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Abstract: This study employs structural equations modelling via. SMART PLS3 to analyse the 372 valid
questionnaires in order to assess the proposed model to identify the factors that influence Corporate Social
Responsibility (CSR). General Directorate of Residency and Foreigners Affairs (GDRFA) 1s the focus of this
paper where Organizational Learning Culture (OLC) approach is applied to assess the impact of Strategic
Leadership (SL.) through Strategic Leadership (SL) on CSR. The study describes the relations among the
various constructs. Ourresaerch has improved our insight about CSR. Results indicated that the SL significantly
predicted OLC which in turn influenced the dependent variable. Further, it was found that SI. has an indirect
effect on CSR through OLC. The proposed model explained 48.1% of the variance in CSR
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INTRODUCTION

Lately and based on the augmented competition
between service providers, along with large development
in the service economy has constrained associations to
focus greater attention on the nature and quality of
services provided to customers (Hussein et al, 2013;
Khalifa and Hewedi, 2016, Abou-Shouk and Khalifa,
2017, Khalifa and Al, 2017, Mohamud et al, 2017).
Service quality 1s mostly related to employee performance
(Khalefa, 2015, Khalifa and Fawzy, 2017). With
increasing globalization and international competition,
the importance of employing, retaining and handling
resources that can help to rise competitiveness of
establishiments has become a critical issue in the
achievement of service industries (Qoura and Khalifa,
2016; Agwa et al., 2017, Li et al., 2017, Kalgin et al.,
2018; Mohamed et al, 2018).

Corporate Social Responsibility (CSR) thoughts into
two of generalizations into business purpose obligation of
maximizing the profit within the boundaries of the low
and minimal ethical constraints (Carroll, 2016; Porter and
Kramer, 2006) and a broader range of obligations toward
society {Schwartz, 2017). The concepts of business
enterprises have some responsibilities to the society
beyond making a profit for stake and shareholders around
the countries (Cheng et al., 2014). The business area’s
community has formed for their organizations with the
specialization of social responsibility in order to provide

corporations with expertise on the subject of an
opportunity for business executive’s advance learn {rom
another (Tai and Chuang, 2014). It is always a
representation of the society’s prevailing opinions and
ideas with responsibility. Emerging social trends into
society fundamental order need to be promoted.
Organizations may support this process and gain profit at
the same time in terms of strategic philanthropy. It is
contextualized in  different sectors, especially,
business-related purposes with the thought of profit and
responsibility (Grayson and Hodges, 2017; Singh and
Kaur, 2016; Korschun et al., 2014; McWilliams, 2015).
Business resources should be used for broad social goals
according to the corporation to assume certain
responsibilities to society beyond. Since, introducing
stakeholder’s awareness and managing attributions toward
CSR activities are key prerequisites strategic benefits and
CSR communication in depth (Chandler and Werther,
2014).

In addition, strategic leadership presumes an ability
to influence subordinates, superiors, peers and overall
organization to a specific goal Strategic leaders
understand the emergent strategy process for the
organization’s future plan (Schumacker and T.omax,
2004). Tt has been repeatedly recognized for the critical
role of opportunities and decision making of the
organization in the perception of innovation
(Khalifa and Fawzy, 2017, Maon et al, 2009)
Strategic leaders display a sense of power and confidence
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and make bold, unconventional and counter-normative
decisions (Shamir et al, 1993). They develop an
intriguing, ideological vision of the future and present it
in an emotionally captivating manner, expressing their
confidence that common aspirations can be achieved
through collective efforts (Awamleh and Gardner, 1999).
In this study strategic leadership influences on
organizational learming culture toward corporate social
responsibility. Few leaders allow themselves to create
thinking about  strategy  and  future  plan
(Montgomery, 2008). Leaders should provide direction to
every part of the organization such as from the corporate
to the loading desk. Thus, strategic leadership is the
ability of the leaders to create and re-create reasons
for the continuous existences within the organization
(Carter and Greer, 2013). The leaders must have the
capability to remain on eye on how the organization
currently adding value and the other eye on change both
inside and outside the organization either threaten its
position and presents some new opportunities for adding
value (Strand, 2014).

Thus, organizational learming culture sustains
competitive advantage in continuously changing the
dynamic environment (Khalifa and Al, 2017 Yeo,
2005). A culture of organizational learning enhances
many of benefits including inventing knowledge to
create innovative and meaningful for the organization
(Abd-Elaziz et al., 2015, Kontoghiorghes ef al., 2005;
Nonaka, 2008). Learning involves of corporate social
responsibility in order to the interaction of mental,
physical and leaming outcomes with behavioral and
individual level of structure (Gallagher and Zahavi, 2007).
In this study, learning culture highlights the value and
beliefs of collective learning in the organization and refers
to both implements and context activities. Therefore, it 1s
a tool of a supportive environment and enables to
influence knowledge and learning into the individual,
group and within the organizational level (Khalifa and
Abou-Shouk, 2014; Marsick and Watkins, 2003). In
the organizational level, learning shapes to a social
structure where learning culture leadsto improve financial
outcomes and employee attitudes towards work
(Badran and Khalifa, 2016, Egan et al, 2004;
Ellinger ef al., 2002; Qoura and Khalifa, 2016). Extend
studies examine the mediating role of an organizational
learming culture in changing an organization’s attitude
regarding corporate social responsibility (Wang ef al.,
2007). This study attempts to investigate the causal
relationship between SL and CSR via. OLC.

Theoretical framework and hypothesis formulation

Strategic Leadership (SL): The theory of strategic
leadership has evolved into the coalition impact of
organizational outcomes, symbolism and social
construction of executives (Hambrick and Mason, 1984;
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Vera and Crossan, 2004). In contrast, strategic
leadership research has mainly focused on executive
work, relational activity and strategic decision. It is an
ability to influence others to voluntarily make decisions
that enhance the prospects for the organization’s long-
term success while maintaining short-term financial
stability (Ireland and Hitt, 1999, House et al, 2013).
Accordingly, being strategic that implies a willingness to
take the long view and investments require a pre-emptive
commitment of resources. It is also a plan with the
aim to link ends, ways and means that involves the
thinking required to develop complex or volatile
knowledge information (Nag et al, 2007; Segal, 1992).
The process to a vision for the future communication
subordinates, stimulating and motivating followers,
enacting with strategic supportive exchanges with
followers (Elenkov et al, 2005). Leader-member
exchange and traditional personality theory explained the
strategic leadership theory on top manager works as a
strategic plan for future decision making to achieve the
expected goal.

Top level management represents the dominants
coalition of the orgamzation (Yukl, 2012). Montgomery
(2008) further considered the responsibility of leaders to
formulate a challenging view of the future, providing a
clear idea where threaten could come from different sides
by thinking and doing combined. The uncertain risk,
amidst the uncertainty of the future while endless
scanning and assessing all of the factors cannot prompt
future to threaten completely. In addition, employees of
the organization have to have knowledge about the plan
to cope with eventualities. Many organizations survive
under the 1llusion that just because they are successful by
their strategy. The organization must expect what they
inspect in order to base on-premise as like no measure no
get (Nel and Beudeker, 2009). Therefore, strategic
leadership plays an important role in connection of
organizational learning culture toward corporate social
responsibility. Consequently, the following hypothesis is
proposed:

» H,: SP has a positive effect on CSR

H,: SL has a positive effect on OLC

H,: OLC mediates the relationship between SL. and
CSR

Organizational Learning (OLC): The learning culture
of an organization reproduces the values, basic
assumption, tradition and established employee behavicral
norms { Abou-Shouk and Khalifa, 2017, Skerlavaj et al.,
2010). Organizations have priontized learning that
increases social responsibility and profitability (Marsick,
2013). Organizational learning culture desires both
process and structural dimension of learning within the
organization.
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Learning organization is consist of the capacity of
integrating people and structure to move an organization
in the continuous learning and change (Joo, 2010). Tt is
driven force for making business profitability by leading
employee and acquiring knowledge and develop
mnovative concepts. In particular, learning culture within
the organization impact on workplace where an employee
may change their motives and hoard knowledge because
sharing intention to get own success (Hung et al., 2010;
Joo and Park, 2010). However, the literature describing
the learning organization in extended in nature. Many
authors have conceptualized learming organization should
work in a specific description of how it works improve to
CSR with profit and performance. Meanwhile, the culture
of the organization refers to the share and manifestation
of the organization’s behavior, emphasize the
common beliefs, values and assumptions of employees.
It is accordingly learned by individual and groups as they
encounter resolves problems and challenges in the
workplace (Sanz-Valle etal., 2011). Thus, organizational
learning culture consequences of common assumptions
and procedures including automatic patterns of
perceiving, behaving, feeling and provide meaning. An
organizational learning culture becomes more essential in
the consideration of new ideas because of it enables an
organization to do inadvance to the dynamic environment
changes. In fact, it has been characterized in order to
value learning and strive for high performnce throgh the
learming progression (Dixon, 2017). In this study, the
organizational learning culture adopted in order to play
role of practice the knowledge within the organization
with extended to CSR. Therefore, organizational learning
culture relate to the corporate social responsibility in
direct relationship. The basic requirement focus a crucial
element connecting learming organizational culture are
need for positive, supportive psychological climate for
learning application and engage in corporate social
responsibility (Jo and Joo, 2011; Malik and Danish,
2010). Hence, the following hypothesis is proposed:

H,: OLC has a positive effect on CSR

CSR: Corporate Social Responsibility is strategic concern
for corporation in the organization responding to the
interest of stakeholder, investors and consumer (Schwartz,
2017). It acts as an umbrella to explain the complex and
multi-faceted relationship between society and businessto
account for the social, economic and environmental
impacts of business activity (Jamali et al, 2017).
Additionally, one of the most important domain composed
in the responsibility is economic that categorized into the
manner consistent with expectation philanthropy and
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reflect different possible motivation (Flammer, 2015). It
is captured the activities which intended to have either
direct or indirect positive economic impact on the
corporation in question. In the recent debate on corporate
social responsibility, corporations are often criticized as
human rights in their global supply chains as accomplish
to repressive regimes but also potential protectors of
environment (Schrempf-Stirling and Palazzo, 2016). It is
referred to business practice that involve to initiatives and
social benefits.

CSR can encompass a wide variety of tactics {rom
company process to chanty or implement reliable business
operation. Thus, it described the embracing responsibility
and encouragement related to environment, consumer,
employees, communities and stakeholder (Huda et al,
2018; Wang et al., 2016; Yakovleva, 2017). There are
main three categories has been identified related to social
responsibility today’s business and practicing such as
environmental effort, philanthropy and ethical practice. In
specific, the organization perceives CSR as mechanism to
energies and motivates stakeholders and mange social
perception on the role business in societies and
communities beyond the core function of producing and
selling goods to consumer market. Alexius et al. (2016)
considered on sustainability concentrate two particular
trends CSR it has become a dedicated organization
function with clear reporting line to top managers;
coordinating social activities within the organizational
structure (Strand, 2014). The strategy or finance plays an
important role in strategic decision for CSR activities as
well as requiring crucial question on how shareholders
resources are invested to allocate greater societal values
interms of organizational perception or societal goodwill
(Alexius et al, 2016; Huda et al, 2018, Yakovleva,
2017). In this study, CSR utilise the make organization
reputation in terms of providing leaming practice and
leadership capabilities within the organization. In
addition, it plays an important area of research for gaining
profit and social responsibility. Hence, it is hypothesized
as follows:

The mediating role of OLC: Turnover continues to be a
topic of interest among management researchers . A
meta-analyses on the determinants of turnover by
Griffeth et af. Several studies have also studied both the
magnitude and costs of turnover in the service industry
{Joo, 2010). High turnover is generally acknowledged as
one of the distinguishing features of the hotel and
hospitality industry. Manley et al. underline the positive
and negative effects of the high tumover rate in the
service sector. Some researchers do not see employee
turnover to be dysfunctional, however, at the
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organizational level there is strong evidence that higher
turnover has replacement and recruitment costs. One
reason that a high rate of voluntary turnover is alarming
for many managers is the fear that the employees with
better skills and abilities will be those who are able to
leave whereas those who remain will be those who cannot
find other jobs. Moreover in the service industry one of
the most crucial intangible costs is the loss of worker
confidence for the employees who choose to stay with the
organization. As a result, this can affect the level of
service provided to the clients. Hence, it 1s hypothesized
as follows:

H,: OLC mediates the relationship between SL and C
MATERIALS AND METHODS

Overview of the proposed research model: For this
study, the hypothesized variables and their relationships
in the model have been derived from the available
literature of the models and theories that have been
prescribed in the literature mentioned above. The
proposed model can be in Fig. 1. While examining the
proposed model, it can be seen that SL and OLC predicts
CSR. These relationships are derived from (Gauhara,
2014) for SL, (Gauhara, 2014) for OLC and {Wu ef al.,
2015) for CSR. The proposed extended model examines
the relationship between SL, OLC as antecedent variables
that explain CSR as an output variable among employees
from GDRF A in the United Arab Emirates. The proposed
model has four hypothesis to test.

Development of instrument: A 26-item questionnaire
was developed for this study. Because the respondents
were Arab-speaking, it was imperative that it be
accurately translated from English to Arabic. Back
translation was used 1n this study, a procedure
commonly used in cross-cultural surveys to test the
accuracy of the translation (Brishin, 1970).

This study applied multi-item Likert scales which
have been widely used in the questionnaire-based
perception studies (Lee et al., 2009). Unlike actual usage
which 1s measured using a 5-point ranking scale, other
variables are subjectively measured using the 5-point
Likert scale with 5 being ‘Strongly Agree” and 1 being
*Strongly Disagree’. For this study, a pre-testing was
conducted with 50 employees from GDRFA, UAE to
resolve any ambiguity associated with wording or
measurement. Then, the items were pilot-tested to
examine their internal consistency. Out of 500 surveys
administered GDRFA, 372 employees were returned with
complete and valid data. In the final questionnaire, all
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Fig. 1: Proposed resaerch model

items had acceptable reliability as the individual
Cronbach’s alpha coefficients of the constructs which
ranged from 0.874-0.919 were all greater than the
recommended value of 0.7 (Nunnally and Bernstein,
1994

Data collection: Data collection was conducted using a
self-administered paper questionnaire which was
delivered ‘in-person’ from October, 2017 until August
2018 to GDRFA, UAE. The researcher investigated 11
GDRFA  unit out of 15 umit in UAE. The researcher
distributed 500 questioners to the UAE GDRFA’s
employees, the valid questionnaires received by the
researcher are 372 questionnaires by responding rate is
74.4%. The final sample size was considered as adequate
{Krejcie and Morgan, 1970; Tabachnick and Fidell,
2012). The 74.4% response rate is considered very good
{Cable and DeRue, 2002) and above average (Baruch and
Holtom, 2008) by comparison with other studies found in
the relevant literature. A total of 15 questionnaires were
deleted of which 10 cases were removed due to missing
data for more than 15% of the questions and 5 cases
involving straight lining.

RESULTS AND DISCUSSION

Descriptive analysis: The responding sample (n = 372)
consisted of 58.1% male and 41.9% female employees
whichrefers that the majority of the GDRFA’s emplovees
are male. The majority ages of the participants range {rom
30-39 years old. As Table 1 presents that 41.4% of the
respondents were aged 30-39 years, 28% of employees
are <30 vears. The employee’s educational level is limited
by below secondary school, secondary school,
Bachelor, Master and PhD (7, 23.1, 58.6, 6.5 and 4.8%,
respectively). Surprisingly, the job tenure of the workers
reflects that the period that employees stay at their work
are moderate. For instance, more than 66.1% of those
employees stay in their research <15 vears. Employees
nationalities show that 98.4% of them are local
(Table 1).
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Table 1: Summary of demographic profile of respondents

Respondents Frequency Valid percent
Gender

Male 216 58.10
Female 156 41.90
Age

<30 104 28.0
30-39 154 414
40-49 87 234
50-59 23 6.2
60 above 4 1.1
Education

Below secondary school 26 7.0
secondary school 86 23.1
Bachelor 218 58.6
Msc 24 6.5
PhD 18 4.8
Tenure

<5 years 77 20.7
5-10 76 204
11-15 93 25.01
16-20 71 19.1
More than 20 55 14.8
Nationality

UAE 366 98.4
Foreigner 6 1.6

Measurement model assessment: This study employed
Structural Equation Modeling-Variance Based (SEM-VB)
through Partial Least Squares (PLS) method to analyze
the research model using the Software of SmartPLS
3.0 (Ringle et al, 2015). After the descriptive analysis,
this study follows the two-stage analytical technique
recommended by Anderson and Gerbing (1988) and
Hair et al. (2017), starts with the measurement model
assessment (validity and reliability), followed by the
structural model assessment (testing the hypothesized
relationships). Schumacker and Lomax (2004) and
Hair et al. (2010) indicate that the two steps assessment
procedure which includes measurement model and
structural model has an advantage over the one step
assessment procedure. According to Hair et al. (2017)
measurement model specifies how each construct is
measured while structural model specifies how the
variables are related to each other in the structural model.
The mainreasons for choosing PL S as a statistical method
for this study that for both measurement and structural
model PLS offer simultaneous analysis which leads to
more accurate estimates (Barclay ef al., 1995).

The assessment of measurement model was done
through construct reliability as well as validity (including
convergent and discriminant validity). For construct
reliability. The results indicate that all the individual
Cronbach’s alpha coefficients ranging from 0.874-0.919
were higher than the suggested value of 0.7 (Kannan and
Tan, 2005; Nunnally and Bernstein, 1994). Moreover, the
Composite Reliability (CR) values ranging from 0.922 to
0.941 were higher than 0.7 (Werts et al, 1974; Kline,
2010, Gefen et al, 2000). Factor loading: the
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loadings for all items exceeded the recommended value of
0.5 (Hair ef al, 2010) as shown in Table 2. The loading
for all items in the model has therefore fulfilled all the
requirements. For testing convergent vahdity this study
used the Average Variance Extracted (AVE) and it
indicated that all AVE values were higher than the
suggested value of 0.50 (Hair et al., 2010) (Table 2).

The results of discriminant validity by using the
Fornell-Larcker criterion is shown in Table 3and 4 where
the square root of the AVHs on the diagonals as
represented by the bolded values are higher than the
correlations between constructs (corresponding row and
column values) (Fornell and Larcker, 1981; Chin, 1998).
Hence, the discriminant validity of all constructs is
fulfilled.

There has been some criticism of the Fomnell-Larcker
criterion, Henseler ef al. (2015) mentioned that it does not
accurately reveal the lack of discriminant validity in
common research situations. They have proposed an
alterative technique which is the Heterotrait-Monotrait
ratio (HTMT) of comrelations based on the
multitrait-multimethod matrix. This study assesses
discriminant validity through HTMT. While the
discriminant validity has a problem when the HTMTvalue
is greater than HTMT ,,,value of 0.90 (Gold et al, 2001)
or the HTMT,,. value of 085 (Kline, 2010), all
values as Table 5 shows were lower than the
recommended value of 0.85 indicating that discriminant
validity has been ascertained.

Structural model assessment: Hairr ef al (2017)
suggested assessing the structural model by looking at the
beta (P), R* and the comresponding t-values via. a
bootstrapping procedure with a resample of 5,000
Moreover, they recommend reporting the effect sizes (%)
as well as the predictive relevance (Q%). As (Sullivanand
Feinn, 2012) argue that the p-value determine whether the
effect exasts but it does not reveal the size of the effect.

Hypothesis tests: The structural model assessment as
shown in Fig. 2 and Table 6 provides the indication of the
hypothesis tests with 3 out of the 3 hypothesis are
supported. SL, significantly predict CSR. Hence, H, is
accepted with (p = 0289, © = 4.186, p<0.001. SL,
significantly predict OLC. Hence, H, is accepted with
(P = 0.745 1 = 26199, p<0.001. OLC, significantly
predict CSR. Hence, H, is accepted with {f = 0.451,
T = 7.113 p<0.001. SL and OLC are explaining 48.1 %
of the variance in CSR. The R® values achieved an
acceptable level of explanatory power as recommended
by Cohen (1988) and Chin (1998) indicating a substantial
model.

This study also assessed effect sizes (f%). Effect size f2
determines whether an exogenous latent construct has a
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Table 2: Mean, standard deviation, loading, Cronbach’s alpha, CR and AVE

Constructs/items Loading (>-0.5) MSD o (>0.7) CR (>0.7) AVE (=0.5)
Organizational Culture Practices (OCP)

OCP1 0.918 0.894 0.934 0.825
OCP2 0.906

OCP3 0.902

Human Capital Practices (HCF)

HCP1 0.880 0.874 0.922 0.798
HCP2 0.893

HCP3 0.907

Strategic Vision Practices (SVP)

SVP1 0.915 0.907 0.941 0.843
SVP2 0.920

SVP3 0.919

Organizational Control Practices (OCON)

OCON1 0.919 0.893 0.934 0.824
OCON2 0.916

OCON3 0.888

Organizational Learning Culture (OLC)

OLC1 0.733 0.919 0.934 0.639
OLC2 0.791

OLC3 0.834

OLC4 0.846

OLC5 0.831

OLCe 0.784

OLC7 0.798

OLC8 0.771

Corporate Social Responsibility (CSR)

CSR1 0.758 0.905 0.927 0.679
CSR2 0.871

CSR3 0.862

CSR4 0.856

CSR5 0.807

CSR6 0.783

M =Mean; SD = Standard Deviation, a= Cronbach’salpha; CR = Composite Reliability, AVE= Aerage Variance Extracted the measurement used
is seven point scale ranging from 1 (strongly disagree)-7 (strongly agree). All the factor loadings of the individual items are statistically significant
(p=0.01)

Table 3: Results of discriminant validity by the cross loading

Variables CSR HCP OCON QCP QLC SVP
CSR1 0.758 0.352 0414 0.358 0.439 0.335
CSR2 0.871 0.508 0423 0410 0.624 0.489
CSR3 0.862 0.488 0.383 0.343 0.548 0.442
CSR4 0.856 0.467 0.342 0.334 0.537 0.451
CSR5 0.807 0.502 0361 0.512 0.577 0.480
CSR6 0.783 0.453 0448 0.543 0.543 0.467
HCPL 0.579 0.880 0.580 0.640 0.650 0.603
HCP2 0.445 0.893 0.450 0.505 0.601 0.528
HCP3 0478 0.907 0.388 0.535 0.561 0.552
OCON1 0432 0489 0.919 0.526 0471 0.551
OCON2 0455 0448 0.916 0.520 0.508 0.559
OCON3 0418 0.517 0.888 0.535 0.590 0.654
OCP1 0475 0.514 0480 0.918 0492 0558
OCP2 0.430 0.605 0.587 0.906 0532 0577
OCP3 0.486 0.598 0.512 0.902 0571 0.540
OLCl1 0.487 0.534 0486 0476 0.733 0.540
OLC2 0.500 0.5%0 0432 0416 0.791 0.533
OLC3 0.599 0.532 0431 0.527 0.834 0493
OLC4 0.605 0498 0490 0474 0.846 0.555
OLCS 0.575 0.566 0419 0.498 0.831 0.590
OLCe 0477 0.544 0.564 0457 0.784 0492
OLC7 0.561 0.518 0412 0.450 0.798 0524
OLC8 0433 0.569 0468 0.444 0.771 0475
SVP1 0425 0.536 0.566 0.551 0.602 0.915
SVP2 0.536 0.609 0.568 0.581 0.592 0.920
SVP3 0.532 0.589 0.651 0.561 0.618 0.919

OCP: Organizational Culture Practices; HCP: Human Capital Practices; SVP: Strategic Vision Practices; OCON: Crganizational Control Practices;
OLC: Organizational Learning culture; CSR: Corporate Social Responsibility
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Table 4: Results of discriminant validity by Fornell-Larcker criterion

Variables CSR HCP OCON OCP OLC SVP
CSR 0.824

HCP 0.565 0.893

OCON 0479 0.535 0.908

OCP 0.510 0.631 0.581 0.908

OLC 0.666 0.679 0.578 0.586 0.799

SVP 0.543 0.630 0.649 0.615 0.658 0.918

Diagonals represent the square root of the average variance extracted while the other entries represent the correlations; OCP: Organizational Culture
Practices, HCP: Human Capital Practices, SVP: Strategic Vision Practices, OCON: Organizational Control Practices, OLC: Organizational Learning

Culture, CSR: Corporate Social Responsibility

Table 5: Results of discriminant validity by HTMT

Variables CSR HCP OCON OCP QOLC SVP
CSR

HCP 0.625

OCON 0.534 0.598

OCP 0.563 0.708 0.648

OLC 0.722 0.757 0.638 0.645

SVP 0.594 0.705 0.719 0.682 0.721

OCP: Organizational Culture Practices, HCP: Human Capital Practices, SVP: Strategic Vision Practices, OCON: Organizational Control Practices,
OLC: Organizational Learning Culture, CSR.: Corporate Social Responsibility

Table 6: Structural path analysis result

Hypothesis Relationship Std Beta SE t-values p-values Decision R2 5 Q2
H, SL -=CSR 0.289 0.285 4.186 0.000 Supported 0481 0.072 0.301
H, SL ->0LC 0.745 0.747 26.199 0.000 Supported 0555 1.247 0.331
H, OLC ->CSR. 0451 0456 7.113 0.000 Supported 0481 0.174 0.301
OLC: Organizational Learning Culture, CSR.: Corporate Social Responsibility, SL: Strategic Leadership
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Fig. 2: PLS algorithm results; OCP: Organizational Culture Practices, HCP: Human Capital Practices, SVP: Strategic

Vision Practices, OCON: Organizational Control Practices,

OLC: Organizational Learning culture, CSR:

Corporate Social Responsibility, SL.: Strategic Leadership

substantial, moderate or weak impact on an endogenous
latent construct (Gefen and Rigdon, 2011). Hair ef al
(2017) recommend to test the change in the R” value.
Cohen (1988) suggested a guideline measure the
magnitude of the {2 which is 0.35 (large effects), 0.15
(medium effects) and 0.02 (small effects). The result of f*
as Table 4 shows that one relationship with large
effect sizes and two relationships with medium effect
sizes.
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Further by using the blindfolding procedure this study
examined the power of research proposed model
regarding the predictive relevance. As recommended by
Hair et al. (2017) the blindfolding procedure should use
only on the endogenous constructs with a reflective
measurement. If the value of (? is <0 then the predictive
relevance of the proposed model exists for a certain
endogenous construct (Fornell and Cha, 1994; Hair et al.,
2017). As Table 4 shows that all the values of ()? greater
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Table 7: Bootstrapping the indirect effect of OLC

Hypothesis Relationship Std Beta

SE

t-value p-value Decision

H SL -> OLC -> CSR. 0.336

0.

341 7.151 0.000 Supported

OLC: Organizational Learning Culture, CSR.: Corporate Social Responsibility, SL: Strategic Leadership

than zero indicate that there is an adequate predictive
relevance for the proposed model. For the (Q* values,
Hair et al. (2017) suggested values of 0.35 (large), 0.15
(medium) and 0.02 (small) as a relative measure of
predictive relevance and the result of this study shows that
the exogenous have medium predictive relevance.

Indirect hypothesis testing (mediation assessment): To
test the mediation hypothesis H,, the Preacher and Hayes
(2004) and Preacher and Hayes (2008) method of
bootstrapping the indirect effect was applied.

¢ H,: OLC mediates the relationship between SL and
CSR

The bootstrapping analysis showed that the indirect
effect was significant with a t-value of 4.646
and p<0.001. Preacher and Hayes (2008) indicated that
when the indirect impact of employee performance on
organizational productivity through excellence principles
with 95% boot CI: [LL = 0.254, UL = 0.432] does not
straddle a 0 in between, this indicates there is mediation.
Thus we can conclude that the mediation effect is
statistically significant indicating that H, was also
supported (Table 7).

Waldman et al, (2006) posit that there is a lack of
research on managerial variables directly relevantto CSR
actions (Thomas and Simerly, 1995). Agle et al., (1999)
suggest that instead of focusing on social performance as
has largely been the case in prior research, investigators
should examine managerial tendencies toward using CSR
values in their decision-making because managers are
largely responsible for CSR implementation. Based on
Waldman et al. (2006), this study suggests that strategic
leadership has a significant direct and indirect impact on
CSR. SL influences CSR directly and indirectly through
mediating variable of OLC. CSR correlates directly with
OLC and SL while correlates indirectly with SL. Hence,
improved SL will result in better OLC which in turn
increase CSR activities. The recognition of OLC as
mediators in the relationship between SL and CSR help
the GDRFA’s management to develop appropriate
strategies to improve SL  behaviours within the
nstitutions. Based on the proposed model, this study
improves the understanding of the role played by SL and
OLCinthe CSR at GDRFA, UAE and highlights relevant
implications and suggestions for management and policy
makers. The study found that SL positively affect CSR
among employees within the GDRFA in the United Arab
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Emirates, this is supported by previous studies (Stogdill,
1974; Thomas and Simerly, 1995; Van Marrewijk, 2003;
Finkelstein et al., 2009; Angus-Leppan et al, 2010,
Morgeson et al., 2013, Orlitzky, 2013; Chung et af., 2015,
Arevalo and Aravind, 2017). It 1s explained by the fact
that the nstitutional drivers for CSR are thought to come
from the national business system and leadership is
essential to successful CSR practice (Waldman and
Siegel, 2008; Morgeson et al, 2013; Waddock and
Bodwell, 2017). In order to enhance SL, GDRFA’s
management can create projects and activities to form
confidence and trust between the followers. Employees
who trust the leader’s vision and love their jobs are
welling to be engaged on CSR activities. Additionally,
GDRFA’s management should good example the essential
organisational standards to help employees to leamn and
disguise and to have feeling of involvement and
accomplishment in the CSR practices. Role modelling at
the management level helps to gain respect and trust
from the employees. SL is a desirable supervisor
behaviour which positively improves employees to CSR
activities.

Besides focusing on enhancing SL, GDRFA’s
management should also pay attention to all antecedents
of higher OLC in order to increase CSR. In order to
achieve better commitment and engagement, GDRFA’s
management should help employees to align their
objectives to GDRFA’s objectives by implementing
management by objective strategy. Likewise, it was found
that OLC positively affect CSR among employees within
the GDRFA in the United Arab Emirates, this 1s supported
by previcus studies (Hemingway and Maclagan, 2004,
Carter, 2005; Maon et al., 2009; Schrempf-Stirling et al ,
2016; Dixon, 2017). Dixon, (2017) highlighted the
importance of organizational learning, job engagement as
a tool to fuel positive emotions and motivations towards
the firm. In addition, Parastoo et al. show the importance
of engaging employees in CSR activates and find a
suitable job-fit for the employees in order to instil a sense
of purpose at work.

CONCLUSION

The associations among SL and OLC and CSR have
beeninvestigated rarely. This study’s results provide extra
support for these causal relationships, mainly in public
sector employees and propose that SL is additional
significant factor that indirectly affects these significant
job outcomes. Similary, the results also revealed that SL
has an indirect effect on CSR via. OLC among employees
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within the GDRFA in the United Arab Emirates which
confirms the mediation role that OLC has in this context.
This concept has significant value for researchers
interested in CSR. Moreover, the variance explained by
the proposed model in the current study for CRS among
employees within the GDRFA i the United Arab
Emirates is 48.1%. Thus, GDRFA’s managers who want
to foster better OLC and CSR among employees of the
GDRFA should take actions to confirm a more SL
(Angus-Leppan et al., 2010; Maak et al., 2016). It is
explained by the fact that, SL. not only has a normative
role by encouraging ethical behavior among followers
(Brown et al., 2005; Brown and Trevino, 2006, 2014), it
also has a positive impact on in-role performance by
strengthening subordinate’s relationship with  their
supervisors and increasing employee’s attachment to their
organizations. Previous studies showed a positive

association between CSR and firm performance {Orlitzky,
2013).

LIMITATIONS

The first limitation concerns the generalizability of the
findings, the targeted sampling of this study includes an
employee working in GDRFA in the United Arab
Emirates only. Another limitation is that data was
gathered by cross-sectional and is not longitudinal in
nature. The relationships between variables prescribed in
the model of this study are highly case-dependent and
thus they vary from organization to another, the model
was implemented for an example organization which 1s
GDRF. As described in the introduction section of this
research. Moreover, the exclusion of other organizational
resources for instance, financial resources represents
anocther limitation of the model. Although suchresources
are necessary for organizations in the successful
implementation of their capability-building plans, it was
decided that taking into account these organizational
resources in the model will result in more unnecessary
complications to the model and reduce from the main
objectives of this research.

IMPLICATIONS

Theoretical contribution for research: We have also
addressed Waldman and Siegel (2008) concern at a lack
ofresearch around leadership behaviour and CSR, finding
that an organisation implementing CSR could be using
leadership styles as well as allowing for emergent leaders
(Angus-Leppan et al, 2010, Orlitzky et al, 2011;
Morgeson et al., 2013). This research paper has made use
of the available literature of the concept of SL and OLC
by applying it to the context of GDRFA in the United

339

Arab Emirates to examine its role as a source of SL and
its effect on the CSR practices. This research can be seen
as an attempt to contribute to the understanding of the
organizational performance that leads to a firm’s
enhanced productivity and thus enhanced competitive
advantage (Rao, 2016). This concept has significant value
forresearchers interested in CSR. Moreover, the variance
explained by the proposed model in the current study for
CSR among employees within GDRFA in the United
Arab Emirates is 48.1%. To the best of the researchers
knowledge, this study is the first study to examine the
mediating role of OLC in the relationship between SL. and
CSR. The current study has revealed that OLC fully
mediate the relationship between SL and CSR. This
research offers empirical support to the theoretical
relevance of SL and OLC to predict the CSR involvement
of organization’s employees.

Implication for practice: The present research is of
significant for practitioners as it illustrates the importance
of SL, CSR and OLC, although, a link of causality
between the variables of this study cannot be clearly
recognized because of the cross-sectional design, the
results indicate that SL and OLC are vital to increase the
employee's involvement on CSR activities. The order of
this sequence should encourage organizations to put more
emphasis on nurturing superviso’r moral person
dimension and moral manager one. Moreover, the
implications of the key findings provide significant
benefits not only for at GDRF A but also to the UAE local
government authorities. Incorporating the findings, a
number of practical implications were found such as
promoting SL behavior as well as OLC which leads to
increasing involvement on CSR practices in order to
improve the quality of work and the corporate competitive
advantages.

It 1s expected that key findings, especially, the
proposed model will help in supporting the UAE
government policy initiatives, especially, to increase
performance as part of the job at all levels of
organizations. The evidence shows a link between CSR
involvement and better SL and OLC (Berson et al,
2006, Waldman er al, 2006; Kurland et al, 2010,
Sabir et al., 2012; Noruzy et al., 2013; Wiengarten et al.,
2017).
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