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Abstract:
Purpose: We attempted to empirically examine the fitness level of enterprises CSR strategy and
its context with contingency and configuration approach. Furthermore, we used 213 CSR
managers of state-owned enterprises in Indonesia as samples

Design/methodology/approach: We used the purposive sampling technique to examine the
data, also the contingency and configuration approach are measured with regression Euclidean
distance.

Findings: The result of the configuration and contingency approach has shown fit between
CSR strategy and elements of contingency such as socialization tactic and time orientation. This
condition also emerges on proactive CSR strategy and reactive CSR strategy, However, there
are limitations of this study: an existence of the influence of the situation and condition when
this study takes time; there is a concern on the result of not generalizing population, also the
organizational performance only considered the size of organizational performance from non
financial measure.

Research limitation: (a) respondents’ answers are highly influenced by situation and condition
when the study takes time. Although validity and reliability tests has shown the right outcome,
there is still a possibility of a bias, (b) state-owned enterprises in Indonesia are represented by
CSR manager samples with purposive technique so there is a concern on the result for not
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generalizing population, (c) this research only used primary data through questionnaires. It
would be better to combine both primary and secondary data for future researches, (d)
organizational performance only considered the size of organizational performance from non
financial measure.

Originality/value: There is a methodological contribution in testing the fit of a relationship,
both contingency and configuration are superior in terms of research method which used
Euclidean distance, and used multivariate fit and bivariate fit linear regression. This research
model used systematic approach by testing the fit of a relationship, using deviation from design
ideal type for socialization tactic and time orientation or contingency variable that influences
organizational performance, hence it could be acknowledged the value of the influence between
ideal relationship from CSR strategy, socialization tactic and time orientation.

Keywords: fit, socialization tactic, time orientation, organizational performance

1. Introduction
In Indonesia, the Law of Limited Corporation N. 40 Year of 2007 has been used as the basis for
Corporate Social Responsibility (CSR) implementation. The objective of CSR in Indonesia is to
create a continuous economy development to enhance the life quality for companies and
stakeholders. There are several companies in Indonesia that have their own categories for CSR
implementation. Several companies are included into obedience, managerial and strategic
stage (Suparyono, 2012; Uriarte, 2008). In implementing CSR, several managers are still
facing a number of hardships (D’Amat, Henderson & Florence, 2009), especially in allocating
budget and executing the program (In Indonesia it is called Program Kemitraan and Bina
Lingkungan – PKBL, Suparyono, 2012).
Besides, several managers have also faced problems in practiting socialization to their new
employees who initiate CSR in the field. This is because, almost every year, companies have
their own programs to be fitted with society needs in a really wide and heterogeneous scope
(Suprapto, 2006). This creates problem for manager in implementing CSR. Therefore,
companies need to create a fit between CSR strategy and contingency variables by conducting
socialization tactic and time orientation to increase organizational performance.
Socialization tactic is needed by CSR manager for new CSR staff so they can execute studies
toward old and new values implemented by their companies (Kreitner & Kinicki, 2007), and
also connected to their job fit (Ashforth, Sluss & Saks, 2007). The behavior of CSR managers
is often time oriented because CSR is made to be succeeding at certain timeframe. Time
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orientation that covers polychronicity and monochronicity has become an important matter for
someone to be beneficial to adjust the balance of time (Lindquist & Scarborough, 2007), which
at the end will make better of performance (Love, 2009; Sanderson, 2012; Konig & Waller,
2010). This research is made to fill the gap of a rare topic which is the importance of
socialization tactic, time orientation and CSR strategy on organizational performance in stateowned enterprises in Indonesia.

2. Literature Review and Hypotheses Formulation
2.1. CSR Strategy and Organizational Performance
New research on CSR has focused on companies to allocate their substantial resources for
prosperity of the society. Several researchers suggest the companies to see their CSR budget
as an investment rather than an expense (Ali, Rehman, Yilmaz, Nazir & Ali, 2010a; Ali,
Rehman, Ali, Yousaf & Zia, 2010b), because CSR is a part of organizational business strategy
(McElhaney, 2009).
Kemp (2001) discussed the implementation of CSR in developing countries by focusing on the
importance of CSR strategy. The reality is when leaders work with their people to craft a CSR
strategy for their company; they should at minimum pursue the following course of action
(McElhaney, 2009). Therefore, before choosing strategy, company should analyze and diagnose
their internal and external environment (SWOT analysis) (Elbana & Alhwarai, 2012; David,
2009). A chosen strategy should be implemented effectively for CSR program to run well. This
will deliver competitive advantage and high organizational performance for the company
(Oliver & Holzinger, 2008; Lee, 2008; Berry & Rondinelli, 1998; Fang, Huang & Huang, 2010).
CSR strategy is always related to stakeholders’ demands, therefore companies and
stakeholders should have a harmonious relationship (Wood, 1991; Fang et al., 2010).
Company should use CSR to strengthen their relationship with stakeholders, including
customers, investors, government, suppliers and employees. This relationship can also be
functioned to minimize the conflict between companies and their stakeholders as well as
guaranteeing the loyalty of all stakeholders (Ali et al., 2010b).
Hendriques and Sadorsky (1996) stated that there are several factors that influence a
company in implementing strategy and approach to natural environment so it will increase
organizational

performance,

namely:

(1)

environment

pressure,

come

from

internal

(shareholders and employees) and external, (2) company’s financial position, (3) attitude of
face-to-face with the environment, company’s attitude in having a long-term environment
management plan, (4) company size, and (5) industrial regulations. In the meantime,
stakeholders as the source of pressure are divided into four: regulatory stakeholders,
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organizational stakeholders, community stakeholders and the media (Hendriques & Sadorsky,
1999). In adopting proactive, CSR is characterized by several activities: shared vision,
stakeholder management and strategic proactivity. It is expected that companies with
proactive CSR will influence their financial performance (Torugsa, O’Donohue & Hecker,
2012). Fang, et al. (2010), Wartick and Cochran (1985) and Hendriques and Sadorsky
(1999) categorize CSR strategy into four, namely: reactive, accommodative, defensive and
proactive. In this research, CSR strategy is divided into two typologies, reactive and
proactive approach by referring Fang, et al. (2010), Wartick and Cochran (1985) and
Hendriques and Sadorsky (1999) as shown in Table 1. A reactive CSR has the same
characteristic with Porter’s cost reduction strategy or Miles and Snow’s defender. Just as
known that Porter’s cost reduction strategy has similar characteristic with Miles and Snow’s
defender. On the other hand, innovation strategy has a similar characteristic with prospector
strategy (Muafi, 2009; Kumar, Subranian & Yauger, 1997).

Reactive

Proactive

No support or involvement of top management

Top management supports and is involved in
environmental issues

Environmental management is not necessary

Environmental management is an important business
function

No environmental reporting

Internal and external reporting

No employee environmental training and involvement

employee environmental training and involvement
encouraged

Respond only to certain
Demands

Creating and satisfying needs, taking the role of industry
leader. e.g. Mold new demands for stakeholders and
satisfy them

Increasing efficiency and legitimacy through adjusting
internal procedures

Taking action to mold and redefine major stakeholder
demands in the operating environment to conform beliefs
to match with organizational benefits

Table 1. Typology of CSR Strategy (Hendriques & Sadorsky, 1999; Fang et al., 2010)

If CSR strategy has been chosen, the next challenge is dealing with the limitation of CSR
implementation (D’Amat et al., 2009). Generally, such challenge is related to political issue or
on organizational level and often embedded on organizational culture. The complexity in
operation has made them to implement CSR strategy effectively. Such company needs to
deliver satisfaction for all stakeholders, including new challenge towards organization to use
CSR and strategic tool (Ali et al., 2010a). Rahim, Jalaludin and Tajuddin (2011) focus on the
CSR components have a significant relationship with consumers' buying behavior. Ali et al.
(2010b) underline that the importance of CSR to increase satisfaction and retention for
stakeholders and towards company’s continuous performance.
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Research result from Aragón-Correa (1998) concludes that company that uses proactive
business strategy will use corrective approach and natural environment approach preventively.
Research result from Suprapto (2006) concludes that a company will gain a benefit when there
is a fit between natural environment policy with business strategy. In a wiser perspective,
Aragon-Corea and Rubio-López (2007) concludes that there is relationship between business
and society as well as the importance of developing measurement real and eco-sustainability
strategy.
It has been proven from several studies that the performance of a company will be influenced
from organizational strategy (Taleghani, Delafrouz & Tonekaboni, 2012; Muafi, 2008, 2009).
Heslin and Ochoa (2008) and Arx and Ziegler (2008) also stressed the importance of corporate
social responsibility for company’s success which is organizational performance (Brammer,
Millington & Rayton, 2007). The researchers of employees behavior and CSR have been
advising CSR to build a stronger relationship between company’s employees and to achieve a
better organizational performance. They also stressed the positive aspect from stakeholders’
commitment on organizational performance.
CSR strategy is giving contribution in achieving organization’s objectives. This has been proven
that financial benefit from CSR strategy can be found in human resources area, reputation,
branding and operational cost saving (McElhaney, 2009). McElhaney (2009) has advised that
for the future, company should focus, not just in increasing CSR but also in having intelligence
and strategically integrating CSR strategy from day to day with business strategy, focusing on
the best CSR communication for stakeholders and paying attention to brands from company’s
CSR to increase organizational performance. Organizational performance in this research used
non-financial performance measurement approach, namely: work quality, work satisfaction,
organizational capability, organizational adaptability and service quality (Muafi, 2008, 2009;
Homburg, Krohmer & Workman Jr, 1999; Harel & Tzafrir, 1999; Alleyne, Doherty & Greenidge,
2005).

2.2. Contingency and Configuration Approach
2.2.1. Contingency Approach
According to the contingency theory, it is difficult to accept that what works well in one
organization may not necessarily run well on other organizations because of different possible
strategies, culture, management style, technology or inappropriate work practices. Therefore,
universalistic advice is extremely difficult to apply (Armstrong, 2008).
The essence of contingency theory is that an organization must adapt to the organizational
structure or other contingencies such as the environment, the size of the organization, and
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the business strategy if the organization wants to obtain a high performance (Edelman,
Brush & Manolova, 2005). It is clear that for any organization operating in a particular
environment, it is necessary to adjust to the demands of external and internal environment
in which the organization operates. According to the contingency theory, the chosen
strategy to deal with certain situations depends on the type of situations faced by the
managers themselves. Therefore, a manager must have the ability to identify methods in
situations and conditions and at a specific time so as to contribute best in achieving
organizational performance. In principle, different situations require different managerial
reactions, so managers need to learn specific contingencies that are thought to increase
company performance. Some research and studies linking strategy with elements of
contingency have been done by some experts (Lukas, Tan & Hult, 2001; Luo, 1999; Shane
& Kolvereid, 1995; Robertson & Chetty, 2000; Selto, Renner & Young, 1995). The result
generally concludes that the contingency fit between strategy as a major variable and
variable

contingency

(organizational

studied

commitment,

had

job

an

influence

satisfaction,

job

on

organizational

involvement,

services

performance
and

other

organizational performance).

2.2.2. Configuration Approach
Configuration theory is putting a holistic approach by looking at the ideal type and explicitly
adopt a system that assumes deadlines. HR practices will be more effective if there is a
compliance with the corporate strategy and other elements (Twomey & Harris, 2000;
Armstrong, 2008). A successful strategy revolves in combining both of the 'vertical' (external
fit) and 'horizontal' (internal fit) aspects in a strategy. This is a combination of the
configuration utility in human resource practices that can be mutually complementary and
encouraging. A configuration of human resource practices should have a higher level of
performance, so the companies that apply this concept will also achieve a high level of
conformity with the organization's strategy. Priyono (2004) stated that in a configuration
perspective, we are testing the fit concept of the two sides in the strategy – the horizontal fit
and vertical fit. Horizontal fit shows the consistency practices of human resources or internal
employment system, while vertical fit shows the relationship suitability between strategy,
structure, culture and human resource system that will ultimately affect organizational
performance. The horizontal fit concept in a configuration perspective is equal to the concept of
Human Resources Bundles, in which the concept of HR Bundles would be more appropriate to
analyze the relationship of organizational performance, rather than analyzing them individually
(Priyono, 2004).
Likewise, as described by Dyer and Reeves (1995), in which they stated that (1) bundles or
configurations of human resource activities are very important in improving labor
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productivity than single activity, and (2) bundles can control employee turnover and
improve product quality. Therefore HR Bundles must be integrated with other business
functions practices or complementary bundles to create a more effective organization. This
opinion is supported by Delaney and Husehild (1996), Björkman and Xiucheng (2002) and
Luo (1999). Criticism of this approach is the absence of proof that a particular configuration
is generally better than the others, although the practice of performance management and
competency framework are the two ways that are typically applied to provide an integration
between human resource activities (Armstrong, 2008). In general, the contingency fit
approach only performs a selection and a partial interaction between variables and fails to
consider the 'fit' status holistically or as a whole (multiple) (Choe, 2003; Selto, et al.,
1995).

2.3. Socialization Tactic and CSR Strategy
New CSR agents are often facing hardship when implementing CSR. They have a problem
in adopting value, norm and wanted behavior from managers and organization. Task
demand, role

demand and private

demand

needs

to

be

balanced to

make

CSR

implementation fully succeed. Research from Suparyono (2012) shows that before
executing CSR program, company needs to do a sort of mapping of budget allocation and
CSR program priority to make the process easier. The consideration can be based from the
following seven criteria: company reputation, conflict potency, income contribution, man
power absorption, business opportunity, region economy growth, and even distribution.
These several criteria sometimes need the right decision making. Therefore, socialization
tactic and high participation is needed from the employees of CSR agents in the field. This
condition will be harder when operation regional scope is much farther from company’s
central office.
Kreitner and Kinicki (2007) explained that there are three steps of socialization:
•

anticipatory socialization,

•

encounter, and

•

acquisition.

Anticipatory socialization is started before an individual joins an organization. Socialization
information is initially coming from various sources. In this stage, all formal and informal
informations, be it accurate or inaccurate, help such individual to anticipate organization’s
facts. Managers can use performance review to make their employees endure their
positions in the organization. The second stage, encounter, is started when work contract
has been signed. New employees build a set of manual and interpretation to explain and to
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make a working activity in the company to mean something. Many companies use new
combination for training and orientation program to socialize their employees in meeting
process. Individuals are challenged to solve any sort of conflict between job and other
concerns when there are so many problems occurred during CSR implementation. This
makes CSR agents often confused and therefore gain a high work stress. Acquisition stage
leads to task mastery and conflict solving that starts the final stage of such socialization
process. Those with no experience in this third stage will be isolated in organization’s social
network. Senior executive often plays a direct role in this stage. Baker III and Feldman
(1991) has made six socialization tactic typology by summarizing from Van Maanen and
Schein (1979) such as following Table 2.
This typology can be connected with organizational strategy shows in Table 3. To make the
grouping easier, the left part is abbreviated as ForColSeqFixSerDiv (formal, collective,
sequential, fixed, serial, divestiture), and the right is abbreviated as InInRanVarDisIn
(informal, individual, random, variable, disjunctive, investiture).

Formal
The degree to which the setting in which the socialization
takes place is segregated from the ongoing work context
and the degree to which an individual newcomer role is
emphazised and made explicit

Informal
The degree to which there is no sharp differentiation
from other organizational members and much of the
recruit’s learning takes place within the social and task
related networks that surround his or her position

Individual
The degree to which individuals are socialized singly,
analogous to unit modes of production

Collective
The degree to which individuals are socialized
collectively, analogous to batch or mass production
modes of production

Sequential
The degree to which the transitional processes are
marked by a series of discrete and identifiable stages
through which an individual must pass in order to
achieve a defined role and status within the organization

Random
The degree to which the socialization processes are
accomplished in one transitional stage

Fixed
The degree to which the recruit is provided with a precise
knowledge of the time it will take him to complete a
given step

Variable
The degree to which the recruit is not provided with any
advanxe notice of his transition timetable

Serial
The degree to which experienced members groom
newcomers about to assume similar roles in the
organization

Disjunctive
The degree to which a newcomer does not have
predecessor available in in whose footsteps he can follow

Investiture
The degree to which the socialization processes ratify
and establish the viability and usefulness of the
characteristics the person already possesses. The degree
to which the socialization processes confirm the incoming
identity of newcomer

Divestiture
The degree to which the socialization processes deny and
strip away certain entering characteristics of a recruit.
The degree to which the socialization processes
dismantle the incoming identity of a newcomer

Table 2. Van Maanen’s People Processing Strategies (Baker III & Feldman, 1991;
Van Maanen & Schein, 1979)
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Oganizational strategy

Cost reduction

Innovation

Individual Response

Conformity

Role Innovation

Socialization Tactics

Formal
Collective
Sequential
Fixed
Serial
Divestiture

Informal
Individual
Random
Variable
Disjunctive
Investiture

Table 3. Linking Socialization Tactics with Oganizational strategy (Baker III & Feldman, 1991)

Socialization program can be used to understand external challenge from organization and
understanding HR policies in socialization that can be used to facilitate strategic achievement
(Schuler & Jackson, 1987; Baker III & Feldman, 1991). ForColSeqFixSerDiv socialization
tactic will fit with embedded characteristic on cost reduction strategy. On the other hand,
Ashforth, et al. (2007) stated that institutional socialization and proactive behavior connected
with newcomer and their studies. Socialization process, substantially and symbolically, has an
influence to newcomer’s adaptability. As advised by Saeed, Shamsodon and AhmadReza
(2013) that organization should not be just aware and responsive on proactive behavior but
also consider institutional interaction and individual socialization tactic. Organization shall give
training to insiders and socialization agents in responding positively for such newcomers. This
is significant because there is a benefit to achieve organizational performance (Baker III &
Feldman, 1991; Rodopman, 2009), such as work satisfaction, organizational commitment,
turnover intention, social integration, task mastery and role clarity (Chen & Eldridge, 2010).
Research results of Saks, Uggerslev and Fassina (2007) explained that institutionalized
socialization tactics were negatively related to role ambiguity, role conflict, and intention to
quit and positively related to fit perceptions, job satisfaction, organizational commitment, job
performance and a custodial role orientation. This indicates that socialization tactics is
negatively related to a negative individual response and vice versa. Results of this researach
are supported by Ashforth et al. (2007) explaining that institutionalized socialization tactics
have a relationship with proactive behavior for learning new comers. The finding of Gruman,
Saks and Zweig (2006) emphasized that there is an independent relationship between
organizational tactics, self efficacy, proactive behaviors, and socialization outcomes. This
finding is also supported by Jones (1986) and Takeuchi and Takeuchi (2009) which explained
that variable outcomes include job satisfaction and organizational commitment. Moreover, Allen
(2006) found that socialization tactics enable organizations to actively embed new employees;
collective, fixed, and investiture tactics were positively related to on-the-job embeddedness.
Results also indicate that on-the-job embeddedness is negatively related to turnover and
mediates relationships between some socialization tactics and turnover. This will certainly have
an impact on organizational performance.
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H1. In contingency approach, there is more fit relation between CSR strategy (proactivereactive) and socialization tactic (InInRanVarDisIn-ForColSeqFixSerDiv), it will be able to
increase the organizational performance
H1a. In contingency approach, there is more fit relation between proactive CSR strategy
and InInRanVarDisIn socialization tactic, it will be able to increase the organizational
performance.
H1b. In contingency approach, there is more fit relation between reactive CSR strategy and
ForColSeqFixSerDiv socialization tactic, it will be able to increase the organizational
performance.

2.4. Time Orientation and CSR Strategy
Time is an important matter in organizational research (Palmer & Schoorman, 1999;
Sanderson, 2012). Most of the time, time can be managed, kept or thrown away. The
understanding on time orientation and how far an individual respond is an important
consideration to predict work performance in daily work environment (Sanderson, 2012).
Schriber and Gutek (1987), Sanderson (2012) and Love (2009) stated that time orientation is
an important dimension of organizational culture. Several important matters, including time
orientation are; time boundaries between work and nonwork, sequencing of tasks, punctuality,
allocation,

awareness,

synchronization

and

coordination,

variety

versus

routine,

intraorganizational time boundaries, future orientation, schedules and deadlines, work pace,
autonomy of time use, and quality versus speed. This time orientation concept has an
important implication in organizational behavior research (Sanderson, 2012), even though
research on the relationship between time orientation and one’s performance is limited
(Kaufman-Scarborough & Lindquist, 1999).
Love (2009) stated that several researchers nowadays are building time orientation concept
through monochronicity and polychronicity concepts. Such concept has a tacit (implied)
characteristic and is a dimension that may shape human behavior. Goonetilleke and Luximon
(2010) stated that monochronicity and polychronicity is one’s ability to do one thing and many
things at once, respectively and studied all the time. Characteristics from each monochronicity
and polychronicity are grouped by Kaufman-Scarborough (2003) and can be seen in the
following Table 4.
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Monochronicity (M)

Polychronicity (P)

Do one thing at a time

Do many things at once

Concentrate on the job

Are highly distractable and subject to interruptions

Take time commitments (deadlines, schedules) seriously

Consider an objective to be achieved, if possible

Are low-context and need information

Are high-context and already have information

Are committed to the job

Are committed to people and human relationships

Adhere religiously to plans

Change plans often and easily

Are concerned about not disturbing others; follow rules of
privacy and consideration

Are more concerned with those who are closely
related (family, friends, close business associates)
than with Privacy

Show great respect for private property; seldom borrow or
lend

Borrow and lend things often and easily

Emphasize promptness

Base promptness on the relationship

Are accustomed to short-term relationships

Have strong tendency to build lifetime relationships

Table 4. Contrast characteristics between Monochronicity (M) and Polychronicity (P)
(Kaufman-Scarborough, 2003)

Love (2009) stated that monochronicity and polychronicity concept is a part of organizational
culture. Competitive advantage through organizational culture can be built by increasing
swiftness in service and productivity productivity (Whipp, Adam & Sabelis, 2002). Bates
(1992), Muafi (2009) and Gomez (2004) stated that organizational strategy has a tight
relationship

with

organizational

culture.

The

fit

between

organizational

culture

and

organizational strategy will increase organizational performance even more (Kotter & Heskett,
1992; Hickman & Silva, 1984). If there is fit between apollo culture and defender strategy, it
will increase organizational performance, on the other hand, if there is a fit between athena
culture and prospector strategy, it will increase organizational performance (Muafi, 2009;
Zwaan, 2006). Apollo culture has an identical characteristic with socialization tactic of
ForColSeqFixSerDiv. On the other hand, test on two elements from organizational culture
which is polychronicity and speed values can actually influence organizational performance
(Onken, 1999).
Relevancy from this research has made companies leaders to be more responsible in
implementing organizational culture as a company’s resource. Added by Love (2009), several
organizations prefer polychronicity structure to increase their competitive advantage where
there is a need for manager to consider workplace and employees change. Polychronicity will
be significant if it’s connected with personality of extraversion, agreeableness and openness to
experience. The same thing applies with multitasking ability and polychronicity (Sanderson,
2012). Goonetilleke and Luximon (2010) stated that monochronicity individual is focused on
respondents attention in their main tasks and achieving highest performance while
polychronicity individual has a higher total performance in a limited time. This indicated that
time usage of an individual should consider training and controlling to understand the
difference between one another.
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Research results of Love (2009) concluded that when polychronicity of employees is high, his
organizational commitment will also be high, and vice versa. The stress level of employees will
be higher when they are faced with monochronicity challenges. Companies must have a
strategy to improve those kinds of conditions in order to improve job satisfaction,
performance, employee’s wellbeing, and reduce turnover. Zhang (2013) added that by using a
multiple regression polychronicity approach, employees will be positively related to job
satisfaction and work engagement and will be negatively related to turnover intention.
Research findings of Souitaris and Maestro (2010) explained that polychronicity has a positive
effect on company performance in a dynamic unanalyzable environments condition. This effect
is partially mediated by decision speed and comprehensiveness. These findings also proved
that there is a relationship between polychronicity and organizational strategy in improving
organizational performance, which are also supported by McGahan and Mitchell (2003).
H2. In contingency approach, there is more fit relation between CSR strategy (proactivereactive) and time orientation (polychronicity-monochronicity), it will be able to increase the
organizational performance.
H2a. In contingency approach, there is more fit relation between proactive CSR strategy
and polychronicity time orientation, it will be able to increase the organizational
performance.
H2b. In contingency approach, there is more fit relation between reactive CSR strategy and
monochronicity time orientation, it will be able to increase the organizational performance.
H3. In configuration approach, there is more fit between CSR strategy (proactive-reactive)
and

variable

of

socialization

tactic

(InInRanVarDisIn-ForColSeqFixSerDiv)

and

time

orientation (polychronicity-monochronicity), it will be able to increase the organizational
performance.
H3.a. In configuration approach, there is more fit between proactive CSR strategy and
variable of InInRanVarDisIn socialization tactic and polychronicity time orientation, it will be
able to increase the organizational performance.
H3.b. In configuration approach, there is more fit between reactive CSR strategy and
variable of ForColSeqFixSerDiv socialization tactic and monochronicity time orientation, it
will be able to increase the organizational performance.
This literature has been used to develop the conceptual framework for this study as shown in
research model (see Figure 1).
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Figure 1. The Research Model

3. Methodology
This research used survey method. The samples were some CSR managers from state-owned
companies in Indonesia. These managers have several employees to execute budget and CSR
programs to society. Some of them have enough experience and some do not. CSR managers
were given questionnaires from email or directly. The samples were limited to managers who
have enough experience to gain new staff. Questionnaires were given to 250 managers. These
questionnaires were returned and filled completely, amounted to 213 questionnaires. This
means the response rate is 85%. The concept of relationship fit used in this research was
based on configuration and contingency perspective through euclidience distance measurement
(Selto et al., 1995; Delery & Doty, 1996; Muafi, 2009). In the process of analysis, datas were
separated into two groups. First, managers from companies with proactive CSR strategy, and
second is managers from companies with reactive CSR strategy. Highest mean value will be
used to separate these managers. Variable were scaled using differential semantic scales from
1 to 7 except for organizational performance which used Likert scale from 1 to 7. If the mean
of CSR strategy variable from respondents are above 3.5, they will be used into proactive CSR
strategy group. This separation is based from previous researches (Muafi, 2008, 2009;
Robertson & Chetty, 2000). This differential semantic scale is utilized to measure an object or a
concept for respondents and it contains two contrary adjectives (Muafi, 2008, 2009; Hair,
Anderson, Tatham & Black, 1998). Validity and reliability test results show that every item has
a significancy ≤ 0.05 (valid) (Appendix A). However, in reliability examining points out
Cronbach's alpha ≥ 0.6 (reliable) (Appendix B). Statistical technique in this research is Linier
regression with euclidience distance as well as Anova (analysis compare means one way
Anova). Anova is used to understand the difference between two groups. Van de Ven and
Drazin (1985), Selto et al. (1995), Muafi (2008, 2009, 2014), Priyono (2003, 2004), Riyanto
(1999) and Delery and Doty (1996) suggest that the most appropriate in operationalization of
configuration and contingency approaches is alignment system approach by looking for
euclidience distance (ED).
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3.1. Linier Regression with Euclidience Distance
This research used system approach by testing the relationship fit by using deviation from
design ideal type of contingency variable (socialization tactic and time orientation) that
influences organizational performance. The model of linier regression with euclidience distance
was done in two ways:
•

contingency approach by using bivariate fit linier regression

•

configuration approach by using multivariate fit linier regression

The independent variable is the relationship fit between CSR strategy with socialization tactic and
time orientation. The dependent variable is organizational performance. Hypotheses are tested
through simple linier regression coefficient with simple linier regression equation. Negatives and
significant number from regression coefficient will be determined. The bigger the score of
euclidience distance, it means the fit between variables is smaller (the distance between variable
is closer), meaning that it will negatively influence organizational performance. On the other
hand, the smaller the score of euclidience distance, it means the fit between variables is smaller,
meaning that it will positively influence organizational performance (Muafi, 2014).

4. Results
4.1. Regression Analysis for CSR Strategy (Proactive and Reactive)
Regression euclidean distance (ED) analysis was used to test H1, H2 and H3 for CSR strategy
groups (proactive and reactive). The result can be seen in Table 5 and it shows that H1, H2
and H3 are accepted. This is because CSR strategy (proactive and reactive) has resulted to
negative and significant regression coefficient for all equation models.

Regression equation model

Constanta

Coeficient (beta)

t

Sign

H1. Y = a + b1 dist (ST.Str)+e

4.946

-0.467

-7.660

0.000*

H2. Y = a + b1 dist (TO.Str)+e

£4.88

-0.435

-7.010

0.000*

H3. Y = a + b1 dist (ST.TO.Str)+e

5.985

-0.550

-9.535

0.000*

*Significance at the 5% level

Table 5. The result of Hypothesis Testing Proactive and Reactive Strategy (n=213)

Next, before doing regression analysis for proactive CSR strategy group (Code 1) and reactive
CSR strategy group (Code 2), ANOVA test was done with significancy of 0.00. Because there is a
difference for strategy, analysis then continued for each proactive and reactive strategy groups.
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4.2. Proactive CSR Strategy Group (n=110 with Code 1)
Table 6 shows the result from proactive strategy group. In the contingency approach, there is
fit between proactive strategy with InInRanVasDisIn socialization tactic as well as fit between
proactive strategies with polychronicity time orientation. In the configuration approach, there is
fit between proactive strategies with InInRanVasDisIn socialization tactic and polychronicity
time orientation, meaning H1a, H2a, and H3a is accepted. This is because proactive CSR
strategy has resulted to negative and significant regression coefficient for all equation models.

Regression equation model

Constanta

Coeficient (beta)

t

Sign

H1a. Y = a + b1 dist (ST.Str)+e

5.208

-0.481

-5.695

0.000*

H2a. Y = a + b1 dist (TO.Str)+e

5.182

-0.459

-5.364

0.000*

H3a. Y = a + b1 dist (ST.TO.Str)+e

5.718

-0.438

-5.063

0.000*

*Significance at the 5% level

Table 6. The result of Hypothesis Testing Proactive Strategy (n = 110)

4.3. Reactive CSR Strategy Group (n=103 with Code 2)
On Table 7, there is fit between reactive strategies with ForColSeqFixSerDiv socialization tactic.
The same thing also happens between reactive strategies with monochronicity time orientation.
Configuration approach, there is fit between reactive strategies with ForColSeqFixSerDiv
socialization tactic and monochronicity time orientation. This explanation has accepted H1b,
H2b and H3b. This is because reactive CSR strategy has resulted to negative and significant
regression coefficient for all equation models.

Regression equation model

Constanta

Coeficient (beta)

t

Sign

H1.b. Y = a + b1 dist (ST.Str)+e

4.418

-0.530

-6.283

0.000*

H2.b. Y = a + b1 dist (TO.Str)+e

4.299

-0.486

-5.586

0.000*

H3.b. Y = a + b1 dist (ST.TO.Str)+e

5.002

-0.482

-5.522

0.000*

*Significance at the 5% level

Table 7. The result of Hypothesis Testing Reactive Strategy (n = 103)

5. Discussion
To clarify the understanding on the influence of fit degree, there is a finding that overall CSR
stategy has fit between socialization tactic and time orientation on CSR strategy at stateowned enterprises in Indonesia. This means it will increase their organizational performance,
configuration and contingency approach. This finding is in line with Muafi (2009), stating that
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the success of a strategy is about vertical combination (external fit) and horizontal (internal
fit). This condition is a combination from configuration of a system within an organization so it
will complement each other. In configuration perspective, this concept tests both vertical and
horizontal fit just as explained by Dyer and Reeves (1995) and Muafi (2009) that (1) bundles
or configuration from human resource activity is important in increasing productivity of
employees rather than single activity, and (2) able to control employees turnover and increase
product quality so HR bundles need to be integrated with other business function practice (for
example socialization tactic and time orientation) so that organizational performance will be
increased even more. This is in line with Delaney and Husehild (1996), Bjorkman and Xiucheng
(2002) and Muafi (2009). A finding shows that there is fit from two contingency variables
which is socialization tactic and time orientation with CSR strategy that has been implemented.
This will have an effect on organizational performance increase. It has been proven that
business performance of state-owned enterprises in Indonesia is relatively increasing every
year. This proves that this research is in line with Aragón-Correa (1998) concludes that
companies with proactive business strategies should be using corrective approach and
preventive natural environment approach. There is a relationship between business and society
in seeing the importance of developing real eco-sustainability strategy. Olson, Iyer, Fielding
and Zacher (2012) has recommended that managers need the support from all stakeholders in
implementing pro environment attitude and behavior. CSR strategy is important for company
success, which is organizational performance (Heslin & Ochoa, 2008; Arx & Ziegler, 2008). The
implementation of strategy and CSR program is beneficial for building strong relationship with
employees, society government and other stakeholders so it will increase their performance as
well as their competitiveness continuously. CSR strategy should be integrated with company
business strategy. Companies should also be focused on the best CSR communication to their
stakeholders and CSR brand, too (McElhaney, 2009).
The result from analysis data shows that both contingency and configuration approach, both
for proactive and reactive CSR strategy groups have fit of socialization tactic and time
orientation. Contingency and configuration approach, there is fit between proactive CSR
strategy with InInRanVarDisIn socialization tactic and polychronicity time orientation so
organizational performance is expected to increase. On the other hand, contingency and
configuration approach, there is fit between reactive CSR strategy with ForColSeqFixSerDiv and
monochronicity time orientation.
In the contingency and configuration perspective, Edelman, Brush and Manolova (2005) and
Muafi (2009) explained that company strategy needs to be fit with internal capability or
company resources. Socialization program needs to be use to understand external challenge
from the organization and to understand HRM policy in socialization to facilitate the
achievement of company’s strategic goals. Companies need to socialize institution and
proactive behavior because it is connected to the studying process for new CSR agents, so it
will help them in adapting and controlling process. There is an expectation for such agents to
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no

longer

face

hardships

when

implementing

CSR

programs.

Referring

to

the

recommendation by Saeed et al. (2013) that organization should be not only aware and
responsive to new proactive behavior but also consider interaction from institution and
individual socialization tactic. Organization should give insiders training and socialization
agents respond positively for these newcomers. This is important because it’s beneficial in
organizational

performance

achievement

such

as

work

quality,

work

satisfaction,

organizational capability, work adaptability and service quality.
Robbins and Judge (2007) stated that the more different of new employees background with
their new soon-to-be job and the further their new role with their previous role, the more
formal socialization so that implemented CSR strategy should use reactive CSR strategy. There
is a necessity of orientation program and specific training in going through socialization in
groups, by using role model who train and give them spirit for newcomers, applying standard
transitional stages, reducing certain characteristic from hired people and forming new
employees to be ready for their new role. Related to time orientation, monochronicity person
can only concentrate on one type of job, uncomfortable in doing many jobs at once, have a
deadline, religious, focused and get used to short-term relationship.
On the other hand, polychronicity person likes formal socialization more. This means
companies are ready to place new employees to their new job with little attention, doing
socialization process all by themselves, role model are non-existent, transitional schedule is
not given from the start because those who are ready for next stage aren’t promoted for next
stage. The most important matter is quality and newcomers’ qualification as their main
concern to increase organizational performance. Implemented CSR strategy should use
proactive strategy. It needs to be considered that this proactive strategy will fit if it’s applied
on polychronicity employees which is: doing different jobs at once, heed on interruption,
considering their objectives, more commitment on human relationship, care for their friends,
colleagues and family as well as the tendency to have a long-term relationship (Robbins &
Judge, 2012). This is in line with Goonetilleke and Luximon (2010) who concluded that
monochronicity individual in focused on respondents’ attention in their tasks and achieving
highest performance. For polychronicity individual, their total performance is more than one
task under limited time. This indicated that time management of an individual should consider
training and controlling to understand the difference between one another. It should be noted
that several organizations prefer polychronicity to increase their competitive advantage (Love,
2009; Souitaris & Maestro, 2010; Zhang, 2013). Polychronicity will be significant if it’s
connected to personality of extraversion, agreeableness and openness to experience. There is
also a connection between multitasking ability and polychronic (Sanderson, 2012).
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6. Research Contribution
6.1. Theoretical Contribution
The finding of this research is developing theory on the importance of having fit between
contingency variable with CSR strategy in increasing organizational performance (contingency
and configuration approach). This research shows that in order to effectively implementing
organization’s strategies, especially CSR strategy, company needs to gain supports from the
correct socialization tactic and time orientation. This is because if socialization tactic and time
orientation is fit with CSR strategy, it will increase organizational performance even more.
Future research should consider other contingency variable such as environment uncertainty,
social responsible behavior, organizational structure, HR practice, and leadership style (Muafi,
2015a, 2015b). The need for consistency in strategies implementation and internal factors
management in the organization is necessary to achieve a higher organizational performance
(Muafi, 2015b).
Due to the object being limited to internal variables without considering the existence of time
change and environment change, the research model concluded in this research is deemed as
static model. Therefore, it is necessary to consider dynamic model which was introduced by
Zajac, Kraat, and Bresser (2000) and others such as Nissen and Leweling (2008). Such model
had considered two approaches with both static and dynamic characteristics

6.2. Practical Contribution
There is a necessity for consistency within companies in strategy implementation and
contingency factor management to achieve better organizational performance. Fit between
CSR strategy with the elements within organization fit theory. In organization fit theory
framework especial in human resource management, there is a belief for doing ideal type of
configuration and contingency approach for organizational performance. This condition is
expected to be possessed by state-owned enterprises in Indonesia to make them having better
organizational position compared to

their

competitors. It is also

important to give

understanding and training to identify the difference of strategy option because it will influence
the difference of managers’ perception on socialization tactic and time orientation.
Furthermore, management should pay more attention to strategic factors especially on the fit
of strategic relationship with socialization tactic and time orientation in implementing CSR
program to support organizational performance. A company should focus not only on strategic
change but also on socialization tactic and time orientation.
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6.3. Methodological Contribution
In testing the fit of the relationship of contingency variable with organization’s strategies, both
contingency as well as configuration has been done by referring to the method of Van de Ven
and Drazin (1985). Such method had also been done by various others such as Selto et al.
(1995), Delery and Doty (1996) and several from Indonesia (Priyono, 2003, 2004; Riyanto,
1999; Muafi, 2008, 2009, 2014). In testing the fit of a relationship, both contingency and
configuration are superior in terms of research method which used euclidience distance, and
used multivariate fit and bivariat fit linier regression. This research model used system
approach by testing the fit of a relationship, using deviation from design ideal type for
socialization tactic and time orientation or contingency variable that influences organizational
performance, hence it could be acknowledged the value of the influence between ideal
relationship from CSR strategy, socialization tactic and time orientation. Van de Ven and Drazin
(1985) recommended that eucledience distance is the best method to be used in system
approach with big samples.
It is encouraged for future researches to combine both financial and non financial performance, (e)
considering control variable in a research for example company’s age, manager’s age, educational
level and the amount of employees as control variable proves that such control variable has no
influence on performance compared to contingency variable, and (f) considering dynamic model
for future use by considering longitudinal type of research. These limitations can hopefully be used
and managed for future researches to develop a better and perfect research model.
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Appendix A. Correlation between multiple and single measure
Pearson correlation

Sign

Socialization Tactics (6 items)

0.442*
0.445*
0.542*
0.352*
0.343*
0.510*

0.000
0.001
0.000
0.000
0.002
0.000

Time Orientation (10 items)

0.342*
0.414*
0.313*
0.322*
0.443*
0.310*
0.422*
0.343*
0.510*
0.431*

0.000
0.000
0.000
0.002
0.001
0.000
0.003
0.001
0.000
0.000

CSR Strategy (6 items)

0.422*
0.343*
0.320*
0.452*
0.373*
0.590*

0.000
0.001
0.000
0.003
0.001
0.000

Organizational Performance(5 items)

0.411*
0.420*
0.352*
0.473*
0.490*

0.000
0.000
0.003
0.002
0.000
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Appendix B. Scale Reliability
Standardized Alpha
Socialisation Tactis

0.634

Time Orientation

0.664

CSR Strategy

0.720

Organizational Performance

0.810
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