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Abstract  Social Responsibility of Organizational Management is the responsibility of every manager. Because, Organ-
izational Social Responsibility (OSR) functions as a built-in, self-regulating mechanism whereby business monitors and 
ensures its active compliance with the spirit of the law, ethical standards, and international norms. An approach for OSR that 
is becoming more widely accepted is a community-based development approach. In Organizational Social Responsibility 
Approach (OSRA), corporations work with local communities to better themselves. In addition, Managerial Social Respon-
sibility (MSR) is the responsibility of every manager for his/her actions. It is morally binding on everyone to act in such a way 
that the people immediately around them are not adversely affected.For this reason, Organizational Social Responsibility 
Policy (OSRP) functions as a built-in, self-regulating mechanism. 
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1. Introduction 
Organizational Social Responsibility Policy (OSRP) 

functions as a built-in, self-regulating mechanism whereby 
business monitors and ensures its active compliance with 
the spirit of the law, ethical standards, and international 
norms. The goal of OSRP is to embrace responsibility for 
the company's actions and encourage a positive impact 
through its activities on the environment, consumers, em-
ployees, communities, stakeholders and all other members 
of the public sphere.  

The goal of OSRP is to embrace responsibility for the 
company's actions and encourage a positive impact through 
its activities on the environment, consumers, employees, 
communities, stakeholders and all other members of the 
public sphere.  

Furthermore, OSRP focused businesses would proac-
tively promote the public interest by encouraging commu-
nity growth and development, and voluntarily eliminating 
practices that harm the public sphere, regardless of legality. 
OSR is the deliberate inclusion of public interest into cor-
porate decision-making that is the core business of the 
company or firm, and the honoring of a triple bottom line: 
people, planet, profit. 

2. Managerial Social Responsibility 
Mintzberg followed five top managers (Feghhi Farah-

mand, 2005, 273) for one week each and even though they  
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supposedly deal with big questions, he reports that half of the 
activities they engaged in lasted less than nine minutes 
(Feghhi Farahmand, 2004, 417). 

It is instructive to reproduce some examples of decisions 
made by the top managers (Mintzberg, 1973, 242): 

1) Is organization worth spending resources looking into 
new equipment?  

2) Does organization allow a specific exception from an 
operating procedure?  

3) What is organization position on a fee for rework done 
by a supplier?  

4) How does organization react to a solicitation from our 
trade association?  

5) Should organization adopt a new operating procedure?  
6) Will organization grant a client's wish for a change in 

work done?  
7) Should organization contribute to a charitable organi-

zation?  
Individually, each of these decisions took very little time, 

but there were a lot of them and they all had to make. For 
example, in and outgoing mail provides another angle on the 
constant demands for managerial social responsibility atten-
tion, on the average, the men were asked to process few 
pieces of mail per day, but they themselves initiated only one 
piece per day. 

The bulk of managerial social responsibility consists in 
reacting to external and organizational events, rather than 
planning grand strategies and consistent with this, most of 
the social responsibilities initiated by others. They often 
arrived at unpredictable times. One of the jobs of the top 
managers is simply to be around such that the organization 
can react to unanticipated developments as they take place. 

In organizations, the top managers do not even make all 
the decisions and many decision rights delegated to lower 
level employees, and the top managers do not participate at 
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all presumably because it is too costly to involve him (Feghhi 
Farahmand, 2004, 311).  

3. Social Responsibility Strategy 
Social Responsibility analysis is a planning exercise in 

which managers identify organizational strengths (S) and 
weaknesses (W), and environmental opportunities (O) and 
Threats (T). Social Responsibility by SWOT analysis should 
not only result in the identification of a corporation’s dis-
tinctive competencies, but also in the identification of op-
portunities that the firm is not currently able to take advan-
tage of; due to lack of appropriate resources.  

By having each or all of the four strategic factors namely 
SWOT, handy for any strategic decision making or a suc-
cessful activity somehow, still there is a need for a final 
efficient factor, which could make any of the four known 
elements effective. 

These processes require a deep right, authority and 
analysis about the helping factors outside the known four 
elements. In this argument, organization introduces social 
responsibility rights as supportive elements. 

As a critique on social responsibility strategy and the 
factors which shape it, this research is going to describe the 
need and necessity of supportive elements from which every 
strategy more, or less may in one or the other way take ad-
vantage (Feghhi Farahmand, Nasser, 2003, 409). 

4. Organizational Social Responsibility 
Approach 

An approach for OSR that is becoming more widely ac-
cepted is a community-based development approach. In 
Organizational Social Responsibility Approach (OSRA), 
corporations work with local communities to better them-
selves. A more common approach of OSR is philanthropy as 
follows: 

a) Monetary donations, aid given to organizations and 
impoverished communities in developing. Some organiza-
tions do not like this approach as it does not help build on the 
skills of the local people, whereas community-based devel-
opment generally leads to more sustainable development. 

b) Incorporate the OSR strategy directly into the business 
strategy of an organization.  

c) Increase of interest for corporate responsibility. This 
called creating shared value. 

An organization needs a healthy, educated workforce, 
sustainable resources and adept government to compete 
effectively. For society to thrive, profitable and competitive 
businesses must develop and supported to create income, 
wealth, tax revenues, and opportunities for philanthropy.  

Many approaches to OSR pit organization against society, 
emphasizing the costs and limitations of compliance with 
externally imposed social and environmental standards. The 
creating shared value acknowledges trade-offs between 

short-term profitability and social or environmental goals, 
but focuses more on the opportunities for competitive ad-
vantage from building a social value proposition into cor-
porate strategy. 

Many organizations use the strategy of benchmarking to 
compete within their respective industries in OSR policy, 
implementation, and effectiveness. Benchmarking involves 
reviewing competitor OSR initiatives, as well as measuring 
and evaluating the impact that those policies have on society 
and the environment, and how customers perceive com-
petitor OSR strategy. After a comprehensive study of com-
petitor strategy and an internal policy review performed, a 
comparison can drawn and a strategy developed for compe-
tition with OSR initiatives. 

5. Managerial Social Responsibility 
Managerial Social Responsibility (MSR) is the responsi-

bility of every manager for his/her actions. It is morally 
binding on everyone to act in such a way that the people 
immediately around them are not adversely affected. MSR is 
a commitment everyone has towards the society – contrib-
uting towards social, cultural and ecological causes. 

MSR based on an individual’s ethics. Instead of giving 
importance only to those areas where one has material in-
terests, the individual supports issues for philanthropic rea-
sons. MSR viewed as a tool for OSR.  

MSR forms the base for OSR or Organizational Social 
Responsibility because if everyone in a business organiza-
tion does his/her bit the bigger things automatically fall into 
place. The trends however show that big charitable organi-
zations recorded high growth due to the social responsibility 
efforts of individuals and not corporate or the government. 
MSR may be slightly impractical, especially in the modern 
competitive world, where everyone works for self-interest, 
but it will succeed if we take decisions based on what will 
benefit a large number of people and respect everyone’s 
fundamental rights. 

6. Corporate Social Responsibility 
For a business to take Corporate Social Responsibility 

(CSR) for its actions, that business must be fully accountable. 
Social accounting, a concept describing the communication 
of social and environmental effects of a company's economic 
actions to particular interest groups within society and to 
society, is thus an important element of CSR. Social ac-
counting emphasizes the notion of corporate accountability.  

Social accounting in this sense as an approach to reporting 
a firm’s activities which stresses the need for the identifica-
tion of socially relevant behavior, the determination of those 
to whom the company is accountable for its social per-
formance and the development of appropriate measures and 
reporting techniques.  

A number of reporting guidelines or standards developed 
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to serve as frameworks for social accounting, auditing and 
reporting. 

Many companies now produce externally audited annual 
reports that cover sustainable development and CSR issues, 
but the reports vary widely in format, style, and evaluation 
methodology even within the same industry.  

An integrated report is includes environmental, social, 
economic performance alongside financial performance 
information and expected to provide users with a more ho-
listic overview of a company as Figure 1.  

7. Organizational Social Responsibility 
Benefits 

Organizational Social Responsibility Benefits (OSRB) is 
the responsibility of every manager is as follows  
(http://en.wikipedia.org/wiki/Corporate_social_responsibilit
y): 

7.1. Potential Business 

The scale and nature of the benefits of OSR for an or-
ganization can vary depending on the nature of the enterprise, 
and are difficult to quantify, though there is a large body of 
literature exhorting business to adopt measures beyond fi-
nancial ones. However, businesses may not be looking at 
short-run financial returns when developing their OSR 
strategy.  

The definition of OSR used within an organization can 
vary from the strict stakeholder impacts definition used by 

many OSR advocates and will often include charitable ef-
forts and volunteering. OSR may base within: 

a) The human resources,  
b) The business development, 
c) The public relations departments of an organization, 
d) The given a separate unit reporting to the CEO or in 

some cases directly to the board. Some companies may im-
plement OSR-type values without a clearly defined team or 
program.  

7.2. Human Resources 

A OSR program can be an aid to recruitment and retention, 
particularly within the competitive graduate student market. 
Potential recruits often ask about a firm's OSR policy during 
an interview, and having a comprehensive policy can give an 
advantage.  

A growing consensus in the field of international training 
is that appropriate pedagogy of any program must begin with 
a thorough and suitable assessment of managers' strengths 
and weaknesses. Methods for individual assessment range 
from paper and pencil inventories, to elaborate role playing 
exercises, to behavioural assessment centres.  

Organizations can improve the quality of managers by 
providing comprehensive training and development activi-
ties after assessment and selection. Considerable evidence 
suggests that investments in training produce beneficial 
individual and organizational outcomes.  

International competence training and a sensible repatria-
tion plan help buffer the stressors encountered abroad.  

 
Figure 1.  Corporate Social Responsibility 

http://en.wikipedia.org/wiki/Corporate_social_responsibility 

http://en.wikipedia.org/wiki/File:CSR_framework_-_value1.jpg
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The willingness and courage to undergo the profound 
personal transformation associated with an international 
assignment are essential for a healthy expatriate adjustment, 
even after the expatriate's return. International training can 
partly remedy cross-cultural insensitivity, but international 
competence involves more than a series of country statistics 
and cultural gimmicks learned in a short, pre-departure 
training session. Making executives aware that they will face 
different business and social customs is not sufficient, be-
cause awareness does not necessarily bring competence in 
the host culture.  

Many organizations are becoming aware of the need to 
provide continued hands-on training rather than just 
pre-departure awareness training. In contrast to 
pre-departure training, post-arrival training gives global 
managers a chance to evaluate their stressors after they have 
encountered them. Documentary and interpersonal training 
methods have additive benefits in preparing managers for 
intercultural work assignments.  

OSR can also help improve the perception of a company 
among its staff, particularly when staff can become involved 
through payroll giving, fundraising activities or community 
volunteering. OSR found to encourage customer orientation 
among frontline employees. 

7.3. Risk Management 

Managing risk is a central part of many corporate strate-
gies. Reputations that take decades to build up can ruin in 
hours through incidents such as corruption scandals or en-
vironmental accidents. These can also draw unwanted at-
tention from regulators, courts, governments and media. 
Building a genuine culture of 'doing the right thing' within a 
corporation can offset these risks. 

7.4. Brand Differentiation 

In crowded marketplaces, companies strive for a unique 
selling proposition that can separate them from the compe-
tition in the minds of consumers. OSR can play a role in 
building customer loyalty based on distinctive ethical values. 
Several major brands built on ethical values. Business ser-
vice organizations can benefit too from building a reputation 
for integrity and best practice. 

7.5. License to Operate 

Corporations are keen to avoid interference in their busi-
ness through taxation or regulations. By taking substantive 
voluntary steps, they can persuade governments and the 
wider public that they are taking issues such as health and 
safety, diversity, or the environment seriously as good cor-
porate citizens with respect to labor standards and impacts on 
the environment.  

7.6. Criticisms and Concerns 

Critics of OSR as well as proponents debate a number of 
concerns related to it. These include OSR relationship to the 
fundamental purpose and nature of business and question-

able motives for engaging in OSR, including concerns about 
insincerity and hypocrisy. 

7.7. Nature of Business 

An organization purpose is to maximize returns to its 
shareholders, and that since only people can have social 
responsibilities, corporations are only responsible to their 
shareholders and not to society as a whole. Although they 
accept that corporations should obey the laws of the coun-
tries within which they work, they assert that corporations 
have no other obligation to society. Some people perceive 
OSR as in congruent with the very nature and purpose of 
business, and indeed a hindrance to free trade. A wide variety 
of individuals and organizations operate in between these 
poles. For example, the leadership alliance asserts that the 
business of leadership be it corporate or otherwise is to 
change the world for the better. 

Many religious and cultural traditions hold that the 
economy exists to serve human beings, so all economic 
entities have an obligation to society. 

Moreover, many OSR proponents point out that OSR can 
significantly improve long-term corporate profitability be-
cause it reduces risks and inefficiencies while offering a 
host of potential benefits such as enhanced brand reputation 
and employee engagement.   

7.8. Motives 

Some critics believe that companies undertake OSR pro-
grams. Some corporations start OSR programs for the 
commercial benefit they enjoy through raising their reputa-
tion with the public or with government. Corporations, 
which exist solely to maximize profits, are unable to advance 
the interests of society as a whole. 

Modern organizations can adopt various Human Re-
courses Management (HRM) practices to enhance employee 
satisfaction. The form and structure of an organization's 
human resources system can affect employee motivation 
levels in several ways.  

Continuous training, employment security, performance 
appraisal and alternative compensation systems can motivate 
skilled employees to engage in effective discretionary deci-
sion making and behaviour in response to a variety of envi-
ronmental contingencies. Recognizing the importance of 
HRM in achieving flexibility in an international context 
expands the types of research questions related to the role of 
HRM functions in organizational performance, such as se-
lection of human resources, training, compensation and 
performance appraisal.  

Organizations today are making abundant changes inter-
nally to cope with a highly turbulent external environment. 
With frequent reorganizing, downsizing, rightsizing, flat-
tening the pyramid, teaming and outsourcing taking place, 
selection of human resources is also shaped by the fact that 
many people are experiencing major difficulties in their 
attempts to adapt to the uncertainties of career life.  

Modern organizations try to adopt a pluralistic approach to 
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career management that embraces different definitions of 
career success. Recognizing the diverse needs of employees 
enables the organization to reward and maintain diverse 
competencies in their workforces. Selecting the right person 
for the right place becomes a more sophisticated process 
since internal changes in organizations have a straight impact 
on traditional methods for selection of human resources.  

Although many studies have reported a positive associa-
tion between various human resources practices and objec-
tive and perceptual measures of selecting human resources 
for modern organizations, some authors have expressed 
concern that results may be biased because of methodo-
logical problems. Traditional methods for selection are 
mostly based on statistical techniques involving the analysis 
of test scores as well as empirical approaches based upon the 
intuition and experience of experts and their understanding 
of the job specifications and the capabilities of the candi-
dates.  

Modern approaches recognize that selection of human 
resources is a complex process that involves a significant 
amount of vagueness and subjectivity. Situational and indi-
vidual-difference variables influence which category will 
dominate the decision maker's impression of the job candi-
date and exert the greatest influence on the hiring decision.  

Innovative selection systems that seek to identify indi-
viduals with the ability to learn and adapt to new situations 
and markets can provide a firm with competitive advantage. 
International organizations can adopt various practices to 
enhance employee skills.  

First, efforts can focus on improving the quality of the 
individuals hired, or on raising the skills and abilities of 
current employees, or on both. Employees can be hired via 
sophisticated selection procedures designed to screen out all 
but the very best potential employees. Indeed, research in-
dicates that selectivity in staffing is positively related to firm 
performance. 

Second, organizations can improve the quality of current 
employees by providing comprehensive training and de-
velopment activities after selection.  

What is important is the need to continuously review and 
update plans for career development and to acknowledge that 
individuals have varied and different perceptions. The more 
we understand people and their total environment, the more 
their needs are likely to be met.  

The traditional psychological contract in which an em-
ployee entered a firm, worked hard, performed well, was 
loyal and committed, and thus received ever-greater rewards 
has started being replaced by a new contract based on con-
tinuous learning and identity change.  

Employees are one of the most valuable resources and 
companies have to remain competitive. Modern organiza-
tions might achieve this by using organic human resources 
systems that promote the development of a human capital 
pool possessing a broad range of skills and that are able to 
engage in a wide variety of behaviour.  

Training: In today's competitive global business envi-
ronment, HRM functions are of significant importance for 

developing global managers. International training may be 
defined as any procedure intended to increase an individual's 
ability to cope and work in a foreign environment.  

The importance of training in preparing an individual for 
an intercultural work assignment has become increasingly 
apparent. Managers are spending shorter periods in any 
single country and they often are moved from one location to 
another. Because their managers must often operate across 
borders in teams of internationally diverse units, many or-
ganizations express the need for managers who quickly 
adjust to multiple cultures and work well in multinational 
teams. This makes the challenge of international training 
increasingly difficult because conventional methods that rely 
on country specific knowledge often prove inadequate.  

Critics concerned with corporate hypocrisy and insincer-
ity generally suggest that better governmental and interna-
tional regulation and enforcement, rather than voluntary 
measures, are necessary to ensure that companies behave in 
a socially responsible manner. A major area of necessary 
international regulation is the reduction of the capacity of 
corporations. 

7.9. Ethical Consumerism 

The rise in popularity of ethical consumerism over the last 
two decades can linked to the rise of OSR. As global popu-
lation increases, so does the pressure on limited natural re-
sources required to meet rising consumer demand. 

Industrialization, in many developing countries, is 
booming because of both technology and globalization. 
Consumers are becoming more aware of the environmental 
and social implications of their day-to-day consumer deci-
sions. Therefore, beginning to make purchasing decisions 
related to their environmental and ethical concerns. 

7.10. Globalization and Market Forces 

As corporations pursue growth through globalization, they 
have encountered new challenges that impose limits to their 
growth and potential profits. Government regulations, tariffs, 
environmental restrictions and varying standards of what 
constitutes labor exploitation are problems that can cost 
organizations millions of dollars. Some view ethical issues 
as simply a costly hindrance, while some companies use 
OSR methodologies as a strategic tactic to gain public sup-
port for their presence in global markets, helping them sus-
tain a competitive advantage by using their social contribu-
tions to provide a subconscious level of advertising. 

Global competition places a particular pressure on multi-
national corporations to examine not only their own labor 
practices, but also those of their entire supply chain, from a 
OSR perspective. 

7.11. Social awareness and Education 

The role among corporate stakeholders is to work collec-
tively to pressure corporations that are changing. Share-
holders and investors themselves, through socially respon-
sible investing are exerting pressure on corporations to be-
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have responsibly. Non-governmental organizations are also 
taking an increasing role, leveraging the power of the media 
and the Internet to increase their scrutiny and collective 
activism around corporate behavior. Through education and 
dialogue, the development of community awareness in 
holding businesses responsible for their actions is growing. 
In recent years, the traditional conception of OSR challenged 
by the more community-conscious Creating Shared Value 
concept (CSV), and several companies are refining their 
collaboration with stakeholders accordingly. 

7.12. Ethics Training 

The rise of ethics training inside corporations, some of it 
required by government regulation, is another driver credited 
with changing the behavior and culture of corporations.  

In training literature, two major forms of training em-
ployees in an organization have manifested. These are on the 
Job and off the Job training. Both forms have generated a lot 
of controversy on which should take precedence over the 
other. This in essence, means that there is yet to be a con-
sensus among scholars on the various ways to meet the needs 
of the organization. Most experts however, agreed that the 
terms themselves suggest what they mean. 

This is the method used to acquire specific skill while the 
individual is on the job. On the job training is required to 
improve the staff that had inadequate academic qualification 
for his job performance when he was employed specifically 
in a situation of acute manpower shortage.  

This is also regarded as training within industry or training 
within organizational policy. 

The definition also suggests that on -the- job method is a 
specific form of job instruction. It imparts only those skill 
needed by the worker to perform a particular job compe-
tently. This is why it is mostly done in plant.  

However, it can be done outside the plant too. This spe-
cific form of training can both be formal and informal. 
Formal in the sense that, what is to be instructed is organized, 
manned or structured sequentially. 

It was also discovered that failure to train employee leads 
to performance failure which invariably lead to the dent of 
the organizational reputation. Organisations should engage 
in identifying training needs as appropriate and also educate 
those trainers before conducting training programmes. 

It was also discovered that mentoring and coaching of 
employee as a training techniques helps to increase acquisi-
tion and retainment of skill by employee as compare to other 
methods. 

From the data analysed is clear that the training Pro-
grammes is well structured and planned as it leads to acqui-
sition of new skill, knowledge and ability required for the 
actual performance on the job. It was also discovered that all 
employee of the organisation usually undergo training as 
soon as they become a full employee of the organisation. 

From the data analysed, it was clear that growth and de-
velopment of an organisation depends on the training that is 
giving to its employee likewise the reduction of the nature of 

hazards on the job. 
It can therefore be said that for efficient performance of 

staff, different organizations should embark on training 
programmes and intensify their effort in training their 
workers while in service.  

Increase in job performance will bring about increase in 
the rate of productivity, achievement of organizational goals 
and sound economy. 

The aim of such training is to help employees make ethical 
decisions when the answers are unclear. Humans built with 
the capacity to cheat and manipulate, a view taken from, 
hence the need for learning normative values and rules in 
human behavior. 

Increasingly, companies are becoming interested in 
processes that can add visibility to their OSR policies and 
activities. One method that is gaining increasing popularity 
is the use of well-grounded training programs, where OSR 
is a major issue, and business simulations can play a part in 
this.  

7.13. Laws and Regulation 

Another driver of OSR is the role of independent media-
tors, particularly the government, in ensuring that corpora-
tions prevented from harming the broader social well, in-
cluding people and the environment. OSR critics argue that 
governments should set the agenda for social responsibility 
by the way of laws and regulation that will allow a business 
to conduct them responsibly. 

The issues surrounding government regulation pose sev-
eral problems. Regulation in itself is unable to cover every 
aspect in detail of a corporation's operations. This leads to 
burdensome legal processes bogged down in interpretations 
of the law and debatable grey areas.  

7.14. Crises and Their Consequences 

Often it takes a crisis to precipitate attention to OSR. 
Businesses nowadays are operating in a turbulent environ-
ment where organizations are searching for measures that 
will allow them to improve their performance and competi-
tiveness.  

Crises are generally regarded as disagreement regarding 
interests or ideas. In addition organizational crises is re-
garded as the discord that occurs when the goals, interests or 
values of different individuals or groups are incompatible 
with those of individuals or groups block or frustrate each 
others in an attempt to achieve their objectives. Crises are 
inevitable part of organizational life since the goals of dif-
ferent stakeholders such as managers and staff are often 
incompatible.  

In addition, crises are an ever-present process in human 
relations. That is why various organizations have changed 
their approaches to enable them to manage their organiza-
tions effectively to avoid crises at all costs. Crises are a fact 
of life in any organizations as longer as people compete for 
jobs, resources, power, recognition and security. In addition, 
dealing with crises is a great challenge to management. 
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Crises commonly arise when employees interact in or-
ganizations and compete for scarce resources. Employees in 
various organizations are organized into manageable groups 
in order to achieve common goal, therefore, the probability 
of crises to arise is very high.  

Nowadays, most serious crises make headlines in the 
newspapers, which might affect the public image of the 
company. Crises have both negative and positive outcomes 
to the individual employees and the organization at large. 
There is no one source of crisess which occurs in organiza-
tions at all levels of management. 

In social life, crises do occur but they are managed by 
family members, friends and relatives. The same case applies 
to organizations, when crises arise; it needs to be resolved by 
management for the sake of the organizational growth, sur-
vival and enhance performance. However, crises are rarely 
resolved easily, to a certain extend most crises are managed, 
as individuals work out differences. 

Crises can occur within groups (intra-group crises) or 
among groups (inter-group crises). Therefore, the main aim 
of this study is to examine the sources of organizational 
crises and its effects on organizational performance.  

It specifically tries to examine in detail, the causes, types, 
effects and recommend various strategies on how to resolve 
organizational crises to enhance organizational performance. 

In any organization, there are many causes of crises; 
however crises within an individual usually arise when a 
person is uncertain about what task is expected to do, if not 
clearly defined by the supervisor or the person in charge. 
Furthermore, if the tasks of individuals working as a group 
are not clearly defined by the management they will lead to 
more crises. Crises between individuals may result from 
role-related pressures. Crises would arise between individu-
als and groups if the goals are not specified for individuals 
within a group. 

Additionally, the following are other sources of crises 
within an organization namely: sharing of resources espe-
cially manpower, money materials, equipment and space 
required among departments. Resources are very scarce, 
people will always have to compete for them and the end 
result will lead to crises. Interdependent may also lead to 
crises, this usually occurs when two or more units depend 
upon one another to complete work of a product especially 
when a product passes through stages, one unit would com-
plete work in good time, but other unit might delay the out-
come of the whole product. The management might blame 
all units involved at each process which might lead to a crises. 
Incompatible personalities, which are psychological, might 
affect the employees not to get along with each other and this 
difficulty might lead to crises, which result from formal 
interactions with other employees. 

Three basic types of crises are: task crises, interpersonal 
crises and procedural crises. Group members may disagree 
about facts or opinions from authorities.  

The interpretation of evidence may be questioned. Dis-
agreement about the substance of the discussion is called 

task crises. Task crises can be productive by improving the 
quality of decisions and critical thinking processes. 

Another potential area for crises is the interpersonal rela-
tionships within the organization. The term interpersonal 
crises is used to indicate the disagreement that most people 
call a personality clash. This clash may take place in the form 
of antagonistic remarks that relate to the personal charac-
teristics of a group member or disregard any organizational 
goals to antagonize a particular group member. Crises of this 
type are expressed through more subtle nonverbal behaviors. 
There may be icy stares or, at the other extreme, an avoid-
ance of eye contact. Interpersonal crises may be inevitable 
and must be managed for optimal group co-existence.  

Procedural crises exist when group members disagree 
about the procedures to be followed in accomplishing the 
group goal. New procedures may be formulated and a new 
agenda suggested. Even the group goal may be modified. 
Procedural crises, like task crises, may be productive 

7.15. Stakeholder Priorities 

Increasingly, corporations are motivated to become more 
socially responsible because their most important stake-
holders expect them to understand and address the social and 
community issues that are relevant to them. 

Understanding what causes are important to employees is 
usually the first priority because of the many interrelated 
business benefits that can be derived from increased em-
ployee engagement i.e. more loyalty, improved recruitment, 
increased retention, higher productivity, and so on. 

Key external stakeholders include customers, consumers, 
and investor's particularly institutional investors, communi-
ties in the areas where the corporation operates its facilities, 
regulators, academics, and the media. 

The stakeholder perspective of OSR as the inclusion of 
all groups or constituents rather than just shareholders in 
managerial decision-making is related to the organization’s 
portfolio of socially responsible activities. This normative 
model implies that the OSR collaborations positively ac-
cepted when they are in the interests of stakeholders and 
may have no effect or be detrimental to the organization if 
they not directly related to stakeholder interests. The stake-
holder perspective suffers from a wheel and spoke network 
metaphor that does not acknowledge the complexity of 
network interactions that can occur in cross sector partner-
ships. It also relegates communication to a maintenance 
function, similar to the exchange perspective. 

7.16. Disability and OSR 

In recent years, OSR is increasingly becoming a part of a 
large number of companies. It is becoming an important 
activity for businesses throughout the globe. OSR means that 
a company's business model should be socially responsible 
and environmentally sustainable. By socially responsible it 
means that the company's activities should benefit the soci-
ety and by environmentally sustainable it means that the 
activities of the company should not harm the environment. 
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8. Result 
For the inclusion of disability aspect within OSR, firstly 

the whole system has to make less exclusive and hence more 
inclusive. Each individual is an important part of the world 
and must be acknowledged and accepted as such. 

People with disabilities should not only allow being a part 
of the company as employees but also as clients/users, pro-
viders, stakeholders and investors. 

There is a form of symbiotic relationship between 
Managerial Social Responsibility and Organizational Social 
Responsibility, Corporate Social Responsibility. 

Social Responsibility practices, to successfully applied, 
need effective manager activity of the sort recognized and 
reciprocated by employees. Managers to be effective in 
workers management need Social Responsibility policies to 
work with and apply.  

Employees respond to both the Managerial Social Re-
sponsibility practices and their manager leadership behavior. 

The Organizational Social Responsibility judgment of 
Managerial Social Responsibility, directly related where 
positive to: 

a) Higher levels of affective commitment; 
b) Better aspects of job experience, managers are impor-

tant in helping to create; 
c) Transmit, impressions of the organization as a whole 

commitment and in making jobs satisfying by influencing 
how demanding the job is, how much autonomy the em-
ployee has in the job and the sense of achievement that 
comes from doing the job.  

The manager influence it was clear that Organizational 
Social Responsibility practices, taken together, have similar 
effects if employees rate them highly.  

In practice, there was an interactive and dynamic rela-
tionship between the Managerial Social Responsibility and 
the impact of Managerial Social Responsibility practices. 

All research has its limitations and this study is no dif-
ferent. Although a significant proportion of Managerial 
Social Responsibility in each unit covered, the small number 
of respondents in each case limits analysis at the organiza-
tion level.  

However, the total number of achieved interviews is suf-
ficient to draw some general conclusions with respect to 
these types of organizations with extensive Managerial So-
cial Responsibility policies.  

Most studies in the performance paradigm use the number 
of Managerial Social Responsibility practices in use as the 
input measure. 

The action of organizations in trying to improve the 
Managerial Social Responsibility management behavior of 
their managers through behavioral selection, training, ap-
praisal, career management and involvement did have a 
marked and measured effect on employee attitudes and be-
havior and on performance. 

The example of organizations has clear implications for 
practitioners who wish to improve organizational perform-
ance as far as possible via workers management. 

In particular, paying particular attention to managers as an 
occupational group with numerous responsibilities and often 
competing priorities is necessary. This can include building 
involvement and problem solving activities to allow access 
to decision makers and provide means for mutual support, 
better selection with greater emphasis given to leadership 
behaviors as well as technical skills and knowledge, access 
to further development, coaching and guidance and career 
management.  

The relationship between Managerial Social Responsibil-
ity and the biggest variable explaining managers' own levels 
of affective commitment and job satisfaction is important. It 
also follows that since managers have a major role in 
bringing Managerial Social Responsibility policies to life, to 
quote a senior manager in one organization, the design of 
these policies should include consideration of how managers 
can apply them to be as user friendly as possible.  

The other implication of the research is that it is Manage-
rial Social Responsibility, which, through employee recip-
rocal behavior, influences organizational performance. 

Managerial Social Responsibility is the combination of 
leadership behavior, and organizational climate, and con-
ceptions of Social Responsibility need to take account of this 
wider agenda in both practice and theory. 

9. Conclusions 
The companies should develop an internal environment 

that encourages and supports disabled people. They should 
make accessibility easier by providing barrier free features. 
They should create and disseminate innovative frameworks 
and models, which address the unique difficulties of the 
disabled people so that they can actualize their capacities. 
Disabled should given preference for any work they can do 
within the limits of their abilities, whatever those limits may 
be. 

There should be non-discrimination or diversity man-
agement awareness raising and training for employees in the 
companies that include disability treatment. They should 
include the disability factor in employment/HR indicators as 
age distribution, gender, contract type, professional catego-
ries and/or activity areas, rotation so that the situation of 
people with disabilities can be compared with that of other 
employees.  

The companies should take into account the characteristics 
of people with disabilities when managing human resources 
as recruitment, selection, contracting and induction, promo-
tion, training, prevention of risks at work. 

Customer care staff should carried out by the companies 
aimed at guaranteeing appropriate treatment of people with 
disabilities. They should have a policy or directive aimed at 
considering or favoring suppliers and subcontractors that 
employ people with disabilities.  

Thus, carrying out business practice, which includes dis-
abled people, will help improve the company's reputation 
and image in an increasingly competitive environment. In 
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this way, the company can not only maximize its economic 
performance but also improve its social performance. 

Finally, disability is one of the factors that can contribute 
to diversity and diversity is a rising value within companies’ 
management. However, disability often pushed behind in 
favor of other diversity criteria, thus disability needs to be 
specifically included within the OSR. 
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