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Ot penakropa

B Teuenue mocnenHux 25 €T UCCNENOBATENN aKTUBHO U3y -
YalOT WICHTU(HUKALUIO COTPYIHUKOB C OpraHM3alded, Mayon
TpyIINON U T.A., TaK KaK OHa 0OYCJIOBJIMBAET MX ATTUTIOABI, ONpeae-
JICHHBIE AaCIIEKThl OPraHM3alIOHHOTO IIOBEACHHUS M BBIIOIHEHHE
pabotel. Tak, opranu3anuoHHas UASHTUGHUKANNA 3HAYMMO HOJI0XKH -
TETBHO CBsI3aHA c MIPUBEPIKEHHOCTHIO OpraHu3aIny,
BKIIFOUEHHOCTBIO B Pa0OTy, YIOBIETBOPEHHOCTHIO, TIPUBSI3aHHOCTHIO
K npodeccu U pabodel TpyIIe, poJeBbIM U IKCTPa-POJIEBBIM MTOBE-
JEHUEM M OTpHUIATeNILHO — ¢ HamepeHueMm yBoiutThesi (Lee et al.,
2015; Riketta, 2005; Van Dick, Wagner, 2002).

UccnenoBanu oOpamaioT BHUMaHUE HE TOJNBKO Ha MpsMBEIE,
HO W OIOCpENOBaHHBIE HEKOTOPHIMH IEPEMEHHBIMU MOCIEACTBUS
uaeHTHuKanuyu. Tak, H3y4aluch CICAYIOLUINE IPOMEKYTOUYHbIE
(baxTOpbI CBSI3U «OPraHU3ALMOHHAS UACHTU(HUKALUSI — IKCTpa-poie-
BOo¢ (IpaXIOAHCKOE) MOBEICHUE» DPAOOTHHKOB: BBITOPAHHE, OIIBIT
paboThI, TIOTHBINA WX HE TTOJHBIH pabodnii 1eHb, KOJUICKTUBU3M, Ha-
BBIKH BBIIIOJHEHUS 337a4l, aBTOHOMHOCTb Pa0OThl U BKJIIOUEHHOCTh
WM He BKIIFOYEHHOCTD YWICHOB B He(pOpPMaJbHbIEC IOATPYIIIHI B pabo-
yel rpymne.

Tarxoke uneHTHUKAIHI PaOOTHIUKOB B OPraHU3aIUH, B CBOIO
ouepesb, paccMaTpUBaeTCs Kak MeIuaTop WM MOJEpaTrop CBS3U
MEXIY HEKOTOPBIMU HE3aBHCUMBIMH M 3aBUCHMBIMHU [1€PEMEHHBIMHU.
Hanpumep, ananusupoBanach poib OpraHU3alMOHHON WM TPYIIO-
BOW MAeHTH(UKAMH PaOOTHUKOB B CBA3HM «aHTELEACHT — JKCTpa-
poJsieBoe (rpakIaHCKOe) MOBEICHNUE). B kauecTBe aHTEIEICHTOB HC-
CIIEOBAJIM: JIMAEPCTBO (HAmpUMeEp, CTHIb JHIEPCTBA, OTICIbHbBIE
XapaKTEPUCTUKU U CIIPAaBEUIMBOCTh JIHIEPa) U OOMEH MEeXIy Juie-
POM M WIGHOM TIpYyNIbl, OTHOIIEHHS B  OpPraHU3ALMH
(opraHu3anOHHOE JOBEpUE, OPTaHU3ALMOHHAs MOJAEP’KKA, OCTpa-
KHA3M M TICUXOJIOTUYECKUI KOHTPAKT), OPraHU3AIMOHHBIA KOHTEKCT
(LIEHHOCTH W KOPIIOpaTHBHAS ATHKA, KOPIIOPATHBHAS COITUATIbHAS OT-
BETCTBEHHOCTH ), 0e30macHOCTh paboThL, TepCOHaNbHbIE
XapaKTEepUCTUKU U TIOBeAeHHE paOOTHHKOB (BOCHpPHMHATAs CIIpa-
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BEJIMBOCTD, OTKPBITOCTh K M3MEHEHHIO LICHHOCTEH M MEpCOHAIBHBIN
KOHTPOJIb), MCHEIKMEHT (ynpanieHue 3QQeKTUBHOCTBIO U CTparte-
THH yIPaBJICHUS IIEPCOHATIOM) U HEKOTOPBIE APYyrHe MepeMEHHBIE.

Tak kak uIeHTU(HUKALKS YaCTO CO3AAaeT ONpeaeSICHHbIE Mps -
MBIE WIM KOCBEHHbIC IO3UTHBHBIE 3((EeKTsl B OpraHU3aluH, TO
BHHMaHHE HCCIIeaoBaTeseii oopameHo K ee merepmuHanTaMm. Cpemn
(baxTOpOB OpraHM3alMOHHON MACHTH()UKALIMY U3Yy4ajIl: NepCOHaIIb-
HBle (HampuUMep, BO3paACT, MPOJOJKHTEIHHOCTh pPAaOOTHI B
opraHu3anuy U npodeccuoHabHas MOTHBAIHS ), MEKJIMYHOCTHBIC U
WHTEPAaKTUBHBIE (JIOBEpHE, COIUATIBHBI OOMEH, CTWIIM JIMACPCTBA,
BJIHMAIONINE Ha WACHTH(PHKAIUIO COTPYAHUKOB, BOCHPHUHSITAs CIpa-
BEJIMBOCTD YMPABICHYECKUX PEUICHWH W JAp.), OpraHU3allMOHHBIC
(BHEIIHMI UMHIDK, MPUBJIEKATENBHOCTD, PECTHK U CaMOOBITHOCTD
OpraHu3alyy, IPHUBJICKATEIbHOCTh KOPIIOPATUBHON KYJIBTYpPHl U Op-
TaHW3aIOHHbIE CTEPEOTHIIBI).

HecmoTtpst Ha Gonbmioll o0beM nuTepaTyphl IO mpobiieme
uAeHTH(UKAMKY paOOTHUKOB B OPraHU3al[MIOHHOM KOHTEKCTE, MOXK-
HO OTMETUTh HECKOJBKO OrpaHH4eHuil. Bo-mepBrix, cymecTByeT
HEMHOI'0 HCCIIEeIOBaHUN HMAEHTH(UKAIMKU C KOJJIETaMH, PYKOBOIM-
TeneM (MEXJIMYHOCTHAS HISHTH(UKAIWSI) U OYeHb Majio pador,
MOCBAIEHHBIX WACHTH(UKAIUY ¢ HehOPMATIBHOM MOArPYIION B Ma-
JIOW Tpymme, Hampumep, otaene, kadeape (MUKPOrpYIIOBas
uAeHTH(UKAIMS) U CTPYKTYPHBIM MOJpa3elicHUEM B OpTaHH3allny,
HampuMep, yhpaBlieHHEM, (aKyIbTeToM (cyOopraHM3alrOHHAS
uACHTU(UKALNSA ).

Bo-BropeIx, nccrnemoBarenu Oornee CKIOHHBI H3ydaTh 3¢-
(bexTbl pa3HbIX HACHTH(PUKAIUA 10 OTAenbHOCTH. CyIIEecTBYIOT
eAMHUYHBIE PAa0OTHI, B KOTOPBIX aBTOPBI OOpAIIalOT BHUMAaHHE Ha
HEOOXOJMMOCTh U3y4YaTh MHTEPAKTUBHBIE 3(D(EKTHl Pa3HbIX UACHTH-
¢ukanuit. Hanpumep, oOHapyXeHO, YTO OJHOBPEMEHHO BBICOKAs
OpraHU3allMOHHAs WACHTH(UKAIMS U TPYNIOBas HICHTH(QUKALUSL
0ojiee CHIIBHO CBSI3aHBI C OKCTPA-pPOJIEBBIM TOBEJACHHUEM COTPYIHH-
KOB, HEXXEJM KOT/Ia BBICOKOH SIBIISIETCS TOJNILKO OfHA M3 HuX (Van

Dick et al., 2008).



B-TpeTbux, conuanpHyr0 HJIEHTHUYHOCThH (TpeX]e BCEro Ha
npuMepe TPYNIOBON M OpraHu3alOHHON MIEeHTU(UKAIIMN) HEKOTO-
pble aBTOPbl TOHMMAIOT KaK MHOTOMEpPHBIH KOHCTPYKT. B Hem
BBIJICIISIIOT pa3Hble KOMIIOHEHTHI, HalpuMep, TaKHe KaK KOTHUTHB-
HBIA, aQQeKTHBHBIN, OICHOYHBIM W MOBeACHYEeCKHi. Bompoc o
KOJIMYECTBE U COACP)KaHMM KOMIIOHEHTOB J0 KOHIIA He pelieH. Yare
BO BHUMAHUE IPUHUMAIOT KOTHUTUBHBIN U a()eKTUBHBIN KOMIIOHEHTHI.
Hecmotpst Ha nmosydaroliyto Bce OoJee IHMPOKOE PaclpoCTpaHEHHUE Ta-
Kyl0  KOHLENTYalIU3alfio  HICHTU(QUKANKA, uMeeTcss JAeUIuT
SMIIUPUYECKUX HCCIETOBAHUN POJM Ka)KAOTO KOMITOHEHTAa OIpese-
JICHHOW WICHTU(UKAIIMA OTHOCHTENBHO AaTTUTIONOB W (QopM
OpraHU3alMOHHOTO MOBeAeHUs paboTHUKOB. Hanpumep, 6butn 0OHa-
PY)KEHBl ~ 3HaYMMbIE  MOJIOXKHUTENbHBIE  CBSI3M  aQEeKTUBHOU
MEKIMYHOCTHOW, MUKPOTPYIIIOBOW M TPYNIOBOH HIEHTU(UKAINH,
a TaKKe KOTHUTUBHOHM TIPYyNIOBOH MACHTH(UKAIMM C BKIAIOM pa-
OOTHUKOB B IPYNIIOBYIO AeATeNbHOCTH (CHIOPEHKOB 1 Ap., 2019).

B-detBepThIX, Harnie u3y4aroT 3QQPeKTh HAeHTH(PHUKAINA pa-
OOTHMKOB OTHOCUTEIbHO HX WHAWBUAYaJIbHBIX aTTUTIONOB U
MIOBEJICHUI, HO 3aMETHO PEXe — BHYTPUTPYIIIOBBIX IPOLIECCOB U SIB-
JeHni, a Takke 3((EeKTUBHOCTH MajOW TPYMIbI, B KOTOPYIO OHHU
BKJTFOYEHBI.

Ot0Oop paboT uIs ykKazaTeliss OCYIIECTBIISJICS Ha OCHOBE
JIBYX KpUTEpHUEB: cdepa MposBICHUS UISHTU(UKAIMKA U THI UICH-
TUQHUKALIMKM B OpraHu3auud. B 1gaHHBI yKa3aTeldb BKIIOYEHBI
HaydHble NYOJHMKAalWW, TMPEUMYIIECTBEHHO CTaTbu, B KOTOPBIX
paccMmarpuBaiach uaeHTH(UKAMs paOOTHUKOB B KOHTEKCTE TOCY-
JApCTBEHHBIX W KOMMEPYECKHUX OpraHu3auuil (KOMMEpUYecKHe
KOMITaHUH, aAMUHUCTPATUBHbIE YUPEKACHUS, apMHUs, BhICIINE y4eO0-
HBIC 3aBElEHMs, IIKONbI, MEAWIMHCKHE KIMHUKA M T.IL).
OTcenBaINCh SMIUPUIECKUE UCCIEIOBAHMS, IPOBOIUBILNECS CPENU
BOJIOHTEPOB, CTYIIEHTOB, CIIOPTCMEHOB, 00JeNbIIMKOB U T.1. Kpome
TOTO, 7Sl yKa3aTelsi ObUTH 0TOOpaHbl paboOTHI, B KOTOPBIX MPUHUMA-
Jach BO BHHMaHWE HACHTHQHUKAIMSI pabOTHUKOB C JOPYTUM
CyOBEKTOM — WHIMBHIOM (MEXIMYHOCTHAs WACHTH(UKAIWS), He-
dopManbHO  MOArpYNION B IpymIe (MHMKpoOTrpymnmnoBas
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uaeHTH(UKaMsI), MajJod TPYNmoi (rpynmoBas WACHTH(UKAIMS),
CTPYKTYPHBIM TOApa3AeieHueM (CyOopraHn3alioHHas WAEeHTH(U-
Kalysl) WIM  OpraHu3auydeil B 1enoM  (OpraHU3alMOHHAs
upenTudukamus). T.e. kKaxood HICHTUDHUKALMUA COOTBETCTBYET
OTIpEICNICHHbIH ypOBEHb (OpManbHONW U HE(HOPMATIBHON CTPYKTYpHI
OpraHmM3anuu: paboTHHK, HeopMallbHas MOATPYIa, pabodas TPpyI-
na, MoJpa3JesieHue U opraHusanusi. MUKpOrpynmnoBy, IpynioByro,
CyOOpraHM3alMOHHYI0 M OPTraHU3alMOHHYIO WJICHTU(MHUKAIIMA MOX-
HO OOBEJAWHUTHL TAaKUM OOIIMM TIOHSATHEM, KakKk CONUAIbHAS
WACHTUYHOCTH (KOJUIEKTHBHOE ). DTO COOTBETCTBYET IIpelCTaBIIe-
HUIO O TOM, YTO JIFOAU UMEIOT CTOJIKO COIMAIBHBIX UACHTHYHOCTEH,
CKOJIBKO CYIIECTBYET TPYIII, K KOTOPHIM OHH OIIYIIAIOT CBOIO MPH-
Ha/JIeKHOCTb.

AHHOTUPOBaHHBIM OuOIMOrpaduyeckuii ykazaTedb HMEET
CIICAYIOUIYIO CTPYKTYpY: MeTa-aHaJUTUYEeCKUe uccienoBanus (4
MyOJUKalNK), TEOPETUKO-METOAOJIOTHIECKUE HCCIENOBAHUS M HH-
(dopmaronHO-aHaTUTHUecKne  0030pbl  (37),  SMmmpHYecKue
uccienosanus (323), pazpaboTka MeTo0B U MeTouK (19 mybnuka-
1uif). Bocemp pa®oT BKIIIOYEHBI OJHOBPEMEHHO B JBa IOCIEIHHUX
paszzena, Tak Kak B HHUX MPEJCTaBICHBI PE3yabTaThl U Pa3zpadOTKH
HOBOI METOJIMKH, ¥ HCCIEIOBaHMs CPOPMYTUPOBAHHON MPOOIEMEI
MOCPEICTBOM CO3MaHHON MeToauku. Camasi paHHss paboTa, BKIIIO-
YeHHas B YyKasarenb, naatupyerca 1969 r., a cample mno3gHue
nyonukamuu — 2019 r.

He Bce onyOnukoBaHHbIE paOOTHI U 3alIUILIEHHBIC AUCCepTa-
UM TPEACTAaBICHBl B JAaHHOM YKazaTele. OTO CBSI3aHO HE C
JMYHBIMH TIPEJICTABICHUSIMU COCTABUTENCH, a C HEKOTOPBIMH OTpa-
HUYEHHUSMH B TOMCKE U 0TOOpe MarepuanoB. [losTomy Mbl 3apanee
NPUHOCUM CBOM M3BHUHEHUS aBTOpaM, YbM paboTbl B 00IaCTH MACH-
TUGUKaLIMU PaOOTHUKOB, OIPAaHUYCHHON YKa3aHHBIMH KPUTEPHUSIMH,
HE BKJIIOUEHBI B 3Ty KHUT'Y. Takxe 3HauUUTEIbHbIE 110 00BEMY aHHO-
TaIM HEKOTOPBIX MyOJIMKAINI MbI ObUTH BBIHYXKJICHBI COKPATHTb.



1. META-AHAJIMTUYECKHUE NCCJIIEJOBAHUA

Lee, E.-S. Identifying organizational identification as a basis for
attitudes and behaviors: a meta-analytic review / E.-S. Lee, T.-Y. Park,
B. Koo. — Text : unmediated // Psychological bulletin. — 2015. — Vol.
141, Ne 5. —P. 1049-1080.

Organizational identification has been argued to have a unique
value in explaining individual attitudes and behaviors in organizations, as it
involves the essential definition of entities (i.e., individual and
organizational identities). This review seeks meta-analytic evidence of the
argument by examining how this identity-relevant construct functions in the
nexus of attitudinal/behavioral constructs. The findings show that, first,
organizational identification is significantly associated with key attitudes
(job involvement, job satisfaction, and affective organizational
commitment) and behaviors (in-role performance and extra-role
performance) in organizations. Second, in the classic psychological model
of attitude-behavior relations (Fishbein & Ajzen, 1975), organizational
identification is positioned as a basis from which general sets of those
attitudes and behaviors are engendered; organizational identification has a
direct effect on general behavior above and beyond the effect of general
attitude. Third, the effects of organizational identification are moderated by
national culture, a higher-level social context wherein the organization is
embedded, such that the effects are stronger in a collectivistic culture than
in an individualistic culture. Theoretical and practical implications of the
findings and future research directions are discussed.

Riketta, M. Foci of attachment in organizations: a meta-
analytic comparison of the strength and correlates of workgroup versus
organizational identification and commitment / M. Riketta, R. Van Dick.
— Text : unmediated // Journal of vocational behavior. — 2005. — Vol. 67,
Ne 3. —P. 490-510.

The workgroup and the organization as a whole are common foci
of employee attachment (i.e., identification and commitment). This study
reviews theorizing and empirical research on the relative impact of
attachment to these foci on work attitudes and behavior. Confirming
predictions derived from a wide range of previous models, a meta-analysis
revealed that (a) on average workgroup attachment is stronger than
organizational attachment and (b) each form of attachment is most strongly
related to potential outcome variables of the same focus. Practical
implications are discussed.



Riketta, M. Organizational identification: a meta-analysis /
M. Riketta. — Text : unmediated // Journal of vocational behavior. —
2005. — Vol. 66, Ne 2. — P. 358-384.

The last two decades have witnessed a surge in interest in research
on organizational identification (OI). This paper presents a comprehensive
meta-analysis of this research (k=96). Results indicate that (a) OI is
correlated with a wide range of work-related attitudes, behaviors, and
context variables, (b) OI is empirically distinct from its closest conceptual
neighbor, attitudinal organizational commitment (AOC), and (c) the two
most common Ol measures (the Mael scale and the Organizational
Identification Questionnaire) produce very different results. It is argued that
Ol scales, especially the Mael scale, may be preferable over AOC scales for
studies aimed at explaining, and partly also for studies aimed at predicting,
work behavior.

Taras, V. Examining the impact of culture's consequences: a
three-decade, multilevel, meta-analytic review of Hofstede's cultural
value dimensions / V. Taras, B. L. Kirkman, P. Steel. — Text :
unmediated // Journal of applied psychology. — 2010. — Vol. 95, Ne 3. —
P. 405-439.

Using data from 598 studies representing over 200,000 individuals,
we meta-analyzed the relationship between G. Hofstede's (1980a) original 4
cultural value dimensions and a variety of organizationally relevant
outcomes. First. values predict outcomes with similar strength (with an
overall absolute weighted effect size of p = 0.18) at the individual level of
analysis. Second, the predictive power of the cultural values was
significantly lower than that of personality traits and demographics for
certain outcomes (e.g., job performance, absenteeism, turnover) but was
significantly higher for others (e.g., organizational commitment,
identification, citizenship behavior, team-related attitudes, feedback
seeking). Third, cultural values were most strongly related to emotions,
followed by attitudes, then behaviors, and finally job performance. Fourth,
cultural values were more strongly related to outcomes for managers (rather
than students) and for older, male, and more educated respondents. Fifth,
findings were stronger for primary, rather than secondary, data. Finally, we
provide support for M. Gelfand, L. H. Nishii, and J. L. Raver's (2006)
conceptualization of societal tightness-looseness, finding significantly
stronger effects in culturally tighter, rather than looser, countries.



2. TEOPETUKO-METOJOJOI'NYECKHUE UCCJIEJOBAHUA
N THOOPMAIIMOHHO-AHAJIMTUYECKHE OB30PbI

Auapynuk, A. Il. Opranuzanuonsas uaeHTH(GUKAKS TEPCO-
Haja Ha OCHOBE M3MCHEHHs HAalpaBlCHUs BEKTOpa MOBEICHHS /
A.IL. AugpyHuk. — TekcT : HeOCPEACTBEHHBIH / AKTyalbHBIE BOTIPO-
Chl coBpeMeHHOM Hayku. —2016. — Ne 1. — C. 5-11.

MeTOHOJ’IOI‘I/IH Opl"aHI/I?)aIII/IOHHOﬁ I/I,Z[GHTI/I(i)I/IKaHI/II/I TIOBCACHUA
IepcoHaIa BBIMOJHACT HLECJICBYIO (1)yHKL[I/IIO CTPATCru4eCKOro IiaHupoBa-
HUS 1O KIHOYCBBIM TIpyliaM HWHHOBAOMOHHOTO pe3CpBa IIEPCOHATIA
TMPEOIPUATHS, BKIOYas Pa3paOOTKy MOJEIH KOMICTEHIIWHA, OLEHKY CO-
TPyAHHUKa Ha HTPEAMET COOTBETCTBUSAL KOMITETEHTHOCTHOU MOJACIN H
pa3paboTKy MpOTrpaMMbl JIMYHOCTHOTO DPa3BUTUSA COTpyOHHKA. llpm sTOM
Ipyu AUAarHoCTUKE IMEpCcoHaIa HeO6XO}II/IMO Y4YUTBIBAaTb HE TOJBKO KOMIIC-
TCHIOUH HpO(i)eCCI/IOHaI[LHO-J'[I/I‘IHOCTHOI‘O nu KBaJ'[I/I(bI/IKaLH/IOHHOFO, HO H
IIOBEICHYECKOTO XapaKTepa.

basapos, T. 10. [Ipoueccs! connanbHON MIEHTUYHOCTH B Op-
raamzaumsix / T. FO. bBazapoB, M. 1O. Kysepmuna. — Tekcr
HETIOCPE/ICTBEHHBIH // Poccuiickuii icuxonorndeckuii sxyprai. — 2005.
—T.3,Ne 1. = C. 30-44.

PacumpeHI/Ie " YCJIOKHCHHC COL[I/I&J'IBHOﬁ PCAIBHOCTHU ITOPOKAACT
IIOABJICHUE HOBBIX BUI0OB HACHTHYHOCTH. P33H006paSI/IC opraHmaum‘/'I " pa-
0oYMX TpymI, B KOTOpPHIC BKIIOYEHBI JIFOIH, MOIPa3yMeBaeT OCOOBIH BU
COLMANBHOW HIACHTUYHOCTH, KOTOpask MOXET OBITh O00O3HauYeHa KakK Ipo-
(heccrmoHanpHasI, OpraHM3aIlIOHHAs WIM yIpaBieHuecKas. lccmemoBaHue
ITPOIECCOB COHI/IaHBHOI\/’I HJICHTUYHOCTH B OpraHuU3anuAax HOBast MEKIUCIIN -
IUIMHAPHAs 00JIaCTh, OCOOCHHO MIMPOKO IMPEJCTABICHHAS B €BPOICHCKOI
COLIHaHLHOﬁ TICUXOJIOTUH, PE3YJIbTATOM €€ TCOPETHUYCCKOI'O OCMBICICHUSA
CTajla Teopus COHHaﬂLHOﬁ UICHTUYHOCTH. B cratee BBIJACIAOTCA U aHaJIU -
SUPYIOTCA 3apy66)KHI>Ie TCOPECTUUCCKUEC pa3pa60TKI/1 u OMIIUPHUYICCKUEC
HUCCIICAOBAaHHUA B 9TOi# 001aCTH: OpraHn3aliuoHHasA UACHTUYHOCTb U OpraHu-
3allMOHHasA I/IHGHTI/I(l)I/IKaHI/IH; TCOpU COHI/I&HBHOﬁ HUIACHTUYHOCTH U
JIMACPCTBO, pa60qa$1 MOTHBAIYA U HEJICIIOJIAaraHnue; OpraHnu3aliluOHHOC CJIN-
SHUA 1 pa3JIning B OpraHu3anuiax.

BypmuctpoBa, O. H. Buapl oprann3annoHHONH HAEHTH(HKA-
muu / O. H. BypmuctpoBa. — Tekcr : HemocpeACTBeHHbIH // YdeHbIe
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3aMUCKH POCCHMCKOTO TOCYJapCTBEHHOTO COIMATBHOTO YHHUBEPCUTETA.
—2009. —Ne 11. — C. 252-255.

B craTtee MIPUBOAUTCA 0630p I1oaAxXoa0B K OpFaHI/ISaHHOHHOﬁ UJICH-
TI/I(I)I/IKEIHI/II/I. CHGIII/I(I)I/IKa PACCMOTPCHHBIX MTOAXOA0OB 3aKJIFOYAacTCd B
BBIJACJICHUN HapsAdy C OpFaHHBaHI/IOHHOﬁ I/I,HCHTI/I(i)I/IKaL[I/ICI\/'I TaKuX IMpouec-
COB, KakK: OpraHn3anoOHHas ,H€3I/IZ[€HTI/I(1)I/IK3LII/I$[, HCﬁTpaHBHaﬂ
UICHTU(HUKAINA W JTBOWCTBCHHAS WACHTH(HUKANWA. B conmanpHON mcuxo-
JIOTUHA TAHHBIC MMOHATHSA IMMPAKTUYCCKU HE N3YyIAIUCh.

I'anueBa, 3. ®. [IpobreMbl HACHTUPHUKAIINKA CIICTIHAINCTA B
CHCTEME KOPIOPAaTUBHOW KynbTypsl mpexnpusitust / 3. @. [anuesa. —
Tekct : Henocpencreennbiii // Becthuk BOI'Y. —2011. — Ne 3 (53). — C.
119-123.

B craTbe paccMaTpHuBalOTCs TEOPETUYECKUE OCHOBAHHMS HIICHTHU(M -
Kallud CIENUaNuCcTa B COBPEMEHHOM OpraHuM3allMOHHOW cpele |
000CHOBBIBAIOTCS €€ crienudruyecKue 0COOEHHOCTH. PacKphIBAIOTCS COIMO-
KYJBTYPHBIC aClICKThI 3TOI'O IMPOLECCa U €ro MEXaHU3M.

Jlunaros, C. A. VccnenoBanus opraHM3alliOHHON WIEHTH(HU-
Karmu B 3apyOexHoi mcuxonoruu / C. A. Jlumaros, A. B. JloBakos. —
Texker : HEMOCpeACTBEHHBIN // HanmoHANBHBIN TICHXOJIOTHISCKUH Kyp-
Hai. —2010. —Ne 1 (3). — C. 70-75.

B cratee paccmarpuBaroTCAd HCCIENOBaHUS OpraHU3alMOHHOMN
UACHTU(HUKAINN B 3apyOCKHON MCHXOJOTHH. AHATU3UPYIOTCS pa3IndHbIe
MOJIXOABI K OIPEeNICHHIO CTPYKTYPHl OPraHU3aI[OHHON MACHTH(PUKALNY,
a TAaKXX€ B3aUMOCBA3b OpFaHHSaHHOHHOﬁ HI[CHTI/I(I)I/IKS_HI/II/I C YCTaHOBKaMHU U
TMMOBECACHYCCKUMMU ITPOABICHUAMUA pa6OTHI/IKOB, TaKMMH KaK HAMEPEHUEC YBO-
JIMTHCS, Y/IOBJIETBOPEHHOCTh pabOTOM, CBEPXPOJEBOEC IOBENCHHE U
TpaKIaHCKOC MMOBEACHUC B OpraHu3alliu.

Jlunaros, C. A. [Ipobnema B3auMoeiicTBHS YeI0BEKa U Opra-
HU3aIMW: KOHIETIIUH 1 HarpaBieHus uccnenosanuii / C. A. Jlunaros. —
Tekcr : HemocpenCcTBEeHHBIH // BECTHHK MOCKOBCKOTO YHHBEPCHTETA.
Cepus 14: Ilcuxomorms. — 2012, — Nel. — C. 85-96.

B crarse mpoBoguTcs 00630p KIACCHIECKUX M COBPEMEHHBIX TIpe/i-
CTaBJICHHM O B3aMMOOTHONICHHUAX JHUYHOCTH U OpraHu3anuvu. Ocoboe
BHUMAHUE YACIACTCA KOHUCIINN COOTBETCTBUSA JINMYHOCTH U OpraHU3aIllU.
PaccmaTtpuBaroTcst uccieoBaHUs OpPraHU3alMOHHOM IPUBEPKEHHOCTH U
uaeHTuUKALUK NepcoHana ¢ opranu3aiueil. [IpuBoANTCS KOHCTPYKIHMO-
HUCTCKas KpUTHUKa TpaagulIUOHHBIX TCOPECTUUCCKUX HpeHCTaBHeHHﬁ,
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JICKAIIUX B OCHOBC KOHIICIIIIMHU COOTBCTCTBUA. OnuceIBaeTcs KOHICIITHUA
OpraHU3aIMOHHON KYJIBTYphl Kak COBPEMEHHOE HalpaBJICHUE B UCCIE0Ba-
HUM opraHu3auuii. Jlemaercst BbIBOJ, 4TO (QUIOCO(DHS MHCTPYMEHTAILHOM
PaiMOHAJIBHOCTHU U KOHTPOJIA, HPUCYIIAA KIIACCUYCCKUM KOHUCTIOUAM, IIPO-
JAO0JDKAaCT 3aHMMAThb TOCHOACTBYIOHICC IIOJOKEHHUE U B COBPEMCHHBIX
OpPraHru3alMOHHBIX TCOPUIX.

JlumatoB, C. A. [Ipobnema opraHm3annoOHHON TPHUBEPIKEHHO-
CTH W HUICHTU(PHUKANUN C TOYKH 3PEHHS COUUAIBHON IICUXOJOTHH /
C. A. JlunatoB. — TekcT : HeMocpeACTBEHHbIH / MUp NMCHUXONOTUH. —
2004. — Ne 2. — C. 142-148.

B cratpe paccMaTpuBarOTCA MOAXOAbI K U3YYCHHUIO OpTraHU3alluOH -
HOM TPUBEPIKEHHOCTH M OPTaHU3aMOHHON WACHTH(UKALNY B 3apyOeiKHOIM
U OTeYeCTBEHHOM JiuTepaType. OOOCHOBBIBACTCS UIIESA O TOM, YTO MOHSATHE
OpraHU3alMOHHON HICHTH(PHUKAIMY MO3BOJISET OOJiee MOJIHO YUeCTh COLH-
AJILHBIA KOHTEKCT (byHKHI/IOHI/IpOBaHI/IH WHAWBH/JA B OpTraHU3allu U BHE €€.

JloBakoB, A. B. CoBpeMeHHbIE TEHACHUUH B HCCIEIOBAHUSIX
opranu3anuonHod unentudukanum / A. B. JloBakoB. — Tekct : Hemno-
cpeactBenHblt  //  Ilcmxomormdeckue  TPOOJIEMBI  COBPEMEHHOTO
omsneca / mox pen. H. B. Antonosa, H. JI. Banosa, B. A. Illtpoo. —
M.: Usnpatensckuii o HUY BIHID. —2011. — C. 135-159.

CraTbs IpencTaBisieT co0oi 0030p OCHOBHEIX TCHICHIINH B HCCIIE-
JIOBaHUSX MPOIECCOB COIUAIBHON HIESHTHU(HUKAIMA B OPTaHW3aIMOHHOM
KOHTEKCTE. BBIIENSI0TCS OCHOBHBIE HAIIPABJICHUS TEOPETUUECKUX pa3pado-
TOK W OMIHUPUYCCKUX I/ICCJ'[e)IOBaHI/Iﬁ B oOmactu HHCHTH(bHKaHHH
paOOTHUKOB C OpraHW3anueil, MpeACTaBICHHBIC B 3apyOeKHOH M OTeue-
CTBEHHOU JuTeparype mocieanux jer. Cpenu HUX: OpobieMa CTPYKTYphI
OpFaHHBaHHOHHOﬁ I/I,HeHTI/I(l)I/IKaHI/II/I; npo6neMa B3aMOCBA3U OpraHU3alu-
OHHOH I/I[[GHTI/I(I)I/IKEIHI/II/I C YCTaHOBKaMH U MOBCACHYCCKUMU HPOABIICHUAMU
HUHAWBUAOB, CBA3aHHBIMU C pa6OTOI>'I; OpraHu3aliuoOHHasA I/IHGHTI/I(l)I/IKaHI/IH B
KOHTCKCTC OPraHUu3allMOHHBIX HBMCHCHHﬁ, CIIMSIHUH | HOFHOHleHHﬁ;
HpO6H€Ma COOTHOIICHUA OpFaHPI3aI.[PIOHHOI>i I/II[CHTI/I(I)I/IKaLlI/II/I H OpraHusa-
LMOHHOM NPUBEPKEHHOCTH.

HaymueBa, E. A. Poip oprann3aiiioHHOW HICHTU(DHUKAUE B
CHUTYalliM opraHu3aiuoHHbIX u3Menenuii / E. A. Haymnesa. — Tekcr :
3NIEKTPOHHBIH // OpranuzaionHas ncuxonorus. — 2019, — T. 9, Ne 2, —
C. 106-128. URL: http://orgpsyjournal.hse.ru (gaTta oOpariieHus:
08.04.2019).
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Llenp naHHO# craThy: 000OUIMTH M CHCTEMATU3UPOBATh UCCIIEI0BA-
HHUS OpraHM3allMOHHOM WIeHTH(OHKAMM W €€ pOJM B CHTYaluH
OpraHM3allMOHHBIX M3MEHEHUH. B cTaThe paccMaTpuBaeTCsi KOHCTPYKT «Op-
TraHU3alMOHHAs MICHTH()UKAIUSI» U MOJAXOAbI K €€ N3y4eHHIO: COLUaIbHBIHI
KOHCTPYKLIMOHU3M, TEOPHS CONUATIBHON HICHTHYHOCTH, TEOPHS COLMATBEHOM
CaMOKaTeropu3alii, TEOpUs COLHAIBHOrO aKTOpa, BKIIOYas BHEIIHIOK
aTpuOYIMIO ICHCTBUS U BHEIIHIOK aTPHOYLMIO HHTCHIMOHAIBLHOCTH, a TaK-
Ke (YHKIIMOHATHCTCKHUH, TCHXOAWHAMUYECKHH W ITOCTMOICPHHUCTCKHI
noaxons! (He, 2013). OtaensHO paccMaTpuBaroTCs (OKYCHl OpTaHM3aIAOH-
HOW naeHTH(UKAIUY (MaAeHTH()UKALNS C OpTaHu3allueil 1 HASHTU(HUKALNS C
paboucii rpymmnoi) B CUTYyaI[MK MEPEMEH, UX IPEAUKTOPHI. B 1eHTpe BHUMA-
HUS  OKa3bIBAE€TCS  B3aMMOCBS3b JBYX (DOKYCOB  OpPraHH3alMOHHOMN
l/I[leHTI/I(I)I/IKaHI/Il/I C (I)aKTOpaMI/I TOTOBHOCTH K OpTraHU3allMOHHBIM U3MCHCHU -
SM: OpPraHM3al[MOHHOM MOAJIEPIKKOH, OLEHKOW BAJICHTHOCTH NEPEMEH,
YMECTHOCTBIO U3MEHEHUH M OLleHKoH camodddexruBHocTH. [Ipoanannzupo-
BaHa pOJIb OPTaHW3ALMOHHOW HWICHTH(UKAIWK B CHUTyallUd IEepeMeH B
CO3/IaHMH TOTOBHOCTH WJIM CONIPOTHBIICHUS TIEPEMEHAM.

HecmesinoBa, P. K. AkryanbHble TEHICHUMM HUCCIEIOBaHUS
OpPTaHM3AIMOHHOW WICHTU(PHUKAIIMA B 3apyOCKHOW ICUXOJIOTHH /
P. K. HecmestroBa, C. A. Jlumaros. — Tekcr : HemocpencTBeHHsIi // Ye-
noBedeckuii karmuranl. — 2018. —Ne 1 (109). — C. 60-72.

B nmaHHOH cTaThe MpeACTaBlICHA NPEIBICTOPUS BOSHUKHOBEHHS Op-
FaHHSaHHOHHOﬁ I/I}IGHTI/I(I)I/IKaHI/II/I n (S HUCTOYHHUKH, pPacCMOTPECHBL
POACTBCHHEBIC en IIOHATHS, TAKHC KAaK COLlMaJIbHAsA UACHTUYHOCTb, COLIMAJIb-
Hasda I/I}IGHTI/I(bI/IKaLU/ISI " OopraHu3aliuOHHasA UACHTUYHOCTD. ﬂaHbI OCHOBHBIC
OTIpeJIeICHUs], ONHMCAHbl XapaKTEPUCTUKN OpPraHW3allMOHHOW HIeHTH(UKa-
UM, €€ TMOJIOXKUTENbHBIE M OTPHULATENbHBbIE CTOPOHBI, MOTHUBBI H
MIPEANIOCHIIKH BO3HUKHOBEHHUS. Takke MoJpoOHO pacCMOTPEHO €€ BIMSIHUE
Ha Ppa3IMYHBIC ACIEKTHI, CBSI3aHHBIC JAEATEIBHOCTHIO COTPYAHUKOB H
KOMIIaHHHU B 1€ oM. OTMEUYEHO, YTO UICHTH(HUKALMHA MOTYT OBITH MHOXE-
CTBEHHBIMH, @ HX YyPOBEHb COIJIACYeTCSs C  IIOTPEOHOCTBIO B
unertTudukanuy. [TogpoOHO MpoaHaIM3UPOBAHEI OCHOBHBIC BUJBI OPTaHH-
3aIMOHHOM HICHTU(HKAIMK, TaKWe KakK: CHTyalHOHHAs W IIyOMHHAs
CTPYKTYpHasi MACHTU(HKALNS; PEISIMUOHHAS U NACHTH(UKALMA ¢ KOJUIera-
MH; C POJIOM JICATEIHOCTH U NPo(eCcCHoHaNbHAS; C MOIPa3/IeICHUEM U CO
Bcel opranmzanueil. OTAenbHO NPENCTaBIeHbl U COMOCTABIICHBI IBE MOJIe-
IM  opraHu3anMoHHod wuaeHTH(uKanuu. Ocoboe BHHMaHUE YJIENCHO
Hauboyee WCIONb3YyeMOH B HacTosllee BpeMsl DPACIIMPEHHOW MOJIEIH,
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BKJIFOUaroLIel B ce0si yeThIpe ee BHUJa: COOCTBEHHO MJCHTH(UKAIHIO, Hell-
TpaJibHYIO, aM6I/IBaJ'IeHTHyIO I/I[[eHTI/I(l)I/IKaHI/IIO nu ,Z[e3I/IZ[eHTI/I(1)I/IKaHI/IIO.
O630p MOJECJIN JOMOJJHACTCA €€ KPUTUUCCKUM aHAJIU30M.

Cunopenkos, A. B. KoHuenryanbHble KOMIOHEHTBI MMOIXO0Ja
TEOPUH COIMANHFHOW HAEHTUYHOCTH K m3ydeHuto rpymm / A. B. Cumo-
perkoB, A. C. I'opbarenko. — TekcT : HemocpencTBeHHBIH // V3BecTns
BeICIINX y4eOHBIX 3aBenmeHmii. CeBepo-KaBkazckuii perwon. OOmie-
crBeHHbIe HayKu. —2008. — Ne 4. — C. 112-116.

PaccmarpuBaercs Teopusi COLMANbHONM HMIEHTUYHOCTH, IHOJIYYUB-
Iast MUPOKOE PACIPOCTPAHEHHE 3a PyOEeKOM H CO3IaBLIAs HOBOE KPYITHOE
HarpasJIeHUE B UCCIIEAOBAHNH IPYIIIOBBIX MTpolieccoB u peHomeHoB. Onpe-
JCJICHBI KIIHOYEBBIC KOHICHTHI MEPCHEKTUBBL COI.[I/I&J'[I)HOﬁ UACHTUYHOCTH:
conuajibHass U NEpCOHaJIbHAA UACHTUYHOCTH, KOJIJICKTUBHOC U UHIAUBUAY -
aJIbHOC ((H)), COIMAJIBHOEC CpaBHCHUE W ColHaJIbHasg KaTeropuianusa
(CaMOKaTeFOpI/I?)aIII/Iﬂ), MNpOTOTUIIBI U JACNCpCOHAIU3alld, COLUAIbHAsA U
NepCcoHaIbHasA aTTpakKuus, MOTUBALIUA COHHaHBHOﬁ UICHTUYHOCTH.

Tpenesa, T. B. Opranu3annoHHas U KOpHOpaTUBHAS UICHTUY-
HOCTh pPa0OTHHKAa B KOHTEKCTE TEOpPUH peepeHTHBIX Tpymm /
T. B. Tpenesa. — Tekct : Henmocpencteennsii // Bectank ITAI'C. — 2011.
—No2.—C. 162-167.

AHaNMM3WPYIOTCST acleKThl OPTaHU3AIMOHHON HISHTHUYHOCTH pa-
6oTHHKa. [l BBILAENEHHS MO3UTHBHOW OPTaHM3ALMOHHOW WAEHTUYHOCTH
WHAWBUJA TMpeajiaractcd HUCIOJIb30BaTh MOHATUC «KOpPIIOpAaTUBHAsA HJIACH-
THYHOCTB».

Xwutpun, C. U. Unentuduxanus kak $HakTop opraHu3alimoH-
Hoii mpuBepkerHocTH / C. . Xurpun. — TekcT : HenmocpeACTBEeHHbIH //
Owmckwuii Hay4ynbiid BecTHHK. — 2009, — Ne 1 (75). — C. 118-120.

B cratpe peUb UACT O np06neMe MNPpEAaHHOCTU U B3aUMOCBA3HU ,Heﬁ—
CTBUH COTPYAHUKOB C MLCJIAMU OpTraHU3alnn KJIIOYCBOM B COHHaHBHOﬁ
IICUXOJIOTHH. KOpHOpaTPIBHbIﬁ UMUK, CUCTEMA O6CJ'Iy)KI/IBaHI/I$[ KIIMCHTOB,
OpFaHPI3aI.[PIOHHLII>i KIIMMAaT W MNOABHKXHOCTb MCPCOHAA, KOHKYPCHTO-
CMIOCOOHOCTh ~ OPraHW3allid  TECHO CBSI3aHBl C  NPEJAHHOCTBIO M
HUACHTU(HUKAIMEH TIepcoHaa.

Aggarwal, A. Exploring the nomological network of
organizational citizenship behavior: a review of dimensions, antecedents
and consequences / A. Aggarwal, R. Singh. — Text : unmediated // [UP
Journal of organizational behavior. — 2016. — Vol. 15, Ne 3. — P. 16-40.
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The present study is an attempt to provide a comprehensive
overview of the nomological network of Organizational Citizenship
Behavior (OCB), with an emphasis on implications for future research. The
purpose of this study is to provide a comprehensive framework to provide a
parsimonious and conceptually meaningful framework incorporating
distinct dimensions, antecedents and consequences of OCBs. Qualitative
approach has been used to review the findings of the works done by various
authors regarding OCB dimensions, antecedents and consequences. The
results of the previous research studies relating to OCB help in making a
clear distinction between different constructs. Further, literature review
helps in identifying several common dimensions of OCB. Unlike the
previous studies which have only identified the brighter side of the OCB,
this study emphasizes on both positive and negative consequences of OCB
by using content analysis. The proposed conceptual model of this study
could be done empirically in future by researchers.

Albert, S. Organizational identity and identification: charting
new waters and building new bridges / S. Albert, B. E. Ashforth,
J. E. Dutton. — Text : unmediated // Academy of management review. —
2000. - Vol. 25, Ne 1. - P. 13-17.

Identity and identification are powerful terms. Because they speak
to the very definition of an entity — an organization, a group, a person —
they have been a subtext of many strategy sessions, organization
development initiatives, team-building exercises, and socialization efforts.
Identity and identification, in short, are root constructs in organizational
phenomena and have been a subtext of many Organizational behaviors.

Ashforth, B. E. Identification in organizations: an examination
of four fundamental questions / B.E. Ashforth, S.H. Harrison,
K. G. Corley. — Text : unmediated // Journal of management. — 2008. —
Vol. 34, No 3. — P. 325-374.

The literature on identification in organizations is surprisingly
diverse and large. This article reviews the literature in terms of four
fundamental questions. First, under “What is identification?” it outlines a
continuum from narrow to broad formulations and differentiates situated
identification from deep identification and organizational identification
from organizational commitment. Second, in answer to “Why does
identification matter?” it discusses individual and organizational outcomes
as well as several links to mainstream Organizational behavior
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topics. Third, regarding “How does identification occur?” it describes a
process model that involves cycles of sensebreaking and sensegiving,
enacting identity and sensemaking, and constructing identity
narratives. Finally, under “One or many?” it discusses team, workgroup,
and subunit; relational; occupational and career identifications; and how
multiple identifications may conflict, converge, and combine.

Ashforth, B. E. Social identity theory and the organization /
B. E. Ashforth, F. Mael. — Text : unmediated // Academy of
management review. — 1989. — Vol. 14, Nel. — P. 20-39.

It is argued that (a) social identification is a perception of oneness
with a group of persons; (b) social identification stems from the
categorization of individuals, the distinctiveness and prestige of the group,
the salience of outgroups, and the factors that traditionally are associated
with group formation; and (c) social identification leads to activities that are
congruent with the identity, support for institutions that embody the
identity, stereotypical perceptions of self and others, and outcomes that
traditionally are associated with group formation, and it reinforces the
antecedents of identification. This perspective is applied to organizational
socialization, role conflict, and intergroup relations.

Bambale, A. Ja. Relationship between servant leadership and
organizational citizenship behaviors: review of literature and future
research directions / A. Ja. Bambale. — Text : unmediated // Journal of
marketing and management. — 2014. — Vol. 5, Ne 1. — P. 1-16.

This is a literature based paper aimed at providing an up-to-date
review of the literature on the relationship between servant leadership and
organizational citizenship behaviors (OCB). Literature revealed that the two
constructs, servant leadership and OCB were significant contributors to
effective functioning of human organizations. Different databases including
EBSCOhost, IJStor, ScienceDirect, and Emerald were searched
exhaustively, but limited numbers of studies were found to be relevant
regarding the servant leadership-OCB relationship. The search results
indicated that six variables including procedural justice climate, regulatory
focus, affective commitment to the supervisor, self-efficacy, procedural
justice climate, and service climate were found as significant mediators on
the relationship between servant leadership and OCB. Similarly, the search
results indicated that two variables including person-organization fit, and
organizational identification were found to be significant moderators on the
relationship between servant leadership and OCB. Furthermore, search

16



results revealed trust, commitment, and identity models as potential factors
for enhancing servant leadership and OCB relationship through mediating
roles. Moreover, group cohesiveness, collective trust, task interdependence,
and affective tone (positive affectivity/ negative affectivity) were suggested
to be potential moderators on the relationship between servant leadership
and OCB.

Blader, S. L. Organizational identification and workplace
behavior: more than meets the eye / S. L. Blader, S. Patil, D. J. Packer. —
Text : unmediated // Research in organizational behavior. — 2017. — Vol.
37.—-P. 19-34.

Organizational identification is a theoretically profound and
practically important construct. It fundamentally transforms the relationship
between employees and their work organizations, because highly identified
employees integrate their organizational memberships with their sense of
who they are. This transformation enhances highly identified employees’
work performance and contributions to the organization. However, despite
considerable research on the benefits of organizational identification for
employee behavior, theorizing about this effect and its underlying
mechanisms remains underdeveloped. In particular, there has not been
sufficient theoretical development regarding the specific types of work
behaviors that follow from organizational identification, the psychological
mechanisms that underlie these behavioral consequences, or observers’
evaluations of these behaviors and those enacting them. To address these
issues, we present a framework of the behavioral consequences of
organizational identification as well as observers’ reactions to them. Our
framework highlights two distinct motivational orientations that underlie
organizational identification, one that reliably leads to conformist work
behaviors and one that may lead to deviant work behaviors that violate the
status quo to advance organizational interests. Moreover, our framework
highlights that reactions to these behaviors will differ depending on the
organization’s emphasis on means versus ends. Overall, we emphasize that
the benefits of organizational identification for work behavior are not as
straightforward or as widely recognized as implied in prior research.

Brown, R. Social identity theory: past achievements, current
problems and future challenges / R. Brown. — Text : unmediated //
European Journal of social psychology. — 2000. — Vol. 30, Ne 6. — P,
745-778.
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This article presents a critical review of Social Identity Theory. Its
major contributions to the study of intergroup relations are discussed,
focusing on its powerful explanations of such phenomena as ingroup bias,
responses of subordinate groups to their unequal status position, and
intragroup homogeneity and stereotyping. In addition, its stimulative role
for theoretical elaborations of the Contact Hypothesis as a strategy for
improving intergroup attitudes is noted. Then five issues which have proved
problematic for Social Identity Theory are identified: the relationship
between group identification and ingroup bias; the self-esteem hypothesis;
positive — negative asymmetry in intergroup discrimination; the effects of
intergroup similarity; and the choice of identity strategies by low-status
groups. In a third section a future research agenda for the theory is sketched
out, with five lines of enquiry noted as being particularly promising:
expanding the concept of social identity; predicting comparison choice in
intergroup settings; incorporating affect into the theory; managing social
identities in multicultural settings; and integrating implicit and explicit
processes. The article concludes with some remarks on the potential
applications of social identity principles.

Cheney, G. Coming to terms with organizational identification
and commitment / G. Cheney, P. K. Tompkins. — Text : unmediated //
Central states speech journal. — 1987. — Vol. 38, Ne 1. — P, 1-15.

The concepts of organizational identification and organizational
commitment are examined in an effort to explicate both their interrelations
and their distinctiveness. The essay establishes identification as a term
referring to the “substance” of individual-organizational relationships and
commitment as referring to their form.

Chou, S. Y. The costs of being rejected / S. Y. Chou, T. Chang.
— Text : unmediated / Team performance management. — 2016. — Vol.
22, Ne 3/4. —P. 181-203.

This paper aims to develop a theoretical model describing how
newcomers’ team-member exchange (TMX), team identification and
workplace loneliness may be affected by existing team members’ rejections
to the newcomers’ interpersonal helping behavior (IHB). A theoretical
analysis was performed. The authors propose the following propositions.
First, higher levels of IHB rejections result in lower levels of TMX and
team identification and higher levels of workplace loneliness experienced
by a newcomer. Second, a newcomer’s TMX mediates the relationship
between IHB rejections and the newcomer’s workplace loneliness and team
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identification. Finally, a newcomer’s team identification mediates the
relationship between IHB rejections and the newcomer’s workplace
loneliness.

Dutton, J. E. Organizational images and member
identification / J. E. Dutton, J. M. Dukerich, C. V. Harquail. — Text :
unmediated // Administrative science quarterly. — 1994. — Vol. 39, Ne 2.
—P. 239-263.

We develop a model to explain how images of one's work
organization shape the strength of his or her identification with the
organization. We focus on two key organizational images: one based on
what a member believes is distinctive, central, and enduring about his or her
organization and one based on a member's beliefs about what outsiders
think about the organization. According to the model, members assess the
attractiveness of these images by how well the image preserves the
continuity of their self-concept, provides distinctiveness, and enhances self-
esteem. The model leads to a number of propositions about how
organizational identification affects members' patterns of social interaction.

Edwards, M. R. Organizational identification: a conceptual and
operational review / M.R. Edwards. — Text : unmediated //
International journal of management reviews. — 2005. — Vol. 7, Ne 4. —
P. 207-230.

There is a growing body of literature presenting the argument that
processes of organizational identification (OI) are extremely important in
helping to ensure that staff work towards the interests of the organization.
There are, however, a number of problems with the way that the notion of
OI has been conceptualized and operationalized in the extant literature. This
paper examines how OI has been defined and measured over a number of
decades. A number of problems are identified with how OI has been
conceptualized by researchers, including, for example, issues about whether
there is an affective element to identification and how the construct relates
to organizational commitment. The paper also includes a review of previous
approaches to measuring the concept of OI and raises some key problems
with existing research tools. The paper concludes by arguing for a particular
conceptualization of OI which helps to clarify the complex relationship
between identification and organizational commitment, while at the same
time accommodating previous definitions of the construct.
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Ellemers, N. Motivating individuals and groups at work: a
social identity perspective on leadership and group performance /
N. Ellemers, D.De Gilder, S A.Haslam. — Text : unmediated //
Academy of management review. — 2004. — Vol. 29, Ne 3. — P. 459-478.

We argue that additional understanding of work motivation can be
gained by incorporating current insights concerning self-categorization and
social identity processes and by examining the way in which these
processes influence the motivation and behavior of individuals and groups
at work. This theoretical perspective that focuses on the conditions
determining different self-definitions allows us to show how individual and
group processes interact to determine work motivation. To illustrate the
added value of this approach, we develop some specific propositions
concerning motivational processes underpinning leadership and group
performance.

Elsbach, K. D. An expanded model of organizational
identification / K. D. Elsbach. — Text : unmediated // Research in
organizational behavior. — 1999. — Vol. 21. — P. 163-200.

Investigates recent empirical findings suggesting  that
organizational identification may be defined in more complex and adaptive
ways. Recent research suggests that peoples' social identities may be based
on both positive and negative cognitive relationships with organizations, as
well as conflicted relationships and neutral relationships. Based on these
findings the author develops a theory of organizational identification that
includes three new cognitive processes by which individuals may define
themselves: organizational disidentification, organizational schizo-
identification, and organizational neutral-identification. The author then
discusses how adding these cognitions to models of organizational identity
extends the application of these models and further illuminates the adaptive
and flexible nature of the human self-concept in organizational settings.

Gioia D. A. From individual to organizational identity /
D. A. Gioia. — Text : unmediated // Identity in organizations: building
theory through conversations / eds. by D.A. Whetten, P. C. Godfrey. —
Thousand Oaks, CA, US: Sage Publications, Inc., 1998. — P. 17-31.

This overview chapter on the identity of organizations begins by
briefly acknowledging our debt to early philosophers and psychological and
sociological thinkers in their musings about personal identity. Then, a few
pages are devoted to an admittedly and unquestionably subjective overview
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of some of the conceptual and empirical work inspired by S. Albert and D.
Whetten's elevation of the identity notion to the macro level. A brief
overview of 3 different lenses for conceptualizing and studying
organizational identity is provided.

Haslam, S. A. Psychology in organizations: a social identity
approach (2nd ed.) / S. A. Haslam. — London: Sage, 2004. — 336 p. —
ISBN 0-7619-4230-0. — Text : unmediated.

Alex Haslam has thoroughly revised and updated his ground-
breaking original text with this new edition. While still retaining the highly
readable and engaging style of the best-selling first edition, he presents
extensive reviews and critiques of major topics in organizational
psychology — including leadership, motivation, communication, decision
making, negotiation, power, productivity and collective action - but with
much more besides.

He, H. Organizational identity and organizational identification:
a review of the literature and suggestions for future research / H. He,
A.D.Brown. — Text : unmediated // Group and organization
management. —42013. — Vol. 38, Ne 1. — P. 3-35.

In this article, we present an overview of the literatures on
organizational identity and organizational identification. We provide
overviews of four major approaches to organizational identity: functionalist,
social constructionist, psychodynamic, and postmodern. The literature on
organizational identification, by contrast, exhibits greater consensus due to
the hegemonic power of social identity theory, and is predominantly
functionalist. We review recent research on organizational identification
regarding performance outcomes and antecedents (mainly focusing on
leadership and the social exchange perspective), and in relation to change
and virtual contexts. Some suggestions for further research are then offered.
Finally, an overview of the articles in this special issue is presented.

Hogg, M. A. Social identity and self-categorization processes in
organizational contexts / M. A. Hogg, D. I. Terry. — Text : unmediated //
Academy of management review. — 2000. — Vol. 25, Ne 1. — P. 121-140.

Although aspects of social identity theory are familiar to
organizational psychologists, its elaboration, through self-categorization
theory, of how social categorization and prototype-based depersonalization
actually produce social identity effects is less well known. We describe
these processes, relate self-categorization theory to social identity theory,
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describe new theoretical developments in detail, and show how these
developments can address a range of organizational phenomena. We discuss
cohesion and deviance, leadership, subgroup and sociodemographic
structure, and mergers and acquisitions.

Meyer, J. P. Social identities and commitments at work: toward
an integrative model / J. P. Meyer, T. E. Becker, R. Van Dick. — Text :
unmediated // Journal of organizational behavior. — 2006. — Vol. 27, No
5.—P. 665-683.

Although social identities and work-related commitment are
important aspects of employee attachment, distinctions between and
relations among the two have not been clearly articulated. In this conceptual
piece, we propose that identity and commitment are distinguishable in terms
of their essential meaning, foci of attachment, mindsets, volitionality, and
behavioral implications. We further suggest that situated and deep structure
social identities are differentially antecedent to exchange-based and value-
based commitments, and that commitment mediates, at least partially, the
effects of identities on motivation and work behavior. Finally, we consider
the implications of multiple identities for employees in different kinds of
collectives (nested and cross-cutting).

Randel, A. E. Inclusive leadership: realizing positive outcomes
through belongingness and being valued for uniqueness / A. E. Randel,
B. M. Galvin, L. M. Shore [et al.]. — Text : unmediated / Human
resource management review. — 2018. — Vol. 28, Ne 2. — P. 190-203.

We introduce a theoretically-grounded conceptualization of
inclusive leadership and present a framework for understanding factors that
contribute to and follow from inclusive leadership within work groups. We
conceptualize inclusive leadership as a set of positive leader behaviors that
facilitate group members perceiving belongingness in the work group while
maintaining their uniqueness within the group as they fully contribute to
group processes and outcomes. We propose that leader pro-diversity beliefs,
humility, and cognitive complexity increase the propensity of inclusive
leader behaviors. We identify five categories of inclusive leadership
behaviors that facilitate group members' perceptions of inclusion, which in
turn lead to member work group identification, psychological
empowerment, and behavioral outcomes (creativity, job performance, and
reduced turnover) in the pursuit of group goals. This framework provides
theoretical grounding for the construct of inclusive leadership while
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advancing our understanding of how leaders can increase diverse work
group effectiveness.

Rousseau, D. M. Why workers still identify with
organizations / D. M. Rousseau. — Text : unmediated // Journal of
organizational behavior. — 1998. — Vol. 19, No 3. — P. 217-233.

Supports the idea that despite radical upheavals in the global
workforce, identification mechanisms continue to be evident in firms along
with the pervasive human drive to identify with the social system of which
humans are a part. It is suggested that differentiating the levels of
identification which occur in organizations promotes better understanding
of identification issues in the contemporary workforce. Situated
identification offers potential for more effectively organizing new forms of
work by signaling a collective sense of common interest across workers
with different employee status. It is also suggested that deep structure
identification is characteristic of high involvement work systems, and for
workers of full-time, permanent, or core roles who access a broader array of
organizational rewards. The author continues that although deep structure
identification can be expected to promote employee retention and flexibility
in response to change, it is not appropriate for all forms of employment
relations. While workers still identify with organizations in many settings,
the meaning of that identification has and is likely to continue to change.

Sluss, D. M. Relational identity and identification: defining
ourselves through work relationships / D. M. Sluss, B. E. Ashforth. —
Text : unmediated // Academy of management review. — 2007. — Vol.
32, No 1. -P. 9-32.

We explore the meaning and significance of relational identity and
relational identification, predicated on the role-relationship between two
individuals. We argue that relational identity integrates person- and role-
based identities and thereby the individual, interpersonal, and collective
levels of self; contrast relational identity and relational identification with
social identity and social identification; contend that relational identity and
relational identification are each arranged in a cognitive hierarchy ranging
from generalized to particularized schemas; and contrast relational
identification with relational disidentification and ambivalent relational
identification.
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Social identity processes in organizational contexts / eds. by
M. A. Hogg, D. J. Terry. — Philadelphia, PA: Psychology press, 2001. —
ISBN 978-1-84169-057-5. — Text : unmediated.

This new volume is the first to bring together social and
organizational psychologists to explore social identity theory in
organizational contexts. The chapters are wide ranging — they deal with
basic social identity theory, organizational diversity, leadership, employee
turnover, mergers and acquisitions, organizational identification,
cooperation and trust in organizations, commitment and work, and
socialization and influence within organizations. This book is an integrative
platform for a closer relationship between social psychologists and
organizational psychologists who study social identity processes in
organizations.

Tyler, T. R. The group engagement model: procedural justice,
social identity, and cooperative behavior / T. R. Tyler, S. L. Blader. Text
: unmediated // Personality and social psychology review. — 2003. — Vol.
7, Ne 4. —P. 349-361.

The group engagement model expands the insights of the group-
value model of procedural justice and the relational model of authority into
an explanation for why procedural justice shapes cooperation in groups,
organizations, and societies. It hypothesizes that procedures are important
because they shape people's social identity within groups, and social
identity in turn influences attitudes, values, and behaviors. The model
further hypothesizes that resource judgments exercise their influence
indirectly by shaping social identity. This social identity mediation
hypothesis explains why people focus on procedural justice, and in
particular on procedural elements related to the quality of their interpersonal
treatment, because those elements carry the most social identity-relevant
information. In this article, we review several key insights of the group
engagement model, relate these insights to important trends in
psychological research on justice, and discuss implications of the model for
the future of procedural justice research.

Van Dick, R. My job is my castle: identification in
organizational contexts / R. Van Dick. — Text : unmediated //
International review of industrial and organizational psychology. — 2004,
—Vol. 19. - P. 171-204.
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Due to growing globalization, cross-national alliances,
(international) organizational mergers, restructuring, delayering, or
outsourcing, one could assume that the psychological bond between
employee and employing organization has become weaker. Also, new forms
of work and enterprises like telecommuting or other types of virtual
organizations should psychologically distract employees even more from
their organizations. One could also argue, however, that some kind of
psychological attachment between organization and organizational member
is more important for both the individual’s well-being and the
organization’s success because of these rapid changes. The present
overview of organizational identification argues in exactly this direction and
holds some empirical evidence for this (e.g., Wiesenfeld, Raghuram, &
Garud, 2001). The aim of this chapter is to give an overview of the
antecedents, elements, and consequences of social identification in
organizational contexts and thus the relevance of the concept for the
analysis of Organizational behavior. This will be done particularly in two
domains where change processes are going on steadily and increasingly —
organizational mergers and group productivity.
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3. SMIIMPUYECKUE UCCIIEJOBAHUA

Bypmuctposa, O. H. CBs13b BUJI0OB OpraHU3allMOHHON HJEHTH-
¢ukauuu ¢ oueHKOH 3(PPEKTHBHOCTH ACSATENBHOCTH PYKOBOIHUTETS U
peanu3anuell UM OCHOBHBIX ympaBneHueckux ¢yHkuuii / O. H. Bypmu-
crpoBa. — Tekcr : HemocpenctBennsiii / Bectauk Boal'V. Cepus 11.
EcrectBennsie Hayku. — 2012. — Ne 2 (4). — C. 78-84.

I[aeTCﬂ 0630p HOBOI'0 moaxoda K paCCMOTPCHUIO MOHATUA «Opra-
HU3allMOHHAas I/I,HeHTI/Iq)I/IKaL[I/ISI». AHaJ'II/IBI/IpyIOTCFI TaKue BUbI
OpraHW3aIMOHHON WICHTH(PHUKAINHU, KaK: Ne3uICHTU(UKAIMI, amMOuBa-
JeHTHAs W HEWTpanbHas uAcHTUQUKanua. [IpeamaraioTcss pe3ylbTaThl
WCCIICIOBAaHHUS CBSI3M OPTaHU3AIMOHHON HIESHTH()UKAIINN COTPYIHHKOB M
OIIEHKH UMH 3P PEKTUBHOCTU ACATEIEHOCTH PYKOBOIUTEIIS.

I'yaeBny, O. A. OneHka CpaBeAIUBOCTH YIPABICHIECKUX Pe-
meHui kak akTop opranu3anuoHHol uaeHtudukaimy / O. A. ['ynesuy,
B. ®@. Cnupunonos, U. K. beamenosa [u ap.]. — TekcT : HemocpeACTBEH-
Hbl // Bonpocsr neuxonoruu. — 2011, — Ne 2. — C. 121-127.

OHUM M3 YCIOBHH, ONpenessromux 3(pQEeKTUBHOCTh TPYLOBOI
ACATCIBbHOCTHU, ABJIACTCA OLICHKA CIIPABCIJIMBOCTU OPraHU3allMOHHBIX DPE-
menuii. [lcuxomornueckue HUCCICA0OBAHMA IMOKAa3bIBAOT, YTO OHA OKa3hbIBaACT
BJIMSIHUC HA OTHOLICHUC COTPYAHUKOB K CBOMM KOJUJICTaM M PYKOBOAMUTC-
JIAM, YAOBJICTBOPCHHOCTH pa60T0171 U OLCHKY OpraHu3alnu. Bosunkaer
BOIIPOC: HACKOJIBKO YHHUBEPCAJIBHO O3TO BJIMAHHUE, B KaKoH CTEICHW OHO 3a-
BHCHUT OT HHANBHIYaJIbHBIX 0COOEHHOCTEH coTpynHUKOB? BpITO MpoBeneHo
uccnenoBanne 287 COTPyIHIUKOB TOCYIapCTBEHHBIX M KOMMEPYECKHX Opra-
Hu3auuit. OHKM OLIEHUBANIN CIPABEIJIMBOCTh IPUEMa Ha paboTy/aTTecTaluy,
OTHOIICHUEC K OpraHu3alyu, a TAaKXKC 3alOJIHAIU OIPOCHHUKHU I U3MEPE-
HUSL MOTHMBAllMM JOCTWXKEHHs, addumuauuun U caModpPpEeKTUBHOCTH.
HccnenoBanne Mokasaio, 4TO OLEHKa CIPaBeJINBOCTH OPraHM3allHOHHOTO
B3aHMOHeﬁCTBHﬂ J.'[eﬁCTBPITeJ'IBHO IpEeACKA3bIBACT OTHOILICHUC K OpraHU3a-
Iy, HO €€ pOJIb 3aBUCUT OT MOTUBALIMU YCTIOBCKA.

NaeHTHYHOCTH, M OPraHU3anusA B MeEHSIIOIIEMCH MHpe:
cOOpHUK HAYYHBIX crareii / [lox pen. H. JI. sanoBo#,
B. A. lllTpoo, H. M. Jlebenepoit. — M.: Uzn. nom I'Y-BIIID, 2009. —
328 c. — ISBN: 978-5-7598-0614-1. — TekcT : HEMOCPEACTBEHHBIN.

B cbopHuke mpencraBieHbl pabOTHI COTPYTHHKOB, aCTUPAHTOB H
CTYACHTOB Kaenpsl OpraHU3aI[OHHON IICHXOJIOTHH BEICIIeH MIKOJIBI 3KO-
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HOMHKM W HX Koer ¢ Kadenpbl couuanbHoil mncuxonorun MIY
M. M. B. JloMOHOCOBa, NOCBSILIEHHBIE COLMAIBHO-IICUXOJIOTMYECKOMY
W3y4YEeHUIO TMHAMHYHBIX U3MEHEHUH POCCHICKOro 00IIecTBa Ha BCEX YPOB-
HSX ero QYHKIMOHUPOBAHUS: OOJIBIIMX M MAIIBIX COIMATIBHBIX TPYII H Ha
WHIIMBHIYalIbHOM ypoBHE. COOpPHUK COCTOMT M3 IBYX pasfeioB. B mepBom
paznene «3MeHeHus CONUAIBHON UACHTUIHOCTH U OOIECTBEHHOIO CO3HA-
HUSD» MPEJICTABICHBI PE3YJIbTAThl TEOPETUKO-IMIMPHUYCCKUX HCCIICAOBAHUIMA
Pa3HBIX BUIIOB COIMATHHON MICHTHYHOCTH (TPaKIAHCKOM, STHHYECKOH, pe-
JUTUO3HOHM, TEHAEPHOH) ¥  aHaium3a JWHAMUKA  OOIIECTBEHHOTO
(MOMUTHYECKOTO, PEIMTHO3HOTO0) co3HaHus. Bropoi pasmen «CoumambHas
TICUXOJIOTUA OPTaHU3AIMOHHOTO IMOBECACHUA» MOCBAIICH UCCICIOBAHUAM B
ctepe OpraHU3aIMOHHON KYJIbTYPhl U OPTaHH3AIIMOHHOTO TTOBEACHUS, U~
HaMHKE COUHUAJIBHO-TICUXOJIOTMYCCKUX IIPOLECCOB B MAJIbIX TIpylmnax #H
KPOCCKYJIbTYPHBIM HCCIIEIOBAaHHUSM B MEXIYHAPOJAHONW KOMIAHUH.

Kaumos, A. A. Bocrpusitie nesnoctHocTd pabouei Tpymsl |
OpraHu3aluy Kak IPEAUKTOPbl I'PaKJaHCTBEHHOI'O IOBEAEHUS B Opra-
amammy / A. A. Kimmmos. — Teker : HemocpencTBeHHsIi // [lcuxomorus.
Kypuan Bercmeit mkomnst akoHOMuKH. — 2015. — Ne 1. — C. 131-144.

B uccneioBaHuUsX MICUXOJIOTUYECKON CBSI3M MHAMBHUIA U OpraHH3a-
[[UM YaIlle BCErO HMCIONB3YIOT TAKHE KOHCTPYKTHI, KaK «IIPUBEPKEHHOCTHY
n «aeHtudukanusy. BocnpuHuMaeMasi 11eI0CTHOCTh COIIMAIBLHOMN TPYIIIbI
B OPraHU3alMOHHOM KOHTEKCTE M3Yy4aeTcsl 3HAUMTENbHO pexe. 3ajaada cra-
TBU — BOCHOJHHUTH 3TOT mpoben. MccnenoBanue npoBoaunocs B 2013 1. Ha
KpyIHOM 3aBoze B I. Bonorne. Boibopky cocraBunu padotHuku (N = 124)
u3 21 paboueit rpymnmesl, B Bo3pacte oT 19 no 62 net, cpeau KOTopeix 76%
MY>K4YHH, IPOPa0OTABIINX Ha 3TOM MPEINPHUATHH B cpenHeM 9 set. batapes
METOJIMK BKJIFOYAJIa HHCTPYMCHTHI JUIsl TUATHOCTUKH: BOCIIPUHUMAEMOM IIe-
JIOCTHOCTH Pa0odYell TPYNIBI M OpTraHU3aluy; HaecHTHU(UKAuN ¢ padoueit
TPYIIIION W OpraHU3aIeii; TPaKJaHCTBEHHOTO TOBEACHUS B OpPTraHH3aIlHU.
Ipeamnonaranock, 4T0 PabOTHUK CTPEMUTCS JEHCTBOBaTh Ha OJlaro TOM
rpymibl (paboyeid TPpyIbl WM OPraHU3alUK B LIEIOM), ¢ KOTOPOH OH 4yB-
CTBYET  MCHXOJIOTHYECKYIO CBs3b, 4@ CIEACTBHEM 3TOro  Oyaer
BO3HUKHOBEHHE IPAXKAAHCTBEHHOTO MMOBECHMUS, KOTOPOE BBITOJHO KaK JIJIst
paboTHUKA, TaK U Il opranuzanui. OKa3aiock, 4TO IEJIOCTHOCTL pabodeit
rpynnbl OIEHHUBACTCA PECIIOHACHTAMU 3HAYUTCIBHO BBIIIC MMEJIOCTHOCTH
opranuzaiuu. LlenoctHoCTh paboueil rpymibl npeackasbiBaeT HaeHTH(HKa-
IUI0 C OpraHu3amMed B I1EJIOM H ¢ paboueit rpymmoil, HO He
TPaK/IaHCTBEHHOE IIOBEJCHHE B OpraHM3alMy. 3HAYMMbIe CBS3M Ipa-
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JKIAHCTBCHHOI'O IIOBCIACHUA U OpFaHH3aHI/IOHHOI>II I/II[CHTI/I(bI/IKaLII/II/I OKa3za-
JIUCh HEJOCTATOYHO CHUJIBHBIMU. E[[I/IHCTBGHHLIM HaJAC)KHBIM MPEAUKTOPOM
OKa3ajlaCb 5MOLIMOHAJIbHAas1 I/IﬂeHTI/I(i)I/IKaI_[I/IH C opraHmauI/Ieﬁ. Cas3eit Ipa-
JKTAHCTBCHHOTO TIOBEACHUS W HICHTU(UKAIMH C padodyeld rpymmoil Ha
CTaTUCTUYCCKHU 3HAYMMOM YPOBHC HC 06Hapy>1<eH0. KommoHeHTsI HNACHTHU-
(ukaruu ¢ pabovel TPYIIION MpeacKa3bIBAIOT TOIBKO HEKOTOPHIE YaCTHEBIC
q)OpMLI TPaKAAaHCTBCHHOT'O MOBCACHHA, HAIIPUMCEP, «CaMOCTCPCOTUIIN3A-
mus» B pabodedl Tpymme HETaTHBHO CBA3aHA C «COBEPIICHCTBOBAaHUEM
BBIIIOJITHCHUSD).
Kaumos, A. A. Vnentudukaiiys ¢ opraHu3aiuei u pabodei
IpyNIoi kak (GpakTop SKCTPaposeBOrO MOBEACHUS PabOTHUKA: JIUC.
. kaHa. ncuxoi. Hayk: 19.00.05 / A. A. Kiumos; Har. uccnenopa-
TeNnbCKUM YH-T «BpIcmias mkona skoHOMUKH». — M., 2015. — 159 ¢. —
TekcT : HemocpeICTBEHHBIN.

Kiumos, A. A. DKkcTpaposieBoe NMOBEACHUE YUUTENIEH: pOJIb
UACHTU(UKAIMU C KOJUIGKTHBOM, CTaka M IIKOJBI Kak o0pa3oBa-
TenpHON  oprammzamumu /A, A. KimmmoB. — Tekcr
HEIMTOCPEICTBEHHBIN // DKOHOMUYECKHAE M COITHAIBbHBIC TICPEMCHBI:
(dakThl, TeHaeHInH, TporHo3. — 2014. — T. 6, Ne 36. — C. 253-269.

B cTaThe paccMaTpHBaeTCsl SKCTPAPOJICBOE MOBEACHHE yIUTENEH 1
ux I/II[CHTI/ICI)I/IKEIHI/IH CO HIKOJIbHBIM KOJIJIEKTUBOM B YCJIIOBUAX MOAEpPHH3A-
OUHU CHCTCMbI O6pa30BaHI/IH U OonTuMHu3alun CETU O6p3.30BaTeJ'IBHLIX
yupexaeHuid B Poccun. [loHnManue ponu 3KCTpapoJIeBOro MOBEACHUS KaK
BO)KHOT'O KOMIIOHEHTa TPYA0BOH 3()(heKTHBHOCTH MOMOXKET PYKOBOAUTEISIM
00pa3oBaTeNbHBIX OpraHM3alMii HCIIOJIb30BaTh IOJNy4YeHHbIE S((EKTH B
npoueaypax mnoabdopa, 0roopa, aTTecTalul yUuTeaeh, pasBUTHS KaIpOBOTO
pesepBa. Cpeu MHOKECTBa (DAKTOPOB-IIPETUKTOPOB IKCTPAPOIICBOTO TTOBE-
JACHUS ObLIH BI)I6paHI>I Tpu: CTaX, IIKOJIa KaK opraHusanvuda H
I/I,HGHTI/I(I)I/IKaIII/IH CO IIKOJIBHBIM KOJIJICKTHBOM. PerpeCCI/IOHHI)Ie MOACIIHA, I10-
CTPOCHHBIC Ha TaHHBIX MIKOJBHEIX yuuTtesel r. Bomorasr (N = 78, 6 mxom),
00BACHIIN OKCTPAPOJICBOC NOBEACHNC, CBA3aHHOC C U3BMCHCHUCM q)yHKHI/IO—
HUPOBAaHW OpraHv3alii W TIOBEACHHUEM, HAIPaBJICHHBIM Ha KOJUICT.
[MpenckasarensHas CIIOCOOHOCTD MPEIUKTOPOB OKA3aIaCh Pa3HOW: It CTa-
xa — 0,10, W1l MpUHAIICKHOCTH K TOW WM WHOW mkoie — 0,06, mis
WJACHTH(PHUKAIIHN CO MKOJIbHBIM KoJuteKTHBOM — 0,02. HoBUYKH TPOSIBISIFOT
9KCTPAPOJIEBOE TOBEACHUE 3HAUNTEIBHO PEXKE.

28



JloBakoB, A. B. OpranuzanuonHasi UICHTU(QUKAIVS U TIPS~
CTaBJICHUS pabOTHHKOB 00 OpraHW3allMOHHOW  KynbType /
A. B. JloBakoB, C. A. JlumaroB. — TekcT : HemocpeacTBEHHBIH //
Bectauk yHuBepcutera (I'ocymapcTBeHHBIN YHHBEPCHUTET YIIpaBlle-
Hus). — 2010. — Ne 23. — C. 50-54.

B craThe paccMaTpuBarOTCs OCOOEHHOCTH CBSI3M MEXIy OCHOBHBI-
MH KOMIIOHCHTAMH OPraHH3alMOHHOW HICHTH()UKAIMK: KOTHUTUBHBINA
KOMITOHEHT (CaMOKaTeropu3alus, pa3eJeHue OpraHu3alluOHHbBIX IeNied U
LEHHOCTeH), BAJCHTHOCTh HWACHTU(HUKALUHM, SMOLMOHANbHAS MPHUBS3aH-
HOCTB) W TIPEJCTABICHUAMU PabOTHUKOB 00 OpPTaHU3AIIMOHHON KYIbType.
Pe3yHBTaTI)I HCCIICAOBaHMA II0Kasajiku, 4YTO YPOBCHL OpFaHI/I?,aHI/IOHHOﬁ
HUIACHTU(HUKAIIMKA CBSI3aH C OPraHW3allMOHHOW KYJIBTYpPOH OITOCPEIOBAHO.
Mogepupytolieii nmepeMeHHON 3[eCh BBICTYNAeT YPOBEHb COOTBETCTBUSA
MEKTY UHAUBHIYATbHBIMA U OPTraHU3aIHOHHBIMU [IEHHOCTSMH.

Haymuesa, E. A. B3auMocBs3b ICUX0JIOTMYECKOW TOTOBHO-
CTU K OpPraHU3allMOHHBIM H3MEHEHHMSIM U  OpPTraHU3allMOHHOMN
unearudukanuu / E. A. Haymmesa, A. A. KiimmoB. — TekcT : Hemno-
cpenctBernblii // Bextop Haykm TIY. Cepus: Ilemaroruka,
ncuxogorust. — 2017. — Ne 3 (30). — C. 71-75.

Lenbio MccnenoBanHus SBISUIOCH YCTAHOBICHUE B3aUMOCBSI3U MEX-
JIy OpPTaHU3AIIMOHHON HICHTHU(HUKAINEH H NCHXOJIOTHIECKONH TOTOBHOCTHIO
K OpraHM3allMOHHBIM HM3MEHEHHSM M M3YYEHHE OIOCPEIYIOIIErO0 BIMSIHHS
YIIOBJICTBOPEHHOCTH pabOTON Ha B3aMMOCBSI3b OPraHM3AIMOHHOW HIICHTH-
(uKanMy YW TOTOBHOCTH K OpPraHM3allMOHHBIM H3MEHEHUsM. B BBIOOpKY
BOIUIN COTPYAHUKU ACBATH T'OCYJAPCTBEHHBIX U KOMMEPYCCKUX KOMHaHHﬁ,
KOTOpBIE HaXOASTCS B CUTYallMu OpPraHU3allMOHHBIX repemer (N=221). 13-
MEHEHHS B TUX KOMIIAHUSX HOCAT OJHOTHIIHBIA XapakTep: B KaXIOU U3
OpraHM3alii MPEACTOSI0 BHEPEHNUE HOBBIX CTAHIAPTOB pabOThI, 3aTparu-
Baroliee OONBIIMHCTBO COTPYAHUKOB. COTPYIHHWKHM OpraHM3aluii OblIH
OCBEJIOMJICHBI O TPEJCTOSIIMX OPTraHU3alMOHHBIX WU3MEHEHUsX. MHOXKe-
CTBEHHBIM PErPECCHOHHBIM aHAM3 [O0Ka3aj, YTO YIOBICTBOPSHHOCTH
paboToi BBICTYIIAET B POJIM MEIMATOPA JJIsl B3aUMOCBSI3H MEX/y OpraHu3a-
UOHHOW WAeHTH(UKAIKMEH ¢ TOTOBHOCTBIO K M3MEHEHUSIM, U 3Ta
B3aMMOCBSI3b UIMEET CIIOKHBIN XapakTep. Y TOBJIETBOPEHHOCTh paboTol 4a-
CTHYHO OnocpeayeT B3aNMOCBA3b HHGHTH(bHKaHHH H TOTOBHOCTH.
Y 10BIETBOPEHHOCTh PabOTO BbICTYHaeT 0o0Jee TOYHBIM IPEAMKTOPOM
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MCUXO0JOTHYECKON ITOTOBHOCTH K OpraHrn3alfuOHHBIM U3MCHECHUAM, YEM OpP-
raHu3allMOHHasA I/IZ[eHTI/I(l)I/IKaHI/IH.

HecmesinoBa, P. K. B3aumocBsa3bp BocIpusATHS U IIPUBIIEKa-
TEIBHOCTH  KOPIOPATUBHOW  KyJIbTypbl C  OpraHU3alMOHHOU
nnentudukanueit corpyaankos / P. K. HecmesnoBa, C. A. JIumaTtos
— Tekcrt : anekTpoHHEIH // OpraHnn3anuoHHas meuxoiorus. — 2017, —
T. 7, Ne 3. — C. 67-84. URL: http://orgpsyjournal.hse.ru (mata 06-
pamenws: 08.04.2019).

B craree paccmarpuBaercs mpodieMa B3auMOCBSI3H BOCIIPUHHMAE-
MOH KOPHOPAaTHBHOM KyJIbTYPhl W OPTaHM3ALMOHHOH HICHTU(DHKALINH
COTPYIHHUKOB. B cTaThe mpuBeneH KpaTKWil TEOpeTHYECKHH 0030p JaHHOH
poOJIeMbI M MPEICTABICHBI PE3YIIbTAThI MPOBEAEHHOIO IMIIUPUIECKOTO HC-
CJICIOBAaHUA. Ero CIbIO OBLIO MPOsICHEHUC XapaKTEepa B3aUMOCBA3N MEKIAY
OLICHKaMH KOPIIOPaTUBHOW KYJIBTYphl paOOTHHUKaMH OpPraHU3allui U HX Op-
FaHPI?:aI.[PIOHHOfI H)IeHTH(lJHKaHHefI, a TaKiKC IHPOBEpKa HeHOCpeHCTBeHHOﬁ
(YHKIMM Tako# INepeMEHHOH, KaK HPHBJIEKATEIbHOCTh OpPTraHW3allMOHHOM
KYJIbTYpPbl — 00 B KayecTBe Mozaeparopa, 100 B KayecTBe Meauaropa B
HaHHOﬁ B3auMOCBs3U. B HCCIICAOBAHNU TPUHAIINA Y4aCTHUC 67 PECHOHACHTOB.
Bce oHH SBISIOTCS COTpYAHUKAMH KOMMEPUYECKHX opraHm3anuii. COop naH-
HBIX TPOBOAWIICA B OJWH DOTall: YYaCTHHKaM MpeIarajoch 3alOJHUTH
AHKETy, COCTAaBJICHHYIO M3 YEeTHIPEX OJIOKOB. [laHHBIE OBUIM MaTEeMaTHYECKH
00paboTaHbI ¢ TOMOIILIO0 KOPPEISITMOHHOTO aHATM3a M aHAJIM3a YaCTHBIX KO-
s¢dunueHToB Koppemauu. IlogydeHbl JaHHBIE O TOM, YTO YPOBCHb
I/II[GHTI/I(I)I/IKaHI/II/I C moapa3AcCICHUEM ITOJIOKUTCIIBHO CBA3aH C YPOBHEM
UICHTU(QUKAIINY C OpraHHu3alleil B LIeJIOM.

HecmesinoBa, P. K. OcobenHocTH B3aMMOCBSI3M CYOBEKTHB-
HOro  o0pa3a  KOpPIIOPATUBHOW  KYyJAbTYPBl M  HEKOTOPBIX
XapaKTePUCTUK OTHOIICHUSI COTPYAHHUKOB K opranuzamnuu / P. K. He-
cmessHoBa, C.  A.JlumaroB — Tekctr : 3JexTpoHHBIH //
Opranm3anonnas mcuxojorus. — 2018, — T. 8, Ne 1. — C. 122-145.
URL.: http://orgpsyjournal.hse.ru (mata o6pamenus: 08.04.2019).

Henpro nccnenoBanms ObLUTO BEISBICHIE OCOOCHHOCTEH M CTPYKTY-
pPBI B3aMIMOCBSI3M CYOBEKTHBHOTO 00pa3a KOpPIOPAaTHBHOW KyJIbTYPH H
HEKOTOPBIX XapaKTEPUCTUK OTHOLICHHS COTPYAHMKOB K OpraHU3aIiH (T0-
Tpe6HOCTB B I/I)IGHTI/I(I)I/IKaHI/II/I, TUII TPUBA3AHHOCTU K OpraHusaluu U
COOTBETCTBUE MHIMBUAYAJIBHBIX U OPTaHU3AIMOHHBIX IIEHHOCTEH) ¢ UX Op-
TaHU3aIMOHHON HICHTU(HKaueld. Meromonorus. PecrioHaeHTaMu cTaju
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COTPYJIHHUKH KOMMEPUYECKHX MpEANpusiTHi, Bcero 241 yenosek. COop naH-
HBIX TPOBOJWICS B OJHWH OJTam, MPeAIarajoch 3aloNHHTh AaHKeTy,
COCTaBIICHHYIO M3 MATH OMPOCHUKOB. [lomydeHHbIil MaTepuan Obu1 06pado-
TaH C IOMOLIBIO (PAKTOPHOTO aHAN3a U CTPYKTYPHOTO MOJCIHPOBAHHMS, a
TaKKe HAIJIAIHO NMPEACTABICH B BUIEC MoJeleld — auarpamm myTted. Pe-
3yabTathl. [lepeMeHHBIE pachpeneNnuinch Mo 4YeThlpéM (akTopam. B
NEepBbId BOLLIM HM30CTalOIMid M aMOMBAJICHTHBIA THIIBI MPUBSI3aHHOCTH.
Bropoii conepkuT nepeMeHHble: HAeHTH(GUKanus, MOTPeOHOCTh B WACHTH-
(uKanuu, COOTBETCTBIE MHANBUAYAIbHBIX ¥ OPraHU3aLOHHBIX LIEHHOCTEH
U TIPUBIIEKATEIFHOCTh KOPIIOPATHBHOM KyIbTypHl. Tperuil aktop cocra-
BHJIN HeﬁTpaanasI )5 amMOMBaJICHTHAS I/IlleHTI/I(I)I/IKaHI/IH, a TaKXe
nesuneHTudukanys. B 4eTBEPThINA (akTop 00BEIMHUINCH 3aKPBITHIN, CHH-
XPOHHBIA M OTKPBITHIM BOCIPHHHUMAaeMble TUIBI KYJIbTYpPbI (ONHCAaHHBIE B
pamKax «mapaaurMansHoroy moaxona JI. Koncrantuna).

HecmesinoBa, P. K. CBs3p conmanbHO-geMorpaduuecKux
XapaKTePUCTUK COTPYIHUKOB C WX OpraHU3allMOHHOW WIeHTH(UKa-
el W MPUBIEKATEIHHOCTHIO JJIST HUX KOPIIOPATUBHOW KYIBTYPHI /
P. K. HecmesnoBa. — Tekcr : HemocpencTBeHHBIH // ConnanbHas
ncuxoiiorus ¥ oodmectso. —2018. —T. 9, Ne 1. — C. 67-77.

B crarbe npencraBieHbl pe3yabTaThl CPABHEHUS B3AHMOCBSI3EH HH-
JUBUyalIbHBIX XapaKTePUCTUK COTPYAHHUKOB (I10J1, BO3pacT, oOpa3oBaHUE,
JOJDKHOCTh M TPYAOBOW CT@X Ha JAaHHOM HPENIPHATHH) C (HOPMHUPYIOLIH -
MUCA Yy HHX BHJIaMU OpFaHI/I?;aHI/IOHHOI\/’I I/I}ICHTI/I(I)I/IKaLH/H/I, YpPOBHEM
MOTPEOHOCTH B HEH, a TAKXKE CTEIMEHBIO MPHUBICKATEIFHOCTH KOPIMOPATHB-
HOH KyJbTYphl. B HccnenoBanun mpuHsainu ydactue 252 pecnonaenra (185
KEHIIMH, 67 MyXX4YlH), BC€ — MPEJICTABUTENN KOMMEPUYECKHUX OpraHU3alui.
COop naHHBIX TPOBOJMIICS B OJMH 3Tall, Mpeiaranach aHKeTa, BKIKYak0-
mas B ce0sl TpU METOAUKU. [loydeHbl JaHHBIC, YTO PYKOBOJHUTEIH PEXKe,
YeM HCIIOJHUTENH, UCIIBITHIBAIOT HETaTHBHBIC, HEOAHO3HAYHBIC WJIM HEil-
TpaJIbHBIC YyBCTBa IO OTHOIICHWIO K CBOCW opraHusamuu. Yem crapiie
COTPYIHHKH, TEM BBILIE YPOBEHb MX HUACHTH(UKamuK ¢ Hell. CHIIbHEe BCEro
UICHTHQULIUPYIOTCS CO CBOUM IPEINPUATHEM HaHOOJIee CTaplIne COTPY/-
HUKHM, a TaKKe PaOOTHHKH, MMEIOMIHE OOJBIIOW TPYHAOBOW CTaX. Takum
o0Opa3oM, OblTa BBIABICHA CBA3b MEXKIY COLHAIBHO-IEMOrpadUIecCKUMU
XapaKTCPUCTUKaMH pa6OTHI/IKOB n HUCCICAYEMBIMH OpTraHU3allMOHHBIMU
MEPEMECHHBIMU.
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HecmesninoBa, P. K. Cy0bekTHBHOE MpeiCTaBICHUE O KOP-
MOPATUBHON KyJAbTYpE W OPTraHU3AlMOHHAS WICHTU(DUKAIUS:
ocobenHnoctu B3anmocBsizu / P. K. HecmesiHoBa. — Tekct : Henocpe-
cTBeHHBIN // BectHuk MockoBckoro yHmBepcutera. Cepus 14.
[cuxomorusa. —2017. — Ne 1. — C. 88-104.

Wzyyanocs Hamuuue BIMSHUS IIEPEMEHHONH «COOTBETCTBUE MHIM-
BUAYIbHBIX M OPraHU3alMOHHBIX LIEHHOCTEH» Ha B3aWMOCBS3b MEXIY
BOCIIPUHMMAEMBIM THIIOM KOPIOPATHBHOW KYJIBTYPHI M OPTaHU3ALMOHHOM
UACHTU(HUKAIMEH COTPYIHUKOB, a TAK)KE POJIb 3TOH MEPEMEHHON B JaHHOU
B3aUMOCBSI3M — B Ka4eCTBE MOJEpaTopa WIM B KauecTBe Meauaropa. Pe-
CHOHACHTHI — 92 COTpyIHHKAa KOMMEPUYECKUX MpeArnpusThii (56 jKeHIINH,
36 MyxxuuH; cpeaHuit Bo3pacT 28.6 roga). Metoauku: onpocHuk «llIkamsr
OpraHu3anMoHHbIX napagurm» JI. KoncrantuHa; «OnpoCHUK OpraHHM3alu-
onnot kyneTypel OCS» C. I'meiizep u ap. B amantanuu E.B. Ky3aBnéna;
onpocHuK «/neHtudukanus ¢ opraHuzainmeil/ noapasaeneHuem» b. Omr-
dopra u @. Maena B wmomudukammu FO. JlummoneHa, MeTomHMKa
«CoOTBEeTCTBHE HMHIWBUAYATBHBIX W OPraHM3allMOHHBIX IEeHHocTel» Y.
O’Paiinu u ap. B anantanuu E.B. Ky3aenéga. Mcnonb3oBancs meron koppe-
JSINMOHHOTO aHanu3a. [lomydeHHble pe3ynbTaThl CBUAETEIBCTBYIOT O TOM,
YTO TIEPEMEHHAsl «COOTBETCTBHE WHIWBUAYATBHBIX M OPTraHW3aIlMOHHBIX
LEHHOCTEN» BBICTYNIAET B KAueCTBE MOJEPATOpPa MEXIY INEPEMEHHBIMH
«OTKPBITHIA BOCIIPUHUMAEMBIN THUIT KOPIIOPATUBHOHN KYJIbTYPBI» U «HJICHTH-
(uKaus ¢ opraHu3aluei», T.e. SBISETCS NMPOMEXKYTOUHOW MEepeMEHHOM,
OKa3I:IBaIOH.ICﬁ BJIMSAHUEC HA IPOYHOCTH I/I/I/IJ'[I/I HaIlpaBJICHUE UX CBA3U. Yem B
OoubliIeit Mepe, 10 MHEHHIO Pa0OTHHKA, €ro LIEHHOCTH COBIIA/IAIOT C IIEHHO-
CTSIMH OpPraHW3allMOHHOW KYJIBTYPhl OTPBITOTO THIA, TEM CHJIbHEE OH
UACHTUHULIUPYETCS C HEeMl.

Hectuk, T. A. CouuanbHO-NICUXOJIOTHYECKAsT AETEPMUHA-
IS OTHOIICHHA K COBMECTHOMY OyaymiemMy y COTPYIHHKOB
poccmiickux opranm3aruii / T. A. Hectuk. — TekcT : 37eKTpOHHBIH //
Opraam3armonnas ncuxonorms. — 2013, — T. 3, Ne 3. — C. 2-41.
URL.: http://orgpsyjournal.hse.ru (mata o6pamenus: 08.04.2019).

AHanM3upyrOTCs MOAXOABI K N3yYEHUIO OTHOIICHUS K Oymymemy B
OpraHM3aIMsIX (MCCIEJOBaHMS B 00JACTH JIMAEPCKOTO BUACHUS, IPUHATHS
CTpaTeru4eCKux peIHCHI/Iﬁ, CTpAaTCTUYCCKOIr0 MCEHCPKMEHTA, IMPOPBIBHBIX
WHHOBALIMIA, a Tak)Ke KoproparuBHoro dopcaiita). Beinemnsirores ero couu-
AJIBHO-TICUXOJIOTHYCCKHC, OpraHnu3alMOHHbIC u HHCTUTYUUOHAJIbHBIC
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(dakropsel. [IpuBomsTCs pe3ynbTaThl CEPUU SMIMPUUCCKUX HCCICIOBAHUI
OTHOIIEHHS K OyyIieMy CBOEi OpraHu3aluy Cpean PSIOBBIX COTPYIHUKOB
U PYKOBOJUTENEH poccuiickux kommepueckux opranusanuit (N = 169, N =
98, N = 803), a Takxke yuureneil obmeodpazoBarensHbix mkosn (N = 51).
JlenaeTcs BBIBOA O TOM, YTO KJIIOYEBYIO pOJb B (POPMHPOBAHMN TO3UTHB-
HOM OIEHKH KOJUICKTHBHOTO OyIyIIEro WrpaloT IPOLIECcChl TPYNIOBOH
MHTETPALUK: TPYNIOBas MACHTH(UKAIMA W BHYTPHUIPYIIIIOBOE [OBEpHE.
Brigenensr Tpu MexaHnzMa (popMupoBaHHS 00pa3za KOJJICKTHBHOTO OYAy-
mero: 1) rpynmoBas peduiekcusi M0 TMOBOAY COBMECTHOTO Oyaymiero; 2)
TpYNIIOBas UACHTU(HUKALNSA Ha OCHOBE (JOPMHUPYEMOTO JIHICPAMH TTO3UTUB-
HOTO o0pa3a COBMECTHOTO Oyaymiero (JIMIEPCKOTO BHJEHUs); 3)
KOJIJICKTUBHBIC TPEBOXKHBIC COCTOSAHUA U 3allIUTHBIC MEXaHU3MBbI, 3aITyCKac-
MbI€ BOCIPUHMMAEMOM YIpO30M CYLIECTBOBAHMIO IpyMNIbL. ['pynmnosas
peduiexcus MOBBIIAET CIOCOOHOCTh YIPaBICHUYECKOH KOMaHAbl aJalTHpPO-
BaThCsl K MEHSIOIIMMCS YCIIOBUSIM (CTPaTEerniecKyro THOKOCTh), TOra Kak
TpyNIOBas MICHTU(QHKAIMS Ha OCHOBE IIO3UTHBHOTO 00pa3a Oy yIero mo-
BBIIIAET PUBEP>KEHHOCTh COBMECTHBIM IIETISIM, HECMOTPSI Ha MEHSIOIINECS
YCJIOBHSI COBMECTHOH /EATENbHOCTH. MeXaHu3M IpyNIoBoii pediexkcuu 60-
Jjee XapakTepeH Al TPYNIl ¢ MO3UTHUBHOM TI'PYNIIOBOH HMICHTHYHOCTEHIO,
BBICOKHM JIOBEPUEM U CIUIOUYCHHOCTBIO.

Cupopenkos, A. B. JloBepre 1 HAEHTUIHOCTH KaK (aKTOPHI
3¢ GeKTHBHOCTH TPOU3BoACTBeHHBIX rpymm / A. B. CumopeHkoB,
. 1. Cunopenxkosa, H. 10. YabsHoBa. — TekcT : Henmocpe1CTBEHHBIH
// Tlcuxonoruyeckuii xypuai. — 2016. — T. 37, Ne 2. — C. 29-42.

I/I3y‘-IaJ'IC)I BKJIaZl HOOBCpUSA U HUACHTUYHOCTU B ACTCPMHUHAIIUIO
rpynmnoBoi s¢dexTrBHOCTH. B paMkax pa3BHBaeMOW OJHMM W3 aBTOPOB
MHKPOTPYIIIOBOH TEOPUH PACCMATPUBAINCH MOJIENN JIOBEPUS], HICHTHYHO-
CTH, TPYNIIOBOH 3((MEKTUBHOCTH, BBIACIEHBI YPOBHM W BHUJBI JOBEpHS,
YPOBHH M KOMITOHEHTBI HJICHTUYHOCTH B Tpymiie. Ha Beibopke n3 37 mpous-
BojacTBeHHBIX rpymil (N = 331 den.) u3ydeH BKIIAJA MEPEeMEHHBIX TOBEPHUS U
WACHTUYHOCTH B NapaMETPhl BOCIIPHHUMAEMOH WIEHaMH TPYIIIBI TPEeIMET-
HOJICATENIPHOCTHON M COIMABHO-TICHXOJIOTHYECKOH 3¢ (eKTHBHOCTH
rpynnsl ¥ HeopMaIbHBIX moArpymi. Vcmons3oBaH MHOTOGAKTOPHBIA IH-
3aH  HCCIIEOBaHMsA,  OCYIIECTBIEHHBII C  IIOMOHIBIO  MeEToJa
PErpecCHOHHOrO aHalN3a. Y CTAaHOBJICHO, YTO Ha HPEIMETHO-AEATSIBHOCT-
HYI0 3((GEKTUBHOCTh TPYIMIBI JACHCTBYIOT MHKPOTPYIIIOBOE JOBEpHE H
MHKPOTPYIIIOBasi HACHTHYHOCTh. B colMabHO-TICHXO0IOTHYECKYI0 3 dek-
TUBHOCTH  TPYNIBl  BHOCAT  TO3UTHUBHBIA  BKJAQJ  TpYyNIoOBOE U
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MCXKJIIMYHOCTHOE IOBEPUC, I'pyHIioBasi U MEKIUYHOCTHAA HUIACHTUYHOCTD.
HauGosnee cunbHBIA MO3UTUBHBIA BKJIAA B COIUATBHO-TICHXOJIOTHICCKYHO
3¢ deKTHBHOCTS HEHOPMATTBHBIX MOATPYIIT BHOCAT MUKPOTPYIIIIOBOE TOBE-
pHe W MHKPOTPYIIOBas HACHTUYHOCTb, MEXKIMYHOCTHOC JOBEpHE H
MEXIMYHOCTHAST HWACHTUYHOCTb. OMNpPEAeNieHo0, YTO YPOBHH JOBEpHS M
UJICHTHYHOCTH BHOCST KOMIUICKCHBIN BKJIAJ B BOCIPUHUMAEMYIO YICHAMH
IPYIITBI IPEAMETHO-IEATESIBHOCTHYIO U COLIHAIBHO-IICUXOJIOTHYECKYIO (-
(EeKTUBHOCTh  TPYNMIbl W HEQOPMANBHBIX MOATPYHI; IPH  3TOM
OTIIMYUTENHHON OCOOCHHOCTEIO SIBIISICTCS Pa3HOHAIIPABIICHHBIH BEKTOP JeH -
CTBUSl Pa3NMYHBIX YPOBHEH NOBEpHsS M MACHTUYHOCTH Ha IapaMeTpel
3¢ EKTHBHOCTH TPYIIIHL.

Cupnopenkosn, A. B. neHTHYHOCTh ¥ BKJIaJl paOOTHUKOB B
JIeSTEIbHOCTh MAJIOM MPOn3BOACTBeHHOM rpymmbl / A. B. Cugopes-
koB, E. C. CanpauxoBa, B. A. Ilrpoo. — Tekcr
HenocpenctBennbldt // Ilcuxonorus. Kypnan Briciiei mKombl 3K0-
HOMHUKH. —2019. — T. 16, Ne 3. — C. 551-561.

Lenp uccneoBaHusS — U3YYUTh CBS3M TPEX YPOBHEH WACHTHYHO-
CTH (TPYNIIOBOM, MHKPOTPYIIOBOH M MEXIMYHOCTHOH) TO TpeM
KOMIIOHEHTaM B KaX10M (KOTHUTHBHOMY, a)(eKTHBHOMY U ITOBEICHYECKO-
My) CO BKJIQJIOM Pa0OTHHKOB B HESATENHFHOCTH IPOM3BOICTBEHHBIX TPYIIL.
Bribopka Brumrouana 302 cCOTpyZHHUKOB W3 35 MaibIX MPOM3BOICTBEHHBIX
TPYNI B OpraHU3alMAX C Pa3sHbIM NpoduieM aesrensHocTd. s coopa am-
MUPUYCCKUX HaHHBIX 6BIJ'II/I HCITOJIb30BAHBI ((OHpOCHI/IK MEKJITUIHOCTHOM
UACHTUYHOCTHY, «ONPOCHUK MHUKPOTPYIIIOBOM M TPYNIOBONW HIEHTHYHO-
ctu» U «CyOuikana BKJIaaa B JAEATEINRHOCTEY U3 «OMpOCHHUKA JHAEPCTBA,
BKJIaJla U CTHIS MEXKIHYHOCTHOTO TMOBEACHUM». YKa3aHHBIC METOAUKH
BKJIFOUCHBI B KOMIIBIOTEpHYIO TexHoJorHio «I'pynmoBoii npodwis — YHu-
Bepcany, MOCPEACTBOM KOTOPOW MPOBOAUIIOCH 0OCICIOBaHHE YYACTHUKOB.
Jnst aHanm3a MOJYYCHHBIX JAHHBIX HCIONB30BAJICS PErPECCHOHHBIN aHa-
nu3. OOHAPYKEHO, YTO NPEIUKTOPOM BKJIaJa PaOOTHHKOB B JNEATEIBHOCTh
IPYIIIBI SBJISCTCS TPYIIIOBas UACHTHYHOCTD 110 TPEM KOMIIOHEHTaM, a TaK-
K€ MEXINYHOCTHAS ¥ MHUKPOTPYIIIOBasi HACHTHYHOCTD MO ad(EeKTHBHOMY
KOMIIOHEHTY. boJiee CHIIBHBIM ITPEAUKTOPOM (TI0 KOJIMYECTBY KOMIIOHEHTOB
UICHTHYHOCTH W 3HAYUMOCTH CBSI3H) SIBISCTCS TPYIIIOBasi MICHTHYHOCTB.
Cpe}II/I TPpEX KOMIIOHEHTOB Han6onee NpEACTAaBJICHHBIM B BBISIBJICHHBIX CBSI-
351X OKa3aics apEeKTUBHBIA KOMIIOHEHT.
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Cupopenkon, A. B. CBs3b BHYTPUTPYIIOBBIX WACHTUYHO-
cTeld pabOTHUKOB C MX BKJIAJOM B JAEATEIBLHOCTb Majoi TPYIIbL:
POJIb BKIIOUYCHHOCTU-HE BKJIIOYEHHOCTH B moarpynmsl / A. B. Cuzo-
penkoB, E. C. CanbaukoBa, E.®.Bbopoxosckuii. — Texkct
HETIOCPE/ICTBEHHBIN // POCCHHCKMI TICHXONOTHYECKUH XypHal. —
2019. - T. 16, Ne 2. — C. 142-163.

HGHBIO JAAaHHOT'O UCCIICAOBAHUA ABJIACTCA U3YUCHUC CBA3U I'PYIIIIO-
BOM, MUKpOTpYNIOBOM M MEKIMYHOCTHOM HIACHTHUYHOCTEH [0  TpeM
KOMIIOHEHTaM (KOTHHUTUBHOMY, a(()EeKTHBHOMY H IIOBEICHYECKOMY) C
BKJIaaoM pa6OTHI/IKOB B ACATCIBHOCTD IPOU3BOACTBEHHBIX I'PYIIIl B 3aBUCH-
MOCTH OT HUX BKIJIIOUYCHHOCTH MW HC BKIIOYCHHOCTHU B Hed)OpMaHBHBIe
noArpymnmnsl. BeUTM HCONIB30BaHBl (POPMATU30BAHHBIM AJTOPUTM BbIIENE-
HUs HepopMaNbHBIX  MOATPYII B TPYNIE, ONPOCHUK MEKIMYHOCTHOM
HUJICHTUYHOCTH U ONPOCHUK MHKpOprHHOBOﬁ u prHHOBOﬁ UACHTUYHOCTH,
[IKajla BKJIaJa B TI'PYIIOBYIO JACATCIbHOCTD. Ot MCTOJbl BK/IIFOUYCHBI B
KOMITBIOTEPHYIO TexHousoruo «I pynmnoBoi npoduis YHUBEpcan», U odcie-
JIOBAaHWE YYAaCTHUKOB C TOCJEIYIOIIEH NMepBUYHONH 00pabOTKON IaHHBIX
OCYIIECTBIISUIOCH TTOCPEICTBOM JTOM TEXHOJOTMH. MuKporpymmoBas ad-
(1)CKTI/IBHa$I HUACHTUYHOCTD YJICHOB HOATPYIIIl IMOJIOKUTCIIBHO CBS3dHA € UX
BKJIJIOM B TPYIIIIOBYIO JESATEIBHOCTD, a TPYIIIOBAass KOTHUTHBHAS U aQek-
THBHAA UJICHTHYHOCTH U MCKIMYHOCTHAA a(I)(beKTI/IBHa}I UICHTUYHOCTh HEC
BKJIFOYEHHBIX B MOATPYIIIBI WICHOB C UX BKJIAAOM B I'PYIIITY. I[OHOHHI/ITCHB-
HO BBISIBJICHBI JIB€ HEJIMHEHHbIC (KBaApaTHYHBIC) CBA3HM MEKIMYHOCTHON M
IPYNIOBOM MOBEACHUECKON UACHTUYHOCTEH WICHOB MOAIPYIIl C UX BKJA-
JIOM B TPYIIIOBYIO IESATENbHOCTh. Takas CBS3b sBIsieTcst Oojiee 3HAYMMOIA
JJIsL Me)KJ'IPI'-IHOCTHOﬁ, 4cM prHHOBOﬁ UIACHTUYHOCTH.

Cupopenkos, A. B. CooTHOLIEHNE IPYNIIOBOM, MUKPOTPYI-
MOBOW W  MEXKIUYHOCTHOM  WACHTUYHOCTH  PAaOOTHUKOB B
MPOM3BOACTBEeHHBIX rpymmax / A. B. Cunopenkos, B. A. Jlopodees.
— Tekct : HemocpencTBeHHbIH // ConuaabHas TICUXOJOTHS B OO0IIIe -
ctBo. —2016. — T. 7, Ne 3. — C. 60-75.

IlpencraBneHsl pe3ynbTaThl aHaIM3a CBA3EH MEXIOY pa3HBIMHU
YPOBHSIMH HICHTUYHOCTH PaOOTHHUKOB (TPYHIIOBOW, MHKPOTPYIIIIOBOH M
MEXJIMYHOCTHOH) 10 TPEeM KOMIIOHEHTaM (KOTHUTHBHOMY, adekTuBHOMY
U TOBEACHYECKOMY) B 37 MPOU3BOACTBEHHBIX TPYIIMAx PasHOro mpodust
JIeATEJIbHOCTU. Y CTaHOBJIEHAa 3HauuMMas JIMHEWHasl CBA3b MEX]y MHUKpO-
IPYIIOBON M MEXIMYHOCTHON HMIEHTUYHOCTBIO (II0 BCEM KOMIIOHEHTaM),
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BBICOKAsI IMHEWHAs CBSA3b MEX]y I'PYNIIOBOM U MUKPOIPYIIIOBOM MJIEHTHY-
HOCTBIO (TONBKO 1O adPEeKTHBHOMY KOMIIOHEHTY) M OTCYTCTBHE CBSI3H
MCKAY KOMIIOHCHTaMH prHHOBOﬁ U MEXJIMYHOCTHOM UACHTUYHOCTH. B
COBOKYIHOCTU B3aUMOBJIMSIHUN TPYNIOBON, MUKPOTPYIIIOBOH M MEXKIIHY-
HOCTHOM HUJICHTUYHOCTH BBISABJICHO 0oJiee BBICOKOE BIIMSHUE prHHOBOﬁ
HUJACHTUYHOCTH HAa MUKPOTrPYIIIIOBYIO (1'[0 BCEM KOMHOHCHTaM) 1 MCXJINY-
HOCTHYIO (HO KOTHUTUBHOMY U IMOBCACHYCCKOMY KOMHOHCHT&M).
ObHapyxeHa HETHHEHHas CBS3b MEXIY TPYIIOBOH M MHKPOTPYIIIOBOH
UIACHTUYHOCTBIO IT0 BCEM KOMIIOHCHTAaM. Ona BBIPpAXXACTCA B TOM, 9TO IIO-
BBINICHUE BBIPAXKXCHHOCTH TOI0 HWJIA HWHOIO KOMIIOHCHTA I‘pyHHOBOﬁ
HUIACHTUYHOCTH COITPOBOXIACTCA CHHIKCHHUEM IIPOSABICHHUSA COOTBETCTBYIO-
IIET0 KOMITIOHEHTa MHUKPOTPYIIIOBOM HMAEHTHYHOCTH. DTO MPOUCXOAMT 10
OIPE/ICJICHHOTO MOMEHTa, 0Cie KOTOPOro JajbHelIee yCHIIeHHEe KOMIIO-
HCHTOB prHHOBOﬁ HUACHTUYHOCTHU TMPUBOIMT, HaO60p0T, K TNOBBLIIICHHUIO
BBIPpAXKCHHOCTU KOMITOHECHTOB MHKpOprHHOBOﬁ UIACHTUYHOCTH.
Ycrunona, O. B. ®opMupoBaHue HACHTUYHOCTH MEPCOHATA
KPYITHOTO Tpennpuatusi po3HuaHoit Toprosmu / O. B. YcTunOBa,
H. T'. Xaitpymnuaa. — Teker : HemocpencTBeHHBIN // CoBpeMEHHBIC
po0sIeMbl HayKu U oOpazoBanus. — 2014, — Ne 5. — C. 33-41.
KopriopaTiBHast HICHTHYHOCTH OKa3bIBACT BIMSHUE Ha YPPEKTHB-
HOCTh DPa0OTHl TPEINPHUATHSA, NOBBIMIAS CIDIOYEHHOCTH COTPYAHHKOB,
yBeIn4InBasg NpoOU3BOAUTEIIBHOCTD, CHOCO6CTByﬂ Pa3BUTHIO prZIOBOﬁ JHC-
OUIIJIMHBI, MOTHBAUNU H BSaHMOHeﬁCTBHIO COTPYAHHUKOB. B cratpe
AHAJIM3UPYIOTCSL PE3yJbTaThl aBTOPCKOIO HCCIIEOBaHUSI OCOOEHHOCTEH
(hopMHpOBaHHUST KOPIIOPATUBHOM MAGHTHYHOCTH COTPYIHHKOB Ha KPYITHOM
npeanpusaTu pO3HH‘IHOI71 TOPTOBJIN. BrisBustoTcs OpraHn3aluOHHBIC
HpO6HeMLI — HHU3Kagd OLCHKa COTPYAHUKAMU HEMOCPCACTBEHHOI'O PYKOBO-
gurensi,  HeapdexkTHBHOCTH  cHUCTEMBl  OOydeHUS] W pa3BUTHA,
MNpeIATCTBYIOINE PAa3BUTUIO KOpHOpaTHBHOfI HUJACHTUYHOCTHU IEpCOHAIa.
Abrams, D. Psychological attachment to the group: cross-
cultural differences in organizational identification and subjective
norms as predictors of workers' turnover intentions / D. Abrams,
K. Ando, S. Hinkle. — Text : unmediated // Personality and social
psychology bulletin. — 1998. — Vol. 24, Ne 10. — P. 1027-1039.
Two studies used the theory of reasoned action, social identity
theory, and Ash forth and Mael's work on organizational identification to
predict turnover intentions in Japanese and British commercial and
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academic organizations. In both studies and in both countries, the authors
expected and found that identification with the organization substantially
and significantly predicted turnover intentions. Attitudes predicted
intentions only in Study 2, and subjective norms significantly predicted
intentions across both studies. The authors hypothesized that subjective
norms would be a significantly stronger predictor of turnover intentions in a
collectivist setting. This prediction was supported. Although social identity
is strongly associated with turnover intentions across both cultures, the
subjective normative aspects of group membership are significantly more
strongly associated in the Japanese organizations.

Ahearne, M. Antecedents and consequences of customer-
company identification: expanding the role of relationship marketing
/ M. Ahearne, C. B. Bhattacharya, T. Gruen. — Text : unmediated //
Journal of applied psychology. — 2005. — Vol. 90, Ne 3. — P. 574-585.

This article presents an empirical test of organizational
identification in the context of customer-company (C-C) relationships. It
investigates whether customers identify with companies and what the
antecedents and consequences of such identification are. The model posits
that perceived company characteristics, construed external image, and the
perception of the company's boundary-spanning agent lead to C-C
identification. In turn, such identification is expected to impact both in-role
behavior (i.e., product utilization) as well as extra-role behavior (i.e.,
citizenship). The model was tested in a consultative selling context of
pharmaceutical sales reps calling on physicians. Results from the empirical
test indicated that customers do indeed identify with organizations and that
C-C identification positively impacts both product utilization behavior and
extra-role behavior even when the effect of brand perception is accounted
for. Second, the study found that the organization's characteristics as well as
the salesperson's characteristics contributed to the development of C-C
identification.

Ahmadian, S. Expanding the boundaries of compulsory
citizenship behavior: its impact on some organizational outputs /
S. Ahmadian, H. Sesen, S. Soran. — Text : electronic // Business and
economic horizons. — 2017. — Vol. 13, Ne 1. — P. 110-118. — URL:
http://dx.doi.org/10.15208/beh.2017.08 (mata oOparieHus:
08.04.2019).
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Researches have mainly been focused on Organizational
Citizenship Behavior (OCB) positive effects to organizations. On the other
hand, Compulsory Citizenship Behavior (CCB) is a rather new subject in
both national and international literature. Transformation of organizational
citizenship behaviors, which are expected to have positive effects on the
organizational success into CCB due to various administrative and social
pressures, brings about numerous negative consequences for employees and
the organization. But the quantity of studies conducted on this subject is
very limited for the time being. In this framework, the main aim of this
study is to contribute to literature by analyzing the dynamics of CCB in a
different culture and different line of business. In this study, relations
between CCB and some positive and negative organizational attitudes and
behaviors are examined. 635 people working in various accommodation
businesses have participated in this research. Findings have shown that
CCB is positively correlated with negative organizational consequences;
and negatively correlated with positive organizational attitudes and
behaviors. According to this, manager/supervisor related CCBs increase
employees' intentions to quit work, their level of burnout, job stress, social
loafing behaviors, and conflict with their colleagues; and decrease their
innovative behaviors, identification with the organization, and individual
oriented OCBs.

Andzulis, J. M. Internal marketing: the moderating role of
service climate and mediating role of organizational citizenship
behaviors in the relationship between organizational identity and
performance / J. M. Andzulis, A. Rapp, R. Agnihotri. — Text :
unmediated // Society for marketing advances proceedings. — 2012. —
P. 244-245.

Internal Marketing posits that creating the right climate, and
managing employees using methods typically reserved for external
customers, can be advantageous for a firm in demonstrating to employees
the importance of customer service and customer care. While IM has
evolved through several stages of understanding and subsequent application
since its genesis, the original tenets of the strategy remain largely intact.
Employees first learn the values of the organization through the actions of
the firm and its leadership before ultimately seeking to emulate those values
with internal and external stakeholders as their association with the identity
of the firm grows. This paper investigates how Service Climate acts as a
moderator in the relationship between an individual's Organizational
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Identity and her/his Organizational Citizenship Behaviors, as well as the
role OCBs play in mediating the relationship between Organizational
Identity and Behavioral and Outcome Based Performance. Support for the
latter relationship was found.

Araci, O. Using content analysis to reveal organizational
identity orientation / O. Araci. — Text : electronic / Management
research review. — 2019. — Vol 42, Ne 3. — P. 314-331. — URL:
http://dx.doi.org/10.1108/MRR-01-2018-0018 (mata oOpamieHus:
08.04.2019).

Organizations face various situations that require to give decisions.
There are many factors that influence their decisions. Organizational
identity is one of the factors that can be used as an interpretive schema for
decisions. Not only for decisions but also for recognition, legitimacy,
allocating the organization among the others organizational identity is
viewed as a construct that organizations want to protect. This study aims to
contribute to measurement of organizational identity. National, daily
newspapers were chosen as sample for the study. Influence of
organizational identity on decisions is highly reflective for newspapers.
When they face conflicting demands, they tend not to make any concession
from their identities. They want to behave in compliance with their
identities. To reveal organizational identity orientation of newspapers, data
were collected based on the 18 interviews with executive editors of
newspapers. Content analysis was concluded with ten categories that help in
understanding organizational identity orientation. These ten categories were
grouped within two broad orientations as business oriented and journalism
oriented organizational identity. These categories reveal not only average
organizational identity orientation of newspapers industry but also the
variations in organizational identity orientation between newspapers.

Arsenault, P. A. Reaping the benefits of strong
organizational identities while avoiding the dangers: investigating
paradoxical challenges within value-based organizations: dis. PhD /
P. A. Arsenault; State university of New York. — Albany, 2016. —
Text : unmediated.

This dissertation consists of an introduction, a methods section,
three empirical papers, and a conclusion on value-based organizations with
strong organizational identities. The introduction outlines literature that
describes what value-based organizations are, what benefits they offer to
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their members, and what risks and challenges can occur within them. The
methods section describes the data collection and data analysis procedures
for the three empirical papers. Paper 1 explores some of the strengths and
weaknesses of value-based organizations, and some of the paradoxical
challenges that can occur within them. Using the competing values
framework, the results indicate that the value-based organizations explored
in this research relied most heavily on behaviors associated with the Human
relations and Rational Goal quadrants, and underemphasized behaviors
associated with the Internal Process and Open Systems quadrants. While the
results found that value-based organizations should avoid problems that can
occur when overemphasizing behaviors associated with the Human relations
and Rational Goal quadrants, the results also argue that behavioral strengths
can be helpful when they are integrated with other behaviors that managers
are trying to improve. Paper 2 explores some various ways that value-based
organizations can enhance the commitment of their members. The results
found several strategies and work practices that were designed to enhance
the commitment of members in one of four different ways, through: (1)
attracting members with affinity, (2) socializing members to emulate others,
(3) cultivating internal motivation, and (4) inducing external motivation.
The findings show that utilizing diverse strategies and work practices is
important when members have a multitude of interests and are identified
with their organization to varying degrees. Paper 3 explores how value-
based organizations can be flexible and adaptable enough to remain viable
within a turbulent external environment, while, at the same time, preserving
a sense of continuity and stability that helps to maintain the commitment
and unity of their members.

Ashforth, B. E. Socialization tactics, proactive behavior,
and newcomer learning: integrating socialization models /
B. E. Ashforth, D. M. Sluss, A.M. Saks. — Text : unmediated //
Journal of vocational behavior. — 2007. — Vol. 70, Ne 3. — P. 447-462.

The purpose of the study was to examine how socialization
processes (socialization tactics and proactive behavior) jointly affect
socialization content (i.e., what newcomers learn) and adjustment.
Longitudinal survey data from 150 business and engineering graduates
during their first 7 months of work indicate that: (1) institutionalized
socialization and proactive behavior are each associated with newcomer
learning, (2) the socialization processes and learning are each associated
with various forms of adjustment, and (3) the socialization processes are
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associated with adjustment, while controlling for learning. These findings
suggest that zow newcomers are socialized has substantive and symbolic
value over and above what they actually learn.

Asplund, K. Strengthened bonds and new ones:
identifications shaping employee reactions to talent status
(withdrawn) / K. Asplund. — Text : electronic // Academy of
management proceedings. — Briarcliff Manor, NY 10510: Academy
of management. — 2018. — Vol. 2018, Ne 1. — P. 13813. — URL:
http://dx.doi.org/10.5465/AMBPP.2018.13813abstract (mata 00-
pamenwsi: 08.04.2019).

Although talent management has become an endemic part of
organizations' strategic human resource management, knowledge about its
effects on employees is still scarce. In this study, we investigated the role of
identification in shaping employee reactions to being awarded talent status.
A study of 597 employees in a public-sector organization was performed,
drawing on both archival data from a talent review and survey data. A
mediated model was tested wusing structural equation modeling.
Identification with two foci - management and organization - mediated the
relationship between talent review ratings on the one hand, and turnover
intention and organizational citizenship behavior towards organization and
supervisor on the other. The study points to the significant role played by
social identity dynamics in the link between talent management and
employee outcomes.

Astakhova, M. N. Understanding the work passion—
performance relationship: the mediating role of organizational
identification and moderating role of fit at work / M. N. Astakhova,
G. Porter. — Text : unmediated // Human relations. — 2015. — Vol. 68,
No 8. —P. 1315-1346.

Despite a burgeoning of research that examines work passion, the
relationships between harmonious and obsessive work passion and job
performance have received insufficient attention. Using data from 233
employee—supervisor dyads from multiple organizations in Russia, this
study examines the mediating role of organizational identification and the
moderating roles of three different types of fit perceptions on this
relationship. Results indicate that organizational identification mediates the
effect of harmonious work passion — but not obsessive work passion — on
performance. Only two types of fit perceptions — person—organization and
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demands—abilities — were found to moderate the relationship between work
passion and performance. Finally, the results showed that person—
organization fit perceptions moderate the indirect effect (through
organizational identification) of both types of work passion on performance,
whereas needs—supplies fit perceptions only moderate the indirect effect of
harmonious work passion on performance. This study contributes to the
work passion and fit literatures by empirically addressing the complex
relationship between work passion, fit, organization identification and job
performance.

Astakhova, M. N. When and why does harmonious passion
lead to increased performance / M. N. Astakhova, G. Porter — Text :
electronic // Academy of management proceedings. — Briarcliff Manor,
NY 10510: Academy of management. — 2014. — Vol. 2014, Ne 1. —
P. 10193. URL:http://dx.doi.org/10.5465/AMBPP.2014.10193abstract
(mara obpamenus: 08.04.2019).

Despite a burgeoning of research that examines passion for work,
passion — performance relationships have received insufficient attention.
Using data from 233 employee-supervisor dyads from multiple
organizations in Russia, this study simultaneously examine both the "why"
and "when" harmonious passion leads to performance. Specifically, we
tested the mediating role of organizational identification and the moderating
roles of fit perceptions on passion — performance relationships. We found
that organizational identification partially mediates the relationships
between harmonious passion and performance, whereas person-organization
fit attenuates those relationships. Furthermore, we hypothesized and
empirically supported the joint effects of person-organization fit and needs-
supplies fit on the harmonious passion—performance link. We failed to
support the moderating role of demands-abilities fit.

Avanzi, L. The downside of organizational identification:
relations between identification, workaholism and well-being /
L. Avanzi, R. Van Dick, F. Fraccaroli [et al.]. — Text : unmediated //
Work and stress. —2012. — Vol. 26, Ne 3. — P. 289-307.

Employee organizational identification has been proposed and
found to be positively related to employee health and well-being. The
empirical evidence, however, is not unequivocal, and some authors have
suggested possible downsides of identification with the organization as a
whole or with a group within it. The potential negative effect of over-
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identification was tested empirically for the first time in the present paper.
Two studies were conducted; Study 1 was cross-sectional and used a sample
of Italian law court clerks (N=195) and Study 2 was longitudinal and
employed a sample of Italian teachers (N=140 at T2). We proposed a
curvilinear mediation model with identification curvilinearly predicting
workaholism, and workaholism, in turn, negatively affecting employee
well-being. This curvilinear link between organizational identification and
workaholism means that workaholism at first decreases with growing
identification, but when identification becomes too strong, workaholism
increases. The results confirmed our hypotheses, and we discuss theoretical
and practical implications.

Baker, D. S. An individual-level examination of the impact of
cultural values on organizational identification / D. S. Baker,
K. D. Carson, P. P. Carson. — Text : unmediated // Journal of applied
management and entrepreneurship. —2009. — Vol. 14, Ne 2. — P. 29-43.

The cultural values and beliefs of 137 business-to-business sales
force employees of a multinational company operating in the United States,
Canada, United Kingdom, Australia, and New Zealand were measured at
the individual level to examine their impact on organizational identification.
Collectivism, masculinity, uncertainty avoidance, and long-term orientation
were found to be significantly correlated with organizational identification.
However, power distance was not related. Using stepwise regression
analysis, the 3 cultural values that predicted organizational identification (in
descending order) were: (a) long-term orientation, (b) collectivism, and (c)
uncertainty avoidance. The variance explained by these 3 predictors was
30,4%. This suggests one of the main advantages managers may capitalize
upon when attempting to enhance organizational identification is to
consider the hiring and retention of candidates who possess these values.
This research also adds to the burgeoning body of work confirming the
importance of assessing cultural values at the individual level utilizing an
international sample.

Barker, J. R. Identification in the self-managing organization /
J. R. Barker, P. K. Tompkins. — Text : unmediated // Human
communication research. — 1994. — Vol. 21, Ne 2. — P. 223-240.

Examined the characteristics of worker identification with 2 targets
at the same time: the workers' self-managing team and the larger
organization that created the teams. 68 workers at a small manufacturing
company participated. Data suggest that workers identified more strongly
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with their team than with their company, particularly in terms of loyalty.
Long-term workers (n = 19) reported more identification with both their
team and company than did short-term workers (n = 22). Results support
the assertion that a concertive (or team-based) system of control is more
powerful, even if less obtrusive, than its bureaucratic predecessor.

Barreto, M. You can’t always do what you want: social
identity and self-presentational determinants of the choice to work
for a low-status group / M. Barreto, N. Ellemers. — Text : unmediated
// Personality and social psychology bulletin. — 2000. — Vol. 26, Ne 8.
—P. 891-906.

Group members’ choice to work on individual or on group status
improvement was examined as a function of degree of ingroup
identification (low, high) and accountability of responses (anonymous,
accountable to the ingroup). In Experiment 1 (N = 73), in line with the
authors’ predictions, accountability elicited progroup behavior among low
identifiers, whereas individualistic behavior was displayed when
participants were anonymous. No similar effect of accountability was
observed for high identifiers, who always chose for group status
improvement. Experiment 2 (N = 118) replicated and extended these
findings. Degree of identification with the ingroup was shown to determine
which contextual cues are likely to influence group members’ responses.
The integration of traditionally separate models of social influence (self-
presentation and social identity) is proposed. It is suggested that degree of
identification with a group functions as a moderator of which type of
influence the group is able to exert.

Bartel, C. A. Social comparisons in boundary-spanning work:
effects of community outreach on members' organizational identity and
identification / C. A. Bartel. — Text : unmediated // Administrative
science quarterly. — 2001. — Vol. 46, Ne 3. — P. 379-413.

This research investigated how experiences in a boundary-
spanning context (community outreach) affected members' organizational
identity and identification. Multimethod panel data from 219 participants
showed that intergroup comparisons with clients (emphasizing differences)
and intragroup comparisons with other organization members (emphasizing
similarities) changed how members construed their organization's defining
qualities. Intergroup comparisons also enhanced the esteem members
derived from organizational membership, which, in turn, strengthened
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organizational identification. Supervisors reported higher interpersonal
cooperation and work effort for members whose organizational
identification became stronger. The results reveal potential outcomes of
boundary-spanning work as well as how organizational identification
processes operate in everyday work contexts.

Bell, S. J. The employee-organization relationship,
organizational citizenship behaviors, and superior service quality /
S. J. Bell, B. Menguc. — Text : unmediated // Journal of retailing. —
2002. — Vol. 78, Ne 2. — P. 131-146.

Proposes a model of customer-contact service employee
management that examines organizational citizenship behaviors as critical
links between aspects of the employee-organization relationship (perceived
organizational support, organizational identification) and customers'
perceptions of service quality. In addition, it investigates the role of job
autonomy in providing the necessary behavioral discretion for employees to
be able to perform citizenship behaviors. Three groups of respondents from
a large retail insurance organization were surveyed, including 244 contact
employees, 262 sales managers, and 5 customers. There were 228 contact
employee-manager dyads and 212 employee-customer dyads. Results show
that the hypothesized model was partially supported.

Bellou, V. Enhancing service quality in a hospital setting /
V. Bellou, J. Thanopoulos. — Text : unmediated // Review of
business. — 2006. — Vol. 27, Ne 1. — P. 26-32.

In a study that took place in Greek public hospitals, variables that
were expected to — and actually do — increase Organizational Citizenship
Behavior were examined. These variables are organizational identification
and organizational-based self-esteem (OBSE), and they need to be taken
into serious consideration when trying to establish a high quality service
system in hospitals. After investigating for differences in these relationships
based on profession, it was revealed that doctors are affected only by OBSE
in displaying Organizational Citizenship Behavior, whereas nurses are
affected by both OBSE and organizational identification. By increasing both
organizational identification and organizational-based self-esteem, hospital
administrators are likely to increase OCB towards the hospital. In the long
run, these will improve the quality of health care provided to patients.

Bergami, M. Self-categorization, affective commitment and
group self-esteem as distinct aspects of social identity in the
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organization / M. Bergami, R. P. Bagozzi. — Text : unmediated //
British journal of social psychology. — 2000. — Vol. 39, Ne4. — P.
555-5717.

The purpose of this study is to distinguish between cognitive,
affective and evaluative components of social identity in the organization
and to show how the components instigate behaviours that benefit in-group
members. A new scale for measuring cognitive organizational identification
(i.e. self-categorization) is developed and compared to a leading scale.
Internal consistency, convergent validity, predictive validity and
generalizability of the two scales are established on a sample of Italian
(N=409) and Korean (N=283) workers. Next, convergent and discriminant
validity for measures of organizational identification, affective commitment
and group self-esteem are demonstrated. Then, two antecedents of these
components of social identity are examined: organization prestige and
organization stereotypes. Finally, the mediating role of the components of
social identity are investigated between the antecedents and five forms of
citizenship behaviours. The last three analyses are performed on the Italian
(N=409) workers. Among other findings, the results show that affective
commitment and self-esteem are the primary motivators of citizenship
behaviours. Moreover, cognitive identification performs as a central
mediator between prestige and stereotypes on the one hand, and affective
commitment and self-esteem on the other. Identification is thus an indirect
determinant of citizenship behaviours.

Besharov, M. L. The relational ecology of identification:
how organizational identification emerges when individuals hold
divergent values / M. L. Besharov. — Text : electronic // Academy of
management journal. — 2014. — Vol. 57, Ne 5. — P. 1485-1512. —
URL: http://dx.doi.org/10.5465/amj.2011.0761 (mata oOparieHus:
08.04.2019).

This research builds on theory about how identification develops
when members differ in which organizational values they hold to be
important. It is relatively well established that conflict and dis-identification
arise under such conditions. In the socially responsible retail company I
studied, in contrast, I found identification as well as dis-identification. Both
outcomes emerged from members’ interactions with others whose values
and behaviors differed from their own. Identification arose when managers
interpreted and enacted organizational values for frontline employees by
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developing integrative solutions, removing ideology, and routinizing
ideology. Dis-identification developed in the absence of these practices. The
resulting process model suggests a relational ecology of identification, in
which identification emerges from the combination of bottom-up interactive
processes among organizational members and top-down interpretations and
enactments by managers. This model advances understanding of the
relational dynamics of identification, offers new insight into how
organizations can benefit from multiple identities, and illuminates the
double-edged sword of ideology in organizations.

Bhattacharya, C. B. Understanding the bond of identification:

an investigation of its correlates among art museum members /
C. B. Bhattacharya, H. Rao, M. A. Glynn. — Text : unmediated //
Journal of marketing. — 1995. — Vol. 59, Ne 4. — P. 46-57.

Identification is defined as the “perceived oneness with or
belongingness to an organization” of which the person is a member. The
authors propose that customers, in their role as members, identify with
organizations. They use social identity theory to propose and test a model
that relates members’ identification with the focal organization to (1)
organizational and product characteristics, (2) members’ affiliation
characteristics, and (3) members’ activity characteristics. Their empirical
setting consists of the members of an art museum. Their survey findings
show that members’ identification is positively related to perceived
organizational prestige, donating activity, tenure of membership, visiting
frequency, and confirmation of member expectations with the organization's
services. However, members’ participation in similar organizations is
negatively related to identification with the focal organization.

Bing, M. A. The impact of organizational identification on
the relationship between procedural justice and employee work
outcomes / M. A. Bing, L. I. U. Shanshi, L. I. U. Donglai. — Text :
unmediated // Social behavior and personality: An international
journal. — 2014. — Vol. 42, Ne 3. — P. 437-444,

Drawing on a sample of 212 supervisor-subordinate dyads from 3
branches of an air transportation group in the People's Republic of China,
we examined the mediating effect of organizational identification on the
relationship between perceived procedural justice and work outcomes,
including extrarole behavior and turnover intention. Results showed that
organizational identification fully mediated the relationship between
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procedural justice and extrarole behavior as well as that between procedural
justice and turnover intention. Implications for future research and
limitations of the present findings are discussed.

Blader, S. L. Testing and extending the group engagement
model: linkages between social identity, procedural justice,
economic outcomes, and extrarole behavior / S. L. Blader,
T. R. Tyler. — Text : unmediated // Journal of applied psychology. —
2009. — Vol. 94, Ne 2. — P. 445.

Two field studies tested and extended the group engagement model
(Tyler and Blader, 2000, 2003) by examining the model with regard to
employee extrarole behavior. Consistent with the group engagement
model's predictions, results of these studies indicate that the social identities
employees form around their work groups and their organizations are
strongly related to whether employees engage in extrarole behaviors.
Moreover, the studies demonstrated that social identity explains the impact
of other factors that have previously been linked to extrarole behavior. In
particular, the findings indicate that social identity mediates the effect of
procedural justice judgments and economic outcomes on supervisor ratings
of extrarole behavior. Overall, these studies provide compelling indication
that social identity is an important determinant of behavior within work
organizations and provide strong support for the application of the group
engagement model in organizational settings.

Blair, 1. V. Exit, loyalty, and collective action among
workers in a simulated business environment: interactive effects of
group identification and boundary permeability / 1. V. Blair,
J. T. Jost. — Text : unmediated // Social justice research. — 2003. —
Vol. 16, Ne 2. — P. 95-108.

Past research on the effects of boundary permeability
and tokenism (open boundaries with restricted access) suggests that when
options for individual mobility exist, members of low status groups tend to
exit their group and attempt to enter higher status groups. We hypothesized
that the effects of boundary permeability on preferences for individual vs.
collective action would depend upon prior levels of in-group identification,
such that people who are more identified with their group would remain
loyal and choose collective action, even under conditions of high boundary
permeability. To test this hypothesis, a 2 (High vs.Low Group
Identification) x 2 (High vs. Low Permeability) experimental design was
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employed to assess preferences for exit and loyalty in the context of a
simulated business environment. For both rating measures and behavioral
choices, the interaction hypothesis was supported. Implications for group
loyalty and strategies of tokenism are discussed.

Boivie, S. Me or we: the effects of CEO organizational
identification on agency costs / S. Boivie, D. Lange,
M. L. McDonald [et al.]. — Text : electronic / Academy of
management journal. — 2011. — Vol. 54, Ne 3. — P. 551-576. — URL:
http://dx.doi.org/ 10.5465/AMJ.2011.61968081 (mara oOparieHus:
08.04.2019).

The corporate governance literature on potential remedies for the
agency problem has focused largely on external control mechanisms,
especially board independence. We instead consider how an internal,
psychological factor — CEO organizational identification — may influence
the extent to which firms incur agency costs, including those entailed by the
decoupling of CEO pay and perquisites from firm performance. Our theory
and findings explain why a CEO with high organizational identification
may avoid pursuit of personal gains that can harm the firm he or she leads
and its image. We further show how board independence is less likely to
reduce agency costs when CEO organizational identification is high.

Bottomley, K. Are the behaviors of transformational leaders
impacting organizations? A study of transformational leadership /
K. Bottomley, S. Burgess, M. Fox IIl. — Text : unmediated //
International management review. —2014. — Vol. 10, Ne 1. — P. 5-9.

Although the ethical dimension of transformational leadership has
frequently been discussed over the last years, there is little empirical
research on employees' ethical behavior as an outcome of transformational
leadership. This two-study investigation examined the relationship between
transformational leadership and unethical yet pro-organizational follower
behavior (UPB). Moreover, mediating and moderating processes were
addressed. Our research yielded a positive relationship between
transformational leadership and employees' willingness to engage in UPB.
Furthermore, both studies showed employees' organizational identification
to function as a mediating mechanism and employees' personal disposition
toward ethical/unethical behavior to moderate the relationship between
organizational identification and willingness to engage in UPB. Altogether,
results indicate transformational leadership to entail a certain risk of
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encouraging followers to contribute to their company's success in ways that
are generally considered to be unethical.

Bouas, K. S. The development of group identity in computer
and face-to-face groups with membership change / K. S. Bouas,
H. Arrow. — Text : unmediated // Computer supported cooperative
work. — 1996. — Vol. 4, Ne 2. — P. 153-178.

A three-part conception of group identity is proposed that draws on
common fate, cohesiveness, and cognitive views of group identity. The
changing contribution of these three components to group identity was
examined for 31 original and 29 reconfigured groups which met for 7
consecutive weeks using either face-to-face (FIF) or computer-mediated
communication (CMC). Group identity was consistently lower for computer-
mediated groups, and this effect was stronger in the reconfigured groups. In
the original groups, group identity started high and declined for both FTF and
CMC groups. In the reconfigured groups, developmental patterns differed
from those of the original groups, and also differed by communication
medium. Individual differences accounted for a substantial amount of
variance in group identity across original and reconfigured groups.

Bradford, B. Why do «the law» comply? Procedural justice,
group identification and officer motivation in police organizations /
B. Bradford, P.Quinton, A.Myhill [et al.]. — Text : unmediated //
European journal of criminology. —2014. — Vol. 11, Ne 1. — P. 110-131.

How can police officers be encouraged to commit to changing
organizational and personal practice? In this paper we test organizational
justice theories that suggest that fair processes and procedures enhance rule
compliance and commitment to the organization and its goals. We pay
particular attention to (a) tensions between the role of group identity in
organizational justice models and classic concerns about ‘cop culture’; and
(b) the danger of over-identification with the organization and the
counterproductive types of compliance this may engender. Results suggest
that organizational justice enhances identification with the police
organization, encourages officers to take on new roles, increases positive
views of community policing, and is associated with greater self-reported
compliance. Identification with the organization has generally positive
implications; however, there is some danger that process fairness may
encourage unthinking compliance with orders and instructions.
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Brammer, S. Corporate social responsibility, employee
organizational identification, and creative effort: the moderating impact
of corporate ability / S.Brammer, H.He, K. Mellahi. — Text
unmediated / Group and organization management. — 2015. — Vol. 40,
Ne 3. -P. 323-352.

A growing body of research examines whether and how corporate
social responsibility (CSR) leads to positive employee attitudes and work
behaviors. While previous research suggests that CSR improves employee
loyalty, motivation, satisfaction, and commitment, little research examines
how CSR affects employee creativity. In addition, considerable skepticism
remains regarding the significance of CSR in relation to employee attitudes
and behaviors and of the potential contingencies that intervene in these
relationships. In this study, we argue that the impact of CSR on employee
creativity is contingent upon a focal firm’s corporate ability (CA), that is, its
expertise in producing and delivering its products/services. Specifically, we
argue that CA not only influences employee organizational identification,
hence employee creativity, but also affects how employees react to CSR. We
test our arguments within a sample of professional workers in the
telecommunication sector in Spain and find strong support for the proposed
model.

Bravo, R. Corporate identity management and employees’
responses / R. Bravo, J. Matute, J. M. Pina. — Text : unmediated //
Journal of strategic marketing. —2017. — Vol. 25, Ne 1. - P. 1-13.

Main goals in this study are to analyse the effects of corporate
identity management (CIM) on the employees’ responses, and the
moderating effects of two employee personality traits: proactive personality
and resistance to change. Two hundred and ninety-three branch managers in
the banking sector in Spain participated in the study, and their responses
were analysed through structural equation modelling. Results show that
organizational identification is a key variable to explain the CIM effects on
employees’ responses. Moreover, employees’ proactive personality and
resistance to change exert a moderating influence on the way identification
leads to extra-role behaviours. Human resource practices should take into
account that proactive employees are more prone to externalize their
identification by spreading positive WOM. Besides, identification with the
organization will lead to loyalty, especially in employees with low
resistance to change.
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Bravo, R. Corporate social responsibility as a vehicle to reveal
the corporate identity: a study focused on the websites of Spanish
financial entities / R. Bravo, J. Matute, J. M. Pina. — Text : unmediated //
Journal of business ethics. — 2012. — Vol. 107, Ne 2. — P. 129-146.

This study explores the relevance of corporate social responsibility
(CSR) as an element of the corporate identity of Spanish financial
institutions. Specifically, it aims to analyze the CSR actions developed by
financial entities through the analysis of all the available information
disclosed in their websites. A content analysis applied to 82 banking
institutions, followed by different quantitative analyses, reveals the
multidimensionality of CSR. Findings show that, while the number of
entities institutionalizing CSR values as core elements of their identities is
still reduced, most organizations disclose CSR information to construct
communicated identities and legitimate behaviours. Besides, these
dimensions are classified depending on the stakeholder the action is aimed
to, and that entities favour the generation of distinctive identities through
the implementation and communication of more visible CSR actions like
those involving their customers or the community. In any case, results
indicate that organizations with certain characteristics are more likely to
construct distinctive identities through CSR activities and to establish
ethical and social values within their corporate statements and cultures.

Bravo, R. Managing brand identity: effects on the employees /
R. Bravo, 1. Buil, L. de Chernatony. — Text : unmediated // International
journal of bank marketing. — 2017. — Vol. 35, No 1. — P. 2-23.

The purpose of this paper is to better understand the brand identity
management process from the employees’ perspective. Specifically, it
explores how the different dimensions of brand identity management
influence employees’ attitudinal and behavioural responses. An empirical
study was carried out to test the proposed model. The sample consisted of
297 employees in the UK financial services sector. Hypothesis testing was
conducted using partial least square regression. Results indicate that
effective brand identity management can increase employees’ identification
with their organizations. Specifically, the most influential dimension is the
employee-client focus. Results also show that organizational identification
is a key variable to explain job satisfaction, word-of-mouth and brand
citizenship behaviour.
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Brown, M. E. Identification and some conditions of
organizational involvement / M. E. Brown. — Text : unmediated //
Administrative science quarterly. — 1969. — Vol. 14, Ne 3. — P. 346-355.

It was predicted that individuals would tend to identify with the
organization in 3 situations: (a) where they saw the organization as
providing opportunities for personal achievement, (b) where they had power
within the organization, and (c) where there were no competing sources of
identification. The hypotheses were based on a distinction between 2 types
of satisfactions available within work organizations, symbolic (i.e.,
achievement-oriented) and pragmatic. 834 employees in 26 organization
branches of the Tennessee Valley Authority participated in a survey. The
findings supported the hypotheses, indicating that identification can be
observed and that it is related to a distinct worker perspective.

Brown, R. Explaining intergroup differentiation in an industrial
organization / R. Brown, S. Condor, A. Mathews, G. Wade, J. Williams.
— Text : unmediated // Journal of occupational psychology. — 1986. —
Vol. 59, No 4. — P. 273-286.

We report a study of intergroup relations in a paper factory in
which we examine the utility of three social-psychological approaches:
realistic conflict theory, the contact hypothesis and social identity theory. A
sample of 177 shop floor workers from five different departments was
interviewed. From them, measures of intergroup differentiation, perceived
intergroup conflict, amount of intergroup contact, and strength of
workgroup identification were obtained. The latter was assessed using a
new scale of group identification developed for this study. Reliability and
validity data for this scale are reported. Using multiple regression analyses
we attempt to explain variance in respondents' intergroup differentiation
using the other measures as predictor variables. The most powerful and
reliable predictor was perceived conflict which, as expected, was positively
correlated with differentiation. Less consistent was amount of contact which
was negatively but only weakly associated with differentiation. Strength of
group identification, while generally showing a positive correlation with
differentiation as predicted, was also only a weak and inconsistent predictor
variable. Noting that these results confirm findings from other studies we
discuss their theoretical implications.
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Brown, R. Group identification: the same thing to all people? /
R. Brown, J. Williams. — Text : unmediated // Human relations. — 1984.
—Vol. 37, Ne 7. — P. 547-564.

The hypothesis derived from Social Identity Theory that strength
of group identification would be positively correlated with intergroup
differentiation is tested. Data was obtained from 55 workers in a bakery
using semistructured interviews. Analysis showed clear differentiation
between the factory departments by subgroups of workers along dimensions
of perceived contribution to the running of the factory and expressed
friendliness towards out-groups. However, multiple regression analyses
revealed that the relationship between group identification and intergroup
differentiation was not consistently positive but varied between subgroup
and between attitude dimensions. The most reliable predictor of
differentiation, consistent with Realistic Conflict Theory, was perceived
conflict between ingroup and outgroups.

Cable, D. M. The convergent and discriminant validity of
subjective fit perceptions / D. M. Cable, D. S. DeRue. — Text :
unmediated // Journal of applied psychology. — 2002. — Vol. 87, Ne 5. —
P. 875.

This study examined whether employees develop perceptions
about 3 different types of fit; person-organization fit, needs--supplies fit,
and demands--abilities fit. Confirmatory factor analyses of data from 2
different samples strongly suggested that employees differentiate between
these 3 types of fit. Furthermore, results from a longitudinal design of 187
managers supported both the convergent and discriminant validity of the
different types of fit perceptions. Specifically, person-organization fit
perceptions were related to organization-focused outcomes (e.g.,
organizational identification, citizenship behaviors, turnover decisions),
whereas needs--supplies fit perceptions were related to job- and career-
focused outcomes (e.g., job satisfaction, career satisfaction, occupational
commitment). Although demands--abilities fit perceptions emerged as a
distinct construct, they were not related to hypothesized outcomes (e.g., job
performance, raises).

Callea, A. The mediating role of organizational identification in
the relationship between qualitative job insecurity, OCB and job

performance / A. Callea, F. Urbini, A. Chirumbolo. — Text
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unmediated // Journal of management development. — 2016. — Vol. 35,
Ne 6. — P. 735-746.

The purpose of this paper is to investigate the mediating role of
organizational identification (OID), as a process underlying the relationship
between qualitative job insecurity, OCB and job performance. Using social
exchange theory (SET) and social identification theory (SIT), this study
reports the responses of 201 white and blue collar Italian employees. Data
were collected through a self-report questionnaire that used standard scales
on qualitative job insecurity, OID, OCB and job performance. Results of
structural equation modelling revealed that the effect of job insecurity on
OCB and job performance was completely mediated by OID. Fit indices of
mediated model are very good and indirect effects, by bootstrapping, are
significant.

Cameron, J. E. A three-factor model of social identity /
J. E. Cameron. — Text : unmediated // Self and identity. — 2004. — Vol. 3,
Ne 3. —P. 239-262.

Despite the importance of the social identification construct in
research and theory on group processes and intergroup relations, the issue of
its dimensionality remains unresolved. It is proposed that social identity can
be represented in terms of three factors: centrality; ingroup affect; and
ingroup ties. I examined the efficacy of this model in five studies involving
a total of 1078 respondents, one nonstudent sample, and three group
memberships (university, gender, and nationality). Results of confirmatory
factor analyses support the acceptability of the tripartite model, which fits
the data significantly better than one- or two-dimensional (cognition/affect)
alternatives. Correlations with theoretically relevant variables provide
support for the convergent and discriminant validity of the three factors.

Campbell, J. W. Identification and performance management:
an assessment of change-oriented behavior in public organizations /
J. W. Campbell. — Text : unmediated // Public personnel management. —
2015.—Vol. 44, Ne 1. — P. 46-69.

This study develops a theoretical framework linking performance
management (PM) to change-oriented organizational citizenship behavior,
an extra-role employee activity aimed at improving organizational
functioning by introducing micro-level change. The role of organizational
identification as a mediating mechanism linking PM to change-oriented
behavior is also explored. Using survey data gathered from employees of

55



central government ministries in South Korea, structural equation modeling
and bias-corrected bootstrap confidence intervals are used to test a number
of empirical hypotheses related to the constructs mentioned above. The
results of the analysis suggest that PM has a positive effect on change-
oriented behavior, but that its effect is primarily due to its positive
relationship with identification.

Cao, H. CSR and government recognition effects on employee
outcomes / H. Cao, B. Y. Lee, X. Wang. — Text : electronic / Academy
of management proceedings. — Briarcliff Manor, NY 10510: Academy
of management. — 2015. — Vol. 2015, Ne 1. — P. 12617. —
URL:https://journals.aom.org/doi/abs/10.5465/ambpp.2015.12617abstra
ct (mara oopamenus: 08.04.2019).

This study examines the relationship between corporate social
responsibility, government recognition of the firm, employee organizational
identification and group organizational citizenship behavior using a
multilevel model. Drawing on the stakeholder perspective, we first
investigate the impact of corporate social responsibility on the government
recognition of the firm. Moreover, this study then examines the subsequent
reaction of employees to government recognition. Using multisource data
from both Chief Executive Officers and multiple employees from 166 firms
in China, this study finds that government recognition mediates the
relationship between the corporate social responsibility activities of the firm
and employees' organizational identification and group organizational
citizenship behavior. The results highlight the importance of examining
corporate social responsibility from a multiple stakeholder perspective and
emphasize the role of government recognition as an important factor in
influencing both employee attitude and behavior.

Cardador, M. T. Linking calling orientations to organizational
attachment via organizational instrumentality / M. T. Cardador, E. Dane,
M. G. Pratt. — Text : unmediated // Journal of vocational behavior. —
2011.—Vol. 79, Ne 2. — P. 367-378.

Despite an emerging interest in callings, researchers know little
about whether calling orientations matter in the workplace. We explore the
under-examined relationship between a calling orientation and employees’
attachment to their organizations. Although some theory suggests that
callings may be negatively related to organizational attachment, we use
theories of role investment and identification convergence to predict that a
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calling orientation is positively associated with organizational identification
and negatively associated with turnover intention. Further, drawing on goal
facilitation theory, we suggest that organizational instrumentality — the
perception that the organization is instrumental to goal fulfillment —
mediates the relationships between a calling orientation and both forms of
organizational attachment. Finally, we predict that a security-oriented
organizational culture will enhance attachment among those with low levels
of calling orientation. In a sample of health care professionals, we find
general support for our hypotheses.

Carden, L. L. Creating leaders or loyalists? Conflicting
identities in a leadership development programme / L. L. Carden,
J. L. Callahan. — Text : unmediated / Human resource development
international. — 2007. — Vol. 10, Ne 2. — P. 169-186.

Emerging leaders are involved in a continual learning process that
includes professional and personal identities that intersect and diverge. The
identities are coupled with multiple roles and expectations that are
embedded within work and non-work identities. This paper examines the
impact of leadership development programmes on emerging leaders
including the expectations and job demands that are integral to leadership
work. More specifically, the paper examines the discourse between work
and non-work identities and the strategies of leaders and organizations to
strengthen or modify those identities. Monthly Activity Reports prepared by
leadership participants were examined and used to support the findings.
Additionally, environmental factors that shape the leaders' thoughts and
behaviours were examined as the leaders struggled to maintain their core
beliefs and work practices in a quest to become leaders or loyalists.

Carmeli, A. How leadership enhances employees’
knowledge sharing: the intervening roles of relational and
organizational identification / A. Carmeli, L. Atwater, A. Levi. —
Text : unmediated // The journal of technology transfer. — 2011. —
Vol. 36, No 3. — P. 257-274.

Knowledge exchange among employees is crucial to organizational
effectiveness. Leadership can enhance or detract from employees’ willingness
to share knowledge. This study examines how leadership affects knowledge
sharing in a knowledge-intensive work setting. It proposes and tests a model
which posits that (1) transformational leadership affects the extent to which
employees identify with their manager; (2) this relational identification,
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mediated by the quality of LMX (Leader-Member Exchange), leads to greater
identification with the organization and its goals, which in turn results in
greater knowledge sharing. The sample consisted of two hundred and three
R&D employees engaged in advanced technological projects. Path analysis
results indicated that there are both direct and indirect (through LMX)
relationships  between  transformational leadership and relational
identification: relational identification promotes organizational identification
which, in turn, is positively related to knowledge sharing. These results
highlight the importance of transformational leadership and LMX for
promoting relational and organizational identification, thereby facilitating
employee knowledge sharing.

Carmeli, A. Linking perceived external prestige and collective
identification to collaborative behaviors in R&D teams / A. Carmeli,
R. Gelbard, R. Goldriech. — Text : unmediated // Expert systems with
applications. —2011. — Vol. 38, Ne 7. — P. 8199-8207.

Research efforts have long been directed at understanding
variations in collaborative behaviors among work teams with burgeoning
interest in teams operating in knowledge-intensive settings. One of the
largely unexplained issues is how does team image and collective
identification facilitate collaborative behaviors. Here, survey data were
collected from nineteen highly technical work teams engaging in software
development in an R&D division of a multinational NASDAQ firm
involved in multimedia communications and information processing
technology. The relationships between perceived external prestige,
collective team identification and team collaborative behaviors were
examined. The results of the team-level analyses suggest that perceived
external prestige augments collective team identification (measured at Time
1), which in turn engenders a high degree of collaboration and interaction
within the team (measured at Time 2). When past team performance was
controlled for, the results consistently supported the hypothesized model.

Carmeli, A. The role of perceived organizational performance
in organizational identification, adjustment and job performance /
A. Carmeli, G. Gilat, D. A. Waldman. — Text : unmediated // Journal of
management studies. — 2007. — Vol. 44, Ne 6. — P. 972-992.

Favourable organizational status and prestige has a substantial role
in shaping constituents' attitudes and actions. The status and prestige of an
organization is often a reflection of its achievements or performance. In the
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present study, we investigate the role of organizational performance or
achievement (as assessed by organizational members) in evoking
employees' identification, adjustment, and job performance. The results of
this study indicate that two forms of organizational performance (labelled
as perceived social responsibility and development and perceived market
and  financial performance) are associated with organizational
identification. However, when compared to perceived market and financial
performance, perceived social responsibility and development had a larger
effect on organizational identification, which in turn resulted in enhanced
employees' work outcomes — adjustment and job performance.

Carnevale, J. B. LMX-differentiation strengthens the
prosocial consequences of leader humility: an identification and social
exchange perspective / J. B. Carnevale, L. Huang, T. Paterson. — Text :
unmediated // Journal of business research. — 2019. — Vol. 96. —
P. 287-296.

The current study proposes a cross-level moderated-mediation
model to explain how and when leader humility motivates followers'
prosociality. Drawing on social identity theory, we theorize that humble
leaders motivate their followers to engage in helping behavior by fostering a
sense of shared identity. Moreover, consistent with research emphasizing
the inclusion of the larger social environment in exploring leader-identity
relationships, we draw from social exchange theory to investigate the role of
LMX-differentiation in moderating this positive indirect effect. We
collected survey data in three waves with a time lag of three weeks between
each wave from 233 employees and their 45 supervising managers working
at a large Chinese internet company. Our results provide support for the
positive indirect effect of leader humility on follower helping via their
identification with the leader. Further, our results show that this positive
indirect effect is significant only in the presence of high LMX-
differentiation, and becomes non-significant in the presence of low LMX-
differentiation.

Cavazotte, F. Racial diversity, collective efficacy, and
identification in work groups / F. Cavazotte, R.H.Humphrey,
R. G. Sleeth. — Text : unmediated // Paper presented at the “Organizational
behavior” conference paper abstracts. — 2004, August. — P. 47.

This study investigates the effects of racial diversity and group
identification on perceptions of collective efficacy. Results from Structural
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Equation Modeling confirmed that group identification influenced
perceptions of collective efficacy. Although racial diversity did not directly
affect efficacy beliefs, in diverse groups increments in group identification
led to smaller increments in perceived collective efficacy than in
homogeneous groups. Collective efficacy was a good predictor of effort.

Cha, J. Person — organization fit on prosocial identity:
implications on employee outcomes / J. Cha, Y. K. Chang, T. Y. Kim. —
Text : unmediated // Journal of business ethics. — 2014. — Vol. 123, Ne 1.
—P. 57-69.

This study examined the relationship between person-organization
(PO) fit on prosocial identity (prosocial PO fit) and various employee
outcomes. The results of polynomial regression analysis based on a sample of
589 hospital employees, which included medical doctors, nurses, and staff,
indicate joint effects of personal and organizational prosocial identity on the
development of a sense of organizational identification and on the
engagement in prosocial behaviors toward colleagues, organizations, and
patients. Specifically, prosocial PO fit had a curvilinear relationship with
organizational identification, such that organizational identification increased
as organizational prosocial characteristics increased toward personal prosocial
identity and then decreased when the organizational prosocial characteristics
exceeded the personal prosocial identity. In addition, organizational
identification and prosocial behaviors increased as both personal and
organizational prosocial identity increased from low to high.

Chafra, J. The mediating roles of psychological safety and
employee voice on the relationship between conflict management styles
and organizational identification / J. Chafra. — Text : unmediated //
American journal of business. —2015. — Vol. 30, Ne 1. - P. 72-91.

The purpose of this paper is to examine the relationships between
conflict management styles (CMS) used by leaders and organizational
identification of their followers as well as to test the mediating effects of
psychological safety and employee voice on that relationship. Data were
collected on site from 1,023 employees in 13 multinational companies in
Turkey. The mediating roles of psychological safety and employee voice on
the CMS and organizational identification relationship were tested using
ordinary least squares regression analyses. The results show that
cooperative CMS is positively and significantly correlated with
organizational identification. In addition, the results of the hierarchical
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multiple regression analyses support the mediating effects of psychological
safety and employee voice with regard to the relationship between CMS and
organizational identification.

Chang, C.-H. Not all leader—member exchanges are created
equal: importance of leader relational identity / C.-H. Chang,
R. E. Johnson. — Text : unmediated // The leadership quarterly. — 2010. —
Vol. 21, No 5. — P. 796-808.

Recent research by leadership scholars has emphasized the
important role of follower self-identity. For example, leaders influence
subordinate attitudes and behaviors by activating a collective identity level
among their subordinates. We extend existing identity-based approaches by
examining the relational identity level of leaders. Previous work has
focused predominantly on followers (vs. leaders) and on collective (vs.
relational) identity. Using data from two samples, we supported our
hypothesis that leader relational identity moderates relationships of leader—
member exchange (LMX) with subordinate task performance and
citizenship behaviors. The nature of the interaction was such that the
negative relationships of low-quality LMX with performance are mitigated
when subordinates had supervisors with strong relational identities. These
findings highlight the need to consider not only the identities of followers
but those of leaders as well.

Chang, Y. S. Organizational identity strength and leaders’
value fit / Y. S. Chang, D. H. Cho. — Text : electronic / Academy of
management proceedings. — Briarcliff Manor, NY 10510: Academy of
management. — 2018. — Vol. 2018, Ne 1. — P. 11741. — URL:
http://dx.doi.org/10.5465/AMBPP.2018.11741abstract (gata obpamie-
Hust: 08.04.2019).

This study verifies the influences of organizational identity
strength and leaders’ value fit on follower’s organizational identification
and citizenship behavior. We unfolded this research on the theoretical
backgrounds of social identity and social exchange approach and collected
666 samples from 52 organizations. Data was collected with different
sources from 258 managers at the organizational level and 398 employee
surveys of 52 organizations at the individual level. We use hierarchical
linear modeling (HLM) to test cross-level effects of hypothesized
relationship. This research yields the following conclusions: First,
organizational identity strength has a positively related with leaders’ value
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fit. Second, leaders’ value fit fully mediates relationship between
organizational identity strength and followers’ organizational identification.
Third, followers’ organizational identification mediates the relation between
overall leaders’ value fit and follower’s organizational citizenship behavior.
The findings suggest that organizational identity strength and leaders’ value
fit at the organizational level is a meaningful variable for employee attitude
and behavior.

Chen, S. H. Organizational support, organizational
identification and organizational citizenship behaviour among male
nurses / S. H. Chen, H. Y. Yu, H. Y. Hsu [et al.]. — Text : unmediated //
Journal of nursing management. — 2013. — Vol. 21, Ne 8. — P. 1072-
1082.

The purpose of this study was to explore the relationship between
organizational support, organizational identification, and organizational
citizenship behavior and the predictors of organizational citizenship
behavior in Taiwanese male nurses. Data were collected in 2010 from a
questionnaire mailed to 167 male nurses in Taiwan. A cross-sectional
survey with simple sampling was used in this study. The results showed that
organizational identification and organizational support were correlated
with organizational citizenship behavior. Organizational distinctiveness,
organizational support of work conditions and the type of organization were
the main predictors of organizational citizenship behavior. Together they
accounted for 40.7% of the total variation in organizational citizenship
behavior. Organizational distinctiveness was the most critical predictor,
accounting for 29.6% of the variation.

Chen, Y. C. Do more hats bring more benefits? Exploring the
impact of dual organizational identification on work-related attitudes
and performance / Y. C. Chen, S. C. S. Chi, R. Friedman. — Text :
unmediated // Journal of occupational and organizational psychology. —
2013.—Vol. 86, Ne 3. — P. 417-434.

Recent work on organizational identity has recognized the
possibility of dual identification. We present an analysis of complementary
dual identification, according to which the known positive benefits of
employer identification are amplified when there exist strong secondary
forms of identification at work. Thus, even though non-employer
identification is weakly associated with beneficial job outcomes, these
secondary aspects of non-employer work identification remain important
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because they amplify the beneficial impact of employer identification on
work attitudes and performance. Using a sample of sales representatives at
department stores in Taiwan, we found that the stronger the department-
store identification was, the stronger the positive effects of employing-
company identification on job performance and customer-oriented
behaviour were.

Chen, Y. Group identity and social preferences / Y. Chen,
S. X. Li. — Text : unmediated // American economic review. — 2009. —
Vol. 99, No 1. — P. 431-57.

We present a laboratory experiment that measures the effects of
induced group identity on social preferences. We find that when participants
are matched with an ingroup member, they show a 47 percent increase in
charity concerns and a 93 percent decrease in envy. Likewise, participants
are 19 percent more likely to reward an ingroup match for good behavior,
but 13 percent less likely to punish an ingroup match for misbehavior.
Furthermore, participants are significantly more likely to choose social-
welfare-maximizing actions when matched with an ingroup member. All
results are consistent with the hypothesis that participants are more altruistic
toward an ingroup match.

Chen, Z. How does a servant leader fuel the service fire? A
multilevel model of servant leadership, individual self identity, group
competition climate, and customer service performance / Z. Chen,
J. Zhu, M. Zhou. — Text : unmediated // Journal of applied psychology. —
2015.—Vol. 100, Ne 2. — P, 511-521.

Building on a social identity framework, our cross-level process
model explains how a manager’s servant leadership affects frontline
employees’ service performance, measured as service quality, customer-
focused citizenship behavior, and customer-oriented prosocial behavior.
Among a sample of 238 hairstylists in 30 salons and 470 of their customers,
we found that hair stylists’ self-identity embedded in the group, namely,
self-efficacy and group identification, partially mediated the positive effect
of salon managers’ servant leadership on stylists’ service performance as
rated by the customers, after taking into account the positive influence of
transformational leadership. Moreover, group competition climate
strengthened the positive relationship between self-efficacy and service
performance.
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Chi, S. C. The downside of organizational identification:
collective shame and turnover during organizational mistakes /
S. C. Chi, R. Friedman, H. Lo. — Text : electronic / IACM 23rd
Annual conference paper. — Boston, Massachusetts. — 2010. — P. 1-35.
URL: http://dx.doi.org/10.2139/ssrn. 1612367 (nara oOparieHus:
08.04.2019).

This study examined the extent to which employees experience
collective shame and guilt for the wrongful acts by their companies, and the
potential effects of these emotions on turnover intention and organizational
citizenship behaviors. The study context was a real industry-wide PR crisis
in Taiwan's fast food industry in 2009. Our data found that employees who
made internal attributions for the company's bad actions were more likely to
feel collective shame and collective guilt. For those with a high
organizational identification, the relationship between internal attribution
and collective shame was especially strong. Furthermore, collective shame
led to higher turnover intentions, especially for those with a high
interdependent self. Thus, organizational identification may have negative
effects for organizations during times of organizational wrong-doing.

Cho, J. Organizational identification and perceived
organizational support as mediators of the procedural justice—citizenship
behaviour relationship: a cross-cultural constructive replication / J. Cho,
D. C. Treadway. — Text : unmediated / European journal of work and
organizational psychology. —2011. — Vol. 20, Ne 5. — P. 631-653.

This study examined the psychological processes that might
underlie the relationship between procedural justice and organizational
citizenship behaviour using an integrative approach. In doing so, we
focused on the mediating effects of perceived organizational support and
organizational identification in the relationship simultaneously. Framed as
an integrated test of social exchange and social identity predictions, the
hypotheses were tested using two cross-cultural samples (i.e., South Korea
and the United States) as well as different operationalizations of the
constructs of interest, which meets the criterion of a constructive replication
(Lykken, 1968) by two samples. Interestingly, the results showed
convergence in support of the mediating role of organizational
identification, but not perceived organizational support, when the two
mediators were included in the model concurrently. These findings indicate
that social identity may be the dominant psychological mechanism
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underlying the relationship between procedural justice and organizational
citizenship behaviour in workplaces.

Cho, Y. Organizational citizenship behaviors in relation to job
embeddedness, organizational identification, job performance, voluntary
turnover intention in Korea / Y. Cho, J. Ryu. — Text : unmediated //
International business and economics research journal (IBER). — 2009. —
Vol. 8, No 7. —P. 51-68.

On the basis of situational and theoretical backgrounds, the
purpose of this study is to examine the relationship between on-the-job
embeddedness and job performance, voluntary turnover intention,
organizational identification in Korean employees and the mediating effect
of organizational citizenship behavior in that relationship. To empirical
study for test a model as above, 300 structured questionnaires were
distributed to Korean employees in Seoul, Busan, and Gyeongnam, Korea.
255 were finally analyzed. The results revealed that individuals' fit, links to
the organization and organization-related sacrifice significantly had
negative effects on voluntary turnover intention and positive effects on job
performance, organizational identification and that organizational
citizenship behavior mediated the relationship between on-the-job
embeddedness and job performance, voluntary turnover intention,
organizational identification. Implications for managers in organizations are
suggested.

Chreim, S. Postscript to change: survivors' retrospective views
of organizational changes / S. Chreim. — Text : unmediated // Personnel
review. — 2006. — Vol. 35, Ne 3. — P. 315-335.

To analyze lower level employees' retrospective views of their
experience with organizational changes introduced by management; to
provide a typology of change responses based on employees'
interpretations. Canadian bank employees' accounts of their experience with
change were obtained in interviews and analyzed using established
guidelines for qualitative data analysis. A typology of change responses
(acceptance, resigned compliance, avoidance/opposition, and ambivalence)
was derived from the data. Links are made to the literature on readiness for,
compliance with and resistance to, change, and to the literatures on framing
and on identity as they inform responses to change. Among others, the
findings indicate: that changes that are compatible with employees' role
identity or that are viewed as enhancing organizational identity tend to be
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casily embraced; the extensive prevalence of the "resigned compliance"
response; that lack of participation in change decisions may be a common
expectation among employees of large bureaucratic organizations that seek
uniformity across widely dispersed geographic units; and opposition to
change may be functional from an organizational standpoint.

Christ, O. When teachers go the extra mile: foci of
organizational identification as determinants of different forms of
organizational citizenship behaviour among schoolteachers / O. Christ,
R. van Dick, U. Wagner [et al.]. — Text : unmediated // British journal of
educational psychology. — 2003. — Vol. 73, No 3. — P. 329-341.

Background. Psychological variables should play an important role
in determining teachers' involvement in behaviours not directly or formally
forced by contracts. Organizational identification as proposed from the
Social Identity Approach is examined as a possible determinant of
organizational citizenship behaviour (OCB) among schoolteachers. Aim.
The aim of the present study was to explore the relationships between
different foci of organizational identification and different forms of OCB in
schools. Sample. Data sets of altogether 447 German school teachers who
filled in all relevant items in a cross-sectional questionnaire are used for
analyses in the present study. Methods. Standardised questionnaires
measuring organizational identification and OCB were administered.
Results. Exploratory and confirmatory factor analyses revealed the
proposed foci of identification (i.e., career identification, team
identification, and organizational identification), as well as different forms
of OCB (i.e., OCB towards the own qualification, towards the team, and
towards the organization). Structural equation modelling supports the main
hypothesis that foci of identification relate differentially to forms of OCB.
Conclusions. The results emphasise the importance of organizational
identification as a determinant of OCB in schools.

Chughtai, A. A. Assessing the effects of organizational
identification on in-role job performance and learning behaviour /
A. A. Chughtai, F. Buckley. — Text : unmediated // Personnel review. —
2010. — Vol. 39, Ne 2. — P. 242-258.

The main purpose of this study is to examine the impact of
organizational identification on in-role job performance and two learning
behaviours, namely, feedback seeking and error communication.
Furthermore, this research aims to establish the mediating role of learning
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goal orientation in the relationship between organizational identification and
the three outcome variables. Data for this paper were gathered from 130
high school teachers drawn from six schools operating in Pakistan. Multiple
regression analyses were used to test the research hypotheses. The results
show that organizational identification has significant unique effects on in-
role job performance and error communication; whereas, it influences
feedback seeking indirectly through learning goal orientation. Additionally,
the findings of this paper reveal that learning goal orientation mediates the
effects of organizational identification on the three outcome variables.

Cicognani, E. Social identification and sense of community
among members of a cooperative company: the role of perceived
organizational values / E. Cicognani, L. Palestini, C. Albanesi [et al.]. —
Text : unmediated // Journal of applied social psychology. — 2012. —
Vol. 42, Ne 5. — P. 1088-1113.

The aim of this study was to investigate, among members of a
large cooperative company, the role of worker status (partner vs. employee),
length of service, and cooperative values in influencing organizational
identification (OI) and organizational sense of community (OSC). The study
involved the totality of members of the cooperative (N = 805; 67.7%
partners, 32.3% employees), who completed a self-administered
questionnaire, measuring perceived cooperative values, Ol, OSC, and,
among partners, identification as a partner. The results indicate that
partners, more than employees, perceived the cooperative as living up to its
core values and scored higher on OI and OSC. The impact of worker status
on OI and OSC was mediated by perceived cooperative values.

Cole, M. S. Organizational identity strength, identification, and
commitment and their relationships to turnover intention: does
organizational hierarchy matter? / M. S. Cole, H. Bruch. — Text :
unmediated // Journal of organizational behavior: The international
journal of industrial, occupational and organizational psychology and
behavior. — 2006. — Vol. 27, Ne 5. — P. 585-605.

In the present study we sought to clarify the functional distinctions
between organization identity strength, organizational identification, and
organizational commitment. Data were obtained from 10 948 employees of
a large steel manufacturer. First, confirmatory factor analysis was used to
test the discriminant validity of the three focal constructs. Next, drawing on
research that suggests hierarchical differentiation may influence individuals'
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conceptual frame of reference, we examined each focal construct's
measurement equivalence across three hierarchical levels (officers, n=
1,056, middle-management, n = 1049,  workers, n =1050).  Finally,
multigroup structural equation modeling was used to simultaneously
estimate the between-group correlations between turnover intention and
organization identity strength, organizational identification, and
organizational commitment. Results indicated that (a) the measures used to
reflect the three focal constructs were empirically distinct, (b) the focal
constructs were conceptually equivalent across hierarchical levels, and (c)
the pattern of correlations with turnover intention was different for
employees with management responsibilities versus workers with no
management responsibility. The present findings suggest perceptions of a
strong organizational identity, organizational identification, and
organizational commitment may influence employees' turnover intention in
unique ways, depending on their hierarchical level within the organization.

Collins, B. J. Situational strength as a moderator of the
relationship between organizational identification and work outcomes /
B. J. Collins, B. M. Galvin, R. D. Meyer. — Text : unmediated // Journal
of leadership and organizational studies. — 2019. — Vol. 26, No 1. — P.
87-97.

Organizational identification theory suggests that the extent to
which employees perceive a sense of oneness with their employer positively
influences their workplace attitudes and behavior. We investigated
situational strength as a potential moderator by exploring the extent to
which the relationship between organizational identification and employee
outcomes is attenuated when employee discretion is restricted. In particular,
we examined whether the workplace cues that signal appropriate conduct in
strong situations would mitigate the potentially positive effects of
organizational identification on job satisfaction and performance. Consistent
with this perspective, results from a field study point to the notion that
organizational identification has a more pronounced, positive influence on
employee job satisfaction and performance when employees experience
behavioral discretion (i.e., in weak situations) compared with situations
wherein behavior is more externally controlled (i.e., strong situations).

Crary, M. Working from dominant identity positions:
reflections from “Diversity-Aware” white people about their cross-race
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work relationships / M. Crary. — Text : unmediated // The journal of
applied behavioral science. —2017. — Vol. 53, Ne 2. — P. 290-316.

This is a study of how people learn to work from dominant group
identities in their cross-identity work relationships — with a focus on race. 1
discuss interviews with 24 “diversity-aware” White people about their
experiences in cross-race work interactions in which their own and/or the
other’s race becomes salient for them. Through a qualitative analysis of the
interviews, I identified 10 common facilitating factors that relate to
organizational and relational resources as well as self-capacities. I present a
framework that highlights the interacting role of these three kinds of
resources in responding to perceived barriers for cross-race engagement.
Discussion of implications of these findings for individuals and
organizations includes recommendations that leaders attend to
organizational resources that support and enable constructive race work—
including attention to the race identity development of dominant group
members.

Creasy, T. Understanding employee-level dynamics within the
merger and acquisition process / T. Creasy, M. Stull, S. Peck. — Text :
unmediated // Journal of general management. — 2009. — Vol. 35, No 2. —
P.21-42.

Given the challenge companies face in combining organizations in
the merger and acquisition (M&A) process, this article presents a model that
explores the potential determinants of success in the company blending
(acculturation) process. The model examines the effect of employee-level
factors and perceptions of managerial behaviours during the M&A process.
Utilising data from 254 employees that recently experienced an M&A, the
authors tested for managerial guided, direct and indirect impacts on
employee-level dynamics (job satisfaction and organizational citizenship
behaviours) which are believed to affect the successful co-mingling of two
previously independent organizations. The authors highlight the key role
that employee identification, with the new consolidated organization plays,
most notably organizational citizenship. Lastly, attention is drawn to the
importance of management's perceived competence and procedural justice
toward employee-level factors. The article concludes with specific
managerial suggestions for improving M&A acculturation outcomes.

Crocetti, E. Personal and social facets of job identity: a person-
centered approach / E. Crocetti, L. Avanzi, S. Hawk [et al.]. — Text :
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unmediated // Journal of business and psychology. — 2014. — Vol. 29,
Ne 2. —P. 281-300.

The purpose of this study was to examine ego-identity (Erikson,
Psychol Issues 1:1-171, 1959; Identity, youth and crisis, Norton, New
York, 1968; Marcia, J Pers Soc Psychol 3:551-558, 1966) and social
identity (Tajfel and Turner, In: Austin WG, Worchel S (Eds.) The social
psychology of intergroup relations. Brooks/Cole, Monterey, pp 33—47 1979;
Turner et al., Rediscovering the social group: a self-categorization theory.
Blackwell, Oxford, 1987) theories within the organizational literature. We
adopted a person-centered approach to analyze whether employees
classified in various identity statuses and identification profiles exhibited
differences in job outcomes (i.e., burnout, job satisfaction, and
organizational citizenship behaviors). We also analyzed interconnections
among identity statuses and identification profiles. Participants were 515
employees (85.4 % women) between 24 and 64 years old. They completed
self-reported questionnaires assessing personal identity, social identity, and
job outcomes. Cluster analysis indicated that participants could be classified
into four identity statuses (i.e., achievement, early closure, moratorium, and
searching moratorium) and into four identification profiles (i.e., orthogonal
combinations of high vs. low organizational and group identification,
respectively). Employees classified in the various identity statuses and
identification profiles reported meaningful differences on job outcomes.
Further, findings highlighted significant associations between identity
statuses and identification profiles, giving rise to various identity
configurations associated with job outcomes.

Cruz, K. S. Team focus in focus: its implications for real world
teams and their members / K. S. Cruz, J. Pinto. — Text : electronic //
Academy of management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2018. — Vol. 2018, Ne 1. — P. 10384. —
URL: http://dx.doi.org/10.5465/AMBPP.2018.10384abstract (mata
obpamenns: 08.04.2019).

We develop and test a cross-level model of the influence team
focus has on positive and negative discretionary team member behaviors.
Data collected from 405 team members across 76 teams and 15
organizations indicates that team focus is positively associated with
interpersonal and organizational citizenship behaviors, and negatively
associated with interpersonal deviance. Team members' level of action
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identification is found to mediate the relationships between team focus,
organizational citizenship, interpersonal deviance, and organizational
deviance, respectively. We also find that real world teams do not distinguish
between outcome and process focus like lab and student teams do.
Theoretical and managerial implications are discussed.

Dahling, J. J. Loyal rebels? A test of the normative conflict
model of constructive deviance / J. J. Dahling, M. B. Gutworth — Text :
unmediated // Journal of organizational behavior. — 2017. — Vol. 38, No
8. —P.1167-1182.

Constructive deviance is a voluntary behavior that violates
organizational rules but is conducted with honorable intentions to benefit
the organization or its stakeholders. Despite emerging interest in this
behavior, the antecedents of constructive deviance remain unclear, with
particular ambiguity concerning the relationship between organizational
identity and constructive deviance. In this article, we address this ambiguity
with the normative conflict model, which posits that organizational identity
drives constructive deviance in the workplace only when people perceive
normative conflict with organizational rules. In Studies la and 1b, we
develop and validate a measure of normative conflict. In Study 2, we
conduct a preliminary test of the model with employed students and find
that identity is positively related to constructive deviance only when
normative conflict is high. In Study 3, we replicate and extend the model to
show that the moderating effect of normative conflict is mediated by
experienced psychological discomfort and that organizational identity is
positively related to constructive deviance among working adults only when
discomfort is high. In total, our findings demonstrate the utility of the
normative conflict model for explaining when constructive deviance is
mostly likely to occur in the workplace.

Das, D. The importance of being “Indian”: identity centrality
and work outcomes in an off-shored call center in India / D. Das,
R. Dharwadkar, P. Brandes. — Text : unmediated / Human relations. —
2008. — Vol. 61, Ne 11. — P. 1499-1530.

Existing studies of identity dynamics have shown that employees
embody multiple social identities, and have multiple foci of identifications
at work that shape their attitudes and behaviors. However, limited research
has examined these frameworks in the new, emerging contexts of global
workplaces. In this article, we focus on one such significant example of
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contemporary globalization: transnational service work in the international
call center industry in India. Our findings indicate that national identity
centrality is indeed negatively associated with employee performance and
positively associated with intention to leave. Furthermore, national identity
centrality also moderates the relationship of organizational identification
with performance and burnout. While we reinforce the importance of
organizational identity and occupational identity centrality, we highlight the
hitherto ignored consequences of national identity centrality in our study
context.

Davila, M. C. Organizational identification and commitment:
correlates of sense of belonging and affective commitment /
M. C. Davila, G. J. Garcia. — Text : unmediated // The Spanish journal of
psychology. —2012. — Vol. 15, Ne 1. — P. 244-255.

The general purpose of this work is to analyze the overlap between
organizational identification and commitment. Specifically, our study
focuses on the analysis of the differences and similarities between sense of
belonging (a dimension of organizational identification) and affective
commitment (a dimension of organizational commitment). In order to do
this, we analyzed their discriminant validity and raised their relationship
with variables that previous research had showed like precedent and
subsequent variables of them: value congruence, perceived support,
organizational citizenship behavior, and intention to continue in the
organization. A total of 292 people at one organization completed surveys
measuring the variables previously described. The results showed that sense
of belonging and affective commitment are different concepts and they have
different relationships with relation to precedent and subsequent variables.
Affective commitment seems to be more useful than sense of belonging to
predict organizational citizenship behavior aimed at the organization and
intention to continue.

De Moura, G. R. Identification as an organizational anchor:
how identification and job satisfaction combine to predict turnover
intention / G.R.Moura, D. Abrams, C. Retter [et. al]. — Text
unmediated // European journal of social psychology. — 2009. — Vol. 39,
Ne 4, — P. 540-557.

The article examines the role of organizational identification and
job satisfaction in relation to turnover intentions in seven
organizations. Two models are proposed in which either job satisfaction or

72



organizational identification was treated as a mediator of the other's
relationship with turnover intention. The organizations varied in terms of
culture (Japan vs. UK), and institutional domain (academic, business,
health, mail, legal). Within each organization, and meta-analytically
combined across the seven samples (N = 1392), organizational identification
mediated the relationship between job satisfaction and turnover intention
more than job satisfaction mediated the relationship between organizational
identification, and turnover intention. Organizational identification also had
the larger overall relationship with turnover intention. This pattern remained
true when gender, age, type of organization, culture, and length of tenure
were accounted for, although the direct relationship between job satisfaction
and turnover intention was stronger in private than public organizations and
when the ratio of men was higher. The findings are consistent with a social
identity theory (SIT) perspective and with the idea that identification is a
more proximal predictor of turnover intention. Over and above job
satisfaction, organizational identification offers a strong psychological
anchor that discourages turnover intention in a range of organizational
contexts.

De Poel, F. Action with vision: the multi-level effect of
leadership on effectiveness, via mediating processes / F. De Poel,
J. 1. Stoker, K. van der Zee. — Text : electronic // Paper presented at the
“Organizational behavior” conference paper abstracts. — Academy of
management annual meeting proceedings. — 2010. — Vol. 2010, Ne 1. —
P. 9-10. — URL: http://dx.doi.org/10.5465/AMBPP.2010.54503774
(mara obpamenus: 08.04.2019).

Transformational leadership and participative leadership are said to
both independently relate to effectiveness. However, we argue they differ
with respect to psychological processes through which both leadership
styles might influence effectiveness. Using multi-level analysis, we examine
their impact at the individual level and the team level. Data from 45 teams
(n = 204) largely support these hypotheses. Results show that at the
individual level transformational leadership is related to individual
effectiveness, through the mediating process of organizational
identification. Interestingly, at the team level participative leadership is
related to team effectiveness, via its impact on team climate for change.

De Roeck, K. Understanding employees' responses to
corporate social responsibility: mediating roles of overall justice and
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organizational identification / K. De Roeck, G. Marique, F. Stingl-
hamber [et al.]. — Text : unmediated / The international journal of
human resource management. — 2014. — Vol. 25, Ne 1. — P. 91-112.

Prior research has suggested that corporate social responsibility
(CSR) contributes to organizations' competitive advantage by influencing
stakeholders' attitudes. While existing research indicates that CSR relates to
some employee outcomes, the mechanisms that drive employees' responses to
CSR initiatives remain largely unexplored. This study relies on social identity
theory to propose and test a model with 181 hospital employees that attempts
to explain why and how CSR can positively influences employees'
attitudes. Specifically, this study examines the impact of two aspects of an
organization's socially responsible behaviours, i.e. employees' perceptions of
CSR initiatives directed at internal and external stakeholders, on employees'
job satisfaction. The findings indicate that perceived CSR relates positively to
job satisfaction through its effects on overall justice perceptions and
organizational identification. These results suggest that employees appear to
use CSR initiatives to assess their organization's character and identify with
it. Accordingly, CSR initiatives have particular importance as a mean to
support organizational efforts to create strong relationships with their
employees and thereby improve their attitudes at work.

DeConinck, J. B. The effects of ethical climate on
organizational identification, supervisory trust, and turnover among
salespeople / J. B. DeConinck. Text : unmediated // Journal of business
research. —2011. — Vol. 64, Ne 6. — P. 617-624.

This study examined how an ethical work climate influences
salespersons' organizational identification, supervisory trust, organizational
commitment, turnover intentions, and turnover. Using a sample of 393
salespeople, the results found that facets of an ethical work climate are
related directly to supervisory trust and organizational identification. One
aspect of an ethical work climate, ethical norms, was related directly to
turnover. These results indicate that an ethical work climate can directly
affect salespersons' job attitudes and outcomes. The results indicate the
importance of measuring ethical work climate from a multi-dimensional
perspective.

DeConinck, J. B. The effects of leader—member exchange and
organizational identification on performance and turnover among
salespeople / J. B. DeConinck. — Text : unmediated // Journal of

74



personal selling and sales management. — 2011. — Vol. 31, Ne 1. —
P. 21-34.

Sales force performance and turnover are two of the most critical
issues encountered by organizations. This study tested a model examining
the effects of leader—member exchange (LMX) and organizational
identification on the performance and turnover among a sample of 356
salespeople. The results found that LMX, organizational identification, and
performance are related indirectly to turnover through organizational
commitment. LMX was related directly to performance.

Demir, K. Teachers’ organizational citizenship behaviors and
organizational identification in public and private preschools / K. Demir.
— Text : unmediated // Procedia-social and behavioral sciences. — 2015.
—Vol. 174. - P. 1176-1182.

The purpose of the present study was to compare organizational
identification and organizational citizenship behaviors of public and private
preschool teachers. Participants included 159 teachers from diverse school
backgrounds with a wide range of teaching experience. The data of the
research were collected with Organizational Citizenship Behavior and
Organizational Identification Scales. Differences in organizational
citizenship behaviors and organizational identification between public and
private school teachers were tested using Multivariate Analysis of Variance.
The results of the study indicated that there was a statistically significant
difference in teachers’ organizational citizenship behaviors and
organizational identification based on their job status.

Demir, K. The effect of organizational justice and perceived
organizational support on organizational citizenship behaviors: the
mediating role of organizational identification / K. Demir. — Text :
unmediated // Eurasian journal of educational research. — 2015. — Vol.
60. —P. 131-148.

The purpose of the present study was to investigate how the
organizational identification mediates the impact of perceptions of
organizational justice and organizational support on organizational
citizenship behaviors in the context of Turkish preschool teachers. Data for
this study were collected via a survey of 169 preschool teachers who
completed measures of organizational citizenship behavior, organizational
identification, organizational justice, and perceived organizational support.
In analyzing the collected data, a two-step approach was adopted to test
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measured variables describing four latent constructs. The model was
specified and tested using structural equation modeling and was found to fit
the data reasonably. The study findings show that the model was found to
be effective in explaining the variance of organizational citizenship
behaviors. Perceived organizational justice and organizational support
together explained 70% of the variance in teachers' organizational
identifications. Organizational identification explained 79% of the variance
in teachers' organizational citizenship behaviors.

Demir, M. The relationship between person-organization fit,
organizational identification and work outcomes / M. Demir,
S. S. Demir, K. Nield. — Text : unmediated // Journal of business
economics and management. —2015. — Vol. 16, Ne 2. — P. 369-386.

The purpose of this research is to analyse the relationship of
person-organization fit in hotels through organizational identification, job
performance, production deviance behavior, and the intention to remain. To
achieve this, first the literature was consulted to provide a conceptual
model. Through conducting a face-to-face interview, a total of 582
questionnaires were collected from employees who were full-time
employees of the five-star hotels operating within the Mugla region of
Turkey. The data obtained from the survey was analysed via the statistics
program; within this explanatory and confirmatory factor analyses were
performed within the framework of Structural Equation Modelling. The
study concluded and identified, that external factors, namely «person-
organization fit», have an effect on internal factors such as «organizational
identification», «job performance», «production deviance» and the
«intention to remain». The empirical results indicate that person-
organization fit has a significant and positive influence on organizational
identification, job performance and intention to remain, while has a
significant and negative influence on production deviance behavior. The
results also indicate that the organizational identification has an important
effect on job performance, intention to remain and production deviance
behavior.

Deng, H. Beyond reciprocity: a conservation of resources view
on the effects of psychological contract violation on third parties /
H. Deng, J. Coyle-Shapiro, Q. Yang. — Text : unmediated // Journal of
applied psychology. — 2018. — Vol. 103, Ne 5. — P. 561-577.
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Building on conservation of resources theory, we cast resource
depletion as a novel explanatory mechanism to explain why employees’
experience of psychological contract violation results in harm to third
parties outside the employee-organization exchange dyad. This resource-
based perspective extends and complements the dominant social exchange
perspective which views employee reactions to psychological contract
violation as targeting the source of the violation—the organization. The
present article reports on 3 studies. Study 1 conducted an experiment with
109 participants and established the main effect of psychological contract
violation on resource depletion. Study 2, using survey data from 315
medical employees and their immediate supervisors, found that after
controlling for the social exchange mechanism (i.e., revenge cognitions
toward the organization), resource depletion mediated the indirect effects of
psychological contract violation on supervisory reports of employees’
interpersonal harming toward coworkers and decision-making vigilance for
clients. Further, we found that organizational and professional identification
played opposing moderating roles in the effects of violation on resource
depletion and consequently behavioral outcomes, such that these mediated
relationships were stronger when organizational identification was high, and
weaker when professional identification was high. Study 3 replicated all the
results obtained in Studies 1 and 2 with time-lagged data from 229 medical
employees across 3 measurement points. The findings confirm that resource
depletion is a more effective explanation of the consequences of violation
on third parties than revenge cognitions, although both are useful in
predicting organization-directed outcomes (i.e., civic virtue and
organizational rule compliance).

Dentoni, D. Learning “who we are” by doing: processes of co-
constructing prosocial identities in community-based enterprises /
D. Dentoni, S. Pascucci, K. Poldner [et al.]. — Text : unmediated //
Journal of business venturing. —2018. — Vol. 33, Ne 5. — P. 603-622.

This study investigates how members in community-based
enterprises (CBEs) engage in processes of co-constructing their collective
prosocial identities. Based on an inductive analysis of 27 organizations that
were formed explicitly as communities and sought to build alternative forms
of production and consumption through innovative ways to pool and
recombine resources, we found that all of the CBEs engaged in distributed
experimentation that lead to epiphany sense-making. These two approaches
triggered and enacted collective processes of shifts in identity or identity
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persistence. We advance a processual model that identifies approaches for
how members of CBEs either embrace epiphanies in identity shifts or limit
and react to epiphanies in identity persistence.

Dukerich, J. M. Beauty is in the eye of the beholder: the
impact of organizational identification, identity, and image on the
cooperative behaviors of physicians / J. M. Dukerich, B. R. Golden,
S. M. Shortell. — Text : unmediated / Administrative science quarterly.
—2002. — Vol. 47, Ne 3. — P. 507-533.

We use an established model of organizational identification to try
to understand the voluntary cooperative behavior of professionals in
organizations. We examined the relationships among physicians'
assessments of the attractiveness of a health care system's perceived identity
and construed external image, strength of system identification, and
cooperative behaviors. We surveyed 1,504 physicians affiliated with three
health care systems and collected follow-up data from 285 physicians a year
later. Attractiveness of perceived identity and construed external image
were positively related to physicians' identification with the system, which
in turn was positively related to cooperative behavior.

Edwards, M. R. Perceived organizational support,
organizational identification, and employee outcomes / M. R. Edwards,
R. Peccei. — Text : unmediated // Journal of personnel psychology. —
2010.-Vol. 9. - P. 17-26.

This study involves a multi foci analysis of antecedents and
outcomes of organizational identification (OID), within a dual-
organizational identity context. We investigate links between perceived
organizational support (POS), OID, organizational involvement, and
turnover intention with 736 employees from a UK National Health Service
(NHS) Trust. Using Structural Equation Models (SEM), we analyzed
models using the Trust and the NHS as organizational foci. With both Trust
and NHS foci, POS had a positive effect on identification which, in turn,
predicted both outcomes. Organizational support showed a direct and an
indirect effect on outcomes through OID. Generally, the effects were foci
specific, though limited downward cross foci effects were found.

Effelsberg, D. Getting followers to transcend their self-interest
for the benefit of their company: testing a core assumption of
transformational leadership theory / D. Effelsberg, M. Solga, J. Gurt. —
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Text : unmediated // Journal of business and psychology. — 2014. — Vol.
29, Nel. —P. 131-143.

We aimed at testing transformational leadership's (TFL's) capacity
to enhance followers' willingness to engage in selfless pro-Organizational
behavior (SPB), that is, behavior for the benefit of the company that is inapt
to be instrumentally used for self-serving purposes and carried out despite
salient personal costs. Furthermore, we aimed at demonstrating
organizational identification to mediate this relation. In this study with three
time points of data collection, 321 employees completed questionnaires
measuring TFL, organizational identification, and-to control for
dispositional effects-honesty/humility. SPB was captured applying a
distribution task where participants had to make trade-off decisions between
pro-self and pro-company distribution alternatives. In addition, participants'
general willingness to engage in SPB was measured using a self-report
questionnaire. We found TFL to predict followers' (willingness to engage
in) selfless pro-Organizational behavior and organizational identification to
fully mediate this relation. Implications: Among other things, our findings
challenge the negative assumptions regarding human motivation and
behavior (e.g., people invariably driven by self-interest) inherent in some
influential management-related theories (e.g., agency theory).

Efraty, D. The effect of organizational identification on
employee affective and performance responses / D. Efraty, D. M. Wolfe.
— Text : unmediated // Journal of business and psychology. — 1988. —
Ne3. —P. 105-112.

Organizational identification (OI), defined as the importance of the
organization in the person's self-concept, was argued to influence employee
affective responses (job satisfaction and alienation) and performance
responses (task involvement, investment of effort, and performance
effectiveness). More specifically, it was hypothesized that there is 1. a
positive relationship between OI and satisfaction with five job dimensions-
work, supervision, pay, promotion and co-workers; 2. a negative
relationship between OI and alienation; and 3. a positive relationship
between OI and three task-related variables-task involvement, investment of
effort, and performance effectiveness. A survey study was conducted on
215 service deliverers to the elderly in a large midwest city. The results
were mostly consistent with the hypotheses.
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Efraty, D. The effects of personal alienation on organizational
identification: a quality-of-work-life model / D. Efraty, M. J. Sirgy,
C.B. Claiborne. — Text : unmediated / Journal of business and
psychology. — 1991. — Ne 6. — P. 57-78.

It was hypothesized that personal alienation has a negative impact
on organizational identification. The negative relationship between
alienation and organizational identification was explained through a set of
mediating variables involving need deprivation, job satisfaction, and job
involvement. More specifically, it was hypothesized that alienation
increases need deprivation, which in turn decreases job satisfaction, which
in turn decreases job involvement, which ultimately decreases
organizational identification. A study was conducted involving 219 service
deliverers to the elderly. Self-report measures were administered. The data
was subjected to a path analysis. The results provided moderate support for
the quality-of-work-life model.

El-Kassar, A.-N. The mediating effects of employee-company
identification on the relationship between ethics, corporate social
responsibility, and organizational citizenship behavior / A.-N. El-Kassar,
M. Yunis, R. El-Khalil. — Text : unmediated // Journal of promotion
management. —2017. — Vol. 23, Ne 3. — P. 419-436.

The purpose of this study is to examine the relationship between
corporate social responsibility and corporate ethics on one hand and
organizational citizenship behavior on the other. The relationship is
investigated taking into consideration the employee-organization
identification factor. A conceptual model was proposed and empirically
tested using survey data and deploying the PLS analysis. The model proved
to be of good-fit and most hypotheses were supported. Results were
discussed, limitations were presented, and recommendations for future
research were set.

Evans, W. R. An examination of employee reactions to
perceived corporate citizenship / W. R. Evans, W. D. Davis, D. D. Frink.
— Text : unmediated // Journal of applied social psychology. — 2011. —
Vol. 41, Ne 4, — P. 938-964.

There has been little research focus to date on individual level
reactions to corporate citizenship. Our study attempted to understand better
how corporate citizenship affects job behaviors and employee feelings by
examining a hypothesized positive effect of perceived corporate citizenship
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(PCC) on 3 dependent variables: work-role definitions, organizational
citizenship behavior, and organizational identification. Additionally, the
personal value of other-regarding value orientation was hypothesized to
interact with PCC. The findings supported 4 of 6 hypotheses.

Evans, W. R. Corporate citizenship and the employee: an
organizational identification perspective / W. R. Evans, W. D. Davis,
D. D. Frink. — Text : unmediated / Human performance. — 2014. — Vol.
27, Ne 2. —P. 129-146.

Social identity theory and the related concept of organizational
identification provide a conceptual lens to consider how and why corporate
citizenship affects individual employees. The model we develop predicts
that employee perceptions of corporate citizenship (PCC) indirectly affect
organizational citizenship behavior (OCB) and employee deviance. Results
from a sample of working adults demonstrate that PCC directly influences
organizational identification, which in turn affects employee behavioral
outcomes. Organizational identification was positively related to employee
OCBs and negatively related to employee deviance. Furthermore, the
strength of influence of organizational identification was greater for
organizationally directed OCB and deviance than it was for individually
directed OCB and deviance.

Farmer, S. M. Organization-specific prosocial helping identity:
doing and belonging as the basis of “being fully there” / S. M. Farmer,
L. van Dyne. — Text : unmediated // Journal of organizational behavior.
—2017.—Vol. 38, Ne 6. — P. 769-791.

Identity theory and social identity theory focus on doing and
belonging, respectively, but neither provides a complete picture of being
'fully there' at work (Kahn, 1992). This three-wave lagged field study links
these two perspectives by proposing that beneficiary-specific prosocial
helping identity, met expectations for prosocial helping, and their
interaction predict the strength of a contextualized, organization-specific
prosocial helping identity (OSPHI) targeted at those same beneficiaries and
that OSPHI leads to positive employee work outcomes. Results provide
strong support for the model and demonstrate that beneficiary-specific
prosocial helping identity had indirect relationships with intent to stay with
the organization, experienced work meaning, and emotional exhaustion
(negative), via OSPHI, only when met expectations for prosocial helping
were weak.
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Farmer, S. M. The contextualized self: how team-member
exchange leads to coworker identification and helping OCB /
S. M. Farmer, W. F. Barton, L. Van Dyne [et al.]. — Text : unmediated //
Journal of applied psychology. —2015. — Vol. 100, Ne 2. — P. 583-595.

This article develops the argument that team-member exchange
(TMX) relationships operate at both between- and within-group levels of
analysis to influence an employee's sense of identification with coworkers
in the group and their helping organizational citizenship behavior (OCB)
directed at coworkers. Specifically, we propose that relatively higher quality
TMX relationships of an employee as compared with other members of the
group influence an employee's sense of positive uniqueness, whereas higher
average level of TMX quality in the group creates a greater sense of
belonging. Multilevel modeling analysis of field data from 236 bank
managers and their subordinates supports the hypotheses and demonstrates
3 key findings. First, team members identify more with their coworkers
when they have high relative TMX quality compared with other group
members and are also embedded in groups with higher average TMX.
Second, identification with coworkers is positively related to helping OCB
directed toward team members. Finally, identification with coworkers
mediates the interactive effect of relative TMX quality and group average
TMX quality on helping. When TMX group relations allow individuals to
feel a valued part of the group, but still unique, they engage in higher levels
of helping. Overall moderated mediation analysis demonstrates that the
mediated relationship linking relative TMX quality with helping OCB via
identification with coworkers is stronger when group average TMX is high,
but not present when group average TMX is low. We discuss theoretical
and practical implications and recommend future research on multilevel
conceptualizations of TMX.

Farooq, O. Effects of corporate social responsibility on
consumers: an investigation in South Asia / O. Farooq. — Text :
electronic // Paper presented at the “Social issues in management”
conference paper abstracts. — Academy of management annual
meeting proceedings. — 2010. — Vol. 2010, Ne 1. — P. 19. — URL:
http://dx.doi.org/10.5465/AMBPP.2010.54509553 (mara oOparie-
nusi: 08.04.2019).

It is an empirical study which examines the effect of perceived
CSR on consumer behavior. I suggested two mechanism; social exchange
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and social identity to understand this relationship. I proposed that the
relationship between CSR and consumer behavior is mediated by the trust
and identification. I also developed a three dimensions model of CSR for
this study. Theoretical model was tested using data of 457 respondents from
South Asia. It was found that societal and product responsibility has strong
effect on consumer behavior through the mediation of trust and
identification while environmental responsibility does not affects consumer
behaviors.

Farrell, M. A. Organizational identification and leader member
exchange influences on customer orientation and organizational
citizenship behaviours / M. A. Farrell, E. Oczkowski. — Text :
unmediated // Journal of strategic marketing. — 2012. — Vol. 20, Ne 4. —
P. 365-377.

This study investigates the potential antecedents of organizational
citizenship behaviours (OCBs) in a service setting. Previous studies find
that OCBs have a positive effect on customer perceptions of service quality.
Given this, the identification of factors that may facilitate OCBs is
important from a managerial perspective. Drawing on social exchange
theory and social identity theory this study argues that organizational
identification will have a positive effect on both forms of OCBS and a
customer orientation, and that customer orientation has a positive effect on
OCBs. Employees who experience positive exchange relationships with
their supervisor will more strongly identify with the organization and be
more customer oriented. The study tests research hypotheses using data
collected from front line employees of a major international fast food
restaurant. The results provide broad support for the study hypotheses and
suggest that the supervisor-employee relationship and employer—employee
identification are important factors in improving customer orientation and
OCBs of employees.

Feather, N. T. Organizational citizenship behaviours in relation
to job status, job insecurity, organizational commitment and
identification, job satisfaction and work values / N. T. Feather,
K. A. Rauter. — Text : unmediated // Journal of occupational and
organizational psychology. — 2004. — Vol. 77, Ne 1. — P. 81-94.

This study investigated organizational -citizenship behaviours
(OCBs) in a sample of 154 school teachers from Victoria, Australia, of
whom 101 were in permanent employment and 53 on fixed-term contracts.
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Participants completed measures of OCBs, job insecurity, organizational
commitment, organizational identification, job satisfaction and work values
relating to influence, variety and skill utilization. Results showed that the
contract teachers reported more job insecurity and more OCBs compared to
the permanent teachers. OCBs were positively related to perceived job
insecurity and negatively related to opportunities to satisfy influence and
skill-utilization work values for the contract teachers, and positively related
to organizational commitment, organizational identification and to
opportunities to satisfy variety and skill-utilization work values for the
permanent teachers.

Ford, M. T. Relations among occupational hazards, attitudes,
and safety performance / M. T. Ford, L. E. Tetrick. — Text :
unmediated // Journal of occupational health psychology. — 2011. — Vol.
16, No 1. —P. 48.

This study examined psychological empowerment and
organizational identification as outcomes of occupational context and
predictors of occupational safety performance. In this study, 171 hospital
employees from 17 units and 21 occupations completed surveys measuring
psychological empowerment, organizational identification, and supervisor
safety practices. They also completed measures of 2 dimensions of safety
performance: use of personal protective equipment and safety participation.
These data were merged with Occupational Information Network context
ratings of occupational hazards and physical demands. Results indicated
that occupational hazards were negatively related to individual-level
psychological empowerment and organizational identification, which were
in turn positively related to safety participation. Psychological
empowerment and organizational identification also interacted with
perceptions of supervisor safety actions in the prediction of personal
protective equipment use. Results have implications for organizational
safety performance and point to the role of occupational context in
psychological empowerment and the extent to which employees participate
in the safety of their worksite.

Frenkel, S. How employee perceptions of HR policy and
practice influence discretionary work effort and co-worker assistance:
evidence from two organizations / S. Frenkel, S.L.D. Restubog,
T. Bednall. — Text : unmediated / The international journal of human
resource management. — 2012. — Vol. 23, Ne 20. — P. 4193-4210.
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Drawing on social identity theory and organizational justice
research, we model the impact of employee perceptions of human resource
(HR) policies and practices on two important outcome variables —
discretionary work effort (DWE) and co-worker assistance (CWA). Results
based on 618 full-time employees in two organizations show that HR
practices are positively related to procedural and distributive justice and that
organizational identification mediates the relationship between procedural
and distributive justice and DWE and CWA, respectively. Distributive
justice is also shown to have direct effects on the two outcome variables
suggesting the relevance of a social exchange perspective as a complement
to social identity explanations.

Fuchs, S. Predicting pro-change behaviour: the role of
perceived organizational justice and organizational identification /
S. Fuchs, M. R. Edwards. — Text : unmediated / Human resource
management journal. —2012. — Vol. 22, Ne 1. — P. 39-59.

This study sets out to determine some of the key factors that foster
employees’ behavioural support for change management interventions.
Specifically, we examine the relationships between organizational justice,
organizational identification and employees’ pro-change behaviour by
analysing questionnaire-based survey data from 137 market research
employees. Full structural equation modelling results indicate that out of the
four main organizational justice types, only interpersonal justice perceptions
play a significant role in predicting pro-change behaviour after controlling
for same source bias effects. In particular, the relationship between
interpersonal justice and pro-change behaviour is partially mediated by
organizational identification. The results additionally indicate that age is
positively associated with pro-change behaviour and tenure with
organizational identification. The study as such indicates that while
perceptions of fair treatment based on respectful and courteous interactions
are important in encouraging employees’ behavioural engagement in change
management interventions, key in this process is the role that they play in
encouraging identification with the employing organization.

Fuller, J. B. Perceived external prestige and internal respect:
new insights into the organizational identification process / J. B. Fuller,
K. Hester, T. Barnett [et al.]. — Text : unmediated / Human relations. —
2006. — Vol. 59, Ne 6. — P. 815-846.
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The group engagement model (Tyler & Blader 2003) suggests that
identification with one's organization is based not only on the individual's
evaluation of the status of the organization (i.e. perceived external prestige)
but also the individual's evaluation of their own status within the
organization (i.e. perceived internal respect). Using data drawn from three
different sources (subordinates, supervisors, and company records), results
from a sample of healthcare employees (n = 205) provide support for the
core relationships proposed in the group engagement model and extend the
model by showing that prestige and respect have different antecedents. The
perceived status of the organization's employees, the organization's
perceived success in achieving its goals, the visibility of the organization,
and the status level of the individual employee were all associated with
perceived external prestige. The results also indicate that visibility within
the organization, perceived opportunities for growth, and participation in
decision-making were all related to perceived respect. Further, prestige and
respect were directly related to organizational identification, but only
indirectly related to organization-supportive behavior. These results extend
the group engagement model.

Gabriela, T. Different profiles of organizational identification:
influence on intergroup favouritism and -citizenship behaviours /
T. Gabriela, J. F. Morales. — Text : unmediated // Estudios de psicologia.
—2007. - Vol. 28, Ne 3. — P. 385-396.

The main purpose of this paper is to explore self categorization
processes at subordinate and super-ordinate levels in organizational
contexts, and their antecedents and both attitudinal and behavioural
outcomes. Two different profiles of social identification among a sample of
primary teachers (N = 119) have been proposed: subgroup orientation and
global orientation. Using structural equation modelling, results showed that
subgroup size, subgroup contact, perceived discrimination and intragroup
competition were relevant predictors of social identification profiles.
Moreover, subgroup orientation predicts in-group favouritism while global
orientation predicts global citizenship behaviours.

Gautam, T. Organizational identification and organizational
commitment: distinct aspects of two related concepts / T. Gautam,
R. Van Dick, U. Wagner. — Text : unmediated // Asian journal of social
psychology. —2004. — Vol. 7, Ne 3. — P. 301-315.
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The conceptual differences between organizational commitment
and identification are discussed theoretically and examined empirically. The
present study is based on data of 450 employees of five different
organizations in Nepal. A revised eight-item scale was designed out of
Cheney’s Organizational Identification Questionnaire to assess the core
aspects of organizational identification. In confirmatory factor analyses,
identification was found to be distinguishable from four related
commitment concepts (i.e. affective, continuance, normative, and attitudinal
commitment).

Ge, J. Organizational socialization, organizational identification
and organizational citizenship behavior / J. Ge, X. Su, Y. Zhou. — Text:
unmediated // Nankai business review international. — 2010. — Vol. 1, Ne
2.—-P. 166-179.

This paper aims to: provide theoretical analysis and empirical
study on the relationship between organizational socialization and
organizational citizenship behavior (OCB); analyze the mediating role of
organizational identification in their relationship; and draw from both of
these to suggest practical implications to organizations aiming to effectively
socialize employees, and for employees themselves. First, the paper reviews
the literature regarding organizational socialization, OCB and
organizational identification. Second, it develops a theoretical model linking
organizational socialization, organizational identification and OCB, and
then proposes a series of research hypotheses. Third, drawing on samples of
seven high-tech manufacturing enterprises in China, it tests hypotheses
based on a series of measurement and statistical analysis. Organizational
history, language, values and goals socialization are positively related to
OCB and organizational identification. Further, organizational identification
fully mediates the relationship between language, values and goals
socialization and OCB, and partially mediates the relationship between
history socialization and OCB.

Gonzalez, J. A. Cross-level effects of demography and
diversity climate on organizational attachment and firm effectiveness /
J. A. Gonzalez, A.S.Denisi. — Text : unmediated // Journal of
organizational behavior: The international journal of industrial,
occupational and organizational psychology and behavior. — 2009. —
Vol. 30, Ne 1. — P. 21-40.
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We studied the impact of demographic diversity on individual
attachment and firm unit performance in a relatively diverse
organization. We implemented cross-level regression to study gender and
race/ethnic categorical, relational, and organizational demography in a
sample of 26 units part of a regional restaurant chain. At the individual
level, we found that diversity climate (DC) moderates the impact of
relational and categorical demography on affective organizational
commitment, organizational identification, and intention to quit. At the
organizational level, we found that DC moderates the impact of
organizational diversity on firm productivity and return on profit.

Goswami, A. Mechanisms of corporate social responsibility:
the moderating role of transformational leadership / A. Goswami,
K. E. O’Brien, K. M. Dawson [et al.]. — Text : unmediated // Ethics and
behavior. — 2018. — Vol. 28, Ne 8. — P. 644-661.

Literature reviews have repeatedly emphasized the need to further
investigate relationships between corporate social responsibility (CSR) and
micro-organizational variables. The present research attempts to address
this call by examining the direct and indirect relationship between
individual perceptions of CSR and employees’ organizational citizenship
behaviors (OCBs). Multiphasic data from 207 workplace supervisor-
subordinate dyads recruited from an online panel were analyzed to show
that organizational identification mediated the relationship between CSR
and OCBs. Furthermore, supervisor transformational leadership style
moderated the mediation, such that the indirect effect of the organizational
identification on the relationship between CSR and OCBs became
nonsignificant under low transformational leadership.

Giileryiiz, E. A comparison of the antecedents of
organizational identification and affective commitment / E. Giileryiiz,
O. Aydin. Text : unmediated // Tiirk psikoloji dergisi. —2015. — Vol. 30,
Ne 75. - P. 18-31.

The present study was sought to clarify various antecedents of
organizational identification and affective commitment. Data were obtained
from 444 employees of various public and private organizations. Two
hierarchical regression analysis were conducted to find out the differences
in the relationships of organizational identification, affective commitment
and their antecedents. It was found that strength of organizational identity,
perceived external prestige, person-organization fit and need for affiliation
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predicted both organizational identification and affective commitment.
Besides this, organization-based self-esteem predicted organizational
identification but not affective commitment, and job satisfaction predicted
affective commitment but not organizational identification. It was also
found that self-esteem, distributional justice, procedural justice and
interactional justice were not predicted any of these constructs.

Giimiis, M. Organizational and occupational identification:
relations to teacher satisfaction and intention to early retirement /
M. Giimiis, B. Hamarat, E. Colak [et al.]. — Text : unmediated // Career
development international. — 2012. — Vol. 17, Ne 4, — P. 300-313.

This paper aims to explore the effects of two work related
identification (occupational and organizational) of school teachers on
intention to early retirement (withdrawal) and satisfaction with the
occupation and satisfaction with the school. It also seeks the influence of
perceived external prestige on withdrawal and satisfaction. An empirical
study was carried out at public schools in Canakkale, Turkey. Data
collected from 238 teachers were analyzed. The correlations between
identification and organizational prestige, desire for early retirement, and
overall satisfaction of teachers were tested with several demographic
variables such as age, gender, tenure and union membership. Ordinal
logistic regression analysis (OLR) was conducted to reveal probabilistic
behavior of response variables on the basis of explanatory variables. The
results show that both categories of identification have reverse effect on
intention to early retirement, and both categories have positive effect on job
satisfaction. Perceived external prestige has no effect on intention to early
retirement and job satisfaction, but it increases satisfaction from the school.
Finally, the "self" and the "occupation" were found salient categories for
teachers' identification. Identification literature has long been concentrated
on organizational level identification. This paper explores the influence of
both organizational and occupational categories of identification,
comparatively. Being a teacher is seen as a prestigious occupation in
Turkey. Findings about identity as a teacher also confirmed that "self" and
"occupation" are two main identity references in the Turkish setting.

Gumusluoglu, L. A multilevel examination of benevolent
leadership and innovative behavior in R&D contexts: a social identity
approach / L. Gumusluoglu, Z. Karakitapoglu-Aygun, T. A. Scandura. —
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Text : unmediated // Journal of leadership and organizational studies. —
2017.—Vol. 24, Ne 4. — P. 479-493.

Studies of innovation have emphasized the importance of
leadership for individual or team innovative behaviors, but have largely
ignored cross-team innovative behaviors. Enhancing innovative behaviors
across teams is particularly vital for organizations relying on large-scale,
complex, and multiteam projects to compete in a dynamic environment. We
extend the innovation literature by introducing benevolent leadership as an
antecedent to innovative behavior within and across teams. We examine
identification to the team and department as mediators based on social
identity theory in a sample of 397 R&D employees (consisting of 68 teams).
First, individuals reported that benevolent R&D leaders facilitate innovative
behavior within their teams when employees are highly identified with these
teams. Second, on average, teams reported that benevolent R&D leaders
enhance their teams’ innovative behavior across the boundaries when these
teams are highly identified with the R&D department. Finally, in contrast to
social identity theory’s expectations, individuals reported that benevolent
R&D leaders facilitate their innovative behaviors with other teams when
employees are highly identified with their teams.

Hakonen, M. Antecedents and consequences of identification
with virtual teams: structural characteristics and justice concerns /
M. Hakonen, J. Lipponen. — Text : electronic / The journal of e-
working. - 2007. - Vol. 1. - P. 137-153. - URL:
http://lib.tkk.fi/Diss/2010/isbn9789526030272/article2.pdf (mara 00-
pammenus: 08.04.2019).

This research examined the antecedents and consequences of
identification with virtual teams. Specifically, we hypothesized that two
structural characteristics (number of face-to-face meetings and task
interdependence) and perceived quality of interaction (procedural and
distributive justice) would be positively related to identification with the
virtual team. A further hypothesis was that team identification would have a
positive relationship to extra-role behaviors towards the virtual team. The
results from our study, based on a sample of 102 employees of Finnish-
based companies, gave partial support for these hypotheses. We found that
task interdependence and procedural justice were positively related to team
identification. Moreover, team identification mediated the relationship
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between task interdependence and extra-role behaviors and the relationship
between procedural justice and extra-role behaviors as we predicted.

Hakonen, M. Procedural justice and identification with virtual
teams: the moderating role of face-to-face meetings and geographical
dispersion / M. Hakonen, J. Lipponen. — Text : unmediated // Social
justice research. — 2008. — Vol. 21, Ne 2. — P. 164-178.

We investigated the previously unstudied relationship between
procedural justice and identification within virtual teams, with a particular
focus on how two features of virtual teams, namely frequency of face-to-
face meetings and geographical dispersion, moderate that relationship. We
argue that these two variables are sources of uncertainty, which in turn
makes virtual team members more sensitive to perceptions of procedural
fairness as essential cues in the identification process. In this study, we used
cross-sectional survey methodology and data aggregated to the team level
(N =139). As predicted, our results showed that the link between procedural
justice and identification was stronger when there were few face-to-face
meetings and when teams were highly dispersed.

Hall, D. T. Personal factors in organizational identification /
D. T.Hall, B. Schneider, H. T. Nygren. — Text : unmediated //
Administrative science quarterly. — 1970. — Vol. 15, Ne 2. — P. 176-190.

Studied the personal dynamics of the process of organizational
identification in the United States Forest Service, an organization noted for
the high degree of organizational identification of its members.
Questionnaires were completed by 156 (of 200 contacted) foresters. It was
hypothesized and found that identification increased as a function of time
and commitment to a pivotal organizational goal, public service.
Organizational position, with tenure held constant, did not relate to
identification. It was further found that several personal characteristics
suggestive of a service orientation were related to identification. It was also
hypothesized and found that identification is related to the member's higher-
order need satisfaction.

Harris, G. E. Multiple dimensions of organizational
identification and commitment as predictors of turnover intentions and
psychological well-being / G. E. Harris, J. E. Cameron. — Text
unmediated // Canadian journal of behavioural science / Revue
canadienne des sciences du comportement. — 2005. — Vol. 37, Ne 3. — P.
159-169.
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Although it is recognized that identification and commitment are
closely related aspects of employees' psychological attachment to the
organization, there has been no analysis of the overlap between multiple
dimensions of each construct. In this study, three-component models of
organizational identification and commitment were investigated as
predictors of turnover intentions and psychological well-being (self-esteem,
satisfaction with life, and self-efficacy) among employees (N = 60) of a
small organization. Highly identified employees tended to be committed
ones, but different dimensions of each construct were specifically linked to
various criteria. Affective components of both identification and
commitment were negatively associated with turnover intentions, and
positive in-group affect (i.e., feelings derived from being a member of the
organization) predicted perceptions of self-efficacy. Continuance
commitment was distinct from the other predictors, and was negatively
related to self-esteem and self-efficacy. The results warrant further efforts to
integrate the perspectives of social identity theory and organizational
psychology.

Haslam, S. A. Social identification, stress and citizenship in
teams: a five-phase longitudinal study / S. A. Haslam, J. Jetten,
C. Waghorn. — Text : unmediated // Stress and health: Journal of the
international society for the investigation of stress. — 2009. — Vol. 25, Ne
1.-P. 21-30.

Previous theorizing and research in the social identity tradition
suggests that identification with a group is a major determinant both of
individuals' citizenship behaviour and their experience of, and responses to,
social and organizational stressors. To provide a longitudinal exploration of
these processes, the present study examines the patterns of group
identification, work-related attitudes and burnout within two theatre
production teams on five occasions, from audition to post-performance. As
predicted, identification with the production team at the outset predicted
positive perceptions and attitudes at the productions' conclusion.
Specifically, high identifiers were more willing to display organizational
citizenship, had greater work satisfaction and had more pride in their work
than those lower in identification. Compared with low identifiers, high
identifiers were also less likely to experience burnout during the most
demanding phases of a production (i.e. dress rehearsal and performance).
Moreover, path analysis indicates that the effect of initial identification on
the level of citizenship that was ultimately displayed was partly attributable
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to the role that group identification played in protecting individuals from
burnout during these demanding periods. Findings thus suggest that social
identification not only motivates individuals to contribute to group success
but also protects them from the stressors they encounter in the process of
making that contribution.

He, P. Compulsory citizenship behavior and employee silence:
the roles of emotional exhaustion and organizational identification /
P. He, X. Wang, Z. Li, M. Wu, C. C. Estay. — Text : unmediated //
Social behavior and personality: An international journal. — 2018. — Vol.
46, Ne 12. — P. 2025-2047.

Past research on citizenship behavior has pointed primarily to its
voluntary side — organizational citizenship behavior (OCB) — but some
scholars have suggested that there is a nonvoluntary version of citizenship
behavior — compulsory citizenship behavior (CCB). Drawing on
conservation of resources theory and social identity theory, in this research
we firstly examined the psychological mechanism underlying the
relationship between CCB and the critical workplace deviant behavior of
employee silence by developing a moderated mediation model wherein
CCB predicted subordinates' silence behavior through emotional
exhaustion, with organizational identification acting as the boundary
condition. Results from 2-wave lagged data (N = 242) collected in the
manufacturing sector in China support our hypothesized model. We found
that CCB was positively related to employee silence, and emotional
exhaustion fully mediated this relationship; organizational identification
weakened the relationship between CCB and emotional exhaustion, and
organizational identification weakened the indirect effect of CCB on
employee silence via emotional exhaustion.

Hekman D. R. Combined effects of organizational and
professional identification on the reciprocity dynamic for professional
employees / D. R. Hekman, G. A. Bigley, H. K. Steensma [et al.]. — Text
: unmediated // Academy of management journal. — 2009. — Vol. 52, Ne
3. —P. 506-526.

We consider when professional employees reciprocate perceived
organizational treatment. In a large sample of physician employees, the
association between perceived organizational support (POS) and employee
work performance was (1) most positive when organizational identification
was high and professional identification was low and (2) least positive when
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organizational identification was low and professional identification was
high. We also found that the association between perceived psychological
contract violation (PPCV) and employee work performance was (1) most
negative when organizational identification was low and professional
identification was high and (2) least negative when organizational
identification was high and professional identification was low.

Hekman, D. R. Effects of organizational and professional
identification on the relationship between administrators’ social
influence and professional employees’ adoption of new work behavior /
D.R. Hekman, H. K. Steensma, G. A. Bigley [et al.]. — Text
unmediated // Journal of applied psychology. — 2009. — Vol. 94, Ne 5. —
P. 1325-1335.

Administrative social influence is a principal tool for motivating
employee behavior. The authors argue that the compliance of professional
employees (e.g., doctors) with administrative social influence will depend
on the degree to which these employees identify with their profession and
organization. Professional employees were found to be most receptive to
administrator social influence to adopt new work behavior when they
strongly identified with the organization and weakly identified with the
profession. In  contrast,  administrator  social  influence = was
counterproductive when professional employees strongly identified with the
profession and weakly identified with the organization.

Helm, S. V. Exploring the impact of employees’ self-concept,
brand identification and brand pride on brand citizenship behaviors /
S. V. Helm, U. Renk, A. Mishra. — Text: electronic // European journal
of marketing. — 2016. — Vol. 50, Ne 1/2. — P. 58-77. — URL:
https://doi.org/10.1108/EIM-03-2014-0162 (mara o0OparnieHus:
08.04.2019).

The purpose of this paper is to identify how employees’ perceived
congruity of their employers’ corporate brand with their own actual and
ideal self may affect their brand identification (BI), brand pride (BP) and
brand citizenship behavior (BCB). This cross-sectional paper involved 283
employees in Germany who completed an online survey. Congruity of the
brand with employees’ actual self and with their ideal self has similar
effects on employees’ Bl. However, effects differ with respect to the other
outcome variables. BP is only affected by congruity of the brand with the
ideal self, whereas BCB is only affected by congruity of the brand with the
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actual self. Brand identity is positively related to BP and BCB; BP also
affects BCB.

Herman, H. M. Transformational leadership and job
performance: a social identity perspective / H. M. Herman,
W. C. K. Chiu. — Text : unmediated // Journal of business research. —
2014. —Vol. 67, Ne 1. — P. 2827-2835.

Drawing on social identity theory, this study provides a model
explaining the wunderlying process through which transformational
leadership influences creative behavior and organizational -citizenship
behaviors. Individual differentiation and group identification are proposed
as social identity mechanisms reflecting the characteristics of personal and
collective identity orientations that underpin the differential effects of
transformational leadership behaviors on performance outcomes. The model
is tested with data from a sample of 250 front-line employees and their
immediate managers working in five banks in the People's Republic of
China. Results of hierarchical linear modeling provide support for the
model whereby group-focused and individual-focused transformational
leadership behaviors exert differential impacts on individual differentiation
and group identification. Furthermore, individual differentiation mediates
the relationship between individual-focused transformational leadership and
creative behavior, whereas group identification mediates the relationships
between group-focused transformational leadership and OCBs toward
individuals and groups.

Herrbach, O. A matter of feeling? The affective tone of
organizational commitment and identification / O. A Herrbach. — Text :
unmediated // Journal of organizational behavior: The international
journal of industrial, occupational and organizational psychology and
behavior. — 2006. — Vol. 27, Ne 5. — P. 629-643.

This paper examines the relationship between organizational
commitment, organizational identification, and self-reported affect at work.
The results of a questionnaire survey of 365 engineers show that affective
organizational commitment was correlated with experiencing more positive
affective states. On the other hand, continuance commitment was not
characterized as involving significant negative affect. Organizational
identification was correlated with the frequency of both positive and
negative affective states, but the correlation with positive affect was no
longer significant when controlling for affective commitment. The paper
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concludes with comments on the nature of organizational commitment and
identification, based on these findings.

Hodson, G. Ingroup identification as a moderator of positive—
negative asymmetry in social discrimination / G. Hodson, J. F. Dovidio,
V.M. Esses. — Text : unmediated // European journal of social
psychology. —2003. — Vol. 33, Ne 2. — P. 215-233.

Group members typically favour ingroups over outgroups,
particularly when distributing positive rather than negative resources. The
present investigation examined whether the positive—negative
discrimination asymmetry in the minimal group paradigm varies as a
function of ingroup identification. After being categorized into arbitrary
groups, participants expressing low to high ingroup identification allocated
positive, neutral, or negative outcomes on the basis of group membership
(i.e. ingroup versus outgroup recipients). The interaction between ingroup
identification and outcome valence revealed that identification influenced
the magnitude of discrimination asymmetry. Specifically, increases in
identification led to discrimination in favour of the ingroup for positive but
not negative outcomes.

Hogg, M. A. Effective leadership in salient groups: revisiting
leader—member exchange theory from the perspective of the social
identity theory of leadership / M. A. Hogg, R. Martin, O. Epitropaki [et
al.]. — Text : unmediated // Personality and social psychology bulletin. —
2005.—Vol. 31, Ne 7. — P. 991-1004.

Two studies compared leader-member exchange (LMX) theory and
the social identity theory of leadership. Study 1 surveyed 439 employees of
organizations in Wales, measuring work group salience, leader-member
relations, and perceived leadership effectiveness. Study 2 surveyed 128
members of organizations in India, measuring identification not salience
and also individualism/collectivism. Both studies provided good support for
social identity predictions. Depersonalized leader-member relations were
associated with greater leadership effectiveness among high-than low-
salient groups (Study 1) and among high than low identifiers (Study 2).
Personalized leadership effectiveness was less affected by salience (Study
1) and unaffected by identification (Study 2). Low-salience groups preferred
personalized leadership more than did high-salience groups (Study 1). Low
identifiers showed no preference, but high identifiers preferred
depersonalized leadership (Study 2). In Study 2, collectivists did not prefer
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depersonalized as opposed to personalized leadership, whereas
individualists did, probably because collectivists focus more on the
relational self.

Horton, K. Me, us and the others: the effects of multi-level
workplace identification on inter-team conflict / K. Horton,
M. A. Griffin. — Text : electronic // Paper presented at the
“Organizational behavior” conference paper abstracts. — Academy of
management annual meeting proceedings. — 2010. — Vol. 2010, Ne 1. —
P. 89-90. — URL: http://dx.doi.org/10.5465/AMBPP.2010.54503774
(mata obpamenus: 08.04.2019).

We predict that inter-group outcomes within the workplace are
significantly affected by employees’ patterns of identification with
workplace foci at 3 levels of abstraction. In line with Common Ingroup
Identity and Social Identity Complexity models, we argue that whilst strong
identification with an inclusive organizational unit may attenuate sub-group
conflict, a dominant pattern of identification that favors either a subunit or
individual target is likely to be detrimental to inter-group functioning.
Focusing on the identification of navy personnel in a longitudinal design,
we find compelling evidence of 3 way interactions in which patterns of
identification with career, team and ship foci significantly affect the level of
conflict reported. Consistent with predictions, we find that personnel who
strongly identify with subgroup and personal work targets in the absence of
attachments to other workplace foci report heightened conflict when
working with members of other teams. We suggest that these findings have
critical implications for cross-team collaborative outcomes within the
workplace.

Houghton, S. M. Connecting the two faces of CSR: does
employee volunteerism improve compliance? / S. M. Houghton,
J.T. A. Gabel, D. W. Williams. — Text : unmediated // Journal of
business ethics. — 2009. — Vol. 87, Ne 4. — P. 477-494.

We explored a potential connection between the firms’ external
corporate social responsibility (CSR) behaviors and internal compliance: Is
there an organizationally valid relationship between these two firm
activities? That is, when organizations demonstrate CSR with behaviors
external to the firm, such as employee volunteerism, are their employees
more likely to demonstrate uncompromised legal and ethical compliance
behavior internally? We collected data from 164 working professionals
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enrolled in a top-tier MBA program in the southeastern United States
regarding their employer-sponsored volunteer activities and their intentions
to comply in various organizational compliance vignettes. We found that
employer-sponsored volunteerism is associated with uncompromised
compliance choices in one of the three vignettes. This finding indicates
preliminary support for further inquiry into the relationship within the firm
between external CSR behaviors and policies regarding organizational
compliance. Post hoc analyses suggest that employer-sponsored
volunteerism is strongly associated with a positive organizational identity,
but organizational identity is not associated with the significant compliance
vignette. This evidence suggests that the underlying mechanism that
connects external CSR behaviors and internal compliance intentions is
complex and requires future study.

Hoveida, R. A study of relationship between organizational
identity and organizational commitment among instructors of the
Teacher training centers of Esfahan / R. Hoveida, R.Jamshidian,
M. Sadeghian. — Text : unmediated // Interdisciplinary journal of
contemporary research in business. —2011. — Vol. 3, Ne 3. — P. 510-520.

The purpose of this research was to investigate the relationship
between organizational identity with organizational commitment. The
statistical society of this study was instructors engaged in teaching at
Teacher Training Centers of Esfahan in 2010-2011. A sample of 60 persons
was selected by stratified randomly. The method of study was correlative
descriptive and data gathering tools were two questionnaires: 1) Meyer &
Allen organizational commitment questionnaire (1991), and 2) Cheney
organizational identity questionnaire (1982). To verify the enhanced data,
Regression and variance analysis were used. Findings indicated that
following dimensions have correlation with each other: loyalty factor with
affective commitment (R? =0.217), membership factor with normative
commitment (R? =0.86), similarity factor with continence commitment (R?
=0.80). Also the findings resulting from comparing averages between two
sexes, showed lack of difference between responses of the two sexes, but in
the case of ages, they indicated differences in averages of organizational
identity (p=0.000) organizational commitment (p=0.000).

Hu, J. 1. A. Relative leader—member exchange within team
contexts: how and when social comparison impacts individual
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effectiveness / J. I. A. Hu, R. C. Liden. — Text : unmediated // Personnel
psychology. —2013. — Vol. 66, Ne 1. — P. 127-172.

A multilevel model was developed to examine how and when a
focal individual's leader-member exchange (LMX) relative to the LMXs of
coworkers within the team (relative LMX, or RLMX) influences individual
in-role performance, organizational citizenship behavior (OCB), and job
satisfaction. Results, based on a sample of 275 leader-member dyads within
35 teams of a beverage company, largely supported the hypotheses.
Specifically, using multilevel polynomial regression analyses, the results
showed that self-efficacy partially mediated the relationship between
RLMX and in-role performance and job satisfaction, and fully mediated the
relationship between RLMX and OCB. Furthermore, the results
demonstrated that team identification attenuated RLMX's direct effect on
self-efficacy, and indirect effects on in-role performance and OCB and team
supportive behavior attenuated RLMX's direct effect on self-efficacy and
indirect effect on in-role performance.

Huang, J. Leader-member exchange and organizational
citizenship behavior: the roles of identification with leader and leader's
reputation / J. Huang, L. Wang, J. Xie. Text: unmediated // Social
behavior and personality : An international journal. — 2014. — Vol. 42,
Ne 10. —P. 1699-1711.

We used identification theory to develop a model of the processes
linking leader-member exchange (LMX) to organizational citizenship
behavior. Using a sample of 262 supervisor-subordinate dyads collected in
China, we found that followers' identification with the leader mediated the
influence of LMX on organizational citizenship behavior. We also found
that perceived group leader's reputation moderated the relationship between
LMX and identification with the leader, in that the relationship was stronger
for individuals scoring high on perceived group leader's reputation than it
was for those scoring low.

Huang, J.-W. The effects of transformational leadership on the
distinct aspects development of social identity / J.-W. Huang. — Text :
unmediated / Group processes and intergroup relations. — 2013. — Vol.
16, Ne 1. — P. 87-104.

Although transformational leadership (TFL) has been extensively
investigated, the mechanism and process by which perceived TFL exerts its
influence on followers’ social identification development behaviors is
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relatively unexplored. Accordingly, this study proposes a latent growth
model based on social identity theory to address these influences. To test
the proposed model, data were collected by surveying 1,501 employees of
R&D departments at Taiwanese IT firms at multiple points in time over a
10-month period. Therein, we found that as employees perceived more TFL
at Time 1, they were more likely to show increases in social identification
development behaviors over time. Further, increases in social identification
development behaviors demonstrate their positive relationship with task
performance and organizational citizenship development behaviors over
time. My empirical model confirms all of my proposed hypotheses, and
these findings highlight that the potential dynamic consequences of
organization behaviors can lead to employee career development.

Huang, N. C. L. Creating identity and building reputation:
Public relations practices of small businesses in an emerging field: dis.
PhD / N. C. L. Huang; University of North Carolina. — Chapel Hill,
2011. — 241 p. — Text : unmediated.

This dissertation explores the identity and reputation management
activities of small businesses in an emerging field and investigates the
relationship between organizational identity and corporate reputation. The
emerging field chosen as a context for this study was nanotechnology. The
study employed a mixed-methods approach using interviewing and content
analysis methods. First, this study examined how small nanotechnology
firms create identity and build reputation. Interviews were conducted with
23 managers at small nanotechnology firms and 14 other persons who work
with or are familiar with small nanotechnology firms. Thematic analysis of
the interview transcripts found four themes related to identity creation and
four themes related to reputation management. Second, this study identified
challenges and opportunities the firms face in the process of creating
identity and building reputation. Again, using thematic analysis of the
interview transcripts, nine themes related to both challenges and
opportunities emerged. Third, using a customized values instrument, this
study explored the identity-related values the firms expressed in their
corporate materials. The computer analysis of the firms' corporate materials
found that the five most communicated identity values were helpfulness,
ambition, collaboration, innovation, and social recognition. Fourth, the
study investigated the reputation of the nanotechnology firms as represented
in the news media. Findings showed that some of the nanotechnology firms
were more prominent in the news media than others and that all of the firms
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were often held in high esteem by the news media. Additionally, the firms
were most often portrayed as showing prospects for future growth, leading
in innovation, having strong leaders and leaders with clear visions for the
future, and producing high quality products. Qualitative comparison of the
identity values expressed in the corporate materials and the reputation
attributes portrayed in the news articles indicate a relationship exists
between the identity and the reputation of the firms.

Humphrey, A. Transformational leadership and organizational
citizenship behaviors: the role of organizational identification /
A. Humphrey. — Text : unmediated // Psychologist-manager journal. —
2012.—Vol. 15, Ne 4. — P, 247-268.

Through this study the author explores the role of organizational
identification as a mediator of the relationship between transformational
leadership and organizational citizenship behaviors. One hundred twenty
eight employees were administered Bass and Avolio's Multifactor
Leadership Questionnaire Form 5x-Short, Podsakoff and colleagues'
Organizational Citizenship Behavior Scale, and Mael and Ashforth's
Organizational Identification Scale. While transformational leadership did
predict organizational citizenship behaviors, the relationship was not
mediated by organizational identification. In fact, organizational
identification was negatively related to both transformational leadership and
organizational citizenship behaviors. On the other hand, laissez-faire
leadership was positively related to organizational identification and
negatively related to organizational citizenship behaviors. Hogg's social
identity theory of leadership was used to provide a possible explanation for
these unpredicted results.

Ishii, K. Dual organizational identification among Japanese
expatriates: the role of communication in cultivating subsidiary
identification and outcomes / K. Ishii. — Text : unmediated // The
international journal of human resource management. — 2012. — Vol. 23,
Ne 6. —P. 1113-1128.

Dual organizational identification is significant for the success of
multinational corporation (MNC) employees. This study has extended this
research area by examining expatriates of Japan-based MNCs. In addition,
this study has extended the existing identity-matching principle by
incorporating a communication perspective. It investigated the antecedents
and outcomes of subsidiary identification. Self-report survey data from 159
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Japanese expatriates in the USA were analyzed. The results indicated the
significance of local language proficiency in the development of
identification with the subsidiary. In addition, local identification was the
predictor of expatriates' adaptation to the subsidiary. Furthermore, the
results showed that local organizational identification is related to their
stress level in international assignments. These results also supported the
growing view of situation-oriented identification. The follow-up interviews
reinforced these results.

Iyer, V. Identification of accounting firm alumni with their
former firm: antecedents and outcomes / V. Iyer, E. M. Bamber,
R. M. Barefield. — Text : unmediated // Accounting, organizations, and
society. — 1997. — Vol. 22, Ne 3. — P, 315-336.

This research develops and tests a model of the identification of
accounting firms' alumni with their former accounting firm. The model
encompasses (1) both organizational and individual factors associated with
the alumni's identification with their former firm and, in turn, (2) the effect
of alumni identification on the alumni's inclination to benefit their former
firm (i.e. send business to the firm). The results provide insights into the
organizational processes within accounting firms from a perspective not
examined by prior literature, namely the perspective of accounting firm
alumni. The paper's results support the view that alumni are an important
asset for accounting firms. The results also suggest that accounting firms
can manage this asset. Accounting firm policies that operate while alumni
are still employees affect alumni identification, which in turn affects
alumni's inclination to benefit their former firm. In addition, the effort
accounting firms expend maintaining their alumni base is also associated
with alumni's inclination to benefit their former firm.

Jacobs, C. D. Diagnosing organizational identity beliefs by
eliciting complex, multimodal metaphors / C. D. Jacobs, D. Oliver,
L. Heracleous. — Text : unmediated // The journal of applied behavioral
science. —2013. — Vol. 49, Ne 4. — P. 485-507.

The purpose of this article is to extend the organizational
development diagnostics repertoire by advancing an approach that surfaces
organizational identity beliefs through the elicitation of complex,
multimodal metaphors by organizational members. We illustrate the use of
such «Type IV» metaphors in a postmerger context, in which individuals
sought to make sense of the implications of the merger process for the
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identity of their organization. This approach contributes to both constructive
and discursive new organizational development approaches; and offers a
multimodal way of researching organizational identity that goes beyond the
dominant, mainly textual modality.

Janssen, O. Us and me: team identification and individual
differentiation as complementary drivers of team members' citizenship
and creative behaviors / O. Janssen, X. Huang. — Text : unmediated //
Journal of management. — 2008. — Vol. 34, No 1. — P. 69-88.

The authors investigate team identification and individual
differentiation as complementary drivers of team members' citizenship and
creative behavior. As hypothesized, the results of a survey among 157
middle-management team members show team identification to be
positively related to citizenship behavior toward other team members,
whereas individual differentiation is positively associated with creative
behavior. Moreover, citizenship behavior is found to be a mediator that
linked team identification to an individual's effectiveness as a team member,
whereas creative behavior is the mediating link in the relationship between
individual differentiation and individual effectiveness.

Jeong, H. J. The effect of perceived CSR on behavioral
outcomes in contingent work arrangements / H. J. Jeong,
Y. H. Kim, S.Kang [et al.]. — Text : electronic // Academy of
management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2015. — Vol. 2015, Ne 1. — P. 14881.
URL: http://dx.doi.org/10.5465/AMBPP.2015.14881abstract
(mata obpamenus: 08.04.2019).

While hiring of non-standard workers is common in the workplace,
existing research on micro-level corporate social responsibility (CSR)
mainly reflects the perceptions of permanent employees. We empirically
examine the psychological effects of perceived CSR on the behaviors of
contingent workers. Data were collected from drivers who work for
broadcasting firms in South Korea. Our analysis supports the mediating role
of organizational identification in the relationship between perceived CSR
and helping behavior. Our results also show that perceptions of unfairness
mediate the effects of perceived CSR on strike intention. Overall, these
results suggest that organizational activities related to CSR may be effective
for managing behaviors of contingent workers.
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Jetten, J. Changing identity: predicting adjustment to
organizational restructure as a function of subgroup and superordinate
identification / J. Jetten, A. O'Brien, N. Trindall. — Text : unmediated //
British journal of social psychology. — 2002. — Vol. 41, Ne 2. — P. 281-
297.

We investigated a work-team restructure within an organization
obtaining measures before and after the change occurred. Pre-restructure
analyses revealed that, in addition to informational variables, subgroup
identification (work-team) and superordinate identification (organization)
were important predictors of negative feelings towards the restructure. The
more that employees identified with the subgroup, the more negative
feelings they reported about the upcoming change. In contrast, the higher
the identification with the superordinate group, the less negative employees
felt. Longitudinal analysis revealed that compared with the pre-restructure,
post-restructure  levels of work-team identification, organizational
identification, job satisfaction and perceived work-team performance were
significantly lower. Pre-restructure work-team identification was a stronger
predictor of post-restructure job satisfaction than pre-restructure
organizational identification. In addition, it was found that pre-restructure
work-team identification and organizational identification had opposing
effects on post-restructure organizational identification. There was some
evidence that high initial organizational identification protected long-term
organizational commitment.

Jiang, J. Y. Two parallel mechanisms of the relationship
between justice perceptions and employees' citizenship behaviour: a
comparison of the organizational identification and social exchange
perspective / J. Y. Jiang, K. S. Law. — Text : unmediated / European
journal of work and organizational psychology. — 2013. — Vol. 22, Ne 4.
—P. 423-435.

Based on the widely accepted relationship between procedural
justice and organizational citizenship behaviour (OCB), this study examines
and compares two mechanisms—social exchange with organization and
organizational identification, through which employees are motivated to
engage in organizational citizenship behaviour. A total of 152 teachers and
their corresponding peers in a middle school completed the survey. We used
bootstrapping to test our hypotheses. We found that procedural justice
perception of employees is associated with their OCB-I (individual-oriented
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OCB) and OCB-O (organizational-oriented OCB) through two different
mechanisms. Justice perception was related to OCB-I mainly through social
exchange. Meanwhile the effect of justice perception on OCB-O was
mainly channelled through organizational identification of the employees.
Social exchange and identification are two parallel mechanisms, which may
explain the relationship between procedural justice and OCB. However,
their psychological mechanisms are different, which could be manifested in
their relationships to different patterns of citizenship behaviours. On top of
emphasizing various exchanges with employees, organizations should help
employees to form a clear and positive organizational identity so that
employees are proud of being one of its members. This study is the first to
compare directly the effects of social exchange with organizational
identification on employee citizenship behaviours.

Jing, D. Interaction between one's own and others' procedural
justice perceptions and citizenship behaviors in organizational teams: the
moderating role of group identification / D. Jing, C. J. Nam, F. Hashem.
— Text : unmediated // Group dynamics. — 2012. — Vol. 16, Ne 4. — P.
289-302.

Focusing on the social aspects of procedural justice (PJ), we
examine the interaction between one's own and others' PJ perceptions in
organizational teams. The results derived from 183 employees of 21 work
teams indicate that one's own PJ perception is a positive predictor of
helping and creative behavior only when others' PJ perception is low. The
role of others' PJ as a moderator of the relationship between one's own PJ
and helping behavior is stronger when a member's group identification is
low than when it is high. This study reveals an intriguing social-comparison
process involving PJ in organizations.

Jing, E. Employees' organizational embeddedness: the role of
culture / E. Jing, N. Lupton. — Text : electronic // Academy of
management annual meeting proceedings. — Briarcliff Manor, NY
10510: Academy of management. — 2018. — Vol. 2018, Ne 1. — URL:
https://journals.aom.org/doi/10.5465/AMBPP.2018.11020abstract (mata
obpamenns: 08.04.2019).

This study examines how cultural predispositions influence
organizational embeddedness. Previous research has shown that a high level
of embeddedness predicts better job performance, organizational
commitment, citizenship behaviors, and lower voluntary turnover. It is
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therefore useful to understand how organizational embeddedness is
developed. From a survey of 283 full-time employees in the United States
through an online platform, we found empirical support for a majority of
our hypotheses. These findings include that individuals' cultural traits,
reflected by individualism-collectivism, and employees' perceived
organizational identity orientation predict various dimensions of
organizational embeddedness. Hence, employees' cultural perceptions and
their perceptions of organizational environment are both important factors
in developing embeddedness.

Johnson, M. D. Multiple professional identities: examining
differences in identification across work-related targets / M. D. Johnson,
F. P. Morgeson, D. R. Ilgen [et al.]. — Text : unmediated // Journal of
applied psychology. — 2006. — Vol. 91, Ne 2. — P. 498-506.

Although there is a growing literature on organizational
identification, relatively little research has investigated other possible
targets of identification. In a sample of veterinarians working in a wide
range of organizations, the authors compared their identification with the
veterinary profession, their organization, and their workgroup. The authors
found different patterns of identification across these targets depending on
whether the individual (a) worked in a veterinary medicine or nonveterinary
medicine organization and (b) was an owner/partner or an
associate. Owners of veterinary medicine organizations identified more with
the organization than with either the profession or their
workgroup. Associates in veterinary medicine organizations identified more
with  the organization and the workgroup than with the
profession. Veterinarians in nonveterinary medicine organizations identified
more with the profession and their workgroup than with the
organization. Identification with each of the targets provided independent
predictive validity of job satisfaction.

Johnson, S. A. Externalization of employment in a service
environment: the role of organizational and customer identification /
S. A. Johnson, B. E. Ashforth. — Text : unmediated // Journal of
organizational behavior: The international journal of industrial,
occupational and organizational psychology and behavior. — 2008. —
Vol. 29, Ne 3. — P. 287-309.

This study investigates the impact of employment externalization
(in the form of limited-term vs. permanent employment status) on customer-
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oriented service behavior, and how identification processes may help to
resolve the ‘paradox of externalization’ (i.e., organizations relying more on
potentially disenfranchised employees to maintain strong connections with
their customers). Survey data were obtained from 369 sales, service, and
technical support personnel from the Canadian subsidiary of a large
international service organization in the high technology sector.
Organizational and customer identification fully mediate the relationship
between employment status and customer-oriented service behavior.
Additionally, the perceived external image of the organization and the
visibility of one's affiliation with the organization moderate the
relationships between employment status and organizational and customer
identification.

Jones D. A. Does serving the community also serve the
company? Using organizational identification and social exchange
theories to understand employee responses to a volunteerism programme
/ D.A.Jones. — Text : unmediated // Journal of occupational and
organizational psychology. — 2010. — Vol. 83, Ne 4. — P. 857-878.

Little is known about how employees might respond to their
company's socially responsible business practices. Hypotheses derived from
organizational identification and social exchange theories were tested to
explain why employees (N =162) may respond positively to their company's
volunteerism programme, a programme through which employees could
spend time volunteering during their paid work hours. Support was found
for mediated effects suggesting that employees' attitude towards the
volunteerism programme ultimately predicted outcomes (e.g., intentions to
stay) through its effect on organizational identification. Results also showed
that exchange ideology moderated the effects of volunteer-programme
attitudes on supervisor-reported organizational citizenship behaviour
measured 6 months later, suggesting that some employees reciprocate the
benefits they receive from a volunteerism programme.

Kalshoven, K. Why and when does ethical leadership evoke
unethical follower behavior? / K. Kalshoven, H. Van Dijk, C. Boon. —
Text : unmediated // Journal of managerial psychology. — 2016. — Vol.
31, Ne 2. —P. 500-515.

Purpose. In examining whether social exchange or social identity
mechanisms drive the relationship between ethical leadership and unethical
pro-Organizational behavior (UPB), the purpose of this paper is to argue
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that the mechanism linking ethical leadership and UPB varies for different
levels of job autonomy. Design/methodology/approach. Data were
requested from 225 employees in several Dutch organizations, of which 156
questionnaires were returned. The authors used multilevel path analysis in
MPlus to test the hypotheses, which allows for simultaneous estimation of
different regression equations and for testing the significance of indirect
effects. Findings. In line with the hypotheses, results revealed a direct
relationship between ethical leadership and UPB when followers have little
job autonomy. For followers high on job autonomy, the authors found that
ethical leadership relates to UPB via organizational identification. Practical
implications. It is advised to use ethical leadership with care when it
focusses on reciprocity and identification. The results suggest that followers
may be inclined to justify their unethical actions by appealing to the
principle of higher loyalty — believing they are just doing what the
organization wants them to do. Originality/value. Previous research has
used social learning theory to show that ethical leadership is likely to
stimulate and transfer ethical norms and behaviors. The current study
however demonstrates the reciprocal and dark side of ethical leadership, as
the authors found that ethical leadership can encourage UPB for followers
with low job autonomy.

Katrinli, A. Exploring the antecedents of organizational
identification: the role of job dimensions, individual characteristics and
job involvement / A. Katrinli, G. Atabay, G. Gunay [et al.]. — Text :
electronic // Journal of nursing management. — 2009. — Vol. 17, Ne 1. —
P. 66-73. — URL: https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1365-
2834.2008.00941.x (nata obpamenus: 05.05.2020).

Aim: This study aims to identify the antecedents of organizational
identification such as job involvement and job dimensions in a health care
setting. Background: Organizational identification is an important work
attitude that affects nurses' performance and job satisfaction. Hence,
exploring antecedents of organizational identification in a health care
setting is vital in understanding the role of organizational identification in
nurse- and patient-related outcomes. Method: a research model, which
incorporates job design, individual characteristics, job involvement and
organizational identification, was developed and tested. The research was
conducted via a survey in a hospital setting in Turkey (n = 148). Results: the
results revealed that job involvement, which is the degree of importance of
one's job to one's self-image, is related to organizational identification.
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Among job dimensions, task identity and autonomy explained a significant
proportion of variance in job involvement. Conclusion: Although job
dimensions are not directly related to organizational identification, they
have effects on job involvement, which is also an important construct.
Implications for nursing management: the results suggest that nurses' jobs
should be designed with higher levels of task autonomy and task identity to
increase their job involvement and in turn their organizational identification.

Kaya, S. D. Effects of organizational trust on identification in a
university hospital in Turkey / S. D. Kaya, Y. Y. Ileri, A. Yuceler. —
Text : unmediated // Journal of human sciences. — 2017. — Vol. 14, Ne 2.
—P. 2014-2020.

The organizational trust of professionals in the health sector and
the levels of identification with their organizations are significant issues. In
this respect we aimed to determine the levels of trust which employees at a
university hospital in Konya, Turkey (235 employees) feel towards their
organizations and the levels of identification with their organizations, and to
discover the relationship between the levels of their organizational trust and
organizational identification. We conducted our study between April-June
2013 and we used the questionnaire technique. The questionnaire consisted
of demographic questions and organizational trust and organizational
identification scales. The data were arranged in the SPSS and frequency,
descriptive statistics, t test correlation and regression analyses were
performed. As a result of the findings that emerged, the levels of healthcare
employees’ trust in their organization and their identification with it were
found to be high. A statistically significant difference was found by gender
(male have higher average scores than female) between levels of
organizational trust and organizational identification. Moreover, a very high
and positive relationship (89% significance level) was found between
healthcare employees’ trust and the level of identification.

Kellison, T. B. The work attitudes of millennials in collegiate
recreational sports / T. B. Kellison, K. Yu Kyoum, M. J. Magnusen. —
Text : unmediated // Journal of park and recreation administration. —
2013.—Vol. 31, Ne 1. — P. 78-97.

In this study, structural equation modeling of data collected from
522 millennial recreational sports employees representing eight higher
education institutions revealed a range of relationships among motivators
(recognition, job control, shared core values, work itself, work schedule
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flexibility, satisfactory pay rate), member reactions (organizational
identification, job satisfaction), and responses in productivity
(organizational citizenship behavior, investment in work, turnover
intentions). Recognition, job control, and shared core values were
significantly related to organizational identification, and work itself, work
schedule flexibility, and satisfactory pay rate were significantly related to
job satisfaction. With regard to the practical outcomes, organizational
identification was significantly related to organizational citizenship
behavior and investment in work, and job satisfaction was significantly
related to investment in work and turnover intentions (negatively). These
findings suggest human resource management practices may not need
altering to account for intergenerational differences.

Kesen, M. Linking organizational identification with individual
creativity: organizational citizenship behavior as a mediator / M. Kesen.
— Text : unmediated // Journal of Yasar university. —2016. — Vol. 11, Ne
41. - P. 56-66.

This empirical study seeks to add depth and clarity to the research
of individual creativity and combines it with reflections about
organizational identification and organizational citizenship behaviors. The
study results were based on the questionnaire data gathered from 177
employees working in 25 different textile companies in Istanbul, a major
city of Turkey. Results from the current study showed that organizational
identification positively affects individual creativity. Besides, organizational
identification affects all dimensions of organizational citizenship behaviors
which are conscientiousness, sportsmanship, helping and civic virtue.
Furthermore, helping and civic virtue dimensions of organizational
citizenship behaviors were found as mediator variables in the relationship
between organizational identification and employees' creativeness.

Kim, D. An empirical investigation of psychological reactance
to employees' restricted mobility / D. Kim. — Text : electronic //
Academy of management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2016. — Vol. 2016, Ne 1. — P. 13717. —
URL:https://journals.aom.org/doi/abs/10.5465/ambpp.2016.13717abstract
(mata obpamenus: 08.04.2019).

This study begins with the premise that restricted employees'
opportunities for intra organizational mobility influence their psychological
state and performance based on psychological reactance theory (PRT)
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(Brehm, 1966). Referring to the previous conceptual framework of the
psychological reactance model (Dillard & Shen, 2005), we examined
employees' psychological states, attitudes, and behaviors. The results of a
two-wave survey with a sample of 121 employees and 20 team leaders
supported the hypothesized relationship between resistance to restricted
mobility within an organization and burnout. Indeed, burnout had
significant effects on organizational identification, subsequently resulting in
low levels of organizational citizenship behavior assessed by team leaders.

Kim, H. E. The role of mentoring in fostering organizational
and professional identifications in lawyers / H. E. Kim, J. U. Chun,
J.Y. Oh. — Text : electronic / Academy of management proceedings.
— Briarcliff Manor, NY 10510: Academy of management. — 2017. —
Vol. 2017, Ne 1. — P. 13370. — URL: http://dx.doi.org/10.5465/-
AMBPP.2017.13370 abstract (nara oopamenus: 08.04.2019).

This study examined the role of supervisory mentoring on
identification processes in lawyers, which subsequently affect their attitudes
and behaviors at work. Based on social identity theory and social exchange
theory, we examined the indirect effect of supervisory mentoring on extra-
role behavior (OCB) and burnout in lawyers in Korea. Specifically,
organizational identification (OI) and professional identification (PI) were
put forth as the important psychological mechanism through which lawyers
shape their workplace attitudes and behaviors. Results showed that OI
mediated the negative relationship between supervisory mentoring and
burnout. Moreover, PI negatively moderated the OI-burnout relationship,
such that the attenuation of burnout by OI was greater when PI was higher.

Kim, S. Organizational attitudes as precursors to training
performance / S. Kim, H. J. Hahn, J. Lee. — Text : unmediated / Human
resource development quarterly. — 2015. — Vol. 26, Ne 4. — P. 409-429.

In most prior research on training and development, employees'
attitudes toward their organization have been viewed as consequences of
training interventions rather than as antecedents. This study asserts that
affective organizational commitment and organizational identification are
performance predictors of training designed to directly address the
collective interests of the organization. Additionally, we expected that
organizational identification has a stronger positive effect on training
performance than does organizational commitment. To test these
hypotheses, the independent variables were measured in 149 trainees prior
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to the beginning of the training program. Observers' ratings of behavioral
performance were evaluated as the training outcome using an assessment
center method. The analysis showed that organizational identification
significantly predicts training performance, whereas organizational
commitment does not.

Ko, S.-H. Bridging service employees’ perceptions of CSR and
organizational citizenship behavior: the moderated mediation effects of
personal traits / S.-H. Ko, T.-W. Moon, W.-M. Hur. — Text : unmediated
// Current psychology. —2018. — Vol. 37, Ne 4, — P. 816-831.

This study aims to examine how service employees’ perceptions of
corporate social responsibility (CSR) affect their organizational citizenship
behavior (OCB) at work and its mediated link through organizational
identification. Another important purpose of this study is to see whether
personal traits such as gender, age, and work experience moderate the
relationship between the CSR perceptions of service employees and
organizational identification. Using a sample of 250 frontline service
employees at four five-star hotels in South Korea and employing a
mediation model by way of structural equation modeling, we estimated the
moderating effect of three personal traits - gender, age, and work experience
- on the relationship between CSR perceptions of service employees and
organizational identification. The CSR perceptions of service employees
increase their organizational identification, which ultimately increases
OCB. Moreover, organizational identification partially mediates the
relationship between the CSR perceptions of service employees and OCB.
Furthermore, the results of our study show that the positive relationship
between the CSR perceptions of service employees and organizational
identification are moderated by gender, age and work experience.

Koivisto, S. A leader's procedural justice, respect and extra-role
behaviour: the roles of leader in-group prototypicality and
identification / S. Koivisto, J. Lipponen. — Text : unmediated // Social
justice research. —2015. — Vol. 28, No 2. — P. 187-206.

The relational models of procedural justice suggest that a leader's
procedural justice indicates to group members whether they are respected
members of the group or not and that feelings of respect induce subsequent
group-serving behaviour. Importantly, these models also present, and
previous empirical studies show, that a leader's procedural justice conveys
respect-related information most powerfully when the leader is in-group
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prototypical. The present study of 153 employees from 20 children's day-
care centres builds on these assumptions and develops them further. This
study shows that leader in-group prototypicality moderates the relationship
between the leader's procedural justice and group members' feelings of
respect only when group members are highly identified with the group. In
addition, our study reveals that feelings of respect mediate the relationship
between the leader's procedural justice and group members' extra-role
behaviour only if perceived leader in-group prototypicality and group
identification are concurrently at a relatively high level.

Kong, D. T. The pathway to unethical pro-organizational
behavior: organizational identification as a joint function of work
passion and trait mindfulness / D. T. Kong. — Text : unmediated //
Personality and individual differences. — 2016. — Vol. 93. — P. 86-91.

Employees' unethical behavior is largely intended to harm
organizations, but their unethical pro-Organizational behavior (UPB) is
intended to benefit organizations. A prominent force for UPB is
organizational identification (OID), but what determines OID remains
poorly understood. A better understanding of this issue can help employees
and organizations manage UPB. The current research examines how work
passion and trait mindfulness jointly determine OID, which drives UPB. A
field study with 120 U.S. employees demonstrated that mindfulness
moderated the relationships between obsessive passion and OID and
between obsessive passion and UPB, and OID mediated the latter
relationship only when mindfulness was low. Harmonious passion was
positively related to OID, yet not moderated by mindfulness. On the other
hand, perceived organizational support was positively related to OID, and
yet not significantly related to UPB. In order to reduce OID and resultant
UPB, employees can reduce obsessive passion while enhancing trait
mindfulness.

Korschun, D. When and how does corporate social
responsibility encourage customer orientation / D. Korschun,
C. B. Bhattacharya, S. D. Swain. — Text : unmediated / ESMT European
school of management and technology. —2011. — Vol. 11, Ne 5. — P. 1-56.

A study involving a Global 500 company finds that frontline
employees’ perceptions of corporate social responsibility (CSR) can
contribute to their customer orientation (self-rated) and objective job
performance (supervisor-rated) by activating social identification
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processes. Employees identify with the organization based in part on the
extent to which CSR is supported by salient and job-relevant others both
internal and external to the organization. Looking internally, employees
identify with the organization to the extent that they perceive management
to support CSR. Looking externally, employees can identify with customers
(called employee-customer identification) to the extent they perceive
customers to support the company’s CSR. Both effects are enhanced when
employees feel CSR is an important (versus non-important) part of their
self-concept. Organizational identification directly drives job performance
while employee-customer identification contributes to job performance
through its effects on organizational identification and customer orientation.

Kraus, F. Toward a contingency framework of interpersonal
influence in organizational identification diffusion / F. Kraus,
M. Ahearne, S. K. Lam [et al.]. — Text : unmediated // Organizational
behavior and human decision processes. — 2012. — Vol. 118, Ne 2. —
P. 162-178.

Drawing from the social information processing approach, the
authors develop a contingency framework that captures organizational
identification (OI) diffusion through two key interpersonal influencers,
supervisors and expert peers. In two multi-level studies in two countries,
results consistently show that supervisors’ and expert peers are important
influencers of OI diffusion because their Ol is positively related to frontline
employees’ OI. As the focal employee’s organizational tenure increases, the
lateral OI transmission from expert peers grows stronger while the
downward OI transmission from supervisors grows weaker. Work-group OI
diversity weakens both the downward and the lateral transmission. A time-
lagged analysis further validates the temporal order of these processes. Ol in
turn predicts frontline employees’ objective performance.

Kreiner, G. E. Evidence toward an expanded model of
organizational identification / G. E. Kreiner, B. E. Ashforth. — Text :
unmediated // Organizational behavior. — 2004. — Vol. 25, Ne 1. — P. 1-27.

Recent research on organizational identification has called for the
consideration of an expanded model of identification, which would include
a more thorough treatment of the ways an individual could derive his or her
identity from the organization. This paper begins to answer that call by
testing operationalizations of the four dimensions of the expanded model:
identification, disidentification, ambivalent identification, and neutral
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identification. Survey results from 330 employed adults support the
discriminability of the four dimensions. This exploratory study also begins
to establish the criterion-related validity of the model by examining
organizational, job-related, and individual difference variables associated
with the four dimensions of the model, and suggests implications for the
expanded model's strong potential for applications in organizational
identification research.

Kumar, M. Satisfaction of learning, performance, and
relatedness needs at work and employees’ organizational identification /
M. Kumar, H. Jauhari. — Text : unmediated // International journal of
productivity and performance management. — 2016. — Vol. 65, Ne 6. —
P. 760-772.

In today’s scenario when loyalty can no longer be demanded from
employees, the extent of organizational identification (OID) of employees
predicts outcomes of organizational interest. It is therefore essential for
organizations to foster the sense of oneness in employees. Since, need
satisfaction lies at the core of human motivation, the purpose of this paper is
to test if satisfaction of learning, performance, and relatedness needs at
workplace could influence employees’ identification with the organization.
For this study, the authors collected data from 365 professionals
representing diverse work backgrounds and analysed it using structural
equation modelling approach. Results suggest that OID is positively
influenced by satisfaction of these three needs and about 45 per cent of its
variance is explained by these needs.

Lam, L. W. Looking intra-organizationally for identity cues:
whether perceived organizational support shapes employees’
organizational identification / L. W. Lam, Y. Liu, R. Loi. — Text :
unmediated // Human relations. — 2016. — Vol. 69, Ne 2. — P. 345-367.

We propose that employees’ perceptions of intra-organizational
cues are an important factor influencing their identification with their
organizations. Building on self-categorization theory, we examine whether
perceived organizational support influences organizational identification.
We contend that in addition to the mediating effect of affective
commitment, organizational identification also mediates the effect of
perceived organizational support on employees’ extra-role behavior. We
collect perceptions of perceived organizational support, organizational
identification and extra-role behavior information from 363 nurses in China
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using a three-wave data collection method and find empirical evidence to
support most of our hypotheses. We find that collectivism moderates the
indirect effect of perceived organizational support on extra-role behavior
through organizational identification.

Lam, L. W. The identity-based explanation of affective
commitment / L. W. Lam, Y. Liu. — Text : unmediated / Journal of
managerial psychology. —2014. — Vol. 29, Ne 3. — P. 321-340.

Drawing on social identity and self-categorization theories and
building on Meyer and Herscovitch's (2001) work on affective commitment,
this study aimed to examine the relationship between organizational
identification and affective commitment, and the relationships between
these two variables and employees' attitude and behavior. Data were
collected on-site from 158 automobile dealership employees in central
China. Regression analysis and hierarchical linear modeling were used to
analyze the survey data. Organizational identification was positively related
to affective commitment. Affective commitment was negatively related to
turnover intention and positively related to job performance. Affective
commitment mediated the relationship between organizational identification
and turnover intention, but did not mediate the relationship between
organizational identification and job performance.

Lasrado, F. Social identity and environmental citizenship in
multinational corporations: an exploratory investigation and future
research directions / F. Lasrado, B. Arora. — Text : unmediated // Social
identities. — 2018. — Vol. 24, Ne 5. — P. 624-646.

Adapting to a ‘green’ agenda requires active engagement of all
relevant stakeholders such as societies, national, international and
multinational corporations. Within organizations, leaders need to create a
conducive organizational culture and identity to inculcate prosocial
behaviours for becoming environmentally sensitive and responsible among
employees through environmental citizenship. It can be argued that
environmental citizenship among employees can enhance an organization’s
environmental performance and impacts. Linking the notions and theories
of social identity and environmental citizenship, this exploratory study
examines the perceptions, attitudes and values of managers on engaging
employees in green involvement. We also explore the organizational factors
that were implemented across the workplace and its underpinning
sustainable strategies for green engagement with an overarching research
question: How can organizations promote green behaviour and identity
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among employees and engage them in meeting green targets for
organizations? We employed a qualitative method by designing a focus
group study. Our findings help us explore factors for promoting a social
identity and environmental citizenship in business organizations and to
understand specific methods that motivate green behaviours among
employees, so that a culture and identity of being green becomes prominent
and extends to the homes and wider society of employees.

Law, K.S. Employee corporate volunteering, organizational
identification and work outcomes / K. S. Law, M. J. Zhang, Y. N. Li
[et al.]. — Text : electronic / Academy of management proceedings. —
Briarcliff Manor, NY 10510: Academy of management. — 2018. —
Vol. 2018, Ne 1. — P. 18214. — URL: http://dx.doi.org/10.5465/-
AMBPP.2018.18214abstract (naTa ooparenus: 08.04.2019).

Although companies are increasingly adopting volunteering
programs as a form of corporate social responsibility, studies are lacking on
the antecedents, consequences, and contingencies of employee participation
in corporate volunteering programs. In response, we explore the questions
of why some employees actively volunteer in corporate volunteering
programs while others do not and how and when employees' corporate
volunteering engagement influence their organizational outcomes. Using a
three-wave cross-lagged panel design with a sample from a large chain
store, we found the reciprocal relationship between organizational
identification and participation in corporate volunteering programs.
Furthermore, our results showed that a sense of pressure to participate in
corporate volunteerism weakened the positive effect of corporate
volunteerism participation on organizational identification, and work
outcomes including job performance and organizational citizenship
behaviors.

Leach, C.W. Group-level self-definition and self-investment:
a hierarchical (multicomponent) model of in-group identification /
C.W. Leach, M. van Zomeren, S. Zebel, M.L.W. Vliek,
S.F. Pennekamp, B. Doosje, J.W. Ouwerkerk, R. Spears. — Text :
unmediated // Journal of personality and social psychology. — 2008. —
Vol. 95, No 1. — P. 144-165.

Recent research shows individuals' identification with in-groups to
be psychologically important and socially consequential. However, there is
little agreement about how identification should be conceptualized or

117



measured. On the basis of previous work, the authors identified 5 specific
components of in-group identification and offered a hierarchical 2-
dimensional model within which these components are organized. Studies 1
and 2 used confirmatory factor analysis to validate the proposed model of
self-definition (individual self-stereotyping, in-group homogeneity) and
self-investment (solidarity, satisfaction, and centrality) dimensions, across 3
different group identities. Studies 3 and 4 demonstrated the construct
validity of the 5 components by examining their (concurrent) correlations
with established measures of in-group identification. Studies 5-7
demonstrated the predictive and discriminant validity of the 5 components
by examining their (prospective) prediction of individuals' orientation to,
and emotions about, real intergroup relations. Together, these studies
illustrate the conceptual and empirical value of a hierarchical
multicomponent model of in-group identification.

Leavitt, K. Asking about well-being gets you half an answer:
intra-individual processes of implicit and explicit job attitudes /
K. Leavitt, C. T. Fong, A. G. Greenwald. — Text : unmediated // Journal
of organizational behavior. — 2011. — Vol. 32, Ne 4. — P. 672-687.

Job attitudes, as indicators of well-being, vary within individuals
across cognitive processes and not just time. Research on employee well-
being has relied primarily on self-reported measures of explicit job and life
attitudes. Our work takes a different perspective on this issue by examining
the role of implicit attitudes regarding one's organization, coworkers, and
supervisor as indicators of well-being. Implicit attitudes are automatic,
introspectively inaccessible, and predict behavior in socially sensitive
contexts in which self-report measures may be impaired by impression
management. The results of a field study demonstrate that implicit and
explicit job attitudes reflect relatively independent intra-individual
processes. Additionally, this study demonstrates that job performance and
citizenship behaviors are best predicted by a combination of implicit and
explicit job attitudes, and that a dissociation between implicit and explicit
attitudes impacts organizational identification.

Lee, E.-S. Identification through socialization: evidence
from a Korean company's newcomer training program / E.-S. Lee. —
Text : electronic // Paper presented at the “Organizational behavior”
conference paper abstracts. — Academy of management annual
meeting proceedings. — 2010. — Vol. 2010, Ne 1. — P. 66. — URL:
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http://dx.doi.org/10.5465/AMBPP.2010.54503774 (mara oOpare-
must: 08.04.2019).

Using multi-methods, this paper explores the process of
organizational identification in an early socialization context, a newcomer
training program in a Korean company. Interviews with trainers showed
that the organization uses institutionalized socialization tactics that seek to
impose an organizationally espoused identity on newcomers, thereby
imbuing organizational identification. Interviews with trainees showed that
an individual’s organizational identification is generated through a twofold
process—cognitive path and affective path. Subsequent quantitative
analysis with longitudinal survey data from trainees confirmed this process
of organizational identification. It also revealed that mentor identification,
overlapping both paths, plays a significant role in increasing organizational
identification, but this is not necessarily true for team identification.

Lehr, J. K. Motivation, organizational identification, and
experiences of the quality examiner / J. K. Lehr, R. E. Rice. — Text :
unmediated // Quality management journal. — 2002. — Vol. 9, Ne 1. —
P. 63-90.

This article analyzes factors that influence a person's decision to
become a quality examiner. Basic motivational needs, organizational
identification, and demographic measures were the primary conceptual
factors used in this study. Survey responses from examiners of Johnson &
Johnson's Signature of Quality process and other employees showed that (1)
personal motivations for becoming an examiner were predominately self-
actualization and belongingness, with some pragmatic emphasis on
improving quality in one's organization or unit, (2) people underestimated
the amount of time and energy required, and the value, and
comprehensiveness of the experience, (3) the best aspects of training
included hands-on experience, excellence criteria, case study, and learning
from other examiners, and (4) the best aspects of the examiner process were
interactions with other examiners and the applicant company
employees. The only aspects significantly associated with higher
organizational identification were more years working with the organization
and a greater perception of the usefulness of the process for improving
businesses.

Leonardelli, G. J. Perceiving expatriate coworkers as
foreigners encourages aid: social categorization and procedural justice
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together improve intergroup cooperation and dual identity /
G.J. Leonardelli, T. S. Min. — Text : unmediated // Psychological
science. —2011. — Vol. 22, Ne 1. - P.110-117.

We propose that social categorization can encourage particular
forms of intergroup cooperation because it differentiates a group in need
from a group that can give aid. Moreover, social categorization is most
likely to occur when individuals perceive procedural justice (i.e., fair
treatment) from authorities in a superordinate group that includes the
individuals’ subgroup. Two field studies investigating relations between
local and foreign coworkers tested not only this prediction, but also whether
high social categorization and procedural justice would yield a dual identity,
in which group members identify simultaneously with their social category
and the superordinate group. Both studies supported our predictions: Local
employees engaged a dual identity and offered knowledge to aid a foreign
coworker’s adjustment more often when local-foreign categorization and
procedural justice from organizational authorities were high than when
these variables were low.

Li, J. Leader-member exchange and leader identification:
comparison and integration / J. Li, S. Furst-Holloway, S. S. Masterson
[et al.]. — Text : unmediated // Journal of managerial psychology. —
2018. - Vol 33, Ne 2. — P. 122-141.

The purpose of this paper is to compare and integrate leader-
member exchange (LMX) and leader identification (LID) as concurrently
functioning mediators between three leadership styles (individual-focused
transformational, contingent reward, and benevolent paternalistic) and two
citizenship behaviors (helping and taking charge). Chinese organizations.
Partial least squares structural equation modeling and relative weight
analysis were used in data analyses. In established, steady-state leader-
member alliances, LMX was the dominant explanation between various
leadership styles and helping; whereas LID explained leadership effects on
taking charge. Three-stage indirect effects of leadership-LMX-LID-taking
charge were found. Also, LMX and LID related to the three focal leadership
styles in distinct ways.

Li, J. Not all transformational leadership behaviors are equal:
the impact of followers’ identification with leader and modernity on
taking charge / J. Li, S. Furst-Holloway, L. Gales [et al.]. — Text :
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unmediated // Journal of leadership and organizational studies. — 2017. —
Vol. 24, Ne 3. — P. 318-334.

This study investigates how each dimension of transformational
leadership directly and indirectly influences followers’ change-oriented
behaviors. Using a sample of 329 independent leader—follower dyads from a
wide range of Chinese organizations, we examine followers’ identification
with leader as an intervening variable between the four dimensions of
transformational leadership («core» transformational behaviors, high-
performance expectations, individualized support, and intellectual
stimulation) and followers’ taking charge behaviors. Results showed that
intellectual stimulation had the highest relative effect size that was largely
due to its direct effect on taking charge. Individualized support only exerted
a significant indirect effect. Additionally, the negative direct and positive
indirect effects of high-performance expectations rendered its total effect
nonsignificant. Furthermore, the direct, indirect, and total effects of «core»
transformational behaviors were nonsignificant. We also found that
followers’ value of modernity moderated the effect of identification with
leader on taking charge. The indirect effects of intellectual stimulation,
individualized support, and high-performance expectations were significant
when modernity was high but nonsignificant when it was low.

Lieh-Ching, C. The impact of relationship conflict on job
satisfaction, organizational identification, and loyalty behavior / C. Lieh-
Ching, K. Kai-Hsien. — Text : unmediated // Global business and
international management conference. — 2013. — Vol. 6, Ne 3. — P. 40-46.

Conflict occurs over a number of situations, the complexity of the
corporate sector, the increasing interaction among employees, and the
differences in the staff's background, values, job responsibilities, positions,
standpoints, and interests. The relationship conflict caused by interpersonal
incompatibility or discordance tends to affect the feelings of the parties
involved working environment, such as, job satisfaction, organizational
identification, and loyalty behavior towards the organization. Based on the
empirical analysis of the correlations between employees' relationship
conflict, job satisfaction, organizational identification, and loyalty behavior,
this study attempt to ascertain 1) the correlation between employees'
relationship conflict and job satisfaction; 2) the correlation between
employees' relationship conflict and organizational identification; 3) the
correlation between employees' relationship conflict and loyalty behavior;
4) the impact on organizations via employees' relationship conflict so that

121



enterprises can understand and manage their employees' relationship
conflict with caution, thus boosting their job satisfaction, and organizational
identification and loyalty.

Lin, B. How underemployment benefits: the curvilinear
mediated moderation mechanism of task crafting / B. Lin, K. S. Law,
J. Zhou. — Text : electronic //Academy of management proceedings. —
Briarcliff Manor, NY 10510: Academy of management. — 2014. —
Vol. 2014, Ne 1. — P. 12624. — URL: https://doi.org/10.5465/-
ambpp.2014.12624abstract (nara odpaienus: 08.04.2019).

Drawing on job crafting perspective, we theorized an integrative
model linking perceived underemployment to three behavioral outcomes,
creative performance, organizational citizenship behavior and destructive
deviance. Using data collected from two sources (327 teachers and their
immediate supervisors) via a three-wave time-lagged research design, we
found support to our hypothesis that the joint effect of perceived
underemployment and organizational identification on task crafting was
curvilinear. When the teachers' organizational identification was high rather
than low, they engaged in more task crafting for the organization at
intermediate levels of perceived underemployment (an inverted U shape).
Further, task crafting in turn positively related to creative performance and
organizational citizenship behavior but negatively to organization deviance,
indicating a curvilinear mediated moderation mechanism as a whole.

Lin, B. Why is underemployment related to creativity and
OCB? A task-crafting explanation of the curvilinear moderated
relations / B. Lin, K. S. Law, J. Zhou. — Text : electronic //
Academy of management journal. —2017. — Vol. 60, Ne 1. — P. 156-
177. — URL: https://doi.org/10.5465/am;j.2014.0470 (mara 06-
pamenust: 08.04.2019).

Based on the job-crafting perspective, we theorized a serial
curvilinear mediated moderation model that links underemployment to two
outcomes that benefit the organization: creativity and organizational
citizenship behavior. A three-waved time-lagged survey of teachers and a
field study of technical workers provided convergent support for this model.
In Study 1, using data from 327 teachers and their immediate supervisors,
we found support for our hypotheses that perceived underemployment had
an inverted U-shaped relationship with task crafting and that this
relationship was moderated by organizational identification. When the
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teachers' organizational identification was high, they engaged in more task
crafting for the organization at intermediate levels of perceived
underemployment. We also found that task crafting was positively related to
creativity and organizational citizenship behavior. In Study 2, the
simulation tasks for 297 technical workers provided convergent evidence
for the idea that objective underemployment indirectly influences objective
task crafting through perceived underemployment with the inverted U-
shaped path from perceived underemployment to task crafting.

Lin, C. S. Pseudo-transformational leadership is in the eyes of
the subordinates / C.-S. Lin, P.-C. Huang, S.-J. Chen [et al.]. — Text:
unmediated // Journal of business ethics. — 2017. — Vol. 141, Ne 1. — P.
179-190.

Based on attribution theory, this research defines pseudo-
transformational leadership to be driven by the interaction between
transformational leadership and the subordinates’ perception of their
supervisor’s manipulative intention. We investigate the effects of pseudo-
transformational  leadership on contextual performance through
organizational identification. The results of hierarchical linear modeling
using a sample of 214 subordinates reporting to 66 supervisors show that
when subordinates perceive that their supervisor has a high level of
manipulative intention, the impact of group-level transformational
leadership on the subordinates will be reduced. More specifically, when
subordinates perceive the manipulative intention of transformational
leadership, they are less likely to identify with the organization, which
ultimately limits their willingness to demonstrate contextual performance
activities.

Lin, X. What signals does procedural justice climate convey?
The roles of group status, and organizational benevolence and integrity /
X. Lin, K. Leung. — Text : unmediated // Journal of organizational
behavior. — 2014. — Vol. 35, Ne 4. — P. 464-488.

We propose and test a theoretical framework to explore why and
how procedural justice climate influences individual behaviors after
controlling for the influence of individual justice perception. Two types of
symbolic information conveyed by procedural justice climate are
considered. We argue that procedural justice climate reflects the status of or
respect for a justice recipient, a work unit within an organization in our
context, which then influences the identification of its members with the
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work unit. Procedural justice climate also reflects the moral attributes of a
justice actor, herein an organization, which then influences organizational
identification and perceived job security. Consistent with these arguments,
results showed that perceived respect for the work unit mediated the
relationship between procedural justice climate and identification with the
work unit, and both perceived organizational benevolence and integrity
mediated the relationship of procedural justice climate with organizational
identification and job security. The two types of social identification and
perceived job security were related to several outcome variables differently.

Lipponen, J. Perceived procedural justice and employee
responses to an organizational merger / J. Lipponen, M. E. Olkkonen,
M. Moilanen. — Text : unmediated / European journal of work and
organizational psychology. — 2004. — Vol. 13, Ne 3. — P. 391-413.

This study investigated the effects of procedural justice perceptions
on employee responses to an organizational merger. On the basis of
research on organizational justice and the social psychological theory of
intergroup relations, our main hypothesis was that perceived justice of the
merger implementation is positively related to post-merger organizational
identification and perceptions of common ingroup identity. post-merger
identification and common ingroup identity, in turn, were hypothesized to
be related to positive attitudes towards the employees of the merger partner
and to extra-role behaviour. Results based on a sample of 189 employees
from a merged organization indicated partial support for our hypotheses.

Lipponen, J. Subgroup identification, superordinate
identification and intergroup bias between the subgroups / J. Lipponen,
K. Helkama, M. Juslin. — Text : unmediated // Group processes and
intergroup relations. — 2003. — Vol. 6, Ne 3. — P. 239-250.

The primary aim of this study was to investigate the effects of
subgroup and superordinate identification on intergroup differentiation
between the subgroups. Hypotheses based on the social identity approach
were formed and tested in two samples gathered from the same Finnish
shipyard: Sample 1 consisted of the employees of 20 different
subcontractors working at the shipyard, and Sample 2 consisted of the
shipyard's own workforce. The results from Sample 1 supported the idea
that subgroup identification (identification with the subcontractor) is
positively related to ingroup bias, and superordinate identification
(identification with the shipyard) is negatively related to ingroup bias
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toward other subgroups under the same superordinate category
(shipyard). Among the shipyard's own workers (Sample 2), in turn,
identification with the shipyard was significantly related to increased levels
of ingroup bias toward the subcontractors working there. The results, thus,
indicate that the positive effects of superordinate identification on subgroup
relations may be limited to only some of the subgroups.

Liu, B. The psychological mechanisms of public service
motivation: a two-wave examination / B. Liu, J. L. Perry. — Text :
unmediated // Review of public personnel administration. — 2016. — Vol.
36, Ne 1. — P. 4-30.

To explore the psychological mechanism of public service
motivation (PSM), we used a time-lagged design to examine the mediating
effects of organizational identification on the relationship between PSM and
work attitudes (i.e., job satisfaction) and behavior (i.e., community
citizenship behavior). A two-wave study of 241 public servants from
District A of a large metropolitan city in Eastern China was conducted.
Controlling job security and demographic variables, results from a structural
equation modeling showed the relationship between public service
motivation and job satisfaction and the relationship between public service
motivation and community citizenship behavior were partially mediated by
organizational identification. Results also demonstrated that in comparison
with job security, public service motivation contributed more to community
citizenship behavior than job satisfaction.

Liu, Z. Leadership style and employee turnover intentions: a
social identity perspective / Z. Liu, Z. Cai, J. Li [et al.]. — Text :
unmediated // Career development international. — 2013. — Vol. 18, Ne 3.
—P. 305-324.

The purpose of this research is to study how an approach of
culturally-specific human resource management (HRM) should moderate
the relationship between leadership style and employee turnover.
Questionnaire data were collected from firms in both Shenzhen and Hong
Kong. The subjects are 190 leader/member dyads (111 (58 percent) were
from mainland China (i.e. Shenzhen), and 79 (42 percent) were from Hong
Kong). Hierarchical regression model is adopted to test the hypotheses.
Collecting empirical data from firms in different regions of China, it was
found that a leadership style, i.e. leader-member exchange (LMX), can have
a significant effect on employee turnover. Moreover, the effect of LMX can
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be moderated by the C-HRM-oriented HRM (C-HRM) approach. The paper
concludes with a discussion of the implications of the findings to academic
researchers and practitioners. There exist both the direct effect and
interactive effect of LMX on employees’ organization identity, which in
turn affects their turnover. Moreover, collectivism-oriented HRM (C-HRM)
moderates the relationship between LMX and employees’ organization
identity. Other conditions being equal, the higher the C-HRM, the stronger
is the positive relationship between LMX and organization identity.

Ma, B. Job security and work performance in Chinese
employees: the mediating role of organizational identification / B. Ma,
S. Liu, D. Liu [et al.]. — Text : unmediated // International journal of
psychology. —2016. — Vol. 51, Ne 2. — P. 123-129.

This research focuses on investigating whether organizational
identification mediates the effects of job security on in-role behaviour and
extra-role behaviour and how these mediation mechanisms differ according
to gender. Through analysing 212 supervisor-subordinate dyads from a
Chinese air transportation group, the research indicated that organizational
identification partially mediated the effect of job security on in-role
behaviour and fully mediated the effect of job security on extra-role
behaviour. A multi-group analysis also showed that there were significant
differences between male and female employees in these relationships. In
addition, moderated mediation analyses showed that gender moderated the
indirect effects of job security on in-role behaviour and extra-role behaviour
through organizational identification.

Madjar, N. Factors for radical creativity, incremental
creativity, and routine, noncreative performance / N. Madjar,
E. Greenberg, Z.Chen. — Text : unmediated // Journal of applied
psychology. —2011. — Vol. 96, Ne 4. — P. 730-743.

This study extends theory and research by differentiating between
routine, noncreative performance and 2 distinct types of creativity: radical
and incremental. We also use a sensemaking perspective to examine the
interplay of social and personal factors that may influence a person's
engagement in a certain level of creative action versus routine, noncreative
work. Results demonstrate that willingness to take risks, resources for
creativity, and career commitment are associated primarily with radical
creativity; that the presence of creative coworkers and organizational
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identification are associated with incremental creativity; and that conformity
and organizational identification are linked with routine performance.

Mael, F. A. Alumni and their alma mater: a partial test of the
reformulated model of organizational identification / F. A. Mael,
B. E. Ashforth. — Text: unmediated // Journal of organizational behavior.
—1992. - Vol. 13, Ne 2. — P. 103-123.

Organizational identification is defined as a perceived oneness with
an organization and the experience of the organization's successes and
failures as one's own. While identification is considered important to the
organization, it has not been clearly operationalized. The current study tests
a proposed model of organizational identification. Self-report data from 297
alumni of an all-male religious college indicate that identification with the
alma mater was associated with: (1) the hypothesized organizational
antecedents of organizational distinctiveness, organizational prestige, and
(absence  of) intraorganizational — competition, but not  with
interorganizational competition, (2) the hypothesized individual antecedents
of satisfaction with the organization, tenure as students, and sentimentality,
but not with recency of attendance, number of schools attended, or the
existence of a mentor, and (3) the hypothesized outcomes of making
financial contributions, willingness to advise one's offspring and others to
attend the college, and participating in various school functions.

Mael, F. A. Identifying organizational identification /
F. A. Mael, L. E. Tetrick. — Text : unmediated // Educational and
psychological measurement. — 1992. — Vol. 52, Ne 4, — P. 813-824.

Identification with a psychological group or organization (IDPG) is
defined as the perception of sharing experiences of a focal group and
sharing characteristics of the group's members. IDPG is conceptually
distinct from the related concept of organizational commitment. In the
present study with 263 employed persons, IDPG was shown to be
empirically distinct from organizational commitment. In addition, IDPG
was shown to have significantly less overlap than commitment with three
related concepts: job satisfaction, organizational satisfaction, and job
involvement.

Mael, F. A. Loyal from day one: biodata, organizational
identification, and turnover among newcomers/ F. A. Mael,
B. E. Ashforth. — Text : unmediated // Personnel psychology. — 1995. —
Vol. 48, Ne 2. — P. 309-333.
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Investigated the extent to which biodata predisposed new recruits
to identify with the US Army and the extent to which these biodata and
organizational identification (OID) predicted subsequent attrition from the
Army. Biodata correlates of OID were assessed with 2,535 male recruits.
Four biodata factors emerged: activities involving outdoor work or
pastimes; a dependable, nondelinquent lifestyle reflecting socialization to
institutional expectations; a general preference for group attachments; and
diligent involvement in intellectual pastimes. Results with a subset of 1,082
Ss revealed that both OID and the biodata antecedents predicted subsequent
attrition across 6 time periods spanning 6 to 24 months and also revealed
relatively high OID among the recruits. These findings support what social
identity theory researchers have demonstrated: simple designation as part of
an organization can engender almost immediate in-group identification.

Mak, A. K. Y. Adopting an identity-centered model in
assessing and managing reputation: a case study in PeaceHealth group:
dis. PhD / A. K. Y. Mak; University of Oregon, School of journalism
and communication. — Oregon, 2004. — Text : unmediated.

This study aims to analyze the specific dimensions of an
organization's reputation by adopting Whetten and Mackey's (2002)
tripartite relationship model in identity, reputation, and identification.
PeaceHealth Medical Group was used as an example to assess its reputation
held by a sample of key stakeholder groups through the lens of
organizational identity. An elite interview with the Chief Executive Officer
was first conducted to identify the four key identity attributes of PHMG.
They were (1) mission statement set forth by the Catholic sisters, (2) quality
leader, (3) patient-centered facility with compassionate care, and (4)
regional medical center. Three hundred and twenty five respondents from
various organizational member groups (i.e., nurses, medical technologists,
support staff, physicians, Oregon Medical Lab employees, and others)
evaluated the identity attributes, their strength of the identification as well
as their affective and continuance commitment toward PHMG. Focus
groups and individual interviews were then conducted to examine the
current-versus-ideal reputation of PHMG among different internal and
external stakeholder groups. The groups consisted of donors, volunteers,
community leaders, local community, media, support staff, nurses, doctors
and the control group. Results showed that PHMG had a relatively strong
identity shared to a greater or lesser extent among its organizational
members. For example, support staff had higher ratings on both its current
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and ideal identity than nurses and doctors. The front line staff had weaker
identification and lower level of affective commitment than other
employees. The overall reputation of PHMG were (1) quality of service, (2)
monopolistic image, and (3) new hospital project or competition with
McKenzie Willamette Hospital. However, they defined PHMG's reputation
differently based on their quality of relationships with PHMG. Also, the
way(s) in which the external stakeholders perceived PHMG's reputation
would affect the strength of identification and level of affective
commitment of its employees.

Marique, G. Identification to proximal targets and affective
organizational commitment / G. Marique, F. Stinglhamber. — Text:
unmediated // Journal of personnel psychology. — 2011. — Vol. 10, Ne 3.
—P.107-117.

The present study aims to investigate the contribution of
identification to proximal targets in the prediction of affective
organizational commitment. Using three sets of cross-sectional data, we
found that organizational identification mediates the impact of both
occupational and workgroup identification on affective organizational
commitment. We also examined the relationship between organizational
identification and affective organizational commitment and their effects on
two of their common outcomes, that is, job satisfaction and turnover
intentions. Our results showed that affective organizational commitment
mediates the effect of organizational identification on job satisfaction and
turnover intentions.

Marique, G. The relationship between perceived
organizational support and affective commitment: a social identity
perspective / G. Marique, F. Stinglhamber, D. Desmette [et al.]. — Text
: unmediated // Group and organization management. — 2013. —
Vol. 38, Ne 1. — P. 68-100.

The present research examines how the social identity perspective
contributes to a better understanding of the relationships between perceived
organizational support, affective commitment, and employees’ performance
at work. Using a sample of 253 employees from an engineering company,
Study 1 found that organizational identification partially mediates the
relationship between perceived organizational support and affective
commitment. The results of Study 1 also indicated that the relationship
between perceived organizational support and organizational identification
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is moderated by organizational prestige. In Study 2, using a sample of 179
postal employees, the authors replicated the mediating role of organizational
identification in the relationship between perceived organizational support
and affective commitment and found that affective commitment mediates
the relationship between organizational identification and supervisor’s
ratings of extra-role performance.

Marstand, A. F. Multiple identifications and citizenship
behaviors at work: cross-lagged and mediation effects /
A.F. Marstand, O. Epitropaki, R. Martin — Text : electronic //
Academy of management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2018. — Vol. 2018, Ne 1. — P. 10758. —
URL: http://dx.doi.org/10.5465/AMBPP.2018.10758abstract ~ (mara
obpamenus: 08.04.2019).

The present study extends prior research on leader identification
and organizational identification by examining the potential bidirectional
relationship between the two types of identification. Cross-lagged analyses
of two-time data from a sample of 282 employees showed that leader
identification (Time 1) affected organizational identification (Time 2)
whereas the reverse relationship was not supported. Furthermore, we
explored the mediating role of organizational identification on the
relationship between leader identification and organizational citizenship
behavior (OCB). Results of our analyses showed that organizational
identification (Time 2) fully mediated the positive effect of leader
identification (Time 1) on OCB (Time 2). Overall, the study highlights the
importance of research examining multiple identifications foci when
examining social identification in the workplace.

Martin, R. Role of organizational identification on implicit
leadership theories (ILTs), transformational leadership and work
attitudes / R. Martin, O. Epitropaki. — Text : unmediated // Group
processes and intergroup relations. — 2001. — Vol. 4, Ne 3. — P. 247-262.

This investigation explores the effects of organizational
identification on employees’ Implicit Leadership Theories (ILTs) and the
perception of leader behaviors. The study involved a cross-sectional survey
of 439 employees from seven companies based in South Wales.
Respondents completed two questionnaires that measured their
organizational identification, ILTs, recognition of ILTs in their manager,
manager’s leadership behaviors (transactional and transformational), and
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psychological reactions (job satisfaction, well-being, and turnover
intentions). The level of organizational identification did not affect the
prototype of an ideal work-based leader. However, high organizational
identification was associated with more positive ratings on the actual
manager, the extent to which their manager displayed transactional and
transformational behaviors, and with more positive psychological reactions
to work. Employees high in organizational identification based their
judgments of their leader’s transactional and transformational behaviors on
the extent to which they recognized their leader as possessing leadership
traits. However, those low on organizational identification allowed their
prototype of their ideal leader to bias their judgment of their actual leader’s
behavior. Finally, there was partial support for the augmenting hypothesis
(that transformational leadership would predict additional variance in
psychological outcomes above that predicted by transactional leadership)
for those high in organizational identification but not for those low in
organizational identification.

Maxham III, J. G. The retail value chain: linking employee
perceptions to employee performance, customer evaluations, and store
performance / J. G. Maxham III, R. G. Netemeyer, D. R. Lichtenstein. —
Text : unmediated / Marketing science. — 2008. — Vol. 27, Ne 2. — P.
147-167.

The authors test a value chain model entailing a progression of
influence from retail employee job perceptions — retail employee job
performances — customer evaluations — customer spending and
comparable store sales growth. The authors test the model using three
matched samples of 1,615 retail employees, 57,656 customers, and 306
stores of a single retail chain. The authors find that three retail employee job
perceptions (conscientiousness, perceived organizational justice, and
organizational identification) have main and interactive effects on three
dimensions of employee job performance (in-role performance, extra-role
performance toward customers, and extra-role performance toward the
organization). In turn, these performance dimensions exert influence on
customer evaluations of the retailer (a satisfaction, purchase intent, loyalty,
and word-of-mouth composite). The authors also show that employee
perceptions exert a direct influence on customer evaluations, and that
customer evaluations affect retail store performance (customer spending and
comparable store sales growth). Finally, the authors conduct some simple
simulations that show: (1) how changes in employee perceptions may raise
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average employee performances; (2) how changes in employee
performances enhance average customer evaluations; and (3) how changes
in customer evaluations raise average customer spending and comparable
store sales growth. The authors then show that employee job perceptions
and performances "ripple thru the system" to affect customer spending and
store sales growth.

McPhee, D. Smudging, connecting, and dual identities: case
study of an aboriginal ERG / D. McPhee, M. Julien, D. Miller [et. al]. —
Text : unmediated // Personnel review. — 2017. — Vol. 46, Ne 6. — P.
1104-1119.

Drawing upon the theoretical concept of social identities, the
purpose of this paper is to investigate if an aboriginal employee resource
group (ERG) helps to improve connectedness between the participants of
the ERG and the organization in a Canadian context. Qualitative research
was used to interview 13 members of this ERG situated within a large
Canadian bank. The ERG created a positive experience for its members. It
provided a bridge between the aboriginal identity and the organizational
identity. Those who were part of the ERG felt that it encouraged them to
bond to their cultural identity and that it also generated affirmative
connections to the organization.

Meleady, R. Take it to the top: Imagined interactions with
leaders elevates organizational identification / R. Meleady, R. J. Crisp. —
Text : unmediated // The leadership quarterly. — 2017. — Vol. 28, No 5. —
P. 621-638.

Organizational identification is an important predictor of
workplace behavior. The more strongly an individual identifies with their
employing organization, the more motivated they will be to behave in ways
that promote its success. In this paper we develop a new approach to
fostering organizational identification based on principles of mental
simulation. Across seven experiments we demonstrate that imagining
positive contact with an organizational leader increases identification with
the organization they represent. Experiments 1A, 1B, 2A, 2B, 3A and 3B
replicated the basic effect against progressively varied control conditions,
utilizing both scenario and field experiments. Experiment 4 demonstrated
that as a consequence of heightened organizational identification following
the imagined contact task, participants reported greater intentions to engage
in organizational citizenship behaviors.
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Michel, A. I scratch your back—you scratch mine. Do
procedural justice and organizational identification matter for
employees' cooperation during change? / A. Michel, R. Stegmaier,
K. Sonntag. — Text : unmediated // Journal of change management. —
2010. - Vol. 10, Ne 1. — P. 41-59.

Employee cooperation is fundamental for accomplishing successful
organizational change processes. Therefore, it is important to understand
how employees' cooperation can be supported in the context of
organizational change. Based on the group engagement model, we
hypothesized how procedural justice affects organizational identification
which in turn should have an affect on employees' cooperation (commitment
to change, values-congruence fit, and change-supporting behavior) in the
context of organizational change. To test the fit of the proposed model,
structural equation models were calculated using both cross-sectional (N =
315) and longitudinal (N=110) data of academic staff at a German
university. Results indicated adequate data fit to our proposed model and
revealed that organizational identification mediated the positive effects of
procedural justice on affective commitment to change and values-congruence
fit. The assumed mediating effect of organizational identification on the
positive relationship between procedural justice and change-supporting
behavior could only be supported using cross-sectional data.

Millar, M. The effect of CSR reporting requirements and
organizational identification on financial misreporting / M. Millar. —
Text : unmediated // Unpublished ProQuest information and learning,
US. -2017.

Reporting on CSR activities has become the norm rather than the
exception among the largest companies in the world, and the regimes under
which these companies report vary widely in the degree of regulations over
this reporting. Despite this prevalence and variety of CSR reporting,
relatively little is understood about how it affects other areas of the business
such as financial reporting. In this study, I investigate the conditions under
which voluntarily reporting on CSR activities can have the unintended
consequence of morally licensing firm employees to misreport more in
financial disclosures. Specifically, I find that the strength of the employees'
identification with the organization moderates the effect of the CSR
reporting requirement on the degree of financial misreporting. When the
organization voluntarily reports on CSR, rather than reporting in

133



compliance with a mandate, weakly identified employees misreport more.
This misreporting behavior is mitigated, however, by strong organizational
identification.

Monzani, L. It takes two to tango: the interactive effect of
authentic leadership and organizational identification on employee
silence intentions / L. Monzani, S.Braun, R.van Dick. — Text :
unmediated // German journal of human resource management. — 2016.
—Vol. 30, Ne 3-4. — P. 246-266.

Organizational silence is a state of affairs in which employees
refrain from voicing problematic issues at work. It often results from the
dilemma between considering the short-term interests of the leader, who
might perceive voicing problems as disloyal, and the long-term interests of
the organization, which might suffer severe costs because of silence. In this
article we propose a theoretical model that bridges authentic leadership and
organizational identification to test their joint effect on organizational
silence responses (exit, loyalty and neglect). Based on previous work, we
hypothesized that authentic leadership is positively related to employees’
loyalty (a passive yet constructive response). However, in dilemmatic
situations this effect should be buffered by a high organizational
identification (as a result of conflicting loyalties). Similarly, in such
situations, we predicted that the influence of authentic leadership on
employees’ destructive responses may be counter-productive if not matched
with a high organizational identification. We tested our proposed model
with an online vignette study that involved 458 employees from German-
speaking countries from diverse work sectors. We used a realistic scenario
comprising a dilemmatic situation, in which a decision between voice and
silence had to be made. Our results partially support the hypotheses.

Moriano, J. A. The influence of transformational leadership
and organizational identification on intrapreneurship / J. A. Moriano,
F. Molero, G.Topa [et al.]. — Text : unmediated // International
entrepreneurship and management journal. — 2014. — Vol. 10, Ne 1. — P.
103-119.

Managers play a vital role in encouraging and supporting the
initiatives of individual employees to explore new opportunities, to develop
new products or to improve work procedures for the benefit of the
organization. This study examines the influence of manager leadership
styles on employee intraprencurial behavior and the mediating role of
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organizational identification. Partial Least Squares modeling was used to
analyze the data from 186 employees belonging to several Spanish public
and private organizations. The results show that transformational leadership
has a positive impact on employee intrapreneurial behavior, whereas
transactional leadership negatively influences it. Furthermore, these effects
are found to be partially mediated by organizational identification.

Morita, H. Group identity and relation-specific investment: an
experimental investigation / H. Morita, M. Servatka. — Text
unmediated // European economic review. — 2013. — Vol. 58. — P. 95-
109.

The hold-up problem has played a central role in the study of firm
boundaries, which is a fundamental element of the economic study of
organizations. We study a previously unexplored mechanism by which
integration between two parties could mitigate the problem. Based on the
social identity theory, we conjecture that group identity strengthens agents’
altruistic preferences towards group members, and this helps mitigate the
hold-up problem. We test this conjecture in a laboratory experiment. Our
subjects were randomly divided into two teams and asked to wear their team
uniform. Task 1 required them to answer questions about trivia, where the
subjects had access to a chat program that enabled them to help their team
members. For Task 2, the subjects played a hold-up game with either a
member of their own team (representing integration) or a member of the
other team (non-integration). The experimental results support our
conjectures.

Morrison, E. W. Speaking up in groups: a cross-level study of
group voice climate and voice / E. W. Morrison, S. L. Wheeler-Smith,
D. Kamdar. — Text : unmediated // Journal of applied psychology. —
2011.—-Vol. 96, Ne 1. — P. 183-191.

Despite a growing body of research on employee voice—defined as
the discretionary communication of ideas, suggestions, or opinions intended
to improve organizational or unit functioning—the effects of shared or
collective-level cognitions have received scant attention. There has also
been relatively little research on voice within work groups. Our goal in this
study was to address these important gaps by focusing on the effects of
group-level beliefs about voice (i.e., group voice climate) on individual
voice behavior within work groups. We conducted a cross-level
investigation of voice behavior within 42 groups of engineers from a large
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chemical company. Consistent with our hypotheses, group voice climate
was highly predictive of voice and explained variance beyond the effects of
individual-level identification and satisfaction, and procedural justice
climate. Also consistent with predictions, the effect of identification on
voice was stronger in groups with favorable voice climates. These findings
provide evidence that voice is shaped not just by individual attitudes and
perceptions of the work context, as past research has shown, but also by
group-level beliefs.

Mostafa, A. M. S. Ethical leadership and organizational
citizenship behaviours: the moderating role of organizational
identification / A. M. S. Mostafa. — Text : unmediated // European
journal of work and organizational psychology. — 2018. — Vol. 27, Ne 4,
—P. 441-449.

This study examines whether the relationship between ethical
leadership and organizational citizenship behaviours (OCBs) is contingent
on organizational identification. Drawing on substitutes for leadership
theory, the study proposes that the relationship between ethical leadership
and OCBs will be attenuated when employees strongly identify with their
organization. Using a sample of Egyptian banking sector employees, this
proposition was tested with hierarchal linear modelling (HLM). The results
revealed that the positive relationship between ethical leadership and OCBs
was stronger for those lower in organizational identification than for those
higher in identification. Overall, the findings of the study shed new light on
the conditions through which ethical leadership enhances OCBs.

Newman, A. The impact of socially responsible human
resource management on employees' organizational citizenship
behaviour: the mediating role of organizational identification /
A. Newman, Q. Miao, P. S. Hofman [et al.]. — Text : unmediated // The
international journal of human resource management. — 2016. — Vol. 27,
Ne 4. —P. 440-455.

Based on insights from social exchange and social identity
theories, this paper examines the influence of three dimensions of socially
responsible human resource management (SR-HRM), namely legal
compliance HRM, employee-oriented HRM and general CSR facilitation
HRM, on employees' organizational citizenship behaviour (OCB).
Structural equation modelling of dyadic data collected from Chinese
employees and their direct supervisors in three phases revealed that whilst
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organizational identification fully mediated the relationship between
employee-oriented HRM and employee OCB, general CSR facilitation
HRM had a direct effect on employee OCB. In contrast, legal compliance
HRM neither influenced employee OCB directly, nor indirectly through
organizational identification. The findings highlight the important but
complex role played by SR-HRM in eliciting positive employee work
outcomes, and contribute to our knowledge of the mechanisms underlying
this relationship.

Ngo, H. Perceptions of organizational context and job attitudes:
the mediating effect of organizational identification / H. Ngo, R. Loi,
S. Foley [et al.]. — Text : unmediated / Asia pacific journal of
management. —2013. — Vol. 30, Ne 1. — P. 149-168.

Informed by social exchange theory and social identity theory, we
developed a conceptual model that examines the mediating role of
organizational identification in the relationship between employees’
perceptions of organizational context and their job attitudes. In our model,
the antecedents include perceived organizational support (POS), procedural
justice, and perceived job insecurity. The outcome variables consist of
affective organizational commitment, job satisfaction, and intentions to
leave. Our respondents were 591 workers employed in three different firms
in China. The results of regression analyses showed that employees’ job
attitudes are affected by their perceptions of organizational context and
organizational identification. Further, organizational identification was
found to mediate the effects of POS on the outcome variables.

Nguyen, B. Organizational citizenship behavior, identification,
psychological contract and leadership frames / B. Nguyen, K. Chang,
C.Rowley [et al.]. — Text : unmediated // Asia-pacific journal of
business administration. — 2016. — Vol. 8, Ne 3. — P. 260-280.

The purpose of this paper is to examine organizational citizenship
behavior (OCB) by combining two heterogeneous perspectives, integrating
OCB-related factors at work using both personal and organizational
perspectives, thus contributing to the knowledge of OCB. Two studies are
conducted using surveys in Taiwan with a snowball sampling technique to
enlarge participation. Study 1 analyzes the relationships between
organizational identification (OID), expected psychological contract (PC),
perceived PC (PPC) and OCB. Study 2 analyzes the relationship between
OCB and principals’ (or head teachers’) leadership frames (LFs). Study 1
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finds that OID is an antecedent of OCB and that expected PC (EPC)
moderates the OID-OCB relationship. Study 2 finds that the symbolic LF is
the only antecedent of OCB and that different LFs influence each other in
predicting OCB. EPC is found to moderate the OID-OCB relationship,
indicating that primary school teachers’ (PSTs) with higher levels of EPC
are more likely to demonstrate OCB at school. Interestingly, PPC did not
demonstrate such a moderating effect.

Norman, S. M. The interactive effects of psychological capital
and organizational identity on employee organizational citizenship and
deviance behaviors / S. M. Norman, J. B. Avey, J. L. Nimnicht [et al.]. —
Text : unmediated // Journal of leadership and organizational studies. —
2010.—Vol. 17, Ne 4. — P. 380-391.

We studied 199 working adults from a cross section of
organizations in the United States to examine the relationship between
positive psychological capital and organizational identity on employee
deviance and organizational citizenship behaviors. Organizational identity
was found to moderate the relationship between psychological capital
(PsyCap) and both employee deviance and organizational -citizenship
behaviors such that employees highest in PsyCap and most strongly
identified with the organization were most likely to engage in organizational
citizenship behaviors and least likely to engage in deviance behaviors.

Ocel, H. The relationships of contextual performance with
person-organization fit, perceived organizational prestige and
organizational identity strength: the mediating role of organizational
commitment / H. Ocel. — Text : unmediated / Turk psikoloji dergisi. —
2013.—Vol. 28, Ne 71. — P. 37-53.

The present study was carried out to examine the mediating role of
organizational commitment (affective, normative and continuance) on the
relationship between person-organization fit, perceived organizational
prestige and organizational identity strength and organizational commitment
of the employees. The results of regression analyses using data collected
from 190 academic staff in Karabuk University showed that affective and
normative commitment has an intermediary role in the relationship between
person-organization fit, organizational identity strength, perceived
organizational prestige and contextual performance while the same results
also showed that there is no intermediary role of continuance commitment
in this relationship.

138



Olkkonen, M. E. Relationships between organizational justice,
identification with organization and work unit, and group-related
outcomes / M. E. Olkkonen, J. Lipponen. — Text : unmediated //
Organizational behavior and human decision processes. — 2006. — Vol.
100, Ne 2. —P. 202-215.

This research examined the differential antecedents and
consequences of organizational identification and work-unit identification.
Specifically, we hypothesized that organization-focused procedural justice
and distributive justice would be positively related to organizational
identification, whereas supervisor-focused interactional justice would be
positively related to work-unit identification. A further hypothesis was that
organizational identification would relate to organization-focused outcomes
(turnover intentions and extra-role behavior toward the organization), and
work-unit identification to work-unit-focused outcomes (extra-role behavior
toward the work unit). Our results from a sample of 160 employees of a
research institution supported these hypotheses. In addition, we found some
evidence that organizational identification and work-unit identification
differentially mediated the relationships between organization-focused and
supervisor-focused justice, and organization-focused and work-unit-focused
outcomes.

O'Reilly, C. A. Organizational commitment and psychological
attachment: the effects of compliance, identification, and internalization
on prosocial behavior / C.A.O'Reilly, J. Chatman. — Text
unmediated // Journal of applied psychology. — 1986. — Vol. 71, Ne 3. —
P. 492-499.

Conducted 2 studies with 82 nonfaculty university employees and
162 graduating business students at the undergraduate and MBA level to
investigate relations among the dimensions of commitment and prescribed and
extrarole activities. Survey findings suggest that psychological attachment
may be predicated on compliance (instrumental involvement for specific
extrinsic rewards), identification (involvement based on a desire for
affiliation), and internalization (involvement resulting from congruence
between individual and organizational values). Identification and
internalization were positively related to prosocial behaviors and negatively
related to turnover. Internalization was predictive of financial donations to a
fund-raising campaign. Overall, the results indicate the importance of clearly
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specifying the underlying dimensions of commitment using notions of
psychological attachment and the various forms such attachment can take.

Pagliarussi, M. S. Identity in family firms: a theoretical
analysis of incentives and contracts / M. S. Pagliarussi, C. Costa. —
Text : unmediated // Brazilian administration review. — 2017. — Vol. 14,
Ne3.-P. 1-25.

We developed a principal-agent model that coherently and
parsimoniously explains previous findings from research on executive
compensation in family firms. We introduce organizational identification in
the model in order to capture the effect of family firms' distinctive
characteristics on the agent's behavior. After describing the optimal
incentive contract under moral hazard, we show that the dispersion in the
optimal wage profile decreases as the level of organizational identification
of the agent increases. Moreover, we show that agency costs decrease as the
level of organizational identification of the agent increases. Our results
imply that hiring a strongly identified family manager will result in greater
expected wealth to the principal and better risk sharing between the parties.
We further analyze two interrelated factors that may drive changes in
contract parameters: the degree of altruism in the family firm, and the level
of collectivism of the society in which the firm is located.

Park, S.-Y. Corporate social responsibility: perspectives of
hotel frontline employees / S.-Y. Park, S. E. Levy. — Text
unmediated // International journal of contemporary hospitality
management. —2014. — Vol. 26, Ne 3. — P. 332-348.

The aim of this paper is to examine hotel frontline employees'
perceptions of corporate social responsibility (CSR) activities at the hotel
they currently work, and how their perceptions influence their level of
organizational identification, an indicator of their relationship quality with
the hotel. This study uses 575 responses of hotel frontline employees in the
US, collected through a national online survey. Results show that hotel
employees' perceptions of CSR activities encompass the host community,
colleagues, and customers, beyond green practices. Moreover, their
perceptions of CSR activities positively and significantly influence the level
of organizational identification. The results of this exploratory study should
not be generalized to all frontline employees in the US hotel industry.

Peters, K. Making the organization fly: organizational
identification, citizenship, and stress in full-service and low-cost airlines
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/ K. Peters, P. Tevichapong, S. A. Haslam [et al.] — Text : unmediated //
Journal of personnel psychology. —2009. — Vol. 9, Ne 3. — P. 145-148.

Recently, the service industry has seen a low-cost sector emerge
alongside the traditional full-service sector. We explored whether these
business models have different implications for employee cooperation, one
factor that plays an important role in organizational functioning. Drawing
on the social identity perspective, we argue that employees will identify less
strongly with the lower-status, low-cost organizations, reducing their
intrinsic motivation for such cooperation. We tested these relationships
among employees in Thailand’s airline industry. In line with expectations,
flight attendants working for low-cost airlines (N = 77) perceived their
organizations to have lower status than those working for the full-service
airlines (N = 77), and this was associated with reduced organizational
identification. This in turn predicted lower levels of organizational
citizenship behaviour and a stronger desire for organizational exit.

Piccoli, B. Job insecurity and performance: the mediating role
of organizational identification / B. Piccoli, A. Callea, F. Urbini [et al.].
— Text : unmediated // Personnel review. — 2017. — Vol. 46, Ne 8. — P.
1508-1522.

The purpose of this paper is to extend knowledge about theoretical
explanations of the job insecurity-performance relationship. Specifically,
the authors examine how and why job insecurity is negatively associated
with task and contextual performance (i.e. organizational citizenship
behavior) and whether organizational identification may account for these
relationships. The mediational hypotheses were examined using structural
equation modeling in a heterogenecous sample of Italian employees.
Consistent with social identity theory, results show that job insecurity is
related to reduced levels of identification with the organization and,
consequently, to low task and contextual performance. These findings
suggest that employees’ behaviors in job insecure contexts are also driven
by evaluations about the perceived belongingness to the organization.

Rahn, D. Are leaders defined by followers? Role of follower’s
ILT and the mediating influence of LMX / D. Rahn, I. M. Jawahar,
T. H. Stone. — Text : electronic // Paper presented at the
“Organizational behavior” conference paper abstracts. — Academy of
management annual meeting proceedings. —2010. — Vol. 2010, Ne 1. —
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P. 17. — URL: http://dx.doi.org/10.5465/AMBPP.2010.54503774 (nata
obpamenus: 08.04.2019).

Drawing on self-verification theory and implicit leadership theories
(ILT), we assert that follower’s ILT influence perceptions of
transformational leadership. In turn, both ILT and transformational
leadership influence the development of high quality leader-member
exchange (LMX) relationship. LMX is expected to mediate the influence of
ILT and transformational leadership on follower’s perceptions of
organizational support, identification and turnover intentions. In this
longitudinal field study, data collected at three different points in time from
210 newly hired employees were used to test the research model. Results of
structural equation modeling provided strong support for the mediating
influence of LMX. ILT explained 14% of the variance in transformational
leadership (& = -.37, p < .001). Together, ILT (4 = -.30, p < .001) and
transformational leadership (& = .33, p < .001) explained 27% of the
variance in LMX. And, LMX significantly impacted followers’ turnover
intentions (a=- .50, p<.001), organizational identification (4=.65, p<.001),
and perceptions of organizational support (4=.59, p<.001). The model
explained 25% of the variance in turnover intentions, 43% in organizational
identification and 34% in perceived organizational support.

Restubog, S. L. D. Effects of psychological contract breach on
organizational citizenship behaviour: insights from the group value
model / S. L. D. Restubog, M. J. Hornsey, P. Bordia [et al.]. — Text :
unmediated // Journal of management studies. — 2008. — Vol. 45, No 8. —
P. 1377-1400.

Research on psychological contract breach has referenced social
exchange as its dominant theoretical foundation. In this study, we draw
insights from the group value model as a theoretical extension to explain
employees' negative responses to psychological contract breach. According
to the group value model, fair treatment by group members communicates
symbolic messages about the relationship between the organization and the
employee, and has implications for whether employees can take pride in
their organizational membership. When people are treated unfairly, they
lose trust in the organization and dis-identify from the group. This in turn
results in less willingness on the part of the employees to engage in
organizational citizenship behaviours (OCBs). We tested these relationships
across three studies. In Study 1, we conducted a longitudinal test of the role
of trust as a mediator between breach and organizational identification. In
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Studies 2 (cross-sectional) and 3 (longitudinal), we tested the complete
model in which we examined the role of trust and identification in
mediating the link between breach and OCBs. All three studies provided
support for the mediated model. Furthermore, as predicted by the group
value model, the hypothesized relationships emerged in response to
relational but not transactional contract breaches.

Rho, E. The effects of organizational image and identification
on absenteeism and extra-role behavior / E. Rho, T. Yun. — Text :
electronic // Academy of management proceedings. — Briarcliff Manor,
NY 10510: Academy of management. — 2012. — Vol. 2012, Ne 1. —
P. 17286.— URL: http://dx.doi.org/10.5465/AMBPP.2012.106 (nata
obpamienus: 08.04.2019).

In this study, we investigated the roles of organizational image and
identification to explain Organizational behaviors, in the public and
nonprofit sector. More specifically, we developed a theoretical model,
inspired by Dutton, Dukertich, and Harquail (1994), that specifies the
relationships between two types of images and identification and, in turn,
between identification and behavioral patterns, including extra-role
behaviors and absentecism. We tested the model using cross-sectional data
from the National Administration Studies Project (NASP)-III, containing
1,220 employees from public and nonprofit organizations. The results show
that organizational identification predicted by perceived organizational
identity and construed external image is positively related to extra-role
behavior, while it is negatively related to employee absenteeism in both
public and nonprofit organizations. These findings support the prepositions
from organizational studies about the linkage between organizational image,
organizational identification, and employee behavior (Katz, 1964).

Richter, A. The relationship between group and organizational
identification and effective intergroup relations / A. Richter, R. Van
Dick, M. A. West. — Text : electronic / Academy of management
proceedings. — 2004. — Vol. 2004, Ne 1. — P. El1-E6. — URL:
https://journals.aom.org/doi/abs/10.5465/ambpp.2004.13862786  (mara
obpamenns: 08.04.2019).

This study presents both an extension and test of Social Identity
Theory with 50 work groups from four health care organizations. We
examined the relationship between group and organizational identification,
their interplay, and the effectiveness with which dyads of groups work
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together. As predicted, group identification was negatively related to
externally rated intergroup productivity, and positively related to
perceptions of goal conflict between groups. Consistent with our
hypothesis, organizational identification was negatively related to
perceptions of intergroup conflict, and positively related to intergroup
productivity. Additionally, organizational identification shaped the
relationship between group identification and outcome variables: Whereas
group identification was positively related to intergroup conflict under
conditions of low organizational identification, the relationship was
negative under conditions of high organizational identification. Similarly,
the negative relationship between group identification and externally rated
intergroup productivity was stronger under conditions of low than high
organizational identification.

Robinson, J. L. Achieving integration: a dual pathway model
of supply chain orientation and organizational identification /
J. L. Robinson, K. Manrodt, M. L. Murfield [et al.]. — Text
unmediated // International journal of logistics management. — 2018. —
Vol. 29, No 4. — P. 1306-1324.

The purpose of this paper is to propose and test a dual pathway
model whereby addressing the question, «What are the effects of supply
chain orientation and organizational identification on internal integration
and supplier integration?». A survey design was performed to collect data
from supply chain professionals regarding their organization’s supply chain
orientation (SCO), organizational identification (OI) and achieved states of
both internal and supplier integration. Partial least squares-structural
equation modeling was performed to test the dual mediating pathways. The
results show that internal integration partially mediates relationships
between SCO and supplier integration and for OI and supplier integration.
In comparing the mediating effects to test competing theories, the SCO path
yields stronger complementary partial mediation. This supports the
proposition that SCO and OI mutually exist within an organization and
influence achieved integrative behaviors. Additionally, results suggest the
behavioral spillover effect exists for an internally integrated organization
that has also achieved supplier integration.

Rockmann, K. W. Divided loyalties: determinants of
identification in interorganizational teams / K. W. Rockmann,
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M. G. Pratt, G. B. Northcraft. — Text : unmediated / Small group
research. — 2007. — Vol. 38, Ne 6. — P. 727-751.

Identification with a home organization may be particularly
problematic for the development of interorganizational team identification.
This study explores multiple conditions under which home organization
identification may either positively or negatively affect the ability of
members to identify with an interorganizational distributed team. The
authors examine two types of team member arrangements: members of
different home organizations segregated by location and members of
different home organizations integrated within locations. They also examine
interorganizational teams using either lean or rich communication media.
Results suggest that for individuals who identify strongly with their home
organizations, integrating members of different organizations within
locations helps overcome barriers to interorganizational team identification.
For individuals who do not identify strongly with their home organizations,
using a rich communication medium enhances interorganizational team
identification.

Rotondi, T. Organizational identification: Issues and
implications / T. Rotondi. — Text : unmediated // Organizational
behavior and human performance. — 1975. — Vol. 13, Ne 1. — P. 95-1009.

This article examines the identification of individuals with their
employing organization, or organizational identification. In evaluating the
identification process, three methodological considerations are discussed:
(a) the composition of the identification construct, (b) the transference of
identification behavior among alternative organizational targets, and (c) the
behavioral mechanisms underlying the identification response. It was
hypothesized that in a research and development (R & D) environment,
organizational identification is inversely related to effectiveness, creativity,
occupational identification, and internal group identification. Data analysis
from an empirical study of 107 scientific and engineering personnel
supported the relationships with effectiveness and creativity, thus indicating
that behaviors related to organizational identification may produce
dysfunctional as well as functional outcomes in organizations.

Russo, T. C. Organizational and professional identification: a
case of newspaper journalists / T. C. Russo. — Text : unmediated //
Management communication quarterly. — 1998. — Vol. 12, Ne 1. —
P. 72-111.
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This study examined organizational and professional identification
among a group of professional employees-the journalists at one daily
metropolitan newspaper. It used two kinds of data to compare identification
with these two targets and, further, to examine the relationships between
identifications, autonomy, and job satisfaction. Survey results revealed
significantly higher identification with the profession of journalism than
with the journalists' employing newspaper. Journalists' accounts in
individual interviews and the researcher's observation of on-the-job talk
provided the context for interpreting the quantitative results. Accounts and
observations contributed explanations for the blurred boundaries between
the targets found in the survey results. In addition, the qualitative data
demonstrated the role of anticipatory and vocational socialization and work
group demographics in the identifications of this group.

Sass, J. S. Organizational commitment and identification: an
examination of conceptual and operational convergence / J. S. Sass,
D.J. Canary. — Text : unmediated // Western journal of speech
communication. — 1991. — Vol. 55, Ne 3. — P. 275-293.

Organizational commitment and identification are two constructs
that communication researchers currently utilize to study the employee
organization relationship. A review of the literature reveals that the terms
commitment and identification have distinct meanings, although they have
been developed as virtual synonyms. This is especially true when
comparing attitudinal commitment with identification as product. The
review  indicates  that  contemporary  conceptualizations  and
operationalizations of attitudinal commitment (e.g., Mowday, Porter &
Steers, 1982) and identification as product (e.g., Cheney, 1983a) reference
the same cluster of attitudes. Additionally, an empirical study reported
herein found that commitment and identification correlated consistently and
similarly with relevant attitudinal, tenure, and demographic variables. This
investigation concludes that communication scholars are advised to refer to
identification as a process and commitment as an outcome of that process.

Schaubroeck, J. M. Developing trust with peers and leaders:
Impacts on organizational identification and performance during
entry / J. M. Schaubroeck, A.C.Peng, S.T.Hannah. — Text
unmediated // Academy of management journal. — 2013. — Vol. 56,
Ned4, —P. 1148-1168.
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This study extends existing research about how peers and leaders
influence newcomers' adjustment to an organization or profession by
examining how specific trust perceptions evolve over time. We test a model
of how affect-based trust in a leader and work unit peers develops from a
basis of cognition-based trust and later influences organizational
identification and role-related performance. U.S. Army soldiers were
examined at the beginning, middle, and end of an intensive, 14-week
residential entry program of training and collective socialization. Cross-
lagged structural equation analyses supported a causal relationship of
individuals' cognition-based trust with affect-based trust directed toward
their unit peers and, separately, their leaders. Individuals with high levels of
chronic relational identity exhibited a stronger time-lagged relationship
between cognition-based trust and affect-based trust for trust in peers but
not for trust in a leader. Affect-based trust in the leader had lagged
influences on organizational identification and role-related performance at
time 3. Affect-based trust in peers was related over time to organizational
identification but not to role-related performance. We discuss the
implications of these findings for understanding the separate influences of
social exchange and social identity processes on newcomer adjustment, with
distinct roles played by peers and leaders.

Schneider, B. Self-image and job characteristics as correlates
of changing organizational identification / B. Schneider, D. T. Hall,
H. T. Nygren. — Text : unmediated / Human relations. — 1971. —
Vol. 24, No 5. — P. 397-416.

Examines the relationship between self-image and perceived job
characteristics in relation to the degree of value and experience of feelings
of organizational identification. Findings lend support to the following
hypotheses: (a) the amount and importance of organizational identification
are positively related to tenure; (b) over time an individual's self-image
becomes increasingly related to the measures of organizational
identification; (c) job challenge and job involvement are positively related
to the measures of identification; and (d) self-image and job challenge and
involvement in combination are more highly related to the identification
measures than are self-image or job measures alone. Criteria of
organizational performance or effectiveness should, therefore, include broad
classes of performance centered around the common theme of optimally
exploiting the environment in the acquisition of resources, including the
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selection and retention of employees who value their organization
identification.

Schuh, S. C. How ambivalence in organizational
identification affects organizational citizenship behaviors /
S. C. Schuh, A. Goeritz, K. Xin [et al.]. — Text : electronic / Academy
of management proceedings. — Briarcliff Manor, NY 10510: Academy
of management. — 2015. — Vol. 2015, Ne 1. — P. 15782. — URL:
https://doi.org/10.5465/ambpp.2015.15782abstract (mata obpameHws:
08.04.2019).

By adopting the perspective of an expanded model of
organizational identification, we propose that the sense of identity that
individuals develop vis-a-vis their organization goes beyond unidimensional
ties and may involve conflicting impulses represented by ambivalent
identification. Specifically, we propose that considering organizational
identification and ambivalent identification in combination will contribute
to a more accurate understanding of employees' extra-role -efforts.
Supporting this view, a first field study involving employees from a broad
spectrum of organizations and industries (N = 298) revealed that the
positive relation between organizational identification and extra-role
behavior was particularly strong for individuals low in ambivalent
identification but nonexistent for highly ambivalent employees. A second
field study (N = 564) applying a time-lagged design replicated and extended
these findings by showing that these effects were generalizable to different
types of extra-role behavior.

Schuh, S. C. Leader and follower organizational identification:
the mediating role of leader behaviour and implications for follower
OCB / S. C. Schuh, X. Zhang, N. W. Egold [et al.]. — Text:
unmediated // Journal of occupational and organizational psychology. —
2012.—Vol. 85, Ne 2. — P. 421-432.

The transfer model of organizational identification (OI) posits a
trickle-down process of OI from leaders to followers. This, in turn, should
foster employees' willingness to engage in extra-role behaviour. Prior
research has provided consistent support for the model in field studies and
experimental settings. The present studies extend the OI transfer model by
examining the mediating role of transformational leadership (TFL)
behaviour in the leader OlI-follower OI link. Using a multi-level, multi-
source approach we tested our model in two studies. Study 1 was conducted
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in Germany (N= 18 leaders and 216 employees) and provided support for
the proposed mediation process. In a second Study, which was conducted in
China (N= 44 leaders and 109 followers), we were able to replicate and
extend these findings. Again, leader behaviour mediated the link between
leader OI and employee OI. Additionally, we found that leader
transformational behaviour and employee OI together mediated the link
between leader OI and employee extra-role efforts. Practitioner Points
Given that organizations are generally structured in a pyramid-shaped form,
the present findings suggest that leader OI can be highly leveraged since it
appears to cascade down the organizational hierarchy. Hence, measures
fostering leader OI appear to be effective and efficient means to increase
followers' identification with the organization. Follower OI, in turn,
positively relates to employee extra-effort on behalf of the organization.

Schuh, S. C. Mixed feelings, mixed blessing? How
ambivalence in organizational identification relates to employees’
regulatory focus and citizenship behaviors / S. C. Schuh, N. Van
Quaquebeke, A.S. Goritz. — Text : unmediated / Human relations. —
2016.— Vol. 69, Ne 12. — P. 2224-2249.

Recent conceptual work suggests that the sense of identity that
employees develop vis-a-vis their organization goes beyond the traditional
notion of organizational identification and can also involve conflicting
impulses represented by ambivalent identification. In this study, we seek to
advance this perspective on identification by proposing and empirically
examining important antecedents and consequences. In line with our
hypotheses, an experimental study (N = 199 employees) shows that
organizational identification and ambivalent identification interactively
influence employees’ willingness to engage in organizational citizenship
behavior. The effect of organizational identification on organizational
citizenship behavior is significantly reduced when employees experience
ambivalent identification. A field study involving employees from a broad
spectrum of organizations and industries (N = 564) replicated these
findings. Moreover, results show that employees’ promotion and prevention
focus form differential relationships with organizational identification and
ambivalent identification, providing first evidence for a link between
employees’ regulatory focus and the dynamics of identification.

Schuh, S. C. Towards understanding the role of organizational
identification in service settings: a multilevel study spanning leaders,
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service employees, and customers / S. C. Schuh, N. W. Egold, R. van
Dick. — Text : unmediated // European journal of work and
organizational psychology. —2012. — Vol. 21, Ne 4. — P. 547-574.

Previous research has shown that organizational identification (OI)
of leaders is positively related to employee OI and, in turn, linked to
positive behaviours of employees towards the organization. In the present
study, we argue that leader Ol does not only affect variables at the
employee level but, through its influence on employees, also contributes to
important customer outcomes (i.e., customer satisfaction, customer loyalty,
and customer recommendations). Drawing on self-concept-based theories of
leadership effectiveness and insights from service linkage research, the
present article proposes that Ol plays an important role in these influence
processes. Additionally, the article delineates the behavioural and
psychological variables that intervene employee OI and customer outcomes.
More specifically, we suggest that leader Ol is positively related to follower
OlI, which results in customer-oriented service behaviour. Customer
orientation, in turn, should positively affect customers' identification with
the organization and, ultimately, result in customer satisfaction, customer
loyalty, and customer recommendations. Results of a multilevel field study
using data from leaders, employees, and customers provide support for our
theoretical model.

Scott, C. R. Communication technology use and multiple
workplace identifications among organizational teleworkers with varied
degrees of virtuality / C. R. Scott, C. E. Timmerman. — Text :
unmediated // IEEE Transactions on professional communication. —
1999. — Vol. 42, Ne 4. — P. 240-260.

Although over 11 million virtual workers in the USA are classified
as teleworkers, we know relatively little about them. Drawing on the
construct of telepresence, the relationships among four sets of variables
seem especially important: actual communication technology use,
identifications with aspects of work, degree of virtuality, and various
teleworker demographic characteristics. A survey of 86 teleworkers in a
wide range of organizations revealed that basic telephone and voicemail are
the most frequently used and most vital communication technologies.
However, several differences in technology use based on message content
and interaction partners also exist. Additionally, moderately virtual
teleworkers are more identified with their work team, organization, and
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occupation than are those who telework small or large portions of their
work week. Also, use of advanced phone technologies is most predictive of
organizational and occupational identification.

Scott, C. R. Identification with multiple targets in a
geographically dispersed organization / C. R. Scott. — Text:
unmediated // Management communication quarterly. — 1997. — Vol. 10,
Ne 4. —P. 491-522.

Organizations today are characterized by changing structures and
shifting employee loyalty, both of which make research on identification
especially timely. Based on social identity theory, this study of a
geographically dispersed organization builds on past identification research
by examining 4 viable targets of identification simultaneously, the
compatibility and competition between those targets, and the influence of
several types of tenure. A series of hypotheses and research questions
addressing these concerns are analyzed on the basis of 153 surveys from
county, area, and state personnel in Colorado's Cooperative Extension
Service. Five general conclusions are drawn regarding the relevance of
multiple identification targets for the most dispersed geographic levels, the
importance of occupational identification across organizational levels, the
compatibility between all identification targets, differences between short-
and long-term employees, and the importance of occupational tenure in
predicting identification.

Scott, C. R. The impacts of communication and multiple
identifications on intent to leave: a multimethodological exploration /
C.R. Scott, S. L. Connaughton, H. R. Diaz-Saenz [et al.]. — Text :
unmediated // Management communication quarterly. — 1999. — Vol. 12.
—P. 400-435.

In the currently strong U.S. economy, voluntary turnover continues
to affect organizations and individuals in important ways. This study
examines two sets of contributors to turnover intent that have not received
much attention in the organizational communication literature: various
indicators of communication and multiple targets of identification. A
modified version of the International Communication Association
Communication Audit survey and interviews were used to collect data at a
state government agency. Results indicate that among the communication
variables, supervisor and coworker relationships have the strongest
association with intent to leave. The findings also reveal a rather complex
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relationship between three different types of identification (with division,
agency, and state government) and intent to leave.

Seppala, T. Change-oriented organizational citizenship
behaviour: an interactive product of openness to change values, work
unit identification, and sense of power / T. Seppala, J. Lipponen,
A. Bardi [et al.]. — Text : unmediated // Journal of occupational and
organizational psychology. — 2012. — Vol. 85, Ne 21. — P. 136-155.

Due to the increased frequency of organizational changes,
predicting employees' voluntary involvement in the development of
organizational practices and individual work is of particular importance in
organizational psychology. This study focused upon change-oriented
organizational citizenship behaviour (OCB) as an expression of openness to
change values, and also upon psychological factors that can moderate the
value-behaviour relationship. We propose that personal values, group
identification, and a sense of power interact in predicting change-oriented
OCB of employees. One hundred and eighty-four employees rated their
values, their identification with the work unit and their sense of power. In
line with our predictions, the results showed that openness to change values
and work unit identification interacted positively in predicting supervisor-
rated change-oriented OCB in workers with a high sense of power, but not
in workers with a low sense of power. This finding suggests that workers
who have a high sense of power and are highly identified with the work unit
tend to pursue their openness to change values in a way that contributes to
the organization. The authors further conclude that an interactive approach,
rather than one of direct effect, is advantageous when studying values as
antecedents to change-oriented OCB.

Shahjehan, A. Moderating effect of organizational
identification on the relationship between organizational silence,
organizational voice and organizational citizenship behaviors /
A. Shahjehan, M. Yasir. — Text : unmediated // Gomal university journal
of research. — 2015. — Vol. 31, Ne 2. — P. 44-52.

This study seeks to examine the moderating role of organizational
identification (OI) on the relationships of organizational silence (OS) and
voice (OV) with organizational citizenship behavior. From the empirical
study conducted on a sample of teaching staff of three public sector
universities. Evidently, organizational silence and voice based on the
motive of resignation (acquiescent silence and voice) and defense
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(defensive silence and voice) lead to a decrease in organizational citizenship
behavior. The prosocial motive (prosocial silence and voice) increases the
display of organizational citizenship behavior. Further, this research
explains that organizational identification moderates both the relationships
of OS and OV with OCB, such as the relationship grows stronger when
identification is high. These finding have notable implications for theory
and practice by providing unique insight into the role of OV and OS in
university setting. Also uniquely explaining the negative effects of OS and
OV on OCB while also reporting strengthening this negative relationship in
universities when the employees have high-level of OI.

Shaffer, E. S. Conversion vs. tolerance: minority-focused
influence strategies can affect group loyalty. / E. S. Shaffer, R. Prislin. —
Text : unmediated / Group processes and intergroup relations. —2011. —
Vol. 14, Ne 5. — P. 755-766.

Past research has documented that social change has different
implications for group identification when it is effected through successful
minority’s advocacy for tolerance of diversity vs. conversion of opponents
to supporters. Extending these findings, the current study demonstrated that
minorities who successfully advocated tolerance, compared to those who
successfully converted opponents, were more loyal to the group. This was
evident in their working harder for the group at their own personal expense
and without expecting anything in return. The effect of influence strategy on
group loyalty was mediated by evaluative and cognitive components of
group identification. Implications for group dynamics in which active
minorities employ different influence strategies and their motivational
underpinnings are discussed.

Shen, J. Conditional altruism: effects of HRM practices on the
willingness of host-country nationals to help expatriates / J. Shen,
H. Kang, P. J. Dowling. — Text : unmediated / Human resource
management. — 2018. — Vol. 57, Ne 1. — P. 355-364.

The assistance of host-country nationals (HCNs) both within the
workplace and in the external environment plays a significant role in
expatriate adjustment and work performance on international assignments.
Extant research exploring antecedents of HCNs' attitudes and behaviors
toward expatriates focuses on personal and intrapersonal factors but
overlooks organizational contextual effects. In this study, we propose and
test a model that HCNs' willingness to help expatriates is influenced by
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HRM practices in international subsidiaries of multinational enterprises
(MNESs). Results of analyzing data collected from Chinese subsidiaries of
South Korean MNEs showed that high-commitment HRM practices directly
and indirectly influence HCNs' willingness to help expatriates through the
mediation of perceived organizational support (POS). Socially responsible
HRM indirectly influences the criterion variable through the mediation of
organizational identification. Moreover, POS and organizational
identification sequentially mediate the effect of high-commitment HRM on
HCNs' willingness to help expatriates.

Shen, J. Employees’ perceptions of green HRM and non-
green employee work outcomes: the social identity and stakeholder
perspectives / J. Shen, J. Dumont, X. Deng. — Text : unmediated //
Group and organization management. — 2018. — Vol. 43, Ne 4. —
P. 594-622.

Green human resource management (green HRM) refers to a set of
HRM practices that organizations adopt to improve employee workplace
green performance. While the effect of perceived green HRM on employee
workplace green performance has received some empirical support, its
relationship with employee non-green workplace outcomes remains
unexplored and, therefore, unknown. This research tests an integrative
moderated-mediation model related to the relationship between perceived
green HRM and non-green workplace outcomes including employee task
performance, organizational citizenship behavior toward the organization
(OCBO) and intention to quit, and the underlying mechanisms. Analyses of
the multisourced data reveal that perceived green HRM influences these
three non-green employee workplace outcomes through a motivational
social and psychological process (i.e., organizational identification).
Perceived organizational support (POS) moderates the effect of perceived
green HRM on organizational identification and the indirect effect of
perceived green HRM on the three employee workplace outcomes, via the
mediation of organizational identification.

Shen, J. When CSR is a social norm: how socially responsible
human resource management affects employee work behavior / J. Shen,
J. Benson. — Text : unmediated // Journal of management. — 2016. — Vol.
42, Ne 6. — P. 1723-1746.

Socially responsible human resource management (SRHRM),
defined as corporate social responsibility (CSR) directed at employees,
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underpins the successful implementation of CSR. While its relationship
with employee social behavior has been conceptualized and received some
empirical support, its effect on employee work behaviors has not been
explored. In this article we develop and test a meso-mediated moderation
model that explains the underlying mechanisms through which SRHRM
affects employee task performance and extra-role helping behavior. The
results of multilevel analysis show that organization-level SRHRM is an
indirect predictor of individual task performance and extra-role helping
behavior through the mediation of individual-level organizational
identification. In addition, the mediation model is moderated by employee-
level perceived organizational support and the relationship between
organizational identification and extra-role helping behavior is moderated
by organization-level cooperative norms.

Shim, D. C. Government employees’ organizational citizenship
behavior: the impacts of public service motivation, organizational
identification, and subjective OCB norms / D. C. Shim, S. Faerman. —
Text : unmediated // International public management journal. — 2017. —
Vol. 20, No 4. — P. 531-559.

This study attempts to provide an increased understanding of the
antecedents of public employees’ organizational citizenship behavior (OCB).
Using a field survey involving public employees working for Korean local
government organizations, the data analyses reveal that public service
motivation (PSM), organizational identification, subjective OCB norms, task
interdependence, and procedural justice are important antecedents of
government employees’ OCB, even after partialling out the common method
variance, whereas job satisfaction and distributive justice are not.

Singh, B. Racial differences in helping behaviors: the role of
respect, safety, and identification / B. Singh, D. E. Winkel. — Text :
unmediated // Journal of business ethics. — 2012. — Vol. 106, Ne 4. —
P. 467-477.

Building upon social and racial identity theories, this study
examines the role of positive relational climate in predicting interpersonal
helping behaviors (IHBs) at the workplace. Within this context, we examine
both the role of mutual respect and psychological safety as exemplars of
positive relational climate, and the mediating role of organizational
identification (OI). The study also recognizes the importance of individual
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differences by examining racial differences in Ol and IHBs. Results support
the hypotheses and strengthen claims of social and racial identity theories.

Sluss, D. M. Converging newcomer’s relational and collective
identification: prototypicality as moderator / D. M. Sluss, R. E. Ployhart,
M. G. Cobb. — Text : electronic // Paper presented at the “Organizational
behavior” conference paper abstracts. — Academy of management
annual meeting proceedings. — 2010. — Vol. 2010,  Ne 1. — P. 29-30. —
URL: http://dx.doi.org/10.5465/AMBPP.2010.54503774 (mata 00-
pamenus: 08.04.2019).

Research on organizational identification has proposed that the
newcomer’s relational identification (with the supervisory relationship) will
converge with the newcomer’s collective (e.g., organization, role,
workgroup) identification. However, convergence is argued to be stronger
when the supervisor actively promotes prototypical values of the collective
(Sluss & Ashforth, 2008). We test this proposition using temporally-lagged
data from newcomers to the U.S. Army (n = 1101). The newcomer’s
relational identification with the supervisory relationship converges with the
newcomer’s organizational identification and the resultant role
identification, but only when the supervisor promotes prototypical values.
Our findings suggest two major conclusions: (1) that newcomer adjustment
is more relational and (2) that multiple identifications are more mutually
reinforcing than previously assumed in the extant research.

Sluss, D. M. How relational and organizational identification
converge: processes and conditions / D. M. Sluss, B. E. Ashforth. —
Text : unmediated // Organization science. — 2008. — Vol. 19, Ne 6. —
P. 807-823.

Separate research literatures focus on the individual's identification
with relationships, groups, organizations, and other workplace targets. We
propose that identification with one referent may converge with or extend to
another, thus suggesting the potential for more parsimonious perspectives
on identification. We illustrate this argument by examining how the
subordinate's identification with the subordinate-manager role relationship
(“relational identification”) (RI) may converge with the subordinate's
organizational identification (OI). We propose that convergence occurs
through cognitive, affective, and behavioral mechanisms, including social
influence, anthropomorphization, personalization, affect transfer, and
behavioral sensemaking. We also propose that convergence is conditioned
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by task interdependence (inherent in the role relationship) and
prototypicality (of the relational other).

Smidts, A. The impact of employee communication and
perceived external prestige on organizational identification / A. Smidts,
A.T.H. Pruyn, C. B. M. Van Riel. — Text : unmediated // Academy of
management journal. — 2001. — Vol. 44, Ne 5. — P. 1051-1062.

Employees' organizational identification was measured in three
organizations. Results show that employee communication augments
perceived external prestige and helps explain organizational
identification. Communication climate plays a central role, mediating the
impact on organizational identification of the content of
communication. The relative impacts of employee communication and
perceived external prestige on organizational identification differ between
organizations; this was attributed to differences in reputation of the
companies.

Sonenshein, S. Competition of a different flavor: How a
strategic group identity shapes competition and cooperation /
S. Sonenshein, K. Nault, O. Obodaru. — Text : unmediated //
Administrative science quarterly. —2017. — Vol. 62, Ne 4. — P. 626-656.

Using an inductive study of 41 gourmet food trucks, we develop
theory about how firms form a strategic group identity that shapes both
competitive and cooperative behaviors among its members. Based on an
analysis of group prototypes, we find that members cooperate to help each
other meet the central tendencies of the group—the properties that typical
group members have—and yet compete to strive for the ideal tendencies of
the group—the attributes of members held in highest regard. These
competitive and cooperative dynamics lead to three surprising consequences
in light of previous research on strategic groups: (1) existing members of the
strategic group help new firms enter the market; (2) resource scarcity leads to
cooperation, not competition; and (3) when competition does emerge, it
focuses on status within the group and not on price. To make sense of these
empirical puzzles, we develop theory around the micro identity processes that
allow a strategic group’s identity to persist and to shape its member firms’
behaviors, which alters how scholars understand the inner workings of
strategic groups and their impact on both firms and markets.

Spitzmiiller, C. Examining employee compliance with
organizational surveillance and monitoring / C. Spitzmiiller,
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J. M. Stanton. — Text : unmediated // Journal of occupational and
organizational psychology. — 2006. — Vol. 79, Ne 2. — P. 245-272.

Although the prevalence of employee monitoring and surveillance
technologies (MSTs; e.g. e-mail monitoring) is increasing, very little
research has explored the question of whether employees simply accept
these systems (compliance) or enact strategies for thwarting them
(resistance). In the present study, we proposed a framework based on the
theory of planned behaviour and ethical decision making research to predict
employees' MST compliance and resistance intentions. We proposed that
organizational commitment, organizational identification, and attitudes
towards surveillance would predict intentions, with the relationships
between attitudes and intentions being moderated by employees' perceived
behavioural control and social norms. Moderated multiple regression
models were tested and provided support for predictions about the
attitudinal and belief constructs, and partial support for predictions about
behavioural control and norms.

Srithongrung, A. The causal relationships among
transformational leadership, organizational commitment, and employee
effectiveness / A. Srithongrung. — Text : unmediated // International
journal of public administration. — 2011. — Vol. 34, Ne 6. — P. 376-388.

This study investigates the structural relationships among
transformational leadership practices, organizational commitment, and
employee effectiveness. Path analysis was used to understand the direct and
indirect effects of four transformational leadership components, three
organizational commitment types, and two employee effectiveness types.
The results indicated that transformational leadership, especially as regards
idealization influence and inspiration motivation components, directly
enhances employees' extra-role behaviors and indirectly enhance
employees' desire to stay in an organization through internalization,
identification, and exchange organization commitments.

Stoner, J. The glass is half full: the positive effects of
organizational identification for employees higher in negative affectivity
/ J. Stoner, V. C. Gallagher. — Text : unmediated // Journal of applied
social psychology. — 2011. — Vol. 41, Ne 7. — P. 1793-1817.

Organizational identification has traditionally been associated with
positive organizational outcomes, whereas negative affectivity (NA) has
most often been associated with negative individual outcomes. We

158



hypothesize that organizational identification will positively influence self-
reported performance for individuals high in NA. Conversely, individuals
low in NA will not experience feelings of enhanced performance as
organizational identification increases. The findings from 2 samples
provided support for the research hypothesis; specifically, the personality
factor of NA moderated the organizational-identification/self-reported
performance relationship.

Tanghe, J. The formation of group affect and team
effectiveness: the moderating role of identification / J. Tanghe,
B. Wisse, H. Van Der Flier — Text : unmediated // British journal of
management. —2010. — Vol. 21, Ne 2. — P. 340-358.

In the current research we use the social identity perspective to
enhance our understanding of group affect (i.e. a collectively shared pattern
of  affective states among group members). Because
higher identification (i.e. the extent to which group members define
themselves in terms of their group membership) is related to higher
attentiveness to fellow group members, we expected that group
identification would foster affective convergence, and that the effects of
group affective tone on team effectiveness would be stronger for higher
identifying groups. A survey of teams (n=71 teams) confirmed our
expectations. A scenario experiment (n=121 participants) added to our
findings by showing that identification does indeed lead group members to
affectively converge to their fellow group members and that this affective
convergence, in turn, explains subsequent team-oriented attitudes.

Tangirala, S. Exploring nonlinearity in employee voice: the
effects of personal control and organizational identification /
S. Tangirala, R. Ramanujam. — Text : unmediated // Academy of
management journal. — 2008. — Vol. 51, Ne 6. — P. 1189-1203.

We investigated the relationship between personal control-
employees' perceptions of autonomy and impact at work-and voice-
employees' expression of challenging but constructive work-related
opinions, concerns, or ideas. Specifically, we developed and tested an
explanation that integrates two conceptual perspectives (i.e., dissatisfaction
based versus expectancy-based) on the effects of personal control. Using
data from 586 nurses, we found that the relationship between personal
control and voice was U shaped. Further, organizational identification acted
as a moderator: When personal control was low, voice was lower for
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employees with stronger identification. When personal control was high,
voice was higher for employees with stronger identification.

Tavares, S. M. Organizational identification and 'currencies of
exchange': integrating social identity and social exchange perspectives /
S. M. Tavares, D. Van Knippenberg, R. Van Dick. — Text
unmediated // Journal of applied social psychology. — 2016. — Vol. 46,
Ne 1. —P. 34-45.

We integrate social exchange and social identity perspectives to
propose and test the prediction that depending on their level of
organizational identification, people may reciprocate the received
organizational support using different 'currencies of exchange'-reducing
turnover intentions or, instead, engaging in extra-role behavior. Specifically,
the relationship of perceived organizational support (POS) with turnover
intentions is proposed to be stronger with lower identification, whereas POS
is proposed to be more closely related to extra-role behavior with higher
organizational identification. These predictions were supported in a cross-
sectional survey of N = 1,000 employees of a financial services firm. These
results speak to the added value of integrating the social exchange
perspective with its roots in applied psychology and the social identity
perspective with its roots in social psychology in understanding the
employee-organization relationship.

Tosti-Kharas, J. Empowering employee sustainability:
perceived organizational support toward the environment / J. Tosti-
Kharas, E. Lamm, C. King. — Text : electronic / Academy of
management annual meeting proceedings. — Briarcliff Manor, NY
10510: Academy of management. — 2014. — Vol. 2014, Ne 1. — URL:
https://journals.aom.org/doi/10.5465/ambpp.2014.11384abstract  (nara
obpamenus: 08.04.2019).

This paper contributes to the ongoing discussion of sustainability
behaviors by introducing the construct of perceived organizational support
toward the environment (POS-E). We propose and empirically test an
integrated model whereby we test the association of POS-E with employees'
organizational citizenship behaviors toward the environment (OCB-E) as
well as to job attitudes. Results indicated that POS-E was positively related
to OCB-E, job satisfaction, organizational identification, and psychological
empowerment, and negatively related to turnover intentions. We also found
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that psychological empowerment partially mediated the relationship
between POS-E and the dependent variables.

Trybou, J. The impact of organizational support and leader-
member exchange on the work-related behaviour of nursing
professionals: the moderating effect of professional and organizational
identification / J. Trybou, P. Gemmel, Y. Pauwels [et al.]. — Text :
unmediated // Journal of advanced nursing. — 2014. — Vol. 70, Ne 2. — P.
373-382.

The aim of this study was to examine the relations between
perceived organizational support, the quality of leader-member exchange,
in-role  and extra-role behaviour, professional identification and
organizational identification among registered nurses and nurse assistants.
A quantitative, cross-sectional survey design was used. The quality of social
exchange and identification was scored by the involved registered nurses
and nurse assistants; in-role and extra-role behaviour was rated by the head
nurse. Methods The survey was administered to nurses and nurse assistants
(n =196) working in five Belgian nursing homes. Data were collected from
February-March 2012. Pearson correlation analyses, t-test analyses and
hierarchical regression were used to analyse the data. Our results showed no
relationship between perceived organizational support and leader-member
exchange and in-role behaviour. A positive relationship was found between
perceived organizational support and extra-role behaviour and a trend
towards significance between leader-member exchange and extra-role
behaviour. Organizational and professional identification moderated the
relationship between perceived organizational support and extra-role
behaviour.

Tseng, L. M. How can financial organizations improve
employee loyalty? The effects of ethical leadership, psychological
contract fulfillment and organizational identification / L. M. Tseng,
J.Y.Wu. — Text : unmediated // Leadership and organization
development journal. —2017. — Vol. 38, Ne 5. — P. 679-698.

Purpose. The purpose of this paper is to examine the impact of
ethical leadership on the financial professionals’ loyalty by focusing on the
mediating effects of perceived psychological contract fulfillment (PPCF)
and organizational identification (OI). Design/methodology/approach. A
questionnaire survey was used in this research. Findings. Financial
professionals in Taiwan were recruited for the sample. The results revealed
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that the professionals’ experiences of ethical leadership positively
associated with their loyalty toward their companies. The results further
showed that the PPCF and OI significantly mediated the relationship.
Originality/value. Few studies have examined how ethical leadership could
stimulate financial professionals’ loyalty. The findings of this study may
provide some implications for those involved in the practice of leadership
and employee loyalty programs. On the other hand, the focus of Taiwan is
unique and helps improve the generalizability of previous studies on the
relationship between ethical leadership and employee identification.

Tsui, P. Y. A Study of organizational identification of faculty
members in Hong Kong business schools / P. Y. Tsui, H.-Y. Ngo. — Text
: unmediated // Journal of education for business. — 2015. — Vol. 90, Ne
8. —P. 427-434,

The authors examine how four organizational antecedents affect
the organizational identification (OI) and in-role and extra-role performance
of Hong Kong business school faculty. OI was tested to be a mediator. The
survey results indicated a high level of OI, consistent with the collectivist
cultural value of Chinese employees. However, Ol was positively
associated with two antecedents only. And contrary to the existing literature
that OI only affects extra-role behavior, OI was positively associated with
both consequences. The data did not support OI as a mediator.

Twigg, N. W. Transformational Ileadership in labor
organizations: the effects on union citizenship behaviors / N. W. Twigg,
J. B. Fuller, K. Hester. — Text : unmediated // Journal of labor research.
—2008. —Vol. 29, No 1. — P. 27-41.

This study suggests that transformational leadership influences
union citizenship behavior by fostering a covenantal relationship between
the union and the union member. A framework for covenantal relationships
is developed from social exchange and social identity theories.
Transformational leadership behavior was found to be strongly related to
perceived union support, a social exchange construct. The results also
indicated that there are positive and significant relationships between other
social exchange constructs such as felt obligation and trust. Social identity
theory is used to augment social exchange theory in explaining the process
by which transformational leadership behaviors relate to union citizenship
behaviors through union-based self-esteem.
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Ullrich, J. The identity-matching principle: corporate and
organizational identification in a franchising system / J. Ullrich,
J. Wieseke, O. Christ [et al.]. — Text : unmediated // British journal of
management. — 2007. — Vol. 18. — P. S29-S44.

This paper examines corporate and organizational identification in
franchisee organizations from the perspective of the social identity
approach. We propose the identity-matching principle (IMP) as a heuristic
for understanding and predicting the different effects of nested
identifications. According to the IMP, when identifications and relevant
behavioural or attitudinal outcomes address the same level of
categorization, their relationship will be stronger. A study is presented with
employees (n=281) matched to managers (n=101). Supporting the IMP,
organizational identification (but not corporate identification) predicted
customer-oriented behaviour on the level of the local organization, whereas
corporate identification (but not organizational identification) predicted
attitude toward corporate citizenship behaviour. Furthermore, multilevel
analyses showed that these relationships were enhanced in organizations
where managers displayed the respective behaviours themselves to a greater
extent.

Umphress, E. E. Unethical behavior in the name of the
company: the moderating effect of organizational identification and
positive reciprocity beliefs on unethical pro-organizational behavior /
E. E. Umphress, J. B. Bingham, M. S. Mitchell. — Text : unmediated //
Journal of applied psychology. —2010. — Vol. 95, Ne 4. — P. 769-780.

We examined the relationship between organizational
identification and unethical pro-Organizational behavior (UPB)—unethical
behaviors conducted by employees to potentially benefit the organization.
We predicted that organizational identification would be positively related
to UPB and that positive reciprocity beliefs would moderate and strengthen
this relationship. The results from 2 field studies support the interaction
effect and show that individuals who strongly identify with their
organization are more likely to engage in UPB when they hold strong
positive reciprocity beliefs. Given the nature of reciprocity, our findings
may suggest that highly identified employees who hold strong reciprocity
beliefs may conduct UPB with an anticipation of a future reward from their
organization.
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Uzun, T. A Study of correlations between perceived supervisor
support, organizational identification, organizational citizenship
behavior, and burnout at schools / T. Uzun. — Text : electronic //
European journal of educational research. — 2018. — Vol. 7, Ne 3. — P.
501-511. — URL: http://doi.org/10.12973/eu-jer.7.3.501 (mata oOpare-
Hus: 08.04.2019).

In this research, it is aimed to study the correlations between
perceived supervisor supports (PSS), organizational identification (OI),
organizational citizenship behavior (OCB), and burnout of teachers. The
research was conducted from the perspective of social change and identity
theories. The study group of the research consists of 234 teachers working
in the public high schools in Giresun city center during 2016. In order to
collect data in the research, Perceived Supervisor Support Scale developed
by Kottke & Sharafinski, Organizational Identification Scale developed by
Mael & Ashforth, Organizational Citizenship Behaviors Scale developed by
DiPaola, Tarter & Hoy, and "Burnout Scale" developed by Pines were used.
The correlations between variables are tested with the structural equation
model. According to the results, PSS positively affects the OI and OCB and
negatively affects the burnout. OI positively affects the organizational
citizenship behavior and negatively affects the burnout. OI plays a partial
mediation role in the correlation between PSS of teachers and their OCB
and burnout level.

Van Der Vegt, G. S. Informational dissimilarity and
organizational citizenship behavior: the role of intrateam
interdependence and team identification / G. S. Van Der Vegt,
E. Van De Vliert, A. Oosterhof. — Text : electronic // Academy of
management journal. — 2003. — Vol. 46, Ne 6. — P. 715-727. — URL:
https://doi.org/10.5465/30040663 (nata obpamenns: 08.04.2019).

A questionnaire study of 129 members of 20 multidisciplinary
project teams examined the relationship between informational dissimilarity
and both team identification and organizational citizenship behavior (OCB)
for individuals working under different interdependence configurations.
Results revealed that under congruent low-low and high-high combinations
of task and goal interdependence, informational dissimilarity was unrelated
to team identification and OCB. By contrast, under incongruent low-high
and high-low combinations of task and goal interdependence, informational
dissimilarity was negatively related to team identification and OCB. Team
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identification partially mediated the relationships between the predictors
and OCB.

Van Der Vegt, G. S. Learning and performance in multi-
disciplinary teams / G. S. Van Der Vegt, J. S. Bunderson. — Text :
unmediated // Paper presented at the “Organizational behavior”
conference paper abstracts. — 2004, August. — P. 5.

A multi-informant survey among 57 multi-functional teams of a
multinational organization in the oil and gas industry examined the
relationship between expertise diversity and both team learning and team
effectiveness under different levels of collective team identification. The
results show that in teams with a low level of collective team identification,
moderate levels of expertise diversity resulted in the lowest levels of team
learning and effectiveness. By contrast, in teams with high levels of
collective team identification, moderate levels of expertise diversity resulted
in the highest levels of team learning and team effectiveness. The
relationship between expertise diversity and team effectiveness was found
to be partially mediated by team learning. Results also support nonlinear
relationships between expertise diversity and both team learning and
effectiveness.

Van Dick, R. Category salience and organizational
identification / R. Van Dick, U. Wagner, J. Stellmacher [et al.]. — Text :
unmediated // Journal of occupational and organizational psychology. —
2015.—Vol. 78, Ne 2. — P, 273-285.

The aim of this study was to examine (I) the effects of increased
salience on three work-related identities (i.e. career, school and occupation),
(2) whether these effects had an impact on extra-role behaviours, and (3)
whether identification mediated these effects. Standardized questionnaires
were completed by 464 schoolteachers concerning identification with the
focuses career, school, and occupation as well as scales measuring work
extra-role behaviours. The questionnaire was administered under four
experimental conditions. As expected, teachers identified more strongly
with their schools when their school-type was made salient; they identified
more strongly with their occupation when they were told that they were
compared with other professional groups. Higher salience of the school
membership identity was associated with higher levels of self-reported
extra-role behaviours on behalf of the school. This effect was mediated by
school identification.
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Van Dick, R. Identity and the extra mile: relationships between
organizational identification and organizational citizenship behaviour /
R. Van Dick, M. W. Grojean, O. Christ [et al.]. — Text : unmediated //
British journal of management. — 2006. — Vol. 17, Ne 4. — P. 283-301.

The current study investigates the relationship between
Organizational Identification and Organizational Citizenship Behavior. We
replicate earlier findings of such a relationship between those behaviors and
organizational identification using ten samples across different occupational
groups and countries in Study 1. Study 2 investigates the relationship in a
longitudinal approach. Study 3 looks into this relationship on a group-level
analysis while Study 4 extends our findings by linking identification to
customer perceptions and financial performance, mediated by OCBs.

Van Dick, R. Interactive effects of work group and
organizational identification on job satisfaction and extra-role behavior /
R. Van Dick, D. Van Knippenberg, R. Kerschreiter [et al.]. — Text :
unmediated // Journal of vocational behavior. — 2008. — Vol. 72, Ne 3. —
P. 388-399.

Past research has focused on the differential relationships of
organizational and work group identification with attitudes and behavior.
However, no systematic effort has been undertaken yet to explore
interactive effects between these foci of identification. We predicted that in
cases of positive overlap of identifications (i.e. high work group and
organizational identification) identifications are more strongly associated
with employee job satisfaction and extra-role behavior than when only one
of the identifications is high--that is, the one identification augments the
influence of the other. These hypotheses were tested and supported with
data from two samples of bank employees (N = 358) and travel agency
employees (N = 308).

Van Dick, R. Relationships between leader and follower
organizational identification and implications for follower attitudes and
behavior / R. Van Dick, G. Hirst, M. W. Grojean [et al.]. — Text :
unmediated // Journal of occupational and organizational psychology. —
2007.—Vol. 80, Ne 1. — P. 133-150.

We present a multi-sample multi-level approach that examines the
link between leader and follower organizational identification, and follower
attitudes. Study 1 comprises 367 school teachers and 60 head teachers in
Germany. The results illustrate a significant relationship between head

166



teacher and school teacher school identification. Moreover, indirect
relations between head teacher school identification and school teacher job
satisfaction and self-reported citizenship behaviours, mediated by school
teacher school identification, are predicted and supported by the data. The
findings are replicated within Study 2, comprising 233 school teachers and
22 head teachers. Finally, a third study replicates the findings in a different
sector using a sample of 314 travel agents in 127 travel agencies and their
leaders. Taken together, leader's self-construal in terms of the organization
is related to follower organizational identification, and therefore leads to
greater follower satisfaction and to a greater willingness to exert extra effort
on behalf of the organization.

Van Dick, R. Should I stay or should I go? Explaining turnover
intentions with organizational identification and job satisfaction / R. Van
Dick, O. Christ, J. Stellmacher [et al.]. — Text : unmediated // British
journal of management. — 2004. — Vol. 15, Ne 4. — P. 351-360.

The social identity approach is a powerful theoretical framework
for the understanding of individuals' behaviour. The main argument is that
individuals think and act on behalf of the group they belong to because this
group membership adds to their social identity, which partly determines
one's self-esteem. In the organizational world, social identity and self-
categorization theories state that a strong organizational identification is
associated with low turnover intentions. Because identification is the more
general perception of shared fate between employee and organization, we
propose that the relationship between identification and turnover will be
mediated by job satisfaction as the more specific evaluation of one's task
and working conditions. In four samples we found organizational
identification feeding into job satisfaction, which in turn predicts turnover
intentions.

Van Dick, R. Social identification among school teachers:
dimensions, foci, and correlates / R. Van Dick, U. Wagner. — Text :
unmediated // European journal of work and organizational psychology.
—2002.—Vol. 11, Ne 2. — P. 129-149.

The implications of social identification for work motivation and
other workrelated attitudes and behaviours are discussed. Based on
assumptions from social identity theory and self-categorization theory, it is
proposed that an increase in social identification or social identity salience
will be associated with improvement in those aspects of work motivation,
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work satisfaction, and other behaviours of group members that are in
accordance with in-group norms. In addition, the theories suggest a
distinction between different dimensions (e.g., cognitive, affective) and
different foci (e.g., work group, occupational group) of identification.
Results from two correlational studies with school teachers as participants
(Ns =201, 283) test and support the proposed ideas.

Van Dick, R. The utility of a broader conceptualization of
organizational identification: which aspects really matter? / R. Van
Dick, U. Wagner, J. Stellmacher [et al.]. — Text : unmediated // Journal
of occupational and organizational psychology. — 2004. — Vol. 77, Ne 2.
—P.171-191.

Predictions of social identity and self-categorization theories about
the relevance of social identification in organizational contexts are
presented. We propose that different foci of identification (e.g. with own
career, team, organization, occupation) as well as different dimensions of
organizational identification (cognitive, affective, evaluative, and
behavioural) can be separated. Furthermore, these different aspects of
organizational identification are assumed to be differentially associated with
work-related attitudes and behaviours. Predictions are first tested in a
questionnaire study of 515 German school teachers. Confirmatory factor
analyses demonstrated that dimensions and foci can indeed be
differentiated. In addition, results indicate that different aspects correlate
differentially with different criteria. The results are cross- validated in two
samples of 233 German school teachers and 358 bank accountants,
respectively.

Van Knippenberg, D. Foci and correlates of organizational
identification / D. Van Knippenberg, E. C. M. Van Schie. — Text :
unmediated // Journal of occupational and organizational psychology. —
2000. — Vol. 73, Ne 2. — P. 137-147.

Adopting the social identity perspective on organizational
identification proposed by Ashforth and Mael (1989), the present study
tested two hypotheses concerning the importance of work-group
identification (WID) relative to organizational identification (OID). WID
was predicted to be stronger than OID as well as more predictive of
organizational attitudes and behaviour. Data about employees’ WID, OID,
job satisfaction, turnover intentions, job involvement, and job motivation
from two samples (N= 76 and N = 163) supported these predictions. We
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conclude that our understanding of organizational attitudes and behaviour
has much to gain by an open eye for the multiple foci of identification that
are associated with organizational membership, and that managerial practice
may benefit from an increased focus on the work group.

Van Knippenberg, D. Organizational identification after a
merger: a social identity perspective / D. Van Knippenberg, B. Van
Knippenberg, L. Monden [et al.]. — Text : unmediated // British journal
of social psychology. —2002. — Vol. 41, Ne 2. — P, 233-252.

An analysis of the social identity processes involved in
organizational mergers suggests that organizational identification after a
merger is contingent on a sense of continuity of identity. This sense of
continuity, in turn, is argued to be contingent on the extent to which the
individual's own pre-merger organization dominates, or is dominated by, the
merger partner. In support of this analysis, results of two surveys of merged
organizations showed that pre-merger and post-merger identification were
more positively related for members of dominant as opposed to dominated
organizations, whereas perceived differences between the merger partners
were more negatively related to post-merger identification for members of
the dominated compared with the dominant organization.

Van Knippenberg, D. Organizational identification versus
organizational commitment: self-definition, social exchange, and job
attitudes / D. Van Knippenberg, E. Sleebos. — Text: unmediated //
Journal of organizational behavior: The international journal of
industrial, occupational and organizational psychology and behavior. —
2006.—Vol. 27, Ne 5. - P. 571-584.

The psychological relationship between individual and
organization has been conceptualized both in terms of identification and in
terms of (affective) commitment. In the present study, we explore the
differences between these two conceptualizations. Building on the
proposition that identification is different from commitment in that
identification reflects the self-definitional aspect of organizational
membership whereas commitment does not, we propose that commitment is
more contingent on social exchange processes that presume that individual
and organization are separate entities psychologically, and more closely
aligned with (other) job attitudes. In support of these propositions, results of
a cross-sectional survey of university faculty (n=133) showed that
identification is uniquely aligned (i.e., controlling for affective
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commitment) with the self-referential aspect of organizational membership,
whereas commitment is uniquely related (i.e., controlling for identification)
to perceived organizational support, job satisfaction, and turnover
intentions. We conclude that the core difference between identification and
commitment lies in the implied relationship between individual and
organization: Identification reflects psychological oneness, commitment
reflects a relationship between separate psychological entities.

Vondey, M. The relationships among servant leadership,
organizational citizenship behavior, person-organization fit, and
organizational identification / M. Vondey. — Text : unmediated //
International journal of leadership studies. —2010. — Vol. 6, Ne 1. — P. 3-
27.

This study proposes that there is a relationship between servant
leadership and organizational citizenship behavior (OCB) and that person-
organization fit and organizational identification moderate that relationship.
One hundred fourteen participants completed a cross-sectional self-report
survey. Hierarchical regression analysis revealed that servant leadership
behavior partially predicts organizational citizenship behaviors and that
person-organization fit and organizational identification partially moderate
the relationship between servant leadership and organizational citizenship
behavior. One implication is that leaders who want to encourage citizenship
behaviors among employees would do well to model those same behaviors
toward others.

Vora, D. Roles of subsidiary managers in multinational
corporations: the effect of dual organizational identification / D. Vora,
T. Kostova, K. Roth. — Text : unmediated / Management international
review. —2007. — Vol. 47, Ne 4, — P. 595-620.

Subsidiary managers are faced with complex managerial roles
involving both the interests of the multinational corporation (MNC) and the
subsidiary. We suggest complex roles are best fulfilled when managers
develop dual organizational identification towards both entities. Based on a
conceptualization of dual organizational identification in terms of relative
magnitude, we test the effect of dual identification on subsidiary manager
roles and role conflict. Results indicate that high identification with both
entities is associated with high role fulfillment and that similarity in
organizational identities directly affects role conflict.
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Walsh, 1. J. Loyal after the end: understanding organizational
identification in the wake of failure / 1. J. Walsh, F.Pazzaglia,
E. Ergene. — Text : unmediated // Human relations. — 2019. — Vol. 72, Ne
2.—-P.163-187.

Prestige has traditionally been viewed as a primary explanation for
individuals’ identification with organizations. Yet there are clues in the
literature that some individuals identify with organizations that have lost
their prestige owing to failure. We use data from a survey of former
employees of a defunct technology firm to test a proposed model of
identification with failed organizations. We find that the extent to which the
perceived identity of a failed organization fulfills former members’ self-
enhancement and belongingness motives has a positive relationship with
their identification with it. Identification, in turn, inclines former members
to socially interact with each other and participate in alumni
associations. Further qualitative analysis reveals the organizational identity
work practices by which former members recast a failed organization’s
identity in positive terms. These findings suggest the merit of relaxing
assumptions about prestige as a necessary precursor to organizational
identification, and augment scholarly understanding of the cognitive and
relational mechanisms that facilitate individuals’ identification with
organizations in the wake of events that injure their reputations.

Walumbwa, F. O. Linking ethical leadership to employee
performance: the roles of leader—member exchange, self-efficacy, and
organizational identification / F. O. Walumbwa, D. M. Mayer, P. Wang,.
— Text : unmediated // Organizational behavior and human decision
processes. —2011. — Vol. 115, Ne 2. — P. 204-213.

This research investigated the link between ethical leadership and
performance using data from the People’s Republic of China. Consistent
with social exchange, social learning, and social identity theories, we
examined leader—member exchange (LMX), self-efficacy, and
organizational identification as mediators of the ethical leadership to
performance relationship. Results from 72 supervisors and 201 immediate
direct reports revealed that ethical leadership was positively and
significantly related to employee performance as rated by their immediate
supervisors and that this relationship was fully mediated by LMX, self-
efficacy, and organizational identification, controlling for procedural
fairness. We discuss implications of our findings for theory and practice.
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Walumbwa, F. O. Organizational justice, voluntary learning
behavior, and job performance: a test of the mediating effects of
identification and leader-member exchange / F. O. Walumbwa,
R. Cropanzano, C. A. Hartnell. — Text : unmediated // Journal of
organizational behavior. — 2009. — Vol. 30, Ne 8. — P. 1103-1126.

This paper presents and tests an integrative model of voluntary
learning behavior. Drawing on social exchange theory, we argue that
individuals are more likely to pursue learning activities when they identify
with their employing organization and have a high quality leader—-member
exchange (LMX) relationship with their supervisor. We further argue that
organizational identification is enhanced by both distributive and procedural
fairness, whereas LMX quality is enhanced by interpersonal and
informational fairness. Moreover, we contend that effective learning
behavior improves job performance. The model was tested with a sample of
398 employees from a large automobile dealership. Results supported most
predictions.

Wang, T. The mediating effects of organizational and
supervisor identification for interactional justice: the case of Sichuan
civil servants in China / T. Wang, H. Jiang. — Text : unmediated // Public
personnel management. — 2015. — Vol. 44, Ne 4, — P. 523-542.

This study is aimed to investigate the differential mediating effects
of organizational identification and supervisor identification to explain why
interactional justice affects both organization-focused and supervisor-
focused outcomes. Specifically, we predicted that organizational
identification would mediate the association between interactional justice
and organization-focused outcome (organizational citizenship behaviors
directed at the organization), whereas supervisor identification would
mediate the association between interactional justice and supervisor-focused
outcomes (supervisor evaluation and organizational citizenship behaviors
directed at the supervisor). To examine our hypotheses, we carried out a
filed survey study and collected data from local civil servants in Sichuan
province of China. Results supported our hypotheses.

Wang, W. Perceived corporate social responsibility and
employee outcomes: a moderated mediation model / W. Wang, Y.
Fu, H.Qiu. — Text : electronic // Academy of management
proceedings. — Briarcliff Manor, NY 10510: Academy of
management. — 2016. — Vol. 2016, Ne 1. — P. 15266. — URL:
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http://dx.doi.org/10.5465/AMBPP.2016.15266abstract  (mata  00-
pamenus: 08.04.2019).

This research explored employee's attitudinal and behavioral
reactions to perceived corporate social responsibility (PCSR), and the
conditions of CSR effects on employees. Drawing on social identity and
social exchange theories, we investigated the mediating effect of
organizational identification on the relationship between PCSR and
employee outcomes (i.e. turnover intention, in- role job performance, and
helping behavior), and the moderating effect of moral identity on the first
stage of the indirect effect. Data were obtained from a sample of 340
Chinese manufacturing employee-supervisor dyads. The study found
support for the moderated indirect effect of employee's PCSR on the
following: (1) turnover intention via organizational identification, and the
negative relationship is weaker when employees are with high moral
identity; (2) in-role job performance and helping behavior via
organizational identification, and the positive relationships are stronger
when moral identity is high than when it is low.

Wang, X. H. F. A multilevel study of transformational
leadership, identification, and follower outcomes / X. H. F. Wang,
J. M. Howell. — Text : unmediated // The leadership quarterly. —2012. —
Vol. 23, Ne 5. — P. 775-790.

Using a sample from a large diversified company, this study
examines the influence processes of transformational leadership (TFL) at
both the individual and group levels concurrently and explores cross-level
relationships. Results showed that, at the individual level, followers"
personal identification with the leader mediated the effects of individual-
focused TFL behavior on individual performance and empowerment. At the
group level, group identification mediated the effect of group-focused TFL
behavior on collective efficacy. Results also supported two cross-level
effects from the group level to the individual level.

Wang, Y. Hierarchical and physical location matter: the
asymmetrical effect of position dissimilarity / Y. Wang, C. Li. — Text :
electronic // Academy of management proceedings. — Briarcliff Manor,
NY 10510: Academy of management. — 2015. — Vol. 1. — P. 10174. —
URL: https://doi.org/10.5465/ambpp.2015.10174abstract (naTa obOparie-
uust: 08.04.2019).
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In this study, we investigate whether three organizationally
relevant individual outcomes - organizational commitment, organizational
identification and organizational citizenship behaviors - are affected by
position dissimilarities, i.e., the hierarchical differences between individual
employees and group members in terms of organizational positions.
Drawing on relational demography approach and related theories, we argue
that the influence of position dissimilarity on individual outcomes will vary
for employees in lower- and higher-ranked positions and that the combined
effects of position and position dissimilarity are different for employees in
main offices and branch offices. Consistent with our hypotheses, data from
372 Chinese consultants indicate that lower-ranking employees report
higher levels of individual outcomes working in situations with high
position dissimilarity, whereas higher-ranking employees are less
influenced by position dissimilarity. Furthermore, the combined influences
of position dissimilarity and position on individual outcomes are stronger
for groups working in main offices than for groups working in branch
offices. These findings highlight the necessity of managing positional
differences in human resources practices.

Wan-Huggins, V. N. The development and longitudinal test of
a model of organizational identification / V. N.Wan-Huggins,
C. M. Riordan, R. W. Griffeth. — Text : unmediated // Journal of applied
social psychology. — 1998. — Vol. 28, Ne 8. — P. 724-749.

This study proposed and tested a theoretical model of the
organizational identification process using a sample (N = 198) of electric
utility employees. Based upon a longitudinal design, results indicated that
the antecedents of perceived role-related characteristics and construed
external image were related to employees' identification with their
organization, while perceived motivating job characteristics were not.
Additionally, organizational identification was positively related to the
employees' intention to remain within the organization. Implications for
research and practice are discussed.

Webber, S. S. Dual organizational identification impacting
client satisfaction and word of mouth loyalty / S. S. Webber. — Text :
unmediated //Journal of business research. — 2011. — Vol. 64, Ne 2. — P,
119-125.

This research applies social identity theory to the project manager-
client relationship in the service sector to examine the impact of dual
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identification and client co-location on the satisfaction and word of mouth
(loyalty) of the client. The research is conducted in the information
technology industry with a sample of project manager-client dyadic
relationships. The results show that project managers that have
identification to their own organization and the client organization have
significantly more loyal clients compared to project managers that do not
have identification to their organization or the client organization. Project
managers that only have client organization identification and not service
organization identification have significantly more client loyalty compared
to project managers that only have service organization identification.
Further, the results show that being co-located with a client results in
greater client satisfaction, but does not increase a project manager's
identification to the client organization.

Wegge, J. Work motivation, organizational identification, and
well-being in call centre work / J. Wegge, R. Van Dick, G. Fisher [et
al.]. — Text : unmediated // Work and stress. — 2006. — Vol. 20, Ne 1. — P.
60-83.

Previous work has not considered the interplay of motivational
forces linked to the task with those linked to the social identity of
employees. The aim of the present study is to combine these approaches.
Two studies with call centre agents (N =211, N =161) were conducted in
which the relationships of objective working conditions (e.g., inbound vs.
outbound work), subjective measures of motivating potential of work, and
organizational identification were analysed. Job satisfaction, turnover
intentions, organizational citizenship behavior (OCB), health complaints,
and burnout were assessed as indicators of the agents’ work motivation and
well-being. In both studies it was found that objective working conditions
substantially correlated with subjective measures of work motivation.
Moreover, employees experiencing a high motivating potential at work
reported more OCB, higher job satisfaction, and less turnover intentions. As
hypothesized, organizational identification was a further independent
predictor of job satisfaction, turnover intentions, OCB, and well-being.
Highly organizationally identified employees report higher work motivation
and more well-being. Additionally, interactions between the motivating
potential and organizational identification were found. However, all the
results indicate that interventions seeking to enhance work motivation and
well-being in call centres should improve both the motivating potential of
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the job and organizational identification. These two factors combined in an
additive way across both studies.

Wiedenhoft, G.C. Impacts of the spirit of initiative and
identification with the organization on IT governance effectiveness
perception in public organizations / G. C. Wiedenhoft, E. M. Luciano,
J. B. Porto. — Text : unmediated // Revista de Gestao. —2019. — Vol. 26,
Ne1.-P.5-21.

The purpose of this paper is to address the process of
organizational governance of IT resources, called IT governance (ITG),
especially its behavioral approach. The organizational citizenship behavior
(OCB) concept was used to understand the relationship between the
behavioral dimensions and the perception of ITG effectiveness. The
objective of this research is to identify if individuals' behavior contributes to
a greater perception of ITG effectiveness in public organizations. A survey
with IT teams of public organizations in a Brazilian state was performed,
and data were analyzed through partial least squares. A positive and
significant relationship between the variables spirit of initiative and
identification with the organization, and the perception of ITG effectiveness
was found. Results showed that when OCB levels are higher, ITG is more
easily perceived as effective. This occurs because the predisposition to
adopt ITG mechanisms increases the changes in the governance process,
which are understood as significant by the organization.

Wieseke, J. Multiple identification foci and their countervailing
effects on salespeople's negative headquarters stereotypes / J. Wieseke,
F. Kraus, M. Ahearne [et al.]. — Text: unmediated // Journal of
marketing. —2012. — Vol. 76, Ne 3. — P. 1-20.

Using a large-scale, multilevel data set, this study introduces to the
sales management literature the concept of sales representatives'
headquarters stereotypes as a negative outcome of social identification. The
results suggest that work team identification fosters headquarters
stereotyping more strongly when organizational identification is low than
when it is high. Salespeople's physical distance from their corporate
headquarters increases work team identification and decreases
organizational identification. Competitive intensity, as an external threat to
salespeople's social identity, strengthens stereotyping and social
identification. In addition to important theoretical implications, this research
also provides crucial insights for managers. Headquarters stereotypes are
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critically important because they can have harmful consequences for sales
performance and customer satisfaction. Key managerial implications are
that managers should foster organizational identification and that using
different compensation systems does not remedy the negative effects of
stereotypes.

Wilkins, S. The influence of organizational identification on
employee attitudes and behaviours in multinational higher education
institutions / S. Wilkins, M. M. Butt, C. A. Annabi. — Text
unmediated // Journal of higher education policy and management. —
2018. - Vol. 40, Ne 1. — P. 48-66.

In order to operate effectively and efficiently, most higher
education institutions depend on employees performing extra-role
behaviours and being committed to staying with the organization. This
study assesses the extent to which organizational identification and
employee satisfaction are antecedents of these two important behaviours.
Key objectives of the research were to identify possible antecedents of
organizational identification and to discover whether the consequences of
organizational identification vary among the employees of multinational
universities at home and foreign campuses. We developed a model that was
tested using structural equation modelling, which assesses the influences of
organizational identification on employee satisfaction, extra-role behaviours
and turnover intentions. All of the paths in our model were significant, but
employee identification, satisfaction and extra-role behaviours were lower
at foreign branches than at the home campuses of universities, and turnover
intentions were higher. These results suggest that higher education
institutions need to implement different human resource strategies at home
and foreign branches, with a focus on improving organizational
identification at the foreign subsidiaries.

Wolfe, J. T. Organizational identification as a mediator of
transformational leadership outcomes: dis. PhD / J. T. Wolfe. — Text :
unmediated // Unpublished ProQuest information an learning, US. —
2008.

Transformational leaders articulate an organizational vision which
creates a group identity. They then foster identification with that group
through behaviors such as individualized consideration and fostering
acceptance of group goals. An integration of the transformational leadership
and organizational identification suggests that these behaviors may affect
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follower organizational identification. Thus, this dissertation examines
organizational identification as a mediator of the relationship between
transformational leadership and follower attitudes and performance. Based
on a field survey, organizational identification mediated the relationship
between transformational leadership and follower satisfaction, turnover
intentions, and performance. That is, followers of transformational leaders
were more likely to report higher organizational identification than
followers of less transformational leaders. Followers with higher
organizational identification reported higher job and leader satisfaction,
higher contextual performance, and lower turnover intentions than
individuals with lower organizational identification. Further research is
needed to more clearly understand the processes by which transformational
leadership leads to organizational identification over the course of the
leader-follower relationship, as well as what moderators might impact this
relationship.

Wu, C. H. Why and when workplace ostracism inhibits
organizational citizenship behaviors: an organizational identification
perspective / C. H. Wu. — Text : unmediated // Journal of applied
psychology. —2016. — Vol. 101, Ne 3. — P. 362.

Why and when do employees respond to workplace ostracism by
withholding their engagement in citizenship behavior? Beyond perspectives
proposed in past studies, we offer a new account based on a social identity
perspective and propose that workplace ostracism decreases citizenship
behavior by undermining employees' identification with the organization.
We also theorize that perceived job mobility influences the extent to which
employees identify with the organization when being ostracized. These
hypotheses were examined in two time-lagged studies conducted in China.
The proposed hypotheses were supported by results in Study 1, and findings
were generally replicated in Study 2, where effects of other known
mediators (i.e., organization-based self-esteem, job engagement, and felt
obligation toward the organization) and moderators (i.e., collectivism,
power distance, and future orientation) suggested by previous perspectives
were controlled. Results of Study 2 provided further support of the
hypothesized directional effect of workplace ostracism on citizenship
behavior via organizational identification.

Wu, W. Different identifications cause different types of voice:
a role identity approach to the relations between organizational
socialization and voice / W. Wu, F. Tang, X. Dong [et al.]. — Text :
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unmediated // Asia pacific journal of management. —2015. — Vol. 32, Ne
1. —P.251-287.

Drawing on role identity theory, this study examines the mediating
effects of identifications at two different levels, that is, organizational
identification and job involvement (the extent of identification with job) on
the relations between the level of organizational socialization and employee
voice behavior. To better understand voice behavior, we propose that voice
behavior is driven by role identity and categorize employee voice into self-
job-concerned voice and self-job-unconcerned voice. A theoretical model is
developed and empirically tested using a sample of 231 supervisor-
subordinate dyads collected in China. Results show that the level of
organizational socialization is positively related to self-job-concerned voice
and self-job-unconcerned voice. Organizational identification mediates the
relationship between organizational socialization and employee self-job-
unconcerned voice. Job involvement mediates the relationship between
organizational socialization and self-job-concerned voice. However, we find
that the mediating effect of organizational identification between
organizational socialization and self-job-concerned voice is not supported.

Xenikou, A. Transformational leadership, transactional
contingent reward, and organizational identification: the mediating
effect of perceived innovation and goal culture orientations /
A. Xenikou. — Text : unmediated // Frontiers in psychology. — 2017. —
Vol. 8. —P. 1754.

The aim of this research was to investigate the effect of
transformational leadership and transactional contingent reward as
complementary, but distinct, forms of leadership on facets of organizational
identification via the perception of innovation and goal organizational
values. Three studies were carried out implementing either a measurement
of mediation or experimental-causal-chain design to test for the
hypothesized effects. The measurement of mediation study showed that
transformational leadership had a positive direct and indirect effect, via
innovation value orientation, on cognitive identification, whereas
transactional contingent reward was more strongly related to affective,
rather than cognitive, identification, and goal orientation was a mediator of
their link. The findings of the two experimental-causal-chain studies further
supported the hypothesized effects. Transformational leadership was found
to lead subordinates to perceive the culture as more innovative compared to
transactional contingent reward, whereas transactional contingent reward
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led employees to perceive the culture as more goal, than innovation,
oriented. Finally, innovation, compared to goal, value orientation increased
cognitive identification, while goal orientation facilitated affective, rather
than cognitive, identification.

Xu, E. When self-view is at stake: responses to ostracism
through the lens of self-verification theory / E. Xu, X. Huang,
S. L. Robinson. — Text : unmediated // Journal of management. — 2017. —
Vol. 43, No 7. — P. 2281-2302.

We examined the conditions under which workplace ostracism
promotes prosocial reactions (i.e., helping behavior) and deters antisocial
behavior (i.e., social loafing). Using data from 213 employees and their
direct supervisors, we found that when group identification is strong,
workplace ostracism increases the helping behavior and decreases the social
loafing of employees. Moreover, we found that employees’ tenure further
moderates this effect; for those employees who have a strong group
identification and long tenure, the positive association of ostracism and
helping behavior is the strongest.

Ye, J. The impact of organizational values on organizational
citizenship behaviors / J. Ye. — Text : unmediated // Public personnel
management. —2012. — Vol. 41, Ne 5. — P. 35-46.

This study seeks to investigate the mechanism through which
organizational values in Chinese enterprises may function on employees'
citizenship behaviors. Based on a sample of 201 employees in Chinese
enterprises, the research questions focus on whether organizational values
have a direct impact on OCBs and its verified antecedents: organizational
identification and organization-based self- esteem (OBSE). The results
indicate that organizational values have significant and direct impact on
employees' organizational citizenship behaviors by the mediating effect of
organizational identification and OBSE. The present research exposes a
systematic mechanism that articulates OCBs under the background of
Chinese culture.

Yimo, S. Antecedents and consequences of organizational
identification: a social exchange perspective / S. Yimo. — Text :
unmediated // Acta psychologica sinica. — 2007. — Vol. 39, Ne 5. — P.
918-925.

This paper presents an empirical test of organizational
identification from a social exchange perspective in an attempt to
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understand the nature, development, and consequences of organizational
identification. The sample consisted of 398 employees from 32 firms.
Structural equation modeling was used for data analysis. Indicated that
perceived organizational support (POS) had a significant impact on
organizational identification and intention to remain. Further, organizational
identification fully mediated the relationship between perceived
organizational support and four organizational -citizenship behaviors
(altruism toward colleagues, conscientiousness, interpersonal harmony and
protecting company resources). Leader-member exchange (LMX) had no
significant direct impact on organizational identification and intention to
remain, but had an important impact on altruism toward colleagues,
conscientiousness, interpersonal harmony and protecting company
resources.

Young, S. F. The role of feedback in supervisor and workgroup
identification / S. F. Young, L. A. Steelman. — Text : unmediated //
Personnel review. — 2014. — Vol. 43, No 2. — P. 228-245.

The purpose of this paper is to examine the extent to which two
factors are associated with identification, the feedback environment and
feedback seeking: two forms of identification, supervisor identification and
workgroup identification, were linked to matching sources of feedback
environment and feedback seeking. An empirical study was carried out with
a sample of working students representing a variety of industries in the
USA. Students (n=256) completed a written questionnaire. Structural
equation modeling was used to analyze the data. Results indicated that
feedback seeking frequency partially mediated the effect of supervisor
feedback environment on supervisor identification. Similarly, feedback
seeking partially mediated the effect of coworker feedback environment on
workgroup identification.

Zhang, J.-r. Organizational citizenship behavior characteristics
and job satisfaction in new civil servants / J.-r. Zhang, Z.-f. Zhou,
H.-j. Wang [et. al]. — Text : unmediated // Chinese journal of clinic
psychology. —2017. — Vol. 25, Ne 3. — P. 524-526.

To explore the organizational citizenship behavior characteristics
and its relationship with work satisfaction. Methods: 250 new recruits to the
civil service for offices directly under the province were investigated with
Organizational ~Citizenship Behavior Scale and Job Satisfaction
questionnaire. Results: (1) New recruit to the civil service OCB had no
significant differences in demographic variables. (2) Dimension of work
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satisfaction and organizational citizenship behaviors of organizational
identity, assisting colleagues and dedicated compliance has a significant
positive correlation between three dimensions. (3) Management measures of
satisfaction and organization citizenship behaviors of organizational
identity, assisting colleagues and with work incentives predictable decision
dimension. Group colleagues for cooperation satisfaction predictable
assistance dimension, work incentive satisfaction and leadership behavior
can be predicted and dedicated law dimension.

Zhang, Y. Developmental leadership and organizational
citizenship behavior: mediating effects of self-determination, supervisor
identification, and organizational identification / Y. Zhang, C. C. Chen.
— Text : unmediated // The leadership quarterly. — 2013. — Vol. 24, Ne 4,
—P. 534-543.

The authors investigate three levels of self-identity in the
workplace —  self-determination, supervisor identification, and
organizational identification — for their mediating effects on developmental
leadership and organizational citizenship behaviors. Data from 469
supervisor—subordinate dyads in two Chinese firms show that supervisor
identification is the strongest mediator, self-determination is the second, and
organizational leadership is the third.

Zhang, Y. Identity judgements, work engagement and
organizational citizenship behavior: the mediating effects based on
group engagement model / Y. Zhang, Y. Guo, A. Newman. — Text :
unmediated // Tourism management. —2017. — Vol. 61. — P. 190-197.

The group engagement model (Tyler & Blader, 2003) suggests that
organizational identification is based on both the individual's evaluation of
the status of their group as perceived by outgroups (i.e., pride) and his/her
view about their status within the group (i.e., respect). However, prior
research has not examined the factors which influence organizational
identification, and subsequently lead employees to feel engaged and exhibit
positive extra-role behaviors that benefit the organization. Using time-
lagged data from both service employees and their supervisors, our findings
demonstrate that both pride and respect are positively related to
organizational identification, and organizational identification is positively
related to work engagement and organizational citizenship behavior (OCB).
More importantly, organizational identification mediates the relationships
between the antecedents (i.e., pride and respect) and consequences (work
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engagement and OCB). Overall, the study provides compelling support for
the group engagement model in predicting key job attitudes and behaviors
amongst service employees.

Zhao, C. An identification perspective of servant leadership’s
effects / C. Zhao, Y. Liu, Z. Gao. — Text : unmediated // Journal of
managerial psychology. —2016. — Vol. 31, Ne 5. — P. 8§98-913.

The purpose of this paper is to reveal the identification-based
mechanisms through which servant leadership affects desired outcomes
(organizational citizenship behavior (OCB) toward coworkers and turnover
intention) in the service industry in China. The data of 293 pairs of valid
subordinate-supervisor dyads were collected from the hospitality industry in
China with a time lag of 30 days to reduce common method bias.
Hypotheses were tested by a bootstrapping method and rival model
comparisons. The authors demonstrate that both the subordinate’s
identification with the supervisor and identification with the organization
play crucial roles in translating servant leadership’s effects to subordinate’s
coworker-oriented OCBs and turnover intention. However, the occurrence
of the two identifications seems to be not parallel but in sequence (i.c.
pointing from identification with the supervisor to identification with the
organization). In addition, results show that servant leadership’s ability to
reduce subordinate’s fear of being close to the immediate supervisor is an
equally significant route through which subordinate’s identification with the
organization can be established.

Zhao, G. The effects of congruence in member and leader
organizational identification on work outcomes / G. Zhao, Y.
Chen, S.H. Oh [et al.]. — Text : electronic / Academy of
management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2016. — Vol. 2016, Ne 1. —P. 11117.
— URL:http://dx.doi.org/10.5465/AMBPP.2016.11117abstract
(mata obpamenus: 08.04.2019).

Drawing on social identity theory and self-categorization theory,
we integrated research on shared social identity and identity threat to
examine the effects on work outcomes of congruence vs. incongruence in
both members' and leaders' identification with their organization. A multi-
level polynomial regression analysis showed that when members and
leaders were congruent in their organizational identification, they enjoyed
higher (member) job satisfaction, higher (leader) organizational citizenship
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behaviors, and member-leader agreement on the member's performance
rating. Our results demonstrated further that incongruence affected member
and leader outcomes, in that a comparatively higher level of organizational
identification on the part of one led to relatively higher job satisfaction and
OCB-O for that party in contrast to when that party's organizational
identification was comparatively lower. In addition, agreement on the
member's performance rating was higher when the member's organizational
identification was comparatively higher than that of the leader.

Zhao, H. Compulsory citizenship behavior and organizational
citizenship behavior: the role of organizational identification and
perceived interactional justice / H. Zhao, Z. Peng, H.-K. Chen. — Text :
unmediated // Journal of psychology. — 2014. — Vol. 148, Ne 2. —
P. 177-196.

This article examines the psychological mechanism underlying the
relationship between compulsory citizenship behavior (CCB) and
organizational citizenship behavior (OCB) by developing a moderated
mediation model. The model focuses on the mediating role of
organizational identification and the moderating role of interactional justice
in influencing the mediation. Using a time-lagged research design, the
authors collected two waves of data from 388 supervisor-subordinate dyads
in 67 teams to test the moderated mediation model. Results revealed that
CCB negatively influenced OCB via impairing organizational identification.
Moreover, interactional justice moderated the strength of the indirect effect
of CCB on OCB (through organizational identification), such that the
mediated relationship was stronger under low interactional justice than
under high interactional justice.
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4. PABPABOTKA METOA0OB 1 METOJUK

JloBakoB, A. B. Pa3paboTka u ampoOanusi METOJIMKH JIMATHO-
CTUKH OpraHM3aluoHHOH naeHtH¢ukauuu / A. B. JloBakos. — Tekcr :
HerocpeacTBeHHbIH // [Icuxomnorus. XXypHan Beicieit mkonp1 SKoHOMH-
ku. —2010. - T. 7, N 4. — C. 108-116.

Lenpto cTaThi SBIIACH pa3paboTKa KOHCTPYKTa OpraHU3alHOH-
HOil wmaeHTudukanmun (OW) W WHCTpyMEHTa [l €ro HM3MEpeHHS.
[pemnoxenHas 12-myHKTHask OMPOCHAs METOAUKA BKIIIOYaeT 4 CyOIIKabl:
Camokareropusanys, BaJeHTHOCTh WISHTHOUKAMK, OMOIMOHAIIbHASL
MIPUBSI3aHHOCTb, Pa3enenne opraHM3alMoOHHbIX Lened U neHHocreil. Kon-
¢upMaTopHEId  (AKTOPHBIA  aHANM3  IIOKAa3al  yJOBJICTBOPHUTEIBHOE
COOTBETCTBHE (PAaKTOPHOH CTPYKTYPHI METOIMKH SMIUPHYECKUM JAHHBIM.
Meronuka nokasana IPUEMIIEMBIA YPOBEHb KOHBEPIEHTHOW BAJIUIHOCTH,
OJTHAKO BaIUJAHOCTh HEKOTOPBIX LIKAJ ellle TPeOyeT JOMOIHUTEIHLHOro 00-
ocHoBaHMs. [IpoBeneHHass mepBUYHAs IICUXOMETpPHYECKas IPOBEpKa
METOJIKH, CO3/1aHHOM Ha 0a3e YeThIpeXKOMIIOHeHTHOW Monenu OU, moka-
3aj1a JIONyCTUMOCTh HCIIOJIb30BAHUS €€ JUISl OLIEHKHU JJAHHOTO KOHCTPYKTA.

CunopenkoB, A. B. Pa3paboTka mHCTpyMeHTapHus H3y4eHUs
uneaTudukanun paboTHUKOB B opranm3amuu / A. B. CumopeHkos,
O. 10. llumuteko, . E. ltuneaukos, B. A. Illtpoo. — TekcT : smek-
TpouHbIH // Opranm3anuonHas ncuxonormst. — 2019. — T. 9, Ne 3. —
C.74-102.  URL: http://orgpsyjournal.hse.ru  (mara  oOpamieHus:
24.09.2019).

Ilensio sBHsIETCS pa3paboTKa U anpodarysl HOBBIX OMPOCHUKOB Op-
raHU3alMOHHON U CyOOpraHM3alMOHHOM, TPYNMOBOW M MHKPOTPYIIIOBOH,
MEKIHYHOCTHON M MEPCOHATBHOMN HAeHTU(DUKAIINK (MACHTHYHOCTH) paboT-
HUKOB B opraHu3anuu. [IpoBeseHa OdKclepTH3a —CO/EPKATENIBHOI
BIMIHOCTH YETHIPEX HOBBIX ONMPOCHUKOB COLMAIILHON (OpraHU3aI[MOHHON)
WACHTUYHOCTH. BBIOOPKY arnpobanuy 3TuX ONpoCHUKOB cocTaBmin 514 pa-
OOTHHKOB W3 pa3HBIX KPYMHBIX OpraHu3aluid (TOCYIapCTBEHHBIC BY3BI,
YUpEKACHUS B chepe YIPaBICHUS M BBITIOTHEHHS NPABONPHUMEHUTENBHBIX
(yHKIMA, a TakxKe KoMMepueckne Kommnanum). OOpaboTka pe3ysabTaToB
OCYILECTBIISIIACH C TIOMOLIBIO (PaKTOPHOrO aHAM3a C IPIMEHEHUEM METO1a
IJIaBHBIX KOMIIOHEHT W BpauleHus Bapumakc ¢ Hopmanuzauuen Kaiizepa;
PacCUUTHIBAIIICH OMUCATENbHBIE CTATUCTHKH, KO3 dumueHTs! anbha KpoH-
b6axa um koppemsumu Ilupcona. IlokazaHo, YTO B 3aBUCHMOCTH OT
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KOMITOHEHTOB MJEHTHYHOCTH OIPOCHUK OpPraHM3alOHHOW M cyOOopraHu3a-
IIUOHHOW MJEHTUYHOCTH (COCTOMT U3 JBYX COOTBETCTBYIOIIMX wYacTeil)
uMeeT AByX(HaKTOPHYIO CTPYKTYpPY, U BKJIIOYACT ABE CYOLIKATbl B KaXXIOM
YaCTU: KOTHUTHBHYIO U apEKTUBHYIO UICHTHYHOCTb. ONPOCHUK TPYIIIO-
BOW M MHKPOTPYIIOBOH HUACHTHYHOCTH (BKJIIOYACT J1BA COOTBETCTBYHOLIHMX
pazjerna), OIPOCHUK MEKIMYHOCTHOW MICHTUYHOCTH M ONPOCHHUK Mepco-
HaJbHON WICHTHYHOCTH MMEIOT TPEX(PAKTOPHYIO CTPYKTYPY, H COCTOST U3
TpEX cyOIIKal, TakKMX KaKk KOTHUTHBHAs, ad(eKTHBHAs W MOBEICHUYECKAS
UICHTHYHOCTH. OIPOCHUKH B LIEJIOM 00JIaal0T BAIMIHOCTHIO M HAaIEKHO-
CTRI0O TI0 TIPOAHANM3WPOBAHHBIM IOKazaTensM. OpmHako cyOmkanza
MOBEICHUYECKOW MUKPO-TPYNIIOBOM MIEHTUYHOCTH M CyOIIKasia oBeIeHYe-
CKOH HepCOHaHBHOﬁ UICHTUYHOCTH UMEIOT BHYTPECHHIOIO KOHCUCTCHTHOCTD
HUXKE IPUEMIIEMON.

Bergami, M. Self-categorization, affective commitment and
group self-esteem as distinct aspects of social identity in the
organization / M. Bergami, R. P. Bagozzi. — Text : unmediated // British
journal of social psychology. — 2000. — Vol. 39, No 4. — P. 555-577.

The purpose of this study is to distinguish between cognitive,
affective and evaluative components of social identity in the organization
and to show how the components instigate behaviours that benefit in-group
members. A new scale for measuring cognitive organizational identification
(i.e. self-categorization) is developed and compared to a leading scale.
Internal consistency, convergent validity, predictive validity and
generalizability of the two scales are established on a sample of Italian
(N=409) and Korean (N=283) workers. Next, convergent and discriminant
validity for measures of organizational identification, affective commitment
and group self-esteem are demonstrated. Then, two antecedents of these
components of social identity are examined: organization prestige and
organization stereotypes. Finally, the mediating role of the components of
social identity are investigated between the antecedents and five forms of
citizenship behaviours. The last three analyses are performed on the Italian
(N=409) workers. Among other findings, the results show that affective
commitment and self-esteem are the primary motivators of citizenship
behaviours. Moreover, cognitive identification performs as a central
mediator between prestige and stereotypes on the one hand, and affective
commitment and self-esteem on the other. Identification is thus an indirect
determinant of citizenship behaviours.
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Bouas, K. S. The development of group identity in computer
and face-to-face groups with membership change / K. S. Bouas,
H. Arrow. — Text : unmediated // Computer supported cooperative work.
—1996. - Vol. 4, No 2. — P. 153-178.

A three-part conception of group identity is proposed that draws on
common fate, cohesiveness, and cognitive views of group identity. The
changing contribution of these three components to group identity was
examined for 31 original and 29 reconfigured groups which met for 7
consecutive weeks using either face-to-face (FIF) or computer-mediated
communication (CMC). Group identity was consistently lower for
computer-mediated groups, and this effect was stronger in the reconfigured
groups. In the original groups, group identity started high and declined for
both FTF and CMC groups. In the reconfigured groups, developmental
patterns differed from those of the original groups, and also differed by
communication medium. Individual differences accounted for a substantial
amount of variance in group identity across original and reconfigured
groups.

Brown, R. Explaining intergroup differentiation in an industrial
organization / R. Brown, S. Condor, A. Mathews [et al.]. — Text :
unmediated // Journal of occupational psychology. — 1986. — Vol. 59, No
4.—P. 273-286.

We report a study of intergroup relations in a paper factory in
which we examine the utility of three social-psychological approaches:
realistic conflict theory, the contact hypothesis and social identity theory. A
sample of 177 shop floor workers from five different departments was
interviewed. From them, measures of intergroup differentiation, perceived
intergroup conflict, amount of intergroup contact, and strength of
workgroup identification were obtained. The latter was assessed using a
new scale of group identification developed for this study. Reliability and
validity data for this scale are reported. Using multiple regression analyses
we attempt to explain variance in respondents' intergroup differentiation
using the other measures as predictor variables. The most powerful and
reliable predictor was perceived conflict which, as expected, was positively
correlated with differentiation. Less consistent was amount of contact which
was negatively but only weakly associated with differentiation. Strength of
group identification, while generally showing a positive correlation with
differentiation as predicted, was also only a weak and inconsistent predictor
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variable. Noting that these results confirm findings from other studies we
discuss their theoretical implications.

Edwards, M. R. Organizational identification: development
and testing of a conceptually grounded measure / M. R. Edwards,
R. Peccei. — Text : unmediated / European journal of work and
organizational psychology. — 2007. — Vol. 16, Ne 1. — P. 25-57.

There is continuing debate in the literature as to how organizational
identification (OID) should be conceptualized and operationalized. We
present a new six-item measure of OID that includes both cognitive and
affective components and that integrates the main dimensions of OID found
in the literature. The new measure comprises three main subcomponents:
self-categorization and labelling, sharing of organizational goals and values,
and a sense of organizational belonging and membership. The measure was
tested on two separate samples of over 600 employees working in the UK
National Health Service (NHS) using Confirmatory Factor Analysis. The
results provided support for the proposed three-component
conceptualization of OID. However, the three subcomponents were highly
intercorrelated and showed low discriminant validity. We therefore propose
a single overall measure of OID. This six-item aggregate scale has
acceptable psychometric properties and provides a theoretically meaningful,
but parsimonious, measure of OID for use in field research.

Hinkle, S. Intragroup identification and intergroup
differentiation: a multicomponent approach / S. Hinkle, L. A. Taylor,
D. L. Fox-Cardamone [et al.]. — Text : unmediated // British journal of
social psychology. — 1989. — Vol. 28. — P. 305-317.

The factor structure of an intragroup identification scale was
examined. Subjects participating in small groups worked on a decision-
making task, completed the identification measure and made in-group and
out-group evaluations. Three factors reflecting emotional, cognitive and
individual/group interdependence aspects of identification accounted for
70.5 percent of the scale's total variance. Based upon these results, the
identification scale was decomposed into three subscales. Correlations
between subscale scores and differentiation were positive, but small in
magnitude (range 0.23-0.28). In contrast, subscale scores were more
strongly associated with the in-group aspect of differentiation (rs from 0.37
to 0.62). Implications of the findings for social identity theory are discussed
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along with the value of multicomponent -conceptualizations and
methodologies.

Johnson, M. D. Cognitive and affective identification in
organizational settings / M. D. Johnson, F. P. Morgeson. — Text : electronic
/I Academy of management proceedings. — Briarcliff Manor, NY 10510:
Academy of management. — 2005. — Vol. 2005, Ne 1. — P. S1-S6. —
URL:https://journals.aom.org/doi/abs/10.5465/ambpp.2005.1878094
4 (mata obpamenus: 08.04.2019).

Social identity research in organizational settings has adopted a
distinctively cognitive focus, thus neglecting the affective dimension of
social identification. In a series of three studies, we develop new measures
of cognitive and affective identification and examine their interrelationships
with various antecedents, related attitudes, and outcomes. We find that
cognitive identification is consistently predicted by organizational prestige,
cognitive ability, and neuroticism, and that affective identification is
predicted by prestige and extraversion. Moreover, we find that the two
identification dimensions provide independent predictive validity of
organizational commitment, organizational involvement, and organizational
citizenship behaviors.

Kreiner, G. E. Evidence toward an expanded model of
organizational identification / G. E. Kreiner, B. E. Ashforth. — Text :
unmediated // Organizational behavior. — 2004. — Vol. 25, Ne 1. —

P. 1-27.

Recent research on organizational identification has called for the
consideration of an expanded model of identification, which would include
a more thorough treatment of the ways an individual could derive his or her
identity from the organization. This paper begins to answer that call by
testing operationalizations of the four dimensions of the expanded model:
identification, disidentification, ambivalent identification, and neutral
identification. Survey results from 330 employed adults support the
discriminability of the four dimensions. This exploratory study also begins
to establish the criterion-related validity of the model by examining
organizational, job-related, and individual difference variables associated
with the four dimensions of the model, and suggests implications for the
expanded model's strong potential for applications in organizational
identification research.
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Leach, C. W. Group-level self-definition and self-investment:
a hierarchical (multicomponent) model of in-group identification /
C. W. Leach, M. Van Zomeren, S. Zebel [et al.]. — Text : unmediated //
Journal of personality and social psychology. — 2008. — Vol. 95, Ne 1.
—P. 144-165.

Recent research shows individuals' identification with in-groups to
be psychologically important and socially consequential. However, there is
little agreement about how identification should be conceptualized or
measured. On the basis of previous work, the authors identified 5 specific
components of in-group identification and offered a hierarchical 2-
dimensional model within which these components are organized. Studies 1
and 2 used confirmatory factor analysis to validate the proposed model of
self-definition (individual self-stereotyping, in-group homogeneity) and
self-investment (solidarity, satisfaction, and centrality) dimensions, across 3
different group identities. Studies 3 and 4 demonstrated the construct
validity of the 5 components by examining their (concurrent) correlations
with established measures of in-group identification. Studies 5-7
demonstrated the predictive and discriminant validity of the 5 components
by examining their (prospective) prediction of individuals' orientation to,
and emotions about, real intergroup relations. Together, these studies
illustrate the conceptual and empirical value of a hierarchical
multicomponent model of in-group identification.

Mael, F. A. Alumni and their alma mater: a partial test of the
reformulated model of organizational identification / F. A. Mael,
B. E. Ashforth. — Text : unmediated // Journal of organizational
behavior. — 1992. — Vol. 13, Ne 2. — P. 103-123.

Organizational identification is defined as a perceived oneness with
an organization and the experience of the organization's successes and
failures as one's own. While identification is considered important to the
organization, it has not been clearly operationalized. The current study tests
a proposed model of organizational identification. Self-report data from 297
alumni of an all-male religious college indicate that identification with the
alma mater was associated with: (1) the hypothesized organizational
antecedents of organizational distinctiveness, organizational prestige, and
(absence of) intraorganizational  competition, but not  with
interorganizational competition, (2) the hypothesized individual antecedents
of satisfaction with the organization, tenure as students, and sentimentality,
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but not with recency of attendance, number of schools attended, or the
existence of a mentor, and (3) the hypothesized outcomes of making
financial contributions, willingness to advise one's offspring and others to
attend the college, and participating in various school functions. The
findings provide direction for academic administrators seeking to increase
alumni support, as well as for corporate managers concerned about the
loyalty of workers in an era of mergers and takeovers.

Miller, V. D. Reconsidering the organizational identification
questionnaire / V. D. Miller, M. Allen, M. K. Casey [et al.]. — Text :
unmediated // Management communication quarterly. — 2000. — Vol. 13,
Ne 4. —P. 626-658.

This study investigates the internal dimensions of the
Organizational Identification Questionnaire (OIQ). Results of factorial
analytic tests of cross-sectional and longitudinal data indicate that the OIQ
is unidimensional across organizations and time, but that only 12 of 25
items contribute meaningfully to the scale. Furthermore, these 12 items
essentially constitute an affective measure of organizational commitment,
not organizational identification as theorized. A discussion of these results
examines the implications of these findings toward the future use of the
OIQ scale.

Riordan, C. M. Defining and measuring employees’
identification with their work groups / C. M. Riordan, E. W. Weatherly.
— Text : unmediated // Educational and psychological measurement. —
1999. — Vol. 59, Ne 2. — P. 310-324.

The objective of this study was to develop a conceptually and
methodologically sound measure of employee identification with the work
group. A three-phase analysis approach was used. First, a content analysis
was conducted with subject matter experts in the field of Organizational
behavior and psychology. Second, an exploratory factor analysis of the
factor structure was conducted using a sample of 140 employees (mean age
33.44 years) from a credit union. Finally, confirmatory analyses using
LISREL 8 were conducted with a sample of 309 employees derived from
four insurance organizations. The exploratory and confirmatory factor
analyses supported the factor structure of the identification measure and the
scale scores showed acceptable levels of internal consistency in both
samples. The study also demonstrated that the construct of work group
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identification is distinct from but related to both work group cohesiveness
and work group communication.

Shamir, B. A single-item graphic scale for the measurement of
organizational identification / B. Shamir, R. Kark. — Text : unmediated //
Journal of occupational and organizational psychology. — 2004. — Vol.
77, Ne 1. —P. 115-123.

We offer a single-item graphic scale for the measurement of
identification with organizations and organizational units. The scale is based
on conceiving of identification in terms of distance or overlap between
entities in a cognitive space. We present results from five samples regarding
the reliability and validity of the scale.

Stoner, J. The development and validation of the multi-
dimensional identification scale (MDIS) / J. Stoner, P.L. Perrewe,
C. Hofacker. — Text : unmediated // Journal of applied social
psychology. —2011. — Vol. 41, Ne 7. — P. 1632-1658.

Based on recent identity research, we developed the Multi-
Dimensional Identity Scale (MDIS), and the psychometric properties of the
MDIS are examined. We report the results of 3 studies used for item
generation and analyses and exploratory factor structure analysis (Study 1),
confirmatory factor structure analyses (Studies 1, 2, and 3), and construct
validity (Study 3). Collectively, these studies illustrate the psychometric
properties of a new measure of identity that is multidimensional and
adaptable to various identity bases (i.e., organizational, family,
social). Based on exploratory and confirmatory studies, our measure
demonstrates the same factor structure for organization-based identity and
social-based identity and a similar factor structure for family-based
identity. Convergent and discriminant validity are demonstrated.

Van Dick, R. Identity leadership going global: validation of the
Identity Leadership Inventory across 20 countries / R. Van Dick,
J. E. Lemoine, N. K. Steffens [et al.]. — Text : unmediated // Journal of
occupational and organizational psychology. — 2018. — Vol. 91, Ne 4, —
P. 697-728.

Recent theorizing applying the social identity approach to
leadership proposes a four-dimensional model of identity leadership that
centres on leaders’ management of a shared sense of ‘we’ and ‘us’. This
research validates a scale assessing this model — the Identity Leadership
Inventory (ILI). We present results from an international project with data
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from all six continents and from more than 20 countries/regions with 5,290
participants. The ILI was translated (using back-translation methods) into 13
different languages and used along with measures of other leadership
constructs (i.e., leader—member exchange [LMX], transformational
leadership, and authentic leadership) as well as employee attitudes and (self-
reported) behaviours — namely identification, trust in the leader, job
satisfaction, innovative work behaviour, organizational citizenship
behaviour, and burnout. Results provide consistent support for the construct,
discriminant, and criterion validity of the ILI across countries. We show
that the four dimensions of identity leadership are distinguishable and that
they relate to important work-related attitudes and behaviours above and
beyond other leadership constructs. Finally, we also validate a short form of
the ILI, noting that is likely to have particular utility in applied contexts.

Van Dick, R. Social identification among school teachers:
dimensions, foci, and correlates / R. Van Dick, U. Wagner. — Text :
unmediated // European journal of work and organizational psychology.
—2002. - Vol. 11, Ne 2. — P. 129-149.

The implications of social identification for work motivation and
other workrelated attitudes and behaviours are discussed. Based on
assumptions from social identity theory and self-categorization theory, it is
proposed that an increase in social identification or social identity salience
will be associated with improvement in those aspects of work motivation,
work satisfaction, and other behaviours of group members that are in
accordance with in-group norms. In addition, the theories suggest a
distinction between different dimensions (e.g., cognitive, affective) and
different foci (e.g., work group, occupational group) of identification.
Results from two correlational studies with school teachers as participants
(Ns =201, 283) test and support the proposed ideas.

Van Dick, R. The utility of a broader conceptualization of
organizational identification: which aspects really matter? / R. Van
Dick, U. Wagner, J. Stellmacher [et al.]. — Text : unmediated // Journal
of occupational and organizational psychology. — 2004. — Vol. 77, Ne 2.
—-P.171-191.

Predictions of social identity and self-categorization theories about
the relevance of social identification in organizational contexts are
presented. We propose that different foci of identification (e.g. with own
career, team, organization, occupation) as well as different dimensions of
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organizational identification (cognitive, affective, evaluative, and
behavioural) can be separated. Furthermore, these different aspects of
organizational identification are assumed to be differentially associated with
work-related attitudes and behaviours. Predictions are first tested in a
questionnaire study of 515 German school teachers. Confirmatory factor
analyses demonstrated that dimensions and foci can indeed be
differentiated. In addition, results indicate that different aspects correlate
differentially with different criteria. The results are cross- validated in two
samples of 233 German school teachers and 358 bank accountants,
respectively.

Vandenberg, R. J. A critical examination of the internalization,
identification, and compliance commitment measures / R.J. Vandenberg,
R. M. Self, J. H. Seo. — Text : unmediated // Journal of management. —
1994. — Vol. 20, Ne 1. — P. 123-140.

The objectives of this study were to examine O'Reilly and
Chatman's (1986) compliance, identification, and internalization scales, and
to compare the latter measures to the OCQ. Two studies were completed.
Findings from Study 1 indicated that: (1) Although reliable, the
identification measure was redundant with the OCQ); (2) the internalization
measure was reliable and valid in that most items strongly loaded upon a
different factor than did items of all other measures; and (3) the compliance
measure obtained some validity only after the removal of two of its items,
but possessed weak reliability throughout the analysis. Study 2 examined
the applicability of the reconstituted (based upon findings from Study 1)
OCQ, internalization and compliance measures in a longitudinal model of
the turnover process. Of the three measures, only the OCQ had a significant
causal effect within the model.
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HayuHoe uzganue

CocraBurenu:

CUAOPEHKOB Awnnpeit BnagumupoBrug
KOHJIPFOKOBA Anuna UropesHa
CAJIBHUKOBA Exarepuna CepreeBHa
CYXOPVYKOB Cepreit JIMutpueBud
OUITATOBA Amnacrtacus OuiumnmnoBHa

NIEHTUOUKALIUA PABOTHUKOB B OPTAHU3AIIUNA:
PETPOCHEKTUBHBIY AHHOTUPOBAHHBIN
YKA3ATEJIb HAYYHBIX TPY/J1OB

Ilon penakuueit
A.B. Cuoopenxosa

Komnrerorepnas Bepctka OOO "uanazon-IImoc"
Huzaiinep oomoxku Eznakosa O.E.

IToamucano B neyats 21.09.2020 1.
®opmar 60%84/16. bymara odcernast.

ITeuats mudpoBasdt. Yeu. med. 1. 11,4, Ya.-u3n. . 11,6.
Tupax 200 3x3. 3aka3 Ne 4595.
MznarensctBo OO0 «Munu Taiimy
344010, r. Poctos u//l, np. Bopomunosckui, 87/65.
ten.: (omr.) (863) 262-36-91, 299-37-30
Ortneuarano B Tunorpadguun OO0 «nanazon-ITnroc»

344090, r. Poctos H/[1, nep. OctpoBckoro, 124,



	1. МЕТА-АНАЛИТИЧЕСКИЕ ИССЛЕДОВАНИЯ
	2. ТЕОРЕТИКО-МЕТОДОЛОГИЧЕСКИЕ ИССЛЕДОВАНИЯ И ИНФОРМАЦИОННО-АНАЛИТИЧЕСКИЕ ОБЗОРЫ
	3. ЭМПИРИЧЕСКИЕ ИССЛЕДОВАНИЯ
	4. РАЗРАБОТКА МЕТОДОВ И МЕТОДИК

