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111-RM-FORM-CM-V1

AVERDA at KAUST Survey Project

Consent Form

NAME

Has the purpase of the research project been explained to you? Yes / No

Hawve you been given an information sheet about the research? Yes [/ No

Hawve you been given the oppartunity to ask questions about the project? Yes / Mo

Do you understand that you are free to leave at any time without giving an explanation?

Yes / Mo

Do you understand that you do not have to answer anything you do not wish ta?
Yoz / Mo

Do you understand that you have the right to ask for the recorder (if used) to be switched
off at any point?
ez / No /Mot applicable

| confirm that this information has been provided prior to the research. | agree to take
part in this research project.

Signed

Data

Researcher

111-RM-FORM-CM-V2

209 |Page



AVERDA at KAUST Survey Project

Consent Form

Has the purpose of the research project been explained to you? Yes / No

Have you been given an information sheet about the research? Yes / No

Do you understand that you are free to leave at any time without giving an explanation?

Yes / No
Do you understand that you do not have to answer anything you do not wish to?
Yes / No

I confirm that this information has been provided prior to the research. | agree to take part in
this research project.

Participant — Blank if Anonymous Researcher

Name

Signature

Date
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111-RM-FORM-1S-V1

AVERDA at KAUST Survey Project

Questionnaire Information Sheet

What is the project about?

The researcher is collecting information on how you feel and react with the social
initiatives implemented by AVERDA at King Abdullah University for Science and
Technology (K&UST) and to what extent you think such initiatives affect the
loyalty of its employees.

How you have been chosen?
¥ou have been chosen as part the research sampling process that selected you
randomly as per your work allocation.

Why you have been chosen?

¥ou have been selected to participate in this guestionnaire as an employee of
ANVERDA at KAUST because your opinion is impaortant for success of this survey.

What does taking part involve?
Taking part involves participating in a structured guestionnaire lasting around 20
minutes.

What will happen to the infarmation | provide?
Access to the research data will be limited to the researcher.

Farticipation in this study is voluntary - you are not under any obligation to
consent. Submitting a completed questionnaire/survey is an indication of your
consent to participate in the study. You can withdraw at any stage prior to
submitting your completed questionnaire/survey by advising me if present ar by
emailing me at the below emaill Once you have submitted your
guestionnaire/survey anonymaously, your responses cannot be withdrawn.

Who is the Researcher?

The project is conducted by Mr. Mohamad Bacho.

If you have any questions about the project please contact Mr. Bacho by:
Mobile: +366504374600

Email : b012442c@student.staffs.ac.uk
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111-RM-FORM-1S-V2

AVERDA at KAUST Survey Project

Questionnaire Information Sheet

What is the project about?

The researcher is collecting information on how you feel and react with the social
initiatives implemented by AVERDA at KAUST and to what extent you think such
initiatives affect the loyalty of its employees.

How you have been chosen?
You have been chosen as part the research sampling process that selected your
Company at KAUST.

Why you have been chosen?
¥You have been selected to participate in this gquestionnaire as an employee of
AVERDA at KAUST since your opinion is impaortant for the success of this survey.

What does taking part involve?

Taking part involves participating in a structured guestionnaire lasting around 30
minutes.

What will happen to the information | provide?
Access to the research data will be limited to the researcher.

Participation in this study is voluntary - you are not under any obligation to
consent. Submitting a completed gquestionnaire/survey is an indication of your
consent to participate in the study. You can withdraw at any stage prior to
submitting your completed guestionnaire/survey by advising me if present or by
emailing me at the below email. Once wou hawve submitted wour
guestionnaire/survey anonymously, your responses cannot be withdrawn.

Who is the Researcher?
The project is conducted by Mr. Mohamad Bacho.
If you have any questions about the project please contact:

Mr. Mohamad Bacho Researcher b012442 c@student.staffs.ac.uk
Prof. Ahmad Mlouk First Supervisor a.mlouk@siaffs.ac.uk
Prof. Bharati Singh Second Supervisor bharati.singh@staffs.ac.ulk
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111-RM-MNCSR-V1

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Sir/Madam,

This survey is being conducted to better understand the construct of Corporate Social
Responsibility (CSR) with AVERDA at KAUST. We are requesting your participation
to complete this questionnaire. Please note:

* The questionnaire will take around 30 minutes to complete. Your participation in this
study is voluntary. There is no penalty if you choose not to participate or to withdraw
from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that | will have access to individual responses, and they will be used for
research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,
Doctoral Candidate
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Please complete all the sections.

Section A:

Q.1
alphabet corresponding the best-fit for you or write your CSR understanding in the “Other”

Corporate Social Responsibility at your Company:

Corporate Social Responsibility (CSR) at your Company is mainly: (Kindly circle the

choice)

A) “A concept whereby your Company integrate social and environmental concerns in its
business operations and in their interaction with stakeholders on a voluntary basis.”

B) “The commitment of your Company to comply with its required legal obligations, and
environmental and health and safety regulations across all business practices.”

C) “The commitment of your Company to contribute to sustainable economic
development, working with employees, their families, the local community and
society at large to improve their quality of life.”

D) “A concept whereby your Company decides to contribute to a better society and a
cleaner environment.”

Other:

Section B:  Corporate Social Responsibility Activities at Your Company

Q.2 The Company is involved in a number of CSR activities. From the list below please
indicate the extent to which you are aware of by circling your answer to each statement.
Aware Aware Ayvztre
Activity Description & Not
Involved | Involved & Not
Involved
Provide Reverse Vending Machines 1 5 3
to KAUST
Provide Bulb Eating Machines to 1 5 3
KAUST
Providing Environmentally Friendly 1 5 3
Operational Vehicles
Supporting KAUST during Water 1 5 3
scarcity on November 2014
Supporting KAUST during rain flood 1 9 3
on November 2009
Provide Healthcare Programs to 1 9 3
employees
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7 | Participating in the Earth day event 3

8 | Vocational training for technical staff 3

9 | Providing Recreational activities for 3
staff at Your Company Camp

10 | Prioritize Locals’ employment 3

11 | Comply with ZAKAT 3

Please list other Corporate Social Responsibility activities you have seen the company

participating in:

12.

13.

14.

15.

Q.3  Towhat level the below activities mean anything to you? Please include the activities

you listed as 15 —20 in Q.2 above.

Activity Description Means Megns a | Has NO
a Lot Little Meaning
1 | Provide Reverse Vending Machines to 1 5 3
KAUST
2 | Provide Bulb Eating Machines to 1 5 3
KAUST
3 | Providing Environmentally Friendly 1 5 3
Operational Vehicles
4 | Supporting KAUST during Water 1 5 3
scarcity on November 2014
5 | Supporting KAUST during rain flood on 1 5 3
November 2009
6 | Provide Healthcare Programs to 1 5 3
employees
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7 | Participating in the Earth day event 1 ) 3
8 | Vocational training for technical staff 1 ) 3
9 | Providing Recreational activities for staff
1 2 3
at Your Company Camp
10 | Prioritize Locals’ employment
1 2 3
11 | Comply with ZAKAT 1 2 3
12 1 2 3
13
1 2 3
14 1 2 3
15 1 2 3
Section C:  Employee Satisfaction Assessment at Your Company
Q.4  Towhat extent do you agree with the following statements concerning your work?

Please circle your response to each statement.

Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | My Company empowers me to
provide societal support for 1 2 3 4 5
KAUST
2 | My Company empowers me by
= - 1 2 3 4 5
providing team spirit support
3 | I have the proper work
encouragement from my 1 2 3 4 5
Company
4 | My company provides training
and development opportunities 1 2 3 4 5
to realize my career goals.
5 | My environmental awareness
) X e 1 2 3 4 5
has been increased with training
6 | My company provides training
initiatives to improve renew my 1 2 3 4 5
work related skills
7 | My department encourages 1 2 3 4 5
teamwork.
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Sufficient effort is made to get
the opinions and ideas of
employees.

There is coordination between
my department and others with
whom | need to work with.

10

I’m satisfied with the appraisal
system because it is linked with
clear reward structure

11

My motivation programs are
organized and conducted
according to the planned
calendar

12

My Company’s responsible
meets with me on a regular basis
for coaching and counselling

13

Compension plans of AVERDA
at KAUST are meeting my work
and life goals

14

I’m satisfied with my work
because I have satisfactory
compensation plan

15

My long-term compensation
plan is positively linked with the
sustainable and environmental
plans of my Company

16

I’m satisfied at work because
there is appreciation for my
additional work responsibility

17

| feel motivated at work because
| can express my abilities freely

18

I have a sense of meaning from
my work because my Company
addresses my need to develop
my job

19

| feel work-engaged because my
work is aligned with my values

20

I sense meaningfulness because
my Company is socially
responsible

21

| devote more time and energy to
my work because | view my
work in my Company as a career

22

I can express myself freely at
work because my supervisor is
supportive

23

| feel work-engaged because my
Ssupervisor is supportive
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24

I learn from my mistakes
because my supervisor supports
me

25

| am satisfied working with my
colleagues because my Company
promotes respectful and
transparent worker relationships

26

Social activities of my Company
are improving my relation with
my colleagues

27

My co-workers relations affect
my commitment to my Company

28

Rules controlling my relations
with co-workers are negatively
affecting my work productivity

29

Social activities of my Company
are providing me work trust and
security

30

My Company is governed by
behavioural and emotional
dimensions of work

31

| feel work-disengaged
whenever there are no physical
resources available to complete
my work

32

I’m work-engaged because |
have the proper tools for my job

33

Social activities of my Company
is positively affecting my
physical, emotional, and
cognitive resources

34

Even if | did the best job
possible, my company would fail
to notice

35

I’m not work-engaged because
I’m worried about what others
think of me at work

36

Social activities of my Company
are not providing me a sense of
belonging to my Company

37

My family engagement is
positively affected by working
outside my Company

38

I do not need a prior approval
from my Company if | want to
work outside it on leisure basis

39

Social and Environmental
activities of my Company
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provide me more reason to work
outside without excuse
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111-RM-MNCSR-V2

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Participant,
This survey is being conducted to better understand the constructs of Corporate Social

Responsibility (CSR) and Employee Loyalty with AVERDA at KAUST. We are
requesting your participation to complete this questionnaire. Please note:

* Your participation in this study is voluntary. There is no penalty if you choose not to
participate or to withdraw from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the researcher will have access to individual responses, and they
will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Please complete all the sections.

Section A:
Q.1

alphabet corresponding the best-fit for you or write your CSR understanding in the “Other”

Corporate Social Responsibility at your Company:

Corporate Social Responsibility (CSR) at your Company is mainly: (Kindly circle the

choice)

E) “A concept whereby your Company integrate social and environmental concerns in its
business operations and in their interaction with stakeholders on a voluntary basis.”

F) “The commitment of your Company to comply with its required legal obligations, and
environmental and health and safety regulations across all business practices.”

G) “The commitment of your Company to contribute to sustainable economic
development, working with employees, their families, the local community and
society at large to improve their quality of life.”

H) “A concept whereby your Company decides to contribute to a better society and a
cleaner environment.”

Other:

Section B:  Corporate Social Responsibility Activities at Your Company

Q.2 The Company is involved in a number of CSR activities. From the list below please

indicate the extent to which you are aware of by circling your answer to each statement.

Aware Aware Ayvztre
Activity Description & Not
Involved | Involved & Not
Involved

Provide Reverse Vending Machines 1 5 3
to KAUST
Provide Bulb Eating Machines to 1 5 3
KAUST
Providing Environmentally Friendly 1 5 3
Operational Vehicles
Supporting KAUST during Water 1 5 3
scarcity on November 2014
Supporting KAUST during rain flood 1 9 3
on November 2009
Provide Healthcare Programs to 1 9 3
employees
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7 | Participating in the Earth day event 1 9 3

8 | Vocational training for technical staff 1 2 3

9 | Providing Recreational activities for 1 9 3
staff at Your Company Camp

10 | Prioritize Locals’ employment 1 2 3

11 | Comply with ZAKAT 1 5 3

Please list other Corporate Social Responsibility activities you have seen the company

participating in:

12.

13.

14.

15.

Section C:
Q.4

Please circle your response to each statement.

Employee Satisfaction Assessment at Your Company

To what extent do you agree with the following statements concerning your work?

Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | My Company empowers me to
provide societal support for 1 2 3 4 5
KAUST
2 | My Company empowers me by 1 9 3 4
- . L 5
providing team spirit support
3 | My Company encourages me to
assist KAUS_T me_mbers to 1 5 3 4 5
promote their environmental
awareness
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My company provides training
and development opportunities
to realize my career goals.

My environmental awareness
has been increased with training

My company provides training
Initiatives to improve renew my
work related skills

My department encourages
teamwork.

Work assignments are
distributed fairly.

There is coordination between
my department and others with
whom | need to work with.

10

I’m satisfied with the appraisal
system because it is linked with
clear reward structure

11

My motivation programs are
organized and conducted
according to the planned
calendar

12

My Company’s responsible
meets with me on a regular basis
for coaching and counselling

13

My Company communicates its
compensation system with me

14

I’'m satisfied with my work
because | have satisfactory
compensation plan

15

My long-term compensation
plan is positively linked with the
sustainable and environmental
plans of my Company

16

I’m satisfied at work because
there is appreciation for my
additional work responsibility

17

| feel motivated at work because
| can express my abilities freely

18

I have a sense of meaning from
my work because my Company
addresses my need to develop
my job

19

| feel work-engaged because my
work is aligned with my values

20

I sense meaningfulness because
my Company is socially
responsible
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21

| devote more time and energy to
my work because | view my
work in my Company as a career

22

I can express myself freely at
work because my supervisor is
supportive

23

| feel work-engaged because my
Supervisor is supportive

24

I learn from my mistakes
because my supervisor supports
me

25

| am satisfied working with my
colleagues because my Company
promotes respectful and
transparent worker relationships

26

Social activities of my Company
are improving my relation with
my colleagues

27

HR department periodically
assess my co-workers relations

28

Rules controlling my relations
with co-workers are negatively
affecting my work productivity

29

Social activities of my Company
are providing me work trust and
security

30

My Company encourages work
relations based on honesty and
transparency

31

| feel work-disengaged
whenever there are no physical
resources available to complete
my work

32

I’m work-engaged because |
have the proper tools for my job

33

Social activities of my Company
is positively affecting my
physical, emotional, and
cognitive resources

34

Even if | did the best job
possible, my company would fail
to notice

35

I’m not work-engaged because
I’m worried about what others
think of me at work

36

Social activities of my Company
are not providing me a sense of
belonging to my Company
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37

My family engagement is
positively affected by working
outside my Company

38

I do not need a prior approval
from my Company if | want to
work outside it on leisure basis

39

Social and Environmental
activities of my Company
provide me more reason to work
outside without excuse
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111-RM-MNEL-V1

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Sir/Madam,

This survey is being conducted to better understand the construct of Employee Loyalty
with AVERDA at KAUST. We are requesting your participation to complete this
guestionnaire. Please note:

* The questionnaire will take around 30 minutes to complete. Your participation in this
study is voluntary. There is no penalty if you choose not to participate or to withdraw
from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the main researcher will have access to individual responses, and
they will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,
Doctoral Candidate
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Please complete all the sections.

Section A:  Jun et al. (2006) Satisfaction Measure at your Company:
Q.1  Towhat extent do you agree with the following statements concerning your work
satisfaction? Please circle your response to each statement.
Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | I would recommend this
organization to a friend if he/she 1 2 3 4 5
were looking for a job.
2 | | feel personal satisfaction when |
do my job well. 1 2 3 4 5
3| lam prou_d to teII_pec_)pIe that I am 1 9 3 4 5
part of this organization.
4 | This is the best organization for
me to work for. 1 2 3 4 5

Section B:  May et al. (2004) Engagement Measure at Your Company
Q.2  Towhat extent do you agree with the following statements concerning your work
engagement? Please circle your response to each statement.
Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | Performing my job is so
absorbing that | forget about 1 2 3 4 5
everything else. (EE, SR)
2 | | often think a_bout other things 1 5 3 4 5
when performing my job
3 |lam rar(_aly dlstr_acted when 1 5 3 4 5
performing my job
4 | Time passes _qumkly when | 1 5 3 4 5
perform my job.
5 | I really put my heart into my job 1 2 3 4 5
6 |1get exmted_ when | perform 1 5 3 4 5
well on my job
7 | | often fe(_al emotionally detached 1 5 3 4 5
from my job
8 | My own feelings are affected by
. 1 2 3 4 5
how well | perform my job
9 | I exert a lot of energy
performing my job 1 2 3 4 5
10 | I stay until the job is done 1 5 3 4 5
11 | I avoid working overtime 1 9 3 4 5
whenever
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possible
12 | |1 take work home to do 1 2 3 4 5
13 | I'avoid working too hard 1 2 3 4 5
Section C:  Employee Loyalty determinants at Your Company

To what extent do you agree with the following statements concerning your work? Please

circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

I have the authority to correct
problems when they occur

1

4

5

| have a lot of control over how |
do my job

1

4

5

I’m allowed to be creative when
| deal with problems at work

| favour my Company because it
provides me training and
developmental programs

I’'m satisfied with my job
because | have work-related
training

Because of the training | have in
my Company, I’'m more efficient
in my job now compared to
when | have started

Working as a team inspires me
to do the best.

Everyone in my team values
what each member contributes to
the team.

Team members frequently go
beyond what is required and do
not hesitate to take initiative.

10

I’m satisfied with my
performance appraisal because it
is fair

11

My sense of belonging to my
Company is increased because
my performance appraisal is fair

12

My performance appraisal is fair
because it recognizes my effort
and contribution to the
organisation
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

13

I’m satisfied with my salary
because my Company
communicated its salary system
with me

14

My sense of belonging to my
Company is increased because
my compensation plan includes
non-wage benefits such as
medical insurance and retirement
plans

15

I like to stay with my Company
because its compensation system
is effective with me

16

I’'m satisfied with my job
because my Company offers me
the opportunity to use my
knowledge, skills, and abilities

17

My company compensates the
additional work offered to me

18

| feel more loyal and productive
because my Company enriches
my work responsibilities

19

| participate in activities that are
congruent with my values and
beliefs

20

I’m energized to exceed my
work expectations because they
fit with my role in my Company

21

I’m engaged with my work
because it fits with my role in
my Company

22

I learn from my work mistakes
because my direct supervisor is
supportive

23

I’m more engaged with my work
because my direct supervisor
supports me

24

| feel psychologically safe
because | have attention from
my direct supervisor

25

My relations with my colleagues
is positively related with my
team cohesion

26

I’'m satisfied with my work
because | have good work
relations with my colleagues
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

27

| feel motivated for my work
because my relations with my
colleagues are considered to be
satisfactory

28

I’m able to be creative at work
because of the norms controlling
my relations with my colleagues

29

| feel psychologically safe at
work because of the norms
controlling my relations with my
colleagues

30

I’m able to be productive at
work because of the norms
controlling my relations with my
colleagues

31

My work strengths have been
utilized by my Company

32

My work perceptions vary and
depend on the complexity of the
task assigned

33

| feel physically or
psychologically disengaged
whenever there are depletion of
resources affecting my Company

34

| feel secured at work because
my Company cares about my
health and wellbeing

35

| feel secured at work because |
consume energy on issues
related to my work-role
assignments

36

| feel secured at work because |
have job involvement

37

I do not focus on my work
because of my outside activities
that are not related to my
organization

38

I will not have more work
experience if | do activities that
are not related to my
organization

39

My sleep time is less when | do
activities that are not related to
my organization
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111-RM-MNEL-V2

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Participant,
This survey is being conducted to better understand the constructs of Corporate Social

Responsibility (CSR) and Employee Loyalty with AVERDA at KAUST. We are
requesting your participation to complete this questionnaire. Please note:

* Your participation in this study is voluntary. There is no penalty if you choose not to
participate or to withdraw from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the researcher will have access to individual responses, and they
will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Please complete all the sections.

Section A:  Jun et al. (2006) Satisfaction Measure at your Company:
Q.1  To what extent do you agree with the following statements concerning your work
satisfaction? Please circle your response to each statement.
Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | I would recommend this
organization to a friend if he/she 1 2 3 4 5
were looking for a job.
2 | | feel pgrsonal satisfaction when | 1 5 3 4 5
do my job well.
3| lam prou_d to teII_ peqple that I am 1 9 3 4 5
part of this organization.
4 | This is the best organization for
me to work for. 1 2 3 4 5

Section B:  May et al. (2004) Engagement Measure at Your Company
Q.2  To what extent do you agree with the following statements concerning your work
engagement? Please circle your response to each statement.
Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
1 | Performing my job is so
absorbing that | forget about 1 2 3 4 5
everything else. (EE, SR)
2 | | often think apout oth_er things 1 5 3 4 5
when performing my job
3 | lam rar(_ely dlstr_acted when 1 5 3 4 5
performing my job
4 | Time passes _qmckly when | 1 5 3 4 5
perform my job.
5 | I really put my heart into my job 1 2 3 4 5
6 |1get exmted_ when | perform 1 5 3 4 5
well on my job
7 | | often fegl emotionally detached 1 5 3 4 5
from my job
8 | My own feelings are affected by
. 1 2 3 4 5
how well | perform my job
9 | I exert a lot of energy
performing my job 1 2 3 4 5
10 | I stay until the job is done 1 5 3 4 5
11 | I avoid working overtime 1 5 3 4 5
whenever
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possible
12 | |1 take work home to do 1 2 3 4 5
13 | I'avoid working too hard 1 2 3 4 5
Section C:  Employee Loyalty determinants at Your Company

To what extent do you agree with the following statements concerning your work? Please

circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

I have the authority to correct
problems when they occur

1

4

5

I have control over how | do my
job

1

4

5

I’m allowed to provide enhanced
ideas when | deal with problems
at work

| favour my Company because it
provides me training and
developmental programs

I’m satisfied with my job
because | have work-related
training

Because of the training | have in
my Company, my job
performance has increased
compared to when | joined the
Company

Teamwork spirit inspires me to
perform my job in the best way

Everyone in my team values
what each member contributes to
the team.

Team members frequently go
beyond what is required and do
not hesitate to take initiative.

10

I’m satisfied with my
performance appraisal because it
measures my work activities
objectively

11

My sense of belonging to my
Company is increased because
my performance appraisal
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

measures my work activities
objectively

12

My contribution to AVERDA at
KAUST is reflected in my
performance appraisal

13

I’'m satisfied with my salary
because my Company
communicated its salary system
with me

14

My sense of belonging to my
Company is increased because
my compensation plan includes
non-wage benefits such as
medical insurance and retirement
plans

15

I would like to stay with my
Company because its
compensation system is meeting
my current and future plans

16

I’m satisfied with my job
because my Company offers me
the opportunity to use my
knowledge, skills, and abilities

17

My work overtime is
compensated by my Company at
all times

18

My loyalty to AVERDA at
KAUST is increased because it
provides the environment to add
value to my work responsibilities

19

| participate in activities that are
congruent with my values and
beliefs

20

I’m energized to exceed my
work expectations because they
fit with my role in my Company

21

I’m engaged with my work
because it fits with my role in
my Company

22

I learn from my work mistakes
because my direct supervisor is
supportive

23

I’m more engaged with my work
because my direct supervisor
supports me

24

| feel psychologically safe
because | have attention from
my direct supervisor
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

25

My relations with my colleagues
is positively related with my
team cohesion

1

5

26

I’'m satisfied with my work
because | have good work
relations with my colleagues

27

I’m work-motivated because of
the positive relationship with my
work colleagues

28

I’m able to be creative at work
because of the norms controlling
my relations with my colleagues

29

| feel psychologically safe at
work because of the norms
controlling my relations with my
colleagues

30

Co-worker norms increases my
work productivity at my
Company

31

My work strengths have been
utilized by my Company

32

My work perceptions vary and
depend on the complexity of the
task assigned

33

| feel physically or
psychologically disengaged
whenever there are depletion of
resources affecting my Company

34

| feel secured at work because
my Company cares about my
health and wellbeing

35

| feel secured at work because |
consume energy on issues
related to my work-role
assignments

36

| feel secured at work because |
have job involvement

37

I do not focus on my work
because of my outside activities
that are not related to my
organization

38

I will not have more work
experience if | do activities that
are not related to my
organization
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Statement Strongly Agree | Neutral | Disagree St_rongly
Agree Disagree
39 | My sleep time is less when | do
activities that are not related to 1 2 3 4 5
my organization

236 |Page




111-RM-NMCSR-V1

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Sir/Madam,
This survey is being conducted to better understand the construct of Corporate Social

Responsibility (CSR) with AVERDA at KAUST. We are requesting your participation
to complete this questionnaire. Please note:

* The questionnaire will take around 30 minutes to complete. Your participation in this
study is voluntary. There is no penalty if you choose not to participate or to withdraw
from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the main researcher will have access to individual responses, and
they will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Q.1

To what extent do you agree with the following statements concerning your work?

Please circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

My Company empowers me
to provide societal support
for KAUST

1

5

My Company empowers me
by providing team spirit
support

| have the proper work
encouragement from my
Company

My company provides
training and development
opportunities to realize my
career goals.

My environmental
awareness has been
increased with training

My company provides
training initiatives to
improve renew my work
related skills

My department encourages
teamwork.

Sufficient effort is made to
get the opinions and ideas of
employees.

There is coordination
between my department and
others with whom | need to
work with.

10

I’m satisfied with the
appraisal system because it
is linked with clear reward
structure

11

My motivation programs are
organized and conducted
according to the planned
calendar

12

My Company’s responsible
meets with me on a regular
basis for coaching and
counselling

13

Compension plans of
AVERDA at KAUST are
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meeting my work and life
goals

14

I’m satisfied with my work
because | have satisfactory
compensation plan

15

My long-term compensation
plan is positively linked
with the sustainable and
environmental plans of my
Company

16

I’m satisfied at work
because there is
appreciation for my
additional work
responsibility

17

| feel motivated at work
because | can express my
abilities freely

18

I have a sense of meaning
from my work because my
Company addresses my
need to develop my job

19

| feel work-engaged because
my work is aligned with my
values

20

| have developed improved
methods because my work
is aligned with my values

21

| devote more time and
energy to my work because
I view my work in my
Company as a career

22

I can express myself freely
at work because my
Supervisor is supportive

23

| feel work-engaged because
my Ssupervisor is supportive

24

I learn from my mistakes
because my supervisor
supports me

25

I am satisfied working with
my colleagues because my
Company promotes
respectful and transparent
worker relationships

26

Social activities of my
Company are improving my
relation with my colleagues
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27

My co-workers relations
affect my commitment to
my Company

28

Rules controlling my
relations with co-workers
are negatively affecting my
work productivity

29

Social activities of my
Company are providing me
work trust and security

30

My Company is governed
by behavioural and
emotional dimensions of
work

31

| feel work-disengaged
whenever there are no
physical resources available
to complete my work

32

I’m work-engaged because |
have the proper tools for my
job

33

Social activities of my
Company is positively
affecting my physical,
emotional, and cognitive
resources

34

Even if | did the best job
possible, my company
would fail to notice

35

I’m not work-engaged
because I’'m worried about
what others think of me at
work

36

Social activities of my
Company are not providing
me a sense of belonging to
my Company

37

My family engagement is
positively affected by
working outside my
Company

38

| do not need a prior
approval from my Company
if I want to work outside it
on leisure basis

39

Social and Environmental
activities of my Company
provide me more reason to
work outside without excuse
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111-RM-NMCSR-V2

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Participant,
This survey is being conducted to better understand the constructs of Corporate Social

Responsibility (CSR) and Employee Loyalty with AVERDA at KAUST. We are
requesting your participation to complete this questionnaire. Please note:

* Your participation in this study is voluntary. There is no penalty if you choose not to
participate or to withdraw from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the researcher will have access to individual responses, and they
will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Q.1

To what extent do you agree with the following statements concerning your work?

Please circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

My Company empowers me
to provide societal support
for KAUST

1

5

My Company empowers me
by providing team spirit
support

My Company encourages
me to assist KAUST

members to promote their
environmental awareness

My company provides
training and development
opportunities to realize my
career goals.

My environmental
awareness has been
increased with training

My company provides
training initiatives to
improve renew my work
related skills

My department encourages
teamwork.

Work assignments are
distributed fairly.

There is coordination
between my department and
others with whom | need to
work with.

10

I’m satisfied with the
appraisal system because it
is linked with clear reward
structure

11

My motivation programs are
organized and conducted
according to the planned
calendar

12

My Company’s responsible
meets with me on a regular
basis for coaching and
counselling

13

My Company
communicates its
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compensation system with
me

14

I’m satisfied with my work
because | have satisfactory
compensation plan

15

My long-term compensation
plan is positively linked
with the sustainable and
environmental plans of my
Company

16

I’m satisfied at work
because there is
appreciation for my
additional work
responsibility

17

| feel motivated at work
because | can express my
abilities freely

18

I have a sense of meaning
from my work because my
Company addresses my
need to develop my job

19

| feel work-engaged because
my work is aligned with my
values

20

I sense meaningfulness
because my Company is
socially responsible

21

| devote more time and
energy to my work because
I view my work in my
Company as a career

22

I can express myself freely
at work because my
Supervisor is supportive

23

| feel work-engaged because
my Ssupervisor is supportive

24

I learn from my mistakes
because my supervisor
supports me

25

I am satisfied working with
my colleagues because my
Company promotes
respectful and transparent
worker relationships

26

Social activities of my
Company are improving my
relation with my colleagues
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27

HR department periodically
assess my co-workers
relations

28

Rules controlling my
relations with co-workers
are negatively affecting my
work productivity

29

Social activities of my
Company are providing me
work trust and security

30

My Company encourages
work relations based on
honesty and transparency

31

| feel work-disengaged
whenever there are no
physical resources available
to complete my work

32

I’m work-engaged because |
have the proper tools for my
job

33

Social activities of my
Company is positively
affecting my physical,
emotional, and cognitive
resources

34

Even if | did the best job
possible, my company
would fail to notice

35

I’m not work-engaged
because I’m worried about
what others think of me at
work

36

Social activities of my
Company are not providing
me a sense of belonging to
my Company

37

My family engagement is
positively affected by
working outside my
Company

38

| do not need a prior
approval from my Company
if I want to work outside it
on leisure basis

39

Social and Environmental
activities of my Company
provide me more reason to
work outside without excuse
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111-RM-NMEL-V1

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Sir/Madam,
This survey is being conducted to better understand the construct of Employee Loyalty

with AVERDA at KAUST. We are requesting your participation to complete this
guestionnaire. Please note:

* The questionnaire will take around 30 minutes to complete. Your participation in this
study is voluntary. There is no penalty if you choose not to participate or to withdraw
from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the main researcher will have access to individual responses, and
they will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Q.1

To what extent do you agree with the following statements concerning your work?

Please circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

I have the authority to correct
problems when they occur

1

4

5

| have a lot of control over how |
do my job

1

4

5

I’m allowed to be creative when
| deal with problems at work

| favour my Company because it
provides me training and
developmental programs

I’'m satisfied with my job
because | have work-related
training

Because of the training | have in
my Company, I’'m more efficient
in my job now compared to
when | have started

Working as a team inspires me
to do the best.

Everyone in my team values
what each member contributes to
the team.

Team members frequently go
beyond what is required and do
not hesitate to take initiative.

10

I’m satisfied with my
performance appraisal because it
is fair

11

My sense of belonging to my
Company is increased because
my performance appraisal is fair

12

My performance appraisal is fair
because it recognizes my effort
and contribution to the
organisation

13

I’m satisfied with my salary
because my Company
communicated its salary system
with me

14

My sense of belonging to my
Company is increased because
my compensation plan includes
non-wage benefits such as

246 |Page




Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

medical insurance and retirement
plans

15

I like to stay with my Company
because its compensation system
is effective with me

16

I’'m satisfied with my job
because my Company offers me
the opportunity to use my
knowledge, skills, and abilities

17

My company compensates the
additional work offered to me

18

| feel more loyal and productive
because my Company enriches
my work responsibilities

19

| participate in activities that are
congruent with my values and
beliefs

20

I’'m energized to exceed my
work expectations because they
fit with my role in my Company

21

I’m engaged with my work
because it fits with my role in
my Company

22

I learn from my work mistakes
because my direct supervisor is
supportive

23

I’m more engaged with my work
because my direct supervisor
supports me

24

| feel psychologically safe
because | have attention from
my direct supervisor

25

My relations with my colleagues
is positively related with my
team cohesion

26

I’'m satisfied with my work
because | have good work
relations with my colleagues

27

| feel motivated for my work
because my relations with my
colleagues are considered to be
satisfactory

28

I’m able to be creative at work
because of the norms controlling
my relations with my colleagues

29

| feel psychologically safe at
work because of the norms
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

controlling my relations with my
colleagues

30

I’m able to be productive at
work because of the norms
controlling my relations with my
colleagues

31

My work strengths have been
utilized by my Company

32

My work perceptions vary and
depend on the complexity of the
task assigned

33

| feel physically or
psychologically disengaged
whenever there are depletion of
resources affecting my Company

34

| feel secured at work because
my Company cares about my
health and wellbeing

35

| feel secured at work because |
consume energy on issues
related to my work-role
assignments

36

| feel secured at work because |
have job involvement

37

I do not focus on my work
because of my outside activities
that are not related to my
organization

38

I will not have more work
experience if | do activities that
are not related to my
organization

39

My sleep time is less when | do
activities that are not related to
my organization
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111-RM-NMEL-V2

Questionnaire on the Impact of Corporate Social Responsibility on the Loyalty of
Employees

Dear Participant,
This survey is being conducted to better understand the constructs of Corporate Social

Responsibility (CSR) and Employee Loyalty with AVERDA at KAUST. We are
requesting your participation to complete this questionnaire. Please note:

* Your participation in this study is voluntary. There is no penalty if you choose not to
participate or to withdraw from the questionnaire.

* This survey is completely anonymous and confidential.

* Be assured that only the researcher will have access to individual responses, and they
will be used for research purposes only.

* Neither your name nor any other type of identifiable information will be publicly used.

Sincerely,

Doctoral Candidate
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Q.1

To what extent do you agree with the following statements concerning your work?

Please circle your response to each statement.

Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

I have the authority to correct
problems when they occur

1

4

5

I have control over how | do my
job

1

4

5

I’m allowed to provide enhanced
ideas when | deal with problems
at work

| favour my Company because it
provides me training and
developmental programs

I’'m satisfied with my job
because | have work-related
training

Because of the training | have in
my Company, my job
performance has increased
compared to when | joined the
Company

Teamwork spirit inspires me to
perform my job in the best way

Everyone in my team values
what each member contributes to
the team.

Team members frequently go
beyond what is required and do
not hesitate to take initiative.

10

I’m satisfied with my
performance appraisal because it
measures my work activities
objectively

11

My sense of belonging to my
Company is increased because
my performance appraisal
measures my work activities
objectively

12

My contribution to AVERDA at
KAUST is reflected in my
performance appraisal

13

I’m satisfied with my salary
because my Company
communicated its salary system
with me
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

14

My sense of belonging to my
Company is increased because
my compensation plan includes
non-wage benefits such as
medical insurance and retirement
plans

15

| would like to stay with my
Company because its
compensation system is meeting
my current and future plans

16

I’'m satisfied with my job
because my Company offers me
the opportunity to use my
knowledge, skills, and abilities

17

My work overtime is
compensated by my Company at
all times

18

My loyalty to AVERDA at
KAUST is increased because it
provides the environment to add
value to my work responsibilities

19

| participate in activities that are
congruent with my values and
beliefs

20

I’m energized to exceed my
work expectations because they
fit with my role in my Company

21

I’'m engaged with my work
because it fits with my role in
my Company

22

I learn from my work mistakes
because my direct supervisor is
supportive

23

I’m more engaged with my work
because my direct supervisor
supports me

24

| feel psychologically safe
because | have attention from
my direct supervisor

25

My relations with my colleagues
is positively related with my
team cohesion

26

I’m satisfied with my work
because | have good work
relations with my colleagues

27

I’'m work-motivated because of
the positive relationship with my
work colleagues
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Statement

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

28

I’m able to be creative at work
because of the norms controlling
my relations with my colleagues

1

5

29

| feel psychologically safe at
work because of the norms
controlling my relations with my
colleagues

30

Co-worker norms increases my
work productivity at my
Company

31

My work strengths have been
utilized by my Company

32

My work perceptions vary and
depend on the complexity of the
task assigned

33

| feel physically or
psychologically disengaged
whenever there are depletion of
resources affecting my Company

34

| feel secured at work because
my Company cares about my
health and wellbeing

35

| feel secured at work because |
consume energy on issues
related to my work-role
assignments

36

| feel secured at work because |
have job involvement

37

I do not focus on my work
because of my outside activities
that are not related to my
organization

38

I will not have more work
experience if I do activities that
are not related to my
organization

39

My sleep time is less when | do
activities that are not related to
my organization
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IV-CB-NM

File name Variable description SPSS variable name  Coding instructions
Hla (Non-Managerial) My Company empowers me to provide societal support for KAUST Q1.1 1 = Strongly Agree
(H1laCSR) 2 = Agree
3 = Neutral
4 = Disagree
5 = Strongly
Disagree
My Company empowers me by providing team spirit support (H1aCSR) Q1.2 Same asin Q.1.1
My Company encourages me to assist KAUST members to promote 1 Same asinQ.1.1
their environmental awareness (H1aCSR) Q13
| have the authority to correct problems when they occur (H1aEL) Q1 Same asin Q.1.1
| have a lot of control over how | do my job (HlaEL) Q.2 Same asin Q.1.1
I'm allowed to be creative when | deal with problems at work (H1aEL) Q.3 Same asin Q.1.1

Codebook for Non-Managerial Hla Data File

File name
H2a (Non-Managerial)

Variable description
My company provides training and development opportunities to realize
my career goals. (H2aCSR)

My environmental awareness has been increased with training
(H2aCsSR)

My company provides training initiatives to improve renew my work
related skills (H2aCSR)

| favour my Company because it provides me training and
developmental programs (H2aEL)

I'm satisfied with my job because | have work-related training (H2aEL)
Because of the training | have in my Company, I'm more efficient in my
job now compared to when | have started (H2aEL)

SPSS variable name
Q1.4

Q.15

Q.1.6

Q4
Q.5
Q.6

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same asin Q.1.4
Same asin Q.1.4
Same asin Q.1.4

Same as in Q.1.4
Same as in Q.1.4

Codebook for Non-Managerial H2a Data File

File name
H3a (Non-Managerial)

Variable description
My department encourages teamwork (H3aCSR)

Work assignments are distributed fairly (H3aCSR)

There is coordination between my department and others with whom |
need to work with (H3aCSR)

Working as a team inspires me to do the best (H3aEL)

Everyone in my team values what each member contributes to the team
(H3aEL)

Team members frequently go beyond what is required and do not
hesitate to take initiative (H3aEL)

SPSS variable name
Q.1.7

Q.1.8
Q.1.9
Q.7
Q.8

Q.9

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.7
Same as in Q.1.7

Same asin Q.1.7
Same as in Q.1.7

Same as in Q.1.7

Codebook for Non-Managerial H3a Data File
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File name
H4a (Non-Managerial)

Variable description
I'm satisfied with the appraisal system because it is linked with clear
reward structure (H4aCSR)

My motivation programs are organized and conducted according to the
planned calendar (H4aCSR)

My Company’s responsible meets with me on a regular basis for
coaching and counselling (H4aCSR)

I’'m satisfied with my performance appraisal because it is fair (H4aEL)
My sense of belonging to my Company is increased because my
performance appraisal is fair (H4aEL)

My performance appraisal is fair because it recognizes my effort and
contribution to the organisation (H4aEL)

SPSS variable name
Q.1.22

Q.1.23

Q.1.24
Q.10
Q.11

Q.12

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.22
Same as in Q.1.22

Same as in Q.1.22
Same as in Q.1.22

Same as in Q.1.22

Codebook for Non-Managerial H4a Data File

File name
H5a (Non-Managerial)

Variable description
My Company communicates its compensation system with me
(H5aCSR)

I’'m satisfied with my work because | have satisfactory compensation
plan (H5aCSR)

My long-term compensation plan is positively linked with the sustainable
and environmental plans of my Company (H5aCSR)

I’'m satisfied with my salary because my Company communicated its
salary system with me (H5aEL)

My sense of belonging to my Company is increased because my
compensation plan includes non-wage benefits such as medical
insurance and retirement plans (H5aEL)

| like to stay with my Company because its compensation system is
effective with me (H5aEL)

SPSS variable name
Q.1.13

Q.1.14

Q.1.15

Q.13

Q.14

Q.15

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.13
Same as in Q.1.13
Same as in Q.1.13

Same as in Q.1.13

Same asin Q.1.13

Codebook for Non-Managerial H5a Data File

File name
H1b (Non-Managerial)

Variable description
I’'m satisfied at work because there is appreciation for my additional work
responsibility (HIbCSR)

| feel motivated at work because | can express my abilities freely
(H1bCSR)

| have a sense of meaning from my work because my Company
addresses my need to develop and control my job (H1bCSR)

I’'m satisfied with my job because my Company offers me the opportunity
to use my knowledge, skills, and abilities (H1bEL)

My company compensates the additional work offered to me (H1bEL)
I’'m feel more loyal and productive because my Company enriches my
work responsibilities (HLbEL)

SPSS variable name
Q.1.16

Q.1.17

Q.1.18

Q.16
Q.17
Q.18

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same asin Q.1.16
Same as in Q.1.16
Same asin Q.1.16

Same asin Q.1.16
Same asin Q.1.16

Codebook for Non-Managerial H1b Data File

File name
H2b (Non-Managerial)

Variable description
| feel work-engaged because my work is aligned with my values
(H2bCSR)

| sense meaningfulness because my Company is socially responsible
(H2bCSR)

| devote more time and energy to my work because | view my work in
my Company as a career (H2bCSR)

| participate in activities that are congruent with my values and beliefs
(H2bEL)

I’'m energized to exceed my work expectations because they fit with my
role in my Company (H2bEL)

SPSS variable name
Q.1.19

Q.1.20

Q.1.21

Q.19

Q.20

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same asin Q.1.19
Same as in Q.1.19
Same as in Q.1.19

Same asin Q.1.19
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I’'m engaged with my work because it fits with my role in my Company
(H2bEL)

Q.21

Same asin Q.1.19

Codebook for Non-Managerial H2b Data File

File name
H3b (Non-Managerial)

Variable description
| can express myself freely at work because my supervisor is supportive
(H3bCSR)

| feel work-engaged because my supervisor is supportive (H3bCSR)
| learn from my mistakes because my supervisor supports me (H3bCSR)

I learn from my work mistakes because my direct supervisor is
supportive (H3bEL)

I’m more engaged with my work because my direct supervisor supports
me (H3bEL)

| feel psychologically safe because | have attention from my direct
supervisor (H3bEL)

SPSS variable name
Q.1.10

Q1.11
Q1.12

Q.22

Q.23

Q.24

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.22
Same as in Q.1.22

Same as in Q.1.22
Same as in Q.1.22

Same as in Q.1.22

Codebook for Non-Managerial H3b Data File

File name
H4b (Non-Managerial)

Variable description
| am satisfied working with my colleagues because my Company
promotes respectful and transparent worker relationships (H4bCSR)

Social activities of my Company are improving my relation with my
colleagues (H4bCSR)
HR department periodically assess my co-workers relations (H4bCSR)

My relations with my colleagues is positively related with my team
cohesion (H4bEL)

I’'m satisfied with my work because | have good work relations with my
colleagues (H4bEL)

| feel motivated for my work because my relations with my colleagues
are considered to be satisfactory (H4bEL)

SPSS variable name
Q.1.25

Q.1.26
Q.1.27
Q.25
Q.26

Q.27

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.25
Same as in Q.1.25
Same as in Q.1.25
Same as in Q.1.25

Same as in Q.1.25

Codebook for Non-Managerial H4b Data File

File name
H5b (Non-Managerial)

Variable description
Rules controlling my relations with co-workers are negatively affecting
my work productivity (HSbCSR)

Social activities of my Company are providing me work trust and security
(H5bCSR)

My Company encourages work relations based on honesty and
transparency (H5bCSR)

I’'m able to be creative at work because of the norms controlling my
relations with my colleagues (H5bEL)

| feel psychologically safe at work because of the norms controlling my
relations with my colleagues (H5bEL)

I’'m able to be productive at work because of the norms controlling my
relations with my colleagues (H5bEL)

SPSS variable name
Q.1.28

Q.1.29

Q.1.30

Q.28

Q.29

Q.30

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.28
Same as in Q. 1.28
Same as in Q. 1.28
Same as in Q. 1.28

Same as in Q. 1.28

Codebook for Non-Managerial H5b Data File

File name
H6b (Non-Managerial)

Variable description
| feel work-disengaged whenever there are no physical resources
available to complete my work (H6bCSR)

I’'m work-engaged because | have the proper tools for my job (H6bCSR)
Social activities of my Company is positively affecting my physical,
emotional, and cognitive resources (HEbCSR)

My work strengths have been utilized by my Company (H6bEL)

SPSS variable name
Q.1.31

Q.1.32
Q.1.33
Q.31

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.31
Same as in Q.1.31

Same as in Q.1.31

255 |Page




My work perceptions vary and depend on the complexity of the task
assigned (H6bEL)

| feel physically or psychologically disengaged whenever there are
depletion of resources affecting my Company (H6bEL)

Q.32

Q.33

Same asin Q.1.31

Same asin Q.1.31

Codebook for Non-Managerial H6b Data File

File name

H7b (Non-Managerial)

Variable description
Even if | did the best job possible, my company would fail to notice
(H7bCSR)

I’'m not work-engaged because I'm worried about what others think of me

at work (H7bCSR)
Social activities of my Company are not providing me a sense of
belonging to my Company (H7bCSR)

| feel secured at work because my Company cares about my health and

wellbeing (H7bEL)

| feel secured at work because | consume energy on issues related to

my work-role assignments (H7bEL)
| feel secured at work because | have job involvement (H7bEL)

SPSS variable name
Q.1.34

Q.1.35

Q.1.36

Q.31

Q.32
Q.33

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.34
Same as in Q.1.34
Same as in Q.1.34
Same as in Q.1.34

Same as in Q.1.34

Codebook for Non-Managerial H7b Data File

File name

H8b (Non-Managerial)

Variable description
My family engagement is positively affected by working outside my
Company (H8bCSR)

| do not need a prior approval from my Company if | want to work outside

it on leisure basis (H8bCSR)
Social and Environmental activities of my Company provide me more
reason to work outside without excuse (H8bCSR)

I do not focus on my work because of my outside activities that are not

related to my organization (H8bEL)

I will not have more work experience if | do activities that are not related

to my organization (H8bEL)
My sleep time is less when | do activities that are not related to my
organization (H8bEL)

SPSS variable name
Q.1.37

Q.1.38

Q.1.39

Q.37

Q.38

Q.39

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.1.37
Same as in Q.1.37
Same as in Q.1.37
Same as in Q.1.37

Same as in Q.1.37

Codebook for Non-Managerial H8b Data File

IV-CB-MN

File name
H1la (Managerial)

Variable description
My Company empowers me to provide societal support for KAUST
(H1aCSR)

My Company empowers me by providing team spirit support (H1aCSR)

My Company encourages me to assist KAUST members to promote their
environmental awareness (H1aCSR)
| have the authority to correct problems when they occur (H1aEL)

| have a lot of control over how | do my job (HlaEL)
I'm allowed to be creative when | deal with problems at work (H1aEL)

SPSS variable name
Q.4.1

Q4.2
Q.4.3

Q3.1
Q.3.2
Q.3.3

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same asin Q.4.1
Same asin Q.4.1

Same as in Q.4.1
Same as in Q.4.1
Same as in Q.4.1

Codebook for Managerial Hla Data File
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File name
H2a (Managerial)

Variable description
My company provides training and development opportunities to realize my
career goals. (H2aCSR)

My environmental awareness has been increased with training (H2aCSR)
My company provides training initiatives to improve renew my work related
skills (H2aCSR)

| favour my Company because it provides me training and developmental
programs (H2aEL)

I'm satisfied with my job because | have work-related training (H2aEL)

Because of the training | have in my Company, I'm more efficient in my job
now compared to when | have started (H2aEL)

SPSS variable name
Q.4.4

Q.4.5
Q.4.6

Q.3.4

Q3.5

Q.3.6

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.4
Same as in Q.4.4

Same asin Q.4.4
Same as in Q.4.4

Same as in Q.4.4

Codebook for Managerial H2a Data File

File name
H3a (Managerial)

Variable description
My department encourages teamwork (H3aCSR)

Work assignments are distributed fairly (H3aCSR)

There is coordination between my department and others with whom | need
to work with (H3aCSR)

Working as a team inspires me to do the best (H3aEL)

Everyone in my team values what each member contributes to the team
(H3aEL)

Team members frequently go beyond what is required and do not hesitate to
take initiative (H3aEL)

SPSS variable name
Q.4.7

Q.4.8
Q.4.9

Q3.7

Q.3.8

Q.3.9

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.7
Same as in Q.4.7

Same as in Q.4.7
Same as in Q.4.7

Same as in Q.4.7

Codebook for Managerial H3a Data File

File name
H4a (Managerial)

Variable description
I’'m satisfied with the appraisal system because it is linked with clear reward
structure (H4aCSR)

My motivation programs are organized and conducted according to the
planned calendar (H4aCSR)

My Company’s responsible meets with me on a regular basis for coaching
and counselling (H4aCSR)

I'm satisfied with my performance appraisal because it is fair (H4aEL)

My sense of belonging to my Company is increased because my
performance appraisal is fair (H4aEL)

My performance appraisal is fair because it recognizes my effort and
contribution to the organisation (H4aEL)

SPSS variable name
Q.4.10

Q4.11

Q.4.12

Q.3.10

Q.3.11

Q.3.12

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.10

Same as in Q.4.10
Same as in Q.4.10
Same as in Q.4.10

Same as in Q.4.10

Codebook for Managerial H4a Data File

File name
H5a (Managerial)

Variable description
My Company communicates its compensation system with me (H5aCSR)

I'm satisfied with my work because | have satisfactory compensation plan
(H5aCSR)

My long-term compensation plan is positively linked with the sustainable and
environmental plans of my Company (H5aCSR)

I’'m satisfied with my salary because my Company communicated its salary
system with me (H5aEL)

SPSS variable name
Q.4.13

Q.4.14

Q.4.15

Q.3.13

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.13

Same as in Q.4.13

Same as in Q.4.13
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My sense of belonging to my Company is increased because my
compensation plan includes non-wage benefits such as medical insurance
and retirement plans (H5aEL)

| like to stay with my Company because its compensation system is effective
with me (H5aEL)

Same as in Q.4.13

Q.3.14

Same as in Q.4.13

Q.3.15

Codebook for Managerial H5a Data File

File name
H1lb
(Managerial)

Variable description
I’'m satisfied at work because there is appreciation for my additional work
responsibility (HLbCSR)

| feel motivated at work because | can express my abilities freely (HLbCSR)

| have a sense of meaning from my work because my Company addresses my
need to develop and control my job (HIbCSR)

I'm satisfied with my job because my Company offers me the opportunity to use my
knowledge, skills, and abilities (H1bEL)

My company compensates the additional work offered to me (H1bEL)

I'm feel more loyal and productive because my Company enriches my work
responsibilities (H1bEL)

SPSS variable name

Coding instructions

Q.4.16 1 = Strongly Agree

2 = Agree

3 = Neutral

4 = Disagree

5 = Strongly

Disagree
Q.4.17 Same as in Q.4.16

Same as in Q.4.16
Q.4.18

Same as in Q.4.16
Q.3.16

Same as in Q.4.16
Q.3.17

Same as in Q.4.16
Q.3.18

Codebook for Managerial H1b Data File

File name
H2b (Managerial)

Variable description
| feel work-engaged because my work is aligned with my values (H2bCSR)

| sense meaningfulness because my Company is socially responsible
(H2bCSR)

| devote more time and energy to my work because | view my work in my
Company as a career (H2bCSR)

| participate in activities that are congruent with my values and beliefs
(H2bEL)

I’'m energized to exceed my work expectations because they fit with my role
in my Company (H2bEL)

I’'m engaged with my work because it fits with my role in my Company
(H2bEL)

SPSS variable name
Q.4.19

Q.4.20

Q4.21

Q.3.19

Q.3.20

Q.3.21

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.19

Same as in Q.4.19
Same as in Q.4.19
Same as in Q.4.19

Same as in Q.4.19

Codebook for Managerial H2b Data File

File name
H3b (Managerial)

Variable description
| can express myself freely at work because my supervisor is supportive
(H3bCSR)

| feel work-engaged because my supervisor is supportive (H3bCSR)
I learn from my mistakes because my supervisor supports me (H3bCSR)

I learn from my work mistakes because my direct supervisor is supportive
(H3bEL)

I’m more engaged with my work because my direct supervisor supports me
(H3bEL)

| feel psychologically safe because | have attention from my direct supervisor
(H3bEL)

SPSS variable name
Q.4.22

Q.4.23
Q.4.24

Q.3.22

Q.3.23

Q.3.24

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.22
Same as in Q.4.22

Same as in Q.4.22
Same as in Q.4.22

Same as in Q.4.22

Codebook for Managerial H3b Data File
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File name
H4b (Managerial)

Variable description
| am satisfied working with my colleagues because my Company promotes
respectful and transparent worker relationships (H4bCSR)

Social activities of my Company are improving my relation with my
colleagues (H4bCSR)
HR department periodically assess my co-workers relations (H4bCSR)

My relations with my colleagues is positively related with my team cohesion
(H4bEL)

I’'m satisfied with my work because | have good work relations with my
colleagues (H4bEL)

| feel motivated for my work because my relations with my colleagues are
considered to be satisfactory (H4bEL)

SPSS variable name
Q.4.25

Q.4.26

Q.4.27

Q.3.25

Q.3.26

Q.3.27

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.25

Same as in Q.4.25
Same as in Q.4.25
Same as in Q.4.25

Same as in Q.4.25

Codebook for Managerial H4b Data File

File name
H5b (Managerial)

Variable description
Rules controlling my relations with co-workers are negatively affecting my
work productivity (HSbCSR)

Social activities of my Company are providing me work trust and security
(H5bCSR)

My Company encourages work relations based on honesty and transparency
(H5bCSR)

I’'m able to be creative at work because of the norms controlling my relations
with my colleagues (H5bEL)

| feel psychologically safe at work because of the norms controlling my
relations with my colleagues (H5bEL)

I’'m able to be productive at work because of the norms controlling my
relations with my colleagues (H5bEL)

SPSS variable name
Q.4.28

Q.4.29

Q.4.30

Q.3.28

Q.3.29

Q.3.30

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.28

Same as in Q.4.28
Same as in Q.4.28
Same as in Q.4.28

Same as in Q.4.28

Codebook for Managerial H5b Data File

File name
H6b (Managerial)

Variable description
| feel work-disengaged whenever there are no physical resources available to
complete my work (HEbCSR)

I’'m work-engaged because | have the proper tools for my job (H6bCSR)
Social activities of my Company is positively affecting my physical, emotional,
and cognitive resources (H6bCSR)

My work strengths have been utilized by my Company (H6bEL)

My work perceptions vary and depend on the complexity of the task assigned
(H6bEL)

| feel physically or psychologically disengaged whenever there are depletion
of resources affecting my Company (H6bEL)

SPSS variable name
Q.4.31

Q.4.32
Q.4.33

Q.3.31

Q.3.32

Q.3.32

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.31
Same as in Q.4.31

Same as in Q.4.31
Same as in Q.4.31

Same as in Q.4.31

Codebook for Managerial H6b Data File

File name
H7b (Managerial)

Variable description
Even if | did the best job possible, my company would fail to notice (H7bCSR)

I’'m not work-engaged because I'm worried about what others think of me at
work (H7bCSR)

Social activities of my Company are not providing me a sense of belonging to
my Company (H7bCSR)

| feel secured at work because my Company cares about my health and
wellbeing (H7bEL)

SPSS variable name
Q.4.34

Q.4.35

Q.4.36

Q.3.34

Coding instructions
1 = Strongly Agree

2 = Agree

3 = Neutral
4 = Disagree
5 = Strongly
Disagree

Same as in Q.4.34
Same as in Q.4.34

Same as in Q.4.34
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| feel secured at work because | consume energy on issues related to my Same as in Q.4.34
. Q.3.35
work-role assignments (H7bEL)
| feel secured at work because | have job involvement (H7bEL) Q.3.36 Same as in Q.4.34
Codebook for Managerial H7b Data File
Coding
File name Variable description SPSS variable name instructions
H8b My family engagement is positively affected by working outside my Company Q.4.37 1 = Strongly
(Managerial)  (H8bCSR) Agree
2 = Agree
3 = Neutral
4 = Disagree
5 = Strongly
Disagree
| do not need a prior approval from my Company if | want to work outside it on leisure 0.4.38 Same as in
basis (H8bCSR) o Q.4.37
Social and Environmental activities of my Company provide me more reason to work Q.4.39 Same as in
outside without excuse (H8bCSR) o Q.4.37
I do not focus on my work because of my outside activities that are not related to my Q.3.37 Same as in
organization (H8bEL) = Q.4.37
I will not have more work experience if | do activities that are not related to my Q.3.38 Same as in
organization (H8bEL) e Q.4.37
My sleep time is less when | do activities that are not related to my organization Q.3.39 Same as in
(H8bEL) = Q.4.37
Codebook for Managerial H8b Data File
IV-NM-DD-HYP
H1la: There is a positive relationship between the social, environmental, and voluntariness dimensions of CSR
and the employee empowerment determinant of employee satisfaction
Pie Chart of Q.1.1, Q.1.2, Q.1.3, Q.1, Q.2, and Q.3
Q.11 Q.12 Q.13 Category
Strongly Disagree Strongly Disagree Disagree
) 10, 8.1% 12,9.7% Neutral 6 4-8% [ strongly Agree
Disagree Disagree 19, 15.3% -I Agree
17, 13.7% 16. 12.9% [ Neutral
Neutal erce [ Disagree _
7.5.6% Neutral [ strongly Disagree

8,6.5%

Agree

Agree
Agree 23, 18.5% 41,33.1%
41,33.1%
Q.1 ) Q.2 Q 13 ‘
Di Strongly Disagree Strongly Disagree Disagree Strongly Désa4g;i/c
1sagree o ‘ 10,819 © 48%
11, 8.9% >, 4.0% Disagree ° Neutrall’ 0.8%

11,8.9% 8. 6.5%

Neutral

15,12.1% Neutral
T 9,7.3% gree
Agree
8, 6.5%

Agree

53,42.7%
Agree

43, 34.7%
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Chi-square test statistics for Hla

Test Q1.1 Q.1.2 Q.1.3 Q.1 Q.2 Q.3

My Company My Company My Company | have the I have alot I'm allowed to
empowers me to empowers me encourages me to authority to of control be creative
provide societal by providing assist KAUST correct overhow |  when | deal
support for team spirit members to promote problems do my job with problems
KAUST support their environmental when they (H1laEL) at work
(H1laCSR) (H1laCSR) awareness (H1aCSR) occur (HlaEL) (HlaEL)

Chi-Sq. 58.2582 86.403° 51.548° 184.8712 67.613% 119.790?

4 4 3 4 4

P-

Value 0.000 0.000 0.000 0.000 0.000 0.000

(<0.05)

lIs (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
lls (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.

H2a: There is a positive relationship between the social, economic, environmental, and stakeholder
dimensions of CSR and the human capital development determinant of employee satisfaction.

Pie Chart 0f Q.1.4, Q.1.5, Q.1.6, Q.4, Q.5, Q.6

Q.1.4 Q.15 Q.16
Strongly Disagree Strongly Disagree .
Disagree 7,5.6% Disagree  11,8.9% Strongly Disagree
9 16, 12.9%
Neutfaf-07 4,3.2% ) 4
10, 8.1% Neutral Disagree
16, 12.9% 12,9.7%

N reeNeut['al
gree 8, 6.5%
23, 18.5% e
Agree

24,19.4% Agree

21, 16.9%
Q.4 Q.5 Q.6
: Disagrestrongly Disagree . Strongly Disagree
Strongly Dlsagrf;e 7 s 60 6.4.8% Dlsagre;e 5.4.0%
Disagree > 2 Neuiral 10, 8.1%
2,1.6% 10, 8.1% Neutral
Neutral 16, 12.9%

8,6.5%

Agree

Agree
39,31.5%

31,25.0%

Agree
29,23.4%

Category
[ strongly Agree
Bl Agree
|:| Neutral
[l Disagree
[ strongly Disagree
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Chi-square test statistics for H2a

Test Q.1.4 Q.1.5 Q.1.6 Q.4 Q.5 Q.6
My company My My company | favour my I'm satisfied Because of the
provides training  environmental provides Company because with my job training | have in
and development awareness has  training it provides me because | my Company,
opportunities to been increased initiatives to training and have work-  I'm more
realize my career with training improve renew developmental related efficient in my
goals. (H2aCSR) (H2aCSR) my work programs (H2aEL) training job now
related skills (H2aEL) compared to
(H2aCSR) when | have
started (H2aEL)
g(:"' 144.3872 107.0482 93.5002 97.2102 99.7902 90.4352
d f 4 4 4 4 4 4
P-
Value 0.000 0.000 0.000 0.000 0.000 0.000
(<0.05)
(.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
H3a: There is a positive relationship between the social and economic dimensions of CSR and the team
cohesion determinant of employee satisfaction.
Pie Chart 0ofQ.1.7, Q.1.8, Q.1.9, Q.7, Q.8, and Q.9
Q.17 Q.18 Q.19 Category
Strongly Disagree Strongly Disagree Strongly Disagree [ strongly Agree
20, 16.1% - 20.16.1% Disag}gé 12.1% B Agree
Disagree Diasree 8,6.5% ] Neutral

6, 4.8% 5,4.0%
Neutral Neutral
3,2.4% 4,3.2%

Neutral

5.4.0% [l Disagree

[ strongly Disagree

ree

Strongly Agree
74, 59.7%

Agree
17,13.7% Agree

22,17.7%

Agree
21, 16.9%

Q.7 Q.8 Q.9
Strongly Disagree Strongly Disagree Strongly Disagree Strongly Agree
. 13.10.5% 13,10.5% Disagrekd 8.1% 15,12.1%
Disagreé -
10,810, Disagree 12,9.7%
> 0170 14,11.3%

Neutral
6,4.8%
ce Neutral

23,18.5%

Neutral

17,13.7%
Agree

22,17.7%

Agree
41,33.1%
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Chi-square test statistics for H3a

Test Q.1.7 Q.1.8 Q.1.9 Q.7 Q.8 Q.9
My Work There is Working as Everyoneinmy Team
department assignments coordination ateam team values members
encourages are distributed  between my inspires me what each frequently go
teamwork fairly department and to do the member beyond what is
(H3aCSR) (H3aCSR) others with whom  best contributes to required and
| need to work (H3aEL) the team do not hesitate
with (H3aCSR) (H3aEL) to take initiative
(H3aEL)
gg" 132.5322 150.7582 128.9842 122.6942 31.4842 81.4032
df 4 4 4 4 4 4
P-
Value 0.000 0.000 0.000 0.000 0.000 0.000
(<0.05)

(.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.

H4a: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and the

performance appraisal system determinant of employee satisfaction.

Pie Chart 0fQ.1.10, Q.1.11, Q1.12, Q.10, Q.11, and Q.12

Q.1.10 Q.1.11 Q112
Neutral Neutral
31,25.0% 33,26.6%
Neutral
50, 40.3%
Agree gree
Agree 11, 8.9%
16, 12.9% )
Agree
28,22.6%
Q0 Q.11 Q.12
NeutralDisagregtrongly D;sazgﬁ/e DisagrecStrongly Disagree Strongly Disagree
L. 0.8% . 2.4% 5, 4.0% Nentral 4,3.2%
10,8.1% 1,0.8% Neutral 4 3.2% ’ 11,8.9% '
Agree 6,4.8%

15,12.1%
e

Agree
Agree 45,36.3%

48,38.7%

Category
[ strongly Agree
B Agree
|:| Neutral
[ Disagree
[ strongly Disagree
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Chi-square test statistics for H4a

Test Q.1.10 Q.1.11 Ql.12 Q.10 Q.11 Q.12
I’'m satisfied My My I’'m satisfied My sense of My
with the motivation Company’s with my belonging to performance
appraisal programs responsible performance my Company appraisal is fair
system are meets with appraisal is increased because it
because itis  organized me on a because it is because my recognizes my
linked with and regular basis  fair (H4aEL) performance effort and
clearreward  conducted for coaching appraisal is fair ~ contribution to
structure accordingto  and (H4aEL) the
(H4aCSR) the planned counselling organisation
calendar (H4aCSR) (H4aEL)
(H4aCSR)
ggl_ 48.8874 60.1132 6.6452 253.419° 122.048° 77.871°
df 2 2 2 4 4 3
E=
Value 0.000 0.000 0.036 0.000 0.000 0.000
(<0.05)

0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 41.3.
0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.

H5a: There is a positive relationship between social, economic, environmental, and stakeholder dimensions of
CSR and the employee compensation determinant of employee satisfaction.

Pie Chart 0f Q.1.13, Q.1.14, Q.1.15, Q.13, Q.14, and Q.15

Q113 Q.1.14 Q.1.15 Category
Strongly Disagree Strongly Disagree Strongly Disagree . Strongly Agree
19, 15.3% . .
Disagree 19,15.3% . 17.13.7% - Agree
3,2.4% Disagree Disagree
Neutral 6, 4.8% N9, 7.31% |:| Neutral
eutra .
5,4.0% Neutral | Ougﬂ/ - Disagree
s J.070 .
2, 1.6% [ strongly Disagree
Agree Agree
19, 15.3% Agree 19, 15.3%
20, 16.1%

Q.13 Q.14 Q.15
Strongly Disagree Strongly Disagree Strongly Disagree
Disagree 5, 4.0% 12,9.7% o 12,97%
Disagree Disagree
16, 12.9% 13,10.5%

20, 16.1%
Neutral
5,4.0%

Agree
20, 16.1%

Neutral
3,2.4%

Agree
28,22.6%
Agree
54,43.5%
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Chi-square test statistics for H5a

Test Q.1.13 Q.1.14 Q.1.15 Q.13 Q.14 Q.15
My Company I'm satisfied with My long-term I'm satisfied with My sense of | like to stay with
communicates  my work compensation my salary belonging to my my Company
its because | have plan is positively  because my Company is because its
compensation satisfactory linked with the Company increased because compensation
system with me  compensation sustainable and communicated its my compensation  system is
(H5aCSR) plan (H5aCSR) environmental salary system plan includes non-  effective with me
plans of my with me (H5aEL) wage benefits such (H5aEL)
Company as medical
(H5aCSR) insurance and
retirement plans
(H5aEL)
ggl' 151.8062 147.3712 150.8392 131.0812 63.355° 77.6942
f 4 4 4 4 3 4
P-
\Value 0.000 0.000 0.000 0.000 0.000 0.000
<0.05)

0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.

0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.

H1b: There is a positive relationship between social, stakeholder, and volunteerism dimensions of CSR and the

Job Enrichment predictor of Psychological Meaningfulness.

Pie Chart 0fQ.1.16, Q.1.17, Q.1.18, Q.16, Q.17, and Q.18

Q.1.16 Q.1.17 Q.1.18
Strongly Disagree
Strongly Disagree Strongly Disagree Disagree 11, 8.9%

22,17.7%

27,21.8% 6 15,
Neutral
Disagree 13, 10.5%
e o .
Disagree 13,10.5%
13, 10.5%

Agree
Neutral Neutral 18, 14.5%
0 16, 12.9%
10, 8.1% Agree Agros
17,13.7% 11, 8.9%
Q.16 Q.17 Q.18
i Strongly Di
onely e Strongly Disagree Stongly Agree L s, Strongly Agree
Disagree /» 307 o o Disagree ,6.5%
g 18, 14.5% 17,13.7% L os 231859
, V.07 >0

17,13.7%
Disagree
12,9.7%

Neutral
17, 13.7%

Neutral
2, 41.9%

Agree
40, 32.3%

Neutral
30,24.2%

Agree
8,6.5%

Category
[ strongly Agree
B Agree
|:| Neutral
[l Disagree
[ strongly Disagree

265 |Page




Chi-square test statistics for H1b

Test Q.1.16 Q.1.17 Q.1.18 Q.16 Q.17 Q.18
iatisfied at work | motivated at e a sense of iatisfied with my job  :ompany eel more loyal and
wse there is ‘because | ning from my work  wse my Company pensates the uctive because my
eciation for my express my wse my Company s me the opportunity tional work ipany enriches my
tional work ies freely esses my need to ;e my knowledge, ed to me . responsibilities
onsibility )ICSR) slop and control my 5, and abilities )EL) )EL)

)ICSR) H1bCSR) )EL)
Chi-Sq. 58.903% 72.532° 135.113? 130.6772 31.887° 73.500%
df 4 4 4 4 4 4
P-Value
(<0.05) 0.000 0.000 0.000 0.000 0.000 0.000

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.

H2b: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and Work-
Role Fit predictor of Psychological Meaningfulness.

Pie Chart 0fQ.1.19, Q.1.20, Q.1.21, Q.19, Q.20, and Q.21

Q.1.19 Q.1.20 Q.1.21

Strongly Disagree Strongly Disagree Disagree Category
. 8,6.5% . 9.7.3% 6 45% [ strongly Agree
Disagree Disagree Neutral &
14, 11.3% 12,9.7% Il Agree

21,16.9%

|:| Neutral
[l Disagree
[ strongly Disagree

Neutral
ce 10, 8.1%

Neutral
9,7.3%

Agree
Agree 24,19.4%

37,29.8% 39,31.5%
, 29.8%

Agree

19 Q.20 Q.21
Disagreesuong]y Disagree ~ Strongly Disagree DisagreeStrongly Disagree
9,7.3% 3,24% Disagree 9,7.3% 1.0.8% 7,5.6%
Neutral 9,7.3% Neutral
Neutral 9,7.3%
15,12.1%

8,6.5%

Agree
18, 14.5%

Agree
Agree 54, 43.5%

49,39.5%

Chi-square test statistics for H2b

T Q.1.1¢ Q.1.20 Q.1.21 Q.19 Q.20 Q.21
| feel work-engag | sense meaningfulnes: | devote more time ¢ | participate in act I'm energized to exce I'm engaged
my work is aligne my Company is sociall to my work because are congruent wit expectations becaus¢ with my work
values (H2bCSR responsible (H2bCSR) work in my Compar values and belief: with my role in my Cc because it fits

career (H2bCSR) (H2bEL) with my role in
my Company
(H2bEL)
Chi-Sq. 71.40¢ 104.306 48.968° 153.41¢ 78.742*% 112.129?
df 4 4 3 4 4 4
FovEue 0.000 0.000 0.000 0.000 0.000 0.000
<0.05)

0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.
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H3b: There is a positive relationship between social and economic dimensions of CSR and Supervisor Relations

predictor of Psychological Safety.

Pie Chart 0fQ.1.22, Q.1.23, Q.1.24, Q.22, Q.23, and Q.24

Q.1.22 Q.1.24

Strongly Disagree
23,18.5%

Strongly Disagree

Q.1.23

Category
[ strongly Agree
B Agree

Strongly Disagree
17, 13.7%

30,24.2%
. |:| Neutral
Disagree .
Disagree 16, 12.9% - Disagree
Disagree € 12,9.7% c [ strongly Disagree
5,4.0% Neutral Neutral
Neutral 6,4.8% 9,7.3%
8,6.5%
Agree Agree Agree
15,12.1% 19, 15.3% 15,12.1%

Q.22

Strongly Disagree

13, 10.5%
Disagree
18, 14.5%

ee
Disagree
18, 14.5%

Neutral
12,9.7%

Strongly Disagree
25,20.2%

Q.24
Strongly Agree
11, 8.9%

Q.23

Strongly Disagree
Strongly Agree 15,12.1%
27,21.8% Disagree

11, 8.9%

40, 32.3%

Agree
16, 12.9% Neutral
25,20.2%
Chi-square test statistics for H3b
Test Q.1.22 Q.1.23 Q.1.24 Q.22 Q.23 Q.24
| can express | feel work- I learn frommy | learn from my I’'m more engaged | feel psychologically
myself freely at engaged mistakes work mistakes with my work safe because | have
work because my because my because my because my direct because my direct attention from my
supervisor is supervisor is supervisor supervisor is supervisor direct supervisor
supportive supportive supports me supportive supports me (H3bEL)
(H3bCSR) (H3bCSR) (H3bCSR) (H3bEL) (H3bEL)
Chi-Sq. 100.5972 84.306% 91.323% 82.3712 2.7742 48.4192
d f 4 4 4 4 4 4
FVEE 0.000 0.000 0.000 0.000 0.596 0.000
<0.05)
s (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
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H4b: There is a positive relationship between social and economic dimensions of CSR and Co-Worker Relations

predictor of Psychological Safety.

Pie Chart of Q.1.25, Q.1.26, Q.1.27, Q.25, Q.26, and Q.27

Q.1.25 Q.1.26 Q.1.27 Category

Strongly Disagree Strongly Disagree [ strongly Agree

Strongly Disagree
19, 15.3%

24,19.4% 22,17.7% - Agree
Di Disagree Disagree Ll N(_autral
isagree . 11, 8.9% . Disagree
6,4.8% 8,6.5% .
Neutral ¢ Neutral ce Neutral [ strongly Disagree
6, 4.8% 6, 4.8% 5, 4.0%
Agree " I:‘lgrie Agree
18, 14.5% »11.3% 21,169%
Q.25 Q.26 Q.27
Strongly Disagree Strongly Disagree Strongly Disagree Strongly Agree
o 14 11.3% 18, 14.5% Strongly Agreel6, 12.9% 14, 11.3%
Dlsagrie 33, 26.6%Disagree
12,9.7% 12,9.7%
Disagree
Neutral 17,13.7%
10,8.1% e
Neutral Neutral
Agree e 25,20.2% Agree
20, 16.1% 17, 13.7% Agree 57, 46.0%
39,31.5%
Chi-square test statistics for H4b
Test Q.1.25 Q.1.26 Q.1.27 Q.25 Q.26 Q.27
| am satisfied working ~ Social activities ~ HR department My relations with I'm satisfied with | feel motivated for
with my colleagues of my Company  periodically my colleagues is my work because my work because
because my Company are improving my assess my co-  positively related | have good work my relations with
promotes respectful relation with my  workers with my team relations with my my colleagues are
and transparent worker colleagues relations cohesion colleagues considered to be
relationships (H4bCSR) (H4bCSR) (H4bEL) (H4bEL) satisfactory
(H4bCSR) (H4bEL)
Chi-Sq. 112.7742 128.258° 100.677° 96.323% 17.613° 56.242%
o f 4 4 4 4 4 4
-
\Value 0.000 0.000 0.000 0.000 0.001 0.000
<0.05)

s (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.

HS5b: There is a negative relationship between social and economic dimensions of CSR and the Co-Worker

norms predictor of Psychological Safety.
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Pie Chart of Q.1.28, Q.1.29, Q.1.30, Q.28, Q.29, and Q.30

Q.1.28 Q.1.29 Q.1.30
Strongly Disagree Strongly Disagree
18, 14.5% Disaéljeewj%

3,2.4%

Category
[ strongly Agree
B Agree
|:| Neutral
[ Disagree
[ strongly Disagree

Strongly Disagree
23, 18.5%

Disagree

Disagree red3, 10.5%

ee
14,11.3% Neutral

22,17.7%

Neutral
23, 18.5%

Neutral

16, 12.9% Agree
Agree Agree 19, 15.3%
19, 15.3% 15, 12.1%
Q.28 Q.29 Q.30
Strongly Agree Strongly Agree Strongly Agree

5,20.2% 20, 16.1%
Strongly Disagree
40, 32.3%

16, 12.9%

Agree

trongly Disagree 1,0.8%

46,37.1%

Strongly D

61 Agree

30, 24.2% Agree

21.16.9% Neutral

34,27.4%

Neutral Disagree Neutral Disagree

Disagr.
5’4'00/1:26, 9.7% 14, 11.3% 18, 14.5% 29,23.4%

Chi-square test statistics for H5b

Test Q.1.28 Q.1.29 Q.1.30 Q.28 Q.29 Q.30
s controlling my al activities of ~ ompany ible to be creative | psychologically safe 1ble to be
ions with co- company are yurages work ork because of the ork because of the uctive at work
ers are negatively iding me work ions based on 1s controlling my s controlling my wse of the norms
;ting my work and security sty and ions with my ions with my rolling my relations
uctivity (H5bhCSR) )CSR) sparency :agues (H5bEL) :agues (H5bEL) my colleagues
)ICSR) )EL)

Chi-Sq. 39.1452 48.258% 82.1292 79.4682 25.2742 37.2107

df 4 4 4 4 4 4

p-value 0.000 0.000 0.000 0.000 0.000

<0.05) ’ ’ ' ’ ' '

p. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
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H6b: There is a positive relationship between social, economic, and stakeholder CSR dimensions and Corporate

Resources factor of Psychological Availability

Pie Chart of Q.1.31, Q.1.32, Q.1.33, Q.31, Q.32, and Q.33

Q.1.31 Q.1.32 Q.1.33 Category
Strongly Disagree Strongly Disagree Strongly Disagree - Strongly Agree
26,21.0% 26,21.0% 24, 19.4% B Agree
) |:| Neutral
Disagree Disagree Disagree [ Disagree
3,2.4% 7,5.6% 10, 8.1% -
N Newral ¢ Newwal [ strongly Disagree
6, 4.8% 2.1.6% 1,0.8%
Agree Agree Agree
15,12.1% 17, 13.7% 16, 12.9%
Q.31 Q.32 Q.33
Strongly Disagree Strongly Disagree Strongly Disagree
: 6, 4.8% 14, 11.3% 13, 10.5%
Disagree > . 4
22,17.7% Disagree ?gogglz%Agree
Disagree 16, 12.9% T
Neutral 20, 16.1%
5 4.0% ree ee Neutral
s 4. 5, 4.0%
Agree
20, 16.1% Agree
27,21.8% Agree
52,41.9%
Chi-square test statistics for H6b
Test Q.1.31 Q.1.32 Q.1.33 Q.31 Q.32 Q.33
| feel work- I’'m work- Social activities of My work My work | feel physically or
disengaged engaged my Company is strengths have perceptions vary  psychologically
whenever there are because | have positively affecting been utilized  and depend on disengaged whenever
no physical the proper tools my physical, by my the complexity of  there are depletion of
resources available for my job emotional, and Company the task assigned resources affecting my
to complete my (H6bCSR) cognitive resources (H6bEL) (H6bEL) Company (H6bEL)
work (HEbCSR) (H6bCSR)
Chi-Sq. 134.9522 126.0812 128.500? 117.3712 46.774° 61.4032
ol 4 4 4 4 3 4
-
\Value 0.000 0.000 0.000 0.000 0.000 0.000
<0.05)

Is (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
Is (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.
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H7b: There is a negative relationship between social and economic dimensions of CSR and Job Insecurity factor

of Psychological Availability

Pie Chart of Q.1.34, Q.1.35, Q.1.36, Q.34, Q.35, and Q.36

Q.1.34

Agree
Strongly

Agree

Q.1.35

Strong];

Neutral’

Agree
8,6.5%

Disagree Neutral6, 12.9% Disagree

14,11.3% 4,3.2% 10, 8.1% 14, 11.3%
.34 ) Q.35

Neutral Disagree Disagreegtrongly Disagree

3,24% 43.2% Neutral &> 4-8% 3,2.4%

Agree
27,21.8%

Chi-square test statistics for H7b

4,3.2%

Agree
61,49.2%

Neutral
7,5.6%

Agree
73, 58.9%

Q.1.36

Strongly Agree
3%

Q.36
DisagreStrongly Disagree
1,0.8%

Category
[ strongly Agree
Aaree B Agree
7560 |[] Neutral
[ Disagree
Neutral | [ll] Strongly Disagree

11, 8.9%

Disagree
20, 16.1%

2,1.6%

Test Q.1.34 Q.1.35 Q.1.36 Q.34 Q.35 Q.36
Evenif I did the  I'm not work- Social activities of | feel secured at | feel secured at work | feel secured at
best job engaged because my Company are  work because my because | consume  work because |
possible, my I’'m worried about  not providing me a Company cares energy on issues have job
company would  what others think  sense of belonging about my health  related to my work- involvement
fail to notice of me at work to my Company and wellbeing role assignments (H7bEL)
(H7bCSR) (H7bCSR) (H7bCSR) (H7bEL) (H7bEL)

Chi-Sq. 60.194° 65.1132 94.5482 161.613° 129.306% 160.8392
oli 4 4 4 3 4 4

-

\Value 0.000 0.000 0.000 0.000 0.000 0.000
<0.05)

s (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.

Is (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.
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H8b: There is a negative relationship between social, economic, and voluntariness dimensions of CSR and
unexcused outside activities factors of psychological availability.

Pie Chart of Q.1.37, Q.1.38, Q.1.39, Q.37, Q.38, and Q.39

Q.1.37 Q.1.38

Disagregfgﬁg%}s’) Disagree Category

Strongly Disagree
18, 14.5%

Strongly Disagree

Neutral 4 3:2% 6,4.8%

[ strongly Agree

Disagree
19, 15.3%

Neutral 16, 12
4, 3'2\0@66
11, 8.9%
Q.37
0
1, 0.8%
Agree
Neutral
72,58.1%
Y Agree
11, 8.9%

Chi-square test statistics for H8b

Disagree
ree 5, 4.

Neutral
9%

24, 19.4%

0%

Agree
5,4.0%

Q.38

Neutral
74, 59.7%

7,5.6%

Agree
17,13.7%
ree

5,4.0%

Neutral
90, 72.6%

Q.39

B Agree

|:| Neutral

[ Disagree

[ strongly Disagree

o

Strongly Agree

17,13.7%

Agree
17, 13.7%

Test Q.1.37 Q.1.38 Q.1.39 Q.37 Q.38 Q.39
My family | do not need a Social and | do not focus on I will not have more My sleep time is
engagement is prior approval Environmental my work because work experience if | less when | do
positively affected from my activities of my of my outside do activities that activities that are
by working outside ~ Company if | Company provide me activities that are are not related to not related to my
my Company want to work more reason to work not related to my my organization organization
(H8bCSR) outside it on outside without excuse  organization (H8bEL) (H8bEL)
leisure basis (H8bCSR) (H8bEL)
(H8bCSR)
Chi-Sq. 118.1772 132.3712 218.3392 98.774° 58.081° 85.952°¢
df 4 4 4 3 2 2
P-
Value 0.000 0.000 0.000 0.000 0.000 0.000
(<0.05)

2lls (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 24.8.
2lls (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 31.0.
2lls (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 41.3.
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IV-MN-DD-HYP

H1la: There is a positive relationship between the social, environmental, and voluntariness dimensions of CSR

and the employee empowerment determinant of employee satisfaction

Pie Chart 0f Q.4.1, Q.4.2, Q.4.3, Q.3.1, Q.3.2, and Q.3.3

Q41 Q.4.2 Q.43
Strongly Disagree Strongly Disagree Disagree
Disagree” | 2,10.5% Neutral ~ 1,5.3%
1.5.3% Neutral 2,10.5%
Neutrélf 2.10.5%

1,53%

Agree
5,26.3%

ree

Agree
2,10.5%

Agree
10, 52.6%

Q.31 ) 3. Q.33
Disagree Disagree Strongly Disagree
2,10.5% 2,10.5% 1,53%

Neutral
1,53%

Agree
2,10.5%

Neutral
1,53%

Chi-square test statistics for Hla

Agree
5,26.3%

Agree
10, 52.6%

Agree

Category
Strongly Agree
B Agree
|:| Neutral
Disagree
[ strongly Disagree

Test Q4.1 Q.4.2 Q.4.3 Q3.1 Q.3.2 Q.3.3
My Company My Company My Company | have the | have a lot I’'m allowed to
empowers me to empowers me encourages me to assist  authority to of control be creative
provide societal by providing KAUST members to correct over how | when | deal
support for team spirit promote their problems when  do my job with problems
KAUST support environmental they occur (H1laEL) at work
(H1aCSR) (H1aCSR) awareness (H1aCSR) (HlaEL) (HlaEL)

Chi-Sq. 15.4742 19.105° 10.684° 24.158° 12.789° 7.053¢
df 4 3 3 3 3 2
P-

Value 0.004 0.000 0.014 0.000 0.005 0.029
(<0.05)

a. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
c. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H2a: There is a positive relationship between the social, economic, environmental, and stakeholder
dimensions of CSR and the human capital development determinant of employee satisfaction. (Managerial

H2a)

Pie Chart 0f Q.4.4, Q.4.5, Q.4.6, Q.3.4, Q.3.5, and Q.3.6

Q.4.4 Q.4.6

Strongly Disagree
3,15.8%

Disagree
2,10.5%

Neutral
3,15.8%

Agree
2,10.5%

Strongly Disag

Q.3.4

Strongly Disagree
4,21.1%

ree

Disagree
3,15.8%

Neutral
2,10.5%

Q.4.5

4,21.1%

Q.3.5

Strongly Disagree

Disagree
2,10.5%

1,5.3%

Strongly Agree
6,31.6%

Agree

Strongly Disagree
3,15.8%

Disagree
4,21.1%

Neutral

Category
[ strongly Agree
B Agree
|:| Neutral
[l Disagree
[ strongly Disagree

1,5.3%Agree
2,10.5%

Q.3.6

Strongly Disagree

Disagree
2,10.5%

1,5.3%

Neutral Neutral
2,105%  pgree Agree 8,42.1% 2,10.5%
2,10.5% 5,26.3%
Chi-square test statistics for H2a
Test Q.4.4 Q.4.5 Q.4.6 Q.3.4 Q.3.5 Q.3.6
My company My environmental My company | favour my I'm satisfied Because of the
provides training awareness has provides Company because with my job training | have in
and development been increased training it provides me because | my Company, I'm
opportunities to with training initiatives to training and have work- more efficient in
realize my career (H2aCSR) improve renew developmental related my job now
goals. (H2aCSR) my work related  programs (H2aEL) training compared to
skills (H2aCSR) (H2aEL) when | have
started (H2aEL)
g;"- 9.1582 2.3162 10.2112 7.316° 8.1052 9.6842
df 4 4 4 3 4 4
P-
Value 0.057 0.678 0.037 0.062 0.088 0.046
(<0.05)

a. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
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H3a: There is a positive relationship between the social and economic dimensions of CSR and the team

cohesion determinant of employee satisfaction. (Managerial H3a)

Pie Chart 0f Q.4.7, Q.4.8, Q.4.9, Q.3.7, Q.3.8, and Q.3.9

Q.47 Q.4.8 Q.4.9
Strongly Disagree Strongly Disagree Neutral
R 1,5.3% Agree 1,5.3% 1,5.3%
gree 3,15.8%
4,21.1%

Category
[ strongly Agree
B Agree
|:| Strongly Disagree
[l Neutral

Agree [ Disagree
8,42.1%
Q.37 Q.38 Q.3.9
Disagree Strongly Disagree Disagree
1,5.3% 1,53% 1,53%
Agree
4,21.1% Agree
5,26.3% Agree
Agree
12,63.2%
Chi-square test statistics for H3a
Test Q.4.7 Q.4.8 Q.4.9 Q.3.7 Q.3.8 Q.3.9

My department  Work There is coordination ~ Working asa  Everyone in my Team members

encourages assignments are  between my team team values what  frequently go

teamwork distributed fairly ~ department and inspires me each member beyond what is

(H3aCSR) (H3aCSR) others with whom | to do the contributes to the required and do

need to work with best team (H3aEL) not hesitate to take
(H3aCSR) (H3aEL) initiative (H3aEL)

Chi-Sq. 14.6322 18.1052 7.0532 14.6322 11.7892 9.5792
df 2 2 2 2 2 2
P-
Value 0.001 0.000 0.029 0.001 0.003 0.008
(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H4a: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and the

performance appraisal system determinant of employee satisfaction. (Managerial H4a)

Pie Chart of Q.4.10, Q.4.11, Q.4.12, Q.3.10, Q.3.11, and Q.3.12

Q.4.10 4.11 Q.4.12
Strongly Disagree . isagree ' Sagree
Neutral 1.5.3% Strongly Dlsagrie 1. 53% Strongly Disagree S
1,5.3% 1,5.3% 1.53%
Agree Agree Agree
3,15.8% 1,5.3% 2,10.5%

.3.10 311 .3.12
Di(s?;lgree D(isgagree Strongly Dis(a?gree
1,53% 1,5.3% 2,10.5%

Strongly Disagree
2,10.5%

Neutral
1,53%

Agree
4,21.1%

Strongly Disagree
2,10.5%

Chi-square test statistics for H4a

Agree
5,26.3%

Strongly Agr|
11, 57.9%

Neutral
1,53%

Agree

10, 52.6%

Category
[ strongly Agree
B Agree
|:| Neutral
[ strongly Disagree
[ Disagree

Test Q.4.10 Q.4.11 Q.4.12 Q.3.10 Q.3.11 Q.3.12
I'm satisfied with My motivation My Company’s I'm satisfied with My sense of My performance
the appraisal programs are responsible my performance  belonging to my appraisal is fair
system because  organized and meets with me appraisal Company is because it
it is linked with conducted on a regular because it is fair  increased recognizes my
clear reward according to the  basis for (H4aEL) because my effort and
structure planned coaching and performance contribution to the
(H4aCSR) calendar counselling appraisal is fair organisation

(H4aCSR) (H4aCSR) (H4aEL) (H4aEL)
Chi-Sq. 24.5792 35.5262 29.6322 18.632° 12.7892 10.6842
df 3 3 3 4 3 3
P-
Value 0.000 0.000 0.000 0.001 0.005 0.014
(<0.05)

a. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
b. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
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H5a: There is a positive relationship between social, economic, environmental, and stakeholder dimensions of

CSR and the employee compensation determinant of employee satisfaction. (Managerial H5a)

Pie Chart of Q.4.13, Q.4.14, Q.4.15, Q.3.13, Q.3.14, and Q.3.15

Q.4.13 Q.4.14 Q.4.15
Strongly Disagree Disagree Strongly Disagree Category
Agree 1,53% Agree  1,53% 1,53% [ strongly Agree
1,5.3% 2,10.5% Agree B Agree
4,21.1% [] strongly Disagree
[ Disagree
Q.3.13 Q.3.14 Q.3.15
Disagree Disagree Disagree
2,10.5% Agree 1,53% 1,53%
Agree 3,15.8%
3,15.8%
Agree
8,42.1%
Chi-square test statistics for H5a
Test Q.4.13 Q.4.14 Q.4.15 Q.3.13 Q.3.14 Q.3.15
My Company I’'m satisfied My long-term I’'m satisfied with My sense of | like to stay with
communicates with my work compensation my salary belonging to my my Company
its because | have plan is positively because my Company is because its
compensation satisfactory linked with the Company increased because  compensation
system with me compensation sustainable and communicated its  my compensation system is
(H5aCSR) plan (H5aCSR) environmental salary system plan includes non- effective with me
plans of my with me (H5aEL)  wage benefits such  (H5aEL)
Company as medical
(H5aCSR) insurance and
retirement plans
(H5aEL)
g(:"- 26.9472 22.2112 14.6322 14.0002 18.1052 7.0532
df 2 2 2 2 2 2
P-
Value 0.000 0.000 0.001 0.001 0.000 0.029
(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H1b: There is a positive relationship between social, stakeholder, and volunteerism dimensions of CSR and the Job
Enrichment predictor of Psychological Meaningfulness. (Managerial H1b)

Pie Chart 0f Q.4.16, Q.4.17, Q.4.18, Q.3.16, Q.3.17, and Q.3.18

Q.4.16

Strongly Disagree
3,15.8%

Agree
3,15.8%

Strongly Disagree
1,5.3%

Agree
2,10.5%

Q.4.17
Disagree
2,10.5%

Q.4.18
Neutral
2,10.5%

Strongly Disagree
3,15.8%

Agree
2,10.5%

Q.3.16

Disagree
3,15.8%

Q.3.17

Neutral
3,15.8%

Disagree
2,10.5%

Strongly Disagree
3,15.8%

Chi-square test statistics for H1lb

Q.3.18
Strongly Agree
4,21.1% Neutral
6,31.6%

Strongly Disaghe
3,15.8%

Agree
5,26.3%

Category
[ strongly Agree
B Agree
|:| Strongly Disagree
[l Disagree
[ Neutral

Test Q.4.16 Q.4.17 Q.4.18 Q.3.16 Q.3.17 Q.3.18

I'm satisfied at | feel I have a sense of  I'm satisfied with My company I'm feel more loyal
work because motivated at meaning from my  my job because compensates and productive
there is work because  work because my Company the additional because my
appreciation for | can express my Company offers me the work offered to Company enriches
my additional my abilities addresses my opportunity touse  me (H1bEL) my work
work freely need to develop my knowledge, responsibilities
responsibility (H1bCSR) and control my skills, and abilities (H1bEL)
(H1bCSR) job (H1bCSR) (H1bEL)

g;" 10.5262 24.158P 14.895° 8.895° 3.895¢ 1.000°

df 2 3 3 1 4 3

P-

Value 0.005 0.000 0.002 0.003 0.420 0.801

(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
c. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.5.
d. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
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H2b: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and Work-Role Fit
predictor of Psychological Meaningfulness. (Managerial H2b)

Pie Chart 0f Q.4.19, Q.4.20, Q.4.21, Q.3.19, Q.3.20, and Q.3.21

N trQl.4.19 ol b Q.4.20 o Q.4.21 Category

eutra ongly Disagree isagree

1,53% 1,53% 1,5.3% [ strongly Agree
Agree B Agree

Agree
7,36.8%

4,21.1%

Agree
7,36.8%

Q.3.19 Q.3.20 Q.3.21
Neutral Neutral
Agree, 5.3% 1,5.3%

2,10.5%

Agree
7,36.8%

Chi-square test statistics for H2b

|:| Neutral

[l strongly Disagree
[ Disagree

lest Q.4.19 Q.4.20 Q.4.21 Q.3.19 Q.3.20 Q.3.21
| feel work- | sense | devote more | participate in I’'m energized to I’'m engaged
engaged meaningfulness time and energy activities that exceed my work with my work
because my because my to my work are congruent expectations because it fits
work is aligned  Company is socially ~ because | view with my values  because they fit with my role in
with my values  responsible my work in my and beliefs with my role in my my Company
(H2bCSR) (H2bCSR) Company as a (H2bEL) Company (H2bEL) (H2bEL)
career (H2bCSR)

Chi-Sq. 8.0002 14.6322 8.0002 22.211% 8.0002 1.316°

df 2 2 2 2 2 1

P-

Value 0.018 0.001 0.018 0.000 0.018 0.251

(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
b. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.5.
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H3b: There is a positive relationship between social and economic dimensions of CSR and Supervisor Relations
predictor of Psychological Safety. (Managerial H3b)

Pie Chart 0f Q.4.22, Q.4.23, Q.4.24, Q.3.22, Q.3.23, Q.3.24

4.22 .4.23 4.
) Sn'ongl(ygDisagree Strongly DisagreQe Strongly Disagree Category
Disagree 1 530, 5 10.5% bi 1,53% [ strongly Agree

1,53% . > 1Y isagree

N 1’ Disagree 2.10.5% . Agree
eutra o
2,10.5% 2, 10.5% |:| Neutral
o Neutral [l Disagree
2,10.5% .
ce [ strongly Disagree

Agree
5,26.3%

4,21.1%

Agree
2,10.5%

Agree

Disagree 1,5.3% bi 2,10.5% Disagree 1,5.3% Strongl)’ Agree
2.10.5% isagree 3,15.8%
Neutral 1,5.3% 1,53%
1,5.3%
Neutral
5,26.3%
Neutral
5,26.3%
Agree
5,26.3% Agree Agree
6.31.6% 9,47.4%
Chi-square test statistics for H3b
Test Q.4.22 Q.4.23 Q.4.24 Q.3.22 Q.3.23 Q.3.24
| can express | feel work- I learn from my I learn from my I’'m more | feel psychologically
myself freely at engaged mistakes work mistakes engaged with my  safe because | have
work because because my because my because my work because attention from my
my supervisoris  supervisor is supervisor direct supervisor  my direct direct supervisor
supportive supportive supports me is supportive supervisor (H3bEL)
(H3bCSR) (H3bCSR) (H3bCSR) (H3bEL) supports me
(H3bEL)
Chi-Sq. 15.4742 11.526° 22.3162 15.4742 4.9472 11.7892
df 4 3 4 4 4 4
P-
Value 0.004 0.009 0.000 0.004 0.293 0.019
(<0.05)

a. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.

b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
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H4b: There is a positive relationship between social and economic dimensions of CSR and Co-Worker Relations
predictor of Psychological Safety.(Managerial H4b)

Pie Chart of Q.4.25, Q.4.26, Q.4.27, Q.3.25, Q.3.26, and Q.3.27

Q.4.25 %43615 Q.4.27 Category
Strongly Disagree Strongly Disagree cutra Strongly Disagree
. 2,10.5% Lo 1.53% 5 L5, [ strongly Agree
Disagree , .97 , 10.5%
0 Disagree . Agree
1,53% Agree .
1,53% [] pisagree

3,15.8%

[ strongly Disagree

Agree Agree
3,15.8% 2,10.5% [ Neutral
Q.3.25 Q.3.26 Q.3.27
Strongly Disagree Neutral Neutral
Disagree 1,5.3% Disagree  1,5.3% Disagree 1,5.3% Strongly Agree
2,10.5% 1,5.3% 1,5.3% 4,21.1%
Agree .
3,15.8%

Agree
9,47.4%
Agree
13, 68.4%
Chi-square test statistics for H4b
Test Q.4.25 Q.4.26 Q.4.27 Q.3.25 Q.3.26 Q.3.27
| am satisfied Social activities HR department My relations I'm satisfied with | feel motivated for
working with my of my Company  periodically with my my work my work because
colleagues because are improving assess my co- colleagues is because | have my relations with
my Company my relation with ~ workers positively good work my colleagues are
promotes respectful my colleagues relations related with my  relations with considered to be
and transparent (H4bCSR) (H4bCSR) team cohesion my colleagues satisfactory
worker relationships (H4bEL) (H4bEL) (H4bEL)
(H4bCSR)
(S:QI- 19.5262 34.421° 14.000°¢ 19.5262 11.9472 20.3682
df 3 4 2 3 3 3
P-
Value 0.000 0.000 0.001 0.000 0.008 0.000
(<0.05)

a. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
b. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
c. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H5b: There is a negative relationship between social and economic dimensions of CSR and the Co-Worker norms

predictor of Psychological Safety. (Managerial H5b)

Pie Chart 0f Q.4.28, Q.4.29, Q.4.30, Q.3.28, Q.3.29, and Q.3.30

Q.4.28 Q.4.29 Q.4.30
Disagresetr ongly Dlsagrie Disagree Strongly Disagree
1,53% 1,5.3% R 2,10.5% Agree 1,5.3%
gree
Agree 2.10.5% 3,15.8%

Category

B Agree
|:| Disagree

[ strongly Agree

2,10.5%

Q.3.28 Q.3.29 Q.3.30
Neutral Agre[gisagree Agree Disagree
1,53% 1, 5.31%5 39 1,5.3% 1,53%

,2.070

Chi-square test statistics for H5b

Neutral
8,42.1%

Neutral
9, 47.4%

agree

[ strongly Disagree
[ Neutral

sagree

Test Q.4.28 Q.4.29 Q.4.30 Q.3.28 Q.3.29 Q.3.30
Rules controlling  Social My Company I’'m able to be | feel psychologically ~ I'm able to be
my relations with  activities of my  encourages work  creative at work  safe at work productive at
co-workers are Company are relations based because of the because of the work because of
negatively providing me on honesty and norms norms controlling my  the norms
affecting my work trustand  transparency controlling my relations with my controlling my
work productivity — security (H5bCSR) relations with my  colleagues (H5bEL) relations with my
(H5bCSR) (H5bCSR) colleagues colleagues

(H5bEL) (H5bEL)
g;" 29.6322 17.789° 18.105° 35.5262 7.053° 6.737°
df 3 2 2 3 2 2
P-
Value 0.000 0.000 0.000 0.000 0.029 0.034
(<0.05)

a. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
b. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H6b: There is a positive relationship between social, economic, and stakeholder CSR dimensions and Corporate
Resources factor of Psychological Availability.(Managerial H6b)

Pie Chart of Q.4.31, Q.4.32, Q.4.33, Q.3.31, Q.3.32, and Q.3.33

. Q.4.31 . Q.4.32 ]()Qis.:g.r?ﬁ Category
Strongly Disagree Strongly Disagree Neutral . . Strongly Agree
0 0 1,5.3%
2,10.5% 2,10.5% 1.5.3% . A
v gree
|:| Strongly Disagree
Agree Agree . Neutral
4,21.1% 4,21.1% . Di
isagree
Agree
€ 7,36.8%
Q.3.31 Q.3.32 Q.3.33
Di . .
Strongly Disagree isasg;?; Strongly Disagree Strongly Disagree
Lsay o227 2,10.5% 2,10.5% Strongly Agree
59 4,21.1%
Agree
5,26.3% Agree
e 6,31.6%
Agree
13, 68.4%
Chi-square test statistics for H6b
Test Q.4.31 Q.4.32 Q.4.33 Q.3.31 Q.3.32 Q.3.33
| feel work- I’'m work- Social activities My work My work | feel physically or
disengaged engaged of my Company strengths perceptions vary  psychologically
whenever there because | is positively have been and depend on disengaged whenever
are no physical have the affecting my utilized by the complexity of  there are depletion of
resources proper tools physical, my Company the task resources affecting my
available to for my job emotional, and (H6bEL) assigned Company (H6bEL)
complete my work  (HEbCSR) cognitive (HB6bEL)
(H6bCSR) resources
(H6bCSR)
g;"’ 10.8422 10.8422 12.789° 17.000° 6.4212 10.8422
df 2 2 3 3 2 2
P-
Value 0.004 0.004 0.005 0.001 0.040 0.004
(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
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H7b: There is a negative relationship between social and economic dimensions of CSR and Job Insecurity factor of

Psychological Availability (Managerial H7b)

Pie Chart of Q.4.34, Q.4.35, Q.4.36, Q.3.34, Q.3.35, and Q.3.36

Q.4.36
Disagree
2,10.5%

Q.4.34 Q.4.35

Strongly Agree
3, 15.8%
Agree
1,5.3%

Strongly Agree
5,26.3%

Agree

Category
[ strongly Agree
B Agree
|:| Neutral

[ strongly Disagree

Agree
1,53%

Neutral
3,15.8%

Q.3.34

Disagree
4,21.1%

Agree
6,31.6%

Agree

Agree
1,53%

3,15.8%

Q.3.35

Disagree
4,21.1%

7,36.8%

Chi-square test statistics for H7b

Q.3.36

Disagree

2,10.5%

Neutral
2,10.5%

Agree
7,36.8%

[ Disagree

Neutral
4,21.1%

Test Q.4.34 Q.4.35 Q.4.36 Q.3.34 Q.3.35 Q.3.36
Even if | did the  I'm not work- Social activities of | feel secured at | feel secured at | feel secured at
best job engaged my Company are  work because work because | work because |
possible, my because I'm not providing me my Company consume energy on  have job
company would  worried about a sense of cares about my issues related to my  involvement
fail to notice what others think  belonging to my health and work-role (H7bEL)
(H7bCSR) of me at work Company wellbeing assignments

(H7bCSR) (H7bCSR) (H7bEL) (H7bEL)
Chi-Sq. 9.4212 9.4212 10.211° 2.000° 1.368° 6.4742
df 3 3 4 2 2 3
P-
Value 0.024 0.024 0.037 0.368 0.504 0.091
(<0.05)

a. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.

b. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.

c. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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H8b: There is a negative relationship between social, economic, and voluntariness dimensions of CSR and

unexcused outside activities factors of psychological availability. (Managerial H8b)

Pie Chart of Q.4.37, Q.4.38, Q.4.39, Q.3.37, Q.3.38, and Q.3.39

Q.4.39

Q.4.37 Q.4.38 Category
Strongly Agree Strongly Agree Neutral Strongly Agree
1,5.3% 1,53% 1,53%  1,53% = Strongly Agree
[l Disagree

Strongly Disagree
10, 52.6%

Q.3.37

6,31.6%

Neutral

Agree
7,36.8%

lely Disagree
11, 57.9%

Q.3.38

Disagree
7,36.8%

Agree
7,36.8%

gree

11, 57.9%

Q.3.39

|:| Strongly Disagree
[ Neutral
[ Agree

Disagree
6,31.6%

1,5.3% Neutral Neutral
DisaSgl;/e 1,5.3%picagree 1,5.3%Disagree
e 1,5.3% 1,53%
Chi-square test statistics for H8b
Test Q.4.37 Q.4.38 Q.4.39 Q.3.37 Q.3.38 Q.3.39
My family Idonotneeda  Social and | do not focus on | will not have My sleep time is
engagement is prior approval Environmental my work because  more work less when | do
positively from my activities of my of my outside experience if | do  activities that
affected by Company if | Company provide activities that are  activities that are  are not related
working outside want to work me more reason to not related to my not related tomy  to my
my Company outside it on work outside without  organization organization organization
(H8bCSR) leisure basis excuse (H8bCSR) (H8bEL) (H8bEL) (H8bEL)
(H8bCSR)
(S:S" 7.0532 8.0002 14.4740 14.4740 12.789° 12.789°
df 2 2 3 3 3 3
P-
Value 0.029 0.018 0.002 0.002 0.005 0.005
(<0.05)

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
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IV-MN-CSR-Q2Q3

Provide Reverse Vending Machines to KAUST

Frequency Percent Cumulative Percent
Aware & Involved 10 52.6 52.6
Aware Not Involved 8 42.1 94.7
Not Aware & Not Involved 1 5.3 100.0
Total 19 100.0
Provide Bulb Eating Machines to KAUST
Frequency Percent Cumulative Percent
Aware & Involved 11 57.9 57.9
Aware Not Involved 8 42.1 100.0
Total 19 100.0
Providing Environmentally Friendly Operational Vehicles
Frequency Percent Cumulative Percent
Aware & Involved 8 42.1 42.1
Aware Not Involved 9 47.4 89.5
Not Aware & Not Involved 2 10.5 100.0
Total 19 100.0
Supporting KAUST during Water scarcity on November 2014
Frequency Percent Cumulative Percent
Aware & Involved 7 36.8 36.8
Aware Not Involved 11 57.9 94.7
Not Aware & Not Involved 1 5.3 100.0
Total 19 100.0
Supporting KAUST during rain flood on November 2009
Frequency Percent Cumulative Percent
Aware & Involved 4 21.1 21.1
Aware Not Involved 12 63.2 84.2
Not Aware & Not Involved 3 15.8 100.0
Total 19 100.0
Provide Healthcare Programs to employees
Frequency Percent Cumulative Percent
Aware & Involved 8 42.1 42.1
Aware Not Involved 11 57.9 100.0
Total 19 100.0
Participating in the Earth day event
Frequency Percent Cumulative Percent
Aware & Involved 8 42.1 42.1
Aware Not Involved 10 52.6 94.7
Not Aware & Not Involved 1 5.3 100.0
Total 19 100.0
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Vocational training for technical staff

Frequency Percent Cumulative Percent
Aware & Involved 12 63.2 63.2
Aware Not Involved 7 36.8 100.0
Total 19 100.0
Providing Recreational activities for staff at Your Company Camp
Frequency Percent Cumulative Percent
Aware & Involved 4 21.1 21.1
Aware Not Involved 15 78.9 100.0
Total 19 100.0
Prioritize Locals’ employment
Frequency Percent Cumulative Percent
Aware & Involved 11 57.9 57.9
Aware Not Involved 8 42.1 100.0
Total 19 100.0
Comply with ZAKAT
Frequency Percent Cumulative Percent
Aware & Involved 10 52.6 52.6
Aware Not Involved 9 47.4 100.0
Total 19 100.0
Provide Reverse Vending Machines to KAUST
Frequency Percent Cumulative Percent
Means a Lot 17 89.5 89.5
Means a Little 2 10.5 100.0
Total 19 100.0
Provide Bulb Eating Machines to KAUST
Frequency Percent Cumulative Percent
Means a Lot 16 84.2 84.2
Means a Little 3 15.8 100.0
Total 19 100.0
Providing Environmentally Friendly Operational Vehicles
Frequency Percent Cumulative Percent
Means a Lot 17 89.5 89.5
Means a Little 2 10.5 100.0
Total 19 100.0

287 |Page




Supporting KAUST during Water scarcity on November 2014

Frequency Percent Cumulative Percent
Means a Lot 16 84.2 84.2
Means a Little 3 15.8 100.0
Total 19 100.0
Supporting KAUST during rain flood on November 2009
Frequency Percent Cumulative Percent
Means a Lot 14 73.7 73.7
Means a Little 5 26.3 100.0
Total 19 100.0

Provide Healthcare Programs to employees

Frequency Percent Cumulative Percent
Means a Lot 18 94.7 94.7
Means a Little 1 5.3 100.0
Total 19 100.0
Participating in the Earth day event
Frequency Percent Cumulative Percent
Means a Lot 13 68.4 68.4
Means a Little 6 31.6 100.0
Total 19 100.0
Vocational training for technical staff
Frequency Percent Cumulative Percent
Means a Lot 18 94.7 94.7
Means a Little 1 5.3 100.0
Total 19 100.0

Providing Recreational activities for staff at Your Company Camp

Frequency Percent Cumulative Percent
Means a Lot 17 89.5 89.5
Means a Little 2 10.5 100.0
Total 19 100.0
Prioritize Locals’ employment
Frequency Percent Cumulative Percent
Means a Lot 12 63.2 63.2
Means a Little 5 26.3 89.5
Has No Meansing 2 10.5 100.0
Total 19 100.0
Comply with ZAKAT
Frequency Percent Cumulative Percent
Means a Lot 17 89.5 89.5
Means a Little 2 10.5 100.0
Total 19 100.0
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Table 4.4: Chi-square test for Descriptive Statistics for CSR Programs related to AVERDA at KAUST

. . P-Value Status

Test Statistics Chi-Square df (P<0.05)
Provide Reverse Vending Machines to KAUST 7.053° 2 0.029 Significant
Provide Bulb Eating Machines to KAUST 4745 1 0.491 NOn-Significant
Providing Environmentally Friendly Operational Vehicles 4.5262 2 0.104 NOn-Significant
Supporting KAUST during Water scarcity on November 8.000° ) 0.018 Significant
2014
Supporting KAUST during rain flood on November 2009 7.6842 2 0.021 Significant
Provide Healthcare Programs to employees 4745 1 0.491 NOn-Significant
Participating in the Earth day event 7.053? 2 0.029 Significant
Vocational training for technical staff 1.316° 1 0.251 NOn-Significant
Providing Recreational activities for staff at Your 6.368° 1 0.012 Significant
Company Camp
Prioritize Locals’ employment 474° 1 0.491 NOn-Significant
Comply with ZAKAT .053° 1 0.819 NOn-Significant
Provide Reverse Vending Machines to KAUST 11.842° 1 0.001 Significant
Provide Bulb Eating Machines to KAUST 8.895° 1 0.003 Significant
Providing Environmentally Friendly Operational Vehicles 11.842° 1 0.001 Significant
Supporting KAUST during Water scarcity on November 3.895b 1 0.003 Significant
2014
Supporting KAUST during rain flood on November 2009 4.263° 1 0.039 Significant
Provide Healthcare Programs to employees 15.211° 1 0.000 Significant
Participating in the Earth day event 2.579° 1 0.108 NOn-Significant
Vocational training for technical staff 15.211° 1 0.000 Significant
Providing Recreational activities for staff at Your 11.842b 1 0.001 Significant
Company Camp
Prioritize Locals’ employment 8.316° 2 0.016 Significant
Comply with ZAKAT 11.842° 1 0.001 Significant

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3
b. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.5..

1IV-MN-ES-Q1
Measure).
Frequency

Strongly Agree 10
Agree 5
Neutral 1
Disagree 1
Strongly Disagree 2
Total 19

Percent

52.6
26.3
5.3
5.3
10.5
100.0

| would recommend this organization to a friend if he/she were looking for a job (Job Satisfaction

Cumulative Percent

52.6
78.9
84.2
89.5
100.0
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| feel personal satisfaction when | do my job well (Job Satisfaction Measure).

Frequency Percent Cumulative Percent

Strongly Agree

13 68.4 68.4
Agree

2 10.5 78.9
Neutral

2 10.5 89.5
Strongly Disagree

2 10.5 100.0
Total

19 100.0

| am proud to tell people that | am part of this organization (Job Satisfaction Measure).

Frequency Percent Cumulative Percent
Strongly Agree 6 31.6 31.6
Agree 10 52.6 84.2
Neutral 2 10.5 94.7
Disagree 1 5.3 100.0
Total 19 100.0
This is the best organization for me to work for (Job Satisfaction Measure).

Frequency Percent Cumulative Percent

Strongly Agree 14 73.7 73.7
Agree 2 10.5 84.2
Neutral 1 5.3 89.5
Disagree 2 10.5 100.0
Total 19 100.0

IV-MN-EE-Q2

Performing my job is so absorbing that | forget about everything else (Job Engagement -
Cognitive).

Frequency Percent Cumulative Percent

Strongly Agree 16 84.2 84.2
Agree 3 15.8 100.0
Total 19 100.0
| often think about other things when performing my job* (Job Engagement - Cognitive).

Frequency Percent Cumulative Percent
Strongly Agree 12 63.2 63.2
Agree 5 26.3 89.5
Neutral 2 10.5 100.0
Total 19 100.0
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| am rarely distracted when performing my job (Job Engagement - Cognitive).

Frequency Percent Cumulative Percent

Strongly Agree 18 94.7 94.7
Agree 1 5.3 100.0
Total 19 100.0
Time passes quickly when | perform my job (Job Engagement - Cognitive).

Frequency  Percent Cumulative Percent
Strongly Agree 13 68.4 68.4
Agree 6 31.6 100.0
Total 19 100.0

| really put my heart into my job (Job Engagement - Emotional).

Frequency  Percent Cumulative Percent
Strongly Agree 13 68.4 68.4
Agree 6 31.6 100.0
Total 19 100.0
| get excited when | perform well on my job (Job Engagement - Emotional).
Frequency Percent Cumulative Percent
Strongly Agree 10 52.6 52.6
Agree 4 21.1 73.7
Neutral 1 5.3 78.9
Strongly Disagree 4 21.1 100.0
Total 19 100.0
| often feel emotionally detached from my job* (Job Engagement - Emotional).
Frequency Percent Cumulative Percent
Strongly Agree 11 57.9 57.9
Agree 3 15.8 73.7
Neutral 2 10.5 84.2
Disagree 2 10.5 94.7
Strongly Disagree 1 5.3 100.0

Total

My own feelings are affected by how well | perform my job (Job Engagement - Emotional).

Frequency Percent Cumulative Percent
Strongly Agree 13 68.4 68.4
Agree 2 10.5 78.9
Disagree 1 5.3 84.2
Strongly Disagree 3 15.8 100.0
Total 19 100.0

| exert a lot of energy performing my job (Job Engagement - Physical).

Frequency Percent Cumulative Percent
Strongly Agree 10 52.6 52.6
Agree 4 21.1 73.7
Neutral 1 53 78.9
Disagree 3 15.8 94.7
Strongly Disagree 1 5.3 100.0

Total
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| stay until the job is done (Job Engagement - Physical).

Frequency Percent Cumulative Percent
Strongly Agree 5 26.3 26.3
Agree 7 36.8 63.2
Neutral 4 21.1 84.2
Disagree 1 53 89.5
Strongly Disagree 2 10.5 100.0
Total

| avoid working overtime whenever possible* (Job Engagement - Physical).

Frequency Percent Cumulative Percent
Strongly Agree 10 52.6 52.6
Agree 8 42.1 94.7
Disagree 1 5.3 100.0
Total 19 100.0
| take work home to do (Job Engagement - Physical).
Frequency Percent Cumulative Percent
Strongly Agree 13 68.4 68.4
Agree 5 26.3 94.7
Disagree 1 5.3 100.0
Total 19 100.0
| avoid working too hard* (Job Engagement - Physical).
Frequency Percent Cumulative Percent
Strongly Agree 13 68.4 68.4
Agree 5 26.3 94.7
Neutral 1 5.3 100.0
Total 19 100.0
| often think about other things when performing my job* (Job Engagement - Cognitive).
Frequency Percent Cumulative Percent
Neutral 2 10.5 10.5
Disagree 5 26.3 36.8
Strongly Disagree 12 63.2 100.0
Total 19 100.0

| often feel emotionally detached from my job* (Job Engagement - Emotional).

Frequency Percent Cumulative Percent
Strongly Agree 1 5.3 5.3
Agree 2 10.5 15.8
Neutral 2 10.5 26.3
Disagree 3 15.8 42.1
Strongly Disagree 11 57.9 100.0

Total

| avoid working overtime whenever possible* (Job Engagement - Physical).

Frequency Percent Cumulative Percent
Agree 1 5.3 5.3
Disagree 8 42.1 47.4
Strongly Disagree 10 52.6 100.0
Total 19 100.0
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| avoid working too hard* (Job Engagement - Physical).

Frequency Percent Cumulative Percent
Neutral 1 53 5.3
Disagree 5 26.3 31.6
Strongly Disagree 13 68.4 100.0
Total 19 100.0
Table 4.7: Chi-square test statistics for Job Satisfaction and Job Engagement
8 Chi- P-Value Status
EL_Managerial Q_ Square df (P<0.05)
| would recommend this organization to a friend if he/she were looking for a )
job (Job Satisfaction Measure). 15.474 4 0.004 Significant
| feel personal satisfaction when | do my job well (Job Satisfaction Measure). 19.105° 3 0.000 Significant
I am proud to tell people that | am part of this organization (Job Satisfaction 10.684° 3 0.014 o
Measure). Significant
This is the best organization for me to work for (Job Satisfaction Measure). 24.158° 3 0.000 Significant
Performing my job |‘s‘so absorbing that | forget about everything else (Job 3.895¢ 1 0.003 o
Engagement - Cognitive). Significant
) ) . -
| often.t'hlnk about other things when performing my job* (Job Engagement 8.316¢ ) 0.016 o
- Cognitive). Significant
lam ra.rely distracted when performing my job (Job Engagement - 15.211° 1 0.000 o
Cognitive). Significant
Time passes quickly when | perform my job (Job Engagement - Cognitive). 2.579° 1 0.108 Non-Significant
I really put my heart into my job (Job Engagement - Emotional). 2.579° 1 0.108 Non-Significant
| get excited when | perform well on my job (Job Engagement - Emotional). 9.000° 3 0.029 Significant
| ofte.n feel emotionally detached from my job* (Job Engagement 17.579° 4 0.001 o
Emotional). Significant
My ow.n feelings are affected by how well | perform my job (Job Engagement 19.526 3 0.000 o
- Emotional). Significant
| exert a lot of energy performing my job (Job Engagement - Physical). 14.421° 4 0.006 Significant
| stay until the job is done (Job Engagement - Physical). 6.000° 4 0.199 Non-Significant
| avoid working overtime whenever possible* (Job Engagement - Physical). 7.053¢ 2 0.029 Significant
| take work home to do (Job Engagement - Physical). 11.789¢ 2 0.003 Significant
| avoid working too hard* (Job Engagement - Physical). 11.789¢ 2 0.003 Significant
| often.t.hlnk about other things when performing my job* (Job Engagement 8.316¢ 5 0.016 o
- Cognitive). Significant
. - )
| ofte'n feel emotionally detached from my job* (Job Engagement 17.579° 4 0.001 o
Emotional). Significant
| avoid working overtime whenever possible* (Job Engagement - Physical). 7.053¢ 2 0.029 Significant
| avoid working too hard* (Job Engagement - Physical). 11.789¢ 2 0.003 Significant

a. 5 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 3.8.
b. 4 cells (100.0%) have expected frequencies less than 5. The minimum expected cell frequency is 4.8.
c. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.5.
d. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 6.3.
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IV-QQ-NM

H1la: There is a positive relationship between the social, environmental, and voluntariness dimensions of CSR
and the employee empowerment determinant of employee satisfaction

Expected Normal

Normal Q-Q Plot of My Company empowers me to provide societal support for KAUST
(H1aCSR)

Normal Q-Q Plot of | have the authority to correct problems when they occur
(H1aEL)

Expected Normal

1 2 3 4 H

Observed Value

Observed Value

H2a: There is a positive relationship between the social, economic, environmental, and stakeholder
dimensions of CSR and the human capital development determinant of employee satisfaction.

Expected Normal

4

Normal Q-Q Plot of My company provides trainin(ﬂgdgseglopment opportunities to realize my career go
al

Normal Q-Q Plot of I favour my Company because it provides me training and developmental programs (H2

3

Expected Normal

Observed Value

[} 1 2 3 4 H 6

Observed Value

H3a: There is a positive relationship between the social and economic dimensions of CSR and the team
cohesion determinant of employee satisfaction.

Expected Normal

Normal Q-Q Plot of My department encourages teamwork (H3aCSR)

Normal Q-Q Plot of Working as a team inspires me to do the best (H3aEL)

Expected Normal

Observed Value

Observed Value
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H4a: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and the
performance appraisal system determinant of employee satisfaction.

Normal Q-Q Plot of I'm satisfied with the appraisal system because itis linked with clear reward structu
(H4aCSR)

Expected Normal

Expected Normal

Normal Q-Q Plot of I'm satisfied with my performance appraisal because itis fair (H4aEL)

Observed Value

Observed Value

H5a: There is a positive relationship between social, economic, environmental, and stakeholder dimensions of
ployee satisfaction.

CSR and the employee compensation determinant of em

Normal Q-Q Plot of My Company communicates its compensation system with me (H5aCSR)

Expected Normal

Normal Q-Q Plot of P'm satisfied with my salary because my Company communicated its salary system witt
(H5aEL)

Expected Normal

3

Observed Value

Observed Value

H1b: There is a positive relationship between social, stakeholder, and volunteerism dimensions of CSR and the

Job Enrichment predictor of Psychological Meaningfulness.

Normal Q-Q Plot of 'm satisfied at work because there is appreciation for my additional work responsibil
(H1bCSR)

2

Expected Normal

0 1 2 3 4 5 3

Observed Value

Expected Normal

Normal Q-Q Plot of I'm satisfied with my job because my Company offers me the opportunity to use m)

3

knowledge, skills, and abilities (H1bEL)

Observed Value
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H2b: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and Work-

Role Fit predictor of Psychological Meaningfulness.

Normal Q-Q Plot of | feel work-engaged because my work is aligned with my values (H2bCSR)

Expected Normal

Normal Q-Q Plot of | participate in activities that are congruent with my values and beliefs (H2bEL)

4

Expected Normal

Observed Value

0 1 2 3 4 s 3

Observed Value

H3b: There is a positive relationship between social and economic dimensions of CSR and Supervisor Relations

predictor of Psychological Safety.

Normal Q-Q Plot of | can express myself freely at work because my supervisor is supportive (H3bCSR

2

Expected Normal

Expected Normal

Normal Q-Q Plot of | learn from my work mistakes because my direct supervisor is supportive (H3bEL;

0 1 2 3 4 5 6

Observed Value

0 1 2 3 4 5 6

Observed Value

H4b: There is a positive relationship between social and economic dimensions of CSR and Co-Worker Relations

predictor of Psychological Safety.

Normal Q-Q Plot of | am satisfied working with my colleagues because my Company promotes respectful and
transparent worker relationships (H4bCSR)

3

Expected Normal

Expected Normal

Normal @-@ Plot of My relations with my colleagues is positively related with my team cohesion (H4bEL)

3

Observed Value

Observed Value
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H5b: There is a negative relationship between social and economic dimensions of CSR and the Co-Worker

norms predictor of Psychological Safety.

Normal Q-Q Plot of Rules controlling my relations with co-workers are negatively affecting my work
productivity (HSbCSR)

2

Expected Normal

Normal Q-Q Plot of I'm able to be creative at work because of the norms controlling my relations with m
colleagues (H5bEL)

2

Expected Normal

Observed Value

0 1 2 3 4 s 6

Observed Value

H6b: There is a positive relationship between social, economic, and stakeholder CSR dimensions and Corporate

Resources factor of Psychological Availability

Normal Q-Q Plot of | feel work-disengaged whenever there are no physical resources available to complet
work (H6bCSR)

3

Expected Normal

Normal Q-Q Plot of My work strengths have been utilized by my Company (H6bEL)

Expected Normal

Observed Value

Observed Value

H7b: There is a negative relationship between social and economic dimensions of CSR and Job Insecurity factor

of Psychological Availability

Normal Q-Q Plot of Even if | did the best job possible, my company would fail to notice (H7bCSR)

Expected Normal

Normal Q-Q Plot of | feel secured at work because my Company cares about my health and wellbeing (H7

H

Expected Normal
.

Observed Value

Observed Value

297 |Page



H8b: There is a negative relationship between social, economic, and voluntariness dimensions of CSR and
unexcused outside activities factors of psychological availability

Expected Normal

Normal Q-Q Plot of My family engagement is positively affected by working outside my Company (H8

0 1 2 3 4 5

Observed Value

Expected Normal

Normal Q-Q Plot of I do not focus on my work because of my outside activities that are not related t
organization (H8bEL)

2

Observed Value

IV-QQ-MN

H1la: There is a positive relationship between the social, environmental, and voluntariness dimensions of CSR
and the employee empowerment determinant of employee satisfaction

Expected Normal

Normal Q-Q Plot of My Company empowers me to provide societal support for KAUST
(H1aCSR)

Observed Value

Expected Normal

Normal Q-Q Plot of | have the authority to correct problems when they occur
(H1aEL)

0 1 2 3 4

Observed Value

H2a: There is a positive relationship between the social, economic, environmental, and stakeholder
dimensions of CSR and the human capital development determinant of employee satisfaction.

Expected Normal

2

Normal Q-Q Plot of My company provides training and development opportunities to realize my career goz
(H2aCSR)

Expected Normal

Normal Q-Q Plot of | favour my Company because it provides me training and developmental programs (H2:

1 2 3 4 5 6

Observed Value

0 1 2 3 4 5 6

Observed Value
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H3a: There is a positive relationship between the social and economic dimensions of CSR and the team
cohesion determinant of employee satisfaction.

Expected Normal

Normal Q-Q Plot of My department encourages teamwork (H3aCSR)

Normal Q-Q Plot of Working as a team inspires me to do the best (H3aEL)

Expected Normal

0 1 2 3 4 5 3

Observed Value

Observed Value

H4a: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and the
performance appraisal system determinant of employee satisfaction.

Expected Normal

Normal Q-Q Plot of 'm satisfied with the appraisal system because it is linked with clear reward structu
(H4aCSR)

a4

Observed Value

H5a:

CSR

Normal Q-Q Plot of 'm satisfied with my performance appraisal because itis fair (H4aEL)

Expected Normal

Observed Value

There is a positive relationship between social, economic, environmental, and stakeholder dimensions of

and the employee compensation determinant of em

ployee satisfaction.

Expected Normal

Normal Q-Q Plot of My Company communicates its compensation system with me (H5aCSR)

Normal Q-Q Plot of I'm satisfied with my salary because my Company communicated its salary system witl
(H5aEL)

3

Expected Normal

0 1 2 3 4 s

Observed Value

Observed Value
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H1b: There is a positive relationship between social, stakeholder, and volunteerism dimensions of CSR and the

Job Enrichment predictor of Psychological Meaningfulne

SS.

Normal Q-Q Plot of I'm satisfied at work because(meg%iss;)ppreciation for my additional work responsibi

3

Expected Normal

Normal Q-Q Plot of 'm satisfied with my job because my Company offers me the opportunity to use m
knowledge, skills, and abilities (H1bEL)

3

Expected Normal

3
Observed Value

2 3

Observed Value

H2b: There is a positive relationship between social, economic, and stakeholder dimensions of CSR and Work-

Role Fit predictor of Psychological Meaningfulness

Normal Q-Q Plot of | feel work-engaged because my work is aligned with my values (H2bCSR)

Expected Normal

Normal Q-Q Plot of I'm energized to exceed my work expectations because they fit with my role in my Company
(H2bEL)

Expected Normal

20 25 a0

Observed Value

20 30

Observed Value

H3b: There is a positive relationship between social and economic dimensions of CSR and Supervisor Relations

predictor of Psychological Safety

Normal Q-Q Plot of | can express myself freely at work because my supervisor is supportive (H3bCSR

3

Expected Normal

Normal Q-Q Plot of | learn from my work mistakes because my direct supervisor is supportive (H3bEL]

3

Expected Normal

Observed Value

Observed Value

H4b: There is a positive relationship between social and economic dimensions of CSR and Co-Worker Relations

predictor of Psychological Safety

Normal Q-Q Plot of | am satisfied working with my colleagues because my Company promotes respectful
transparent worker relationships (H4bCSR)

3

Expected Normal

Normal Q-Q Plot of My relations with my colleagues is positively related with my team cohesion (H4bE

3

Expected Normal

Observed Value

3

Observed Value
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H5b: There is a negative relationship between social and economic dimensions of CSR and the Co-Worker

norms predictor of Psychological Safety

Normal Q-Q Plot of Rules controlling my relations with co-workers are negatively affecting my work
productivity (H5bCSR)

4

Expected Normal

Normal Q-Q Plot of 'm able to be creative at work because of the norms controlling my relations with n
colleagues (HSbEL)

4

Expected Normal

Observed Value

Resources factor of Psychological Availability

Observed Value

H6b: There is a positive relationship between social, economic, and stakeholder CSR dimensions and Corporate

Normal Q-Q Plot of | feel work-disengaged whenever there are no physical resources available to complete
work (H6bCSR)

3

Expected Normal

Normal Q-Q Plot of My work strengths have been utilized by my Company (HEbEL)

Expected Normal

0 1 2 3 4 s 3

Observed Value

Observed Value

H7b: There is a negative relationship between social and economic dimensions of CSR and Job Insecurity factor

of Psychological Availability

Normal Q-Q Plot of Even if I did the best job possible, my company would fail to notice (H7bCSR)

Expected Normal

Normal Q-Q Plot of | feel secured at work because my Company cares about my health and wellbeing (H7t

2

Expected Normal

0 1 2 3 4 5 3

Observed Value

0 1 2 3 4 5

Observed Value

H8b: There is a negative relationship between social, economic, and voluntariness dimensions of CSR and
unexcused outside activities factors of psychological availability

Normal Q-Q Plot of My family engagement is positively affected by working outside my Company (H8bCSI|
1

Expected Normal

Normal Q-Q Plot of | do not focus on my work because of my outside activities that are not related to my
organization (H8bEL)

4

Expected Normal
.

0 1 2 3 4 5 6

Observed Value

Observed Value
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IV-SLA

Non-Managerial

Hypothesis/Scale Factor Survey Item Factor
Iltems loading
Hla H1aCSR1 My Company empowers me to provide societal support 0934
for KAUST
(CSR Dimensions Scale)
H1aCSR2 My Company empowers me by providing team spirit 0.856
support
H1aCSR3 My Company encourage_s me .to assist KAUST 0.805
members to promote their environmental awareness
Hia H1laEE1 I have the authority to correct problems when they occur 0.856
(Employee Empowerment H1aEE2 | have a lot of control over how | do my job 0.897
Scale)
H1aEE3 I’'m allowed to be creative when | deal with problems at 0.851
work
Managerial
Hypothesis/Scale Factor Survey Iltem Factor
Items loading
Hla HlaCSR1 My Company empowers me to provide societal 0.862
support for KAUST
(CSR Dimensions Scale)
H1aCSR2 My Company empowers me by providing team spirit 0.833
support
H1aCSR3 My Company encourages me to assist KAUST members 0.687
to promote their environmental awareness
Hla HlaEE1 | have the authority to correct problems when they 0.877
occur
(Employee Empowerment
Scale) H1laEE2 I have a lot of control over how | do my job 0.746
H1aEE3 I’'m allowed to be creative when | deal with problems 0.824

at work
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Non-Managerial

Hypothesis/Scale Factor Survey Item Factor
ltems loading
H2a H2aCSR1 My comp.afny prowdgs training and development 0.900
opportunities to realize my career goals.
(CSR Dimensions Scale)
My environmental awareness has been increased with
H2aCSR2 - 0.901
training
H2aCSR3 My company provides tral_nlng initiatives to improve 0.822
renew my work related skills
H2a H2aHCD1 | favour my company because it provides me training 0.716
and developmental programs
(Employee Empowerment
Scale) H2aHCD2 | m gatlsfled with my job because | have work-related 0.845
training
H2aHCD3 Be.cguse. of thg training | have in my company, I’'m more 0.850
efficient in my job now compared to when | have started
Managerial
Hypothesis/Scale Factor Survey ltem Factor
Items loading
H2a H2aCSR1 My company provides training and development 0.924
opportunities to realize my career goals.
(CSR Dimensions Scale)
H2aCSR2 My environmental awareness has been increased with 0.950
training
H2aCSR3 My company provides training initiatives to improve 0.963
renew my work related skills
H2a H2aHCD1 | favour my Company because it provides me training 0.908
and developmental programs
(Employee Empowerment
Scale) H2aHCD2 I’'m satisfied with my job because | have work-related 0.945
training
H2aHCD3 Because of the training | have in my Company, I'm 0.889
more efficient in my job now compared to when | have
started
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IV-NM-H3a-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 .8992 .808 .806 51098
a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 133.919 1 133.919 512.904 .000°
Residual 31.854 122 261
Total 165.773 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 824 .078 10.498 .000
MEAN_SCORE_C 732 .032 899  22.647 .000

SR
a. Dependent Variable: MEAN_SCORE_EL

IV-NM-H4a-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 2702 073 .065 .75026
a. Predictors: (Constant), MEAN_SCORE_CSR
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ANOVA?

Sum of

Model Squares df Mean Square F Sig.
1 Regression 5.410 1 5.410 9.611 .002°

Residual 68.672 122 563

Total 74.082 123
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 1.130 167 6.751 .000

MEAN_SCORE_C 270 .087 270 3.100 .002

SR
a. Dependent Variable: MEAN_SCORE_EL
IV-NM-H5a-SLG
Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 .838% .702 .700 .63640
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of

Model Squares df Mean Square F Sig.
1 Regression 116.628 1 116.628 287.966 .000P

Residual 49.411 122 405

Total 166.039 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .709 .096 7.363 .000
MEAN_SCORE_C 679 .040 838  16.970 .000

SR
a. Dependent Variable: MEAN_SCORE_EL

IV-NM-H1b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 .688% 473 469 .69833
a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 53.404 1 53.404 109.510 .000P
Residual 59.495 122 488
Total 112.899 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.262 124 10.154 .000
MEAN_SCORE_C 502 .048 .688  10.465 .000

SR
a. Dependent Variable: MEAN_SCORE_EL
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IV-NM-H2b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 8792 773 771 46527
a. Predictors: (Constant), CSR_MEAN_SCORE

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 89.866 1 89.866 415.128 .000P
Residual 26.410 122 216
Total 116.276 123

a. Dependent Variable: EL_ MEAN_SCORE
b. Predictors: (Constant), CSR_MEAN_SCORE

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .253 .089 2.841 .005
CSR_MEAN_SCO 832 041 879  20.375 .000

RE
a. Dependent Variable: EL_ MEAN_SCORE

IV-NM-H3b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 .889? 791 .789 55296
a. Predictors: (Constant), MEAN_SCORE_CSR
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ANOVA?

Sum of
Model Squares df Mean Square F Sig.
1 Regression 141.080 1 141.080 461.407 .000P
Residual 37.303 122 .306
Total 178.383 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.020 .089 11.448 .000
MEAN_SCORE_C .699 .033 .889  21.480 .000

SR
a. Dependent Variable: MEAN_SCORE_EL

IV-NM-H4b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 .906% 821 .819 52171
a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 152.209 1 152.209 559.219 .000°
Residual 33.206 122 272
Total 185.415 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Coefficients?

Unstandardized

Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .859 .082 10.527 .000
MEAN_SCORE_C 740 031 906 23.648 .000
SR
a. Dependent Variable: MEAN_SCORE_EL
IV-NM-H5b-SLG
Model Summary
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 7342 .538 534 .95289
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 129.046 1 129.046 142.122 .000°
Residual 110.775 122 .908
Total 239.821 123
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5.216 171 30.508 .000
MEAN_SCORE_C -.755 .063 -734 -11.921 .000

SR

a. Dependent Variable: MEAN_SCORE_EL
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IV-NM-H6b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 .8492 721 719 .63875
a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 128.930 1 128.930 316.007 .000P
Residual 49.776 122 408
Total 178.705 123

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 753 .097 7.764 .000
MEAN_SCORE_C .645 .036 849  17.777 .000

SR
a. Dependent Variable: MEAN_SCORE_EL

IV-NM-H7b-SLG

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate

1 1972 .039 031 .61185
a. Predictors: (Constant), MEAN_SCORE_CSR
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ANOVA?

Sum of

Model Squares df

Mean Square F

Sig.

1.851 1
Residual 45.672 122
Total 47523 123

1 Regression

1.851
374

4.944

.028°

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?

Unstandardized
Coefficients

Standardized

Coefficients

Model B Std. Error

Beta

137
.037

1.929
-.081

1 (Constant)

MEAN_SCORE_C
SR

-.197

.000
.028

14.091
-2.223

a. Dependent Variable: MEAN_SCORE_EL

IV-NM-H8b-SLG

Model Summary

Adjusted R
Model R R Square Square

Std. Error of
the Estimate

1 .964° .930 929

.20915

a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?

Sum of

Model Squares df

Mean Square F

Sig.

70.828 1
Residual 5.337 122
Total 76.165 123

1 Regression

70.828 1619.092
044

.000°

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.569 .036 100.418 .000
MEAN_SCORE_C -.614 .015 -.964 -40.238 .000

SR
a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H1a-SLG

Model Summary

Adjusted R~ Std. Error of
Model R R Square Square the Estimate
1 .8812 77 .764 .39136
a. Predictors: (Constant), CSR_MEAN_SCORE

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression 9.057 1 9.057 59.133 .000P
Residual 2.604 17 153
Total 11.661 18

a. Dependent Variable: EL_ MEAN_SCORE
b. Predictors: (Constant), CSR_MEAN_SCORE

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 253 .203 1.249 228
CSR_MEAN_SCO 751 .098 .881 7.690 .000

RE
a. Dependent Variable: EL_ MEAN_SCORE
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IV-MN-H2a-SLG

Model Summary

Adjusted R~ Std. Error of
Model R R Square Square the Estimate
1 .836° .699 .681 .74320
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression 21.780 1 21.780  39.431 .000°
Residual 9.390 17 .552
Total 31.170 18
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 554 .338 1.638 120
MEAN_SCORE_C 725 116 .836 6.279 .000
SR

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H3a-SLG

Model Summary

Adjusted R~ Std. Error of
Model R R Square Square the Estimate
1 .8932 .798 .786 34151

a. Predictors: (Constant), MEAN_SCORE_CSR
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ANOVA?

Sum of Mean

Model Squares df Square F Sig.
1 Regression 7.842 1 7.842 67.239 .000°

Residual 1.983 17 117

Total 9.825 18
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 324 .168 1.925 071

MEAN_SCORE_C .848 103 .893 8.200 .000

SR
a. Dependent Variable: MEAN_SCORE_EL
IV-MN-H4a-SLG

Model Summary
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 6672 444 412 .82876
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regression 9.341 1 9.341 13.600 .002°

Residual 11.676 17 .687

Total 21.018 18

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Model

Coefficients?
Unstandardized
Coefficients
B Std. Error

Standardized
Coefficients

Beta

1 (Constant)
MEAN_SCORE_C
SR

.930 331
.686 .186

667

2.810
3.688

012
.002

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H5a-SLG

Model Summary

Model R R Square

Adjusted R
Square

Std. Error

of

the Estimate

1 .886% 785

172

33221

a. Predictors: (Constant), MEAN_SCORE_CSR

Sum of
Squares

Model

ANOVA?
Mean

df Square

F

Sig.

1 Regression
Residual
Total

6.837 1 6.
1.876 17
8.713 18

837

110

61.953

.000P

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Model

Coefficients?
Unstandardized
Coefficients
B Std. Error

Standardized
Coefficients

Beta

1 (Constant)
MEAN_SCORE_C
SR

485 .145
738 .094

.886

3.344
7.871

.004
.000

a. Dependent Variable: MEAN_SCORE_EL
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IV-MN-H1b-SLG

Model Summary

Adjusted R~ Std. Error of
Model R R Square Square the Estimate
1 .853% 728 712 .63673
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression 18.488 1 18.488  45.602 .000°
Residual 6.892 17 405
Total 25.380 18
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 879 .245 3.581 .002
MEAN_SCORE_C 744 110 .853 6.753 .000

SR

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H2b-SLG

Model Summary

Adjusted R~ Std. Error of
Model R R Square Square the Estimate
1 .692° 479 449 .32457

a. Predictors: (Constant), CSR_MEAN_SCORE
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ANOVA?

Sum of Mean

Model Squares df Square F Sig.
1 Regression 1.648 1 1.648 15.641 .001°

Residual 1.791 17 .105

Total 3.439 18
a. Dependent Variable: EL_MEAN_SCORE
b. Predictors: (Constant), CSR_MEAN_SCORE

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 719 176 4.078 .001

CSR_MEAN_SCO 429 .108 692 3.955 .001

RE
a. Dependent Variable: EL_MEAN_SCORE
IV-MN-H3b-SLG

Model Summary
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 .8322 691 673 57527
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regression 12.608 1 12.608  38.097 .000°

Residual 5.626 17 331

Total 18.234 18

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Model

Coefficients?
Unstandardized
Coefficients
B Std. Error

Standardized
Coefficients

Beta

1 (Constant)
MEAN_SCORE_C
SR

928 .249
693 112

.832

.002
.000

3.731
6.172

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H4b-SLG

Model Summary

Model R R Square

Adjusted R
Square

Std. Error

of

the Estimate

1 T73 .598

574

48959

a. Predictors: (Constant), MEAN_SCORE_CSR

Sum of
Squares

Model

ANOVA?
Mean

df Square

F

Sig.

1 Regression
Residual
Total

6.054 1 6.
4.075 17
10.129 18

054

.240

25.255

.000°

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Model

Coefficients?
Unstandardized
Coefficients
B Std. Error

Standardized
Coefficients

Beta

t Sig.

1 (Constant)
MEAN_SCORE_C
SR

1.265 .196
493 .098

173

6.466 .000
5.025 .000

a. Dependent Variable: MEAN_SCORE_EL
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IV-MN-H5b-SLG

Model Summary
Adjusted R
Model R R Square Square

Std. Error

of

the Estimate

1 .695% 483 453

.62614

a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?2
Sum of Mean

Model Squares df

Square F

Sig.

6.236 1 6.
Residual 6.665 17
Total 12.901 18

1 Regression

236 15.905

392

.001°

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?
Unstandardized
Coefficients

Model B Std. Error

Standardized
Coefficients
Beta

5.110
-.621

.264
.156

1 (Constant)
MEAN_SCORE_C
SR

-.695

19.377
-3.988

.000
.001

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H6b-SLG

Model Summary
Adjusted R
Model R R Square Square

Std. Error

of

the Estimate

1 .9328 870 .862

41578

a. Predictors: (Constant), MEAN_SCORE_CSR
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ANOVA?

Sum of Mean

Model Squares df Square F Sig.
1 Regression 19.587 1 19.587 113.304 .000P

Residual 2.939 17 173

Total 22.526 18
a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 244 77 1.381 185

MEAN_SCORE_C 969 .091 932 10.644 .000

SR
a. Dependent Variable: MEAN_SCORE_EL
IV-MN-H7b-SLG

Model Summary
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 4612 213 167 .97436
a. Predictors: (Constant), MEAN_SCORE_CSR
ANOVA?
Sum of Mean

Model Squares df Square F Sig.
1 Regression 4.364 1 4364  4.596 047°

Residual 16.139 17 .949

Total 20.503 18

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR
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Coefficients?
Unstandardized
Coefficients

Std. Error

Model B

Standardized
Coefficients
Beta

t Sig.

.550
142

3.025
-.304

1 (Constant)
MEAN_SCORE_C

SR

5.498
-2.144

.000

-.461 047

a. Dependent Variable: MEAN_SCORE_EL

IV-MN-H8b-SLG

Model Summary
Adjusted R
Model R R Square Square

Std. Error

of

the Estimate

1 .694° 482 451

.58922

a. Predictors: (Constant), MEAN_SCORE_CSR

ANOVA?

Sum of Mean

Model Squares df

Square

F Sig.

1 Regression 5.490 1 5.

Residual 5.902 17
Total 11.392 18

490 15.812 .001°

347

a. Dependent Variable: MEAN_SCORE_EL
b. Predictors: (Constant), MEAN_SCORE_CSR

Coefficients?
Unstandardized
Coefficients

Std. Error

Model B

Standardized
Coefficients

Beta Sig.

4.272
-.606

.682
152

1 (Constant)
MEAN_SCORE_C

SR

6.264
-3.976

.000

-.694 .001

a. Dependent Variable: MEAN_SCORE_EL
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IV-INT-MN-CODES-AHR

Interview with the Assistant Human Resource Head in AVERDA at KAUST

Interview Date: March 26, 2019 Interview Time: 9:45 AM

Location: King Abdullah University for Science and Technology (KAUST), Thuwal, Saudi
Arabia

Interview Opening

Thank you for allocating your time for this interview. The purpose of this interview is to
explore reasons behind any concerns related to job insecurity and whether these concerns are
linked with the social and environmental initiatives conducted by AVERDA at KAUST. This
interview is based on a doctorate research to evaluate the Extent to Which Corporate Social

Responsibility (CSR) affects the Loyalty of Employees at your Company.
I would like to take the permission to audio-record this interview.

Participant Response: Yes, you can record this interview, but do not share it with anyone

please.

Participant Interview

Initial Code Narrative Data to be Coded

I: Elaborate whether your job security is affected by the health and wellbeing care

provided by your company.

P: 1 do not feel secure at my work place. While I should spend my energy as an
Don’t feel secure

assistant human resource manager working on the welfare of other employees, |
Instead of working

have to focus my energy on fighting bullying from co-workers and the
for the welfare of

management. Even though AVERDA at KAUST started to recruit females to
other employees,

comply with Saudization and Vision 2030, sometimes | have to deal with bullying
respondent is fighting

from my chief executive officer. | feel that as an assistant human resource manager,
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battles against
bullying from
colleagues and
management.
Recently started
hiring females,
Saudization and
Vision 2030.

Her role as Asst. HR
manager is to ensure
safe work
environment.
However, she has to
deal with the fear of
being victimized or
worse (fired).

The company she
works for has not
succeeded in offering
the best work
environment.

She’s trying to
advocate employee
safety, but instead is

getting a push back

my greatest role is actually ensuring that employees have a safe work environment.
However, this has not been happening as in my work | have to deal with the fear of
being victimized and fired because I’'m doing my role of ensuring that employees
work in a safe environment. Typically, in a waste management company,
employees need to be guaranteed that their welfare is taken care of so that they are
not affected by the trash they are collecting and recycling. In our company, we have
not succeeded to offer the best work environment to our employees. | have been
working to convince the management on how best we can improve the welfare of
our truck drivers, and trash collectors. However, | fear that | have stated my case
beyond what the management is capable of handling and have started to receive
threats that I’'m no longer needed. I feel that they will soon fire me for advocating
for better working conditions for our field officers. Recently, | contacted the
KAUST health department officials to do an inspection on whether the company is
adhering to safety standards and the chief executive officer sent me a notice that it
was inappropriate to invite the KAUST health officials to our company. The
decision to invite health officials had been passed during our management
committee members meeting but I was victimized for implementing it. | feel my
advice on how employees should be treated is rarely taken seriously and thus not

part of the company.
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(threats of being
fired).

She feels victimized
for doing her job
well.

Her advice on
employee treatment is
rarely taken

seriously.

Job responsibilities
clearly defined
Freedom to do many
things

Things might have
been difficult under a
different employer
(high stakes and

micromanager)

I: Why do you feel that your job security is linked to defined work-role
responsibilities?

P: My job responsibilities are somehow clearly defined because they are quite well
put. | also have the freedom needed to do many things under that larger umbrella.

But yes, if | had a different employer, they might want to micro-manage me/tasks
or use global definitions to always declare I have not met the impossibly vague and
over-arching expectations.

So, working here, I have clear enough responsibilities that I (and others) know what
area they should trust me to tackle and avoid tackling themselves (since that would
infringe on my realm).

Plus, I can also know the responsibilities of others and jot step into that area

myself. That allows each of us to know and feel like we have a “safe operating
area”.

I: Elaborate whether your job security is linked with your work involvement

P: Yes, | have been in this position for the last 5 years without any promotion or
salary increase despite my hard work and engagements. When my boss left, |

worked to be promoted to the head but that never happened. I really feel that my
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Clear responsibilities
and have peoples’
trust in me to tackle
their stuff under my
dominion.

Safe operating area.

On the job for five
years, no promotion
or salary bump
despite the
participant’s effort
and hard work.
Worked hard to be
promoted after the
boss left, promotion
never materialized.
Efforts not
appreciated
Bonuses reduced to

half.

efforts are not appreciated because even my bonuses have been reduced by half

since last year.

I: Why do you feel that your work engagement is linked with what others think of
you at work?

P: Basically, | don’t have a good work relationship with my colleagues. | feel
unengaged in our company because | feel frustrated by my colleagues who are
unwilling to support me. | joined our Waste Management recently and while | was
excited about joining this company, | discovered that some employees are selfish
and rarely want to interact with new people. I’m not simply excited waking up in
the morning to go to work. Moreover, my manager is not a good leader who only
focuses on what | have missed and not what I have accomplished. Employees are
not allowed to express their thoughts as they are likely to be victimized. Our chief

executive officer does not provide our department with sufficient resources to hire
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Lack of congenial
relationship with
coworkers

Feel unengaged in the
company, owing to
unwillingness of
coworkers to support
her cause.

Excited about joining
the company, soon
experienced
coworkers are selfish
and rarely want to
interact with new
people.

Have lost motivation
to work.

Manager not a good
leader, nitpick and

fault-finding.

the right talent. This has made it impossible for the company to retain some of the
best employees. | do not feel as if this is the best place, | want to work in for many

years to come.

I: Why do you feel that your sense of belonging is linked with the social activities
of my company?

P: I feel I do not belong to this company. There is simply no motivation to remain

because | feel stressed, underpaid and despite my honest hard work, I don’t get
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Employees not
allowed to voice their
opinions, and if they
do, they are
victimized.

Top management
does not provide with
sufficient resources to
hire the right people.
Employee retention is
getting harder for the
company.

The respondent does
not see a future here,
working for the same

company.

I do not feel a sense
of belonging here.
No motivation, feel
stressed, underpaid
despite all the effort.
Hard work in not

recognized and

recognized financially. The management compensates and rewards employees
based on other factors except hard work, sometimes called “wasta” here. They
display open favoritism when employing people. If they feel you do not belong, the
human resource manager is willing to fire you or provide you a warning letter
telling you have not done a simple role. This is not a good place and job where the
management is made up of biased people. They are unwilling to come through for
employees who need help. They just want you to work without recognition. The

management has been doing less to curb such issues as bullying from colleagues.
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appreciated here
rather management’s
remuneration is based
on factors other than
hard work,
sometimes called
‘wasta’,

Open display of
favoritism, during
hiring.

If the management
feels you’re a misfit,
they will go to any
lengths to fire you or
iSsue you a warning
letter.

Not a good place to
work, top
management is
biased, unsupportive
toward its employees.
Doing little to none to

curb bullying.
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Interview Closure
I: Is there any suggestion or idea you would like to add?

P: Yes, I think that the company should trust their long serving employees with available
promotion positions. The employees should constantly undergo trainings in their areas of

expertise to enhance them in preparation for any bigger responsibilities.

Interviewer: Again, | would like to thank you for participating in this interview and wishing

you a successful career.
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IV-INT-MN-CODES-FC

Interview with the Finance Controller in AVERDA at KAUST

Interview Date: March 23, 2019 Interview Time: 10:05 AM

Location: King Abdullah University for Science and Technology (KAUST), Thuwal, Saudi
Arabia

Interview Opening

Thank you for allocating your time for this interview. The purpose of this interview is to
explore reasons behind any concerns related to job insecurity and whether these concerns are
linked with the social and environmental initiatives conducted by AVERDA at KAUST. This
interview is based on a doctorate research to evaluate the Extent to Which Corporate Social

Responsibility (CSR) affects the Loyalty of Employees at your Company.
I would like to take the permission to audio-record this interview.

Participant Response: | would refrain from accepting due to confidentiality reasons

Participant Interview

Initial Code Narrative Data to be Coded

I Elaborate whether your job security is affected by the health and wellbeing care

provided by your company.

_ P: Not that much. I have been faced with some scandals lately for example funds
The respondent is

) allocated for procurement of items for team building were recently reported to be
currently faced with

defrauded against the report from me. | feel that the company does not trust me you
some scandals,

know. My department is being questioned and scrutinized. All these may affect my
because the

appraisals and I may even lose my job on ground of misuse of office and
company they work

misappropriation of company resources. This is a strong ground for dismissal. |
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for lacks trust in the
respondent.

The department
under respondent’s
supervision is being
questioned for
misappropriation of
company resources.
Could be a strong
reason for dismissal.
The respondent now
has severe stress and
anxiety, lack of
sleep and is worried
about their overall

wellbeing.

Clearly defined JD
the moment the
responded joined the
company.

The responded was

provided with JD by

have sleeping problems along with stress and fatigue difficulties. I feel that nobody

cares about my health and the pressure that could negatively affect my wellbeing.

I: Why do you feel that your job security is linked to defined work-role
responsibilities?

My job description is clearly defined when I started working with AVERDA at
KAUST five years ago. Recruiting representative provided me the job
responsibilities needed from me whenever | sign the contract and join the company.
As you may know, this is a senior position and everything needs to be clear and
discrete. As a finance controller, the last thing you need is to have unclear

responsibilities you know.
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the recruiting
representative the
moment contract
was signed.

A senior position of
finance controller, so
the job requires
everything to be
discrete with clear

Job responsibilities.

As a finance
controller, the
respondent feels left
out and lack a sense
of belonging to the
company.

Although the

company is making

I: Elaborate whether your job security is linked with your work involvement

P: As finance controller in AVERDA at KAUST, | do not feel as a member of this
company. In my capacity, my role is helping employees to be successful in their
career as the company makes profits. My company is making good profits but it is
not efficiently connecting its positive performance with social programs related to
its employees. | wish that our company can allow its employees to spend more time
with their spouses and children. Lately, our company seems to be committed
towards ensuring that women can take up more prominent roles in the company and
we have three women in our company at KAUST. This has somehow recovered my
negative feelings towards my company. Even though my company seeks to
empower KAUST community as part of its contractual agreement with the
University, many employees including myself are not encouraged to take part in
charity walks to help fundraise for the school fees of talented students in Thuwal
area. | do like to run and motivate young people but my company is not providing

me this opportunity to be part of it.
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profits but is not
giving back to its
employees in the
shape of social
programs that could
be beneficial for its
employees.
Employees here lack
work-life balance.
The company is
committed to hiring
women on key
positions and this
had made the
company redeem
itself in my eyes to
some extent.
Although the
company seeks to
empower its
community by way
of fundraisers and
charity walks, but
many employees do

not feel encouraged

I: Why do you feel that your work engagement is linked with what others think of
you at work?

P: Currently, I’'m not engaged at my current place of work and I’m not that excited
about my work. In my company, I do not feel I’m part of the company and I’m not
excited to go to work every morning because my colleagues are not exciting to
work with. Management does not care about my performance and does not call me
to discuss about my roles. I’'m not fortunate to work with such a team that does not
know the role of each employee. At our company, employees are not that valued.
Employees are rarely allowed to rotate positions within the company so as to gain
knowledge and experience without another employee feeling threatened. Hardly,
employees are allowed to discuss their issues and company issues with other
employees and members of the management without feeling victimized. As a
result, if | feel there is a situation the management can rectify to ensure we become
a better company, then | will be cautious to approach my management without
having to fear of what they will say. Even though the fact that we help clean the

city provides me some motivation to keep working at the company, | do not feel |
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enough to be part of

such events.

Feels disengaged at
their current place of
work and are not
that excited about
their work.

Do not feel part of
the company, and
does not feel excited
to go to work every
morning because
colleagues are not
exciting to work
with.

Employees here are
not valued, and are
rarely allowed to
rotate positions
within the company
without other
employees feeling

threatened.

have career opportunities at my current work environment and | do not feel this is

the right firm for me to work for many years.
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Employees are
hardly ever allowed
to discuss their and
company issues with
other employees and
with management
without making
them feel victimized.
The management
should rectify this
situation, and ensure
a safe working
environment where
employee could
easily and safely
voice their opinion.
Do not feel
employees have
career opportunities
and the respondent
does not see a future

here.

I: Why do you feel that your sense of belonging is linked with the social activities
of my company?

P: Not really, I don’t feel like I belong. As finance controller in AVERDA at
KAUST, I do not feel as a member of this company. In my capacity, my role is
helping employees to be successful in their career as the company makes profits.
My company is making good profits but it is not efficiently connecting its positive
performance with social programs related to its employees. | wish that our
company can allow its employees to spend more time with their spouses and
children. Lately, our company seems to be committed towards ensuring that women
can take up more prominent roles in the company and we have three women in our
management committee. This has somehow recovered my negative feelings
towards my company. Even though my company seeks to empower KAUST
community as part of its contractual agreement with the University, many
employees including myself are not encouraged to take part in charity walks to help
fundraise for the school fees of talented students in Thuwal area. | do like to run
and motivate young people but my company is not providing me this opportunity to

be part of it.
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Don’t feel a sense
of belonging.

As a finance
controller, this job
title makes me feel
left out.

Although the
company is making
profits but is not
giving back to its
employees in the
shape of social
programs that could
be beneficial for its
employees.
Employees here lack
work-life balance.
The company is
committed to hiring
women on key
positions and this
had made the

company redeem
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itself in my eyes to
some extent.
Although the
company seeks to
empower its
community by way
of fundraisers and
charity walks, but
many employees do
not feel encouraged
enough to be part of

such events.

Interview Closure

I: Is there any suggestion or idea you would like to add?

P: For any one aspired to be finance controller, it is important that you must think beyond two
or three years. You must be ready to think about the medium- and long-term objectives of the
company. To this end, you must understand important aspects including, finance
management, business environment, regulatory environment, and performance measures and
improvement. You must also know that the business environment has been changing rapidly
and hence you need to keep abreast with new technology and how to manage people since

they are the greatest asset you have in your organization.
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Interviewer: Again, | would like to thank you for participating in this interview and wishing

you a successful career.

IV-INT-MN-CODES-RC

Interview with the Recruiting Coordinator in AVERDA at KAUST

Interview Date: March 24, 2019 Interview Time: 10:25 AM

Location: King Abdullah University for Science and Technology (KAUST), Thuwal, Saudi
Arabia

Interview Opening

Thank you for allocating your time for this interview. The purpose of this interview is to
explore reasons behind any concerns related to job insecurity and whether these concerns are
linked with the social and environmental initiatives conducted by AVERDA at KAUST. This
interview is based on a doctorate research to evaluate the Extent to Which Corporate Social

Responsibility (CSR) affects the Loyalty of Employees at your Company.
I would like to take the permission to audio-record this interview.

Participant Response: It is fine to use this feature if suitable to you, but | recommend you to

write my responses instead

Participant Interview

Coding Theme Narrative Data to be Coded

Colleagues unable to
provide emotional

support.

I: Elaborate whether your job security is affected by the health and wellbeing care

provided by your company.

P: It feels fine but not that much. I feel that my colleagues at work do not provide
emotional support and are not ready to support me in my job. Sometimes, I’'m
obliged to defend myself from bullying from co-workers. | do not get along well

with my boss who does not give me a lot of feedback about my performance and
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Feel obliged to
defend against
bullying from co-
workers.

Don’t get along with
the boss, does not
provide any
feedback about the
performance as well
as suggestions to
improve.

HR head not friendly
and does not
contribute employee
efforts.

Decision making is
unilateral with zero
input from
employees.
Employees
underappreciated.

to work in an

environment where

how best | can improve so as to be more productive. My immediate boss does not
put too much emphasis on successes, or good work news. Our manpower head is a
not a friendly person who does not contribute in celebrating every effort that an
employee is making. Even though he sometimes walk around the department
interacting with employees and wanting to know if there is a problem, | do not feel
that privileged to work in an environment where my role is not appreciated. My
thoughts are not well considered every time the Manpower head wants to make a
decision. Even though I’'m allowed to take a day off if | have a family emergency,
a privilege I did not enjoy in my previous work environment, | do not feel
fortunate to work in an environment where | cannot take diverse roles within the

recruiting department at the company.

I: Why do you feel that your job security is linked to defined work-role

responsibilities?

P: Yes, but I don’t like working in an environment where I cannot take diverse
roles within the recruiting or HR department at my company. | have been in this
role for more than five years and look forward to being around for some time to
come. Our boss does not allow you to feel your value at the company. He does not
make you feel that you are shinning in your organization. He does not realize that

if there are things that make me disengaged or demotivated, he should seek to
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it’s hard to take on

diverse roles.

don’t like work
environment where
it’s hard to take on
diverse roles.

Boss makes us feel
undervalued. Does
not feel the need to
connect on a
personal level to
know whether things
are going okay at the
job or in their
personal lives.
management does
not provide
opportunities to
showcase skills and
strengths without

hurting the progress

have a personal meeting with me so that I can sort it out. In my role as recruiting
coordinator, | have the responsibility to focus on my roles including granting,
vesting, and reporting manpower status of the company. This is a role that requires
zero or low margin error despite the many vested interests it has from
shareholders. In my work, | need to take the permission of my boss for providing
any manpower reports to any responsible within the company and that puts a lot of
pressure on me to update my boss, take approvals, prepare needed reports, provide
final copy to my boss for final approval, and send the report(s) accordingly. The
management did not provide me an opportunity to showcase my skills and
strengths without hurting the progress of other members of staff. Despite this, my
boss did not ignore my weakness and sometimes offer assistance or contact

training department to take related courses.

I: Elaborate whether your job security is linked with your work involvement

P: As a recruiting coordinator, | do not feel that part of the company. Despite the
fact that | have a career goal or plan, the company does not have an investment
plan on how I can gain more skills and knowledge. Seems that my company is not
willing to invest in my professional growth, career, and development. I’m not able
to sit with my boss to make a decision on the right professional courses I should
enroll in so as to improve my professional growth. One of good things HR has
done is starting a networking group where HR can virtually meet with junior
employees to help them develop and enhance their relationships. This has played a

great role in ensuring that employees learn about current issues and trends in their
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of other members of

staff.

do not feel that part
of the company.
Company does not
provide career
development plan
HR has started a
networking group,
where HR can
virtually meet with
junior employees to
help them develop
and enhance their
relationships.

This has played a
great role in
ensuring that

employees learn

department. It also promotes cultural acceptance of flexibility so as to support the

changing way that organizations operate in the modern world.

I: Why do you feel that your work engagement is linked with what others think of
you at work?

P: No, not really. I’'m not engaged like | used to. You know recently I took a sick
leave and my assistant stood in at an acting capacity. Since | came back, the boss
prefers working with him than me. I feel like I’'m being sidelined and idling

around most of the times.
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about current issues
and trends in their
department.
Promotes cultural
acceptance of
flexibility to operate

in the modern world.

Does not feel
engaged like I used
to.

Took a few leaves of
absence and my
assistant worked as
my substitute, and
now my boss prefers
working with my
substitute than
working with me.

| feel like I am being

sidelined.

I: Why do you feel that your sense of belonging is linked with the social activities
of my company?

P: Like I mentioned, since my return from the leave it has become obvious that

even other co-workers and my boss have distanced themselves from me. | am not
aware of any social activities but yes, they have been held without my knowledge.
So, I used to feel a sense of belonging yes but not anymore. Before | went for sick
leave | was having poor relationship with boss and | think this issue has spread to

everyone in the company.
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My boss and other
coworkers have
distance themselves
from me since my
return.

Neither aware nor
part of social
activities since they
have been held in
the past without me
knowing.

Used to have this
sense of belonging
but not anymore.
Before my leave, I
had a poor
relationship with my
boss, but upon my
return this problem
seems to have spread
to other colleagues

as well.
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Interview Closure

I: Is there any suggestion or idea you would like to add?

P: I’m not certain about my next role in the company but | have a passion to work in any role
suited with my qualification and requested by my company. | honestly don’t have a great
passion for posting manpower data entries but I’'m working to accomplish my
responsibilities. | also have a great passion for mentoring and developing younger
professionals. Moreover, I’'m working towards ensuring I have developed my full potential
personally and professionally. | suggest to younger professionals to seek out opportunities
where they can develop, grow and challenge themselves to work and achieve their full

potential.

Interviewer: Again, | would like to thank you for participating in this interview and wishing

you a successful career.
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IV-INT-MN-THEMES-PRM

Initial Codes for Theme 1:
Ilusion of Job Security

Initial Codes for Theme 2: Lack of
Appreciation at Workplace

Initial Codes for Theme 3: Lack of
Social Activities to Create a
Feeling of Belonging

Initial Codes for Theme 4:
Compliance with Saudization and
Vision 2030

e Rspd. don’t feel secure at the
job.

e Instead of working for the
welfare of other employees,
is fighting battles against
bullying from colleagues and
management.

e Role as Asst. HR manager is
to ensure safe work
environment; however, Rspd.
has to deal with the fear of
being victimized or worse

(fired).

e Colleagues are unable to provide
emotional support

e Lack of congenial relationship
with co-workers

e Feel unengaged in the company,
owing to unwillingness of co-
workers to show support.

e Excited about joining the
company, soon experienced co-
workers are selfish and rarely
want to interact with new people.

e Have lost motivation to work.

Do not feel a sense of belonging
here.

No motivation, feel stressed,
underpaid despite all the effort.
Hard work in not recognized and
appreciated rather management’s
remuneration is based on factors
other than hard work, sometimes
called ‘wasta’,

Open display of favouritism,

during hiring.

e Company started hiring females
to meet Saudization and Vision
2030

e The company is committed to
hiring women on key positions
and this had made the company
redeem itself in my eyes to some

extent.
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Company has not succeeded
in offering the best work
environment.

Trying to advocate employee
safety, but instead is getting
a push back (threats of being
fired).

On the job for five years, no
promotion or salary bump
despite the participant’s
effort and hard work.
Worked hard to be promoted,
promotion never
materialized.

Efforts not appreciated.

Bonuses reduced to half.

Manager not a good leader,
nitpick and fault-finding.
Employees not allowed to voice
their opinions, and if they do,
they are victimized.

Top management does not
provide with sufficient resources
to hire the right people.
Employee retention is getting
harder for the company.

Rspd. does not see a future here.
Feels disengaged at their current
place of work and are not that
excited about their work.

Do not feel part of the company,

and does not feel excited to go to

If the management feels you’re a
misfit, they will go to any
lengths to fire you or issue you a
warning letter.

Not a good place to work, top
management is biased,
unsupportive toward its
employees. Doing little to none
to curb bullying.

As a finance controller, Rspd.
feels left out and lack a sense of
belonging to the company.
Don’t feel a sense of belonging.
As a finance controller, this job

title makes me feel left out.
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Faced with some scandals,
because the company lack of
trust in its employees.

Could be a strong reason for
dismissal

severe stress and anxiety,
lack of sleep and is worried
about overall wellbeing.
Decision making is unilateral
with zero input from
employees.

Employees underappreciated.
management does not
provide opportunities to

showcase skills and strengths

work every morning because
colleagues are not exciting to
work with.

Employees here are not valued,
and are rarely allowed to rotate
positions within the company
without other employees feeling
threatened.

Do not feel employees have
career opportunities and Rspd.
does not see a future here.

Took a leave of absence and my
assistant worked as my substitute,
and now my boss prefers working
with my substitute than working

with me.

Although the company is making
profits but is not giving back to
its employees in the shape of
social programs that could be
beneficial for its employees.
Employees lack work-life
balance.

Used to have this sense of

belonging but not anymore.
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without hurting the progress
of other members of staff.

The department under
participant’s supervision is
being questioned for
misappropriation of company
resources.

Table-2: Preliminary Themes for Interview Transcripts (*Rspd. =Respondent)
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IV-FG-NM-THEMES-H4a-PRM

Initial Codes for Initial Codes for | Initial Codes for | Initial Codes for Initial Codes for Initial Codes Initial Codes Initial Codes for
Theme 1: Employees’ | Theme 2: Lack | Theme 3: Theme 4: Lack of | Theme 5: No Real for Theme 6: for Theme 7: Theme 8:
(Dis)contentment of Motivational | Illusion of Job Appreciation at Sense of Direction- Meaningful Unsupportive Defined
with performance Programs Security Workplace Vague workplace Job Upper Appraisal
appraisal role and Management System
responsibilities
e Some job e Biasin o | feel e Idon’tthinkI’'m [ e The e Findit e Managers e Yes,the
responsibilities selef:t!ng depressed and making good responsibilities meaningful don’t seem responsibilitie
that are not participants worried. money as an be stated i Ciust to see my s are well
included in the especially in employee can be S ? edina notJus N importance defined in my
performance the e Idon’t feel more vivid because it is to the contract and
appraisal departments. dignified as a manner to avoid linked to a company. make me plan
systlemh * the junior person reporting to two fair * Boss always well on daily
o Feels that some employees e | face ; say | am not basis.
of the efforts discriminati managers. performance doing m e Thev are well
put m: J articinate or and being e Trying but nothing appraisa best defined but
?giononized Partieip _ disrespected by seems to be systembut | e Managers not often
gnized. - even benefit senior working also because don’t seem followed as
e responsibilities . e Thev are well .
. e |usedto find employees y . to see my sometimes
are not aligned defined but not | find value )
o the my work e | have not been _ ) importance you do tasks
meaningful appraised lately often followed as In growing to the that are off
performance . d )
appraisal but not ever since my sometimes you do my career company the job
system anymore previous boss tasks that are off t00 e No unity of description
left the job description command
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company does
not assess the
job according
to job
description and
items
Evaluated on
totally different
items from
what had been
assigned to
initially.

Some of the
responsibilities
are too much
demanding and
upon asking or
clarification
they are not
answered.
Performance
appraisal at the
company is
partly unfair
especially to
employee at
junior levels.

Work is less
meaningful
No. My work
here is not
meaningful
Managers
don’t seem to
see my
importance to
the company.
only those we
are working
in some
departments
No. The
company does
not offer
motivational
programs to
all employees

Not been
promoted from
my current
position since |
joined.
Opportunities
are there but
demotivating
when new
people are hired
for positions
that can be filled
by capable
employees.

Yes, however as a

company that

values team work,

you may be

requested to assist
in other areas that

are outside your
duties.

Yes, but the
company has a
culture of
encouraging
employees to

perform any duty

assigned to them
No there is
repetition of
responsibilities

| find
meaning in
my work
Work is the
only source
of my
income and
through it
I’m able to
support my
family
Took me a

very long
time to geta
job. I got
this job
recently and
I am loving
it at the
moment.

I can handle
my bills and
take care of
my family.

company
promotes,
rewards and
trains
employees
based on
their job
description

Yes, however
as a company
that values
team work,
you may be
requested to
assist in other
areas that are
outside your
duties.

Yes, they are
well defined
and | follow
them strictly
Yes, but the
company has
a culture of
encouraging
employees to
perform any
duty assigned
to them

yes, they
have clearly
stated one’s
responsibilitie
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Appraisals are
influenced by
other factors
like nepotism,
relationships
and
discrimination
here.

This makes me
feel out of
place
sometimes.
Don’t pay
attention to the
appraisal but |
do know it
matters when it
comes to
promotion.
The
performance
appraisal at the
company is
poorly aligned
with job

responsibilities.

| believe that a
meaningful job

Job is fairly
recognized
and
rewarded

The
performance
appraisal at
the company
is fair to
every
employee
and this
makes me
feel as part
of the
company
and its
growth

this makes it
feel like 1
belong to
the company

s and my
work are
aligned to
this.

the appraisal
system at my
company
includes all
my job-
related
criteria

all the
energies that |
use every day
in my work is
evaluated and
rewarded
appraisal

system at my

work includes
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should include
freedom of
expression
Have not
experienced
any of that
here. To that
extent | find it
a bit
meaningless.
Find it less

meaningful
because my job
responsibilities
are not aligned
to the
performance
appraisal
system

Fear that I’'m
evaluated on

all items of
my job

e Hasan
appraisal
system that
includes all
the work-
related
criteria.

e The
appraisals are
fair to me and
it makes me
feel more
deserving
when |
perform well
in the
appraisal
system.
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what is not on
my job
description.
Some
employees are
favoured by the
performance
appraisal
program.

The
performance
appraisal at
the company
is fair to
every
employee and
this makes
me feel as
part of the
company and
its growth
performance
appraisal in
our company
is fair to
every
employee
this makes it
feel like |
belong to the
company
yes, it does
offer
opportunity
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for career
development

Table 2a: Preliminary Themes for H4a Focus Group Transcripts

IV-FG-NM-THEMES-H7b-PRM

Initial Codes for Theme 1:
Lack of Health and Well-
Being Care

Initial Codes for
Theme 2: Lack of
Motivational
Programs

Initial Codes for Theme
3: Hlusion of Job
Security

Initial Codes for Theme
4: Lack of Appreciation
at Workplace

Initial Codes for Theme
5: Negative Work
Environment

Initial Codes for
Theme 6: Lack of
Social Activities to
Create a Sense of
Belonging

health insurance
contributions are even
submitted late by the
company and this has
affected my health care
and that of my family
Health benefits being
offered by the company
are way low in
comparison to the

negative exposure we are

e no room for growth
as the company
does not invest in

staff trainings

| am not so sure you
know. The company is
struggling financially.
They have cut off
some programs and
even laid off some
workers. I don’t know
where this leaves me
Nepotism and racism
are too high in work

place

Feel demoralized and
depressed

The company has not
established ways of
appreciating efforts and
even reward best
performers

I really feel that my
skills are being wasted
here.

Not really. | have not

received any

Boss would not take
time to explain things
to me.

Had a sick dad, my
boss did not have
empathy for me during
these times.

Those years were the
worst and | felt that my
boss could recommend

my sacking any time.

e Notas much, |
don’t feel a sense
of belonging here.

e | have a problem
relating with
colleagues majorly
because | speak my
mind without
pleasing anybody.

e There was a time
the company used

to engage the
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exposed to in the
company.

company has no
retirement benefits for its
employee is really
devastating

fine but not to the level
expected

The health benefits being
offered by the company
are low, to the negative
exposure we are exposed
to in the company,
hazardous chemicals and

other substances

Saudi Arabia is
pushing to increase
hiring locals and
sooner or later this will
affect my work.

This has affected even
the way we relate at
work here and
sometimes | feel
discriminated on
nationality basis.
Working here has been
difficult. Ever since |
was brought a new
boss

Partly working with
this company has
made me feel insecure.
have received several

warnings from my

appreciation or salary
increase or promotion
for the last 5 years

No, my contribution in
this company is not
valued

worked so hard
especially in teams and
the boss gives all the
credits to another
colleague

Partly my work is
appreciated though a
promotion would feel
more worthwhile

my contributions are
least valued as when |
air my point out

work engagement in

my company is never

worked so hard
especially in teams and
the boss gives all the
credits to another
colleague

My manager never
recognizes my effort
despite the fact that |
work hard every day.

When | give my opinion
on how the company
can be more efficient,
my manager never
seems to recognize this
I don’t have a good
relationship with my
colleagues.

Yes am fully tasked by
my boss

employees in
informal activities.
This gave us a
sense of belonging

No, I don’t. There is
a lot of pretence
here

No. our company is
not concerned with
employees
participating in
social activities
company does not
engage in social

activities
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boss and nothing
seems to be changing
This place is not
secure to work in.

| am already looking
for another job
opportunity.

company is so prompt
to laying off
individuals who begin
to ask more from the
company

do feel secure in my
current job but still
feel my security could
be higher if my
employer was a better
leader.

Those years were the
worst and | felt that

my boss could

noticed and hence
never rewarded

My manager never
recognizes my effort
despite the fact that |
work hard every day.

Partly my work is
appreciated.

My role as an
accountant is rarely
recognized.

When | give my opinion
on how the company
can be more efficient,
my  manager

never

seems to recognize this

Some colleagues are
not good, a times they
can  report  wrong
information to my boss.
The managers overload
their subordinates
which is uncouth.

No, I don’t. There is a

lot of pretence here

people don’t pay
attention to work-role
responsibilities
When you feel that

your job is in danger,
everything is fabricated

you know

e main bhusiness

making profits

is
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recommend my
sacking any time.

Job security at work
today is an illusion.
does not feel ok
working at the
company.

have friends and
colleagues who been
sent packing for very
minor mistakes here.
workers are being fired
and replaced with the
relatives and friends of
the respective bosses

| would feel more
secure if | was running
my own business or
company or even
working for a

government body.

their work whether
related to business or
social have financial
benefits to the company
and we do not feel
involved or rewarded

Feel like a machine
that is being used
whenever they need
with no feelings to
reward or say thank
you at least.

I’m not appreciated and
I do not like this job

anymore.

If I have a clear and
defined job-role
responsibility that is
well explained and
implemented, then my
job will be much more
stable and reliable
The job-role
responsibilities are
kind of departmental
you know. It depends
with your boss.
influenced easily by
your boss depending on

your relationship
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Setting of unrealistic
goals and later pushing
employees to reach
those goals using poor
working tools is the
main reason for
insecurity with this
company

Not really, there is not
much to be done in my
department and this
worries me.

| do get worried about
what people think and
say about me at work.
The work-role

responsibilities are

explained fairly but

Here people don’t pay
attention to relating
their job
responsibilities with
their proposed roles
just work and maintain
good rapport with their
bosses

good relationship with
your boss can keep you
in the company

My boss did not provide
me an opportunity to
prove my skills and

strengths
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sometimes favoritism

comes into play.

e good relationship with

your boss can keep

you in the company

Initial Codes for Theme
7: Unsupportive Upper

Initial Codes for
Theme 8: Satisfactory

Initial Codes for Theme
9: Positive Work

Initial Codes for
Theme 10: Positive

Initial Codes for Theme
11: Positive Social

Initial Codes for Theme 12;
No Real Sense of Direction-

Management Health and Well- Involvement Work Distribution Activities link with Sense | Vague workplace role and
Being Care of Belonging responsibilities
e | have noticed e The company is Yes, my contributions | e Feel that work is e Yes, | do feel a|e jobresponsibilities are
favouritism in terms offering many are valued distributed evenly belonging  especially not clearly defined some

of promotions and
biased selection in
any opportunity that
comes

e Do feel secure in my
current job but still

feel my security

health programs to
make sure every
employee is
comfortable

We are provided
with breakfast and

health cover.

Yes, my contributions
are valued as | have

been promoted.

and fairly across the
team. No complains

about that.

when we bond with
employees in social
events

Yes, | have participated
in community
outreaches with my

responsibilities are
ambiguous and or
overlapping

job descriptions are
ambiguous

do not have a clear key

performance indicator
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could be higher if my
employer was a better

leader.

Work is not evenly

distributed. The top

managers

themselves less work

hence
those at the bottom.
What the
management cares is
money and how to
mostly benefit from

all of us.

allocate

overworking

The company does
care

The company is
doing well in terms
of welfare and
health benefits.
Yes, | feel secure. |
have a good boss
and to me that’s all
I need

No, I don’t feel like
I belong to this
company because |
don’t get assigned
duties by boss

anymore

Yes, my contributions
are valued as they call
me in when there is need
to make major changes
in the organization.

yes, my contributions
are valued as | have
worn a few awards in
my field of research

My contributions
during the annual
charity fundraiser is
always appreciated

Yes, my contributions
are valued as they call

me in when there is need

To some extent
work is distributed

evenly

colleagues and | felt a
sense of unity as a
company.

| have learnt that team

work is a key to the
success of my company
and we build good
relations during social
events

Yes. The social events
make us come together
as a family and that of
course makes me feel
like I'm not an
employee but also a
member of the

company.

and this makes it difficult
for me to do them

Have to ask for
clarification from my
seniors before | engage in
them this contributes to
wastage of time.

Believe that the
responsibilities could
have been stated more
comprehensively so that |
do not end up reporting to
different managers for the
same job.

There is repetition of

responsibilities.
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to make major changes
in the organization.

yes, my contributions
are valued as | have won
a few awards

Yes, I’ m engaged in my
work and there s
always something to do
Yes, I’'m engaged

Yes I’'m fully
committed

Of course, | am engaged
and working in various
tasks and projects.

| help others who are

overwhelmed

Yes, the company
allows employees to
participate in different
social activities

Yes, | feel connected to
the company because |
can participate in social
activities

Yes. Our company
allows employees to
engage in activities that
are  beyond  profit
making

company participates in
annual charity

activities, makes me
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e Yes | feel connected to feel connected to the
my co-workers from
different department

e Yes | feel connected to
my co-workers from
different department

e There are issues of
snitches and backbiting
among co-workers in
the company.

e made me to be sceptical

company

of everyone

e Yes. | feel connected
with  my co-workers
including the top-level

managers.

Table 2b: Preliminary Themes for H7b Focus Group Transcripts
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IV-MN-CODE-UPDATE

First Theme

Initial Code in Phase 2

Updated Code

Don’t feel secure

Do not feel secure at work

Instead of working for the welfare of other employees,
respondent is fighting battles against bullying from

colleagues and management.

Fighting bullying from colleagues and

management

Her role as Asst. HR manager is to ensure safe work

environment.

Unable to ensure safe work environment

However, she has to deal with the fear of being

victimized or worse (fired).

Has to deal with the fear of being victimized

or worse (fired)

The company she works for has not succeeded in

offering the best work environment

Company has not succeeded in offering the

best work envir

onment
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She’s trying to advocate employee safety, but instead is

getting a push back (threats of being fired)

Trying to advocate employee safety, but
instead is getting a push back (threats of being

fired)

She feels victimized for doing her job well.

Feels victimized for doing the job well

Her advice on employee treatment is rarely taken

seriously.

Participant’s advice on employee treatment is

rarely taken seriously

On the job for five years, no promotion or salary bump

despite the participant’s effort and hard work

No promotion or salary bump despite the

participant’s effort and hard work

Worked hard to be promoted after the boss left,

promotion never materialized.

Worked hard to be promoted, promotion

never materialized.

Faced with some scandals, because the company lack

of trust in its employees

Participant is currently faced with some
scandals, because the company lacks trust in
me.
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Second Theme

Excited about joining the company, soon experienced
co-workers are selfish and rarely want to interact with

new people.

Co-workers are selfish and rarely want to

interact with new people

Feel unengaged in the company, owing to

unwillingness of co-workers to show support.

Feels disengaged at current work and are

Employees here are not valued, and are rarely allowed
to rotate positions within the company without other

employees feeling threatened.

Employees are not valued

Employees are rarely allowed to rotate
positions within the company without other

employees feeling threatened.

Do not feel employees have career opportunities and

Rspd. does not see a future here.

Participant does not see a future working for

the same Company

Employee retention is getting harder for the company.

Harder employee retention
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Do not feel part of the company, and does not feel
excited to go to work every morning because

colleagues are not exciting to work with.

Feels disengaged at current work

It is not exciting to work with my co-workers

Rspd. does not see a future here.

Participant does not see a future working for

the same Company.

Do not feel employees have career opportunities and

Rspd. does not see a future here.

Company does not provide Career

Development Plan

Participant does not see a future working for

the same Company

Do not feel part of the company, and does not feel
excited to go to work every morning because

colleagues are not exciting to work with.

Have lost motivation to work

Feels disengaged at current work
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Do not feel part of the company

Co-workers are selfish and rarely want to

interact with new people.

Top management does not provide with sufficient

resources to hire the right people.

Management does not provide sufficient

resources

Third Theme

Do not feel a sense of belonging here.

Lack a sense of belonging to the Company

Hard work in not recognized and appreciated rather
management’s remuneration is based on factors other

than hard work, sometimes called ‘wasta’,

Management’s remuneration is based on
factors other than hard work, sometimes

called ‘wasta’,
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Not a good place to work, top management is biased,
unsupportive toward its employees. Doing little to none

to curb bullying.

Not a good place to work, management is
biased and not supportive toward its

employees.

Management is rarely curb bullying.

As a finance controller, Rspd. feels left out and lack a

sense of belonging to the company.

Lack a sense of belonging to the Company

Participant feels left out

Don’t feel a sense of belonging

Do not feel part of the company

Lack a sense of belonging to the Company
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IV-MN-THEMES-CODES

Theme: Lack of Job Security

Theme: A Lack of Workplace
Connection and Work Engagement

Theme: Missing a Culture of Belonging

Do not feel secure at work

Fighting bullying from colleagues and

management.

Unable to ensure safe work environment.

Has to deal with the fear of being
victimized or worse (fired)

Company has not succeeded in offering
the best work environment.

Trying to advocate employee safety, but
instead is getting a push back (threats of
being fired).

Feels victimized for doing the job well

Colleagues are unable to provide
emotional support

Lack of congenial relationship with co-
workers

Cannot take on diverse roles

Boss is not a work motivator
Co-workers are selfish and rarely want
to interact with new people.

Have lost motivation to work.
Manager is not a good leader, nit-pick

and fault-finding.

Lack a sense of belonging to the Company

No motivation, feels stressed, underpaid despite
all the effort.

Management’s remuneration is based on factors
other than hard work, sometimes called ‘wasta’,
Open display of favouritism, during hiring.

If the management feels you’re a misfit, they
will go to any lengths to fire you or issue you a
warning letter.

Not a good place to work, management is
biased and not supportive toward its employees.
Management is rarely curb bullying.

Participant feels left out.
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Participant’s advice on employee
treatment is rarely taken seriously.

No promotion or salary bump despite the
participant’s effort and hard work
Worked hard to be promoted, promotion
never materialized.

Efforts not appreciated.

Bonuses reduced to half.

Participant is currently faced with some
scandals, because the company lacks trust
in me.

Severe stress and anxiety, lack of sleep

and worried about overall wellbeing
Decision making is unilateral with zero
input from employees.

Employees underappreciated.

Employees are not allowed to voice
their opinions, and if they do, they
could be victimized.

Management does not provide
sufficient resources

Harder employee retention
Participant does not see a future
working for the same Company.
Feels disengaged at current work

It is not exciting to work with my co-
workers.

Employees are not valued.
Employees are rarely allowed to rotate
positions within the company without
other employees feeling threatened.

Participant feels like being side-lined.

Although the company is making profits, no

social programs are offered back to its
employees.
Employees lack work-life balance.

Do not feel part of the company
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Management does not provide
opportunities to showcase skills and
strengths without hurting the progress of

other members of staff.

Company does not provide Career
Development Plan

Took a sick leave and my assistant
worked as my substitute. My Boss
prefers working with my substitute than
working with me.

My boss and other co-workers have
distanced themselves from me.

Social activities are not well-
communicated with me

Poor relationship with my Boss.
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IV-FG-NM-H4A-CODES

Coding Theme

Narrative data to be coded
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Find it meaningful not
just because it is linked
to a fair performance
appraisal system but also
because I find value in
growing my career too.
| believe that a
meaningful job should
include freedom of
expression.

Have not experienced
any of that here. To that
extent | find it a bit
meaningless.

I find meaning in my
work

Work is the only source
of my income and
through it I’m able to
support my family

Yes, it is meaningful. |
love working here

We are like a family

I used to find my work
meaningful but not
anymore

I: How do you link your performance appraisal with your job

meaningfulness?

FG-1

GFD: Of course, I find it meaningful not just because it is linked to a fair
performance appraisal system but also because | find value in growing my
career too.

VPW: Not really, | believe that a meaningful job should include freedom of
expression. Being heard and judged fairly. I have not experienced any of that
here. To that extent | find it a bit meaningless.

CWM: Yes. | find meaning in my work. It the only source of my income and
through it I’m able to support my family. | have also made friends here at
work. That is great for me.

JAP: yes, it is meaningful. | love working here. I have very friendly
colleagues and I’m able to learn a lot from them. We are like a family. | work
very hard to make this company prosper. | find meaning in what | do here.

CKP: 1 used to find my work meaningful but not anymore. Like | said, my
new boss does not assign me duties and | feel wasted and useless in the
company. | have found myself helping other departments.
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I find meaning in my
work

Work is the only source
of my income and
through it I’m able to
support my family

[ don’t think I’'m making
good money as an
employee

Work is less meaningful
I don’t feel dignified as a
person

| face discrimination and
being disrespected by
senior employees

Yes, it is meaningful

Took me a very long
time to get a job. | got
this job recently and | am
loving it at the moment.

I can handle my bills and
take care of my family.

FG-2

MGA: Yes, | do find my job meaningful. The company has offered me a good
platform to practice and do what I love. I am an IT technician. Here I’ m
exposed to the latest technologies to learn. It just great.

AMK: To some extent yes, | do find the job meaningful. My job is
meaningful not only to me but also to my family. | earn from my job to make
ends meet in life, so of course it’s meaningful. However, I don’t think I’'m
making good money as an employee. | am thinking of starting my own
business or may a side job to make me earn more.

SAW: No. my work in this company I find it less meaningful. I don’t feel
dignified as a person. Being a junior worker, | face discrimination and being
disrespected by senior employees of the company. I think it is because | am
just a high school graduate hoping to back to school and get a degree as that
will make me earn more salary and gain respect

SIC: vyes, it is meaningful. You know it took me a very long time to get a job |
got this job recently and | am loving it at the moment. | am good with it and |
feel lucky to land this job. At least | can handle my bills and take care of my
family.

MWAK: No. my work here is not meaningful. Managers don’t seem to see my
importance to the company. My boss always say | am not doing my best. He
complains late work delivery and doing my assignment off the instruction
lines. | am trying but nothing seem to be working. | feel depressed and
worried.
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No. my work here is not
meaningful

Managers don’t seem to
see my importance to the
company.

Boss always say | am not
doing my best

Trying but nothing seems
to be working

| feel depressed and
worried.

Do find the job
meaningful.

Job is fairly recognized
and rewarded

I do find the job
meaningful

Some job responsibilities

that are not included in

FG-3
JDJ: yes, | do find my job meaningful since | feel that every effort, I put in my

job is fairly recognized and rewarded.

CBC: To some extent yes, I do find the job meaningful even though there are
some job responsibilities that are not included in the performance appraisal
system and hence | feel that some of the efforts in put in such a job is not

recognized.
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the performance
appraisal system

Feels that some of the
efforts is not recognized.
Find it less meaningful
because my job
responsibilities are not
aligned to the
performance appraisal
system

Fear that I’'m evaluated
on what is not on my job
description.

Yes, it is meaningful
Work here is not

meaningful.

JBJ: No. my work in this company | find it less meaningful because my job
responsibilities are not aligned to the performance appraisal system and hence,

I always fear that I’'m evaluated on what is not on my job description.

BFK: yes, it is meaningful because the performance appraisal system

recognizes every duty and responsibilities at work is recognized fairly.

IKT: No. my work here is not meaningful. Managers don’t seem to see my

importance to the company (why IKT feels that he is not important?).
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Managers don’t seem to
see my importance to the
company
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Yes, the responsibilities
are well defined in my
contract and make me
plan well on daily basis.
Yes, however as a
company that values
team work, you may be
requested to assist in
other areas that are
outside your duties.
They are well defined but
not often followed as
sometimes you do tasks
that are off the job
description

Yes, they are well
defined and | follow
them strictly

Yes, but the company has
a culture of encouraging
employees to perform
any duty assigned to
them

I: Elaborate whether your appraisal system include all your job-related criteria.

FG-1

GFD: Yes, the responsibilities are well defined in my contract and make me
plan well on daily basis.

VPW: Yes, however as a company that values team work, you may be
requested to assist in other areas that are outside your duties.

CWM: They are well defined but not often followed as sometimes you do
tasks that are off the job description.

JAP: Yes, they are well defined and | follow them strictly. Whenever | get
assigned a duty that is not in align with my responsibilities, | must seek
approval from my boss.

CKP: Yes, but the company has a culture of encouraging employees to
perform any duty assigned to them. So, at the end, it does not matter.

FG-2

MGA: yes, they have clearly stated one’s responsibilities and my work is
aligned to this.
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yes, they have clearly
stated one’s
responsibilities and my
work are aligned to this.
No there is repetition of
responsibilities

some of the
responsibilities are too
much demanding and
upon asking or
clarification they are not
answered.

are properly aligned
although more needs to
be done

responsibilities can be
stated in a more vivid
manner so as to avoid
reporting to two
managers for a given
kind of work.

No unity of command

AMK: No there is repetition of responsibilities. | have had to support other
departments and work with other bosses.

SAW: some of the responsibilities are too much demanding and upon asking
or clarification they are not answered. This is very unfortunate as you end up
working blindly hence poor delivery.

SIC: They are properly aligned although more need to be done. There is need
to align departmental employees into groups. Team work helps in delivering
complicated tasks.

MWK: The responsibilities can be stated in a more vivid manner so as to avoid
reporting to two managers for a given kind of work.

FG-3
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the appraisal system at
my company includes all
my job-related criteria

all the energies that | use
every day in my work is
evaluated and rewarded

appraisal system at my
work includes all items
of my job

appraisal system is
currently aligned to my
job description.

appraisal system in my

current job does not

JDJ: Yes, the appraisal system at my company includes all my job-related
criteria. As such, all the energies that | use every day in my work is evaluated
and rewarded. | feel that my supervisor assesses all the tasks and activities

which | do every day at work.

CBC: Yes, | feel that the appraisal system at my work includes all items of my
job. It includes all my job responsibilities and duties and hence | can
confidently say that the appraisal system in our company is currently aligned

to my job description.

JBJ: No, the appraisal system in my current job does not include all my job-
related criteria. This implies that the company does not assess my job
according to my job description and items. Sometimes, I’m evaluated on

totally different items from what had been assigned to me.
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include all my job-related
criteria

the company does not
assess my job according
to my job description and
items.

I’m evaluated on totally
different items from what
had been assigned to me

has an appraisal system
that includes all the
work-related criteria.

company promotes,
rewards and trains
employees based on their
job description

BFK: Yes, our company has an appraisal system that includes all the work-
related criteria. The company promotes, rewards and trains employees based
on their job description. The appraisal system is clearly well thought out to

take care of the needs of every employee.
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No, it does not affect me
in anyway.

its fair enough and |
don’t have issues with
the system.

appraisals are influenced
by other factors like
nepotism, relationships
and discrimination here.
makes me feel out of
place sometimes

The appraisals are fair to
me and it makes me feel
more deserving when |
perform good in the
appraisal system.

I don’t pay attention to
the appraisal but | do
know it matters when it
comes to promotion

I have not been appraised
lately ever since my
previous boss left

I: How does your perception about your performance appraisal affect

your sense of belonging?

FG-1

GFD: No, it does not affect me in anyway. Like I said, its fair enough and |
don’t have issues with the system.

VPW: The appraisals are influenced by other factors like nepotism,
relationships and discrimination here. This makes me feel out of place
sometimes.

CWM: The appraisals are fair to me and it makes me feel more deserving
when | perform good in the appraisal system. It rewards good work.

JAP: Generally, I don’t pay attention to the appraisal but I do know it matters
when it comes to promotion. | believe when you work hard you get satisfied.

CKP: I have not been appraised lately ever since my previous boss left.
However, appraisals do matter in terms of motivating employees who believe
init.
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The performance
appraisal at the company
is fair to every employee
and this makes me feel as
part of the company and
its growth

performance appraisal at
the company is partly
unfair especially to
employee at junior levels
some employees are
favored by the
performance appraisal
program.

performance appraisal at
the company is partly fair
the performance
appraisal at the company
is poorly aligned with job
responsibilities
performance appraisal in
our company is fair to
every employee

this makes it feel like |
belong to the company

FG-2

MGA: The performance appraisal at the company is fair to every employee
and this makes me feel as part of the company and its growth.

AMK: The performance appraisal at the company is partly unfair especially to
employee at junior levels and this makes me feel as if | do not belong to the
company. | feel that there are some employees who are favoured by the
performance appraisal program.

SAW: The performance appraisal at the company is partly fair even though |
feel that some employees have a lot of demanding responsibilities and hence
should be compensated fairly.

SIC: the performance appraisal at the company is poorly aligned with job
responsibilities and hence this makes me feel as if | do not belong to the
company.

MWAK: The performance appraisal in our company is fair to every employee
and this makes it feel like 1 belong to the company. Responsibilities are
aligned with salaries and other benefits.
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yes, it does offer
opportunity for career
development

partially it offers
opportunities, but only to
those at the top.

Not been promoted from
my current position since
I joined.

Opportunities are there
but demotivating when
new people are hired for
positions that can be
filled by capable
employees.

yes, | have already been
promoted from my
previous position

FG-3

JDJ: yes, it does offer opportunity for career development.

CBC: partially it offers opportunities thou its only limited to those at the top.

JBJ: No. Since | came here, | have not been promoted from my current

position.

BFK: Opportunities are there. Thou it’s demotivating when new people are

hired for positions that can be filled by capable employees.

IKT: Yes, | have already been promoted from my previous position
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we do have motivational
programs

Yes, there is but there is
bias in selecting
participants especially in
the departments

our company provides
employees with various
motivational programs
Yes, there is, but | can
tell you the junior
employees never get to
participate or even
benefit

Yes, | have got a few
bonuses for my good
performance. It motivates
me.

I: How do you link your work motive with the motivational programs

offered by AVERDA at KAUST?

FG-1

GFD: Yes, we do have motivational programs such as best employee of the

year, come together events and team buildings. We also have innovation fairs.

VPW: Yes, there is but there is bias in selecting participants especially in the

departments.

CWM: Yes, our company provides employees with various motivational
programs tuition money refund for employees who are in school and the end of

year bonus.

JAP: Yes, there is, but | can tell you the junior employees never get to

participate or even benefit. I think it is unfair.
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the company has
implemented different
motivational programs
Yes, but only those we
are working in some
departments

Yes, our company
provides employees with
various motivational
programs

No. The company does
not offer motivational
programs to all
employees

Yes. Our company is
considerate of employees
by offering different
motivational programs

CKP: Yes, | have got a few bonuses for my good performance. It motivates

me.

FG-2

MGA: yes, the company has implemented different motivational programs that
are aimed at ensuring that employees have the best life at the company like
training and development, overtime incentives for working extra hours, and

encourage teambuilding activities.

AMK: Yes, but only those we are working in some department such as finance

department.

SAW: Yes, our company provides employees with various motivational
programs tuition money refund for employees who are in school and the end of

year bonus.

SIC: No. The company does not offer motivational programs to all employees

such as stock option but only for the top managers.
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Company has
implemented different
motivational programs
ensuring that employees
have the best life at the
company.

Yes, but only those who
are working in some
department such as
finance department.
Yes, there are
motivational programs in
my company such as end
of year bonus.

NO. The company does
not offer motivational
programs to all
employees

The company offers
several motivational
including paid vacation

MGA: Yes. Our company is considerate of employees by offering different
motivational programs such as end of year party and vacation to employees

and teams that perform exemplary.

FG-3

JDJ: yes, the company has implemented different motivational programs such
as innovation week, team buildings and cultural week that are aimed at
ensuring that employees have the best life at the company. These are

competition affairs and the best team or employee is rewarded.

CBC: Yes but only those who are working in some department such as finance

department.

JBJ: Yes there are motivational programs in my company such as end of year

bonus.

BFK: NO. The company does not offer motivational programs to all

employees such as stock option.
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and end of year bonus to
employees at all levels.

Snippets of Initial Codes and Preliminary Themes Generation for H4a Focus Group (I =Interviewer, FG: Focus Group)

IKT: Yes. The company offers several motivational programs including paid

vacation and end of year bonus to employees at all levels.
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IV-FG-NM-H7B-CODES

The company is offering
many health programs to
make sure every
employee is comfortable
We are provided with
breakfast and health
cover.

The company does care.

Not as much, I don’t feel
a sense of belonging
here.

I have a problem relating
with colleagues majorly
because I speak my mind
without pleasing
anybody.

the company is doing
well in terms of welfare
and health benefits.

I Elaborate whether your job security is affected by the health and wellbeing care

provided by your company.

FG-1

GFD: Yes, | have worked here for 10 years now. | have been promoted to good
positions. | also earn a good salary. | am happy here. The company is offering many
health programs to make sure every employee is comfortable. We are provided with
breakfast and health cover. The company does care.

VPW: Not as much, I don’t feel a sense of belonging here. | have a problem relating
with colleagues majorly because | speak my mind without pleasing anybody. This
has escalated to even my bosses and I don’t feel they are going to jeep me for long.
Besides, I don’t get good pay here, so I am looking for a better place. In my own
personal opinion, | do think the company is doing well in terms of welfare and
health benefits. However, it needs to revise the salary scale of junior officers like
myself.

CWM: Yes, I feel secure. I have a good boss and to me that’s all I need. | find peace
here because my boss is good to me. Averagely, the company cares about its
employees. It offers international trips and even bus transport to its employees.

JAP: | am not so sure you know. The company is struggling financially. They have
cut off some programs and even laid off some workers. I don’t know where this
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Yes, | feel secure. | have a
good boss and to me
that’s all I need

I am not so sure you
know. The company is
struggling  financially.
They have cut off some
programs and even laid
off some workers. I don’t
know where this leaves
me

No, I don’t feel like I
belong to this company
because I don’t get
assigned duties by boss
anymore

leaves me. Otherwise | am ok here. Even though the company is financially
struggling at the moment, | am glad that important programs like meals, transport
and health have remained intact.

CKP: No, I don’t feel like I belong to this company. This is because I don’t get
assigned duties by boss anymore and I don’t get nominated for any program or
event. While my colleagues enjoy all these, | am left in office. | feel demoralized
and depressed. I give the company a lot of credits as it cares about the workers’
health, meals and transport. It also offers a good retirement package to the retirees.

FG-2

MGA: Yes, this being my third contract here | feel quite secure thou something still
need to be done. I do not know for how long I will be on contract. | would love to be
confirmed as a permanent employee of the company. | feel secure though because |
have a good boss and his appraisals have always made me get my contract renewed.
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Feel demoralized and

depressed

| feel quite secure thou
something still need to be
done

The company should be
concerned about the
wellbeing of its
employees as they are a
reflection of the
company’s norms and
values.

The company has not
established ways of
appreciating efforts and
even reward best
performers

health insurance
contributions are even
submitted late by the
company and this has

The company should be concerned about the wellbeing of its employees as they are
a reflection of the company’s norms and values. The company has not established
ways of appreciating efforts and even reward best performers. Furthermore, health
insurance contributions are even submitted late by the company and this has affected
my health care and that of my family. Nepotism and racism are too high in work
place I have noticed favoritism in terms of promotions and biased selection in any
opportunity that comes up e.g. nomination to international company events.

AMK: never felt safe especially when there are issues related to Saudization. Saudi
Arabia is pushing to increase hiring locals and sooner or later this will affect my
work. Unfortunately, this has affected even the way we relate at work here and
sometimes | feel discriminated on nationality basis. In spite of all that, I feel secure
because | am a permanent employee here and the salary is good enough for me. The
health benefits being offered by the company are way low in comparison to the
negative exposure we are exposed to in the company.

SAW: Not really. Over the years, working here has been difficult. Ever since | was
brought a new boss, I have not found it easy here. He likes doing his things on his
own. He does not engage me at all in most cases. | really feel that my skills are
being wasted here. He has failed to nominate me for the innovation week events and
any other company activity for the last two years. I don’t feel any growth. I don’t k
now my fate in this company. I don’t blame him though; I just think that this is his
nature. There was a time the company used to engage the employees in informal
activities. This gave us a sense of belonging through team building activities like
football. These suddenly came to a stop. We don’t have social activities anymore.

SIC: Partly working with this company has made me feel insecure. | have not been a
good performer lately and | know it will affect my appraisal. | have received several
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affected my health care
and that of my family
Nepotism and racism are

too high in work place

I have noticed favoritism
in terms of promotions
and biased selection in
any opportunity that
comes

Saudi Arabia is pushing
to increase hiring locals
and sooner or later this
will affect my work.

this has affected even the
way we relate at work
here and sometimes | feel
discriminated on
nationality basis.

health benefits being
offered by the company
are way low in
comparison to the
negative exposure we are
exposed to in the
company.

warnings from my boss and nothing seems to be changing. | am having family
issues to handle and it has affected my work.

MWK: My answer to that is NO. This place is not secure to work in. Last year a
number of employees were laid off due to financial constraints in the company. The
company is not doing better and | feel we may or at least | may be the next one to be
laid off. | am already looking for another job opportunity. There is more to feeling
insecure apart from health cover and wellbeing of employees. | have worked here
for a very long time and to think that this company has no retirement benefits for its
employee is really devastating. I am considering to find an opportunity in the
government with the hope of getting a retirement benefit when I retire.
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Not really

working here has been
difficult. Ever since | was
brought a new boss

I really feel that my skills
are being wasted here.
There was a time the
company used to engage
the employees in
informal activities. This
gave us a sense of
belonging

Partly working with this
company has made me
feel insecure.

I have not been a good
performer lately and |
know it will affect my
appraisal

have received several

warnings from my boss
and nothing seems to be

changing

FG-3

LDJ: It feels fine but not to the level expected. | feel fine because at least | have a
job. You know there are many people out there who don’t have places to work. To
that extent | feel ok and I thank God. However, | feel that with my master degree
that | recently acquired I should be awarded an increase in salary but | cannot ask
for it. This is because the company is so prompt to laying off individuals who begin

to ask more from the company. | also feel that there is no room for growth as the
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This place is not secure
to work in.

I am already looking for
another job opportunity.
company has no

retirement benefits for its
employee is  really

devastating

fine but not to the level
expected

company is so prompt to
laying off individuals
who begin to ask more

from the company

company does not invest in staff trainings. This is a major threat to my professional
growth. Such a big company should be concerned about the wellbeing of its

employees as they are a reflection of the company’s norms and values.

CBC: Yes, | do feel secure in my current job but I still feel my security could be
higher if my employer was a better leader. The health benefits being offered by the
company are low in comparison to the negative exposure we are exposed to in the

company, hazardous chemicals and other substances.

JBJ: | feel more secure in the last two years than in the previous five years. | really
had rough years before. | had a tough boss during the first five years. It took me time
to learn him as he was too strict in terms of deadlines and performance. His
standards were set too high for me. Now I did not have a problem with him other
than the fact that he would not take time to explain things to me. Secondly, | had a
sickling dad who was in and out hospital. This interfered with my work
psychologically. It hurt me that my boss did not have empathy for me during these

times. Those years were the worst and | felt that my boss could recommend my
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no room for growth as
the company does not
invest in staff trainings

a big company should be
concerned about the
wellbeing of its
employees as they are a
reflection of the
company’s norms and
values.

I do feel secure in my
current job but still feel
my security could be
higher if my employer

was a better leader.

sacking any time. | really felt unsecure. There was a time the company used to
engage the employees in informal activities. This gave us a sense of belonging
through team building activities like football and volleyball. Nowadays we are

always working as instructed.

LDJ: Job security at work today is an illusion. It is nothing personal but business as
usual. Apart from improving the health cover for the employees it would also be
good enough to create a friendly working environment. Where one does not struggle
to air their views, and when one airs their views they should not be judged by other

workers or discriminated.

SIC: It does not feel ok working at the company. I have friends and colleagues who
been sent packing for very minor mistakes here. Immediately they are sacked, their
bosses replace them with their relatives. The process of recruitment is ignored. |
have made very unfortunate observations that make me feel very unsecure and bad.
Nepotism and racism have become so rampant such that workers are being fired and

replaced with the relatives and friends of the respective bosses
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The health benefits being
offered by the company
are low, to the negative
exposure we are exposed
to in the company,
hazardous chemicals and
other substances
Recently started feeling
job security

tough boss during the
first five years

Boss would not take time
to explain things to me.
had a sick dad, my boss
did not have empathy for

me during these times.

IKT: Yes, I’'m absolutely ok working for my company even though no one can be
even sure about their company. You know you can’t be sure because you are
working for someone. Your boss can wake up one day and fire you or suspend you
for one reason or the other. | would feel more secure if | was running my own
business or company or even working for a government body. There is more to
feeling insecure apart from health cover and wellbeing of employees. Setting of
unrealistic goals and later pushing employees to reach those goals using poor
working tools is the main reason for insecurity with this company. One tends to

think that the company at the edge of collapsing

420 | Page



Those years were the
worst and | felt that my
boss could recommend
my sacking any time.
There was a time the
company used to engage
the employees in informal
activities, this gave us a
sense of belonging

Job security at work
today is an illusion.

it would also be good
enough to create a
friendly working

environment Where one
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does not struggle to air
their views

does not feel ok working
at the company.

have friends and
colleagues who been sent
packing for very minor
mistakes here.

process of recruitment is
ignored.

Nepotism and racism
have become so rampant.
workers are being fired
and replaced with the
relatives and friends of

the respective bosses
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I’m absolutely ok
working for my
company.

I would feel more secure
if I was running my own
business or company or
even working for a
government body.

Setting of unrealistic
goals and later pushing
employees to reach those
goals using poor working
tools is the main reason
for insecurity with this

company
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My work is monitored by
my supervisor and he
evaluates me according
to my job description.
The work-role

responsibilities are
explained fairly but
sometimes favoritism
comes into play.

Work-role
responsibilities should be
made in such a manner
that any boss who has
worked with you are able
to define them clearly.
Here, people don’t pay
attention to work-role
responsibilities

When you feel that your

job is in danger,

I: Why do you feel that your job security is linked to defined work-role
responsibilities?

FG-1

GFD: In my own view, my work is monitored by my supervisor and he evaluates

me according to my job description.

VPW: The work-role responsibilities are explained fairly but sometimes
favouritism comes to play. Some employees score more than they deserve.

CWM: Even though it does not capture in outs from other bosses that you might
have assisted other than your boss. | think the work-role responsibilities should be
made in such a manner that any boss who has worked with you are able to make
define them clearly for you.

JAAP: Here, people don’t pay attention to work-role responsibilities. They just
work and maintain good rapport with their bosses. When you feel that your job is
in danger, everything is fabricated you know.

CKP: If I have a clear and defined job-role responsibility that is well explained
and implemented, then my job will be much more stable and reliable.

Unfortunately, this is not my case.
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everything is fabricated
you know

If I have a clear and
defined job-role
responsibility that is well
explained and
implemented, then my
job will be much more
stable and reliable

Not really, sometimes |

do different tasks

The job-role
responsibilities are kind

of departmental you

FG-2

MGA: Not really, sometimes | do different tasks e.g. data collection in other
departments that are not related to my role.

AMK: The job-role responsibilities are kind of departmental you know. It depends
with your boss. In my department, the boss sets the roles according to the work
needs. When that happens, all employees in that department are subjected to the
set criteria.

SAW: Yes, it does, job security is based on your duties in the job description. If
yourr boss wants to qualify you, he will and if he wants to disqualify you, he will
too.
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know. It depends with

your boss.

Job security is based on
your duties in the job
description

influenced easily by your

boss depending on your
relationship

Here people don’t pay
attention to relating their
job responsibilities with
their proposed roles just
work and maintain good
rapport with their bosses.

One has to work hard to
ensure that he or she
performs well regardless
of any job-role alignment

SIC: Here people don’t pay attention to relating their job responsibilities with their
proposed roles. They just work and maintain good rapport with their bosses.

MWK: One has to work hard to ensure that he or she performs well regardless of
any job-role alignment. However, good relationship with your boss can keep you

in the company.
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good relationship with
your boss can keep you in

the company

My boss did not provide
me an opportunity to
prove my skills and

strengths

I do not feel that I belong

to this company

I’m not appreciated and I
do not like this job

anymore.

FG-3

JDJ: My boss did not provide me an opportunity to prove my skills and strengths. |
do not feel that | belong to this company. I’m not appreciated and I do not like this

job anymore.

CBC: No, | feel that my work-role responsibilities are not clearly defined. This is
because some responsibilities are ambiguous and or overlapping. This makes it
difficult for me to quite understand what the employer wants me to do. I also feel

that when | do certain job responsibilities, | encroach someone else job.

JBJ: No, my job descriptions are ambiguous in that they do not have a clear key
performance indicator and this makes it difficult for me to do them. | must always
ask for clarification from my seniors before I engage in them this contributes to

wastage of time.
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| feel that my job
responsibilities are not
clearly defined.

some responsibilities are
ambiguous and or
overlapping

my job descriptions are
ambiguous

do not have a clear key
performance indicator
and this makes it difficult
for me to do them

always ask for
clarification from my

seniors before | engage in

BFK: Yes, | feel that my job responsibilities are clearly described even though
there is need to ensure that these responsibilities are related to my qualification
and skills. While I should be learning at all time, the employer keeps adding

responsibilities to me especially when a colleague has left.

IKT: Yes, but I believe that the responsibilities can be stated in a more
comprehensively so that | do not end up reporting to different managers for the

same job.
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them this contributes to
wastage of time.

| feel that my job
responsibilities are
clearly described

though there is need to
ensure that these
responsibilities are
related to my
qualification and skills.

| believe that the
responsibilities can be
stated in a more
comprehensively so that |

do not end up reporting to
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different managers for the

same job.

Yes, my contributions are
valued

Not really. | have not
received any appreciation
or salary increase or
promotion for the last 5
years

I don’t know, I only mind
about my work

yes, my contributions are
valued as | have been

promoted.

I Elaborate whether your job security is linked with your work involvement
FG-1

GFD: Yes, my contributions are valued as they call me in when there is need to
make major changes in the organization.

VPW: Not really. | have not received any appreciation or salary increase or
promotion for the last 5 years despite my hard work.

CWM: I don’t know, I only mind about my work. However, | have received gifts
from my boss, which indicates appreciation of my efforts.

JAP: yes, my contributions are valued as | have been promoted.

CKP: Yes, | have received salary increases in the past. | think | am valuable to the
company since | get nominated sometimes to participate in some company events.
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Yes, | have received
salary increases in the

past

No my contribution in
this company is not
valued

I have worked so hard

especially in teams and
the boss gives all the
credits to another
colleague

Partly my work is
appreciated though a
promotion would feel
more worthwhile.

Yes, my contributions are

valued as they call me in

FG-2

MGA: No, my contribution in this company is not valued. There are a times | have
worked so hard especially in teams and the boss gives all the credits to another
colleague. This is not fair you know.

AMK: Partly my work is appreciated though a promotion would feel more
worthwhile.

SAW: Yes, my contributions are valued as they call me in when there is need to
make major changes in the organization.

SIC: yes, my contributions are valued as | have worn a few awards in my field of
research.

MWAK: My contributions are least valued as when | air my point out, nothing is
done. Everything I suggest to my bosses have never been considered in the final
decision making.
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when there is need to
make major changes in
the organization.

yes, my contributions are
valued as | have worn a
few awards in my field of
research

My contributions are least
valued as when | air my

point out, nothing is done

my work engagement in
my company is never
noticed and hence never

rewarded.

FG-3

JDJ: No, my work engagement in my company is never noticed and hence never
rewarded. Over the years, my manager never recognizes my effort despite the fact
that | work hard every day. This I can attributed to the fact that | work in the HR

department that is not profit making.
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my  manager  never
recognizes my effort
despite the fact that I
work hard every day.
Partly my work is
appreciated.

My contributions during
the annual charity
fundraiser is always
appreciated

my role as an accountant
is rarely recognized.
When | give my opinion
on how the company can

be more efficient, my

CBC: Partly my work is appreciated. My contributions during the annual charity

fundraiser is always appreciated but my role as an accountant is rarely recognized.

When | give my opinion on how the company can be more efficient, my manager
never seems to recognize this. | feel that | should have been promoted thus far for

my effort.

JBJ: Yes my contributions are valued as they call me in when there is need to

make major changes in the organization.

BFK: yes my contributions are valued as | have won a few awards in my field of

research.

IKT: No. my contributions are least valued as when | air my point out how the

company can recognize my contributions, they keep postponing the timing
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manager never seems to
recognize this

Yes, my contributions are
valued as they call me in
when there is need to
make major changes in
the organization.

yes, my contributions are
valued as | have won a
few awards

my contributions are
least valued as when | air

my point out
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Yes, I’ m engaged in my
work and there is always
something to do

Yes, I’'m engaged

I don’t have a good
relationship  with my
colleagues.

Yes I’'m fully committed
Of course, | am engaged
and working in various
tasks and projects.

Not really, there is not
much to be done in my
department and this

worries me.

I: Why do you feel that your work engagement is linked with what others
think of you at work?

FG-1

GFD: Yes, I’ m engaged in my work and there is always something to do. I don’t
care about what people say.

VPW: Yes, I’'m engaged even though I don’t have a good relationship with my
colleagues. There is a lot of power struggles here.

CWM: Yes I'm fully committed. Like | said, | have a good boss who assigns me
duties appropriately and I don’t mind what people say as long as it does not take
away my job.

JAP: Of course, | am engaged and working in various tasks and projects. Team
work makes you want to care about what people say about you .What people say
and think can be good in building yourself.

CKP: Not really, there is not much to be done in my department and this worries
me. I feel I’'m getting into a comfort zone you know.

FG-2
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Yes, I’'m engaged

I help others who are
overwhelmed

Yes am fully tasked by
my boss

I do get worried about
what people think and
say about me at work.
Some colleagues are not

good, a times they can
report wrong information
to my boss.

Yes | feel connected to
my coworkers from
different department
There are issues of
snitches and backbiting
among coworkers in the
company.

MGA: yes, | am engaged. | work well with my colleagues and whenever | am not
having anything on my table, I help others who are overwhelmed. I really don’t
mind what people think about me.

AMK: Yes am fully tasked by my boss and | do get worried about what people
think and say about me at work. Some colleagues are not good, a times they can
report wrong information to my boss. | don’t talk much to avoid such people.

SAW: Yes | feel connected to my coworkers from different department. We get to
work on projects together. | am really a social person you know.

SIC: Not really. I have little to do as my boss is always out of the country.
Generally, there are issues of snitches and backbiting among coworkers in the
company. This has made me to be skeptical of everyone am worried about what
people say and think about me.

MWK: Yes. | feel connected with my coworkers including the top-level managers.

Yes, | am also much engaged in my daily duties.
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made me to be skeptical
of everyone

Yes. | feel connected with
my coworkers including

the top-level managers.

Yes, | feel engaged in my
place of work.

feel that work is
distributed evenly and
fairly across the team. No
complains about that.

In our team work is

distributed fairly thou

FG-3
JDJ: Yes, | feel engaged in my place of work. While | care what others feel about
my work, | feel that work is distributed evenly and fairly across the team. No

complains about that.

CBC: Yes. In our team work is distributed fairly thou some people are non-

contributors.

JBJ: work is not evenly distributed. The top managers allocate themselves less

work hence overworking those at the bottom

BFK: yes work in the workplace is distributed evenly thou there should be

supervision of work also.
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some people are non-
contributors.

work is not evenly
distributed. The  top
managers allocate
themselves less work
hence overworking those
at the bottom.

To some extent work is
distributed evenly

the managers overload
their subordinates which

is uncouth.

IKT: To some extent work is distributed evenly although when work load is

ambiguous, the managers overload their subordinates which is uncouth.
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Yes, | do feel a belonging
especially when we bond
with employees in social
events

Yes, | have participated
in community outreaches
with my colleagues and |
felt a sense of unity as a
company.

I have learnt that team

work is a key to the
success of my company
and we build good
relations during social
events

No, I don’t. There is a lot

of pretence here

I: Why do you feel that your sense of belonging is linked with the social activities of

my company?

FG-1

GFD: Yes, | do feel a belonging especially when we bond with employees in social
events such as retreats and team building.

VPW: Yes, | have participated in community outreaches with my colleagues and | felt
a sense of unity as a company.

CWM: | have learnt that team work is a key to the success of my company and we
build good relations during social events such as yearly company come together and
even in parties.

JAP: No, I don’t. There is a lot of pretense here. Colleagues would want to socialize
out of work but when it comes to office that friendship does not matter.

CKP: Yes. The social events make us come together as a family and that of course
makes me feel like I’m not an employee but also a member of the company.
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Yes. The social events
make us come together as
a family and that of
course makes me feel like
I’m not an employee but
also a member of the

company.

Yes, the company allows
employees to participate
in different social

activities

Yes, our company allows
us to participate in

different social activities

FG-2

MGA: Yes, the company allows employees to participate in different social activities
such as participating in KAUST social events like earth day and cleaning KAUST
beach areas as per my supervisor’s instructions.

AMK: Yes, our company allows us to participate in different social activities such as
cleaning the town and neighbourhood and this allows us to feel as though we are part
of the company.

SAW: Yes, | feel connected to the company because | can participate in social
activities that benefits the community.

SIC: No. our company is not concerned with employees participating in social
activities and they only want employees to participate in activities that make the
company gain profit
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Yes, | feel connected to
the company because |
can participate in social

activities

No. our company is not
concerned with
employees participating

in social activities

Yes. Our company allows
employees to engage in
activities that are beyond

profit making

company participates in

annual charity activities,

MWAK: Yes. Our company allows employees to engage in activities that are beyond
profit making.
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makes me feel connected

to the company

company participates in
annual charity marathon;
this makes me feel
engaged

do not feel belonged

their ~ work  whether
related to business or
social have financial
benefits to the company
and we do not feel
involved or rewarded
company does not

engage in social activities

FG-3
JDJ: Yes, the company participates in annual charity activities that makes me feel

connected to the company and its course

CBC: Yes, our company participates in annual charity marathon to help people with

special needs this makes me feel engaged.

JBJ: No, I do not feel belonged to AVERDA at KAUST because all their work
whether related to business or social have financial benefits to the company and we do
not feel involved or rewarded. I’m being informed to do such work as part of my daily

work.

BFK: Yes, our company does not engage in social activities and its main business is

making profits without caring for the needs of the community.

IKT: No, our company does not engage in social activities. All what the management
cares is money and how to mostly benefit from all of us. I feel like a machine that is

being used whenever they need with no feelings to reward or say thank you at least.
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main business is making

profits

company does not

engage in social activities

e what the management
cares is money and how
to mostly benefit from all
of us.

o feel like a machine that is

being used whenever

they need with no

feelings to reward or say

thank you at least.

Snippets of Initial Codes and Preliminary Themes Generation for H7b Focus Groups (I =Interviewer, FG: Focus Group)
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IV-MN-THEMES-REF

Theme Description in Phase 3

Refined Themes

Theme 1: Illusion of Job Security

Theme: Lack of Job Security

Theme 2: Lack of Appreciation at Workplace

Theme: Lack of Workplace Connection and

Work Engagement

Theme 3: Lack of Social Activities to Create

a Feeling of Belonging

Theme: Organizational Belonging

IV-NM-THEMES-H4a-REF

Theme Description in Phase 3

Refined Themes

Theme 1: Employees’ (Dis)contentment with

performance appraisal

Theme: Lack of Content with Performance

Appraisal

Theme 3: Illusion of Job Security

Theme: Lack of Job Security

Theme 5: No Real Sense of Direction- Vague

workplace role and responsibilities

Theme: Unclear Work-Role and

Responsibilities
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IV-NM-THEMES-H7b-REF

Theme Description in Phase 3

Refined Themes

Theme 1: Lack of Health and Well-Being

Care

Theme: Lack of Well-Being Care

Theme 3: Illusion of Job Security

Theme: Lack of Job Security

Theme 6: Lack of Social Activities to
Create a Feeling of Belonging

Theme: Organizational Belonging

Theme 12: No Real Sense of Direction-
Vague workplace role and responsibilities

Theme: Unclear Work-Role and
Responsibilities

IV-NM-CODES-H4a-UPD

Initial Codes in Phase 2 Updated Code

Theme 5

Yes, it is meaningful. I love working

here

Yes, it is meaningful

| find meaning in my work
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Do find the job meaningful.

| do find the job meaningful

Theme 1

I’m evaluated on totally different
items from what had been assigned to

me

Responsibilities are not aligned to the performance

appraisal system

appraisal system in my current job
does not include all my job-related

criteria

Evaluated on totally different items from what had

been assigned to initially

Theme 2

Yes, but only those who are working
in some department such as finance

department.

only those we are working in some departments
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IV-NM-CODES-H7b-UPD

Initial Codes in Phase 2

Updated Code

Theme 8

We are provided with breakfast and
health cover.

The company does care.

The company is offering many health programs to

make sure every employee is comfortable

Theme 3

Nepotism and racism have become so

rampant.

Nepotism and racism are too high in work place

Theme 9

Yes, I’ m engaged in my work and
there is always something to do

Of course, | am engaged and working

in various tasks and projects.

Yes. | feel connected with my
coworkers including the top-level

managers.

Yes, I’'m engaged
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Yes, | feel engaged in my place of

work.
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MN-IG

Research Interview Guide

Interview Opening

- Thankful note for participation

- Explain the purpose of the interview

- Explain the aim of the research

- Deliver research Consent form

- Deliver research information sheet

- Permission to audio-record the interview

Interview Questions

H7b Hypothesis
Theme Probes
Job Security Elaborate whether your job security is affected by

the health and wellbeing care provided by your
company. (Ref: EL Q.1.34)

Why do you feel that your job security is linked to
defined work-role responsibilities? (Ref: EL
Q.1.35)
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Elaborate whether your job security is linked with
your work involvement (Ref: EL Q.1.36)

Work Engagement Why do you feel that your work engagement is
linked with what others think of you at work?

(Ref: CSR Q.1.35)

Company Belonging Why do you feel that your sense of belonging is
linked with the social activities of my company?

(Ref: CSR Q.1.36)

Interview Closure

Debrief

e Is there anything else you would like to say?
e Thank you for taking part today.

To be done after each Interview

- Compile full record of the interview (audio & notes) including contextual data
o Location of the interview
o Date and Time
o Settings of the interview
o Background information about the participant (if applicable)
o Immediate impression of how well (or bad) the interview went
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NM-1G

Research Focus Group Meeting Guide

Focus Group Opening

- Thankful note for participation

- Explain the purpose of the focus group
- Explain the aim of the research

- Deliver research Consent form

- Deliver research information sheet

Focus Group Questions

H4a Hypothesis
Theme

Job Satisfaction

Probes

How do you link your performance appraisal with
your job meaningfulness? (Ref: CSR Q.1.10)

Elaborate whether your appraisal system include
all your job related criteria (Ref: EL Q.1.12)

How does your perception about your
performance appraisal affect your sense of
belonging? (Ref: ELQ.1.11)
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Motivation

H7b Hypothesis
Theme

Job Security

Work Engagement

Company Belonging

How do you link your work motive with the
motivational programs offered by AVERDA at
KAUST? (Ref: CSR Q.1.11)

Probes

Elaborate whether your job security is affected by
the health and wellbeing care provided by your
company. (Ref: EL Q.1.34)

Why do you feel that your job security is linked to
defined work-role responsibilities? (Ref: EL
Q.1.35)

Elaborate whether your job security is linked with
your work involvement (Ref: EL Q.1.36)

Why do you feel that your work engagement is
linked with what others think of you at work?

(Ref: CSR Q.1.35)

Why do you feel that your sense of belonging is
linked with the social activities of my company?

(Ref: CSR Q.1.36)
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Focus Group Closure

Debrief

e Is there anything else you would like to say?
e Thank you for taking part today.

To be done after each focus group meeting

- Compile full record of the meeting (audio & notes) including contextual data
o Location of the meeting
o Date and Time
o Settings of the meeting
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