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Abstract

The study examine the correlation between employees job performance and corporate social
responsibility, through the use of qualitative and quantitative research design paradigm, to do that
effective there research objectives and two hypotheses were design; (1)To identify the contribution
of employees job performance to corporate social responsibility (ii)To determine ways how
corporate social responsibility can be improve in organization (iii)To analyzes the organizational
excellence and the corporate social responsibility under the period under review. H1: there is a
positive relationship between employee’s job performance and the corporation social responsibility
HO: there is no positive relationship between employee’s job performance and the corporation social
responsibility, in order to find the correlation between the two variables. To test the hypotheses,
correlation was conducted between the independent and dependent variable which the degree of
correlation to 0.625 showing high level of correlation hence the null hypothesis is rejected and the
alternative hypothesis is accepted. And the results from the content analysis of qualitative also accept
the alternative hypothesis and reject the null. Cronbach alpha statistic was also conducted for test of
reliability which shown 0.951 which shows that the instrument used is highly reliable. Hence the
study shows that there is a positive and significant relationship between the two important variable of
the study employees job performance and corporate social responsibility.

Keywords: Employee’s job performance, Corporate social responsibility, Banking industries, Zenith bank PLC, First
bank PLC. And Jalingo.
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1. Introduction

1.1. Background to the Study

Over the years the major problem of organization is who to employ, retain for a sustainable result, this worries
has given room to various training on the job and out the job in order to improving employees job performance
(Jerome et al., 2014) despite huge amount of resource on improving employee’s job performance, there is little
records of sustainable excellence in organizations and the adverse effect of such set back is mostly reflected on the
business environment, where the business organization never feel the impact of the business in term of corporate
social responsibility. In a situation better employees job performance is achieved, the organization will not hesitate to
performing their role to society which patronize their business over the years.

The link therefore is on the basis of output in term of the turnover of the organization other people may called it
net profit, this implies that employee’s job performance result to a better push for accomplishment of corporate social
responsibility where the turnover is good but in the case where employee job performance is bad and the turnover is
equally not too good, it will be difficult for organization to engage in corporate social responsibility. Ojo (2009)
argues that if organizations aim to obtain their employee’s commitment, the management must help its employees to
identify with the values, norms and artifacts of the organization; hence the need for organizational culture. Culture of
every organization is built on the basis of human resource, customers and wider environmental conveniences,
including the conveniences of the organization (Ojo, 2009)

1.2. Research Problem

Business organization over the year has run away from their responsibility to the society where they drive their
business, this act has became an issue of concern to both government and civic organization on the reluctant attitude
of business owners on the issue of corporate social responsibility, it has generated argument both in commercial and
academia on why organization fail in their role for corporate social responsibility, many claimed that business
owners are very greedy while others argued that is lack of employee job performance that result to low turnover
hence prompted the business owner to tactically withdraw from their social corporate responsibility. It is in this
regards therefore the study tend to examine the employees job performance and pursuit of corporate social
responsibility to ascertain the various argument put forth.

1.3. Objectives of the Study
The main objectives of the study are to examine the relationship between employee’s job performance and the
pursuit of corporate social responsibility in organization, specific it sought;
i. To identify the contribution of employees job performance to corporate social responsibility
ii. To determine ways how corporate social responsibility can be improve in organization
iii. To analyzes the organizational excellence and the corporate social responsibility under the
period under review

1.4. Study Hypotheses
H1: there is a positive relationship between employee’s job performance and the corporation social responsibility
HO: there is no positive relationship between employee’s job performance and the corporation social responsibility

2. Review of Related Literatures

2.1 Employees Job Performance

Employees Job performance is an issue that has received wide attention in literature and research due to its
importance since every organization aims to achieve higher performance (Ojo, 2009) employees and performance
can be define differently below.

(@) Employees are hired staff, working on the basis of payment either for part time or full time under an
arrangement of employment; it could be in written or oral expression. This will involve conformity on the
remuneration and the kind of duties expected of the employee to perform in ia given time (Shumen, 2009).

(b) Performance can an accomplishment of a described assignment or tasks that are given to be achieve within a
time limit and with a kind of result expected that can measurably with the accomplishment level of the assigned
task , which can is measured when a performance standard are given (Shumen, 2009). Performances activities must
ensure that goals are always being achieved in an effective and efficient manner (McNamara, 2005).

Employee’s performance refers to the observable behaviors and actions which explain how a job is done, plus the
results that are expected for satisfactory job performance (Cardy and Selvarajan, 2004; McNamara, 2005). To
achieve performance at the higher capacity from employees, the following criterion should be considered (Cardy and
Selvarajan, 2004; McNamara, 2005).

(i) Performance Values

The purpose of performance standards is to communicate expectations, and it is often behaviors that determine
whether performance is acceptable (Cardy and Selvarajan, 2004). Collins (1998) and Cooper (1998) view
employee’s performance as a process for establishing a shared workforce understanding about what is to be achieved
at organization level. Employees are involved in the development of standards, and performance standards should
form the basis for performance evaluation that clearly states how employees would be recognized when expectations
have been met, exceeded, or not met (Gruman and Saks, 2010).

Performance standards should be position oriented and not individualistic; it should be visible, with anchored
indicators for success which may be expressed in terms of quantity, quality, and within time frame (Cardy and
Selvarajan, 2004); (Armstrong, 2006). Though the concept is differentiated by the views put in place by
www.ispi.org 2002, performance standard is a result that positions an organization to question, confirm and
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reconfirm that people share the same vision and goals, that the job procedure is sufficient, and that people have the
skills and knowledge they require (www.ispi.org 2002).

My working definition is that of Richer (2005): Performance standard refers to the kind of behaviors or results
that are expected of performance to be considered satisfactory. In this case, standards are the criteria against which
performance is judged; these standards should be achievable, unique, monitored, purposeful, measurable, and stated
in terms of quality, quantity and time.

(ii) Performance evaluation

Performance appraisal tools and systems of appraisal vary greatly from countries, organizations and managers,
although all aim at achieving the purpose of best performance practice (Jones, 1995). Performance appraisal is the
process where managers examine, evaluate and assess employee’s behavior and performance at work against set
standards. The appraisal must be documented and the results used as feedback to the employees to indicate where
improvement is needed and why (Cardy and Selvarajan, 2004).

The appraisal also serves as both punishment and reward to performing and non-performing employees. It is also
a major determinant of who needs what training and at which time; it can also be a reward mechanism (Jones, 1995).
Elgin (1993) views performance appraisal as the process of cognitively processing information in order to make
judgment and evaluation which is summarized as follows:

(a) acquirement of information about those to be evaluated,

(b) Organization and storage of this information in a memory, and

(c)Retrieval and integration of the information in a fashion that leads to the recording of an evaluation of the

person being evaluated.

2.2. Overview Corporate Social Responsibility

Corporate social responsibility is the way in which business takes into account the financial, environmental and
social impacts of decisions and actions it is involved in. It is an increasingly important issue in business, as
managers, consumers, investors and employees have begun to understand how economic growth is linked to social
and environmental well-being (Nyameh et al., 2014).

Corporate social responsibility is a determinant factor for any organization desiring for viable sustainability. At
the same time as it is a mostly voluntary concept, there is increasing pressure on organizations to make a positive
contribution to society, or at the least, reduce their negative impact. Internationally, governments are also moving
towards the enforcement of certain elements of corporate social responsibility, particularly in regards to the
protection of the environment and the effect of which the business injected on it citizenry (Nyameh et al., 2014).

Businesses organization may not tend to measure the positive impact that the behavior of the organization has
on their performance, however, some business organization are likely to understood the negative impact the business
decisions has on their employees. Business sustainability always depends on organisational ability considering the
social and environmental consequences of their decisions hitherto taken. Many businesses and managers in the past
were primarily concerned with increasing shareholders' value. business partners' are people who own part of a
business through a share in order to obtain profits.

In a large corporation, this could include thousands of people who hold shares in the company and receive
dividends, habitually; managers were focused on short to medium term profits and driving the share price up.
However, there has been a on the increase drift from simply increasing the shareholders dividend instead designing
an increasing value for the business in terms corporate social responsibility but they to focus on stakeholders benefit.
Business partners' are the people who are pretentious by the measures and performance of the business, this include
internal and external business partners'.

The business stakeholders could include different kind of people like employees, consumers, shareholders,
associates, and business owners. Businesses that are socially responsible aspire to make decisions that are in the best
interests of their business environment and various stakeholders (Ferrell, 2009). Developing your understanding of
corporate social responsibility and implementing it into your business will speedily help business organization to go
a step ahead of competitors. It be can use as a gain over competitors and it can provides an opportunity to get
benefits at higher range for business stakeholders (Perlman and Hughes, 2008).

2.3. Employee Job Performance and Corporate Social Responsibility

Employees are always do their job better any time they find out that a customer shares a passion for social or
environmental causes, it creates a bond that is highly motivating." Likewise, when an employee believes support for
corporate social responsibility comes from every level of management, the employee may sense that the company
shares values like caring and unselfishness.

Hence they tend to dream of having a good future in their job as such they will forcefully put in their very best at
all time. Corporate social responsibility can help frontline employees reconcile this tension by highlighting what the
employee shares in common with both customers and the company (Jerome and Mahmood Hamid, 2014) To reap the
potential rewards of corporate social responsibility, researcher recommend that managers encourage employees to
talk develop shared experiences with customers around the company's corporate social responsibility activities. They
also recommend that upper management take a visible role in enacting corporate social responsibility.

This is will be more evidence that companies can generate substantial return on corporate social responsibility
investment. Employee engagement in corporate social responsibility activities such as environmental initiatives,
charitable giving, and ethical business practices, can improve job performance
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3. Methodology
3.1. Research Design Approach

The study incorporated the use of quantitative and qualitative paradigm approach as a complimentary to ascertain
the viability of the instrument, the quantitative structured the use of 15 items survey questionnaires, using five point
likert scales and the qualitative is structured based on semi structured interview of the same survey questionnaires
administered to two commercial bank managers in Taraba state Nigeria, there selection is based on convenient
simple random sampling. The simple random sampling , picked 50 respondents out the population of 500 (Sekaran,
2003). The analysis was conducted using spss version 16 to find the relationship between the two important
variables of the study, by means of correlation and regression statistics, crombach alpha was to test the reliability of
the instrument and content analysis (Babbie, 2012) in the case of quantitative and qualitative respectively
(Richardson, 2005).

4. Data Analysis and Discussion of Finding
4.1. Respondents’ Data Profile

The respondents’ profile was analyzed using frequency analysis method to examine the demographic
information of respondents from Zenith and First Bank PLC Nigeria. Nominal data comprising age, gender, working
experience and educational level are presented in Table 4.1

Table-4.1. Respondent’s Data Profiles

Demographic Information Variables Frequency | Percentage %
Age group 20-29 yrs 12 24
30-39 yrs 20 40
40-49 yrs 12 24
50 yrs and above | 6 12
Gender Male 24 48
Female 26 52
Working experience 1-5yrs 28 56
6-10 yrs 21 42
11-20 yrs 1 2
Educational level PhD - -
Masters 13 26
Bachelor 22 44
Others 15 30

Source: Nyameh 2012

The demographic information is categorizes into four subsection, age group, gender, working experience and
educational level. The first category 12 respondents are between the age of 20-29 representing 24%, 20 respondents
are with the age limit of 30-39 representing 40% while 12 respondents also are within the age 40-49 representing
24% and 6 respondents are between 50 and above representing 12%’. The second category is gender, 24 respondents
are male representing 48% while 26 respondents are female representing 52%. The third category work experience
28 respondents has worked for 1-5 years representing 56% , 21 respondents has worked for 6-10 years while only 1
respondent worked for 11 years and above representing 2%. The fourth category is educational attainment 13
respondents has backed their masters degree representing 26%, 22 respondents obtained their first degree and 15
respondents obtained others form of qualifications less than first degree.

4.1.1. Test of Reliability

Reliability is consider to the degree to which measures tend to be free from error and therefore capitulate
consistent results (Zikmund, 2003). The internal consistency kind of method was adopted in this study to examine
the reliability of the questionnaire developed. The internal consistency is determined by examining the inter-
correlation of each item using the most popular test of interim consistency reliability that is the Cronbach’s alpha
coefficient (Sekaran, 2003).

Table-4.2. Reliability test (cronbach alpha)
Case Processing Summary

N %

Cases Valid 50 100.0
Excluded? 0 .0

Total 50 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha [N of Items

951 15

Source: From Table 4.2 the Cronbach’s alpha of
0.951 indicates the highly reliability of the
questionnaire
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4.2. Test of Hypothesis

Table-4.3. test of hypothesis

Correlations

independent(y) |dependent(x)
independent(y)  |Pearson Correlation |1 625"
Sig. (1-tailed) .000
N 50 50
dependent(x) Pearson Correlation ~ |.625" 1
Sig. (L-tailed) 000
N 50 50

**_Correlation is significant at the 0.01 level (1-tailed).

From Table 4.2 the y= independent variable while X= dependent variable , the statistical table above indicates
high level of correlate with 0.625 hence the H1 there is a positive relationship between employee’s job performance
and the corporation social responsibility is here by accepted and the HO there is no positive relationship between
employee’s job performance and the corporation social responsibility is hereby rejected.

Table-4.4. Correlation between Employee’s Job Performance and CSR

Correlations

VARO00001 |VARO00006 |VARO00011

VARO00001/ Obj: 1| Pearson Correlation |1 625" 957"

Sig. (1-tailed) .000 .000

N 50 50 50
VARO00006/0bj:2 | Pearson Correlation  ].625™ 1 653"

Sig. (1-tailed) 000 000

N 50 50 50
VAR00011/0bj: 3 | Pearson Correlation ~ |.957" 653" 1

Sig. (1-tailed) .000 .000

N 50 50 50

**_Correlation is significant at the 0.01 level (1-tailed).

From the data in Table 4.4 indicates three different variables, 1, 6 and 11, one stand for objective 1 To identify
the contribution of employees job performance to corporate social responsibility, by the level of correlation 0.625 it
shows that employees job performance contributes to corporate social responsibility. VVariable 6 represents objective
2 ,To determine ways how corporate social responsibility can be improve in organization, the level of correlation is
0.625 which indicates that one of the way CSR can be determine is through employees job performance. while
objectives 3 To analyzes the organizational excellence and the corporate social responsibility under the period under
review, the level of correlation 0.957 indicates there is highly correlation between organization excellence, which is

employees job performance and CSR.

4.3. Data from Qualitative Study

Qualitative data was obtained from the in-depth semi-structured interviews with the two key managers of zenith
bank and first bank plc. The questionnaire incorporated fifteen semi-structured open-ended questions that were
gualitative in nature. The interviews were conducted through face to face deliberation. The interviews were
undertaken at different times depending on the availability of the managers. The responses of the two key managers
in Tables 4.5. To maintain confidentiality, the managers have been named A and B respectively.

Table-4.5. Summary of Response of Manager A & B

QUESTIONS

RESPONSES

1. My organization does help the society any time they
have high turnover.

2. Profit turnover in my organization are shared among the
stake holders of the business.

3. In my organization prizes are given to community who
excel in business.

4. In my organization slots on employment(recruiting new
staff) are given to the community were the business
operated.

5. In my organization when job is well performed and the
organization secured good profit the society benefit.

6. When there is a conducive working environment there
will be high turnover and it will boost economic
activities.

7. External environment (step) affect the social corporate
responsibility positively when it favorer able

Both agreed.
Both respondents agreed on the assertion.

Respondent A agreed while respondent B disagree.

Both of the respondents agrees
Both respondents agrees

Both respondents agrees

Both respondents agrees

Continue
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8. The culture of my organization support increase in | Respondent B agrees and while A disagree
corporate social responsibility
9. Corporate social responsibility is determining by the | Both respondents agrees
performance rate of employee’s job performance.
10. In my organization we always won the best prize for | Both of the respondents disagrees
being responsible to the society.
11. In my organization we have certain percentage of our | Both agrees
profit allocation to corporate social responsibility.
12. Most of our corporate social responsibility activities is | Both respondents agrees
from the proceed of our turnover .
13. Anytime we engage in corporate social responsibility , | They both agrees
the job appraisal performance rating also indicating
high Both respondents agrees
14. Our organizational excellence is best determined by the
level of our corporate social responsibility.
15. Corporation social responsibility work hand in hand | Both respondents agrees
with employee’s job performance
Source: Researcher’s approach, 2015

From Table 4.5 the qualitative summary above out of the 15 statement of questions both respondents agrees on
the 12 statement to be true while in 3 statement 3, 8 and 10 there is form of disagreement on the statement, based on
the content analysis we conclude that, employees job performance has a significant relationship with corporate social
responsibility.

5. Conclusion

With all the research objectives addressed and the test of hypothesis resolved through both qualitative and
guantitative analyses, the present study has been successfully fulfilled. The conclusions of the study are summarized
in the following paragraphs: there is a positive and significant relationship between employee’s job performance and
the corporate social responsibility. Hence the two variables must be considered as complimentary when making
organizational policies related to the two.
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