizational commitment. It has been proposed that this occurs because 
these workers can use the organization to meet their needs for growth and achievement. 
• Protestant (or Puritan) work ethic: Employees who believe in the intrinsic value and necessity of 
work also believe that the organization is the place where their need to do work can be satisfied. 
Job attitudes also contribute to an individual’s level of organizational commitment. 
• Job satisfaction is the only attitude variable studied more than organizational commitment. Job 
satisfaction is “the degree to which people like their jobs” (Spector, 1997, p.vii) based on “what they 
receive from working compared to what they expect, want, or think they deserve” (Klinger & 
Nalbandian, 1993, p.175). 
 
Research Hypothesis 
Hypothesis 

H1: There is a significant impact of CSR dimensions on organizational commitment. 
It is divided into three hypotheses: 
First: There is a significant impact of the dimensions of social responsibility in affective commitment. 
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Second: There is a significant impact of the dimensions of social responsibility in the normative 
commitment. 
Third: There is a significant impact of the dimensions of social responsibility in the continuous 
commitment. 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
Research Methodology 

Data Collection and Sample 

Data for this study were collected from both primary and secondary sources. Secondary data were 

collected through comprehensive literature review. The primary data were collected from workers in 
the telecommunications sector in Damascus. A total sample of 233 .A questionnaire related to the 
study’s variables was the main tool of this study. 
 
Measurement 
The questionnaire included three sections: dimensions of social responsibility (1. Social responsibility 
towards society 2. Social responsibility towards customers 3. Social responsibility towards employees 
4. Social responsibility towards Governments) and organizational commitment (affective 
commitment, 
Normative commitment, continuous commitment) and basic demographic information. 
Apart from basic demographic information a 5-point Likert scale format was used, and the scores on 
the scale ranged from 1=Strongly Disagree to 5= Strongly Agree. 
4.1CSR: is measured using18 items the scale reported reliability0.94 %.  
4.2: organizational commitment is measured using 24 items the scale reported reliability 0.85%. 
 
Data Analysis 
This study examines the impact of CSR on OC. Table (1`) shows the results of the regression analysis 
regarding the effect of CSR on affective commitment . As presented in table (1), model is significant 
at 5% level (R2 = .564). Table (5) shows the results of the regression analysis regarding the effect of 

Dimensions of Social 

Responsibility 

Social responsibility towards 

society 

Social responsibility towards 

customers 

Social responsibility towards 

employees 

Social responsibility towards 

Governments 

Organizational Commitment 

affective commitment 

. normative commitment 

continuous commitment 
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CSR on continuous commitment. As presented in table (2), model is significant at 5% level (R2 = .261). 
Table (6) shows the results of the regression analysis regarding the effect of CSR on normative 
commitment . As presented in table (3), model is significant at 5% level (R2 = .263). 
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a. Dependent Variable: continuous commitment 
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Conclusion 
There is a strong direct correlation relationship between the dimensions of social responsibility and 
emotional commitment, where the multiple correlation coefficient reached (0.75), the model was 
significant where (sig-F <0.05), and the value of the modified limiting factor (55.9%) representing the 
relative contribution of the dimensions of social responsibility ( Social responsibility towards society 
- social responsibility towards workers - social responsibility to customers) in explaining the variance 
in the level of emotional commitment, and the rest is due to other factors outside the regression 
patterns in the current study Thus we accept the partially tested hypothes 
There is a significant effect of the dimensions of social responsibility (social responsibility towards 
society - social responsibility towards workers - social responsibility to customers) on the emotional 
commitment of workers in the private sector of the city of Damascus. 
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There is a strong direct correlation relationship between the dimensions of social responsibility and 
the normative commitment where the multiple correlation coefficient reached (0.507), and the 
model was significant where (sig-F <0.05), and the value of the modified limiting factor (25%) 
representing the relative contribution of the dimensions of social responsibility ( Social responsibility 
towards society - social responsibility towards workers) in the explanation of variance with the level 
of normative commitment, and the rest is due to other factors outside the regression model in the 
current study Thus we accept the partially tested hypothesis There is a significant effect of the 
dimensions of social responsibility (social responsibility towards society - social responsibility towards 
workers) on the normative commitment of workers in the private telecommunications sector in 
Damascus There is a strong direct correlation relationship between the dimensions of social 
responsibility and continuous commitment where the multiple correlation coefficient reached 
(0.506), and the model was significant where (sig-F <0.05), and the value of the modified limiting 
factor (25%) representing the relative contribution of the dimensions of social responsibility ( Social 
responsibility towards society and social responsibility towards workers) in the interpretation of 
variance with the level of continuous commitment, and the rest is due to other factors outside the 
regression model in the current study 
There is a strong direct correlation relationship between the dimensions of social responsibility and 
continuous commitment where the multiple correlation coefficient reached (0.506), and the model 
was significant where (sig-F <0.05), and the value of the modified limiting factor (25%) representing 
the relative contribution of the dimensions of social responsibility ( Social responsibility towards 
society and social responsibility towards workers) in the interpretation of variance with the level of 
continuous commitment, and the rest is due to other factors outside the regression model in the 
current study 
Commenting on the above results, the researcher explains this result to the fact that workers in the 
communications sector show a feeling that they are part of the organization, which reflects a 
tremendous impact on their performance and organizational performance, and therefore high levels 
of employee emotional or emotional commitment do not affect only the continued commitment, and 
But she also encourages the employee to try to bring other individuals into the organization's talent 
pool. Where the employee with a high emotional and emotional commitment is considered as the 
brand's ambassador for the organization and the researcher suggests several reasons for these high 
rates of emotional commitment among workers, including: 
The employee’s emotional commitment is directly proportional to the positive work experience and 
experience. Therefore, it is the policies and strategies that make assessments of appropriate 
strengths and weaknesses for employees, and create workflow situations and processes in which the 
largest number of employees individually experience a positive work experience, And it helps build a 
successful organization. 
The focus and great attention that is given by appointing managers who are appropriate for the 
organization and its members is also to ensure a high level of emotional and emotional commitment 
in the staff. The emotional commitment is higher when the gap between individual and organizational 
values is minimal 
The researcher explains these results to the fact that workers in the private communications sector 
are reinforced with a moral sense of adherence to work and have higher levels of normative 
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commitment based on a sense of duties and values. The sense of moral obligation and the value 
system of the individual. And it must be the result of the emotional commitment that has proven its 
existence in the previous hypothesis, and socialization also has an impact that is reflected within the 
workplace and the commitment of co-workers. 
This is the researcher's opinion that when the ongoing commitment is not fully paid by the emotional 
commitment, it is usually reflected in the costs that the employee is associated with leaving the 
organization. 
Consequently, the researcher explains that there is a relationship between the dimensions of social 
responsibility towards the society and towards the workers and the continuous commitment to the 
compatibility of interests between both society and workers and between the organization. 
Undoubtedly, the continuous commitment has proven its existence between each of the two 
dimensions of responsibility (workers and society), after we have established a relationship between 
the same two dimensions and the emotional commitment in the first place, followed by the 
normative commitment. The opposite of both emotional and normative commitment. After a 
commitment based on love and belonging, and an obligation based on duties and values, it must 
provide the interests of all parties and is an ongoing commitment. 
 
Theoretical Implications 
This study has many theoretical implications . First, previous research has devoted attention to the 
mechanism of performing social responsibility (2009 Turker). The current study broadens the focus 
of CSR research and provides a more sophisticated plan on how the dimensions of social responsibility 
affect an increased level of organizational commitment (Brammer, Millington & Rayton, 2007) This 
paper does not only address the call to consider further models of the relationship between social 
responsibility and organizational commitment , But also advocate for more empirical research that 
highlights the importance of dimensions of social responsibility and the strengthening of types of 
organizational commitment. 
  Moreover, our results provide evidence for the idea that the survival and success of an organization 
depend on the organizational commitment of its employees. Finally, this paper demonstrates 
through studies the strong relationship between social responsibility and organizational 
commitment. 
 
Practical Outcomes 
Our results also have many practical implications. First, our results point to the importance of social 
responsibility in its dimensions: responsibility to society. And towards employees with an emotional 
commitment in the telecommunications sector in Damascus. There is also a relationship between the 
dimensions of social responsibility towards society and employees with continuous commitment, and 
it has proven a strong relationship towards society and towards workers in the standard commitment 
in the telecommunications sector in the city of Damascus. 
 
Directions for Future Research 
Future research trends This study shows that there is a direct relationship between social 
responsibility and organizational commitment without studying the effects of some modified and 
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intermediate variables on this relationship, such as organizational integration and job satisfaction. 
The effects of environmental factors on the variables must be studied, so we suggest that researchers 
research how environmental variables to affect the application of the dimensions of social 
responsibility and its impact on organizational commitment 
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