
    JOURNAL OF SECURITY AND SUSTAINABILITY ISSUES 

ISSN 2029-7017/ISSN 2029-7025 (online) 

2020 Volume 9 Number May 

http://doi.org/10.9770/jssi.2020.9.M(6) 

69 

TOWARDS SUSTAINABILITY OF COMPANIES’ DEVELOPMENT VIA ATTRACTING 

MILLENNIAL JOB APPLICANTS: IMPACT OF CORPORATE SOCIAL RESPONSIBILITY AND 

INDIVIDUAL VALUES 

Praptini Yulianti 1*, Refita Syaiskha Prameswari 2 

 1,2Department of Management, Faculty of Economics and Business, Universitas Airlangga, Indonesia 

E-mail: 1 praptini-y@feb.unair.ac.id (Corresponding author)

Received 11 September 2019; accepted 15 March 2020; published 30 May 2020

Abstract. Organizations can be sustainability development so it is becoming some needs to balancing between profitability and moral 

responsibility through Corporate Social  Responsibility. This study objective is to explore external and internal CSR policy in attracting 

millennials employees regarding their values. Data collected with an online questionnaire and technique analyses using PLS. The result of 

this study states that all hypothesis is supported. External CSR is significantly influenced by P-O fit, Internal CSR is significantly 

influenced by P-O fit and P-O fit is significance influenced among Job Pursuit Intention. The implication of this study is organizations 

which have positive Internal CSR policies are more attractive to potential applicants because the organizations are seen to "care for"  its 

employees and external CSR is viewed as a means of enhancing corporate image and organizational attraction for job seekers in 

competitive environments. 

Keywords: internal CSR; external CSR; P-O fit; job pursuit intention 

Reference to this paper should be made as follows: Yulianti, P., Prameswari, R.S. 2020. Towards sustainability of companies’ 

development via attracting millennial job applicants: impact of corporate social responsibility and individual values. Journal of Security 
and Sustainability Issues, 9(M), 69-76. http://doi.org/10.9770/jssi.2020.9.M(6) 

JEL Classifications: M14, Q56 

1. Introduction

In an increasingly competitive global environment, corporations seek to attract the best job candidates [1]. Job 

applicants consider the reputation of organizations when applying for a job and/or accepting job offers. One factor 

that influences an organization' perceived reputation is its commitment to corporate social responsibility (CSR). 

CSR refers to an organization interest in social responsibility, as well as social policies that aid in improving its 

relationship with society. CSR is an integral aspect of the organizational image. CSR policies include those that 

show concern for the environment, promote community relations, improve employee relations and improve 

diversity and benefits (Backhaus et al., 2013). CSR is viewed as a means of enhancing corporate image and 

organizational attraction for job seekers in a competitive environment (Adetunji and Ogbonna, 2013). 

Organizations who have positive CSR policies are more attractive to potential applicants because the organization 

is seen to “care for” its employees (Highhouse et al., 2003). 

CSR refers to organizational actions and policies to achieve financial,  social environmental sustainable 

development. Sustainability in an organization can be achieved if the organization is not only focused on the 

macro level that organization profitability achievement,  but also must have moral responsibility on government, 

society, and employees. Organizations can be sustainability development so it is becoming some needs to 
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balancing between profitability and moral responsibility through Corporate Social  Responsibility.  CSR 

researchers often make the distinction between internal and external CSR (Werther and Chandler, 2005). External 

CSR ( focused on the macro level )  refers to practices focused on stewardship the local community, the natural 

environment, or consumers (Akremi et al., 2018). Internal CSR (focused on the micro level)  refers to practices 

focused on stewardship toward the internal workforce, This has included activities such as employee 

development, continuing education program, work-life balance and safe working condition (Turker, 2019).  

 

Millennials were born in 1980 and 2000 (Kaifi et al., 2019). They are confident and optimistic  (Guha, 2010; 

Kowske et al., 2010). Millennials are preferred on flexibility at works, fully optimistic and values on finishing 

their tasks (Long, 2017). Millennials are very rarely wished to spend their career until retirement times and 

believe that organizations will bring work safety (De Hauw and De Vos, 2010).  Millennials prefer abos who 

cares more than any other quality (Andert et al., 2012).  Ng, Schweitzer and Lyons (2012) concluded that the 

millennials have realistic expectations about career and pay advancement when it comes to the first job after 

graduation. They want into work with good people in a nurturing environment, which allows for balance between 

work and life.  (Ng, Schweitzer and Lyons, 2012). CSR policies do not have an influence on all job seekers. Not 

all millennials job seekers may be attracted by an organization’ s CSR policies. Millennials have some different 

characteristics, values, and demands with the previous generations.   

 

The values of millennials differ from those of older workers. These differences in values may lead to millennials 

job applicants to a different view of CSR. Person-organization fit ( P-O fit) demonstrates that employees are 

attracted and committed to organizations that better fit their values (Cable and Judge, 1996; Kristof-Brown, 

2000). The attraction – selection – attrition (ASA) model supports the idea that job seekers will be more attracted 

to organizations whose values match their own  (Schneider et al., 1995). The Perception of person-organization fit 

is one of the strongest predictors of applicant attraction to an organization (Uggerslev et al., 2012). Applicants 

appear to review the characteristic of an organization in light of their own needs and values to determine fit 

(Chapman et al., 2012). When an organization employs people similar to applicants in terms of values, the 

applicant may take the perceived similarity as a signal that the organization's value is also a similarity to their 

own. This study objective is to explore external and internal CSR policy in attracting millennials employees 

regarding their values.  
  

2. Theory and Hypothesis Development         

    
3.1. The Relationship of External CSR to Person-Organization Fit 

External CSR (focused on the macro level)  refers to practices focused on stewardship the local community, the 

natural environment, or consumers (Akremi et al., 2018). Organizations exhibiting social and environment (SER) 

can positively enhance the local community and shareholder perceptions (McWilliams et al., 2012). Greening and 

Turban (2016) demonstrated that corporate social performance dimensions significantly predicted company 

reputation and employer attractiveness perceptions among management students beyond assets and profitability.  

Research on person-organization fit (P-O fit) demonstrates that employees are attracted and committed to the 

organization that better fit their values Cable and Judge, 1996; Kristof-Brown, 2000). The attraction–selection–

attrition (ASA) model supports the idea that job seekers will be more attracted to organizations whose values 

match their own (Schneider et al., 1995). 

 

 

 

 

 

http://doi.org/10.9770/jssi.2020.9.M(6)


 JOURNAL OF SECURITY AND SUSTAINABILITY ISSUES 

ISSN 2029-7017/ISSN 2029-7025 (online) 

2020 Volume 9 Number May 

http://doi.org/10.9770/jssi.2020.9.M(6) 

 

 

71 

 

H1: External CSR  is  related to Person-Organization Fit 

 

3.2. The Relationship of Internal CSR to Person-Organization Fit 

Internal CSR refers to practices focused on stewardship toward the internal workforce, This has included 

activities such as employee development, continuing education program, work-life balance and safe working 

condition (Turker, 2019; Nasih, 2019; Utama and Mirhard, 2016). Millennials are very rarely wished to spend 

their career until retirement times and believe that organizations will bring work safety (De Hauw and De Vos, 

2010).  Millennials are a very easy deciding to out from organizations because their commitment is more based on 

respect among organizations, not on the length work. Millennials are unique, they have a high expectation of 

career development, and they have higher self-esteem and assertiveness than the previous generation (Deal et al., 

2010). Millennials are more preferable to choose the job which is more meaning and challenging for them (De 

Hauw and De Vos, 2010).  They expect to be in a workplace that is nurturing with regard to their well-being and 

fitness, and they seek to achiee a balance between work and other life events. Millennials rank social awareness 

high on organizational responsibility and prefer work that is socially responsible (De Hauw and De Vos, 2010). 

CSR Internal will attract millennials if there is some congruence between values which is owned by organizations 

and millennials values.  The organization which has respect to the employee make millennials have an interest in 

applying job to the organization. Slaughter and Greguras (2009) state idea that the values of job applicants 

influence their initial attraction to an organization. 

 
H2: Internal CSR is related to Person-Organization Fit 

 

3.3. The Relationship of Person-Organization Fit (P-O Fit) to Job Pursuit Intention 

Slaughter and Greguras (2009) state idea that values of job applicant influence their initial attraction to an 

organization. Cable and Judge (1996) argue that job seekers pursue fit between their work orientation and their 

future work environment.  Research on person-organization fit (P-O fit) demonstrates that employees are attracted 

and committed to organizations that better fit their values. The Attraction – Selection – Attrition (ASA) model 

supports the idea that job seekers will be more attracted to organizations whose values match their own 

(Schneider et al., 1995).  

H3: Person-Organization Fit is related to Job Pursuit Intention 

 

3. Research Methodology 

3.1.  Sample 

 

This study respondent is an undergraduate student at state university in Surabaya, Indonesia who will have 

graduation in September 2018 byusing purposive sampling. The criteria which is used, is the undergraduate 

student has been internship on the multinational company. Their age separated between 21-23 years old and they 

are job-seeker. They are asked to value 3 multinational company which has developed good CSR. The 

questionnaire has been done by an online survey about 250 questionnaire sent and the answered questionnaire is 

213 students. This study uses Partial Least Square (PLS) analyze with SmartPLS 2.0 program to examine 

hypothesis. 
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3.2. Measurement 

 

External CSR is a firm moral responsibility to the  society  Measurement 6 indicators  which is developed by [26], 

Indicator is company  implements special programs to minimize its negative impact on the natural environment, 

supports the non-governmental organizations working in the problematic areas, contributes to the campaigns  that 

promote the well-being of the society,  company targets a sustainable growth which considers to the future 

generation, the company implements special programs to minimize its negative impact on the natural 

environment. 

 

Internal CSR is a firm moral responsibility to the employees.  Measurement 6 indicators which are developed by 

[26]. Indicators are company policies encourage the employees to develop their skills and career, supports 

employees who want to acquire additional education, company implements flexible policies to provide a good 

work and life balance for its employees, Company encourages its employees to participate in the voluntary 

activities, the management of the company primarily concerns with employees needs and wants, the management 

decisions related to the employee are usually fair. 

 

Person-Organization Fit ( P-O fit) is a congruence value, objective, and characteristic with jobs and congruence 

to employee’s needs with organization systems. Measurement has 4 indicators which are developed by Kristof-

Brown (2000) such as congruence between individual value and organizational value, congruence objectives 

between individual and coworkers, congruence preference or individual needs with structure and organization 

systems, congruence between individual self-characteristic and organizations. 

 

Intention to Apply is a job applicants motives to apply their jobs to the organization and actively involved in the 

recruitment process on the organization which has positive values to them.  Measurement has 5 indicators which 

is developed by Highhouse et al., (2003) such as will receive jobs offering by organizations, will make the 

organizations becoming their first choices, will come when they get interview invitation from the organization, 

will have much effort to get the jobs in the organization, and they will recommend the organizations to others. 

 

4. Results 

The first sections are Outer Model test to test validity and reliability construct of this study. indicators will be 

valid if it has loading factor values > 0,5. Variable will be reliability if it has   Composite reliability> 0.7. The 

validity test result (see, Table 1),  that all indicators has outer loading value > 0,05. The  reliability test result (see, 

Table 2), that all variables has reliabilty value > 0,7. Table 3 explains hypothesis test. 
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Table 1.  Outer Loading Values 

Variable  Outer Loading Value Result  

External CSR    

X1.1 0.712774 Valid 

X1.2 0.779107 Valid 

X1.3 0.709293 Valid 

X1.4 0.733149 Valid 

X1.5 0.654616 Valid 

X1.6 0.643806 Valid 

Internal CSR    

X2.1 0.689389 Valid 

X2.2 0.765023 Valid 

X2.3 0.635360 Valid 

Variable  Outer Loading Value Result  

X2.4 0.691065 Valid 

X2.5 0.613086 Valid 

X2.6 0.541110 Valid 

P-O Fit    

Z1 0.719107 Valid 

Z2 0.641280 Valid 

Z3 0.713407 Valid 

Z4 0.750293 Valid 

Job Pursuit Intention   

Y1 0.688979 Valid 

Y2 0.677341 Valid 

Y3 0.605361 Valid 

Y4 0.716703 Valid 

Y5 0.704207 Valid 

Table 2. Composite Reliability 

Variable Composite Reliability 

External CSR 0,867 

Internal CSR 0,845 

P-O Fit 0,864 

Job Pursuit Intention 0,862 

Table 3. Hypothesis Test 

 

 

Path Coefficient Error standard t-statistic Result 

External CSR → P-O fit 0,326 0,074 4,396 Supported 

Internal CSR → P-O fit 0,399 0,075 5,340 Supported 

P-O fit → Job Pursuit Intention 0,422 0,082 5,176 Supported 
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5. Conclusions 

 

The result of this study states that all hypothesis is supported. External CSR is significantly influenced by P-O fit, 

Internal CSR is significantly influenced by P-O fit and P-O fit is significance influenced among Job Pursuit 

Intention. This is indicated with T Value > 1, 96. Even External CSR or Internal CSR is significantly influenced 

by P-O fit but also Internal CSR will have more contribute than External CSR. Organizational policy on the 

opportunity employee development, opportunity to have continuous study, flexible work practices, family 

support work practices, and work-life balance makes attracting millennials to apply for a job on those 

organizations. The organizational policy for human resourcesappears to be of significant value to Millennials and 

may attract Millennial applicants to an organization that advertises such policies.  Ng, Schweitzer and Lyons 

(2012) concluded that the Millenials have realistic expectations about career and pay advancement when it comes 

to the first job after graduation. Organizations who have positive Internal CSR policies are more attractive to 

potential applicants because the organizations are seen to "  care for"  its employee  (Highhouse et al., 2003). 

External  CSR refers to an organization's interest in social responsibility, as well as social policies that aid in 

improving its relationship with society. External  CSR is an integral aspect of an organizational image. External 

CSR is viewed as a means of enhancing corporate image and organizational attraction for job seekers in 

competitive environments (Adetunji and Ogbonna, 2013). This study proves to attracting millennials job-seekers 

so the organizations expected to understand their values such as career development, challenges, meaning of 

work, and work life balance.  Our study did have some limitations. First, all data were cross-sectional or one –

shoot data collection,  for the next study, could be performed using different timescales to investigate the causal 

relationship between variables in order to obtain better results when testing the causal relationship between the 

variables. Second,  this study focuses on millennials employee, However, our results need to be reproduced in 

other generation for validation.                       
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