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Abstract

Today, corporate and organizational social responsibility has become a critical necessity and is
increasingly gaining attention from companies and even countries at the international level. Among them,
municipalities—due to their significant role in policymaking and urban management—must pay even
greater attention to this issue than other organizations. The present study was conducted with the aim of
designing a model for enhancing the social responsibility of employees in Tehran Municipality. This
research was qualitative in nature and employed the Grounded Theory approach. Data were collected
through semi-structured interviews with experts, managers, and university professors and analyzed
through a three-stage coding process (open, axial, and selective coding). The qualitative analysis resulted
in the identification of 18 main categories and 76 key concepts, which were organized within a paradigmatic
model under the axes of causal conditions, core phenomenon, strategies (actions and interactions),
contextual conditions, intervening conditions, and consequences. These findings present the developed
model as a comprehensive and localized framework for promoting social responsibility within public
organizations. From a theoretical perspective, the study successfully developed a grounded model that
clearly explains the factors influencing the enhancement of employee social responsibility in public
organizations, particularly municipalities. Moreover, from a practical standpoint, this model can serve as a
basis for formulating policies, training programs, and management strategies aimed at improving the social
responsibility of employees in Tehran Municipality.
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Extended Abstract
Introduction
In recent years, corporate social responsibility (CSR) has transcended its traditional philanthropic
roots and become a strategic necessity for organizational legitimacy, stakeholder engagement, and
sustainable development, especially in public organizations (Carroll, 2016; Leipziger, 2017). As
societies face complex socio-economic and environmental challenges, public sector institutions such
as municipalities are increasingly expected to adopt socially responsible practices that align with
public values and expectations (Cramer, 2017; Dentchev et al., 2018). These expectations extend
beyond profit-making or service delivery and encompass ethical conduct, transparency, community
engagement, and environmental stewardship (Wang et al., 2021).
In this context, municipal organizations are uniquely positioned, given their continuous interaction
with the public and their pivotal role in urban governance, policy implementation, and quality-of-life
management (Asgari, 2019; Hashemi, 2021). Notably, the municipality of Tehran, as the
administrative body of one of the largest metropolises in the Middle East, faces growing public
scrutiny regarding its responsiveness to civic needs and its ability to implement inclusive and
sustainable urban strategies. In response, enhancing employee-level CSR has emerged as a critical
component of institutional transformation and citizen-centric governance (Izadpanah & Naeimi, 2019;
Yazdani et al., 2018).
While international studies have emphasized the role of CSR in promoting extra-role behaviors,
organizational citizenship, and psychological well-being (Afridi et al., 2023; Ahmad et al., 2023; Silva
et al., 2023), most research remains limited to assessing impacts rather than designing indigenous
and actionable models. Moreover, public organizations in developing countries often lack tailored
CSR frameworks that consider their structural and contextual complexities (Mahmud et al., 2020;
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Wirba, 2024). Thus, the need for a grounded and culturally adapted model that guides CSR
development among municipal employees is evident.

Several studies underscore the significance of employee attitudes, ethical values, and organizational
identification as predictors of CSR engagement. For instance, (Liu, 2023) highlights the mediating
role of psychological capital, while (Bolt & Homer, 2024) explores the impact of cultural and family
dynamics on CSR perceptions. In the Middle Eastern context, (Almasradi, 2024) demonstrates how
Islamic work ethics influence employee social responsibility through organizational identity.

Given this background, the present study seeks to design a comprehensive model to enhance
employee CSR in Tehran Municipality. Grounded in data obtained from local experts and
contextualized through field research, this study not only addresses a critical gap in municipal CSR
literature but also offers a transferable framework for other public organizations across similar socio-
political settings.

Methods and Materials

This qualitative study was conducted using a grounded theory approach based on the Strauss and
Corbin method. The target population consisted of two main groups: municipal managers and
university-level subject matter experts in organizational behavior and public management.
Participants were selected purposefully using theoretical sampling until data saturation was
achieved.

Data were collected through semi-structured, in-depth interviews, each lasting between 30 to 50
minutes. Interviews were transcribed and analyzed using a three-phase coding process: open
coding, axial coding, and selective coding. In open coding, 76 initial concepts were identified and
grouped into 18 main categories. These categories were then organized within a paradigmatic model
framework involving causal conditions, the core phenomenon, intervening conditions, contextual
factors, strategies, and consequences.

Qualitative data analysis was carried out using MAXQDA software, and theoretical validation was
ensured through participant review, triangulation with literature, and expert confirmation via a
modified Delphi technique.

Findings

The analysis resulted in the development of a conceptual model that places the core phenomenon—
"enhancement of employee social responsibility"—at the center, driven by two interrelated
components: perceived performance value and professional attitude.

Causal conditions included structural factors (e.g., presence of ethics committees, formal
participation mechanisms), behavioral elements (e.g., responsiveness to citizens, environmental
responsibility), psychological drivers (e.g., empathy, confidence), and individual motivators (e.g.,
community belonging, personal values).

Contextual factors comprised personal characteristics (e.g., education level, job seniority) and
organizational features (e.g., HR policies, supportive leadership). Intervening conditions were
identified as environmental constraints (e.g., economic hardship, resource limitations), situational
pressures (e.g., administrative red tape), and internal barriers (e.g., employee burnout, lack of
awareness).

Strategic levers for enhancement included leadership style (particularly transformational leadership),
non-material incentives (e.g., public recognition), internal communication mechanisms, and CSR-
focused training programs.
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Consequences of successful CSR enhancement were mapped across three levels:

o Individual level: higher job satisfaction, increased self-efficacy, personal growth.

o Organizational level: reduced workplace conflicts, stronger team performance, increased

creativity and commitment to municipal goals.
o Societal level: improved citizen satisfaction, social trust, civic engagement, and
environmental sustainability.

Discussion and Conclusion
The findings of this study reveal that municipal employee CSR is not merely a function of external
directives or policies but is deeply embedded in internal attitudes and value perceptions. The
centrality of perceived performance value and professional ethics aligns with existing literature,
which emphasizes the importance of intrinsic motivation and employee empowerment in driving
socially responsible behavior.
Moreover, the identification of multi-layered causal and contextual elements underscores the need
for a holistic approach. Enhancing CSR requires synchronized efforts across personal development,
structural reforms, and leadership transformation. Notably, the findings confirm that soft strategies
such as moral recognition and participatory leadership are more effective than material incentives
alone in fostering CSR behavior.
Barriers such as burnout, lack of understanding, and organizational rigidity present significant
challenges. Therefore, CSR enhancement must be accompanied by systemic changes to remove
impediments and create an enabling environment. The incorporation of social and psychological
variables into the model offers a novel perspective, emphasizing that CSR is not solely a managerial
policy but a dynamic process of value internalization.
On the societal front, the model’s potential to bridge organizational behavior with public perception
is particularly promising. It suggests that when employees perceive their role as meaningful and
socially impactful, their actions extend beyond formal duties to contribute to community well-being
and civic cohesion.
This study provides a pioneering framework tailored to Tehran’s municipal context and opens
avenues for broader application in other public institutions. The combination of grounded theory
methodology with field-driven insights ensures the model's practical relevance and theoretical
robustness.
In summary, enhancing employee CSR in public organizations requires an integrated model that
aligns structural capacities, psychological readiness, leadership dynamics, and stakeholder
expectations. The model developed here stands as a viable and culturally sensitive guide for public
administrators seeking to institutionalize CSR as a sustainable governance mechanism.
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