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Abstract—Strong moral leadership impacts the ethical 

behaviour and social performance of organizations.  By 

accepting and practising corporate social responsibility and 

sustainability principles, organizations are more responsive 

towards the concerns and needs of their employees and other 

stakeholders.  This paper sets out to gauge the perceptions of 

managers in the Nelson Mandela Metropole, South Arica 

regarding social sustainability performance. A 

self-administered questionnaire was distributed to a 

non-probability convenient sample of 105 managers to 

investigate whether there are relationships between the 

independent variables (social responsibility and sustainability) 

and dependent variables (classification data). The results 

revealed only highly significant relationships between 

sustainability and some demographic characteristics. Practical 

guidelines are provided how management can incorporate 

corporate social responsibility and sustainability issues in daily 

activities of organizations to enhance their social sustainability 

performance.  

 
Index Terms—Management, social responsibility, 

sustainability, social sustainability performance. 

 

I. INTRODUCTION 

Managers have many responsibilities which engage them 

in a wide range of activities [1].  A manager’s job can be 

thought of as a series of attempts to address the concerns of 

stakeholders. The organization’s survival and continuing 

success depend upon the ability of its managers to create 

sufficient wealth, value or satisfaction for each stakeholder 

group [2]. Stakeholders expect organizations to address 

social sustainability. Corporate social responsibility (CSR) 

can be viewed as distinguishing right from wrong and being a 

good corporate citizen [3].  Sustainability refers to economic 

development that generates wealth and meets the needs of the 

current generation while saving the environment so that 

future generations’ needs are met as well [4].  Social 

sustainability is the process to change the lives of people in 

communities [5].  

In South Africa, the CSR concept became popular in 1994 

with the publication of the King I report which outlined an 

inclusive stakeholder approach to governance [6]. This report 

was revised in 2002 (King II report) and also assigned 

responsibility for the governance of ethics to the board of 

directors [7]. This report was further extended in the King III 

report which recommends that organizations report on the 

triple bottom-line and not on financial performance only and 

review the three components of sustainability, namely 

 
Manuscript received April 6, 2014, revised May 18, 2014.  

Sandra Perks is with the Nelson Mandela Metropolitan University (e-mail: 

Sandra.perks@nmmu.ac.za). 

economic, social and environmental [8].   

With heightened public interest in social responsibility, 

many organizations are discovering that they cannot avoid 

having people evaluate how well they perform. If an 

organization takes into consideration societal concerns while 

still progressing economically, it is known as sustainable 

development [1]. Corporate sustainability focuses on 

rethinking business beyond corporate social responsibility 

activities which requires systemic corporate cultural changes 

[9]. Strong moral leadership was found to have a major 

impact on ethical behavior of employees and managers [10].  

With a philosophy of sustainability, managers weave social 

concerns into every strategic decision, revise policies and 

procedures to support sustainability efforts, and measure 

their progress toward sustainability goals [4].   

 Several studies have examined how consumers and 

investors evaluate organizations with regard to being ethical 

and socially responsible [10]. Limited research has 

specifically looked at the perceptions of managers on social 

sustainability, specifically based on demographical 

characteristics.  For this reason, this paper explores the 

perceptions of managers on social sustainability (social 

responsibility and sustainability) and indicates how 

demographic characteristics can play a role in shaping 

managerial perceptions regarding social sustainability.  

 

II. MANAGEMENT OF SOCIAL SUSTAINABILITY 

Management refers to the running of an organization and 

can include top-, middle-, line-and staff management. 

Management has for a long time been faced with the social 

task of managing people and organizing activities, but it does 

not mean they are regarded as socially sound or equitable 

[11].  The demands on managers from various stakeholder 

groups and response to the competitive environment 

stimulate the need for corporate social responsibility [12]. 

The responsibilities of managers are to manage the 

organization’s mission, culture and objectives and employee 

well-being [13].   

It was found that managers view CSR as a moral duty 

towards the society and not as a strategic tool [14].  There is a 

moderate to strong relationship between perceived integrity 

and the demonstration of transformation leadership behaviors 

[10].CSR disclosure and reporting is regarded as corporate 

image management as it focuses on creating positive 

customer perceptions or a good image of the organization by 

supporting a good cause. This reasoning could be driven by 

the manager’s personal values in terms of self-interest or 

moral reasoning [12]. Managers and supervisors were found 

to have less favorable views on their employers’ support for 

CSR [15].    
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Lack of a proper attitude of management is a limited factor 

of poor CSR performance and sustainability [16].  The values 

of sustainability have to permeate throughout the 

organization starting with the chief executive through to 

senior-, middle-, and junior management to staff [17].  

Furthermore, it was found that a reason why organizations 

cannot be socially responsible is that managers do not engage 

in employee welfare activities in terms of a workplace safety 

program, violate human rights and engage in illegal activities 

[16].  

The importance of board and senior management 

commitment towards sustainability cannot be stressed 

enough.  Managers must understand and analyze the key 

sustainability drivers for the organizations and integrate them 

into the organization’s strategy and set sustainability targets 

and objectives and measure progress made [1].  Coaching 

interventions are required to close the gap in the perception 

of managers and stakeholders regarding social performance 

and sustainability [18].   

Training may prompt managers to give social 

sustainability a higher priority in their daily decision-making.  

There is little evidence that demographic factors affect social 

sustainability [19].  Empirical results regarding demographic 

differences are often ambiguous [20].  This ambiguity in 

organizational demography is due to the fact that 

demographic diversity in an organization often leads to a 

wide divergence of opinions [21].  

 

III. RESEARCH METHODOLOGY 

To investigate managerial perceptions regarding social 

sustainability, a quantitative research approach was followed.  

A final non-probability convenience sample of 105 managers 

was obtained.  The Nelson Mandela Metropole was chosen as 

it was convenient, saved time and was more cost effective to 

administer the sample.  It must be noted that the sample was 

restricted to the Nelson Mandela Metropole only and did not 

include any other regions in South Africa. However, the 

researchers ensure that managers of 105 different 

organizations in different industries and with different 

employment sizes were surveyed. It was rather difficult to get 

managers to avail themselves to participate in the survey. The 

self-administered comprised two sections:  

1) Section A deals with perceptions of social responsibility 

(five variables) and sustainability performance of 

organizations (six variables). A total of 11 

variables/statements are used.   The type of ordinal scale 

used is a five-point Likert-type scale, ranging from 

strongly agree to strongly disagree. 

2) Section B provides classification data (demographic 

characteristics) of respondents and contains a nominal 

scale of measurement, using six categorical variables. 

Several specific organizational characteristics serve as 

data classification (independent variables) in this study.  

These include type of industry; employment sector and size; 

income and extent of reporting corporate social performance. 

A total of 10 null-hypotheses were formulated. There were 

two factors and five classification data variables.  However, 

only those independent variables that show significant 

relationships with the dependent variables (social 

responsibility and sustainability) are reported. No 

relationships were found between demographic data and 

social responsibility.  The hypotheses with significant 

relationships are: 

H01: There is no relationship between managerial 

perceptions of sustainability and size of an organization. 

H02: There is no relationship between managerial 

perceptions of sustainability and income of an organization. 

H03: There is no relationship between managerial 

perceptions of sustainability and extent of the organization’s 

corporate social responsibility reporting.    

In order to pre-test the questionnaire, it was given to a few 

managers of organizations and academics in the field of 

management, ethics and statistics. After processing and 

analyzing the data from this pilot study, the questionnaire 

was refined and some minor changes were made regarding 

wording, sequence and layout. The returned questionnaires 

were inspected to determine their acceptability, edited where 

necessary, and coded. The statistical computer package 

SPSS-PC was used to process the results. Data was analyzed 

using descriptive statistics (e.g. mean and standard deviation), 

frequency distributions, factor analysis and analysis of 

variance. 

 

IV. EMPIRICAL RESULTS 

Table I provides a demographical profile of the 

respondents of this study. 

 
TABLE I: DEMOGRAPHICAL PROFILE OF RESPONDENTS 

Characteristic Category % 

Type of industry  

Manufacturing 

Banking and retail 

Education and health care 

Communication 

Travel, tourism and transport 

Construction 

Agriculture and fishing 

Other 

No response 

36 

23 

4 

4 

5 

10 

7 

4 

7 

 Employment sector 

Private 

Public 

No response 

69 

30 

1 

 Employment size 

Small (<199) 

Medium (200-499) 

Large (500+) 

52 

13 

35 

 Turnover 

0 – R999 999 

R1 – R4,999 999 million 

R5 – R9,999 999 million 

Above R10 million 

No response 

22 

21 

10 

40 

7 

Social performance 

reporting  

Yes 

No 

No response 

70 

29 

1 

 

From the results in Table I, it is clear that most of the 

respondents are economically active in the manufacturing 

industry (36%) and 23% are employed in the banking and 

retail sector respectively.  Most of the respondents are 
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employed in the private sector (69%) with 52% employed in 

small organizations and 35% in large organizations.  It 

appears 22% of the organizations surveyed have a turnover 

of less than one million rand, while 40% have a turnover in 

excess of ten million rand.  It was interesting to notice that 

70% of the respondents indicated their organizations engage 

in social performance reporting. 

Table II provides an overview of the most important and 

significant descriptive statistics on perceptions regarding 

social responsibility and sustainability. 

 
TABLE II: DESCRIPTIVE STATISTICS 

Items Factors Mean 
Standard 

deviation 

Cronbach’s 

alpha 

A1-5 
Social 

responsibility 
3.93 0.56 0.71 

A6-11 Sustainability 3.80 0.67 0.76 

 

In analyzing the measure of central tendency (mean values) 

for the factors used in Section A of the questionnaire, it 

appears that most values cluster around point four of the scale 

(agree).  Measures of dispersion, by means of low standard 

deviation scores indicate that respondents tended not to vary 

much in their responses regarding the two factors. The 

reliability coefficients of Cronbach’s alpha for the two 

factors are all above 0.7, so can be regarded internally 

reliability.   

The purpose of the ANOVA analysis is to investigate the 

relationship between the independent and dependent 

variables and to test the stated hypotheses. Only those 

ANOVA results that show significant relationships between 

the independent and dependent variables are reported and 

those that exhibit no significant relationships are excluded 

from this discussion. Table III presents the ANOVA results. 

 
TABLE III: ANOVA RESULTS 

Dependent variable: 

Sustainability performance 

Independent variable  

F-Test P-Value H0 

Size of organization 8.898 0.000 H01a 

Income of organization 6.503 0.000 H02a 

Extent of reporting social 

performance 

10.217 0.002 H03a 

 

The null-hypotheses (H01 to H03) can, in all cases, be 

rejected and the alternative hypotheses can be accepted.  

These null-hypotheses fall within the rejection region (p < 

0.05 and large F-statistic values), which indicate that there is 

a significant relationship (difference) between the managerial 

perceptions of sustainability performance and certain 

classification data variables (alternative hypotheses accepted 

which indicate that there are significant relationships 

between the tested variables). 

There are significant relationships or differences between 

sustainability performance and the independent variables: 

size, income and extent of social responsibility reporting. No 

relationships exist between the perceptions of social 

responsibility and all the classification data variables.  As 

significant differences between mean values were found, 

further post-hoc tests (such as the Scheffé’s test) were 

conducted as to identify where the differences occur, but are 

not reported here, as it falls beyond the scope of this paper. 

 

V. CONCLUSIONS AND RECOMMENDATIONS 

In literature, it was indicated that management can play a 

major role in the implementation of social responsibility and 

sustainability initiatives.  The personal values and 

self-interests of managers in terms of social sustainability 

performance impact how they address it. Furthermore, a 

leadership style such as transformational leadership can be 

linked to a manager’s perceived integrity.  However, 

managers have a problem in the implementation of social 

sustainability performance initiatives due to lack of employee 

commitment.  Literature also indicates that due to 

demographic diversity there is ambiguity with regards to the 

perceptions of the extent of social sustainability performance 

needed in an organization.   By accepting, practising and 

performing in terms of social responsibility and sustainability, 

organizations would be more responsive towards the social 

sustainability concerns of stakeholders.   

From the empirical results, there appears to be highly 

significant relationships between managerial perceptions of 

sustainability performance and size, income and extent of 

social organizational responsibility reporting (H01a to H03a 

rejected). No relationships exist between perceptions 

regarding social responsibility performance and the 

classification data variables. Organizations with different 

employment sizes and income levels have different 

perceptions regarding sustainability performance. 

Organizations, which do report on social responsibility 

performance, will have different perceptions of sustainability 

performance than those not reporting.  

It is recommended that even small organizations with 

lower income levels, which often struggle to make profit and 

survive, should strive towards long-term sustainability 

performance.  The focus should not only be on reporting 

financial performance, but also on their social responsibility 

performance.  To ensure that management and employees 

alike share the same views on social responsibility and 

sustainability performance, organizations should: 

1) Appoint managers with ethical morals and integrity. 

2) Regard CSR and sustainability as a strategic tool, not as 

a moral duty only. 

3) Align the mission, culture, objectives and social 

sustainability strategies. 

4) Engage in employee welfare activities (workplace safety 

programmes, respecting human rights). 

5) Consider and accept broader social responsibility and 

sustainability performance than required by law. 

6) Create a positive employee attitude towards social 

sustainability activities. 

7) Cascade sustainable social performance values from 

chief executive to employees. 

8) Appoint a competent committed board striving towards 

social sustainability performance. 

9) Understand and analyze key social sustainability drivers 

and integrate them into their strategies. 

10) Set social sustainability performance targets and include 

it in employees’ performance appraisal. 
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11) Advocate ethical norms even if detrimental to short-term 

profits. 
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