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LAMPIRAN 2. KUESIONER DATA RESPONDEN

ANALISIS DUKUNGAN ORGANISASI et
PERSEPSIAN SEBAGAI MODERASI O

PADA PENGARUH KEPEMIMPINANDIRI o .0

TERHADAP KETERIKATAN KARYAWAN O #150

Saya sedang melakukan penelitian mengenai kepemimpinan diri (self-leadership), O so-
dukungan organisasi persepsian (perceived organizational support), dan keterikatan

karyawan (employee engagement). Penelitian ini bertujuan untuk memahami bagaimana

kepemimpinan diri dapat memengaruhi keterikatan karyawan dalam bekerja, serta sejauh

mana dukungan organisasi dapat memperkuat hubungan tersebut. Jenis Kelamin *

O Laki-aki

Kuesioner ini terdiri dari beberapa pertanyaan yang dirancang untuk menggali pengalaman
() Perempuan

dan persepsi Anda dalam lingkungan kerja_ Tidak ada jawaban benar atau salah—silakan
menjawab dengan jujur sesuai dengan pengalaman dan pendapat pribadi Anda. Seluruh
informasi yang diberikan akan dijaga kerahasiaannya dan hanya digunakan untuk

kepentingan penelitian ini.
Peran dalam perusahaan *

Partisipasi Anda sangat berharga dalam membantu menghasilkan temuan yang () Manajerial

bermanfaat. Pengisian kuesioner ini akan memakan waktu sekitar 510 menit.
(O Non-manajerial

Terima kasih atas kesediaan dan partisipasi Anda dalam penelitian ini.

Pengalaman kerja *

Salam,

O 1-3tahun
Christian Davisto Vestra Poetra Adi

O 4-6tahun
Fakultas Bisnis dan Ekonomika Universitas Atma Jaya Yogyakarta

(O 7-10tahun

O =10tahun

* Menunjukkan pertanyaan yang wajib diisi
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LAMPIRAN 3. PERTANYAAN TERKAIT KEPEMIMPINAN DIRI

ANALISIS DUKUNGAN ORGANISASI Saya secara aktif memantau seberapa baik kinerja sayz di tempat kerja. * ::gz:;:iifenye\esslkan suatu tugas, saya sering memberi diri saya hadich *

PERSEPSIAN SEBAGAI MODERASI g - o
PADA PENGARUH KEPEMIMPINAN DIRI N\ O Tamn s
TERHADAP KETERIKATAN KARYAWAN . g -

(O Sangat Setuju

* Menunjukkan pertanyaan yzng wajib diis O ssngat Setuju

i Saya bekeri 4 telsh seya tetapkan sendiri. *
Kepemimpinan Diri (Self-Leadership) . I ™ Terkadang saya berbicara kepada diri sendiri (baik secara liszn maupun dalam

() SangatTidsk Semy pikiran) untuk menghadapi situasi sulit
Pads bagian ini. Anda akan diminta untuk menjzwab beberaps pamyatazn terkait

diri ip). yaitu bagzimana Anda mengelols, memativasi, dan O Tidak Setuju O senge Tidsk Setuju
mengarankan din sendini dalam bekerja. O hews O ek Semiv
5 Q Netal
Silzkan berikan penilzian berdasarkan pengalzman Anda dengan menggunakan skala O setuu
berikut O SangatSetup O Ssewiu
Sangat Tidak Setuju (O sangatsengu
idak Setuju
Saya diri saya berhasil menyelesaikan tugas sebel -
3 = Netral melskukannys. Says berussha mengevalussi sscara mental apakah keyakinan saya tentang
situasi yang bermasalsh itu adalah tepat
4 = Setuju () Sangat Tidzk Setuju
() Sangat Tidsk Setuju
5 = Sangat Seruju (O Trdek Setuu
(O Tidek Setuju
O MNewal
Harap jawah dengan jujur sesusi dengan kandisi yang Anda slami Terims kasin stas O Nemal
partisipasi Andal @ O Setviu

O Sewiu

(O Sangat Setuju
(O Sangat Setuju

Saya menetapkan tujuan spesifik untuk pekerjaan saya sendiri. *
Terkad bayangkan kesuksesan ki bel jak
T R 7 aan Says memikirkan keyskinan dan asumsi saya sstiap kali menghadspi situssi

tugasnys i

() Sangat Tidak Setuju
(O Sangat Tidak Setuju

(O Tidak Setuju O Ssangat Tidak Setuju

O Newal

O TiekSenju (O Tidak Senju

(O MHewal O Netial
QO seniu O Setuiu O setiv
() Sangst Setuju () SangatSetuju (O Sangat Setuju
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LAMPIRAN 4. PERTANYAAN TERKAIT DUKUNGAN ORGANISASI PERSEPSIAN

Pada bagian ini, Anda akan diminta untuk b beberapa terkait
isasi ian (p iZBtit SUppPoIt), yaitu i Anda

memaotivasi, dan mengarahkan diri sendiri dalam bekerja.

Silakan berikan penilaian b peng Anda dengan skala.

berikut:

1= Sangat Tidak Setuju
2 =Tidak Setuju

3= Netral

4= Satuju

5 = Sangat Setuju

Harap jawab dengan jujur sesuai dengan kondisi yang Anda alami. Terima kasih atas
partisipasi Andal @

Perusahaan paduli dengan pendapat zaya. *
(O) Sangat Tidak Setuju

() Tidak Senju

(O Netral

() Setuju

Sangat Setuju
O sangat Sewj

Perusahaan benar-benar peduli dengan kezejahtersan saya. *
() Sangat Tidak Setuju

() Tidak Setuju

() Metral

(O Setuju

(O Sangat Setuju

Perusahazn sangat mempertimbangkan tujuan dan nilai-nilai saya. *

() Sangat Tidak Setuju
(O Tidak Setuju

O Netral

() Setuju

() Sangat Setuju

Perusahazn memberikan bantuan ketika saya memiliki mazalah pekerjaan. *
O Sangat Tidak Setuju

() Tidak Setuju

) Metral

O Setuju

O Sangat Setuju

Perusahazn berzedia memaafkan kesalahan saya jika saya mengakui dengan
jujur.

(O Sangat Tidak Setuju
O Tidak Setju

() Hetral

O Setuju

() Sangat Setuju
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Perusahaan akan memanfaatkan saya jika ada kesempatan. *
() Sangat Tidk Setuju

Q Tidak Setuju

O MNetrzl

() Setuju

() Sangat Setuju

Peruzahazn hanya menunjukkan s=dikit sekali perhatian kepada zaya.

(O) Sangat Tidzk Setuju
O Tidak Setuju

() Netral

QO Setui

(O Sangat Setuju

Perusahaan berzedia membantu saya ketika saya membutubkan bantuan khusus *
terkait pekerjaan

(O) Sangat Tidzk Setuju
O Tidak Setuju

O Netral

() Setuju

O Sangat Setuju



LAMPIRAN 5. PERTANYAAN TERKAIT KETERIKATAN KARYAWAN

e ) Saya sangat antusias dengan pekerjaan saya. *

Padz bagizn ini, Anda akan diminta untuk menjawab beberapa pemyatazn

Saya merasa senang ketika saya bekerja secara intens. *

Sangat Tidak Setuju

terkait yawan gap yaitu bagai Anda mengelola, C () Sangat Tidak Setuju
memotivasi, dan mengarahkan diri sendiri dalam bekerja. _

(SRR () Tidak Setuju
Silzkan berikan penilzizn berdasarkan pengalaman Anda dengan menggunakan skala
berkut: D) Metrel QO Metral
1 = Sangat Tidak Setuju

idak Setuju Setuju Satui

3 = Metral 0 D -
4 = Setuju Sangat Setuju .
5 = Sangat Setuju Ji==rg ! () Sangat Setuju
Harap jawab dengan jujur sesuai dengan kondisi yang Anda alami. Terima kasin atas
partisipasi Anda! &

Pekerjaan saya menginspirasi saya. * Saya meraza menyatu dalam pekerjaan saya. *
Di tempat kerja, saya merasa penuh dengan energi. * () Sangat Tidak Setuju () Sangat Tidak Setuju
() Sangat Tidak Setuju () Tidak Setuju () Tidak Setuju
() Tidak Setuju O Netrai O MNetrsl
() Metrel () S=tuju O Setuju
O Setuju () Sangat Setuju () Sangat Setuju
() Sangat Setuju

Saya bangga dengan pekerjsan yang saya lakukan, * Saya terbawa suasana ketika saya bekerja. *
Pada pekerjazn szya, saya merzsa kust dan bertenaga. *

O Sangat Tidak S=tuju O Sangat Tidak Setuju
() Sangat Tidak Setju

() Tidak Setuju () Tidak Setujy
() Thdak Setuju

Metral

() Matral o O Nerl
O Setj O s=tuu O S=tju
() Sangat Setuju (O Sangat Setuju (O Sangat Setuju
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08/04/2025
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0:09:32
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0:10:31
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0:11:58
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1-3 tahun

4-6 tahun

4-6 tahun
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1:16:21

09/04/2025
1:19:08

09/04/2025
1:19:54

09/04/2025
1:20:34

09/04/2025
4:28:14

09/04/2025
7:22:19

09/04/2025
7:24:24

09/04/2025
7:26:05

09/04/2025
7:26:52

09/04/2025
7:30:53

09/04/2025
8:56:22

09/04/2025
9:01:03

09/04/2025
9:04:39
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9:06:46

09/04/2025
9:09:11
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Non-manajerial

Non-manajerial
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09/04/2025
11:36:04
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11:37:46
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11:39:11

09/04/2025
11:41:01
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11:42:17
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12:23:35
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12:24:37

09/04/2025
12:25:24

09/04/2025
12:26:07

09/04/2025
12:27:32

09/04/2025
12:33:14

09/04/2025
12:33:54

09/04/2025
12:54:52
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12:55:27
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12:57:27
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12:58:09
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17:46:12
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17:47:30

08/04/2025
19:34:49

08/04/2025
22:52:13

08/04/2025
22:54:21

08/04/2025
23:50:32

08/04/2025
23:52:08

08/04/2025
23:56:00

09/04/2025
1:16:58
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7:23:30

09/04/2025
7:27:58
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7-10 tahun

7-10 tahun

7-10 tahun

4-6 tahun

4-6 tahun

4-6 tahun

7-10 tahun

7-10 tahun

7-10 tahun
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1:18:14
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7:28:59

09/04/2025
9:16:56

09/04/2025
11:36:50

09/04/2025
13:08:58

09/04/2025
14:22:47

09/04/2025
14:23:24

09/04/2025
14:24:15

09/04/2025
14:25:01

09/04/2025
14:26:27

09/04/2025
14:27:15

09/04/2025
14:27:55
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14:29:08

41-
50

41-
50

41-
50

41-
50

41-
50

41-
50

50>

50>

50>

50>

50>

50>

50>

50>

Perempuan

Laki-laki

Perempuan

Laki-laki

Perempuan

Laki-laki

Laki-laki

Perempuan

Perempuan

Laki-laki

Laki-laki

Laki-laki

Laki-laki

Laki-laki

Non-manajerial

Manajerial

Non-manajerial

Non-manajerial

Non-manajerial

Non-manajerial

Manajerial

Manajerial

Manajerial

Manajerial

Manajerial

Manajerial

Manajerial

Manajerial

7-10 tahun

7-10 tahun

>10 tahun
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7-10 tahun

7-10 tahun
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LAMPIRAN 7. HASIL OUTER LOADING

Quter loadings

Matrix
EE POS sL POS x 5L
0,805
0,722
0,825
0,767
0,702
0,809
0,831
0,811
Q2,817
0,716
0821
0,814
0,797
0,802
0,788
0,794
0,711
0,724
0,728
0,755
0,765
0,702
0,775
0,785
0,808
0,793
1,000
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List

Outer loadings

0,805

=3 0,722

EE 0,825

4 <- EE 0,767

< EE 0,702

EEG <- EE 0,809

EE7 <- EE 0,831

EEB <- EE 0,811

EED <- EE 0,817

POS x 5L > POSx 5L 1,000

PO51 < 0,716

PO52 < 0,821

POS53 < 0,814

PO54 < 0,797

PO35 < 0,802

POSE < 0,788

0,794

0,711

0,724

0,728

0,755

0,765

0,702

0,775

0,785

0,808

0,793

114



LAMPIRAN 8. HASIL UJI RELIABILITAS

Construct reliability and validity

Average variance extracted [AVE)

Qverview
Cronbach's alpha Composite reliability (rho_a) Composite reliability (rho_c)
0924 0,927 0,937 0,622
0,909 0,917 0,926 0,610
0,905 0913 0,925 0,578
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LAMPIRAN 9. HASIL UJI VALIDITAS DISKRIMINAN

Fornell-Larcker criterion
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LAMPIRAN 10. HASIL UJI KOEFISIEN DETERMINASI

R-square

Overview

R-zquare R-square adjusted

117



LAMPIRAN 11. MODEL PENELITIAN
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LAMPIRAN 12. HASIL UJI HIPOTESIS

SmartPLS report

Please cite the use of SmartPLS: Ringle, C. M, Wende, 5, and Becker, 1-M. 2024, "SmartFL5 4. Bénningstedt: SmartPLS, httos://www._smartpls com.
back to navigation

Final results
Path coefficients

Mean, STDEV, T values, p values

Original sample (Q) Sample mean (M)  Standard deviation [STDEV) Pvalues

T statistics (| O/STDEV])

0,408 0,413 0,084 4,838 0,000
0,141 0,138 0,068 2,083 0,037
0,533 0,538 0,082 5,548 0,000
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LAMPIRAN 13. JURNAL ACUAN PENELITIAN
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The relationship between
self-leadership and employee
engagement in Lebanon and the
UAE: the moderating role of
perceived organizational support

Mazen Malaeb
Allianz SAL, Beirut, Lebanon, and
Grace K. Dagher and Leila Canaan Messarra
Department of Management Studies, Adnan Kassar School of Business,
Lebanese Amertean University, Beirut, Lebanon
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Introduction
Schalars and practitioners agree that one of the top priorities for organizations. today is
sustaining high enmployee engagement (Nikolova et al, 30]9}353 fundamental component of
an organization’s strategy to achieve sustainable ¢ advantage (Hooi, 2021).
Employee engagement s been muinly lnked o | thn\ (1990) research on personal
E uuuumz £ (2002 [

mluchaugub]y with work engagement and rdbd as an attitudinal outcome that has
ecemly gainel round i crpoyecevel HEM éogaeh (Hoot, 221: Mesern ol af, 2120).

Mazen Malaeb and Grace Dagher are contributed equally.
Findisgg: The authars received no financial support for the research, authorship, andior publication
of this article.

Empls i8a motis that on of

personal resources associated with the tasks related to 2 work role (Christian ef al, 2011;
Kanfer, 1990; Rich e ai, 2010, 1t 5 defined as"a positive, fulfilling, work-related! state of mind
that is characterized by vigor, dedication, and absorption” (Schaufeli ef al, 2002, p. 74).
Though there are different appreaches to dealing with the notion of engagement, still
commonalities involve the self investment of personal resources at work (Chiistian of al,
2011; Kahn, 1992 Rich ef ol employees can develop higher
levels when they obtain further control over how and when 1o exeente their work (Breevaart
el al, 2014, 2016; 1, 2009 TR i, A e
as the heart of control izatic influ = (Manz, 1986, 2 J tetal,
2011, Tt addresses what, why, and bow the task should be done (Manc, 1991), and involves
artictlar Sets of strategics. desighed (0 positively influence individuals” behavioss (Mar

1986; Kazan et af, 018). The selfleadk ¢ roted in selfregetory
theories, and i i i s may el i their self’
regulatory effectiveness (Carver and Scheier. 1996; Breevaart et ol mlsumlwmmsd(

T,
rtgu\aum i mechaisim that differs within and across individals and circumstanoes and
irkpl

e R el i L1 (1o Stevart ef of, 2019). In this
context, Stewart etal’s (2011) mult lead

iramework indieating that both indiviual and feam sel-leadership le
influenced by intemal driving forces, but also by extermal ones, R:m.uL.M\.x
forces included some factors associated with the cmstruct of perceived organizational
support, such m.um, leadersbip, ad aganizaional séysrds Neck gne M, 1906
Rhoades and 201 ational support
theory (OST) Shore and Shore,
965), perceived organizational support ;-a\ n\ ial exchange theory (Blay,
A)and the norm of reciprocity (Goulds  and refers to employees’ extensive beliefs
“eoncerning the extent to which th values their cares about
their wekbeing” (Eisenberger e af mﬁ D501 0ST ks capéured widespread inferest due

i

e L Ao important matter in understanding the fole

percelved organizational support (Kurtessis of al, 2017). As such, employees' perceived
organizafional support affects outcomes differently across various cultural andior national
scitings (Rockstuhl ef al, 2020),

Organizations operating in the Middle East are continuosly adopting trendy practices
from western organizations (Ramdani of al, 2014); however, the Middle Eastern social,
cultural, and political structures are significantly different from their western counterparts
(e, 2241 akdion, ey challegs e expected o ace HR fuetions o Middie
Eastern nation: i labor markets, mational
culture, business \\urkphuetmunmnnml. e ..) see Budwar ef al, 2019, Priat ,.m.h

particularly called for mmuplmg further rescarch in e s

d Wilkinson, 011; Tasavori ef af, 2021).
“The influenceof the unique qumu“umtand therapidly changing insfitutional set-up of the
Middle East s not yet adequately researched (Budhwar ef al, 2019, Among the countries of
the Middle East, Lebanon and the United Araly Emirates are considered more liberal and
realize the significance of attaining positive eamployee outeomes (Lasrado and Bagchi, 2011;
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Lythreatis of al, 2018). Even though the workplaces of Lebanon and the UAE are both
influenced by Aral culture and similar religious values, yet, their nature and stability are
distinctively different at several levels (Lythreatis ef af, 2019). Moreover, ALKhatil ef al
(2005) clarified that research has wamed against grouping the Arab nations into a single
cluster. Hence, the country differences reflect a chalienge to the withinregionallevel
seneralized obscrvations and address the need o put cflorts to betler appreciate such
distinctions (Ralston et al, 2012 Lythreatis of af, 2021). Ullinately, this research has
recugnized an ultimate opportunily to study Lebanon and the UAE that are located in the
Middle East, which resembles an interesting and unique base for both researchers and
pradtitioners to study and research international human resource management due to its
unique warkforce nature (Budhwar éf al, 2019 Moreover, such an opportunity ills the
dertifc gaps of knowlcge within the fcaeric literature in the Middle East, which 35
garnering a great deal of attention due to it and geopolitical i

D031 Fusthetmore,there i a ek of research on the topc of ennpluyee engagenent in non-
western contexts (. Arab Middle Eastern countrics), and this Ji
enmprehension and cross-cultural utility of the notion of employ
and Syed, 2020, In this frameworks, Middle Eastern countrics such as Lebanon and the U

idualistic and low power
s e the A, Australia) (Holstede, 1980, 2001 Harris
i cuuml values such as coll and)mm'rd tance were lmmd wact
as a aritical contextual factor when orgs endea
Cryapizational Support, crgtgement at sork (Zhong of al, 2016), and Sell eadersbip | mm
et al, 2006; Stewart et al, 2011). In addition, perceived organizational support and s
leaticrship may b undestoon and applicd diflerently i cllectacistic and idhviduabatse
eultures; the former culture is based on social relations while the latter culture is centered on
the person (Rockstuhl ef al, 2020; Alves el al, 2006), Consequenly, examining the proposed
relationships for the first time in a Middle Eastern context is important 1o detect whether
different interpretations from that of the western context could be found.

Previous studies have rumnunmdud futore research 10 explire sl adership in o
Western samples to d of its to better understand
it lfects (Kazan ¢t f, 2018; Harari et af, 2021) mumgh P wludma have examined the

between selileadership and empl (e.g. Breevaart of al,
2016, Gornes ef al, 2015; Park et al, 2016), this relationship has received scant research
attention {Knotts and Houghton, 2021) and was hardly probed in a nonswester contest. I
view of that, several observations have recognized tat comtextual factors that are
eharacterized by cultural differences such.as indidulistcollectvism and power distance
ean play apivotal rol

cultures (Alve 2011 ar
Based on the abovementione. the frst objective of this :Ludy B o extind e
self Jeadership
innew and under-researched countrics. Amrdmgl different indications that are pertinent
10 this relationship might be ohiained through 1his study due to the cultural variations
Eastern and westeen contests. In addition, Breevaart ef ol (2016) and Knotts
and_ Houghton mzu ecomneadal gtutying te potects] meskiag facous oo the
Tetwee . ;

tal,
s

abjective is 1o test s pc'cmw.d arganizational support moderates
hence, distinguishing a new pathway that leads to further understanding of the sell-
Ieadership engagement model and contributes 1o both practice and research in this area.
Alfter reviewing the lterature, we did not find any study examining the interacting effect of



perceived organizational support and selfeadership, thus a significant novel contribution  Leading the PR
wonild be addled o the Herature through our present study way towards Eor
Additionally, scholars have highlighted the significance of perceived organizational emnloves :

support i g engagement (Zho f o, 2016) Yel, very fewstudies have exarmned the ploye

et support and cger ol g, CTGAZEmENT
2020, M cxamining a direct i betuween L s ina non
western, context is stil Emiled, and scarcely foundl i & Midelle Enstern context. Thus, the a2ad
third objective is to empirically test the relationship between perceived 2288

sugport and enployee engagemnent ina Middle Eastern context, pam:ulzm nl Lebanon and
the UAE,
the Im:mune new insights on international aspects of huma.n resource managm\em by
providing evidenee from emerging markels and under-researched countries (Budhwar
et al, 2019)

Literature review and hypotheses
Self leadership and empioyee engagement
Selkeadership s generally viewed as a set of lls and strategies by which individuals
inherently motivate themselves toward higher performance and effectiveness levels (Manz,
1986) by applying three different strategies: behavior-focused, natural rewards, and
constructive thought patterns (Neck and Manz, 2012). Belavior-focused stralegies help in
improving an individual's sellawareness to facilitate behavioral management, mainly
mamaging the bebaviors reated 1o essentia but unlikeable tasks (Vez and Neck, 2004).
Natural retoards st UL within &
given task so that it hecones integrally rewarding (Neck and Houghton, znur}, (2) shifting
perceptions of the unlikeable task features lowards inherent rewarding features (Neck and
Houghton, 2006). Constranctive Hiomght patterns strategies involve nitiating patterns of
positive and productive habitial behaviors, as well as, perceptual thinking that leads to
constructive performance (Houghton and Neck, 2002 Neck and Manz, 2010), Overall, self-
leadership is “a process through which individuals eontrol their own behavior, influencing
and leading themselves through the use of specific sets of behavioral and cognitive
strategies” (Neck and Houghton, 2006, p. Z70), Practically, self lcadershin presents a set of
behavioral and cognitive strategies, which an individual can acquire and execute at work,
that positively influence the individual's subsequent outcomes (Gomes ef al, 2015).
A'plethora of theoretical and empirical research has indicated the association of self-
leadership with a significant mumber of constructs throughout the leadership, management,
and psychology fiterature. The results from these studies indicated 2 positive effect on
individual, team, and organizational performance (Neck and Houghton, 2006; Pina e Cunba
et al, 2015), employee productivity (Birdi ef al, 2008), employee innovative behavior
(Carmeli ef al, 2006), effective self-regulatory sses (Bailey of ai, 2016), positive affect
(Houghtan ef af, 2012) team comniitment and team strength (Bligh ef af, 2006; Yukl, 2013,
Pina e Cunba ef of, 2015} and employee creativity and commitment (Houghton and Yoho,
2005; Pina e Cunba ef al, 2015). However, a modest number of studies have empirically
examined the direct this relationship
has not vet been fully explored (Knotts and Houghton, 2021), despite its substantial potential
ipact aboth il g atiomal levels. The notion o s et has
1 an anmssed interest funagers and research the past d
g:, , 2019), due t0 its pesitive influence on employees and the erganizations they work for
(Rahmadani and Schaufeli, 2022). Sustaining levels of employee engagement is
becoming aserious challenge for leaders (Van Tuin et al, 2020), as organizations are shifting
towards enbancing these levels (Dagher ef al, 2015, When engaged employees are

pesfrming thei o) hey percess work s sosiung ey want o devore s e and
Dbecause it i (2]

meaningful to

the mnmmpktzlykrns
et al, 2011),
smuzwhal similar to intrinsic motivation Salaneva and Schaufel, 2008; Gomes ef al, 2015)
Moreaver, sinee self-Jeadership uses cognilive and behaviral strategies to help in goal
achievement through enbancing intrinsic motivation (Neck and Manz, 201% Park ef al, 2016),
it is more fikely that employees become engaged when they practice more self leadership
(Wezesniewski and Dutton, 2001; Breevaart ef of, 2016). With a similar rationale, Gomes ef al
{2015), Breevaart ef al. 2016), and Park et al. (2016) identified a positive relation between sclf-
leadership and employee engagement, Thus, we propose the following hypothesis:

HI. Selleadership is positively related to Employee Engagement

Percesud urgunizationa support and enplo: engugenent

2011, plﬂly![

(Eiseaberger ef al, 2020). Such a relationship provides organizations forther insights as
organizational support can be utilzed as o malleable leverage to increase employee
engagement (Eisenberger ef al, 2020). Studies indicated that human resources practices that
fon of enployee jons are positively related to
perceived organizational support {Shore and Share, 1985). Peroeives] or ganizational support
incicates the degree to which individuals believe that their organization values their
contriutions and i concerned about thei v Lbeing (Bisenberic b af, 1986; Shoee and
Shore, 1995), if their soc e
are satisfisd. This takes phice when :m organization expresses its intention 10 reward
mmwed wark effort and provide suppert when needed (Kurtessis ef af, 2017; Rhoades and
Eiscaberge, 200, According to Rladcs and Eeberges (2002, when the rewards provided
1o flfill
emmplyees’ socic emotional nesd vill o leLly eontribiite toa proeess of self.enhacement
sesiilting in positive employee atitudes and 1o betier employees’ subjective well being
(Kurtessis ef al, 2017; Cacsens ef al, 2017). mew:ux with the social exchange theory, the
pasitive actions of employers trigger pesitive cootions in_ employees, leading them. to
pasitively respond (Coyle-Shapiro and Comvay, 2005 The nexra of reciprocity compels
individuals toreact posiively unvard a favorai reatment by others B, 1964; Gauldner,
1960, This irmphics that employees tha all reciprocate s favorable reatment

Dy contributing better attitudinal and bt el outcomes at e workplace.

Accordingly, several studics have shown 2 positive relationship between perceived

organizational support and employee engagement isee Rich ef al, 2010; Saks, 2006, 2019)
Thiss, we predict the following hypothesis:

2. Perceived organizational support i positively related to emplo

cngagement.

The modderating roie of perceived organizational support on the velationskip beteeen self-
Leadership asd enpliyée engagement
Deived from the social kearning theory, Bandura coined the Social Cognitive Theory SCT)
which haghlighted rm dyramic interaction between individual factars (personal fictors!
i iences), factors and
behavior (reactions s hoent ettt achire o) Fanurs, 1989, This
dynamic reciprocal delerminism occurs among one'’s cognition, behavior, and external
such that both th e influence
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an individual's behavior, and vice versa (Stewart of al, 2019). Hence, an individuals behavior
both influences and is infloenced by hisher personal and environmental influences.

urthermone, SCT explained how the peycho social interactive inflance mechanism &
related (o the triadie seciprocal cavsation model (Bondua, 1986), and indicated that

Leading the
way towards
employee

individuals’ behavior is regulated via control and 10 achieve a
behavior, Consistent with the aforementioned, the construct of self-leadership is dteply
grounded in the social eognitive theory (SCT) which embraces the trindic reciprogity
causation model (Bandura, 1986; Stewart of al, 2019). Stewart ¢f af (2019) argued that some
self-leadership aspeets are hard to endure due to their finite selbregulatory resources.
‘However, such encrgy resourees can be reinforced and sustained by external forces such as
enmpowering leaders and aligned incentives (Stewart ef al, 2019). In this sense, Stewart ef al
(2019) pasited that self-leadership efforts are Jess likely to sueceed when external support is
exeluded, and moee likely to thrive when external support is involved.

employee thrives in an where its embraces
employees’ psychological [reedom experiences, their sense of ownership over their behavior,
as well as when they feel that they are capable of performing their work and are valued for
their hted effort (Park ¢ al, 2016). fingly, in such an , employecs”

4 e 9 ¢
context, hence, to the employees” perceived organizational s.upm-l Rhoades ¢f af, 2001;
Rhodes and Eisenberger, 2002). Therefore, we predict that self-leadership efforts are most
likely suppart is involved o achieve higher levels of
engagement. In other words, we expect that the interactive influence between the external/
enviromiental supports (perceived organizational support i our case) and self leadership
resources would srengthen e reatinship between e late and employee engagernc.
Inackition, SCT: irol, and self

highestJevel i Stewcart ot al, 2019).
In view of that, employecs' feelings of control and self e reqi
creating in their work and as a resul, become more engaged in their job [Pﬂ.mu wlal,
2012; Tims ef al, 2013, Breevaart «f al, 2016). Thus, we propose the following hypoth

H3. Perceived Organizational Support moderates the relationship between Sell-
leadership and Employee Engagement, in such a way that perceived
arganizational support will strengthen the relationship.

Figure | represents the eonceptual model of the research.

Sl s proceor
questionaaite was distributed online to individuals working in various service and

manufacturing el s1ch s bankig, asurance, PMICG, et . in the peivate

Lebanon and the United Arabs Emirates (UAE). Of the tota] wn..ua.m.mam di
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Figure 1.
Conceptual sodel of
the maderating role of
perceived
anganizational support
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Table 1.
A summary of

characteristics

each country, we recelved 225 (response rate 75%) and 251 fresponse rate 83%) complete
questionnaires from Lebanon and the UAE respectively. The questionnaires were
administered in English. English is a commonly used Enguage in both Lebanon and the
UAE (Diab, 2006; Randall and Samiri, 2010). Demographic variables such as age, gender,
marital status, job positionlevel, industry, and work experience were included in the
Table 1 provid ¥ of th

Data collected were all self-reported since it was not feasible to have supervi
partiipation. Ve, the varsables of this study ammmmmmamma itis
that ensployees are best suited their own. work b ise they are e
nly anes who e avare of the e they are dz[mnz.lralmg a...mm 2000; Ng and

and Ong, 2007 Thus, @ selfrcport meastre may be more
(Agarwal, 2014)

Lebanese sample
‘The participants otaled 225 working individuals, 100 (444%) of whom were men and 125
155.6%) wornen. Most of the respondents’ age fell in the 20 to 30-year-old range (618%), of

whom 71.1% were single. 46.7% had one o three years of work experience, followed by
227% with four 1o six years of work experience. The majority of participants worked in
the service sector (742%) feg. banking, insurance, etc ., while 16.8% worked
in manufacturing, with 88% in other industries. The majority of participants were in
non-managerial positions (65.3%), whereas 34.7% worked in managerial positions.

Lebanan Uiten) Avah Ennrates
Chatactersstic Description n_ Pecenage(%)  n Pescemagel%)
Age <0 7 7 25
20-3 139 a5
a0 &2 110 o
4l 13 a1 165
50 1 ] 36
Gender Male 100 i 17 586
Female 125 56 104 14
Marital stans Single 160 7L 114 454
Mamied with children 43 101 105 s
Separated ] 0 2 96
Married (o children) 15 67 5 z
Widowed 2 1 0
Divoreed 5 22 2 08
Lovel Masgerial 7 a7 o i1
Mo managerial 7 5.3 158 20
Industry Service 167 72 B o7
Manufactiring £ 168 a7 187
Other = &8 3 12
Work experience Less than a year 59 1 7l
13 105 467 ) 351
i 51 227 iz 7
710 E 154 I 16
More than 10 2 04 a 171

Notefshin = saple size

United Arab Emivates (UAE) samjie

(TS peipaRas i o yorbi: T arme TG i o e 10
(414%) were women. M af 3140 years
old, while 335% of the cmployees Cmln R e

respandents were single (454 %) followed by 41.8% niarried with children. 351 % had one to
Rl AT T NN v et PG
partcipants’ worked in the service industry (79.7%), while 187% worked in manufacturing,
and 1.2% in other industries, The majority of participants were in non-managerial positions
(529%), whereas 37.1% worked in managerial positions.

Measures

Employec engagement. The short version of the Utrecht Work Engagement Scale (UWES-8;
Schauleli ef af, 2006) was used for thiz study. The UWESS comprizes three subscales that
reflict the fundamental dimensions of vigor (3 ilems e.g. 'm my job, 1 feel sirong and
vigarous”), dedication (3 items: e " job™), and

e "1 am immersed in my work"). The 8-item statements were scored using a 7-point Likert
scaleranging from "0 = never” to *7 = always™. Cronbach's coefficient a = 0.921 was applicd
to the Lebanese sample and « = 0.917 was applied to the UAE's sample. The vahues of
Cronbach’s coefficient are consistent with the values of previous studies across different
cultures, a = 092, and & = 0.94 respectively Conte ef af. (2019) and Rayton ef al (2019).

Seifdeadership. The practives vl self-leadership were measured using 9 items of the
Abbreviated Self-Leadership Questionnaire (ASLQ) (Houghion ef al, 2012), which = a short
version of the 35-item Revised Self Leadership Questionnaire (RSLQY) (Houghton and Neck,
2002), knowing that the (RSL(Q) is the most empirically validated and generally used seli-
leadership scale (Maykrantz and Houghton, 2020). The %item statements covered three
subscales of behavior, awareness, and volition (3 items: eg.
performance’), task motivation (3 items: ey “Sometimes [ picture
performance before | actually do a task™), and constractive cogmition (3 iems: g, *1 think
abaut my own beliefs and assumptions whenever 1 enmumu a difficult situation”). ASLQ
was developed for studies ining overall sell-leadership and not the sub.
selfleadership. The ASLQ items were measured using a 5-point Likert scale ranging lmm
*1 = strongly disagree” to "5 = strongly agree”. Cronbach's coelficient o = 1854 was used
foe the Lebanese samsple and a = 0896 was used for the UAE's sample. The Ceonbach's
coefficient values are consistent with those of previous \ludu\ a = 088 and a = 086
respectively, Van Dorssen-Boog f al (2020) and E 21},

Percetved orsanizational support. To measure employees' perceived organizational
support, we used the 8tem Survey of Perceived Organizational Support (SPOS) adepled
from Essenbes ger et i, (1986, and measured with a 7-point scale ranging from *0 = strongly
disagree’ to '8 = strongly agree.”. e items inchude: “The organization values my
cml(nbuhm toits well-being™. Cronbach's eefficient o = 0.853 was applied to the Lebanese
sample and e = 0823 wasapplied to the UAE's sample. The Cronhach's coefficient values are
consistent with the values of previous studies, a = 0.86,and o =053 respectively Chillakuri
and Vanka (2022), and Caesens ef af (2016). The means, standard deviations, and Cronbach
alphas of the scales measures for both samples are provided in Table 2.

Control variables. Consistent with previous research on employee engagement, we
Lmlel]L:] for i, gum]ur, and y\arsul‘c’x[x{wflwa\ these variables were identified 1o havea

the ame results when the d i variables
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Results

Commion method bias

As the data were self-reported and may lead the empirical results o be influenced by the
comman method bias, we controlled for conmon method bias in two ways, procedurally and
statistically. Procedurally, we followed Podsakoff et al (3003} and Podsakoff ef al (2012}
vemmedies in order 1o ensiire confidentiality and anonymity of the respondents we dearly
presente] detaied information i our consent about the precautions taken, Morcover, we

Meaas, standlusd

deviations,

coeniatons, sod
s N - 275

1 UAE)

attempted to red e dis -uuu m
clearly h tothe

in the survey so that the m.pmdemh can answer the mn: ab honestly as it s pw'ﬂh]:
{Podsakoff & al, 2003; De Clercq e/ al, 2021). Furthermore, the measures we included used
both S.item and T-item Likert scales that are likely to reduce some common seale properties
prablerus. (Podsakoll ¢f al, 2012). Statistically, we applied Harman’s single-factar test as
recommended by Podsakoffef al (2003, 2012) before we tested our hypotheses, and the results
indicated no unusual variations in the data, The total variance explained by a single factor
was 325% for the Lebanese sample and 3212% fur the UAE's sample, which was less
than the 50% threshold (Podsakoff ef @i, 2003). Thus, thete is no concetn for commen
method bias.

Hypothesis lesting
T et 10 test he hyporbeses, we uilizd the FROCESS v:33 statistical approaches
ed

developed by Hay

e i e Lo e CAE s for
Hl. Moreover, perceived suppurt and empl were positively
associated in the Lebanese and the UAE samples, providing support for H2. To test the
moderation effect we utilized Model 1 (using X predictor variable = Self-Leadership, Y
outcome variable = Employee Engagement, and W moderator variable =
Organizational support). We also controlled f:yr age, gender, and years of work experience.
R <. Proces v il L with %0 coaicencsievale ) esesied spport

role of d support on

]:adt.r\hp R colores engagementor e UAITssample bu ot foc the Letacese smple
Th

el et selt s and engloe engaganent e o theimpacsinthe
n.\ wmpk Table 4 shows the results of the hypothesized re in the Lebanese
Figure 2 provides the visual presentation of the oderation eHct in the UAES

Gamle

Variahies. Mean sD 1

B

068 st
3 026 i186)
11 .98t nEEe ]

EE

uployes Engagenient

A

1. Selfleadership i 073 )

ZPOS a0 12 188" naz

3 Enuployee Engagetnent 15 e 0501 i e
Notefs): ** Carelation s significant at the 001 Jevel




s in path coefficients between the
wo we c method of Chin (2000) Ly
calculating the £-values using the formula provided in Figure 3

The calculated tvalues results were as follows: SclfLeadership (0.9738), Perceived
Orgaizational Support (~05115), and Moderator (0.427). The vahues were all below 195
there is no significant difference in the path coefficients of the conceptual
ol for the twa countries. This, the-country does not influence the resuls of this study. Tn
the context of this study, when employees” capaciti i
their internal control is declning, it s & likely that their s
decline s well. This deterioration s due o the insufficiency of sell leadership drives that are
necessary for enployees to tolerate challenges and for sell leadership 1 endure. Therefore,
perceived organizational suppert plays a central and strategic role in sustaining self-leaders”
drivés to attain higher engagement levels at work.

', in order to examine th istical differen

Discussions

This paper has the between selileadership and employee
enmagement as well as Lxmmd the moderating sole of pesceived organizational suppert
The prinary that th
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employec engagement in both samples from Lelsanon andllmUl\E ks comsny v B
the findinga of Eucevazrt of of @I, Comea o a! OIS, and Park ol of O whoy
dermonstrated a positive and significant relationship between self leadership and employee
Heace, s s of the latter and further
establishes the sellleadership-engagement relationship in orginally different contexts and
countries.
e that organizations usually moaitor and and in
improving employ s e inkage i
support as a malleable Figure 3.
lever for improving engagement [Eisenberger ef oL 120, G st demnited a statistic ormula
suppart
B SE ' I LLCT ULCT
oy mpwu Evgagement
Cone 45119 00600 TR2438 00000 4338 46300
ﬁe]fbeadm)\pl,‘-L 07856 00870 BO1R 00000 06124 09588
Perceived Organezational Suppert (POS) 03143 00479 BSE7Z 00000 02301 04086
Interaction (SL* POS) 01548 00631 24828 00149 00305 02790
Note(s): N 0399, ¥ change = 001487 p < 0.01 the UAE's sample
I SE ' I Le
oy mpwu Evgagement
Con 47892 Q0637 TSR 00000 46637 49147
Self] Ln d:eﬂh ipiSLY 06607 QMO TGI8 00000 0ATSS 08450
Perceived Organizational SuppertiPOS) 03570 (0533 67142 00000 02528 04620
Tnteraction (SL*POS) 00644 0706 00120 03627 00747 02034

Note(s): N = 2

0377, M- change = 0.002

Tabl
Modegation results -
[

Lebaese sample

Note(s)s m = UAE sample sizc. 1 = Lebanon ssmple size. S - = standand ervors,
Fath -~ path coeflicient

les, these of Letanon and the U
Saks.[?ms) Rich et al, 2010, K:
Breevaart ef al. (2016).

Finally, building on the werk of Eisenberger ¢f ol (2020) who suggested the role of
perceived organizational support in increasing intri erest as a promising new direction
of research, we tested the moderating role of peresived organizational suppart on the
relationship between selfladership and employee engagement. To the best of our
knowledge, this study is the first 1o shed fight on an interaction mechanism that is
ocewrring belween perceived support and selfleadership within an
organizational context, in order to improve employee engagement levels. Our results
demonstrate the moderating effect of perceived organiztional suppart on the relationship
between selfleadership and employee engagement in the UAE sample only. Perhaps, this
could be due to the differences reflected in the org mlzmmml political, socio-cultural, and
socioeconomic realities between Lebanon and the UAE (Ralsto of al, 2012 Lythreatis of al,
an Islamic nation that i a politically stable, rich, and enserging country
whereas Lebanon is a religiously diverse country that is witnessing frequent political
wrbulences and saffering at several economic levels due 1o its current financial erisis
(Lytheatis ef al, 2021). For instance, Ralston et ol (2012) have shown that the unde

ltural, pofitical, and influences reflect two uniquely

These findings are in line with the results
atepe and Aga (2016), Zhong of al (2016), Saks (2019), e
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distinetive vahues and business environments for managers and professionals working in
Lebanon and the UAE. I this manser, our findings provide support to the argument of
Rockstubl ¢f al (2020) and Holmes ef al (2013) which indicates that the national-culture
ifferences will reveal a h@!ﬁ(dn[ boundary condition regarding the effects of perceived
may influence the pcm-ww m‘yamzdlmuat aupp:yrl relationships across societies. Also,
national eulture represents an impertant difference in faci sellleadership (Stewart
et al, 2011, 2019), indicating different motivating constituents and/or stimulating forces that
might also take the lead and enhance emplayee engagement levels
Ultimmately, there bas been hat national cul dakey
faclor in influeneing leadership styles and employees” behavior (Yahchouchi, zmm and our
fnulinge echo such assertions. While the UAE predomimantly fllows comtemporary
s that are based on the process of
and Nexibility within its private erganizations (Alavi of i, 2021), it is argued that employees.
in Lebanon are only interested in earning their pay as a result of the bureaucratic and
traditional ideslogy of their employers who are mfluenced by traditional maragement
concepts and values, and must therefore be coerced to produce (Sulinzn, 2001; Ahimed and
Julan, 2012 Isasail, 2016; Lemail ef al, 2019). However, the core concept of
depiets a significant contrast 1o such traditional ideologics, rmnagement principles,
organizational perspectives (Pearce and Manz, 2011). In fact, selfleadership postulates that
allm‘pmza(mml mzmhers are so far czpableaflmdn@llmmqolvm andarcordingly lessens
Pearce
,mdMam, mu Stenvart et al, 2013) Within the organizational hmmhy in Lebanon, the
approach and support are crtically perceived by the employees and will
mnseqm(ly influcnce their level of interaction and engagenent Dagher o af, 2015). Ax
such, the interaction between perceived] organizational support and selfleaders is not an
gmpum}hu mmgemzm styles represent a critical hinge that might support o mmdo
i support and selcl
G et above discussions, this | argunentation elucidates the undeslying
reason why pen did
Ieadership and emplayee engagement in the Lebanese context. As per our study results,
embedding a new oritical component into our model, such as perceived organizational
support, aids i improving theory by developing our perception further regarding the
leadership and employ and opens

the door for further future research and exploration.

Practical implications
practices are i
soc-ultural, and mational aspects (Lythreatis ¢f af, 2021). In the highly competitive
environments, diverse cultures, and various pelitical and economic structures existing in the
Middie ranizations should realize the importance of directing their efforts towards
recognising H ffemand practices thatare optimally mmpal'l.!'\evnlhltmmun context.
As the work envi cuaired towork
independently, for example, when working from home or when working in an autonomous
team (Brecvaart e al, 2016). The significance of such implications is beingiwas mostly
underlined after the enmomaviras pandemic (COVID-19) as a universal transformational
paradign shift, Hence, organizations and employees may especially benefit from the use of
self-leader ship almlegmqmnrdcrlnmhamt engagement levels. This study provides furtber
for enhancing employ across Arab Middle

Ezatarfiepint sl ecilly tht reports ave idenifying low svels of employee engagement

based on several organizational,
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across the globe (Albvecht ef af, 2015; Saks, 2019), Thus, our findings support previous
studies and hold si flling the gapaf rescarch on
the topic of employes egagenent in non-westeen conlexis.

Morever, Siewart of al (2011) recognized internal and external forces that influence both
individual and team self kadership. Employes self kadership is oot only obtained through
intrinsic rewards fsee Manz, 1986) at the individual level, but also o a cerfain extent via
extrinsic rewards, such as rewards that are acquired from supervisors and organizational
leaders i a higher level (Neck and Manz. 2010 Stewart f ai, 2011), Consistent with the
proposed argument e sell-Ieadership b
s rgered the role of perceives] arganizational support within our A model

In this context, we recommend that organizations recognize and reinforce the effects of
percefved support identified in our study, and also encourage them to consider their
managerial styles before promoting selfradership. In addition, HR and regional managers
should meticulously consider the nationaleultural context and country characteristies
throughont their practices in which perceived organtzational support affects outcomes
dhifereatly aeross countris,even whe they e lcated i the s reion. The simificant
interaction ali d pin the UAE, but not
in Lebanon, might also refer to the country’s workforce hmracirte Uik Lebanon, the
nature of the UAE's workplace is v by 8% of
expatrfates (UN, 2016; Lythreatis et al, 2019). Such a mixed uniquely
different from 2 homogeneous pupulation in other counties (Lasrado and Bagehi, 2011), For
instance, Arcldasamy (2021) has shown how expatriates are betier able to abtain pesitive
outcomes when they perceive their organizations as supportive, thus improving their

engagement levels al work. Henee, organizations can achieve higher levels of employee

ifthey driversat Land ext
xe optimally alignee (ekaney e Royal, 2017

Furthermore, the interaction effect between pereeived organizational support and self-

leadership, which was examined for the first time in this study, provides insights and novel
! i H fter, HR i by

the pivotal tole of enri ! perceived and nurtaring their
selfeadatsip aptindes, pastielaly, i bey wish to improve cagsgenent. Evenaly,

onganizations, consultancy finms, and HR managers areadvised (o nol orly build on
perception but also to pay more attention I

they cable reaping and clevating the levels of valuable arganizational and ersployee

ut I D Boog et al, 2020).

Limitations and suggestions for future research
s with all studies, this study has First, our study had
collected from anly two cosmtries; luture rescarch should attempt o increase the armple sz
i since inereasing the
ythe generalzailty of our s v be
coniidersd a Strength rather (a  ladtation (Dermes i nd Rispers,
2016, e iriyes o cullct dat fromparticipanks in iferent iz, Yel, . majority of
vl Therefore, future studics
Chould ey to collect i ples from cifferent i crdes
the findings and also be able to conduc
derive different interpretations. "Thee, we md m.gmdmm [ sel{mpm‘t their Jevel of
engagement and use of sell-leadership approaches, berause such experiences are best
evaluated by the enployees themselves (Breevaart of al, 2016). However, we recuminend

data their s tive
results_ Fourth, althaugh we took precautionary steps 10 handle the common method
variance, that future well. Fith,

future résearehers are encouraged to repeat this study by following a longitudinal st

design that may yield other findings. Finally, as sellleadership literature continues 1o

aceentuate the role of cognitive and other internal drivers 10 behavioral and

extsaialsllienies (St f l, 2019) wé e hat s sLadies furthes explore

Ut might

e G e B Nﬂ.a!mlsl-up ‘with craployee emgagement andior other valuable
outcomes,
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