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Abstract

This study examines how employees’ perceptions of environmental (E), social (S), and governance
(G) activities shape organizational commitment (OC), organizational identification (OI), and
organizational citizenship behavior (OCB) in IT manufacturing firms. We further examine whether
generational cohort membership moderates the relationship between ESG and OCB, comparing the
MZ generation (Millennials, born 1981 to 1996; Generation Z, born 1997 to 2012) with the older
generation. Using survey data from 374 employees across four Korean IT manufacturers and
structural equation modeling, we find that S and G positively predict OC; E negatively predicts OC.
G positively predicts Ol, whereas E negatively predicts Ol and S is not significant. Both OC and OI
positively predict OCB and mediate ESG—OCB links (OC mediates E, S, G; OI mediates E and G).
Multi-group analysis shows a stronger G—OCB path for the MZ cohort than for the older cohort.

. In summary, the empirical analysis results of this study are expected to be helpful to executives and

managers of IT manufacturing companies that are conducting or promoting ESG activities.

Keywords: ESG activity; organizational commitment; organizational identification; organizational
citizenship behavior; moderating effect between generations

1. Introduction

The COVID-19 pandemic has illuminated the necessity for businesses to align their strategies
with the broader interests of humanity, society, and stakeholders, demonstrating that corporate
growth and even survival cannot be sustained in isolation. This realization has significantly
accelerated global interest in Environmental, Social, and Governance (ESG) principles. An increasing
number of firms, including large corporations, publicly listed companies, and multinational supply
chain partners, are adopting ESG practices in response to evolving legal mandates and stakeholder
expectations. ESG management refers to a company’s proactive efforts to protect the environment,
promote social value, and establish robust and transparent governance systems. It extends beyond
the pursuit of short-term profitability by incorporating a commitment to sustainable development,
ethical conduct, and the minimization of adverse environmental and social impacts.

In today’s rapidly evolving business landscape, sustainability, corporate social responsibility
(CSR), and the pursuit of shared value have emerged as critical priorities in organizational
management, particularly for ensuring long-term survival and growth. While the initial discourse on
ESG management primarily centered around private-sector corporations, it has since expanded to
encompass a wide range of public institutions, including government agencies and state-funded
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organizations[1] A strong organizational orientation toward ESG is increasingly recognized as a
strategic asset, enhancing a firm's ability to attract and retain talented employees while also fostering
a heightened sense of purpose among internal stakeholders, thereby contributing to improved
organizational productivity [2].

A review of existing academic literature on ESG activities reveals that most studies have
predominantly focused on financial, strategic, or marketing perspectives, often neglecting the
organizational and behavioral dimensions. This narrow scope has hindered the evolution of ESG into
a holistic, organization-wide initiative that engages all members of the firm. To address this gap, it is
essential to empirically examine the causal mechanisms through which ESG initiatives influence key
internal variables such as managerial performance, organizational citizenship behavior (OCB), and
employee productivity. Furthermore, as ESG management inherently reflects a transformation in
corporate value systems, it is crucial to elucidate the dynamic interplay between a firm's underlying
values and its ESG orientation.

Between 2012 and 2021, the predominant keywords of domestic ESG-related research included

7] oo

investment,

77

“performance,” “value, management,” and “sustainability,” reflecting a strong
emphasis on financial and investment-oriented perspectives. Although references to environmental
and carbon-related issues increased notably in 2021, scholarly attention to the implications of ESG for
internal organizational members—such as employees’ perceptions, behaviors, and engagement—
remained limited[3]. Accordingly, most prior studies examining the relationship between ESG
management and organizational performance have primarily relied on ESG ratings published by
external evaluation agencies as proxies for a firm’s ESG performance [4].

However, a review of the existing literature on corporate ESG activities reveals a notable gap in
studies that explicitly examine the relationship between organizational identification and
organizational citizenship behavior (OCB). This gap is particularly salient in the information
technology (IT) sector, where firms exhibit a high reliance on human capital. In such contexts, ESG
initiatives are likely to play a critical role in fostering employees’ perceptions of meaningful work,
thereby enhancing their engagement in discretionary behaviors such as OCB.[5].

In the case of IT manufacturing firms, sustained investment in research and development is
critical for maintaining competitiveness in rapidly evolving technological environments. The
development and commercialization of advanced IT technologies heavily depend on the training and
retention of highly skilled professionals. As such, systematic talent development and human resource
management have become urgent strategic priorities. Against this backdrop, there is a growing need
to investigate how ESG performance is perceived by internal organizational members and how these
perceptions shape their attitudes and behaviors. Rather than examining ESG solely from a corporate-
level or external stakeholder perspective, future research should focus on the lived experiences of
employees who are directly involved in the implementation of ESG initiatives. This study aims to
explore how employees in ESG-active organizations perceive their relationship with the organization
and how such perceptions influence organizational attitudes.

Ultimately, this research seeks to reconfirm that ESG management has the potential to generate
positive outcomes not only for internal members but also for a broader array of stakeholders. It
further aims to provide practical insights into how organizations can effectively engage and empower
their workforce in the pursuit of sustainability goals.

2. Literature Review and Hypotheses Development

2.1. ESG Activities and Organizational Commitment

ESG is a convenient word made up of the first letters of Environment, Social, and Governance.
ESG management refers to management activities that transparently manage a company's
environmental responsibility, social responsibility, and governance [6], and ESG activities are
recognized as a factor that has a significant impact on the sustainability and long-term value of a
company by minimizing the disadvantages that a company may cause to the environment and society
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and maximizing the effectiveness of the governance structure [7]. In ESG, Environment refers to
activities to protect the environment, such as carbon emission reduction, resource consumption
reduction, waste discharge reduction, resource conservation, and eco-friendly production. Social
includes responsibility for products, human rights protection, and respect for local communities and
stakeholders. Governance is related to corporate efforts such as corporate management
responsibility, protection of shareholder rights, and establishment of a monitoring system for the
board of directors [8].

In addition, according to the empirical analysis results of Broadstock et al. [9], the results of a
meta-analysis of Bloomberg's ESG index on environmental responsibility activities, social
responsibility activities, and governance activities confirmed that it had a positive effect on
innovation capabilities such as R&D activities and financial performance such as total profit. In a
study on the effects of corporate ESG activities on internal employees' organizational cohesion and
organizational citizenship behavior, it was reported that conducting ESG management activities
affects mid- to long-term corporate value and has a positive impact on the company and society [10].
Meanwhile, ESG, a non-financial factor, requires that a company's economic activities be conducted
on a sustainable basis, and investors evaluate the sustainability of the invested company from a long-
term perspective. This serves as the basis for investors to consider non-financial performance, which
is the company's impact on the environment and society, along with financial performance [11].

Therefore, since the performance of ESG activities is very closely related to the company's core
stakeholders, effective ESG activities are expected to have a significant impact on the management of
internal organization members and morale enhancement.

Organizational commitment is basically the tendency to identify with the organization and its
members and to be absorbed in one's job. It includes the desire to remain as a member of the
organization, trust in the organization's goals and values, and behaviors and attitudes that strive for
the benefit of the organization [12, 13]. In addition, organizational commitment in the relationship
between an organization and its members has been shown to have a broad positive effect on
organizational behavior, such as increasing the job performance of organizational members and
reducing turnover, absenteeism, and stress [14]. Regarding this type of organizational commitment,
Meyer & Allen [15] divided it into three factors: affective commitment, normative commitment, and
continuance commitment. The three elements of organizational commitment reflect desire, need, and
obligation, respectively, so even if organizational commitment is only a single concept, it can have
different effects on both goal intention and goal behavior through the three elements [16, 17]. Looking
at previous studies on operational commitment so far, most of them basically present emotional
commitment as a component of organizational commitment [18,12], and when discussing
organizational commitment in general, it refers to emotional commitment [19,20].

Recent empirical findings highlight ESG’s influence on commitment. Oh and Park [36]
demonstrated that CSR activities—economic, social, and environmental —significantly shape
organizational commitment. Kim and Kim [37] further confirmed that ESG practices in restaurant
firms positively affect employee commitment. In SMEs, perceived authenticity of ESG practices was
found to enhance all three forms of commitment—affective, normative, and continuance[38]. More
recently, Lee et al. [39] showed that ESG-driven commitment among employees mediates
improvements in internal satisfaction and alignment with organizational values. Based on these prior
findings, the following hypotheses are proposed to examine the relationship between ESG
management activities and organizational commitment:

Hypothesis 1: ESG activities will have a significant impact on organizational commitment.

Hypothesis 1-1: Environmental (E) activities will have a significant impact on organizational
commitment.

Hypothesis 1-2: Social (S) activities will have a significant impact on organizational commitment.

Hypothesis 1-3: Governance (G) activities will significantly impact organizational commitment.
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2.2. ESG Activities and Organizational Identification

According to social identity theory [23], individuals tend to classify and identify themselves with
various demographic and social categories, and furthermore, individuals use the social reputation or
status of the organization to which they belong to evaluate their own worth. For this reason,
individuals are more likely to identify with organizations that have an image that enhances their self-
worth. Ashforth & Mael [24] presented the results of their analysis that when organizational members
experience a high level of organizational identification, they accept the organization's values and
goals, and these values are internalized, which in turn leads to behaviors that gradually help the
organization achieve its goals. It was reported that when organizational members experience a high
level of organizational identification, they accept the organization's values and goals, and these
values are internalized, which in turn leads to behaviors that gradually help the organization achieve
its goals [25]. Zappala [26] research results analyzed that organizational identification fully mediated
continuance commitment to change and partially mediated emotional and normative commitment
to change.

In addition, Lee and Jeon [27] stated that the higher the level of organizational identification, the
more likely it is for members of the organization to engage in illegal activities for the benefit of the
organization and its members. On the other hand, there are also research results showing that
organizational identification has a negative effect on organizational members.

Recent studies have examined the role of ESG practices in strengthening organizational
identification. Nguyen et al. [40] demonstrated that corporate social responsibility initiatives enhance
both organizational identification and trust, which subsequently promote affective commitment.
Yang and Hwang [41] found that ESG practices in travel platform firms improve employees’
organizational identification by elevating self-esteem and deepening psychological immersion.
Likewise, Jeong et al. [42] reported that call center employees who perceive ESG practices positively
exhibit stronger belongingness and pride, thereby enhancing identification and reducing turnover
intentions..

Based on these findings, the following hypothesis is proposed to explore the relationship
between ESG activities and organizational identification:

Hypothesis 2: ESG activities will have a significant impact on organizational identification.

Hypothesis 2-1: Environmental (E) activities will have a significant impact on organizational
identification.

Hypothesis 2-2: Social (S) activities will have a significant impact on organizational
identification.

Hypothesis 2-3: Governance (G) activities will have a significant impact on organizational
identification.

2.3. Organizational Commitment and Organizational Citizenship Behavior

Organizational Citizenship Behavior (OCB) is known to be a concept first used by Smith et al
[28], and this is considered a voluntary and altruistic action by members of the organization for the
organization. Organizational citizenship behavior is organizational behavior that is performed
voluntarily by members of the organization, unlike behavior that members are required to perform
for official duties, and is helpful to the organization or colleagues. Therefore, it is conceptualized as
voluntary behaviors performed by members to advance organizational interests without the
expectation of formal compensation [29]. Izhar [30] also stated that organizational citizenship
behavior is not a formal requirement for organizations to practice it. However, it was argued that it
is the behavior of organizational members that helps them move in a better direction to effectively
achieve the organization's goals.

Meanwhile, McNeely & Meglino [31] classified organizational citizenship behavior based on
whether the target of the behavior is an individual or an organization. It was divided into
Organizational Citizenship Behavior Individual (OCBI) toward colleagues and Organizational
Citizenship Behavior Organization (OCBO). OCBI stands for voluntary helping behavior toward
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colleagues. And empathy for the other person is considered an important related variable. OCBO
refers to a behavior that takes the lead for the organization, and empathy for the other person is
considered an important related variable.

OCBO stands for Taking Action for the Organization, perception of fairness was said to be an
important influencing factor. It is true that there are various criticisms in domestic studies due to
confusion over the concept and definition of organizational citizenship behavior, but it is a well-
known fact that organizational citizenship behavior is being studied as a factor that greatly influences
job performance by expanding the concept of organizational performance [32, 33, 34]. For these ESG
activities to be successful, factors such as voluntary participation of members, support, solidarity,
and cooperation with colleagues are important. However, when empirically analyzing the
relationship between these organizational behavior variables, there are methodological and realistic
limitations in applying all organizational citizenship behavior variables that have been studied so far.

Therefore, we can see that researchers are conducting research focusing on some specific sub-
dimensions. As an example, Kim Nam-Hyeon et al.[35] analyzed the various components of
organizational citizenship behavior as a single dimension through exploratory factor analysis to
simplify the research model.

Prior empirical research consistently identifies organizational commitment as a critical
antecedent of organizational citizenship behavior (OCB), highlighting its role in motivating
employees’ discretionary efforts that enhance organizational functioning [39, 43, 44]. Among its
dimensions, affective commitment—employees” emotional attachment and sense of belonging—has
been most strongly associated with OCB. From the perspective of social exchange theory, such
attachment fosters reciprocal behaviors that extend beyond formal role expectations.

Hwang and Min [45], in a study of nursing personnel, demonstrated that affective commitment
significantly predicts OCB. Their results further revealed that perceptions of distributive justice shape
affective commitment, which in turn fully mediates the link between justice perceptions and OCB
dimensions such as altruism, conscientiousness, and civic virtue. Complementary evidence from
Yang and Hwang [41] shows that ESG-driven organizational identification enhances self-esteem and
organizational immersion, indirectly suggesting that psychological attachment facilitates positive
discretionary behaviors.

Taken together, these findings underscore a robust link between organizational commitment
and OCB. Accordingly, the following hypothesis is proposed:

Hypothesis 3: Organizational commitment will have a significant positive effect on the
organizational citizenship behavior of organizational members.

2.4. Organizational Identification and Organizational Citizenship Behavior

When organizational members attain a high degree of identification, they not only endorse the
organization’s stated values and objectives but also internalize these principles as self-referent
standards, thereby enacting behaviors that incrementally advance collective goals [25].
Organizational identification is conceptualized as the extent to which individuals construe their self-
identity in terms of membership within a specific organization, exerting a pervasive influence on
employees’ attitudes, discretionary behaviors, and commitment to organizational success [46, 47, 48].
Kim and Kim [49] further contend that such identification is fortified when there is substantive
congruence between the organization’s articulated vision or mission and the personal value
frameworks of its members. This effect is especially salient in public institutions, where high levels
of identification are more likely to develop when an organization’s demonstrated commitment to
social responsibility aligns with employees” own social value orientations (SVO), thereby fostering
stronger organizational attachment and prosocial engagement.

Park et al. [50], in their study on authentic leadership and employee performance, found that
stronger social identification was positively associated with peer-oriented OCB. Similarly, previous
research has demonstrated that OI positively influences organizational commitment Kim, 2009[51]
and enhances OCB across various organizational contexts [52, 53].
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In light of these findings, it is reasonable to posit a direct relationship between organizational
identification and OCB. Thus, this study proposes the following hypothesis:

Hypothesis 4: Organizational identification will have a significant impact on organizational
citizenship behavior.

2.5. The Mediating Effect of Organizational Commitment and Organizational Identification

Recent empirical studies have increasingly positioned organizational commitment and
organizational identification as sequential mediators that elucidate how organizational interventions
yield critical outcomes ranging from productivity gains to enhanced cohesion and discretionary
behaviors. Organizational commitment is conceptualized as the affective and normative bond that
employees form with their organization, serving as a vital conduit through which strategic initiatives
translate into heightened task performance and collective efficacy. By fostering emotional attachment
and a sense of obligation, commitment motivates individuals to align their efforts with organizational
objectives and to contribute beyond prescribed role requirements. Organizational identification
defined as the degree to which employees internalize their organization’s values and perceive its
successes and failures as their own—further strengthens this mechanism by incorporating
organizational goals into the self-concept. As identification intensifies, employees demonstrate
increased propensity for organizational citizenship behaviors, voluntarily engaging in actions that
support peer performance, innovation, and the broader organizational mission without expectation
of formal rewards.

According to Dutton et al. [54], two core elements influence the process of organizational
identification: the organization’s internal identity and its external image as perceived by employees.
Perceived organizational identity refers to employees’ internalized beliefs about the essential
characteristics of their organization. This identity emerges from employees’ subjective assessments,
and when organizational attributes are perceived as attractive or meaningful, individuals are more
likely to align themselves with the organization [55].

In general, job passion is known to foster both organizational identification and affective
commitment, serving as a mediating mechanism for key outcomes such as reduced turnover
intention and enhanced OCB [56]. Organizational identification has been shown to positively
influence members’ proactive behaviors, job attitudes, commitment, and overall performance, while
negatively affecting turnover intention, absenteeism, and deviant behaviors [57, 58].

Ngo et al. [59] demonstrated that organizational identification mediates the relationship
between perceived organizational support and outcomes such as organizational commitment, job
satisfaction, and turnover intention. Similarly, Kim and Kwon [60], in a study of travel agency
employees, found that organizational identification mediated the relationship between perceived
ethical climate and turnover intention.

Collectively, these findings indicate that organizational identification plays a critical mediating
role in shaping employees’ discretionary behaviors, including OCB. Building on this body of
literature, the present study proposes the following hypotheses:

Hypothesis 5: Organizational commitment will mediate the relationship between ESG activities
and organizational citizenship behavior.

Hypothesis 6: Organizational identification will mediate the relationship between ESG activities
and organizational citizenship behavior.

2.6. Moderating Effect Depending on the Distinction Between the MZ Generation and the Older Generation

A moderating effect refers to the influence of an external variable that alters the strength or
direction of the relationship between an independent and a dependent variable. In statistical terms,
a moderator interacts with the independent variable, thereby changing its impact on the dependent
variable.

The term MZ generation refers collectively to Millennials (born between 1980 and 1996) and
Generation Z (born between 1997 and 2012). This cohort matured during a period of rapid digital
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transformation, developed strong proficiency with emerging technologies, and, in many cases, grew
up as only children, often internalizing a heightened sense of individual significance shaped by
concentrated parental attention and affection [61].

These generational characteristics have also shaped their workplace attitudes and expectations.
For instance, a study titled A Study on the Generation Gap between Millennial and Z Generations
confirmed notable differences in job-related values and attitudes between Millennial and Generation
Z public servants [62]. In addition, Yoo and Lee [63] conducted an empirical analysis on office
workers in large corporations and found that generational differences influenced the relationships
among turnover intention, organizational justice, pay satisfaction, career development support, and
work engagement.

Building upon these findings, the present study posits that generational differences may
moderate the relationship between ESG management activities (as the independent variable) and
organizational citizenship behavior (as the dependent variable) in the context of IT manufacturing
firms. Accordingly, the following hypotheses are proposed:

Hypothesis 7: Generational differences will moderate the relationship between ESG
management activities and organizational citizenship behavior in IT manufacturing companies.

H7-1: Generational differences will moderate the relationship between environmental (E)
activities and organizational citizenship behavior in IT manufacturing companies.

H7-2. Generational differences will moderate the relationship between social (S) activities and
organizational citizenship behavior in IT manufacturing companies.

H7-3 Generational differences will moderate the relationship between governance (G) activities
and organizational citizenship behavior in IT manufacturing companies

2.7. Research Model

This study defined ESG activities as three factors: environment (E), society (S), and governance
activities (G). The research model designed to achieve these purposes is shown in <Figure 1>.

Organizational

Commitment
ESG Activities H1
H3
Environment
H5 Organizational
Social Citizenship Behaviors
H6
- Generation
overnance
b H4
H2
Organizational
|dentification

Figure 1. Research model.

3. Methods
3.1. Operational Definition of Variables

3.1.1. ESG Activities

We conceptualize ESG activities as firm-level initiatives that proactively address climate change
and environmental stewardship, promote societal well-being by supporting key stakeholders (e.g.,
employees and customers), and uphold legal and ethical standards. To operationalize this construct,
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the measurement items employed in the empirical analysis were adapted from the survey instrument
originally developed by Kang [64] to align with the specific context of the present study.

The final questionnaire comprised 16 items, categorized into three dimensions: environmental
(E; 4 items), social (S; 4 items), and governance (G; 4 items). Sample items included statements such
as, “My company makes efforts to conserve energy and resources” on a five-point Likert scale.

3.1.2. Organizational Commitment

In this study, organizational commitment is defined as a psychological state reflecting an
individual’s proactive engagement with the organization, manifesting as a form of voluntary,
intrinsic motivation and a willingness to support its survival and growth [65]. To measure
organizational commitment, six items were developed based on the scale used in Hwang [66].
Example items include statements such as “I am proud to belong to my company” and “My company
makes sincere efforts to listen to employees' opinions.” All items were rated on a five-point Likert
scale.

3.1.3. Organizational Identification

Building on prior research, this study views organizational identification as the cognitive
process by which members embrace and integrate their organization’s goals and values into their
own identity.[67]. The measurement of organizational identification was adapted from the instrument
developed by Lee [68]. The scale comprised five items, including statements such as, “When someone
praises the company I work for, I feel as though I am receiving a personal compliment.” Responses
were recorded on a five-point Likert scale indicating the degree of agreement..

3.1.4. Organizational Citizenship Behavior

Organizational citizenship behavior (OCB) denotes discretionary actions that, while not
formally rewarded, advance both individual development and organizational functioning [69].
Fundamentally, OCB comprises voluntary efforts beyond prescribed role requirements undertaken
to bolster organizational effectiveness without anticipation of extrinsic rewards [29].

In this study, OCB was measured using six items adapted from the instruments developed by
Senge [70] and Park et al. [71], revised to align with the research context. Sample items include:
“Employees in our company provide colleagues with useful work-related information” and
“Employees help co-workers with excessive workloads, even when it is not part of their own
responsibilities.” All items were assessed using a five-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree).

3.2. Data Collection and Research Methods

Data for the empirical analysis were collected through a self-administered survey administered
to employees in four leading IT manufacturing firms in South Korea. Firms were selected based on
their industry prominence, market capitalization, and active engagement in ESG-related initiatives.
Within each firm, human resource departments assisted in distributing the questionnaire to a
stratified pool of employees across diverse functional areas (e.g.,, R&D, production, marketing,
administration) to ensure representativeness.

The IT manufacturing sector was selected because it represents one of the most dynamic and
globally competitive industries in South Korea, characterized by rapid technological change and
substantial engagement in ESG initiatives. This context provides a relevant setting in which to
examine how ESG practices influence employees’ attitudes and behaviors.

A total of 400 questionnaires (100 per firm) were distributed between 10 and 20 December 2024.
Participation was voluntary, and all respondents were assured of confidentiality and anonymity. Of
the 400 surveys, 391 were returned (response rate = 97.8%). After data screening, 12 cases with more
than 10 percent missing values and 5 cases failing attention-check items were excluded, resulting in
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a final sample of 374 valid responses for analysis. The final sample comprised 61.5% male and 38.5%
female employees, with an average age of 35.7 years (SD = 7.9). Participants’ average organizational
tenure was 7.2 years, and 71% held non-managerial positions. Descriptive and inferential analyses
were performed using SPSS Statistics 27.0, and confirmatory factor analyses and structural equation
modeling were conducted with AMOS 27.0.

4. Results of the Empirical Analysis

4.1. Sample Characteristics

The results of frequency analysis to determine the demographic characteristics of the sample are
shown in <table 1> below.

Table 1. Demographic characteristics.

Categories n(%) Categories n(%)
Gender Male 257(68.7) Department Planning Team 33(8.8)
Female 117(31.3) Production Control ;) (51 4
Team
Age Twenties 77(20.6) Sales(Marketing) o, 5 )
Team
Thirties 63(16.8) R&D Team 33(8.8)
Fi A i
Forties 97(25.9) inance &Accounting 5, ¢ ¢
Dept.
Fifties 104(27.8) HR Team 10(2.7)
Above Fifties 33(8.8) Others 56(15.0)
Academic High school graduate  77(27.8) Years of ;es: :i\sa(r)lrS rr}:j:;s 70(18.7)
. y ~
background College graduate 253(67.6) service less than 10 years 107(28.6)
1 ~
Above Graduate school 44(11.8) 0 years or more 52(13.9)
less than 15 years
Job Position Associate 88(23.5) igs};i;fno;mc;z; 52(13.9)
(Rank) Assistant 139(37.2) y 145(38.8)
15 years or more
Manager 38(10.2)  Authenticity Y 258(69.0)
Senior Manager 42(11.2)
Above Senior Manager 67(17.9) N 116(31.0)
Total 374(100)

4.2. Reliability and Validity Testing

To evaluate the measurement model, we conducted confirmatory factor analysis using AMOS
27.0 to assess both reliability and validity of our constructs. Internal consistency was examined via
Cronbach’s alpha coefficients computed in SPSS 29.0, where values of 0.60 or greater denote
acceptable reliability. As reported in Table 2, Cronbach’s alpha for the environmental social and
governance dimensions as well as for organizational commitment organizational identification and
organizational citizenship behaviors all exceeded 0.80 indicating robust internal consistency across
all scales. Convergent validity was established by inspecting standardized factor loadings composite
reliability and average variance extracted (AVE). All standardized loadings were above 0.70
composite reliability values exceeded 0.70 and AVE values surpassed the 0.50 threshold.
Discriminant validity was confirmed using the Fornell Larcker criterion which showed that the
square root of each construct’'s AVE exceeded its correlations with other constructs.
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Table 2. Reliability and validity for the measurement model.
Estimate Cronbach’
Construct Std. t-Value ronbach’s C.R. AVE
g S.E. a
Estimate
al 722
Environment(E) a2 .766 .085 16.122"
a4 .824 .085 15.168™ 856 863 679
ab .853
Social(S) a6 .862 .050 19.945™
. .872 694
a8 .782 .049 17.475™ 869 8 69
a9 915
Governance(G) al0 925 .036 28.446™ .895 .906 .764
all 774 .052 19.728™
Organizational cd 807
Ccf);mmzitment 3 931 .057 21.618™ .843 .905 .761
c4 .875 .058 19.977
b7 .738
Organizational ~ b8 .896 .073 16.364™
Identification b10 .763 .072 14.303™ 871 870 628
b1l 721
Organizational bl .766 .068 14.070™
Citizenship (5 817 075 14.986™ 902 843 643
Behaviors
b4 .858 .077 15.651™

Note: X?=418.039(df=137), x?/df=3.051, p=0.000, GFI=.902, RMR=.036, NFI=.922, IFI=.946, TLI=.933, CFI=.946,
RMSEA=.074, **p<.001.

The goodness-of-fit indices for the measurement model were as follows: x?>=418.039 (df =137, p
<.001), x¥/df = 3.051, GFI =0.902 (> 0.8), IFI = 0.946 (= 0.9), TLI = 0.933 (= 0.9), CFI = 0.946 (= 0.9), and
RMR = 0.036 (< 0.05). These values indicate that the model meets the required fit criteria. Convergent
validity was assessed based on standardized factor loadings of 0.5 or higher, composite reliability
(C.R.) of at least 0.7, and an average variance extracted (AVE) of 0.5 or higher, as recommended by
Fornell and Larcker [72]. As presented in <Table 2>, all measurement items in this study met these
thresholds, confirming convergent validity.

Discriminant validity was evaluated by comparing the square root of the AVE for each construct
with the correlation coefficients between constructs. As shown in <Table 3>, the square root of each
construct’s AVE exceeded the correlation coefficients between constructs, confirming that
discriminant validity was achieved.

Table 3. Discriminant validity.

Construct 1) ) 3) @) (5) (6)
(1) Environment (.824)

(2) Social 612" (.833)

(3) Governance 464~ .652™ (.874)

(4)Organizational 187" 4127 533" (.872)

Commitment
(5)Organizational 149* 389" 576" 621% (.792)

Identification

- ational
(6)Organizationa 240" 478" 698" 665" 654" (.801)

Citizenship Behavior

The diagonal bold is the AVE square root value, ” p<0.01.
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4.3. Hypothesis Testing

This study employed structural equation modeling (SEM) path analysis to examine the impact
of ESG management activities on organizational commitment, organizational identification and
organizational citizenship behaviors. Additionally, it investigated the mediating effect of
organizational commitment and organizational identification. Also, the moderating effect of
generation gap between ESG activities and organizational citizenship behavior was verified. The
measurement model’s reliability and validity were confirmed, providing a solid foundation for
testing the structural model. The results of the structural model fit analysis indicated x2=418.039 (df
=137, p <.001), x¥/df = 3.051, meeting the recommended significance level (p > 0.05). Moreover, the
fitindices—NFI = 0.922, RFI = 0.903, IFI = 0.946, TLI = 0.933, CFI = 0.946, and RMSEA = 0.074 —suggest
that the model demonstrates an overall good fit. The results of hypothesis testing using structural
equation modeling are summarized in <Table 4> and <Figure 2>.

First, Hypothesis 1 examined the impact of ESG activities in IT manufacturing corporations on
organizational commitment. The analysis revealed that the environmental (E) factor (standardized
coefficient = -0.292, t = -3.843, p < 0.001), were found to have a significant negative effect on
organizational commitment, social (S) factor (standardized coefficient = 0.251, t =2.548, p <0.05), and
the governance (G) factor (standardized coefficient = 0.577, t = 6.906, p < 0.001) had statistically
significant positive effects on organizational commitment. Consequently, Hypotheses 1-1, 1-2, and 1-
3 were all supported.

Hypothesis 2 examined the impact of IT manufacturing corporations ESG management activities
on organizational identification. The analysis revealed that the environmental (E) factor
(standardized coefficient = -0.171, t = -2.519, p < 0.05) had a statistically significant negative effect,
while the social (S) factor (standardized coefficient = 0.107, t = 1.246, p = 0.213) was not statistically
significant but the governance (G) factor (standardized coefficient = 0.309, t = 4.050, p < 0.001) had
statistically significant positive effects on Organizational Identification.

Hypothesis 3 assessed the relationship on organizational members of IT manufacturing
companies between organizational commitment and organizational citizenship behavior. The
analysis showed a standardized coefficient of 0.374 (t = 5.670, p < 0.001), confirming statistical
significance and leading to the acceptance of Hypothesis 3.

Hypothesis 4 examined the impact of organizational identification on organizational citizenship
behavior. The analysis results indicated a standardized coefficient of 0.213 (t = 3.305, p < 0.001),
demonstrating a statistically significant positive effect. Hypothesis 4 was supported. According to
previous studies on the relationship between organizational identification and organizational
citizenship behavior, there are research results showing that organizational identification affects
organizational citizenship behavior over a long period of time[73, 74], and organizational
identification is highly related to attitudinal variables such as job involvement, job satisfaction, and
organizational commitment, and is closely related to non-job outcomes such as the organization's job
performance and organizational citizenship behavior[75]. These studies were also found to be
consistent with the research results of Mael and Ashforth [76] and Van Der Vegt et al. [77].
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ESG Activities ——
—Aaasaa= Organizational
’ ‘ Commitment
y 399(5.670)™
Environment 224(2,548)°
) e Organizational
Social Citizenship Behaviors
- 154(-2.519)"
Governance A .185(3.305)"
Organizational
474(6.906) Identification
Std. Estimate(t-value)
"'p<.001 "p<.01 "p<.05 Note: The rejection of the hypothesis is dotted line
Figure 2. Structural results of the proposed model.
Table 4. Results of hypothesis testing.
Hypotheses: path Std. S.E t-value value Results
yp ‘P Estimate o P
Hi1-1: Environment — Oreanizational -214 -.292 -3.843 ok Accepted
H1-2: Social é;om;itment 224 251 2.548 * Accepted
H1-3: Governance — 474 577 6.906 o Accepted
H2-1: Environment — Oreanizational -.154 171 -2.519" ** Accepted
H2-2: Social  — Cf;mijmzni 117 107 1.246 213 Rejected
H2-3: Governance — .310 .309 4.050 o Accepted
Organizational Organizational
H3: ganiz —  Citizenship ~ .399 374 5.670 #  Accepted
Commitment .
Behavior
Organizational Organizational
H4: & o L Citizenship 185 213 3.305 o Accepted
Identification .
Behavior

Note: X?=418.039(df=137), x?/df=3.051, p=0.000, GFI=.902, RMR=.036, NFI=.922, IFI=946, TLI=933, CFI=.946,.
RMSEA=.074, ***p<.0.001, "p<0.01, "p<0.05.

Hypothesis 5, 6 investigated the mediating effect of organizational commitment and
organizational identification in the relationship between ESG management and organizational
citizenship behavior. According to the analysis results, in the relationship between ESG management
and organizational citizenship behavior, the organizational commitment was analyzed to have a
mediating effect of environmental (E) factors, social (S) factors, and governance (G) factors, while
organizational identification was found to have a mediating effect of environmental (E) factors and
governance (G) factors.

The differential mediating roles of organizational commitment and organizational identification
yield several theoretical insights. First, the finding that organizational commitment fully mediates
the effects of environmental social and governance dimensions on organizational citizenship
behavior underscores the centrality of social exchange processes in explaining how responsible
management translates into discretionary employee actions. By demonstrating that each ESG
component fosters a sense of obligation and reciprocity, these results extend stakeholder theory and
social exchange theory, suggesting that ethical treatment of both external and internal stakeholders
strengthens employees’ affective bonds and motivates voluntary contributions beyond formal role

requirements.
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Second, the selective mediation of organizational identification for environmental and
governance factors but not for social factors highlights the boundary conditions under which
identity-based mechanisms operate. Specifically, initiatives that signal a genuine commitment to
environmental stewardship and governance integrity appear more likely to resonate with employees’
self-concept and become internalized as part of their work identity. In contrast, social initiatives,
while effective in building commitment, may not by themselves evoke a strong sense of shared
identity, implying the existence of alternative psychological pathways such as perceived
organizational support or trust—that warrant further theoretical investigation. Together, these
insights support a dual-process model in which social exchange driven commitment and identity
internalization operate in tandem yet differentially to channel the impact of ESG management on
organizational citizenship behavior.

Table 5. Mediating effect testing.

Estimate 95% CI
Hypotheses: Path p-Value
B B Lower Upper

ESG(E) - OC — OCB -0.085 0.030 -0.151 -0.032 0.005**

H5 ESG(S) - OC — OCB 0.089 0.042 0.018 0.187 0.011*
ESG(G) - OC — OCB 0.022 0.024 0.101 0.284 0.007**

e ESG(E) — OI — OCB -0.028 0.047 -0.080 -0.003 0.024*
ESG(G) — Ol — OCB 0.058 0.030 0.017 0.140 0.004**

*P<.05, *P<.01, ** P <.001.

Hypothesis 6 examine the moderating effect of generation gap on the relationship between ESG
management activities and organizational citizenship behavior in IT manufacturing corporations.
According to the analysis results, the governance factor (t=5.834, p<0.01) among the ESG activities of
the MZ generation (30s and younger) showed a statistically significant positive result. Therefore, it
was analyzed that there was a moderating effect between generation gap. In addition, as a result of
analyzing the moderating effect of the older generation (40s and older), it was analyzed that the
governance factor (t=4.370, p<0.001) among ESG activities had a moderating effect.

The finding that governance practices exert a stronger influence on organizational citizenship
behavior among both younger (MZ) and older cohorts offers several theoretical implications. First, it
underscores the universal salience of governance as a legitimacy-enhancing mechanism that
transcends life-stage differences. Second, the differential strength of the governance-OCB link across
cohorts invites integration with generational identity theory. Whereas environmental and social
initiatives may resonate variably depending on career stage and personal priorities, governance
appears to constitute a core organizational attribute that both younger and older employees
internalize as part of their professional identity.

The chi-square difference test using AMOS was conducted to examine the moderating effect of
generation gap on the relationship between ESG activities and organizational citizenship behavior.
The comparison between the unconstrained model and the constrained model showed a chi-square
difference of Ax?(1) = 16.052, with x> = 16.052, p = 0.001 (unconstrained model: x?> = 921.166,
constrained model: x2 = 937.218; 937.218 — 921.166 = 16.052). Since this value exceeds the critical
threshold of 7.81, the results indicate that generation gap has a significant moderating effect on the
relationship between ESG activities and organizational citizenship behavior. Consequently,
Hypothesis 7 was supported. The significant moderating effect of generational cohort reveals that the
strength of the linkage between ESG management and organizational citizenship behavior is
contingent upon employees’ age group.

© 2025 by the author(s). Distributed under a Creative Commons CC BY license.


https://doi.org/10.20944/preprints202509.0857.v1
http://creativecommons.org/licenses/by/4.0/

Preprints.org (www.preprints.org) | NOT PEER-REVIEWED | Posted: 10 September 2025 d0i:10.20944/preprints202509.0857.v1

14 of 20
Table 6. Moderating effect testing.
MZ Generation The Older Generation
Hypotheses: path Group(n=140) Group(n=234)
Estimate t-Value p-Value Estimate t-Value p-Value
H7-1: Environment — OCB -0.007  -0.092°  0.927 -0.069  -1.434 0.152
H7-2: Social — OCB -0.188  -1.587 0.117 0.043 0.608 0.543
H7-3: Governance — OCB 0.777  5.834™  0.000 0.282  4.370™  0.000
**p<0.001, “p<0.01, "p<0.05.
Table 7. Comparison of model.
NFI IFI RFI TLI
1 DF I P
Mode CMIN Delta-1 Delta-2 rho-1 rho2
Constrained Model 3  16.052 .001" .003 .003 .001 .001

“p<0.05.

Governance - OCB Path Coefficients by Generation

o
@

0.777
(p=0.000)

e
o
/

Regression Coefficient (Estimate)
o
'S
/
/

o
Y

e
=)

Figure 2. Moderating Effect of Generation on Governance to OCB.

The figure2 illustrates the moderating effect of generational cohort on the governance-OCB
pathway. For the MZ generation, the path coefficient is both substantial (3 = 0.777) and highly
significant, whereas for the older generation, the corresponding coefficient is smaller (3 = 0.282) yet
remains statistically significant. This divergence in effect sizes underscores the presence of a
generational moderation effect in the relationship between governance-oriented ESG activities and
employees’ organizational citizenship behavior.

5. Conclusion and Discussion

5.1. Integrated Summary of Empirical Findings

Overall, the empirical results of this study provide detailed insights into the ways in which ESG
activities influence employee attitudes and behaviors in IT manufacturing firms. The social and
governance dimensions of ESG exhibit a significant positive relationship with both organizational
commitment and organizational identification. These findings suggest that transparent governance
and responsible social practices encourage employees to internalize organizational values and
strengthen their psychological connection with the firm. By contrast, the environmental dimension
exhibits a weaker or, in some cases, even negative association with employee attitudes. One possible
explanation is that employees often perceive environmental initiatives as distant from their
immediate work responsibilities or as yielding benefits primarily for external stakeholders rather
than for themselves. From the perspective of social exchange theory, individuals may reciprocate
only when they perceive direct or tangible benefits; thus, initiatives such as carbon reduction or eco-
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friendly production may not generate the same sense of obligation or attachment as socially oriented
practices. Moreover, the present analysis confirms that both organizational commitment and
organizational identification act as critical mediating mechanisms through which ESG practices
influence organizational citizenship behavior. This implies that ESG activities do not directly elicit
prosocial behaviors; rather, they do so by fostering deeper emotional engagement and identification
with the organization. Importantly, the limited or negative effects of environmental initiatives
highlight the need for organizations to design environmental strategies that are perceived as
authentic, employee-relevant, and aligned with internal as well as external stakeholder interests.
Importantly, the moderating role of generational differences was also substantiated, revealing that
MZ generation employees and older cohorts respond differently to ESG initiatives in shaping their
behavioral outcomes. While governance and social practices generally elicited positive responses
across groups, the environmental dimension showed weaker or even negative associations,
particularly among older employees who often perceived such initiatives as peripheral to their
immediate job relevance. This pattern resonates with prior evidence suggesting that environmental
activities, when viewed as symbolic or externally oriented, can foster employee skepticism or
disengagement (Walker & Wan, 2012; Rupp et al., 2018).

Overall, the findings of this research broaden the ESG literature by redirecting attention from
external stakeholders such as investors and consumers to employees and by empirically
demonstrating the psychological mechanisms through which ESG initiatives yield positive
organizational outcomes. The results underscore the importance of designing ESG strategies that
focus on employees and cultivate both awareness of sustainability efforts and a shared sense of
purpose within the organization.

5.2. Theoretical and Practical Implications

The results of this study offer several theoretical and practical implications.

5.2.1. Theoretical Implications

First, while extant research has extensively examined the effects of ESG activities on external
stakeholders such as investors and consumers, empirical investigations into their impact on internal
stakeholders, namely organizational members, remain scarce. This study contributes to the literature
by empirically investigating ESG management from the perspective of internal stakeholders, thereby
expanding the scope of ESG research into the field of organizational behavior. Continued research in
this area is warranted to deepen our understanding of the internal dynamics of ESG practices. Second,
as ESG management becomes increasingly institutionalized across both public and private sectors
worldwide, this study provides timely insights into which ESG dimensions companies should
prioritize from an internal stakeholder perspective. Specifically, the findings suggest that before
implementing ESG management strategies, organizations must first enhance employees’ awareness
and understanding of ESG principles. The study further demonstrates that when employees exhibit
strong organizational commitment and identification, they are more likely to display attachment to
the organization and engage in organizational citizenship behavior.

This study contributes to theory by underscoring the cultural contingencies in how
organizational citizenship behavior (OCB) is perceived and enacted. In the Korean IT manufacturing
context, shaped by collectivist norms and hierarchical structures, discretionary behaviors such as
altruism, courtesy, and civic virtue may be viewed less as voluntary contributions and more as
normative role obligations. This suggests that the pathways linking ESG activities to organizational
commitment, identification, and ultimately OCB may operate differently than in Western settings,
where OCB is often conceptualized as purely discretionary. Theoretically, these findings call for a
more context-sensitive understanding of OCB and highlight the importance of embedding ESG-
employee behavior models within cultural frameworks. By doing so, this study extends cross-cultural
organizational behavior research and enriches theory on the boundary conditions under which ESG
practices shape employee attitudes and behaviors.
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5.2.2. Practical Implications

From a practical standpoint, this study underscores the shift in ESG-related research from
traditional domains such as accounting and finance toward the field of organizational behavior. By
focusing on internal stakeholders, the study encourages future research that connects ESG
performance with behavioral and attitudinal outcomes within organizations.

Secondly, within IT manufacturing firms, environmental and governance aspects of ESG
initiatives enhanced organizational commitment and identification, although their overall impact
remained relatively modest. This highlights the need for firms to diversify and deepen their ESG
initiatives. Establishing cross-functional ESG forums or internal communication channels could serve
to strengthen employee engagement and raise awareness of ESG goals across organizational levels.

Third, the findings reinforce the importance of cultivating positive attitudes among internal
members as a means of enhancing organizational performance. The study confirmed that both
organizational commitment and organizational identification function as mediators in the
relationship between ESG activities and OCB.

From a practical perspective, the results underscore that ESG strategies cannot be universally
applied. Firms in knowledge-intensive sectors, such as IT and R&D-driven industries, may benefit
from emphasizing governance and social initiatives that directly foster employee identification and
commitment. By contrast, companies in resource-intensive or environmentally sensitive sectors
should carefully design environmental initiatives to ensure their authenticity and perceived
relevance to employees, thereby mitigating risks of skepticism or disengagement. Overall, the
findings highlight the need for sector-specific ESG implementation strategies that not only enhance
external legitimacy but also cultivate positive employee attitudes and discretionary behaviors within
organizations..

5.3. Limitations and Future Research Directions

This study examined employees’ perceptions of ESG activities, a subject of growing interest
among scholars and practitioners, and offered meaningful implications for both theory and practice.
Nevertheless, several limitations should be acknowledged, which in turn provide opportunities for
future research.

First, the generalizability of the findings is constrained by the sample and industry selection.
Data were collected exclusively from employees of IT manufacturing firms in South Korea, which
may limit applicability to other regions or sectors. Future research should broaden the sampling
frame by including diverse industries and geographical contexts to enhance external validity.

Second, while this study focused on organizational commitment and organizational
identification as mediating mechanisms between ESG management and organizational citizenship
behavior (OCB), additional factors may play important roles. Variables such as perceived
organizational support, ethical climate, or employee engagement could further enrich the
explanatory framework.

Third, the cross-sectional design of the study restricts causal inference. The observed
associations between ESG activities, mediators, and OCB may reflect correlation rather than causality.
Future studies would benefit from adopting longitudinal designs to capture temporal dynamics or
experimental approaches to establish causal pathways more robustly.

Finally, although the research model was empirically tested, certain methodological limitations
remain. Specifically, the study did not incorporate all dimensions of OCB identified in prior literature,
which may restrict the scope of interpretation. Therefore, caution should be exercised in generalizing
these results, and future research should aim to adopt more comprehensive frameworks that reflect
the multifaceted nature of organizational behavior constructs.
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