UNIVERSITY OF LEEDS

This is a repository copy of Participative Leadership and Organizational Identification in
SMEs in the MENA Region: Testing the Roles of CSR Perceptions and Pride in
Membership.

White Rose Research Online URL for this paper:
http://eprints.whiterose.ac.uk/144124/

Version: Accepted Version

Article:

Lythreatis, S, Mostafa, AMS and Wang, X (2019) Participative Leadership and
Organizational Identification in SMEs in the MENA Region: Testing the Roles of CSR
Perceptions and Pride in Membership. Journal of Business Ethics, 156 (3). pp. 635-650.
ISSN 0167-4544

https://doi.org/10.1007/s10551-017-3557-8

© Springer Science+Business Media Dordrecht 2017. This is a post-peer-review,
pre-copyedit version of an article published in Journal of Business Ethics. The final
authenticated version is available online at: https://doi.org/10.1007/s10551-017-3557-8

Reuse

Items deposited in White Rose Research Online are protected by copyright, with all rights reserved unless
indicated otherwise. They may be downloaded and/or printed for private study, or other acts as permitted by
national copyright laws. The publisher or other rights holders may allow further reproduction and re-use of
the full text version. This is indicated by the licence information on the White Rose Research Online record
for the item.

Takedown
If you consider content in White Rose Research Online to be in breach of UK law, please notify us by
emailing eprints@whiterose.ac.uk including the URL of the record and the reason for the withdrawal request.

eprints@whiterose.ac.uk
https://eprints.whiterose.ac.uk/



mailto:eprints@whiterose.ac.uk
https://eprints.whiterose.ac.uk/

Participative L eader ship and Organizational | dentification in
SMEsin the MENA Region: Testing the Roles of CSR
Per ceptions and Pridein Member ship

Sophie Lythreatis
|Sophie.lythreatis@bristol.ac.uk
University of Bristol, United Kingdom

Ahmed Mohammed Sayed Mostafa
Ahmed.mostafa@wbs.ac.uk
University of Warwick, United Kingdom

Xiaojun Wang
Xiaojun.wang@bristol.ac.uk
University of Bristol, United Kingdom


mailto:Sophie.lythreatis@bristol.ac.uk

Participative L eader ship and Organizational Identification in
SMEsin the MENA Region: Testing the Roles of CSR
Per ceptions and Pridein Member ship

Abstract

The aim of this research is to explore the process linking participative leadership to
organizational identification. The study examines the relationship between participative
leadership and internal CSR perceptions of employees and also investigates the rolesthat prid
in membership plays in the affiliation of CSR perceptions with organizational identification.
By studying these relationships, the paper aspires to contemplate new presumed mediators in
the association of participative leadership with organizational identification as well as
determine a possible novel antecedent of employee CSR perceptions. Empirical g@gidence
provided from data that was collected through a survey distributed to employees working for
small and medium sized enterprises in three countries in the Middle East and North Africa
region, particularly the United Arab Emirates, Lebanon, and Tunisia. Findings show that
participative leadership leads to positive internal CSR perceptions of employees and that these
CSR perceptions lead to pride in membership which, in turn, results in organizational
identification. Implications of these findings are also discussed.

Keywords. Corporate Social Responsibility; Organizational Identification; Participative
Leadership; Pride in Membership; SMEs; the MENA Region



Introduction

The leader-follower relationship is one of the most central discussions in the corporate world
today.A good leader is essential to attain good results out of employees and enhance their
emotional aspects positively (Choudhary et al., 2Q48)ited number of studies have explored

the role that leadership plays employees’ organizational identification (Ol). Those studies
have mainly concerted on transformational and transactional leadership (e.g., Epitropaki and
Martin, 2005; Zhu et al., 201 R articipative leadership, however, is relatively a newcomer on
the prospectof leadership research (Martin, 2015). This style of leadership that favours
consultation and discussion over direction (Amabile et al., 2004) has proven to be positively
related to desirable employee outcomes such as organizational commitment, job satisfaction,
job performance, organizational citizenship behaviour, and team innovation (e.g., Chen at al.,
2011; Huang et al., 2010; Miao et al., 2014; Somech, 2005), but has not yet been lidked to

Ol is the wsion of a member’s belongingness to an organization so that the membership to that
organizationconverts into a substantial portion of the person’s self-definition (Ashforth and

Mael, 1989. Moreover, research calls for the examination of potential mediators in the
affiliation of participative leadership with the different employee elements as this profoundly
lacks examination (e.g., Hassan et al., 2013; Mizd., 2014). This study intends to address
these gaps by investigating how participative leadership possibly leads to incd¢ageds

study’s sequential mediation model tested in the Middle East and North Africa (MENA) region
proposes that participative leadership instigates positive internal corporate social responsibility

(CSR) perceptions that lead®@d through pride in membership (P)M

CSR refers to the endorsementvarfuous causes and philanthropy in a company’s business
practices which mirror its ethical and moral position (Kotler and Lee, 2005). Perceived CSR
of employees is defined as the degree to which the employees view whether or not the company

is involved in CSR practices (Choi and Yu, 20I®@)e wayan organization’s CSR activities



are perceived by employegems to be significant in understanding these activities’ effects at

the individual level (Shin et al., 2016). A few studies have focused on determining antecedents
of CSR perceptions such as theployees’ perceived fit between corporate culture and the
company’s CSR activities and thaanager’s perceivedn-role CSR-specific performance (Lee
etal., 2013; Vlachos et al., 2014). There have been calls for ascertaining furteamoe@SR
antecedents (e.g., Tian et al., 2015). Therefore, by examining the relationship between
participative leadership and CSR perceptions in reference to the social information processing
theory (Salancik and Pfeffer, 1978), this study is among the first studies to propose that
participative leadership is an antecedent of positive employee CSR perceptions. Moreover, in
spite of the augmented curiosity in the link between leadership and CSR, startlingly little
research which explores this intersection exists (Strand, 2011). The few studies that have linked
leadership to CSR have mainly concerted on the ethical, transformational, and transactional
leadership styles (e.g., Groves and La Rocca, 2011; Tian et al., 2015; Zhu et al., 2014).
Nevertheless, additional studies on leadership styles and their relationship with CSR are
essential as leadership remains to be a parancoustructwhich lacksinvestigation (Martin,

2015).

Furthermore, several studies have explored the association of CSRIwWglg., Carmeli et

al., 2007; De Roeck and Delobbe, 2012; Jacinto and Carvalho, 2009; Kim et al., 2010). The
findings of most of the studies designate B8R intensifieemployees’ Ol (e.g., Carmeli et

al., 2007; Jacinto and Carvalho, 2009). Still, De Roeck et al. (2014) call future research to find
potential mechanisms in the relationship between CSR perception®©lanthey also
recommend researchers to investigate PIM in terms of the CSR literature. PIM expresses how
much individuals feel a sense of self-respect as a consequence of their membership in the
organization (Jones, 2010). Moreover, there have been calls to study how pride influences Ol

(e.g., Ayse et al., 2015; Tracy and Robins, 2007). This study answers these research calls by



testing the possible mediating effects of PIM on the relationship between internal CSR

perceptions an@I in reference to the social identity theory (Tajfel and Turner, 1979

In addition to this, there has been a recent shift of interest to CSR in developing nations,
predominantly in the MENA region (Jamali, 2014). The term MENA refers to the region
spreading from Morocco to Iran, covering all the Middle Eastern and North African countries.
Developing countries often have some unique CSR agenda challenges that are relatively
distinct than those tackled in the developed nations (Visser, 20@Bjly since the concept of

CSR has newly appeared in many developing countries, including the MENA region (Shehadi
et al., 2013). Very little research on the extent and nature of CSR in developing nations exist
(Visser, 2008). Moreover, scant literature that explains the involvement of small to medium
sized enterprises (SMESs) in CSR exists (Inyang, 2013). SMEs, enterprises with less than 250
employees (Hall et al., 2009), constitute more than 90% of the world’s companies, prompting
almost60% of employment worldwide (Jamali et al., 2009). More atteni®oneeded to
understand the SMEs’ potential distinctionsand contributionsvith regard to CSRInyang,

2013). This paper intends to address these literature gaps by testing the proposed model in

SMEs in the MENA region.

This study contributes to the literature in several wéysst, the theoretically-grounded
frameworkestablished in this paper contributes to the leadership literature as it explores the
link between participative leadership a@tl(Hassan et al., 2013; Mia al., 2014). Second,

by testing the relationship between participative leadership and internal CSR perceptions, this
study contributes to the CSR literature because it seeks to determine a possible new antecedent
of employee CSR perceptions (Strand, 2011; Tian et al., 2015). Third, by testing the mediating
effect of PIM on the relationship between CSR @hdhis study contributes to the psychology

of emotions literature because it aims to show kenemployees’ PIM can be experienced



and how it can affect their identification (Ayse et al., 2015; De Roeck et al.). Zddlly, by

testing the model in the context of SMEs in the MENA region, the paper makes an empirical
contribution to the CSR literature because it looks at CSR in SMEs which is relevant to
expanding the core of the CSR theory (Inyang, 2013; Spence, 2014; Vazquez-Camasco an
Lépez-Pérez, 2013). It also focuses on the freshly shifted attention to CSR in developing
nations, particularly in the MENA region, where most companies are SMEs (Jamali et al.,

2015).

Theoretical Framework

Participative Leadership and CSR Perceptions

Several scholars argue that the most humanistic approach to leadership is the participative style
(e.g., Amabile et al., 2004; Jong and Hartog, 2007). Under a participative leadership style, the
leader meets with the employees to confer about the company’s issues prior to making some
decisions (Chen and Tjosvold, 2006). A participative leader, instead of making autocratic
decisions, modestly encourages the involvement of employees in both decision-making and
problem-solving (Miao et al., 2013). It has long been addressed by a number of scholars that
the participation of employees in some decisions is deserving of empirical focus as their
participation is projected to be a great value to both the company and its employees (e.g., Chen
and Tjosvold, 2008Kaufman, 200). Although participative leadership can be considered one

of the slower types of decision-making, when a decision is made collectively, harmony is
created within the company and both the morale of the employees and the support they feel
within the organization are improved (Muindi, 2011). Somech (2005) believes that the process
of open communication inaugurated in participative leadership can assist in lowering the
hurdles present among organizational members. It settles conflicts by building cohesive team
work as it increases the understanding of the business as well as the acceptance of the decisions

made (Sorenson, 2000). Bryman (2013) affirms that participative leadership supposedly creates



happier and more productive employees because they feel that they have a say and, hence,

some kind of control over certain events within the company.

Strand (2011) asserts that the role that participative leader@hgday in CSR propounds a
promise for research. CSR goes further tbagkingself-interest or profiand abiding byhe

law (Aguilera et al., 2007) as it focuses around doing some social good (McWilliams and
Siegel, 2001)It has been pondered as the fundamental activity in the formation of stakeholder
relationships (Bhattacharya et al., 2009). It can be separated into two categories. The first
category is external CSR which comprises of activities related to a cause distinct from the
enterprise, directed toward external stakeholders. This can take the form of getting involved in
a social project such as sponsoring an event or making donations to a charity organization. The
second category is internal CSR which comprises of activities related to employees and to the
way the enterprise operates internally (Basil and Erlandson, 2008). These activities are directly
associated with the psychological and physical work environment (Turker, 2009), and relate to
the well-being, health, and safety of employees (Vives, 2006). This can take the form of
providing safety policies or having a well-grounded code of ethics (Basil and Erlandson, 2008).
They are also expressed as activities that shom¢ern for employees’ training, equal
opportunities, and work-life balance (Vives, 2006). Examples include having non-

discrimination work policies and a clear statement on working hours (Welford, 2005).

Since the concept of CSR is cross-disciplinary in nature (Lockett et al., 2006), the human
resource aspect is a key theme of CSR (Berber et al., 2014). Under this aspect, significant
features of internal CSR comprise of human resources management (HRM) practices related
to staff composition, training, equal treatment, working hours, fair wage distribution,
education, benefits, and health and safety. HRM is a foremost component of internal CSR as

companies ought to operate responsibly in all of their human resource functions, from the



recruitment stage till retention. For this reason, an overlapping between HRM practices and
internal CSR activities egi (Kochar and Bisht, 2014). Jamali et al. (2015) agree that for CSR

to accomplish its intended purposes, it should be approached as a prearranged tactic which is
entrenched within the enterprise and translated into managerial practices, including HRM
practices. Vountisjarvi (2006) also mention several groups of CSR activities related to HRM
such as values and ethics, training and staff development, employee involvement, equal
opportunities, and work-life balance. Therefore, strong connections between CSR and HRM

exist as internal CSR requires a dependence on HRM (Gond et al., 2011

According to Cornelius et al. (2008), differentiating between external and internal CSR is
useful since many enterprises tend to overlook important internal human resource matters while
concentrating on serving the communitMost research on CSR involves a company’s
responsibilities towards external stakeholders and thus there is less attention directed towards
internal CSR (Cornelius et al., 2008; Rok, 200ehis paper focuses on the internal CSR
activities, excluding the external CSR of the enterprises. The reason for this focus, besides that
the study considers employee perceptions, is that even though in many regions of the world the
external facet of CSR is a given, in the MENA region, external CSR remains hard to define,

especially that the concept of CSR has freshly emerged in that region (Jamali, 2007

The proposed association of participative leadership with internal CSR perceptions of
employees is supported by the social information processing (SIP) theory (Salancik and Pfeffer,
1978). The SIP theory states that people build their perceptions on the basis of information
cues and social factors beyond the impact of individual personalities (Salancik and Pfeffer,
1978). In the employment context, employees obtain information from the nature of their work
environment which helps them put pieces together and develop their perceptions (Zafar, 2013).

Boekhorst (2015) believes that the significant sources of social information usually stem from



people with a high status or power. According to Zafar (2013), leadership forms the work
context of employees in significant ways as it can offer important cues that direct the
employees’ thinking. The SIP theory explains that the perceptions of work characteristics are
not fixed but rather affected by the informational relationships that an individual is embedded
in (Salancik and Pfeffer, 1978). Boekhorst (2015) asserts that because leaders serve as a
prominent source of social information, they are particularly influential in determining
employee perceptions of internal organizational practices. Referring to Lord and Maher (2002),
encoding and retrieving information are two important stages of information processing and
have important implications for leadership. When an individual encodes information, it is
simplified and transferred from the short-term memory to the long-term memory. In the
retrieval phase, an individual recalls the information from the long-term memory and makes a
judgment. When interactions among the leader and the employees take place, the employees
encode and interpret certain social cues. The interpretatimasthe employees’ perceptions

of their leader and his/her intentions and behaviours which, in turn, will affect their perceptions

of the organizational practices (Zhang et al., 2011).

Bryman (2013) considers a participative leadership style to purportedly generate positive
emotions for employees since they feel that they are heard within the organization. Dodge
(1991) emphasizes that emotion is simply pertinent to processing information in a certain way.
Therefore, by experiencing positive emotions with participative leadership, the employees
would process the information positively and develop positive perceptions of the internal
organizational practices, including internal CSR. Additionally, when employees participate
the decision-makig process, they are more probatadeel confident that their interests are
being expressedh the actions of the company (Chen and Hung-Baesecke, 2014). The
involvement of employees will enable them to invest in the things that they consider important

and that would ultimately benefit them (Stawiski et al., 2010). According to Kolk et al. (2010),



participative leadership can initiate trickle-up effects of internal CSR activities as participative
leaders may consequently discourse the expectations and interests of the employees in their
business actions, amplifying their positive perceptions regarding the orgarniggtiaiices.
Therefore, based on all the above, participative leadershegpectedto leadto positive

internal CSR perceptions of employees.

Hypothesis 1: Participative leadershgppositively relatedo internal CSR perceptions of

employees.

CSR Perceptions and Pride in Membership

An organizational culture which promotes CSR can manifest in employee emotions such as
pride (Onkila, 2015). Employees are more likely to be proud of their membership in an
enterprise wheit demonstrates CSR initiatives, predominantly ones directed towards them
(Stawiski et al., 2010). Although the concept of pride has been given plenty of focus in research,
PIM, recognized as significant in controlling daily social actions, remains to lack attention

(Helm, 2013; Yilmaz et al., 2015).

The proposed relationship between internal CSR perceptions and PIM is supported by the
social identity theory (SIT; Tajfel and Turner, 1979). The theory explains the process by which
people perceive and categorize themseltesates that individuals categorize themselves into
diverse social categories and view their membership in a specific category on the basis of
specific social factors (Tajfel and Turner, 1986). The theory is known to form the roots of pride
(Blader and Tyler, 2009). According to SIT, the gréapvhich individuals belong is a major
source ofconfidence and pridé€Tajfel and Turner, 1979). The distinguishing character of a
specific company can be shown through its CSR initiatives which partly identify it (Sen and
Bhattacharya, 2001), and the importance of these initiatives in the eyes of the employees

promotes PIM (Arnett et al., 2002). When the company reveals values significant to employees,

10



they are more likely to feel proud of their membership (Reade, 2001). According to De Roeck
et al. (2014) and Gond et al. (2010), employees develop stronger feelings from internal CSR
actions than from the CSR actions directed towards the diverse social groups. However, how
people feel about their organizational membership is not solely shaped by the individual’s own
perceptions of the organization but also by how people external to the organization perceive it

(Brown et al., 2006; Peterson, 2004).

Companies that show socially responsible behaviour towards their employees often receive
positive feedback from people outside the organization for their good treatment of employees
(Gond et al., 2010). Several studies have revealed that the leading factor pertaining & rating
company’s CSR by the public is built upon their perceptions of whether or not its employees

are treated fairly (Googins et al., 2007; Rok, 2009). Employees will feel proud to be members
of an organization acknowledged for its reputation of being socially responsible towards them
(Gond et al., 2010 Nevertheless, membership in companies that have poor reputations in
regard to the treatment of employees may result in negative employee emotions, charging prid
into uneasiness and embarrassment (Dutton et al., 1994). Thus, pride originates from both self-

appraisals and the opinions of outsiders (Verbeke et al., 2004).

In addition to this, the Group-Value Model (Lind and Tyler, 1988), a model based on SIT
(Tajfel and Turner, 1986), can further explain the connection between internal CSR perceptions
of employees and PIM. The model addresses that when people perceive that high-quality
treatment and fair procedures exist within the organization, positive feelings such as pride and
respect, which contribute to their sense of self-worth, are developed (Tyler et al., 1996). The
perceptions of unbiased organizational procedures that show justice make the employees feel
more valued by the organization and constitute major indicators of whether people can take

pride in their membership to a certain group (Sousa and Vala, 2002). This indicates that

11



employees’ positive perceptions of internal CSR are expected to lead to positive emotions such

as pride. Hence, from all the above, the following hypothesis is praposed

Hypothesis 2: Internal CSR perceptions are positively related to pride in membership.

From Hypotheses 1 and 2, it is expected that CSR plays a mediating role in the relationship

between participative leadership and PIM, and thus the next hypothesis is formulated:

Hypothesis 3: The relationship between participative leadership and PIM is mediated by

internal CSR perceptions.

Pride in Membership and Organizational |dentification

Tracy and Robins (2007) claim that pride is a key emotion because it results in important
everyday consequences. It has been suggested to contribute to several imperative concepts,
particularly toOl (Sousa and Vala, 20p2Vhen individuals feel a strong identification with

their company, the company is believed to be more effective and more capable of attaining its
goals (Pratt, 1998; Van Dick et al., 2007). Therefore, exploring how PIM is conne@édsto

important (Smidts et al., 2001).

Ol is recognized as the fundamental psychological process underlying the social identity theory
as it is considered an explicit form of social identification (Ashforth and Mael 1989). According
to SIT, social identification is associated with several affective components such as pride, self-
esteem, and self-concept (Tajfel and Turner 1986). Feelings that are derived from
organizational membership, such as pride, have long been incorporated in the
operationalization of Ol. He SIT explains that employees’ Ol is increased when PIM is
boosted as this ultimately satisfies the employees’ need for belongingness (De Roeck and
Delobbe, 2012). Additionally, when employees feel proud of their organizational membership,

they are motivated to identify with the company in order to enhance other feelings, such as

12



self-worth (Ashforth and Mael, 1989). The Group-Value Model (Lind and Tyler, 1988) also
suggests that respect and pride contribute to the formation of identification in order to,
consequently, develop self-worth feelings. This paper builds on the theoretical framework of
Blader and Tyler (2009) and Tyler and Blader (2000) who argue that because respect and pride
are related to feelings of self-worth and self-esteem, they are essential in the formation of strong

employee identification with tiiecompany.

According to Hogg and Terry (2001), experiencing PIM can result in employeag atti
accorcnce with the company’s values and goals. Therefore, when employees experience PIM,
they are more probable to internalize the company’s values and goals as their own (Van
Knippenberg, 2000). This internalization defir@@s(Ekwutosi and Moses, 2013). Thus, pride
directly helps employees achieve identification with their organization (Blader and Tyler,
2009. Additionally, since pride shows people’s judgments regarding the status of a group

(Ines, 2012), the pride that employees obtain by working at a company acknowledged for its
internal CSR strengthens their self-esteem and emboldens them to identify with the
organization (Dutton et al., 1994). Hence, the perceptions regarding the company practices
allow for employees to indirectly identify with the company by boosting their PIM (Bergami

and Bagozzi, 2000), and thus the following two hypotheses are developed:

Hypothesis 4: PIM is positively related to organizational identification.

Hypothesis 5The relationship between internal CSR perceptions of employee®hiwd

mediated by PIM.

Based on the above hypotheses, the subsequent conceptual model is developed:

[Insert Figure 1 here]
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Context of the Study

The sequential mediation model proposed in this paper is tested in the MENA region. Three
countries from that region were selected for the study as they represent three different case
studies. The first country, United Arab Emirates (U.A.E.), is located in the Middle East and is
one of the Arabian Gulf countries. The second country, Lebanon, is situated in the Middle East
on the eastern shore of the Mediterranean Sea. The third country, Tunisia, is located in North
Africa, adjoining the Mediterranean Sea. Although the workplaces of these three countries are
influenced by similar religious values and an Arab culture, the nature and stability of the
workplace differ from one country to the other. Unlike Lebanon and Tunisia, the nature of the
U.A.E.’s workplace is dominated by expatriates that comprise almost 85% bé tountry’s
population (UN, 2016). This mixed employee population is uniquely distinct from the
homogeneous population in other nations (Lasrado and Bagchi, 2011). Employee salaries in
this oil-rich country are higher than other MENA nations, especially because, unlike Lebanon
and Tunisia, the U.A.E. has a tax-free regime (Mercer, 2014). Nonetheless, Lebanon, instead
of being a destination for expatriates, has become a destination for refugees as the Syrian war
displaced over 1.1 million Syrians to Lebanon, which intensely shifted the Lebanese labour
market (Habib, 2015). Low salaries have driven hundreds of thousands of Lebanese to become
self-initiated expatriates in the U.A.E. (Jamali et al., 2005). With low salaries and limited
expatriates, Tunisia’s workplace is the most unstable among the three following the Arab

Spring of 2011, a revolution which, until today¢cismnging the country’s workplace laws and

policies (Breuer et al., 2015).

It has long been believed that Arab managers in the MENA region are, in general, inclined
towards consultation and the adoption of a participative leadership style (e.g, Al-Jafary and

Hollingsworth, 1983; Ali at al., 1997; Suliman and Thomas, 2014). Because the cultures in the
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MENA countries are considered collective cultures, leadership styles that preserve and

strengthen consensus are preferred (Ali et al., 1997).

In developing nations like the MENA countries, CSR has not yet been given efficient focus
(Jamali, 2014). While the concept was initially considered largely in developed nations, there
has been a shifting interest to CSR in developing nations (Jamali et al., 2015). Because the
concept of CSR is relatively new in many developing nations, these countries look at CSR
differently than the developed countries (Visser, 2008). Companies in the MENA region
seldom arrange for their CSR initiatives to address national problems like reducing poverty or
getting involved in actions such as donating money to charities. As a result of this, compared
to internal CSR, external CSR has less impact on the society in that region. Companies in the
region do not essentially look beyond core internal concerns (Shehadi et al., 2013). Moreover,
there is a difference in the notions of what CSR ought to achieve among the developed and
developing nations which emerges from dissimilar intensity of CSR interest and different levels

of CSR awareness raising and advocacy (Jamali,)2007

The companies considered for this study are SMEs. The existing literature looks at SMEs as a
significant base for the attainment of a blooming growth in the economy. These enterprises are
considered a vivacity that employ and foster fresh entrepreneurial skills and cetaiBicy
effective capabilities which function to raise both innovation and competition (Jamali et al.,

2009). Nevertheless, little is known about CSR in SMEs (Inyang,)2013

Method

Participants and Procedure

As mentioned before, data for this study was collected from employees working for SMEs in
the U.A.E., Lebanon, and Tunisia. All of the selected enterprises operate in the services and

trading sectors. Five companies in the U.A.E., seven companies in Lebanon, and five

15



companies in Tunisia participated in the study. Access to the participating SMEs was obtained
through personal contacts. The employees were asked to complete a questionnaire
accompanied with a cover letter that explained the objectives of the study, clarified the
voluntary nature of participation, and assured confidentiality of the responses. In the U.A.E.,
the questionnaire was forwarded by the supervisors to their subordinates through internal email.
Supervisors at the designated enterprises in Lebanon and Tunisia distributed the questionnaires
by hand to the subordinates. In every company, a file box was placed where the respondents
had the chance to anonymously place the questionnaire upon completion. The boxes were then

collected by a person assigned by the researchers.

In the U.A.E., a total of 260 usable questionnaires out of the 475 questionnaires forwarded
were returned, yielding a response rate of 54.74%. Of the 260 respondents, 56.54% were males
The majority of the participants were between the ages of 31 and 40 years old (32.31%) and
between the ages of 41 and 50 years old (31.92%). Moreover, 66.92% regpoadents
reported that their highest level of education was a Bachelor’s degree. Most of the participants

reportedatenure between 5 and 10 years (36.54%).

In Lebanon, a total of 268 usable questionnaires out of the 420 questionnaires distributed were

returned, yielding a response rate of 63.81%. Of the 268 respondents, 60.07% were males. The
majority of the participants were between the ages of 18 and 30 years old (27.24%) and between
the ages of 31 and 40 years old (27.99%). Additionally, 81.72% of the respondents reported a

Bachelor’s degree as their highest level of education. Most of the participants reported a tenure

of less than 5 years (39 %3.

Finally, in Tunisia, a total of 212 usable questionnaires out of the 415 questionnaires distributed
were returned for a 51.08% response rate. Of the 212 respondents, 58.02% were males. The

majority of the participants were between the ages of 31 and 40 years old (32.08%). Moreover,

16



77.83% of the respondents reported that their highest level of education was a Bachelor’s

degree. Most of the participants reported a tenure of less than 5 year8q41.04

Measures

In the U.A.E. and Lebanon, the questionnaire was provided in English since it is a language
regularly spoken in these two countries (Diab, 2006; Randall and Samimi, 2010). However,
following Brislin’s (1980) recommendations on the back-translation process, the English
guestionnaire was translated into French before it was distributed to employees in Tunisia since
French is one of the two commlgrspoken languages in that country (Stevens, 1983). The
initial translation was done by a professional translator. The translated questionnaire was then
back-translated into English by a bilingual academic. Only minor differences were found when
the two English versions of the questionnaire were compared. The questionnaire was then

pretested by three professionals who were not involved in the study.

The questionnaire items (presented in the appendix) were measured on a Likert Scale with

response options ranging from (1) ‘strongly disagree’ to (7) ‘strongly agree’.

Participative leadership. A 6-item scale developed by Arnold et al. (2000) was used to measure
participative leadership. Sample items include ‘My supervisor listens to my ideas and
suggestionsand ‘My supervisor gives all work members a chance to voice their opinions’.

The participants were asked to refer to their direct superdigorscale’s alpha reliability of

the studies in the U.A.E., Lebanon, and Tunisia is 0.91, 0.95, and 0.91, respectively.

Internal CSR. An 8-item scale selected from Maignan and Ferf2001) scale derived from
Carroll’s (1979) CSR classification was used to measure perceptions of internall@sél’s
classification is believed to be useful in looking at how CSR is displayed in a developing nation

context (Visser, 2008). Maignan and Ferrell (2001) came up with several items to measure the
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economic, legal, ethical, and discretionary responsibilities of businesses proposed by Carroll
(1979). Advice to use this scale was offered after contacting several managers in the three
considered countries. In order to operationalize the internal CSR definition from the existing
scale, it was essential to identify the company activities which typify the economic, legal,
ethical, and discretionary CSR towards the employees. The selected items were then compared
to another popular CSR scale (Turker, 2009) that includes items which specifically measure
the perceptions of CSR activities directed towards employees. Sample items include ‘My
company has internal policies that prevent discrimination inrtipdoyees’ compensation and
promotion’ and ‘My company supports employees who want to acquire additional education’.

The alpha reliability of the scale of the studies in the U.A.E., Lebanon, and Tunisia is 0.91,

0.90, and 0.90, respectively.

Organizational identification. A 6-item scale adapted by Homburg et al. (2009) from Mael and
Ashforth’s (1992) scale was used to measure OI. Sample items include ‘When someone
criticizes this companys feels like a personal insult’ and ‘When I talk about this company, I
usualy say “we” rather than “they”’. The scale’s alpha reliability of the studies in the U.A.E.,

Lebanon, and Tunisia is 0.88, 0.92, and 0.91, respectively.

Pride in membership. A 4-item scale was used to measure PIM. The items in this scale were
developed by Cable and Turban (2003) and Helm (R&E8nple items includd am proud to

identify mysef personally with this company’ and ‘I am proud when others associate me with

this company’. The alpha reliability of the scale of the studies in the U.A.E., Lebanon, and

Tunisia is 0.84, 0.91, and 0.89, respectively.

Control variables. The control variables consist of gender, age, level of education, and tenure.
Gender has previously been linked to pride in the workplace (Magee, 2015)@hAiyee

and Luk, 1996). Pride and Ol have also been found to change with age (Magee, 2015;

18



Bergmann et al., 2016). Moreover, education and organizational tenure have been proven to
have an effect on pride (Kraemer and Gouthier, 201Reilly and Chatman, 1986) and to be

significantly related to Ol (Kreiner and Ashforth, 2004; Stinglhamber et al., 2015).

Data Analytic Strategy

Structural Equation Modeling (SEM) was performed using the Stata 14 software in order to
test the proposed hypothesdde selection of this method is based on SEM’s strong
competency to deal with latent variables and their observable indicators as well as provide the
comparison of the model hypothesized to the empirical data by delivering the fit-statistics
(Nachtigall et al., 2003). SEM is also known for simplifying mediation analysis because it tests

different mediation hypothesesamly one analysis (MacKinnon, 2008).

The two-step approach suggested by Anderson and Gerbing (1988) was followed. The
measurement model which specifies the relation between the observed items and their
corresponding constructs was first analysed in order to deliver a confirmatory analysis of both
the convergent and discriminant validities (Campbell and Fiske, 1959). Subsequently, the
structural model which specifies the causal relations of one construct to the other constructs
was analysed in order to assess the nomological validity (Cronbach and Meehl, 1955; Zabkar,

2000).

Results

Validity Analysis

Subset-item parcelling was applied in order to attain a better subject-parameter-ratio

(Matsunaga, 2008). The items with the highest and lowest factor loadings were averaged and
then treated as indicators of their respective construct (Little et al., 2002). CSR was formed of
four parcels, participative leadership and Ol were formed of three parcels, and PIM ended up

with two parcels.
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Confirmatory factor analysis (CFA) was applied to test how well the observed variables
represent their underlying construct (Suhr, 2006). The Comparative Fit Index (CFl), the
Tucker-Lewis Index (TLI), the Standardized Root Mean Squared Residual (SRMR), and the
Root Mean Square Error Approximation (RMSEA) were used to test the goodness of fit of the
model to dataA CFI value greater than 0.90, a TLI value greater than 0.80, a SRMR value less
than 0.08, and a RMSEA value less than 0.10 have been suggested (Byrne, 2010; Hu and
Bentler, 1999; Kline, 2005; MacCallum et al., 199¢sults of the CFA conducted sheav

that the measurement model has an adequate fit to data from the three codfts50,
CFI=0.92, TLI=0.88, SRMR=0.03, and RMSEA=0.09 for the U.AB/cf=3.11, CFI=0.95,
TLI=0.93, SRMR=0.03, and RMSEA=0.08 for Lebanon; gidf=2.82, CFI=0.93, TLI=0.90,

SRMR=0.05, and RMSEA=0.09 for Tunisia.

In addition to this, the CFA results revealed that the composite reliability scores of the variables
ranged between 0.80 and 0.96, exceeding the recommended threshold value of 0.70 (Nunnally,
1994). Also, following Fornell and Larcker’s (1981) guidelines, the average variance extracted

(AVE) for each variable exceeded 0.5, ranging between 0.66 and 0.89. Thus, convergent

validity is supported.

Tables 1, 2, and 3 show the correlation matrices for the three samples. The bold numbers in the
matrices’ diagonals represent the square roots of the AVEs of the constructs. Discriminant
validity is achieved if the square root of the AVE of a construct is greater than the correlations
between this construct and other constructs (Fornell and Larcker, 1981). In the three matrices,
these square roots are larger than the correlations between the given construct and other

constructs. This supports the discriminant validity of the scales used.

[Insert Table 1 here]

[Insert Table 2 here]
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[Insert Table 3 here]

Common Method Bias

In order to address the common method bias problem, remedies recommended by Podsakoff et
al. (2003) were followed. While the data was being collected, obscurity and confidentiality of
the responses weessured to the respondents in order to reduce evaluation apprehension and
social desirability. Moreover, the potential impact of common method bias was statistically
tested usingdarman’s single factor test. The fit statistics of the single-factor model were:
2?’ldf=4.47, GFI=0.72, CFI=0.78, SRMR=0.33, and RMSEA=0.12 for the U &Fl{=3.84,
GFI=0.75, CFI=0.85, SRMR=0.40, and RMSEA=0.10 for Lebanony&dt+ 3.00, GFI=0.75,
CFI1=0.83, SRMR=0.13, and RMSEA=0.10 for Tunisia. These indicate a poor model fit for the
three countries, suggesting that common method bias is not a significant issue in this research.
For further confirmation, since the tendency of people to show themselves positively or in a
‘socially desirable’ manner while completing questionnaires is often assumed to be a cause of
common method variance, the partial correlation procedure was applied by partialling out
social desirability. This statistical procedure requires that the researcher control the effects of
common method variance (by controlling for social desirability) and then compare the
differences in the partial correlatioasnong the different variables (Posdakoff et al., 2003)
Socially desirable responding was measured by a 4-item scale developed by Donavan et al.
(2004). The inspections of the partial correlati@fi®r controlling for social desirability
suggestd that there is a slight change in the strength of some of the correlations. For the
U.A.E., the correlations only faintly changed among the variables. For example, the correlation
between internal CSR perceptions and Ol increased by 0.01. Similarly, for Lebanon and
Tunisia, the correlations among the different variables slightly changed. This means that

controlling for social desirability responding had a very little effect on the strerigtine
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relationships among the variables, signifying that the probability for common method bias in

the study’s data is low.

Hypothesis Tests

Estimation through Maximum Likelihood was performed to test the proposed hypotheses
Figure 2, which represents the partial sequential mediation model, shows the results of the SEM
analysis for the U.A.E., Lebanon, and Tunisia, respectively. As is shown, the path from
participative leadership to CSR perceptighs(.52, p < .01 for the U.AEA=0.50, p < .01 for
Lebanon;$=0.35, p < .01 for Tunisia) is positive and significant. This provides evidence that
supports Hypothesis 1 which states that participative leadership is positively related to internal
CSR perceptions of employees. Similarly, the path from internal CSR perceptions to PIM
(6=0.51 for the U.A.E./0.28 for Lebanon/0.21 for Tunisia; p < .01) and the path from PIM to
Ol (5=0.51, p < .01 for the U.AEA=0.31, p < .01 for Lebanonj= 0.14, p < .05 for Tunisia)

are positive and significant. This presents support for Hypothesis 2 which posits that CSR
perceptions are positively related to PIM and Hypothesis 4 which suggests that PIM is
positively related to Ol. Taken together, the SEM findings in Figure 2 provide evidence that
there is some mediation, supporting Hypotheses 3 and 5 which posit that the relationship
between participative leadership and PIM is mediated by internal CSR perceptions of
employees and that the relationship between internal CSR perceptions and Ol is mediated by

PIM.

[Insert Figure 2 here]

Mediation Analysis
A comparison between an alternate model, which only allows for full mediation, and the partial
mediation model (depicted in Figure 2) was made. The fully mediated model (illustrated in

Figure 1) showed the following model fit: For the U.A.E2,(91) =361.68,%/df=3.97,
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CFI=0.89, TLI=0.86, SRMR=0.09, and RMSEA=0.11; for Lebangf91) =453.08,
2?ldf=4.98, CFI=0.89, TLI=0.86, SRMR=0.14, and RMSEA=0.12; and for Tunj${a]1)
=409.98, y’/df=4.51, CFI=0.84, TLI=0.80, SRMR=0.17, and RMSEA=0.13. The partial
mediation model showed a better fit to the data from the U.A.E., Lebanon, and Tunisia,
respectively: y> (88) =306.44/278.76/247.75;%/df=3.48/3.16/2.81; CFI=0.91/0.94/0.92;
TLI=0.89/0.93/0.90; SRMR=0.06/0.06/0.07; and RMSEA=0.09/0.09/0.09. The difference in
fit was statistically significantAy? (3) =55.24/174.32/162.23, p < .01 for the U.A.E., Lebanon,

and Tunisia, respectively.

Additionally, bootstrapping was used to cross-validate the mediation results of the SEM.
Following the guidelines recommended by Shrout and Bolger (2002), 5,000 bootstrap samples
were created for each country. The indirect effects of participative leadership aneliiie
indirect effects of internal CSR perceptions ©h were estimated with the bias-corrected
percentile method (Efron and Tibshirami, 1993). The outcomes from the bootstrap sample from
the U.A.E. reveal that the indirect effect of participative leadership on PIM via internal CSR
perceptions is 0.27, obtained by multiplying the path coefficients of PL to £8R5¢) and

CSR to PIM £=0.51). This indirect effect is significant with axp.01 and a corresponding

95% confidence interval (CI) ranging between the values 0.10 and 0.36. Moreover, the indirect
effect of internal CSR perceptions @i via PIM for the U.A.E. is 0.26, obtained by
multiplying the path coefficients of CSR to PIFH0.51) and PIM to Ol4=0.51). This indirect

effect is significant with a p < .01 and a 95% CI ranging from values 0.08 to 0.48. Similarly,
the results from the Lebanese bootstrap sample show that the indirect effect of participative
leadership on PIM via internal CSR perceptions is 084 _(-sg =0.50 *Bcsp—pin= 0.28).

This indirect effect is significant (.01) with a 95% CI ranging between the values 0.04 and
0.24. The indirect effect of internal CSR perceptions on Ol via PIM for Lebanon is 0.09

(Besr—pim= 0.28 * Bpiv—o;= 0.31). This effect is significant .01) with a 95% CI ranging
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from values 0.03 to 0.20. Applying the same procedures, the results from the bootstrap sample
from Tunisia show that the indirect effect of participative leadership on PIM via internal CSR
perceptions is 0.0786;_,csg= 0.35 *Bcsp—pimy= 0.21). It is significant with a g .01 anda
bootstrapped 95% CI ranging between values 0.01 and 0.25. Lastly, the indirect effect of
internal CSR perceptions on Ol via PIM for Tunisia is O834_ pim= 0.21 *Bp;p—0;= 0.14),

and is significant with a g .1. Therefore, the presented outcomes provide support for the

results of the mediation hypotheses.

Discussion

Despite the heightening importance of the impact that participative leadership can have on
employees, this leadership style has not been link€x.t&lso, mechanisms through which
participative leadership can lead to desirable employee outcomes lack examination (Hassan et
al., 2013; Miacetal., 2014). The purpose of this study wadeterminaf and how participative
leadership lead$o higher Ol. Findings showd that participative leadership eventually
generates Ol. Results supported the hypothesis which signifies that participative leadership
leadsto positive internal CSR perceptions of employees. Results also provided support for the
hypotheses suggesting that positive internal CSR perception® IBdd which,in turn, leads

to Ol. Additionally, evidence was provided for the hypotheses indicating that internal CSR
perceptions mediate the relationship between participative leadership and PIM, and that PIM
mediates the relationship between internal CSR perceptionsOandNevertheless, the
mediation relationships were foutalbe partial. This suggests that there are other mediators
worthy of investigation. For example, high levels of trust in the leader may play a mediating
role in the relationship between participative leadership and PIM since participative leadership
may demonstrate that the leader has respect, concern, and confidence in the employees (Dirks
and Ferrin, 2002; Miao et al., 201®ther mechanisms may also be involved in the relationship

between CSR an@l, such as the degree iafportance of an individual’s job to his/her self-
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image since it is believed that employees identify more with the organization when they view

their job to be important to their self-image (Katrinli et al., 2009).

The studied relationships are the strongest for the U.A.E., followed by Lebanon and then
Tunisia. The leaders in the U.A.E. are believed to have to put in added effort to communicate
and listen to their subordinates’ needs since handling the current workplace diversity has
become a priority for many enterprises in the U.A.E. (Al-Jenaibi, 2012). A special type of
relationship based on mutual respect and trust is believed to be emerging between the diverse
employees and the leaders in the companies in the U.A.E. in order to successfully generate
positive work outcomes (Suliman and Khthairi, 2012). Moreover, Lebanon’s different

religious and political parties have made tolerance and understanding special elements for
positive coexistence in the workplace (Jamali et al., 2005). Both the U.A.E. and Lebanon,
compared to other Arab countries, are more open to developed nations and understand the
importance of achieving positive employee outcomes (Jamali et al., 2005; Lasrado and Bagchi,
2011). Tunisia, nevertheless, is still considered somewhat reserved, and its workplace
constitutes a fragile setting where many standards and rules are only partially eifettteve

eyes of the employees (Stanton, 2015).

The finding that participative leadership leads to positive internal CSR perceptions of
employees provides support for the social information processing theory. This finding is
consistent with the notion that employees develop their perceptions of internal organizational
practices by collecting information cues from their work environment and that their leader
serves as a significant source of that information (Salancik and Pfeffer, 1978). Additionally,
the finding contributes to the social information processing theory by expanding the
understanding of this theory in an employment context. This finding also helps expand the core

of the CSR theory by determining that participative leadership is an antecedent of CSR
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perceptions, and by looking at CSR in the context of SMEs in developing nations as this is
relevant but lacking (Jamali et al., 2015; Spence, 2014). Furthermore, the findings that internal
CSR perceptions lead to PIM, that PIM lead®tpand that PIM plays a mediating role in the
relationship between internal CSR perceptions @h@rovide support for the social identity
theory. Thee findings are consistent with the notion that identification is shaped by the
employees’ perceptions of the organization and its practices which instil feelings of pride in

the employees (Tajfel and Turner, 1979).

Conclusion

In an attempt to explain the process linking participative leaderstp émd determining a

novel antecedent of CSR perceptions, a sequential mediation model was formulated and tested
in SMEs in the MENA region. The results provided evidence that participative leadership leads
to positive internal CSR perceptions of employees which lead to PIM that, in turn, results in
Ol. Furthermore, internal CSR perceptions mediated the relationship between participative
leadership and PIM, and PIM mediated the relationship between internal CSR perceptions and

Ol in the U.A.E., Lebanon, and Tunisia.

The results of this study open a window for company leaders who seek higher Ol from their
employees. It is well known that employees who highly identify with their company display
positive attitudes and behaviours in the workplace which help the company achieve its goals
and be more effective (Pratt, 1998; Van Dick et al., 2007). Therefore, managers can adopt a
more participative approach while interacting with their subordinates in order to &oster
positive psychological state of employees where they feel proud of their membership in the
organization and thus identify with it. In addition to this, because positive perceptions of
internal CSR in the sequel lead to increagdd some alterationn the human resource

management (HRM) practices can benefit both the company and the employees (Fajana et al.,
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2011). For example, incorporating internal policies which prevent discrimination in the
employees’ promotion and compensation if they are not already present or supporting
employees who want to acquire additional education will be of value to the employees. Such
practices, viewed as elements to measure internal CSR, will also reinforce the employees’

positive perceptions of the company’s internal CSR, eventually increasing their Ol and thus

benefiting the company (Gond et al., 2010; Turker, 2009).

Despite careful considerations, the current paper has some limitations. First, due to the context
of the study, the external aspect of CSR was not reflected on since the MENA region still lacks
initiatives that align withhe diverse stakeholders’ needs (Shehadi et al., 2013). Future research

can test this pap®&rsequential mediation model in other geographical regions where external
CSR perceptions can also be taken into consideration. Further, as mentioned earlier, the
findings of the study revealed partial mediation relationships and therefore one research
extension is to test other mechanisms in the relationship between participative leadership and
PIM and the relationship between CSR &@idsuch as high levels of trust in the leadsut

the degree of importance of the job to théividual’s self-image To add to this, since this

study was only cross-sectional, future research can fotloyw with a longitudinaktudy to

track and describe individual changes over time (Menard, 2002). In spite of these limitations,
this study provided intriguing findings that address current literature agapsmprove the

knowledge in respect of the procedsich leads to highedl.
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Appendix

Items used to measure participative leadership:

© s NP

My supervisor encourages me to express my ideas and suggestions
My supervisor listens to my ideas and suggestions

My supervisor uses our suggestions to make decisions that affect us
My supervisor gives all work members a chance to voice their opinions
My supervisor considers my ideas when he/she disagrees with them
My supervisor makes decisions based only on his/her ideas

Items used to measure internal CSR perceptions:

1.

My company closely monitors the employees’ productivity

My company seeks to comply with all laws in hiring and giving employees benefits
My company has programs that encourage the diversity of its workforce (in terms of
age, gender, or race)

My company has internal policies that prevent discrimination in the employees’
compensation and promotion

My company has a comprehensive code of conduct

My company supports employees who want to acquire additional education

My company encourages employees to join civic organizations that support the
community

My company has flexible policies which enable the employees to better coordinate
work and personal life

Items used to measure organizational identification:

ok wneE

When someone criticizes this company, it feels like a personal insult

| am very interested in what others think about this company

When | talk about this company, | usually say "we" rather than "they"
This company's success is my success

When someone praises this company, it feels like a personal compliment
If a story in the media criticizes this company, | would feel embarrassed
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Items used to measure pride in membership:

1. |l am proud to be part of my company

2. | am proud to tell others that | work for this firm

3. | am proud to identify myself personally with this firm

4. | am proud when others associate me with this company
References

Aguilera, R.V., Rupp, D.E., Williams, C.A., & Ganapathi, J. (2007). Putting the Sibaxkporate
social responsibility: A multilevel theory of social change in organizatiwedemy of
Management Review, 32(836-863.

Al-Jafary, A., & Hollingsworth, A.T. (1983). An exploratory study of managepractices in the
Arabian Gulf region. Journal of International Business Studies, 12(2), 143-152.

Al-Jenaibi, B. (2012). The scope and impact of workplace diversity in the Unitdd EAmiratesA
preliminary study. Geografia: Malaysian Journal of Society and Spacel18(4),

Ali, AJ., Tagi, AA., & Krishnan, K. (1997). Individualism, collectivism, and decisstyles of
managers in Kuwait. The Journal of Social Psychology, 137(5), 629-637.

Amabile, T.M., Schatzel, E.A., Moneta, G.B., & Kramer, S.J. (2004). Leader behaviors anarkhe
environment for creativity: Perceived leader support. The Leadership Quat&tly,5-32.

Anderson, J.C.& Gerbing, D.W. (1988). Structural equation modeling in practice: a review and
recommended two-step approach. Psychological Bulletin, 103(3)4231

Arnett, D.B., Laverie, D.A., & McLane, C. (2002). Using job satisfaction and pridetamal-
marketing tools. Cornell Hospitality Quarterly, 43(2), 87-96.

Arnold, J. A., Arad, S., Rhoades, J. A., & Drasgow, F. (2000). The empoweringrdbegd
guestionnaire: The construction and validation of a new scale for measuring leagd@ursha
Journal of Organisational Behaviour, 21(3), 2269.

Aryee, S., & Luk, V. (1996). Balancing two major parts of adult life experievwmk and family
identity among dual-earner couples. Human Relations, 49(4)4885

Ashforth, B.E., & Mael, F. (1989). Social identity theory and the organizationlefgaof Management
Review, 14(1), 20-39.

29



Ayse, K. Y., Imran, A., & Triant, F. (2015). The effect of corporate socgdarsibility on pride in
membership, job satisfaction and employee engagement. British Journal of Economics,
Management & Trade, 9(4), 1-12.

Basil, D.Z., & Erlandson, J. (2008). Corporate social responsibility websiteseyations: A
longitudinal study of internal and external spiesentations. Journal of Marketing
Communications, 14(2), 125-137.

Berber, N., Susnjar, G. S., Slavic, A., & Baosic, M. (2014). Relationship betwepgorater social
responsibility and human resource management-as new management eonGptgal and
Eastern Europe. Engineering Economics, 25(3), 360-369.

Bergami, M., & Bagozzi, R.P. (2000). Selhtegorization, affective commitment and group-esteem
as distinct aspects of social identity in the organization. British JouohaBocial
Psychology, 39(4), 555-577.

Bergmann, A., Schmidt, S.L., Schreyer, D., & Torgler, B. (2016). Age and organizationdiddgon:
empirical findings from professional sports. Applied Economics Letters, 23(10), 718-722.

Bhattacharya, C.B., Korschun, D., & Sen, S. (2009). Strengthening stakeholdpany relationships
through mutually beneficial corporate social responsibility initiatives. Jbuwh8usiness
Ethics, 85(2), 257-272.

Blader, S.L., & Tyler, T.R. (2009). Testing and extending the group engagement modeiedink
between social identity, procedural justice, economic outcomes, and extrarole
behavior. Journal of Applied Psychology, 94(2), 445-464.

Boekhorst, J.A. (2005 The role of authentic leadership in fostering workplace inclusion: Aalsoci
information processing perspective. Human Resource Management, 54(2), 241-264.

Breuer, A., Landman, T., & Farquhar, D. (2015). Social media and protest mobilization: Eviidenc
the Tunisian revolution. Democratization, 22(4), 764-792.

Brislin, R.W. (1980). Translation and content analysis of oral and writtéeriah In: Triandis, H.C.
and Berry, J.W. (eds.), Handbook of Cross-Cultural Psychology, (vol.2, 389-444). Boston:

Allyn & Bacon.

30



Brown, T. J., Dacin, P. A., Pratt, M. G., & Whetten, D. A. (2006). Identity, intended image, eshstru
image, and reputation: An interdisciplinary framework and suggested terminology. Jdurnal o
the Academy of Marketing Scienc@4(2), 99-106.

Bryman, A. (2013). Leadership and organizations. Routledge.

Byrne, B. M. (2010). Structural equation modeling with AMOS: Basic concepts, applications, and
programming (2nd ed.). New York: Routledge Academy.

Cable, D., & Turban D.B. (2003). The value of organizational reputation in the neentiicontext: a
brand-equity perspective. Journal of Applied Social Psychology, 33(11), 2266.

Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation bsuktérait-
multimethod matrix. Psychological Bullefif6(2), 81-105.

Carmeli, A., Gilat, G., & Waldman, D.A. (2007). The role of perceived organizatmmmdrmance in
organizational identification, adjustment and job performance. Journal of Management
Studies, 44(6), 972-992.

Carroll, A.B. (1979). A three-dimensional conceptual model of corporate pericenAcademy of
Management Review, 4(4), 497-505.

Chen, Y.R., & Hung-Baesecke, C.F. (2014). Examining the internal aspect of corporate social
responsibility (CSR): leader behavior and employee CSR participation. Cocartiani
Research Reports, 31(2), 210-220.

Chen, G., Sharma, P.N., Edinger, S.K., Shapiro, D.L., & Farh, J.L. (2011). Motivating and demotivating
forces in teams: cross-level influences of empowering leadership and relaionshi
conflict. Journal of Applied Psychology, 96(3), 541-557.

Chen, Y.F., & Tjosvold, D. (2006). Participative leadership by American and Chiresagers in
China: The role of relationships. Journal of Management Studies, 43(8), 1727-1752.

Choi, Y., & Yu, Y. (2014). The influence of percedeorporate sustainability practices on
employees and organizational performance. Sustaibgl(il), 348-364.

Choudhary, A.l., Akhtar, S.A., & Zaheer, A. (2013). Impact of transformational and servant
leadership on organizational performance: A comparative analysis. Journal of Business
Ethics, 116(2), 433-440.

31



Cornelius, N., Todres, M., Janjuha-Jivraj, S., Woods, A., & Wallace, J. (20@8porate social
responsibility and the social enterprise. Journal of Business E84{@3, 355-370.

Cronbach, L. J., & Meehl, P. E. (1955). Construct validity in psychological tests. Rxyichbl
Bulletin, 52(4), 281-302.

De Roeck, K., & Delobbe, N. (2012)o environmental CSR initiatives serve organizations’ legitimacy
in the oil industry? Exploring employees’ reactions through organizational identification
theory. Journal of Business Ethics, 110(4), 397-412.

De Roeck, K., Marique, G., Stinglhamber, F., & Swaen, V. (2014). Understanding employessess
to corporate social responsibility: mediating roles of overall jussiod organisational
identification. The International Journal of Human Resource Managemen), 26(12.

Diab, R.L. (2006) University students’ beliefs about learning English and French in
Lebanon. System, 34(1), 80-96.

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytidifigs and implications for
research and practice. Journal of Applied Psychology, 87(4), 611-628.

Dodge, KA. (1991). Emotion and social information processing. In: Garber J, Dodge Kos etiiie
development of emotion regulation and dysregulation. New York: Cambridge University Press;
159-181.

Donavan, D. T., Brown, T. J., & Mowen, J. C. (2004). Internal benefits of servideswvcustomer
orientation: Job satisfaction, commitment, and organizational citizenshgviors. Journal of
Marketing,68(1), 128-146.

Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational @sagnd member
identification. Administrative Science Quarterly, 39(2), -23883.

Ekwutosi, O. C., & Moses, O. S. (2013). Internalization of organizational culdutbeoretical
perspective. International Journal of Business Tourism and Applied Sciences, 1(2), 77-96.

Efron, B., & Tibshirami, R. J. (1993). An introduction to the bootstrap. New York: Chapman & Hall.

Epitropaki, O., & Martin, R. (2005). The moderating role of individual differennethe relation
between transformational/transactional leadership perceptions and organizational
identification. The Leadership Quarterly, 16(4), 569-589.

32



Fajana, S., Owoyemi, O., Elegbede, T., & Gbajumo-Sheriff, M. (2011). Human resource management
practices in Nigeria. Journal of Management and Strategy, 2(2), 57-62.

Fornell, C.,& Larcker, D. (1981). Evaluating structural equation models with unobservable variables
and measurement error. Journal of Marketing Research, 18(5)).39

Gond, J.P., ElI-Akremi, A., Igalens, J., & Swaen, V. (2010). Corporate social responsibiilience
on employes.Research Paper Series. International Centre for Corporate Social
Responsibility. Nottingham University.

Gond, J.P., Igalens, J., Swaen, V., & El Akremi, A. (2011). The human resources camtrtbuti
responsible leadership: An exploration of the €BR interface. Journal of Business
Ethics, 98(1), 115-132.

Googins, B.K., Mirvis, P.H., & Rochlin, S.A. (2007). Beyond good company: Next generation
corporate citizenship. Palgrave Macmillan, Houndmills.

Groves, K.S., & La Rocca, M.A. (2011). An empirical study of leader ethical vataasformational
and transactional leadership, and follower attitudes toward corporate sop@hsiedity.
Journal of Business Ethics, 103(4), 511-528.

Habib, R. R. (2015, November). Syrian labor in Lebanon: refugees and workers. In 201 2AfRtaA
Meeting & Expo (Oct.-Nov. 2015). APHA.

Hall, B.H., Lotti, F., & Mairesse, J. (2009). Innovation and productivity in SNE®irical evidence
for Italy. Small Business Economics, 33(13;33.

Hassan, S., Mahsud, R., Yukl, G., & Prussia, G. E. (2013). Ethical and empowering leadership and
leader effectiveness. Journal of Managerial Psychology, 28(2), 133-146.

Helm, S. (2013). A matter of reputation and pride: Associations betwereaived external reputation,
pride in membership, job satisfaction and turnover intentions. British Jouohal
Management, 24(4), 542-556.

Hogg, M. A., & Terry, D.J. (2001). Social identity theory and organizatipnocesses. Philadelphia:
Psychology Press.

Homburg, C., Wieseke, J., & Hoyer, W. D. (2009). Social identity and the servicegbraifi. Journal
of Marketing, 73(2), 38-54.

33



Hu, L.T., & Bentler, P.M. (1999). Cutoff criteria for fit indexes in covariancacttire analysis:
Conventional criteria versus new alternatives. Structural Equation Modé{ijg 1-55.

Huang, X., lun, J., Liu, A., & Gong, Y. (2010). Does patrticipative leadership enhank@erformance
by inducing empowerment or trust? The differential effects on managerial andarayerial
subordinates. Journal of Organizational Behavior, 31(1), 122-143.

Ines, D.M. (2012). Social identity and cooperative behaviour in virtual organisattenndtional
Journal of Humanities and Social Science, 2(7), 214-219.

Inyang, B.J. (2013). Defining the role engagement of small and medium-sizeprisae(SMES) in
corporate social responsibility (CSR). International Business Researchl B§5)32.

Jacinto, A., & Carvalho, I. (2009). Corporate social responsibility: The irfueh organizational
practices perceptions in employee’s performance and organizational identificationin New
research trends in effectiveness, health, and work: A Criteos scientificaiadsional account
175-204.

Jamali, D. (2007). The case for strategic corporate social responsibility ielopieyg
countries. Business and Society Review, 112(1), 1-27.

Jamali, D. (2014). Overview of corporate social responsibility in the middleTémstVorld Financial
Review, 71-72.

Jamali, D. R., El Dirani, A. M., & Harwood, I. A. (2015). Exploring human resomaieagement roles
in corporate social responsibility: the CHRM co-creation model. Business Ethics: A
European Review, 24(2), 125-143.

Jamali, D., Lund-Thomsen, P., & Jeppesen, S. (2015). SMEs and CSR in developing
countriesBusiness & Society, 1(1), 1-12.

Jamali, D., Sidani, Y., & Safieddine, A. (2005). Constraints facing working women in Lebamon
insider view. Women in Management Review, 20(8), 581-594.

Jamali, D., Zanhour, M., & Keshishian, T. (2009). Peculiar strengths and relational attributessof SME

in the context of CSR. Journal of Business Ethics, 87(3), 355-367.

34



Jones, D. A. (2010). Does serving the community also serve the company? Usingatiayeai
identification and social exchange theories to understand employee responses to aigaluntee
programme. Journal of Occupational and Organizational Psychology, 83(4), 857-878.

Jong, P.J.& Hartog, D. D. (2007). How leaders influenaeployees’ innovative behavior. European
Journal of Innovation Management, 10@4);64.

Katrinli, A., Atabay, G., Gunay, G., & Guneri, B. (2009). Exploring the antecedentgarimational
identification: the role of job dimensions, individual characteristics ajoth
involvement. Journal of Nursing Management, 17(1), 66-73.

Kaufman, B. E. (2001). The theory and practice of strategic HRM and participativeyenast.
Human Resource Management Review, 11(4), 505-533.

Kim, H.R., Lee, M., Lee, H.T., & Kim, N.M. (2010). Corporate Social Responsibility and Employee
Company ldentification. Journal of Business Eth&&4), 557 569.

Kline, R. B. (2005). Principles and practice of structural equation modeling (2nd ed.). Mew Yo
The Guilford Press.

Kochar, A., & Bisht, M. (2014). HR practices and internal corporate social respitpsitournal of
General Management Research, 1(1), 37-50.

Kolk, A., van Dolen, W., & Vock, M. (2010). Trickle effects of cross-sector soaidhprships. Journal
of Business Ethics, 94(1), 123-137.

Kotler, P., & Lee, N. (2005). Corporate social responsibility: Doing tbst imood for your company
and your cause. Hoboken, NJ: John Wiley.

Kraemer, T., & Gouthier, M. (2014). How organizational pride and emotional stibialexplain
turnover intentions in call centers: A multi-group analysis with gender arahiaegional
tenure. Journal of Service Management, 25(1), 125-148.

Kreiner, G.E., & Ashforth, B.E. (2004). Evidence toward an expanded model of organizational
identification. Journal of Organizational Behavior(B51-27.

Lasrado, F., & Bagchi, T. (2011). A cross-cultural evaluation of the contempooakplace and its
managerial implicationgnternational Journal of Business, Management and Social Sciences,
2(1), 1-15.

35



Lee, E. M., Park, S. Y., & Lee, H. J. (2013). Employee perception of CSR activisiesitéicedents
and consequences. Journal of Business Research, 66(10), 1716-1724.

Lind, E. A., & Tyler, T. R. (1988). The social psychology of procedural justice. New York: Plenum.

Little, T.D., Cunningham, W.A., Shahar, G., & Widaman, K.F. (2002). To parcel or ruzrtel:
Exploring the question, weighing the merits. Structural Equation Modeling, 9(2), 151-173.

Lockett, A., Moon, J., & Visser, W. (2006). Corporate social responsibility in gesment research:
Focus, nature, salience and sources of influence. Journal of Management Stutlie$183(
136.

Lord, R.G., & Maher, K.J. (2002). Leadership and information processingng perceptions and
performance. Routledge.

MacCallum, R.C., Browne, M.W., & Sugawara, H.M. (1996). Power analysis and determination of
sample size for covariance structure modeling. Psychological Methods, 1(2), 130-149

MacKinnon, D. (2008). Introduction to statistical mediation analysis. New York, NY: reage
Erlbaum Associates.

Mael, F., & Ashforth, B.E. (1992). Alumni and their alma mater: A patéist of the reformulated
model of organizational identification. Journal of Organizational Behavio) 1B(3-123.

Magee, W. (2015). Effects of Gender and Age on Pride in Work, and Job Satisfaatioral Jaf
Happiness Studies, 16(5), 1091-1115.

Maignan, I., & Ferrell, O. C. (2001). Antecedents and benefits of corporate citizelslipestigation
of French businesses. Journal of Business Resezi(d), 37-51.

Martin, R. (2015). A review of the literature of the followership since 200&6ES@pen, 5(4), 1-9.

Matsunaga, M. (2008). Item parceling in structural equation modeling: MepriCommunication
Methods and Measures, 2(4), 260-293.

McWilliams, A., & Siegel, D. S. (2001). Corporate social responsibility: A theorghef firm
perspective. Academy of Management Revi2g(l), 117-126.

Menard, S. (2002). Longitudinal research (Vol. 76). Sage. USA.

Mercer (2014). International Geographic Salary Differentials

36



Miao, Q., Newman, A., & Huang, X. (2014). The impact of participative leadership pejfdrmance
and organizational citizenship behavior: Distinguishing between the mediatexjsetif
affective and cognitive trust. The International Journal of Human Resource
Management, 25(20), 2796-2810.

Miao, Q., Newman, A., Schwarz, G., & Xu, L. (2013). Participative leadership and the orgeaikati
commitment of civil servants in China: the mediating effects of trust innggpe British
Journal of Managemeri24(1), 76-92.

Muindi, F.K. (2011). The relationship between participation in decision makingoarshtisfaction
among academic staff in the school of business, university of Nairobi. JairRaman
Resources Management Research, 1-34.

Nachtigall, C., Kroehne, U., Funke, F., & Steyer, R. (2003). Pros and cons of structatabrequ

modeling. Methods Psychological Research Online, 8(2), 1-22.

Nunnally J., & Bernstein 1. (1994). Psychometric theory. 3rd edn, McGraw Hill, New York.

Onkila, T. (2015). Pride or embarrassmenEmployees’ emotions and corporate social
responsibility. Corporate Social Responsibility and Environmental Manage?2€d), 222-
236.

O'Reilly, C., & Chatman, J. (1986). Organizational commitment and psycholoti@ethraent: The
effects of compliance, identification and internalization on prosocial bahal®ournal of
Applied Psychology71(3), 492-499.

Peterson, D. K. (2004). The relationship between perceptions of corporate citizemship
organizational commitment. Business & Society, 43(3), 296-319.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common methodrbiases
behavioral research: a critical review of the literature and recommended rendediggl| of
Applied Psychology, 88(5), 879-903.

Pratt, M. G. (1998 To be or not to be? Central questions in organizational identification.An D
Whetten, & P. C. Godfrey (Eds.), Identity in organizations: Developing théwoudh

conversations (17207). Thousand Oaks, CA: Sage.

37



Randall, M., & Samimi, M.A. (2010). The status of English in Dubai. English Today, 2&5).

Reade, C. (2001). Antecedents of organizational identification in multinational diwperdostering
psychological attachment to the local subsidiary and the global organization. liomahat
Journal of Human Resource Management, 12(8), 1269-1291.

Rok, B. (2009). Ethical context of the participative leadership model: takiegple into
account. Corporate Governance: The International Journal of Businesseaty (@), 461-
472.

Salancik, G. R. & Pfeffer, J. (1978). A social information processing approachdtifatdes and task
design. Administrative Science Quarterly, 23(2), 224-253.

Sen, S., & Bhattacharya, C. B. (2001). Does doing good always lead to doing betistm&o
reactions to corporate social responsibility. Journal of Marketing Res&&2h,225-243.

Shehadi, R., Ghazaly, S., Jamali, D., Jamjoom, M., & Insight, I. C. (2088Y).ise of corporate social
responsibility: Atool for sustainable development in the Middle Easbz & Company. Jamil
Wyne, 177.

Shin, I., Hur, W. M., & Kang, S. (2016 mployees’ perceptions of corporate social responsibility and
job performance: A sequential mediation model. Sustainability, 8(5), 493.

Shrout, P. E., & Bolger, N. (2002). Mediation in experimental and nonexperimental stNdigs
procedures and recommendations. Psychological Methods, 7 (414822

Smidts, A., Pruyn,A. H., & van Riel,C. M. (2001). The impact of employee communication and
perceived external prestige on organizational identification. Acadeimanagement
Journal, 49(5), 1051.062.

Somech, A. (2005). Directive versus participative leadership: Two complementary apprtaches
managing school effectiveness. Educational Administration Quar#dfg), 777-800.
Sorenson, R. L. (2000). The contribution of leadership style and practices tp feni business

success. Family Business Review, 13(3), 183-200.
Sousa, F.H., & Vala, J. (2002). Relational justice in organizations: The group-vadiet and support

for change. Social Justice Research, 15(2), 99-121.

38



Spence, L.J. (2014). Small business social responsibility: Expanding core CSR Bosorgss &
Society, 1-33.

Stanton, S. (2015Equality and Justice in Employment: A Case Study from Post-Revolution Tunisia
The Equal Rights Review, 15(1), 112-127.

Stawiski, S., Deal, J. J., & Gentry, W. (2010). Employee perceptions of edepsmcial responsibility.
Center for Creative Leadership, Greensboro, NC.

Stevens, P.B. (1983). Ambivalence, modernisation and language attitudes: French andnArabic i
Tunisia. Journal of Multilingual & Multicultural Developmeni243), 101-114.

Stinglhamber, F., Marique, G., Caesens, G., Desmette, D., Hansez, |., Hanin, D., & Bertrand)F. (2015
Employees’ organizational identification and affective organizational commitment: An
integrative approach. PloS one, 10(4).

Strand, R. (2011). Exploring the role of leadership in corporate social responstbiteview. Journal
of Leadership, Accountability and Ethj&4), 84-96.

Suhr, D.D. (2006). Exploratory or confirmatory factor analy$is?7). Cary: SAS Institute.

Suliman, A., & Al-Kathairi, M. (2012). Organizational justice, commitment and pedoce in
developing countries: The case of the UAE. Employee Relations, 35(1), 98-115.

Sdiman, A. M., & Sumina T. (2014). Leadership and CSR in developing countries: sheotthe
UAE. Corporate Social Responsibility and Human Resource Management: A Diversity
Perspective, 250-266.

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroopflict. The Social Psychology
of Intergroup Relations, 33(47), 33-47.

Tajfel, H., & Turner, J. C. (1986). The social identity theory of ignteup behavior. In S. Worchel, &

W. G. Austin (Eds.), Psychology of intergroup relations (2nd edi24)7 Chicago: Nelson-
Hall.

Tian, Q., Liu, Y., & Fan, J. (2015). The effects of external stakeholder pressure iaatlletidership

on corporate social responsibility in China. Journal of Management & Cegeom, 21(4),

388-410.

39



Tracy,J.L., & Robins, R.W. (2007). Emerging insights into the nature and funefipride. Current
Directionsin Psychological Science, 16(3), 14F50.

Turker, D. (2009). Measuring corporate social responsibility: A scale developmdnpt 3burnal of
Business Ethic85(4), 411-427.

Tyler, T., & Blader, S.L. (2000). Cooperation in groups: Procedural justice, dderatity, and
behavioral engagement. Philadelphia: Psychology Press.

Tyler, T., Degoey, P& Smith, H. (1996). Understanding why the justice of group procedures matters:
A test of the psychological dynamics of the group-value model. Journal afrditg and
Social Psychology, 70(5), 91330.

UN data (2016). Country profile, United Arab Emirates.

Van Dick, R., Hirst, G., Grojean, M. W., & Wieseke, J. (2007). Relationships betwadarland
follower organizational identification and implications for followetitatles and behaviour.
Journal of Occupational and Organizational Psychology, 80(1),1583

VanKnippenberg, D. (2000). Work motivation and performance: A social identityguigp. Applied
Psychology, 49(3), 357-371.

Vazquez-Carrasco, R. & Lopez-Pérez, M. E. (2013). Small & medium-sized enterprises andecorporat
social responsibility: a systematic review of the literatQueality & Quantity,47(6), 3205-
3218.

Verbeke, W., Belschak, F., & Bagozzi, R.P. (2004). The adaptive consequences of padsiral
sdling. Journal of the Academy of Marketing Science, 32(4);-368.

Visser, W. (2008). Corporate social responsibility in developing countries. XfoedHandbook of
Corporate Social Responsibility, 473-479.

Vives, A., 2006. Social and environmental responsibility in small and medium ésgerpr Latin
America. The Journal of Corporate Citizenship, 21(1), 39-50.

Vlachos, P. A., Panagopoulos, N. G., & Rapp, A. A. (2014). Employee judgments of and lsehavior
toward corporate social responsibility: A medtudy investigation of direct, cascading, and

moderating effects. Journal of Organizational Behavior, 35(7), 990-1017.

40



Vuontisjarvi, T. (2006). The European context for corporate social responsibility and hesoarce
management: an analysis of the largest Finnish companies. Business Ethics: A European
Review, 15(3), 271-291.

Welford, R. (2005). Corporate social responsibility in Europe and Asia: Critieadents and best
practice. Corporate Social Review, 13, 31-47.

Yilmaz, A., Ali, |., & Flouris, T. (2015). The effect of corporate social respmlityi on pride in
membership, job satisfaction, and employee engagement. British Journal of Economics,
Management, and Trade, 9(4), 1-12.

Zabkar, V. (2000). Some methodological issues with structural equation model application in
relationship quality context. New Approaches in Applied Statistics, 16(1), 211-226.

Zafar, A. (2013).Linking Ethical Leadership and Employees’ In-Role Performance: Exploring the
Mediating roles of Psychological Capital and Follower-Leader Relati@aglital. Brock
University.

Zhang, Z., Wang, M., & Fleenor, J.W. (2011). Effects of participative leaderbeipdderating role
of cultural values. In Academy of Management Proceediigs Academy of Management.

Zhu, W., Sosik, J.J., Riggio, R.E., & Yang, B. (2012). Relationships between traastmal and
active transactional leadership and followers' organizational identification: rdlee of
psychological empowerment. Journal of Behavioral and Applied Managel33it, 186-212

Zhu, Y., Sun, L. Y., & Leung, A. S. (2014). Corporate social responsibility, firm rémotand firm
performance: The role of ethical leadership. Asia Pacific Journal oalyment, 31(4), 925-

947.

41



Figures

Participative Positive CSR Pride in Organizational
Leadership »  Perceptions > Membership | Identification
Figure 1: Conceptual Model
1049*+/ 56+
28%*/.47*%/.53*
Participative | 52 7-50-35" CSR 51%4/.28%%/ 21 % [ Pricein 51%4/.31%%/.14 * |
Leadership Perceptions Membership
31%%/.21%%/.33%

Organizational

Identification

Figure 2: Structural Equation Modeling Results
Note. The effect of control variables are not showalu¥s represent standardized estimates for the U.A.E., Lebamd Tunisia,
respectively: p < .05;+«p < .01 (two-tailed tests).

42



Tables

Table 1: Correlations among Study Variables in the U.A.E. Sample

1 2 3 4 5 6 7 8
1.Gender
2.Age -0.29%*
3.Education 0.08 -0.19%*
4.Tenure -0.19%** 0.71** -0.24%*
5.PL 0.06 0.06 0.09 0.07 0.88,(0.91)
6.CSR 0.11 0.01 0.20** -0.12 0.52%** 0.85,(0.91)
7.PIM 0.19** 0.08 0.19** -0.05 0.55%* 0.68** 0.82,(0.80)
8.0l 0.09 0.09 0.16* 0.11 0.66** 0.73** 0.81** 0.84,(0.88)

Note. n= 260. All statistical significance tests were based antailed tests. pj < .05. **p < .01.

The number in bold is the square root of the AVE. itmber in brackets is the composite reliabilRy. = participative leadership CSR
corporate social responsibility PIM = pride in member®ig organizational identification

Table 2: Correlations among Study Variables in the Lebanese Sample

1 2 3 4 5 6 7 8
1.Gender
2.Age -0.09
3.Education  -0.01 -0.24%*
4.Tenure -0.06 0.82%* -0.31%*
5.PL -0.05 0.03 0.12 -0.10 0.94, (0.96)
6.CSR 0.08 -0.1 0.07 -0.22%* 0.50** 0.83,(0.90)
7.PIM -0.003 -0.09 0.12* -0.26** 0.63** 0.55** 0.95,(0.95)
8.0l 0.01 -0.41 0.11 -0.12* 0.78** 0.62** 0.72** 0.90,(0.93)

Note. n= 268. All statistical significance tests were based antailed tests. pj < .05. **p < .01.

The number in bold is the square root of the AVE. timber in brackets is the composite reliabilRy. = participative leadership CSR
corporate social responsibility PIM = pride in membergiig: organizational identification

Table 3: Correlations among Study Variables in the Tunisian Sample

1 2 3 4 5 6 7 8
1.Gender
2.Age -0.09
3.Education 0.02 -0.18**
4.Tenure -0.03 0.79** -0.27**
5.PL -0.09 0.01 0.07 -0.11 0.88,(0.91)
6.CSR 0.08 -0.23** 0.06 -0.21%** 0.35** 0.83,(0.90)
7.PIM -0.03 0.01 0.08 -0.12 0.62** 0.38** 0.87,(0.86)
8.0l -0.05 -0.10 0.08 -0.07 0.74** 0.58** 0.58** 0.88,(0.91)

Note. n=212. All statistical significance tests were based mtailed tests. fj < .05. **p < .01.

The number in bold is the square root of the AVE. filimber in brackets is the composite reliabilRy. = participative leadership CSR
corporate social responsibility PIM = pride in memberii: organizational identification
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