
REVIEW ARTICLE

A decadal review of organizational identification:
insights from bibliometric analysis and content
analysis
Divya S1 & B. Prabu Christopher 1✉

In the face of global competition, it is imperative to conduct research on organizational

identification in order to maximize employee commitment and organizational loyalty.

Understanding how employees identify with their organizations can lead to improved pro-

ductivity and retention rates. Organizational identification (OI) refers to an individual’s

cognitive and affective connection to an organization. It exerts a significant impact on

employee attitudes, behaviors, and job performance. It indicates an employee’s emotional

bond, connectivity, and recognition with their company. This study aims to examine the

impact of OI using bibliometric analysis and a literature review. Despite the topic’s wide use

and coverage, the literature lacks quantitative data for bibliographic element analysis, making

this study unique. This research fills that knowledge gap. We selected 227 research pub-

lications from the ABDC’s 2022 Quality Journals list, with A*, A, and B category journals for

2013 and 2022. The research methodologies employed encompassed trend analysis, scien-

tific mapping, bibliographic coupling, co-occurrence analysis, and so on. Also, this study

provides in-depth thematic analysis, content analysis, and a theoretical framework that

contributes to the originality of the research. Our research findings offer bibliographic insights

that enhance the study of literature. The study found that top journals are more interested in

this topic. “Journal of Business Ethics” is very productive, whereas “Academy of Management

Journal” holds the most influence. The study also highlights research gaps through quanti-

tative and qualitative research. The study concluded by proposing further investigation and

examining the consequences of its findings.

Introduction

An intriguing phenomenon known as OI emerges in the intricate world of companies,
where systems and humans are interdependent. A firm and its employees share a pro-
found emotional bond. Aligning one’s sense of self-worth with the organization’s

objectives and goals is the essence of identification, which involves both cognitive and emotional
components. The tapestry symbolizes a blend of respect and status, as employees reap the
rewards of their company’s renown for social responsibility.
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Evolution of OI. Based on Kelman’s (1958) theoretical founda-
tions, identification is defined as a relationship-specific, self-
defining reaction. Individuals who want to create or preserve a
meaningful relationship with another person or group find their
acceptance of influence motivated. Brown (1969) then proved
that the organization has the capacity to shape an individual’s
views in a certain way. OI refers to the feeling of being a part of
an organization, interpreting its accomplishments as personal
triumphs and its setbacks as personal setbacks (Mael and
Ashforth, 1992). Individuals who strongly identify with an
organization assess their affiliation and often exhibit character-
istics aligned with the organization’s values. According to Dutton
et al. (1994), to what extent does a member describe themselves
based on the same traits that they believe constitute the organi-
zation? Then Edwards (2005) discovered that identification is the
process of connecting cognitive and emotional factors. Since Lee
et al. (2015) link organizational and psychological identities, they
further positioned OI as a fundamental idea for comprehending
individual attitudes and actions. Therefore, fostering positive
outcomes for individuals and companies hinges on understanding
these emotional and cognitive aspects. Furthermore, Blader et al.
(2017) emphasized that when employees feel valued and appre-
ciated, they are more inclined to put their best effort into their
jobs, thereby creating an inclusive and positive environment.
These circumstances enhance OI, subsequently leading to
improved individual and organizational outcomes (Jiang, 2024).
As a result, they become even more invested in their work (Hadi
et al. 2023).

Consequently, Farooq et al. (2017) suggest that OI is the key to
employee engagement, the engine that propels organizational
citizenship behavior (OCB), and the catalyst for heightened
innovation and productivity. Additionally, the organization’s level
of appreciation and support impacts employees’ credibility,
subsequently influencing their performance (Le and Lei, 2019).
Also, perceived organizational support (POS) promotes positive
attitudes and reduces stress in the workplace (Stamper, 2003).
When employees feel supported by their organization, it leads to
an increase in behaviors that go beyond their assigned roles (Lam
et al. 2016). Strong OI correlates with loyalty, commitment, and
willingness to support transformations (Abdullah et al. 2017), as
well as performance (Kazmi and Javaid, 2022). Liu et al. (2021b)
further provided support for the idea that OI has the potential to
foster employee innovation. Moreover, strategic corporate social
responsibility (CSR) is crucial in cultivating positive attitudes and
behaviors, which in turn stimulate significant levels of innovation.
Abdullah et al. (2017) argued that CSR serves as a strategic
approach to augmenting employee engagement through OI.
Thus, the conduct and attitude of employees primarily determine
the organization’s success.

Exploring the dark side of OI and its consequences. The dif-
ferential considerations of OI mark a multifaceted nature, moving
from positive associations of organizational commitment to
negative, sometimes obsessive, forms of identification. Personal
factors would include narcissism, low self-esteem, fear of failure,
perfectionism, and workaholism; contextual influences would be
competitive or cult-like cultures, controlling leadership styles, and
external pressures such as market fluctuations, uncertainty, and
public scrutiny. These factors contribute to the emergence of dark
sides of OI, where identification becomes obsessive and leads to
adverse consequences such as burnout and unethical behavior
(Conroy et al. 2017). By supporting the idea that such actions
were ethically acceptable, OI makes the promotion of some
immoral behaviors even worse. This becomes significant not only
in the context of employee affiliation but also in relation to the

psychological contract—the implicit expectations that exist
between the employee and the organization. It is the psycholo-
gical contract that can determine whether the OI results in
unhealthy identification with organizational goals or descends
into damaging overidentification. There is a pressing need to
explore OI from multilateral perspectives and consider the pos-
sible impacts of both individual and contextual factors on its
development and implications (Jahanzeb et al. 2024).

Rationale behind the study. Despite the topic’s widespread use
and coverage, the authors identified a research gap: the lack of
quantitative analysis of bibliographic elements and content ana-
lysis. Bibliometric analysis is a powerful tool that synthesizes and
summarizes the literature (Donthu et al. 2021). Thus, we use a
bibliometric analysis and an in-depth literature evaluation to
assess the growth and importance of OI over the past decade.
Between 2013 and 2022, the economic crisis, pandemic, and
inflation have put term identification in the spotlight for better
understanding. Additionally, the findings of this study will benefit
people-oriented organizations by providing a conceptual map
that enhances understanding of the cognitive and affective ele-
ments that influence OI, leading to an effective output. Therefore,
this study aims to address the following research questions by
offering insights into the impact of OI through the use of bib-
liographic elements and comprehensive content analysis.

RQ1. What are the emerging tendencies in OI research?
RQ2. In the body of knowledge, what are the most influential
and productive sources?
RQ3. What are the most impactful articles in the OI
research area?
RQ4. What are the most productive contributors, countries,
and affiliations?
RQ5. What conceptual advancements have been made in OI
research based on thematic clusters?
RQ6. What are the most frequently used keywords in OI
research?
RQ7. What are the theories and statistical techniques used in
the corpus?
RQ8. What are the positive and negative impacts of OI on
individuals and organizations?
RQ9. What future research opportunities exist in the
field of OI?

Literature review
OI has garnered significant attention in recent scholarly literature,
with researchers exploring the various facets and implications of this
important concept. This concept has significant implications for
employee attitudes, behaviors, and organizational performance. This
review aims to provide an overview of recent literature, focusing on
the theoretical developments and findings in the field of OI. OI has a
theoretical basis provided by social identity theory (SIT) and orga-
nizational identity theory. The social identity theory developed by
Turner et al. (1979) holds that the community to which one belongs
has some influence on one’s sense of self. When Ashforth and Mael
(1989) extended this idea to organizational settings, they proposed
that employees feel a sense of belonging to their employer, much as
they do to other social groups.

Weisman et al. (2023) identified four major components that
influence OI: “organizational characteristics,” “interpersonal inter-
actions,” “managerial policies and practices,” and “personal attri-
butes.” Based on a review of 394 studies, these factors enable OI by
encouraging employees to engage intellectually and emotionally with
the organization. This link promotes their personal growth, distin-
guishes them from others, and aligns them with the organization’s
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basic values. Positive interpersonal interactions, such as feeling
appreciated and valued by the organization, also help to enhance OI.
Managerial support, particularly when it fulfills the psychological
contract between employees and employers, also has a substantial
impact on OI. Finally, personal characteristics such as affinity and
conscientiousness are required for individuals to participate in
creative organizational activities. A plethora of research confirms
that organizational characteristics like brand image (Kashyap and
Chaudhary, 2019), pride, reputation, prestige (Farooq et al. 2017; De
Roeck et al. 2016), and perceived CSR make employees want to
connect emotionally with the company. This helps them grow as
people, makes them stand out from others, shows off their positive
qualities (like morality and virtue), and helps them keep a stable
sense of who they are. External CSR attributes have a significant
impact on the prestige of the organization, while employee volun-
teerism and welfare programs significantly boost the perception of
respect within the organization, resulting in a stronger OI (de Roeck
et al. 2014). Also, consistency in CSR activities in favorable situations
is important for maintaining employee cohesiveness and attrac-
tiveness (De Roeck et al. 2016). Conversely, Peng et al. (2020) argued
that rather than organizational prestige, personal prestige increases
the OI. Therefore, the research indicates that the distinctive attri-
butes of organizations are the primary catalysts for OI.

In an organizational setting, social interchange practices can
give rise to OI. He et al. (2014a) demonstrated that employees’
POS and exchange ideology are key moderating factors that affect
OI. OI’s cognitive component is strongly predicted by how one
perceives the values that support the organization. Simply put,
when people feel more connected to the organization and its
principles—like participation, cooperation, and consideration—
they are more likely to adhere to those ideals. Similarly, the
success of human resource management policies, if applied con-
sistently and fairly, influences OI outcomes (Zagenczyk et al.
2021). However, perceived injustice in management practices can
lead to a loss of OI and disengagement from work participation,
cooperation, and consideration—they are more likely to adhere to
those ideals (De Clercq et al. 2021).

Another critical shaping factor in OI is leadership, which
enhances morale and reduces resistance to change (Wang et al.
2017). Demirtas et al. (2017) discovered that ethical leadership
makes workers feel valued, which promotes engagement and
loyalty. This leadership promotes employee honesty, justice, and
respect. Workplace pride and belonging are more prevalent
among valued and respected employees. In the context of
developmental leadership, Zhang and Chen (2013) argued that
leaders can contribute to employees’ OI when their develop-
mental orientation aligns with the organization’s mission and
values. This can boost subordinates’ self-esteem and collective
identity. Self-sacrificing leaders prioritize the collective over their
own interests, thereby enhancing subordinate behavior, particu-
larly autonomous command. This leader’s action reinforces
employees’ affiliation with the organization, showing that lea-
dership style may greatly impact staff sentiment (Li et al. 2016).
Transformational leaders also foster OI by emphasizing value
alignment, encouraging social identification in work units, and
connecting followers’ self-concept to the organization’s mission.
Prioritizing company goals over personal ones fosters employee
belonging. Furthermore, Allen et al. (2017) observed that char-
ismatic transformational leaders have the capacity to inspire their
followers to adopt the organization’s shared values. According to
Mao et al. (2023), authentic leaders, or a certain type of leader-
ship, were responsible for developing resilience. Positive emotions
from leaders develop employees’ psychological safety (Liu et al.
2021a). When employees feel secure enough to express their
thoughts and opinions, it leads to increased production and
morale (Frazier et al. 2017). High degrees of individualism and a

supportive psychological environment improve a strong under-
standing of OI, while the individuation template promotes
interpersonal interaction (Kim, 2020). Therefore, leaders, man-
agers, and human resource professionals support employee
initiative behaviors that drive OI (Kaltiainen et al. 2022). As a
result, the literature supports the notion that a leadership style
encourages employees to be creative through OI practice.

Leader communication (Sun et al. 2021), work commitment,
and motivation (Suthatorn and Charoensukmongkol, 2023) all
suffer during times of crisis. Extensive organizational and leader
support (Suthatorn and Charoensukmongkol, 2023) and high-
quality change communication (Sun et al. 2021) restore OI, which
in turn reduces turnover intentions (Zhou and He, 2023; Avanzi
et al. 2015). Furthermore, Shagirbasha et al.‘s (2023) research
indicates that OI reduces workplace isolation and work-family
conflict. Organizational support values tend to greatly influence
both cognitive and affective OI processes, generating a stronger
sense of belonging and commitment among employees.

In addition to this, literature has linked OI to employee outcomes.
At the individual level, OI fosters employee engagement, motivation,
and commitment (Meyer and Allen, 1991). Multiple studies have
investigated the relationship between OI and employee engagement,
emphasizing its importance in understanding employee welfare and
achieving organizational goals. The emphasis on employee engage-
ment has become critical in the realm of organizations because it has
a direct influence on both individual and organizational results.
Engagement represents a state of heightened psychological well-
being and commitment toward an organization, characterized by
vigor, dedication, and absorption (Schaufeli and Bakker, 2004).
Engaged employees experience greater job satisfaction, reduced
burnout, and enhanced performance, ultimately contributing to
organizational success. Studies suggest that OI significantly boosts
employee engagement, particularly among female employees
(Arshad et al. 2023), and that OI contributes to higher levels of work
performance and reduced turnover intentions (Lee et al. 2023). For
instance, Chen et al. (2023) investigated the impact of OI on work
engagement in the context of mergers and acquisitions, highlighting
its importance during organizational transitions. Therefore, strong
OI contributes to higher levels of engagement, which in turn posi-
tively affects job performance, reduces turnover intention, and
enhances overall employee well-being. However, future research
should address potential moderators, such as organizational culture,
leadership styles, and boundary conditions, to provide a compre-
hensive understanding of this relationship.

At the organizational level, strong OI creates a sense of collective
identity, fostering a culture of shared responsibility and belonging.
This collective identity translates into better organizational perfor-
mance, as employees are more aligned with the organization’s goals.
However, it is important to note that high levels of OI can also have
negative consequences. Over-identification with the organization
may cause employees to overinvest in work roles, neglecting per-
sonal and non-work roles, which could lead to unethical behavior
(Conroy et al. 2017). To support this, Vadera and Pratt (2013)
created a typology of workplace crimes that relates over-
identification and over-disidentification to “pro-organizational,
anti-organizational, and non-aligned organizational behavior.” High
OI, however, may either facilitate change or provoke resistance,
making it a potential threat that leaders must be mindful of during
periods of transition (Naumtseva, 2019).

Lastly, this extensive range of emotions, encompassing both
positive and negative, can emerge in an employee when they
experience a profound sense of connection to the firm. OI efforts
can lead to both favorable and unfavorable consequences for
firms (Rotondi Jr, 1975). Hence, it is crucial to understand the
individual and situational factors that contribute to the emer-
gence of nuanced OI (Conroy et al. 2017). To acquire a better
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understanding of this, the authors have created a theoretical map
(Fig. 7) based on the affective and cognitive OI perceptions
(Karanika-Murray et al. 2015) of employees regarding an orga-
nization’s capability, its respective behavioral influence, and its
outcomes.

Research method
Search strategy. Based on a preliminary search with relevant
document support, the authors chose the keyword “organiza-
tional identification.” This study employs the term organizational
identification, not organizational identity. Because organizational
identity refers to the collective, long-term features and attributes
that define an organization, such as its culture, values, and mis-
sion (Freeman and Koçak, 2023). On the other hand, OI refers to
an employee’s psychological link and sense of identification with
their organization, which reflects their alignment with the orga-
nization’s goals and objectives. In essence, organizational identity
refers to “who we are” as an organization and “what we do,”
whereas OI refers to “how employees connect” with the organi-
zation or “how much they’ relate to who they are.” Therefore,
research on OI is crucial since it directly affects employee beha-
vior, engagement, and retention, building a devoted and moti-
vated workforce. Hence, this paper aims to study the impact of OI
on both individuals and organizations. Table 1 provides the finest
explanation of these two ideas.

Data collection. Data was acquired in April 2023 using the
Scopus database. Scopus, a widely used global citation database,
provides a comprehensive collection of abstracts and citations
from reputable sources in academic literature (Groff et al. 2020).
The vast compilation of journal coverage encompasses the global
distribution of nations and the creation of research. This will
result in well-known studies receiving coverage (Singh et al.
2021). We conducted a data search using the specified keywords
and selected the “Article Title Only” option to locate pertinent
and focused research papers. In order to depict contemporary
ideas and viewpoints on OI, we selected the study’s timeframe as
2013–2022. We specifically limited the publishing category to just
include “Articles and Reviews.” The selection of papers in the A*,
A, and B categories for publication in English was based on the
criterion of “most influential” (Spasojevic et al. 2018). The
authors selected the source categories of “Business, Management,
and Accounting,” “Social Sciences,” “Psychology,” “Arts and
Humanities,” and “Journal” since this study focuses on organi-
zations, employee behavior, and identification. After eliminating
inaccurate and redundant items, the study corpus currently
consists of 227 documents.

Research methods and data analysis. We conducted a literature
review using the “Preferred Reporting Items for Systematic
Reviews and Meta-Analyses” (PRISMA) criteria to address the
research questions and meet the specified objectives (Page et al.
2021). The PRISMA framework helps in bibliometric analysis

by organizing research synthesis, ensuring transparency and
systematic review quality, and thus promoting evaluation
(Thaker et al. 2024). Figure 1 depicts the criteria used to get a
clear understanding of the study through PRISMA. The study
selected A*, A, and B category papers from the 2022 ABDC
(Australian Business Deans Council) list of quality journals.
When looking at large datasets, bibliometric analysis is usually
the go-to technique. The add-ons make it easier to understand
visual content (Donthu et al. 2021). We performed a compre-
hensive literature review to investigate the theories, methods,
and procedures employed in the corpus, in addition to the
bibliometric analysis. According to McBurney and Novak
(2002), bibliometric studies evaluate publication trends by
means of quantitative and statistical analysis. Bibliometric
analysis endeavors to determine the worldwide ranking of
universities and institutions (Ellegaard and Wallin, 2015),
citation, co-citation, and bibliographic coupling (Donthu et al.
2021). Also, it helps in analyzing and visualizing citation pat-
terns (Amiri et al. 2023). Our study used Vos viewer and R
programming software packages to analyze the corpus.

Figure 2 is a structural diagram of the paper that the authors
created to aid readers in understanding how the research
questions were addressed; it depicts the tools, analysis, and
research techniques that were used to generate the study
findings. This paper will motivate readers and academics by
providing a deeper understanding of developing OI trends,
guiding future research, and emphasizing which topics are
becoming more prominent in OI. It would also assist them in
identifying key sources, which is a critical step in understanding
the origins of basic and innovative research as well as directing
scholars toward influential literature. Knowing the most cited
and important papers helps academics and professionals
appreciate the foundational works influencing their field of
study. Addressing the most successful countries, authors, and
affiliations also helps highlight the global nature of OI research
and the key players in the field, fostering international
cooperation and pointing out areas of excellence. It also assists
academics and professionals in identifying thematic trends,
allowing us to monitor how OI has evolved conceptually and
ensure that research continues to push new ground. Moreover,
the qualitative analysis helps the scholars to identify which
themes are central to current OI discourse and offers a snapshot
of the field’s focal points. Finally, reviewing the theories and
methods sheds light on the study of OI and identifies the most
effective approaches to propel future research
(Amiri et al. 2023).

Findings and discussions
Quantitative bibliographic element analysis
Performance analysis (emerging tendencies in OI research). In Fig.
3, we can observe the publishing trajectory of OI for the past ten
years. The zigzag line represents the fluctuations in this domain,
where OI plays a pivotal role. Due to its growing importance, it

Table 1 OI vs. organizational identity.

Aspect OI Organizational identity

Focus Individuals’ association with the organization Characteristics and traits defining the organization
Level of analysis Individual level (employees and members) Organizational level (entire organization)
Key aspects Psychological attachment, loyalty, commitment Self-concept, collective identity, strategic positioning
Contributions Enhances employee engagement and retention Defines organizational strategy and cohesion

Supports change management Aids in navigating environmental changes
Improves organizational performance Unifies stakeholders around common goals

Source: Author’s own creation.
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peaked in 2020 and then again in 2022. Research in the A*, A,
and B categories has shown a clear trend toward a greater focus
on academic attentiveness. Problems with COVID-19-related
logistics and data collection might lead to a decline in publishing
rates in 2021*. These works focused on trust, perceived

organizational fairness, intentions to leave, contentment with
organization performance, leadership in times of crisis, and
unproductive work practices. Publications reached their highest
point in 2022 after adjusting to the new normal, demonstrating
the significance of OI research. In response to RQ1, the trend line
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Fig. 1 PRISMA—it describes the inclusion and exclusion criteria. Author creation.

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7 REVIEW ARTICLE

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7 5



indicates a notable increase in this field of study, providing future
scholars with ample opportunities to explore a variety of psy-
chosocial elements such as psychological safety, social identity,
work-life balance, resilience, workplace justice, and cognitive
dissonance.

Top sources for OI
Table 2 presents the top 10 OI sources based on total citations.
“Academy of Management Journal” is among the most influential
journals, with 788 citations and six publications. With 651 cita-
tions and 10 publications, “Journal of Business Ethics” is the

second most influential and productive journal. In addition,
2013–15 is considered the most productive year of the decade.
Further, the top two journals prioritize empirical research and
conceptual advances. Five of the six papers are from the United
States, but the “Journal of Business Ethics” includes global papers.
Additionally, the top journal covers CSR, OI, and disidentifica-
tion, while the latter highlights leadership styles and ethics. It
demonstrates that the top journals are prioritizing the impact of
factors such as trust, leadership, and organizational support on
OI. Therefore, further investigation is required to ascertain the
degree to which a range of organizational factors, as anticipated
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by the employees, will shape the OI of workers and the con-
sequent impact. In some ways, the current study has developed a
model that contributes to the existing context.

Productive sources for OI
Table 3 displays the impact score of renowned OI journals based
on their publication count. Donthu et al. (2021) assert that
combining citations and publications offers a comprehensive and
subtle understanding of research performance. “Journal of Busi-
ness Ethics” ranks first with 10 articles, accounting for 4.4% of the
total. “Human Relations,” with nine articles (about 4% of the
total), is the second most significant source contributing to this
review. Subsequently, both “Personnel Review” and “International
Journal of Human Resource Management” provide a comparable
contribution of 8 articles each, accounting for around 3.5% of the
entire corpus. Additionally, the prominent scholarly “springer”
publication’s “Journal of Business Ethics” places significant
emphasis on OI as an influencing variable in investigating its
impact on unethical and unproductive behaviors. Alternatively,
the “Human Relations” journals used OI to facilitate the identi-
fication of relationships between variables such as performance
and behaviors. This emphasizes how important it is to examine
the negative aspects of OI, which we must also consider in this
rapidly advancing period. Lastly, by measuring the number of
citations received, the h-index, g-index, and m-index serve as
metrics to estimate the influence and effect of an individual’s
work. Notably, these top 10 journals publish around 31% of the
entire corpus of research.

Most impactful OI articles
Table 4 lists the most notable OI-related publications. Farooq
et al. (2017) authored the most influential article with 296
citations, which investigated the relationship between CSR and
employees’ loyalty, interpersonal assistance, and individual
industry behavior. The authors studied the connection between
CSR and employee loyalty, interpersonal assistance, and
industry behavior. Two studies investigated the effects of
internal and external CSR on OI. The first study recruited 408
participants from the fast-moving consumer goods sector in
South Asia, while the second study recruited 415 participants
from culturally distinct nations, specifically China and Pakistan.
This widely cited evidence demonstrates that workers’ organi-
zational perspectives and their own attitudes and behaviors
improve OI. The second highly referenced paper authored by
Lee et al. (2015) conducted a meta-analysis and argued that OI
serves as the foundation for attitudes and behaviors within the
company. Finally, all of the top articles used social identity
theory in their research. As a result, RQ3 directs future
researchers to effectively use diverse methodologies, such as
longitudinal research, metadata analysis, and combined review
methods, to investigate the psychological aspects of employees,
thereby providing a broader scope in OI and increasing the
number of citations.

Most productive Authors, Institutions, and Nations for OI
Table 5 displays the most influential OI authors, institutions, and
nations. The most influential authors are De Roeck and Swaen,
with 355 citations and two publications. He. H. has five research
articles and 321 citations. With 8 research publications and 237
citations, Van Dick R. stands out as the most productive author.
The top-cited institution is “Purdue University,” with 2 research
publications and 316 citations; the second-cited institution is
“Kedge Business School,” with 296 citations from 1 publication.
The United States ranks first with 4131 citations from 95 research
articles, while China comes in second with 1817 citations from 45
publications. In summary, De Roeck and Swaen’s top-cited
research focuses exclusively on employee responses to CSR and
its outcomes. Purdue University examined the relationship
between OI, CSR, and CEO succession, publishing both studies in
the “Academy of Management Journal.” The USA emphasized
the key themes of work performance, CSR, and OCB. Nearly 79 of
the 95 studies were empirical, while the rest were reviews, qua-
litative, theoretical, and conceptual. In line with the statement, the
majority of the cited articles concentrated on integrating OI with
CSR attributes.

Table 2 Most influential source on OI based on total citation.

Source TC TP 2013–15 2016–18 2019–22

Acad. Manage. J. 788 6 2 3 1
J. Bus. Ethics 651 10 5 2 3
J. Appl. Psychol. 437 5 4 1
Int. J. Hum. Resour.
Manage.

433 8 3 3 2

J. Organ. Behav. 419 7 1 3 3
Psychological Bulletin 272 1 1
J. Vocat. Behav. 257 2 1 1
Hum. Relat. 244 9 1 3 5
Group Organ. Manage. 234 4 4
J. Manage. Stud. 219 3 1 1 1

TC total citations, TP total publications.

Table 3 Productive Sources for OI.

Publisher Source NP h g m

Springer “Journal of Business Ethics” 10 10 10 0.91
SAGE “Human Relations” 9 8 9 0.89
Taylor & Francis “International Journal of Human Resource Management” 8 6 8 0.55
Emerald “Personnel Review” 8 6 8 0.86
John Wiley “Journal of Organizational Behavior” 7 6 7 0.55
Academy of Management “Academy of Management Journal” 6 6 6 0.55
Emerald “Leadership and Organization Development Journal” 6 5 6 0.5
American Psychological Association “Journal of Applied Psychology” 5 5 5 0.63
Elsevier “International Journal of Hospitality Management” 5 3 5 0.75
Cambridge core “Journal of Management and Organization” 5 3 4 0.3

Tables 3 and 4 confirm the active engagement of leading journals in investigating OI across diverse disciplines. Thus, through RQ2, this study insists future scholars publish their significant papers in
leading journals, thereby advancing both practical and theoretical perspectives in the field.
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Topmost references for OI research
Table 6 lists the top references for OI research documents based
on local and global citation counts. Global citation counts show
the influence of a research paper across other domains, whereas
local citation counts show the impact inside its own corpus. This
makes it easier to understand the research’s significance, find
important works, evaluate quality, and make strategic decisions.
Lee et al. (2015) authored the most cited paper, a review paper on
OI as a postulate for behavior and attitudes, which received 65
local citations and 272 global citations. The local-to-global cita-
tion ratio is 23.90. This study proposes that OI helps organiza-
tions understand individual attitudes and behaviors using
metadata. This clarifies that meta-analysis studies on OI help
researchers discover correlations and patterns across several
studies, strengthening reliability and validity. Integration of het-
erogeneous data provides greater insights into employee align-
ment and commitment to the company. Loi et al. (2014) authored
the second most cited research document, garnering 20 local
citations and 129 global citations. In addition, the ratio of local to
global citations is 15.50. The study examined how OI and job

satisfaction influence leader-member exchange. The study found
that a high-quality, job-satisfying superior-subordinate relation-
ship fosters OI in employees. To promote leader-member
exchange and employee OI, the report suggests organizations
establish appropriate HR procedures.

Co-citation analysis of seminal publications on OI
Co-citation analysis is useful for identifying highly cited pub-
lications and is appropriate for deciphering the publication cor-
pus and knowledge foundation (Donthu et al. 2021). Figure 4
represents the co-citation network references, using a criterion of
20 as the minimum number of citations for a cited reference from
the review dataset. Interestingly, two nodes arrived with red and
green shades. Ashforth and Riketta (Red Nodes) have the most
cited work on OI. Authors Ashforth, Mael, and Dutton (green
nodes) have highly cited papers on this predominant area of OI.
Interestingly, the work “Social identity theory and organization”
by Ashforth and Mael (1989), which deals with the theoretical
development and extensions of identification, is a highly cited

Table 4 Most impactful OI articles.

Author(s) Title TC

Farooq et al.(2017) “The multiple pathways through which internal and external CSR influence OI and multifoci outcomes: The
moderating role of cultural and social orientations”

296

Lee et al. (2015) “Identifying OI as a basis for attitudes and behaviors: A meta-analytic review” 272
Glavas and Godwin (2013) “Is the Perception of ‘Goodness’ Good Enough? Exploring the Relationship Between Perceived CSR and Employee

OI”
216

de Roeck et al. (2014) “Understanding employees’ responses to CSR: Mediating roles of overall justice and OI” 188
Chen et al. (2016) “Relaxing moral reasoning to win: How OI relates to unethical pro-organizational behavior” 183
Besharov (2014) “The relational ecology of identification: How OI emerges when individuals hold divergent values” 173
De Roeck et al.(2016) “Consistency Matters! How and When Does CSR Affect Employees’ OI? ” 167
Wang et al. (2017) “Transformational leadership, adaptability, and job crafting: The moderating role of OI” 163
Wu et al. (2016) “Why and when workplace ostracism inhibits OCB: An OI perspective” 160
Newman et al. (2016) “The impact of socially responsible human resource management on employees’ OCB: the mediating role of OI” 158

TC total citations.

Table 5 Productive Authors, Institutions and Nations in the area of OI.

TC Author(s) TP TC Institution TP TC Country TP

355 De roeck k. 2 316 Purdue University, US 2 4131 The USA 95
355 Swaen v. 2 296 Kedge Business School, France 1 1817 China 45
321 He h. 5 296 UCP Business School, Pakistan 1 1316 The UK 34
296 Farooq m. 1 272 Kaist College of Business, South Korea 1 854 France 10
296 Farooq o. 1 272 Owen Graduate School of Management, US 1 573 Belgium 9
296 Rupp d.e. 1 216 Mendoza College of Business, US 1 550 Australia 18
272 Koo b. 1 216 Champlain College, Division of Business, United States 1 535 Netherlands 14
272 Lee e.-s. 1 188 IÉSEG School of Management, France 1 446 Hong Kong 9
272 Park t.-y. 1 188 Louvain School Of Management, Belgium 1 441 Germany 16
270 Chen c.c. 2 188 Psychological Sciences Research Institute, Belgium 1 438 Pakistan 8
242 Loi r. 4 183 Department of Management and Global Business, US 1 392 South Korea 9
237 Van dick r. 8 183 Department of Management and Organizations, Shanghai Jiao Tong University,

China
1 281 Canada 10

222 Ashforth b 4 173 ILR School, Cornell University, United States 1 243 Macau 5
218 Liu w. 3 167 IÉSEG School of Management, France 1 230 Italy 10
216 Glavas a. 1 167 University Of Vermont, US 1 210 Turkey 8
216 Godwin l.n. 1 167 Louvain School Of Management, Belgium 1 167 Taiwan 8
216 Marique g. 3 167 Université De Toulouse 1 Capitole, US 1 163 UAE 5
216 Stinglhamber f. 3 163 Eindhoven University of Technology, Netherlands 1 146 Georgia 1
206 Miao q. 2 163 Huazhong University of Science and Technology, China 1 141 Greece 3
206 Newman a. 2 160 D’amore-Mckim School of Business, US 1 113 India 10

TC total citations, TP total publications.
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reference in both nodes. This signals future scholars to explore
the extensions of social identity theory, particularly in areas like
socialization, intergroup relations, and role conflict.

Bibliographic coupling for the investigation of thematic
clusters analysis
Table 7 displays the OI theme clusters developed through bib-
liographic coupling addressing RQ 5. The five themes are beha-
vioral outcomes, employee behavior and performance, the role of
identity, leadership and employee creativity, and CSR. In terms of
OI, the cluster encompasses all relevant characteristics. The table
below showcases the clusters containing the most significant
articles. Subsequently, the author furnished a concise overview of
each article included in the clusters. This cluster analysis exten-
sively expresses the essence of the corpus author’s views and will
broaden the scope for future research on OI. Further, the current
study developed a conceptual map (Fig. 7) based on the insights
from the thematic clusters.

Cluster 1—Behavioral outcomes. It discusses the subject’s
behavioral outcomes, such as engagement, burnout, passion,
OCB, and satisfaction, which provide valuable insights for
improving workplace dynamics. Table 8 outlines the cluster
analysis in detail.

Cluster 2—Employee behavior and performance. It explores
“employee behavior and performance,” which offers valuable
insights into how alignment with organizational values can drive
productivity and engagement. Table 9 outlines the cluster analysis
in detail.

Cluster 3—The role of identity. Cluster 3 centers on the “Role of
Identity” cluster, emphasizing the impact of employees’ affinity
for the organization’s values and culture on their commitment
and performance, offering insights into maintaining a cohesive
and motivated workforce. Table 10 provides a detailed explana-
tion of the theme.

Table 6 Topmost references for OI research.

LC Author/Source Title GC LC/GC ratio
(%)

Normalized

LC GC

65 Lee E-S (2015),
Psychol. Bull.

“Identifying OI as a basis for attitudes and behaviors: A meta-analytic review” 272 23.90 11.65 5.98

20 Loi R (2014),
J Occup Organ Psychol.

“Leader-member exchange, OI, and job satisfaction: A social identity
perspective”

129 15.50 6.06 2.68

18 Farooq O (2017),
Acad Manage J.

“The multiple pathways through which internal and external CSR influence OI
and multifoci outcomes: The moderating role of cultural and social
orientations”

296 6.08 5.42 7.36

18 Karanika-Murray M (2015),
J Manage Psychol.

“OI, work engagement, and job satisfaction” 135 13.33 3.23 2.97

17 Glavas A (2013),
J Bus Ethics.

“Is the Perception of ‘Goodness’ Good Enough? Exploring the Relationship
Between Perceived CSR and Employee OI”

216 7.87 3.92 4.54

16 Conroy S (2017),
J Organ Behav.

“Where there is light, there is dark: A review of the detrimental outcomes of
high OI”

82 19.51 4.81 2.04

16 Blader Sl (2017),
Res Organ Behav.

“OI and workplace behavior: More than meets the eye” 45 35.56 4.81 1.12

12 Brammer S (2015), Group
Organ Manage.

“CSR, Employee OI, and Creative Effort: The Moderating Impact of Corporate
Ability”

148 8.11 2.15 3.25

12 Epitropaki O (2013),
J Organ Behav.

“A multi-level investigation of psychological contract breach and OI through
the lens of perceived organizational membership: Testing a moderated-
mediated model”

110 10.91 2.77 2.31

11 Piccoli B (2017),
Pers Rev.

“Job insecurity and performance: the mediating role of OI” 65 16.92 3.31 1.62

Fig. 4 Co-citation analysis. VOSviewer.
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Cluster 4—Leadership-employee creativity. It includes research
on leadership and employee creativity in relation to OI. This
cluster reveals how effective leadership can foster a culture that
enhances employee innovation and creative contributions. Table
11 provides a summary of the theme.

Cluster 5—Perceived corporate social responsibility. This
includes reliable studies on perceived CSR. This provides insight
into how ethical practices and social contributions strengthen
employees’ sense of belonging and commitment to their organi-
zation. Table 12 details the theme.

Co-occurrence analysis
Extending the foundations of the present review, we used sys-
tematic co-occurrence analysis to determine the most prevalent

dimensions in the dataset as well as the study area. Figure 5 shows
the frequently occurring keywords in the corpus. For this co-
occurrence analysis, we employed the author’s keywords, which
must have occurred at least four times. Consequently, 22 key-
words out of 648 satisfy the minimum requirement. This co-
occurrence analysis reveals that, from 2013 to 2022, the literature
on OI focused on topics such as job satisfaction (Red Nodes).
Similarly, we observed the highest utilization of identification and
exchange theories (green nodes), employee perceptions of orga-
nizations (purple nodes), employer and employee beliefs (orange
nodes), dyadic behavior (brown nodes), leadership (blue nodes),
and the major connecting point of OI (yellow nodes). The sky-
blue and pink nodes represented job insecurity and intentions to
turnover. According to the frequency of their occurrence, job
satisfaction and perceived organizational support (relating to OI)
are the most often appearing terms in the corpus. The following is

Table 7 Thematic clusters through bibliographic coupling.

Theme Author(s) Title TC

Behavioral outcomes Karanika-Murray et al. (2015) “OI, work engagement, and job satisfaction” 139
He et al. (2014b) “Procedural justice and employee engagement: Roles of OI and Moral Identity

Centrality”
107

De Clercq and Belausteguigoitia
(2022)

“Political skill and OI: Preventing role ambiguity from hindering OCB” 98

Astakhova and Porter(2015) “Understanding the work passion–performance relationship: The mediating role
of OI and moderating role of fit at work”

91

Rim et al. (2016) “Strategic partnerships with non-profits in corporate social responsibility
(CSR): The mediating role of perceived altruism and OI”

86

Employee behavior and
performance

Avanzi et al. (2015) “Why does OI relate to reduced employee burnout? The mediating influence of
social support and collective efficacy”

80

Lee et al. (2015) “Identifying OI as a basis for attitudes and behaviors: A meta-analytic review” 275
Chen et al. (2016) “Relaxing moral reasoning to win: How OI relates to unethical pro-

organizational behavior”
186

Wu et al. (2016) “Why and when workplace ostracism inhibits organizational citizenship
behaviors: An OI perspective”

162

Zavyalova et al. (2016) “Reputation as a benefit and a burden? How stakeholders’ OI affects the role of
reputation following a negative event”

151

Loi et al. (2014) “Leader-member exchange, OI, and job satisfaction: A social identity
perspective”

131

Galvin et al. (2015) “Narcissistic OI: Seeing oneself as central to the organization’s identity” 127
Zhao et al. (2019) “Leader–member exchange, OI, and knowledge hiding: The moderating role of

relative leader–member exchange”
127

The role of Identity Glavas and Godwin(2013) “Is the Perception of ‘Goodness’ Good Enough? Exploring the Relationship
Between Perceived Corporate Social Responsibility and Employee OI”

218

Besharov (2014) “The relational ecology of identification: How OI emerges when individuals hold
divergent values”

175

Schaubroeck et al.(2013) “Developing trust with peers and leaders: Impacts on OI and performance
during entry”

110

Petriglieri (2015) “Co-creating Relationship Repair: Pathways to Reconstructing Destabilized OI” 78
Vadera and Pratt(2013) “Love, hate, ambivalence, or indifference? A conceptual examination of

workplace crimes and OI”
71

Leadership-employee
creativity

Wang et al. (2017) “Transformational leadership, adaptability, and job crafting: The moderating
role of OI”

171

Brammer et al. (2015) “Corporate Social Responsibility, Employee OI, and Creative Effort: The
Moderating Impact of Corporate Ability”

150

Epitropaki (2013) “A multi-level investigation of psychological contract breach and OI through
the lens of perceived organizational membership: Testing a moderated-
mediated model”

111

Zhang and Chen (2013) “Developmental leadership and organizational citizenship behavior: Mediating
effects of self-determination, supervisor identification, and OI”

87

Perceived corporate social
responsibility

Farooq et al. (2017) “The multiple pathways through which internal and external corporate social
responsibility influence OI and multifoci outcomes: The moderating role of
cultural and social orientations”

304

de Roeck et al. (2014) “Understanding employees’ responses to corporate social responsibility:
Mediating roles of overall justice and OI”

188

De Roeck et al. (2016) “Consistency Matters! How and When Does Corporate Social Responsibility
Affect Employees’ OI?”

170
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a summary of the top three cited research works related to the
aforementioned constructs.

Qualitative keyword co-occurrence analysis
Job satisfaction and OI. De Roeck et al. (2014) have investigated
how CSR influences employee attitudes, specifically job satisfac-
tion. The study found that initiatives toward CSR make
employees perceive the features of organizations for themselves,
which enhances their satisfaction level. Likewise, Karanika-
Murray et al. (2015) have tested the relationship between OI
and job satisfaction among employees of three UK organizations.
According to the study, employees with strong identification have
a high level of work engagement, which leads to job satisfaction.
In addition, Loi et al. (2014) evaluated the level of job satisfaction
based on leader-member exchange. Based on hierarchical
regression analysis, the study identified that high-quality LMX
increases employee identification with the organization, leading
to greater job satisfaction. Additionally, all the aforementioned
studies utilized social identity theory as a primary perspective. In
summary, the study identifies OI as a crucial factor in enhancing
job satisfaction. The potential gaps identified are that supervisor
feedback and rating, as well as the generalizability of findings, are
not arrived at due to the limited sample size.

Perceived organizational support and OI. Ngo et al. (2013)
examined the antecedents (“perceived organizational support,
procedural justice, and perceived job insecurity”) and con-
sequences (“affective organizational commitment, job satisfaction,
and turnover intentions”) of OI and discovered that the Chinese
employees reported strong OI, which potentially correlates with
the antecedents other than perceived job insecurity. To support
this, Shen et al. (2014) demonstrated that POS has a significant
impact on work-related behavior and attitudes. Beneficially,
according to Kong (2016), POS is a stimulant factor for OI, but it
does not directly impact their engagement in unethical behavior
intended to benefit the organization. Psychological
empowerment-based studies highlight the need for special
attention to POS involvement through OI and identify the
negative impact of POS on employee attitudes as a major gap.

Content analysis
Theoretical contributions in the corpus. Figure 6 depicts the
different theories employed in the corpus. Nearly 50 documents
in the corpus make extensive use of theories. The most common
theory was “Social Identity Theory” (SIT). Group membership
serves as the foundation for social identity, according to SIT.
Positive social identity provides a propitious comparison between
the in-group and the out-group (Brown, 2000). Then, nine

Table 8 Thematic analysis of Cluster 1.

Sl. no. Variables Methodology Findings Suggestions

1 •OI
•Work engagement
•Job satisfaction

A cross-sectional study with a sample
size of 327 employees from three
different UK-based organizations

Work engagement dimensions mediate
OI and job satisfaction.

To identify the factors that
link identification,
engagement, and satisfaction,

2 •Procedural Justice
•OI
•Moral identity centrality
•Employee Engagement

Survey from a leading financial service
organization.
Performed structural equation
modeling (M-PLUS 6.0) to test the
hypothesis.

Using OI, procedural justice improves
employee engagement.

To examine the impact of
supervisor procedural justice
on employee engagement

3 •Role Ambiguity
•Political skill and OI
•OCB

Quantitative research.
Survey from 173 employees of a
Mexican-based organization.

Role ambiguity inhibits employees’
OCB.
Two personal resources, political skill
and OI, which promote employee
engagement, can mitigate this.

To identify factors that
stimulate voluntary work
behaviors in organizations.

4 •Work Passion
•OI
•Performance
•Fit perceptions

The sample consisted of 233 people
from various Russian organizations.

OI creates a harmonious work passion
for job performance, not an obsessive
work passion.

Encourage longitudinal
research.

5 •Prior corporate
reputation, non-profit
brand familiarity, and
perceived fit
•CSR outcomes, perceived
altruism, and consumer-
company identification

Used an experimental study with
2x2x2 between subjects’ designs with
a sample of 337 volunteers at South
Eastern University.

Positive altruism and company
consumer identification relatively
mediate the CSR partnerships’
supportive CSR outcomes.

Measuring in-depth consumer
company identification with a
real brand

6 •Social identification and
OI
•Student commitment,
achievement, and
satisfaction

437 undergraduate and postgraduate
(business and management) students
participated in a quantitative survey.

OI positively motivates the students’
attitudes and behavior.

To investigate the outcomes
of disidentification

7 •Systematic review Reviewed 40 empirical papers. High OI may lead to unethical conduct,
poor performance, negative emotions,
reduced well-being, change resistance,
and interpersonal conflicts.

Considering personal and
situational factors that
contribute to negative
outcomes

8 •OI
•Social support and
collective efficacy
•Employee burnout

A sample of 192 high school teachers
in Italy.
Used statistical analysis to test the
2-step mediation model (social
support and collective efficacy).

Burnout intentions negatively correlate
with OI.

In the future, individual
differences can be considered
moderators.
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Table 9 Thematic analysis of Cluster 2.

Sl. no Variables Methodology Findings Suggestions

1 • OI
• National Culture
• Attitudes and Behavior

Meta-analytic review of 86
papers.

Employee attitudes and behaviors
significantly influence OI.

Causal directions between or among
variables.

2 • OI
• Moral disengagement
• Unethical Pro-
Organizational Behavior
(UPB)

Quantitative study;
Three studies were
conducted in the USA and
China.

In the workplace, OI positively correlates
with UPB.

Examining UPB with cultural differences.

3 • Workplace ostracism
• OI
• perceived job mobility
• OCB

Longitudinal 2-wave study in
China

OI reduced OCB by ostracizing workers. To examine identification with workplace
aggression.

4 • OI
• Organization’s
Reputation

Exploratory investigation.
A sample of 803 legislative
references.

High reputation is a burden when there is
low identification, but it is beneficial when
there is high stakeholder identification.

When negative events occur, it is necessary
to investigate constructs such as
organizational culture and leadership
reputation.

5 • Leader Member
Exchange

• OI
• Job satisfaction
• Job security

306 South China employees
participated in a two-phase
data survey.

There is a positive correlation between LMX
and job satisfaction through OI.

Test other boundary constructs such as job
type or job tenure.

6 • Theoretical research Explored the “narcissistic OI”
concept as a variant of OI.

A theoretical framework stating how the
antecedents of conservative OI lead to
narcissism.

Research on the extent to which narcissism
is relevant to social collectives.

7 • Leader member
exchange (LMX)

• OI
• Relative LMX
• Knowledge hiding

The study is a 3-stage
longitudinal study with a time
lag of 2 months.

Based on the personalization between the
leader and their subordinates, knowledge-
hiding behaviors will emerge.

To examine the impact of knowledge hiding
on organizational outcomes.

Table 10 Thematic analysis of Cluster 3.

Sl. no Variables Methodology Findings Suggestions

1 • Perceived CSR
• OI

Proposed a model for
understanding the relationship
between perceived CSR and
employee identification.

Postulated the alignment and misalignment
of reality and perception on perceived CSR
on OI.

To analyze the consequences
of manipulation on OI

2 • Organizational values
• Development of OI

Study: Qualitative Approach
Data collected through interviews
and observations
Technique: Purposive sampling
Location: United States

Cross-cultural members’ interactions are
the major determination for identification or
disidentification.

Impact of divergent values on
organizational outcomes.

3 • Trust in leaders and peers
• OI
• Performance

Longitudinal study.
Cross-lagged structural equation
analysis was employed.

OI and performance lagged behind the
effects of affect-based trust.

To explore socialization in the
task context.

4 • Case study
(This article discusses the
experiences of British Petroleum
executives during and after the
Gulf oil spill)

Qualitative study.
Constant comparison methods
and axial coding

The incident destabilized the executives’ OI
and produced ambivalence about the role of
identity. Organizational opportunity allows
for the repair of damaged relationships.

Linking process, and
ambivalence to which OI is
repaired or broken.

5 • Conceptual research Proposed typology of different
workplace crimes and their
pathology.

Suggested the importance of OI as a key
factor in the models of workplace crimes.

Analyzing more about
individual and organizational
factors’ attitudes and
behaviors

Table 11 Thematic analysis of Cluster 4.

Sl. no Variables Methodology Findings Suggestions

1 • Transformational Leadership
• Adaptability
• OI
• Job crafting

Supervisors and their subordinates
provided 185 dyad responses.
Location: Netherlands

Employees with less OI have a
positive relationship with job crafting
through adaptability.

A 3-wave longitudinal design can
be proposed.

2 • Corporate Ability, CSR
• Organization Identification
• Creative effort

A descriptive study that provides
relationships among CSR,
organization identification, and
creative effort

Through OI, CSR enhances creative
effort.

Investigate employee behaviors
with respect to CSR from a cross-
cultural perspective.

3 • Group-level transformational
leadership, transactional
leadership, and procedural justice

• Psychological contract breach
• OI

A mail survey from 864 Greek
manufacturing and service sectors

A breach of the psychological
contract negatively affects OI.

Exploring the antecedents of
identification and
disidentification.

4 • Developmental leadership
• Self-determination, supervisor
identification, and OI

• OCB

Cross-sectional research design
with 469 as the sample size.

Supervisor identification strongly
mediates self-determination and OI
with developmental leadership and
OCB.

Can test the innovation and
creativity behaviors of employees.
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documents referenced both “Social Exchange Theory” and “Social
Identity Theory.” The psychological tenets of utilitarianism and
behaviorism form the basis of social exchange theory (Cook and
Rice, 2006). It focuses on members, maximizing benefits while
exchanging resources at minimal cost (Jahan and Kim, 2021). The
theory of self-determination, which comprises five research
papers, and the theory of “Conservation of Resources” (COR),
which includes three papers, come next. Numerous studies in the
corpus employed more than one theory to provide a concrete
source of evidence. This eclectic theoretical approach enriches
understanding by examining various facets of group membership,

resource exchange dynamics, psychological motivations, and
conservation strategies within organizational contexts.

Analysis of research content and gaps identified. Table 13
details the quantitative research analysis of the corpus. This
table provides a concise summary of the research methodology
and content. This implies that the majority of articles were
empirical in nature. Certainly, 207 articles, or approximately
91%, were based on primary surveys, while only 14 were based
on secondary data. This is considered to be a probable research

Table 12 Thematic analysis of Cluster 5.

Sl. no Variables Methodology Findings Suggestions

1 • CSR
• Perceived external
prestige and perceived
internal respect

• OI

Study 1: Single-source data from 408 South
Asian employees working in fast-moving
consumer goods Study 2: Data from 415
Pakistani and French employees with a variety
of cultures

Prestige and respect enhance the
employee’s identity, which in turn
motivates their behavior at work.

Incorporate longitudinal and
experimental studies.

2 • Employee perceptions
towards internal and
external CSR

• Job Satisfaction

Quantitative research study with 181
employees from health care.

Social identity theory was used to
explain the initiatives of CSR
through the attitudes of
employees.

Examine the impact of CSR
on employee turnover
intentions and OCB.

3 • Perceived CSR
• perceived external
prestige and pride

• Perceived Justice
• OI

Study: A 3-wave longitudinal study in
European Utility Company
Sector: Energy
Survey: Web-based

Perceived CSR and justice predict
a strong OI through perceived
prestige.

Analyzing self-esteem
(moderator) as a trigger for
identification

Fig. 5 Keyword occurrence—number of keywords that occurred in research of OI. VOSviewer.

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7 REVIEW ARTICLE

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7 13



gap because data from documented sources are sensitive to
observations (Van den Akker et al. 2021); hence, observations
are required to obtain peculiar data. Additionally, nearly 36% of
the studies employed OI as a mediator to clarify the process’s
mechanism, while 27% employed outcome variables. The table
also indicates that approximately 55% of the studies con-
centrated on developed nations, while only 32% focused on
developing nations, indicating a research gap. 21% of the
sample source was from the United States, but many Asian
countries, with the exception of China, lagged behind in
empirical research. Additionally, approximately 44% of the
industries analyzed in the corpus were multiple industries; this
creates a research gap due to the decreased concentration on a
single industry or sector.

Many studies used structural equation modeling (SEM) and
hierarchical regression as statistical tools to evaluate the
hypothesis, accounting for 32% and 15%, respectively. One
significant methodological gap in this research field is the need
for qualitative support, as the researcher’s direct observations and
interviews with respondents often lead to sense-making. Statis-
tical methods like necessary condition analysis (NCA) and
structural equation modeling-artificial neural network analysis
(SEM-ANN) may be used in future studies to fill in another
methodological gap. NCA helps to determine whether OI is
required for a specific individual or organizational outcome,
whereas SEM-ANN helps to identify linear and non-linear
correlations with OI. Furthermore, this research topic does not
employ other statistical tools such as R, Stata, Jamovi, JMP,
Python, or Orange data mining, so future researchers should
make use of them.

Theoretical map of OI. OI encompasses cognitive, emotional,
and behavioral components. The behavioral part includes acts
that align with the organization’s objectives; the affective ele-
ment encompasses the emotional connection with the organi-
zation; and the cognitive factor pertains to the
acknowledgement of one’s affiliation with the organization
(Ashforth et al. 2008). Gaining insight into these cognitive and
emotional factors as antecedents helps with behavior identifi-
cation, which in turn helps with achieving both individual and
organizational objectives. To acquire a deeper understanding of
this study, the authors developed a theoretical model, as shown
in Fig. 7, which summarizes a thorough content analysis of the
literature in the bibliographic corpus using bibliographic
clusters.

The structure primarily illustrates employees’ cognitive
(Erdurmazlı et al. 2024; Sufi et al. 2023; Walk and Peterson,
2023) and affective (Kim and Eun 2022; Zagenczyk et al. 2021)
perceptions of the OI (Guo et al. 2024; Koroni et al. 2023; Sun
et al. 2021) that the organization will provide, as well as its impact
on their behavior (Jun et al. 2024; Lo Presti et al. 2024; Ma et al.
2022; Mazumder et al. 2022; Mishra et al. 2024; Rudawska, 2024;
Urbini et al. 2023; Yasmeen et al. 2024; Zhang and Wang, 2022).
We further categorize these critical behaviors into positive and
negative outcomes for both individuals and organizations. The
existing literature has investigated the nature of this relationship,
as indicated by the link.

Limitations. This study is confined to bibliographic data items
obtained exclusively from the Scopus database. Consequently, the

Fig. 6 Summary of the theories used in the research papers. Author creation. SCT self-categorization theory, OID Organizational Identification, CAPS
cognitive and affective personality system, CIT comparative institutional theory, EASI emotions as social information, SLT social learning theory, SIP social
information processing, SVT social verification theory, JDR job demand resources, PCT psychological contract theory, SNT social network theory, CCT cue
consistency theory, LMX leader–member exchange.
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study may not comprehensively encompass the entirety of extant
research because other key databases were not included. Despite
its extensive scope, Scopus does not encompass all the journals
and articles indexed in other databases like Web of Science and
EBSCO. This constraint has the potential to result in biases or
omissions in the data. In order to conduct a more comprehensive
and representative bibliometric study, future research should
consider using other databases, such as the Web of Science and
EBSCO. Similarly, we limited the investigation to the years
2013–2022. Older publications were disregarded. Further, this
study is confined to a minimal performance analysis; other ana-
lyses, such as single or co-author publications and network
analysis, are possible in the future. Also, the inclusion of papers
published exclusively in ABDC A* to B-grade journals limited the
depth while ensuring that the emphasis was on the most recent
research. With an overarching rather than specialized focus, the
purpose of this study is to assess the impact of OI and its
repercussions.

Future research directions. Reviewing the relevant documents
revealed a dearth of longitudinal studies. In light of the fact that
OI is dependent on the dynamic cognitive and affective behaviors
of subjects. Future research should conduct longitudinal and
experimental studies to explore the evolving cognitive and
affective behaviors related to OI. Such studies can better capture
how OI develops over time and impacts organizational perfor-
mance. These studies will also help to establish causal relation-
ships, offering deeper insights into the progression of OI in
various organizational contexts.

According to the productive nations’ findings, Georgia has 146
citations and one publication, whereas India has 113 total
citations and 10 publications. Therefore, the analysis for RQ4
reveals a “gap” in context, as it restricts the sample composition
to the Indian context, resulting in a relative lack of cross-cultural
representation. Hence, we suggest comparative studies across
nations to investigate how different cultural practices, values, and
local contexts intersect with organizational values and influence
OI. Expanding research into underresearched sectors such as
sports and non-profit organizations may offer unique insights
into the promotion of innovation in mission-driven environ-
ments. Further, the findings of thematic analysis (RQ 5) suggest
that researchers should explore the role of CSR in shaping
organizational identity through the lens of OI. This can uncover
how CSR initiatives drive innovation and influence perceptions of
OI, particularly in light of rising consumer and stakeholder
expectations for ethical and socially responsible behavior.

The qualitative key word co-occurrence analysis (RQ 6)
showed that there aren’t many studies that look at the link
between OI and dimensions like psychological safety, OCB,
intentions to leave, and abusive supervision. Hence, future studies
should investigate the relationship between OI and these
psychological constructs. Exploring these relationships can help
organizations foster safer environments for innovation, reduce
turnover, and promote behaviors that enhance collective innova-
tion efforts.

The findings of RQ 7 revealed a lack of OI exploration in
developing countries. Therefore, future researchers should take
into account factors such as economic conditions, market
conditions, organizational policies and practices, cultural
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Fig. 7 Theoretical map of OI. Author creation.
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dynamics (e.g., individualism, collectivism, and power distance),
technology adoption, institutional and regulatory frameworks,
and demographic aspects of OI, such as gender, age, preferences,
ethnicity, and education. In addition to the aforementioned point,
future research could incorporate contextual aspects from a
multi-cultural perspective, such as an organization’s prestige,
culture, justice, and CSR, to enhance our understanding of how
OI functions at different levels and situations, including team,
department, and organizational levels. Such research will provide
a holistic understanding of how OI operates within varying
organizational dynamics. Additionally, the content analysis
reveals that the majority of studies used the OI as a mediator.
Scholars should also focus on OI’s moderating role in situational
leadership, psychological capital, and organizational change
processes. This will help clarify how OI moderates the impact
of these factors on overall performance and adaptability,
providing a richer understanding of OI’s role in shaping
leadership and organizational transformation. Also, this study
does not exclusively focus on OI threats. Therefore, we advise that
in the future, research should explore external threats such as
technological disruptions, regulatory challenges, and market
competition that can smother OI efforts. Studying how
organizations can navigate and mitigate these threats will be
crucial for maintaining innovation momentum in an increasingly
volatile global landscape. This includes identifying strategies to
sustain innovation in the face of disruptive changes or crises.
Further, given the abundance of explanations for social identity
theory in this corpus, future research should extend beyond social
identity theory to include social exchange theory, conservation of
resources theory, and cue consistency theory. This will provide a
more comprehensive understanding of the mechanisms driving
OI and how different forms of exchange, resource management,

and consistent signals influence employee engagement, satisfac-
tion, and performance.

In contrast, the absence of OI can lead to employee
disengagement, lower job satisfaction, and increased turnover,
as workers may feel that their contributions are not valued or that
the organization lacks a forward-thinking vision. For employers,
‘No OI’ can result in a decline in competitive advantage, reduced
market share, and an inability to adapt to industry changes.
Hence, we recommend that future researchers investigate the
consequences of “No OI” for both employees and employers and
provide insights into the risks of stagnant innovation
environments.

Implications of the study. This study has many implications for
academicians, practitioners, researchers, and broader societal
contexts. Understanding the current trends, influential sources,
contributors, and themes identified in this study can significantly
benefit academicians and scholars in discerning the reasons
behind its prominence. For instance, Cluster 4 (Leadership and
Employee Creativity cluster) exemplifies how different leadership
styles foster employee creativity. This insight assists practitioners
in adopting a leadership style that encourages creativity and
promotes innovative work behavior, leading to enhanced orga-
nizational performance and employee satisfaction. The biblio-
graphic coupling reveals that developmental and transformational
leadership styles have an important role in fostering employee
creativity through OI. This concept is critical for managers and
leaders because it highlights the need to adopt particular leader-
ship styles that not only encourage creativity but also promote
continual innovation within teams. Practitioners can use these
findings to create a work environment that fosters creative

Recruitment
and 

Attraction

•Positive Impact: Strong OI can attract candidates who resonate with the organizational values and identity, aligning them with the culture even before
joining.

•Potential Risk: Overemphasis on OI may alienate diverse talent or create biases, potentially excluding candidates who could bring innovation.

Orientation
and 

Socialization

•Positive Impact: During onboarding, employees with strong OI quickly assimilate, aligning with the company culture and forming a sense of belonging.
•Potential Risk: Groupthink may emerge if new employees feel pressured to conform, potentially stifling creativity and personal identity expression.

Engagement 
and 

Performance

•Positive Impact: Employees with high OI demonstrate increased motivation, engagement, and dedication to achieving organizational goals, often
enhancing job performance.

•Potential Risk: Employees may over-identify with the organization, leading to burnout or neglecting their own well-being in pursuit of organizational
objectives.

Career
Development
and Growth

•Positive Impact: OI fosters loyalty and retention, motivating employees to grow within the company, often improving internal promotion rates.
•Potential Risk: Over-identification may cause employees to feel "trapped," unable to envision career paths outside of the organization or limit innovation
by adhering strictly to organizational norms.

Retention
and Loyalty

•Positive Impact: High OI creates a psychological contract where employees feel emotionally and morally committed to the organization, leading to
stronger retention and willingness to contribute to its long-term success.

•Potential Risk: Excessive loyalty can cause employees to overlook unethical practices or resist necessary organizational changes for fear of losing their
identity.

Exit and 
Post-exit 
Relations

•Positive Impact: Employees with high OI may continue to advocate for the organization post-exit, maintaining a positive relationship as alumni or even
returning.

•Potential Risk: Loss of self-identity can result in difficulties during the transition, where employees feel disconnected after leaving the organization,
affecting their future roles.

Fig. 8 Framework linking OI and employee life cycle. Author Creation.
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thinking, leading to enhanced problem-solving skills and a
competitive advantage.

The theoretical framework (RQ 8) provides practitioners and
managers with a precise roadmap to identify and enhance the
cognitive and affective aspects in order to achieve the desired
outcome. Figure 7 helps practitioners align organizational values
with employee expectations to strengthen OI and adapt to the
changing psychosocial contract. Promoting ethical leadership,
guaranteeing open communication, and improving employee
engagement by means of goal-oriented work settings would help
one accomplish this. Furthermore, workplace flexibility and CSR
initiatives can boost OI and talent retention. This will be useful in
developing a stronger dyadic relationship between employer and
employee, which may help reduce negative impacts like burnout,
unethical pro-organizational conduct, and quit intentions.
Further, OI manifests at individual, group, and organizational
levels, influencing commitment and behavior. It relates closely to
concepts like job satisfaction, OCB, and leadership efficacy.
Managers may use these findings to create measures that improve
employee well-being, lower turnover rates, and foster a more
ethical and sustainable workplace. Lastly, we developed a frame-
work (Fig. 8) based on this theoretical map, which discusses the
positive and negative effects of OI on the employee lifecycle. From
recruitment to onboarding, development, and retention stages,
this paradigm provides a tool to help practitioners negotiate the
complexity of OI at pivotal points in the employee lifecycle, which
may strengthen the employer-employee relationship.

For scholars, OI is conceptualized in a variety of ways across
perspectives and paradigms, including the emphasis on group
affiliation in social identity theory and the emphasis on affective
attachment and commitment in organizational behavior. Its
increasing importance in the workplace is indicative of a
transition toward understanding the efficacy of leadership,
organizational culture, and employee engagement in the devel-
opment of performance and loyalty. This trend presents a
challenge to academicians, as it requires the integration of
multidisciplinary insights, the advancement of theoretical frame-
works, and empirical research to address the changing dynamics
of organizational structures and employee expectations.

For researchers, co-occurrence analysis results provide a
pathway to explore unexplored facets, including the relationship
between OI and elements such as psychological contract breach,
psychological safety, and other less focused areas (with thinner
bubbles). This opens up new avenues for academic inquiry,
allowing researchers to explore the nuances of how these factors
interplay with OI and impact employee outcomes. Such
exploration can contribute to a richer understanding of the
dynamics within organizations and offer evidence-based recom-
mendations for fostering a supportive work environment.

The social implications of this research are noteworthy.
Organizations that foster creative and innovative leadership boost
the economy. This technique relies on OI since people who closely
identify with their organization are more creative. Organizations that
promote psychological safety and resolve psychological contract
breaches can increase employees’ mental health and well-being,
which is linked to high OI. This can reduce work-related stress and
burnout for society. Understanding and preventing unethical
business practices can also promote communal ethics. By fostering
a sense of belonging and alignment with business values, high OI
can reduce unethical behavior and promote ethics.

Conclusion
Bibliometric analysis is a highly effective scientific tool for sum-
marizing and synthesizing literature (Donthu et al. 2021). This study
provides visualizations of annual publishing trends, co-citation

analysis, corpus theories, and a conceptual and theoretical map. This
study highlighted the most prominent sources based on top citations
and the highest number of publications. Furthermore, the study
projected the most influential articles, institutions, authors, and
countries within this field of research. Furthermore, the study
included a comprehensive review of the five thematic clusters,
including the variables used, methods used, findings, and the authors’
recommendations. Furthermore, the study provides a theoretical map
of OI to help readers comprehend its impact on individual and
organizational results. It also provides a detailed content analysis and
identifies gaps. The paper goes on to discuss potential areas for future
research in the field. This research helps practitioners and academics
by summarizing the corpus and providing intellectual specifics about
the research. Thus, the current study has led to a better under-
standing of the research topic by examining bibliographic aspects as
well as content analysis. Recognizing and fostering OI can help firms
build a more engaged, productive, and inventive workforce. This can
result in a variety of benefits, including increased performance, lower
turnover, better customer service, and a stronger reputation.

Data availability
The data for this study’s conclusions were acquired from data-
bases in the public domain of the Scopus core collection, and the
key term “Organizational Identification” can be used in data
extraction searches.

Received: 10 January 2024; Accepted: 24 October 2024;

References
Abdullah M, Ashraf S, Sarfraz M (2017) The organizational identification per-

spective of CSR on creative performance: the moderating role of creative self-
efficacy. Sustainability 9:2125. https://doi.org/10.3390/su9112125

Allen GW, Attoh PA, Gong T (2017) Transformational leadership and affective
organizational commitment: mediating roles of perceived social responsibility
and organizational identification. Soc Responsib J 13:585–600. https://doi.
org/10.1108/SRJ-11-2016-0193

Amiri AM, Kushwaha BP, Singh R (2023) Visualisation of global research trends
and future research directions of digital marketing in small and medium
enterprises using bibliometric analysis. J Small Bus Enterp Dev 30:621–641.
https://doi.org/10.1108/JSBED-04-2022-0206

Arshad M, Dost M, Qasim N (2023) Enhancing employee work engagement
through organizational identification, gender and leader social dominance
orientation. Gend Manag: Int J 38:1014–1028. https://doi.org/10.1108/GM-
05-2021-0138

Ashforth BE, Harrison SH, Corley KG (2008) Identification in organizations: an
examination of four fundamental questions. J Manag 34:325–374. https://doi.
org/10.1177/0149206308316059

Ashforth BE, Mael F (1989) Social identity theory and the organization. Acad
Manag Rev 14:20–39. https://doi.org/10.5465/amr.1989.4278999

Astakhova MN, Porter G (2015) Understanding the work passion–performance
relationship: the mediating role of organizational identification and moder-
ating role of fit at work. Hum Relat 68:1315–1346. https://doi.org/10.1177/
0018726714555204

Avanzi L, Schuh SC, Fraccaroli F, van Dick R (2015) Why does organizational
identification relate to reduced employee burnout? The mediating influence
of social support and collective efficacy. Work Stress 29:1–10. https://doi.org/
10.1080/02678373.2015.1004225

Besharov ML (2014) The relational ecology of identification: how organizational
identification emerges when individuals hold divergent values. Acad Manag J
57:1485–1512. https://doi.org/10.5465/amj.2011.0761

Blader SL, Patil S, Packer DJ (2017) Organizational identification and workplace
behavior: more than meets the eye. Res Organ Behav 37:19–34

Brammer S, He H, Mellahi K (2015) Corporate social responsibility, employee
organizational identification, and creative effort. Group Organ Manag
40:323–352. https://doi.org/10.1177/1059601114562246

Brown ME (1969) Identification and some conditions of organizational involve-
ment. Adm Sci Q 14:346. https://doi.org/10.2307/2391129

REVIEW ARTICLE HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7

18 HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7

https://doi.org/10.3390/su9112125
https://doi.org/10.1108/SRJ-11-2016-0193
https://doi.org/10.1108/SRJ-11-2016-0193
https://doi.org/10.1108/JSBED-04-2022-0206
https://doi.org/10.1108/GM-05-2021-0138
https://doi.org/10.1108/GM-05-2021-0138
https://doi.org/10.1177/0149206308316059
https://doi.org/10.1177/0149206308316059
https://doi.org/10.5465/amr.1989.4278999
https://doi.org/10.1177/0018726714555204
https://doi.org/10.1177/0018726714555204
https://doi.org/10.1080/02678373.2015.1004225
https://doi.org/10.1080/02678373.2015.1004225
https://doi.org/10.5465/amj.2011.0761
https://doi.org/10.1177/1059601114562246
https://doi.org/10.2307/2391129


Brown R (2000) Social identity theory: past achievements, current problems and
future challenges. Eur J Soc Psychol 30:745–778

Chen M, Chen CC, Sheldon OJ (2016) Relaxing moral reasoning to win: how
organizational identification relates to unethical pro-organizational behavior.
J Appl Psychol 101:1082–1096. https://doi.org/10.1037/apl0000111

Chen X, Liang X, Wu H (2023) Cross-border mergers and acquisitions and CSR
performance: evidence from China. J Bus Ethics 183:255–288. https://doi.org/
10.1007/s10551-021-05025-6

Conroy S, Henle CA, Shore L, Stelman S (2017) Where there is light, there is dark:
a review of the detrimental outcomes of high organizational identification. J
Organ Behav 38:184–203. https://doi.org/10.1002/job.2164

Cook KS, Rice E (2006) Social Exchange Theory. In: Delamater J (ed) Handbook of
Social Psychology. Springer US, New York, pp 53–76

De Clercq D, Belausteguigoitia I (2022) Political skill and organizational identifi-
cation: Preventing role ambiguity from hindering organizational citizenship
behaviour. J Manag Organ 28:973–992. https://doi.org/10.1017/jmo.2019.31

De Clercq D, Kundi YM, Sardar S, Shahid S (2021) Perceived organizational
injustice and counterproductive work behaviours: mediated by organizational
identification, moderated by discretionary human resource practices. Pers
Rev 50:1545–1565. https://doi.org/10.1108/PR-06-2020-0469

De Roeck K, El Akremi A, Swaen V (2016) Consistency matters! How and when
does corporate social responsibility affect employees’ organizational identi-
fication? J Manag Stud 53:1141–1168. https://doi.org/10.1111/joms.12216

de Roeck K, Marique G, Stinglhamber F, Swaen V (2014) Understanding
employees’ responses to corporate social responsibility: mediating roles of
overall justice and organisational identification. Int J Hum Resour Manag
25:91–112. https://doi.org/10.1080/09585192.2013.781528

Demirtas O, Hannah ST, Gok K et al. (2017) The moderated influence of ethical
leadership, via meaningful work, on followers’ engagement, organizational
identification, and envy. J Bus Ethics 145:183–199. https://doi.org/10.1007/
s10551-015-2907-7

Donthu N, Kumar S, Mukherjee D et al. (2021) How to conduct a bibliometric
analysis: an overview and guidelines. J Bus Res 133:285–296. https://doi.org/
10.1016/j.jbusres.2021.04.070

Dutton JE, Dukerich JM, Harquail CV (1994) Organizational images and member
identification. Adm Sci Q 39:239. https://doi.org/10.2307/2393235

Edwards MR (2005) Organizational identification: a conceptual and operational
review. Int J Manag Rev 7:207–230. https://doi.org/10.1111/j.1468-2370.2005.
00114.x

Ellegaard O, Wallin JA (2015) The bibliometric analysis of scholarly production:
how great is the impact? Scientometrics 105:1809–1831. https://doi.org/10.
1007/s11192-015-1645-z

Epitropaki O (2013) A multi-level investigation of psychological contract breach
and organizational identification through the lens of perceived organizational
membership: testing a moderated-mediated model. J Organ Behav 34:65–86.
https://doi.org/10.1002/job.1793

Erdurmazlı E, Erdem H, Türen U et al. (2024) Nomophobia in today’s overlapping
work and family domains: the influences on organizational identification. J
Gen Manag 49:289–302. https://doi.org/10.1177/03063070221117928

Farooq O, Rupp DE, Farooq M (2017) The multiple pathways through which
internal and external corporate social responsibility influence organizational
identification and multifoci outcomes: the moderating role of cultural and
social orientations. Acad Manag J 60:954–985. https://doi.org/10.5465/amj.
2014.0849

Frazier ML, Fainshmidt S, Klinger RL et al. (2017) Psychological safety: a meta-
analytic review and extension. Pers Psychol 70:113–165. https://doi.org/10.
1111/PEPS.12183

Freeman A, Koçak Ö (2023) Designing inclusive organizational identities. J Organ
Des 12:177–193. https://doi.org/10.1007/s41469-023-00150-0

Galvin BM, Lange D, Ashforth BE (2015) Narcissistic organizational identification:
seeing oneself as central to the organization’s identity. Acad Manag Rev
40:163–181. https://doi.org/10.5465/amr.2013.0103

Glavas A, Godwin LN (2013) Is the perception of “goodness” good enough?
Exploring the relationship between perceived corporate social responsibility
and employee organizational identification. J Bus Ethics 114:15–27. https://
doi.org/10.1007/s10551-012-1323-5

Groff ML, Offringa M, Emdin A et al. (2020) Publication trends of pediatric and
adult randomized controlled trials in general medical journals, 2005–2018: a
citation analysis. Children 7:293. https://doi.org/10.3390/children7120293

Guo Q, Shen H, Fan DXF, Buhalis D (2024) CSR influence on job performance: the
roles of psychological needs fulfillment and organizational identification
among tourism firms. Int J Contemp Hosp Manag 36:1665–1689. https://doi.
org/10.1108/IJCHM-09-2022-1180

Hadi P, Johan A (2023) The effect of perceived organizational support on career
commitment: the mediating role of work engagement. Qual—Access Success
24:148–155. https://doi.org/10.47750/QAS/24.196.20

He H, Pham HQ, Baruch Y, Zhu W (2014a) Perceived organizational support and
organizational identification: joint moderating effects of employee exchange

ideology and employee investment. Int J Hum Resour Manag 25:2772–2795.
https://doi.org/10.1080/09585192.2014.908315

He H, Zhu W, Zheng X (2014b) Procedural justice and employee engagement:
roles of organizational identification and Moral Identity Centrality. J Bus
Ethics 122:681–695. https://doi.org/10.1007/s10551-013-1774-3

Jahan N, Kim SW (2021) Understanding online community participation behavior
and perceived benefits: a social exchange theory perspective. PSU Res Rev
5:85–100. https://doi.org/10.1108/PRR-12-2019-0036

Jahanzeb S, Bouckenooghe D, Fatima T, Akram M (2024) Opportunistic silence:
ignited by psychological contract breach, instigated by hostile attribution bias.
Pers Rev 53:1768–1786. https://doi.org/10.1108/PR-11-2021-0793

Jiang Z (2024) Cross-level effects of diversity climate on employee organizational
identification: evidence from law enforcement units. Public Perform Manag
Rev 47:56–88. https://doi.org/10.1080/15309576.2023.2184401

Jun K, Lee J, Lee J (2024) Unraveling the dynamics of employee retention in Asian
organizations: exploring the interplay of organizational identification, affec-
tive commitment, and trust in leadership. Asian Bus Manag. https://doi.org/
10.1057/s41291-024-00268-3

Kaltiainen J, Virtanen A, Hakanen JJ (2022) Social courage promotes organiza-
tional identification via crafting social resources at work: a repeated-measures
study. Hum Relat. https://doi.org/10.1177/00187267221125374

Karanika-Murray M, Duncan N, Pontes HM, Griffiths MD (2015) Organizational
identification, work engagement, and job satisfaction. J Manag Psychol
30(8):1019–1033

Kashyap V, Chaudhary R (2019) Linking employer brand image and work
engagement: modelling organizational identification and trust in organization
as mediators. South Asian J Hum Resour Manag 6:177–201. https://doi.org/
10.1177/2322093719844644

Kazmi SW, Javaid ST (2022) Antecedents of organizational identification: impli-
cations for employee performance. RAUSP Manag J 57:111–130. https://doi.
org/10.1108/RAUSP-02-2020-0017

Kelman HC (1958) Compliance, identification, and internalization three processes
of attitude change. J Confl Resolut 2:51–60. https://doi.org/10.1177/
002200275800200106

Kim B, Eun J (2022) Agency power and organizational identification among
Korean government employees. J Asian Public Policy. https://doi.org/10.
1080/17516234.2022.2058318

Kim NY (2020) Linking individuation and organizational identification: Mediation
through psychological safety. J Soc Psychol 160:216–235. https://doi.org/10.
1080/00224545.2019.1644279

Kong DT (2016) The pathway to unethical pro-organizational behavior: Organiza-
tional identification as a joint function of work passion and trait mindfulness.
Personal Individ Differ 93:86–91. https://doi.org/10.1016/j.paid.2015.08.035

Koroni SK, Xenikou A, Hantzi A (2023) The role of perceived organizational culture
in the link between leadership and organizational identification: a multilevel
analysis. Psychology 28:230–252. https://doi.org/10.12681/psy_hps.26167

Lam LW, Liu Y, Loi R (2016) Looking intra-organizationally for identity cues: whether
perceived organizational support shapes employees’ organizational identification.
Hum Relat 69:345–367. https://doi.org/10.1177/0018726715584689

Le PB, Lei H (2019) Determinants of innovation capability: the roles of trans-
formational leadership, knowledge sharing and perceived organizational
support. J Knowl Manag 23:527–547. https://doi.org/10.1108/JKM-09-
2018-0568

Lee ES, Park TY, Koo B (2015) Identifying organizational identification as a basis
for attitudes and behaviors: a meta-analytic review. Psychol Bull
141:1049–1080. https://doi.org/10.1037/bul0000012

Lee S, Hameduddin T, Lee GR (2023) Organizational Image and Employee
Engagement: Exploring the Inter-relationships between Construed External
Image and Perceived Organizational Identity. Am Rev Public Adm 53:82–96.
https://doi.org/10.1177/02750740221147573

Li R, Zhang ZY, Tian XM (2016) Can self-sacrificial leadership promote sub-
ordinate taking charge? The mediating role of organizational identification
and the moderating role of risk aversion. J Organ Behav 37:758–781. https://
doi.org/10.1002/job.2068

Liu C, Wang C, Wang H (2021a) How do leaders’ positive emotions improve
followers’ person–job fit in China? The effects of organizational identification
and psychological safety. Leadersh Organ Dev J 42:161–177. https://doi.org/
10.1108/LODJ-09-2019-0388

Liu H, Bracht E, Zhang X et al. (2021b) Creativity in non‐routine jobs: the role of
transformational leadership and organizational identification. Creat Innov
Manag 30:129–143. https://doi.org/10.1111/caim.12419

Lo Presti A, De Rosa A, Kundi YM et al (2024) Be a boundaryless good guy! How
job embeddedness mediates and organizational identification moderates the
associations of boundaryless career attitude with extra-role behaviours.
Career Development International

Loi R, Chan KW, Lam LW (2014) Leader–member exchange, organizational
identification, and job satisfaction: a social identity perspective. J Occup
Organ Psychol 87:42–61. https://doi.org/10.1111/joop.12028

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7 REVIEW ARTICLE

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7 19

https://doi.org/10.1037/apl0000111
https://doi.org/10.1007/s10551-021-05025-6
https://doi.org/10.1007/s10551-021-05025-6
https://doi.org/10.1002/job.2164
https://doi.org/10.1017/jmo.2019.31
https://doi.org/10.1108/PR-06-2020-0469
https://doi.org/10.1111/joms.12216
https://doi.org/10.1080/09585192.2013.781528
https://doi.org/10.1007/s10551-015-2907-7
https://doi.org/10.1007/s10551-015-2907-7
https://doi.org/10.1016/j.jbusres.2021.04.070
https://doi.org/10.1016/j.jbusres.2021.04.070
https://doi.org/10.2307/2393235
https://doi.org/10.1111/j.1468-2370.2005.00114.x
https://doi.org/10.1111/j.1468-2370.2005.00114.x
https://doi.org/10.1007/s11192-015-1645-z
https://doi.org/10.1007/s11192-015-1645-z
https://doi.org/10.1002/job.1793
https://doi.org/10.1177/03063070221117928
https://doi.org/10.5465/amj.2014.0849
https://doi.org/10.5465/amj.2014.0849
https://doi.org/10.1111/PEPS.12183
https://doi.org/10.1111/PEPS.12183
https://doi.org/10.1007/s41469-023-00150-0
https://doi.org/10.5465/amr.2013.0103
https://doi.org/10.1007/s10551-012-1323-5
https://doi.org/10.1007/s10551-012-1323-5
https://doi.org/10.3390/children7120293
https://doi.org/10.1108/IJCHM-09-2022-1180
https://doi.org/10.1108/IJCHM-09-2022-1180
https://doi.org/10.47750/QAS/24.196.20
https://doi.org/10.1080/09585192.2014.908315
https://doi.org/10.1007/s10551-013-1774-3
https://doi.org/10.1108/PRR-12-2019-0036
https://doi.org/10.1108/PR-11-2021-0793
https://doi.org/10.1080/15309576.2023.2184401
https://doi.org/10.1057/s41291-024-00268-3
https://doi.org/10.1057/s41291-024-00268-3
https://doi.org/10.1177/00187267221125374
https://doi.org/10.1177/2322093719844644
https://doi.org/10.1177/2322093719844644
https://doi.org/10.1108/RAUSP-02-2020-0017
https://doi.org/10.1108/RAUSP-02-2020-0017
https://doi.org/10.1177/002200275800200106
https://doi.org/10.1177/002200275800200106
https://doi.org/10.1080/17516234.2022.2058318
https://doi.org/10.1080/17516234.2022.2058318
https://doi.org/10.1080/00224545.2019.1644279
https://doi.org/10.1080/00224545.2019.1644279
https://doi.org/10.1016/j.paid.2015.08.035
https://doi.org/10.12681/psy_hps.26167
https://doi.org/10.1177/0018726715584689
https://doi.org/10.1108/JKM-09-2018-0568
https://doi.org/10.1108/JKM-09-2018-0568
https://doi.org/10.1037/bul0000012
https://doi.org/10.1177/02750740221147573
https://doi.org/10.1002/job.2068
https://doi.org/10.1002/job.2068
https://doi.org/10.1108/LODJ-09-2019-0388
https://doi.org/10.1108/LODJ-09-2019-0388
https://doi.org/10.1111/caim.12419
https://doi.org/10.1111/joop.12028


Ma C, Yang B, Shen Y (2022) Linking organizational identification with employee
outcomes: a moderated mediation model. J Pers Psychol 21:175–184. https://
doi.org/10.1027/1866-5888/a000300

Mael F, Ashforth BE (1992) Alumni and their alma mater: a partial test of the
reformulated model of organizational identification. J Organ Behav
13:103–123. https://doi.org/10.1002/job.4030130202

Mao Y, Kang X, Lai Y et al (2023) Authentic leadership and employee resilience
during the COVID-19: the role of flow, organizational identification, and
trust. Current Psychol. https://doi.org/10.1007/s12144-022-04148-x

Mazumder T, Nanda Agarwal M, Sharma T (2022) Organizational identification of
knowledge workers in India: causes, consequences and the relevance of
context. Pers Rev 51:1020–1040. https://doi.org/10.1108/PR-04-2020-0255

McBurney MK, Novak PL (2002) What is bibliometrics and why should you care?
In: Abstracts of the IEEE International Professional Communication Con-
ference on Reflection on Communication, IEEE, Portland, OR, USA, pp
108–114

Meyer JP, Allen NJ (1991) A three-component conceptualization of organizational
commitment. Hum Resour Manag Rev 1:61–89. https://doi.org/10.1016/
1053-4822(91)90011-Z

Mishra V, Sharma V, Uppal N (2024) The curvilinear relationship between moral
identity and unethical pro-organizational behavior: moderating role of
organizational identification. Int J Manpow. https://doi.org/10.1108/IJM-06-
2023-0343

Naumtseva E (2019) The role of organizational identification in organizational
change | Роль организационной идентификации в ситуации
организационных изменений. Organizational Psychology | Organi-
zatsionnaya Psikhologiya 9(2):106–128

Newman A, Miao Q, Hofman PS, Zhu CJ (2016) The impact of socially
responsible human resource management on employees’ organizational
citizenship behaviour: the mediating role of organizational identification.
Int J Hum Resour Manag 27:440–455. https://doi.org/10.1080/09585192.
2015.1042895

Ngo H, Loi R, Foley S et al. (2013) Perceptions of organizational context and job
attitudes: the mediating effect of organizational identification. Asia Pac J
Manag 30:149–168. https://doi.org/10.1007/s10490-012-9289-5

Page MJ, McKenzie JE, Bossuyt PM et al. (2021) Updating guidance for reporting
systematic reviews: development of the PRISMA 2020 statement. J Clin
Epidemiol 134:103–112. https://doi.org/10.1016/j.jclinepi.2021.02.003

Peng X, Lee S, Lu Z (2020) Employees’ perceived job performance, organizational
identification, and pro-environmental behaviors in the hotel industry. Int J
Hosp Manag 90:102632. https://doi.org/10.1016/j.ijhm.2020.102632

Petriglieri JL (2015) Co-creating relationship repair: pathways to reconstructing
destabilized organizational identification. Adm Sci Q 60:518–557. https://doi.
org/10.1177/0001839215579234

Rim H, Yang SU, Lee J (2016) Strategic partnerships with nonprofits in corporate
social responsibility (CSR): the mediating role of perceived altruism and
organizational identification. J Bus Res 69:3213–3219. https://doi.org/10.
1016/j.jbusres.2016.02.035

Rotondi JrT (1975) Organizational identification: Issues and implications. Organ
Behav Hum Perform 13:95–109

Rudawska A (2024) Commitment-based human resource practices, job satisfaction
and proactive knowledge-seeking behavior: the moderating role of organi-
zational identification. Central Eur Manag J. https://doi.org/10.1108/CEMJ-
05-2023-0217

Schaubroeck JM, Peng AC, Hannah ST (2013) Developing trust with peers and
leaders: impacts on organizational identification and performance during
entry. Acad Manag J 56:1148–1168. https://doi.org/10.5465/amj.2011.0358

Schaufeli WB, Bakker AB (2004) Job demands, job resources, and their relationship
with burnout and engagement: a multi‐sample study. J Organ Behav
25:293–315. https://doi.org/10.1002/job.248

Shagirbasha S, Iqbal J, Madhan K et al (2023) Workplace isolation during COVID-
19 and work–family conflict among academicians: interplay of psychological
stress and organizational identification. Int J Manpow. https://doi.org/10.
1108/IJM-04-2022-0190

Shen Y, Jackson T, Ding C et al. (2014) Linking perceived organizational support with
employee work outcomes in a Chinese context: organizational identification as a
mediator. Eur Manag J 32:406–412. https://doi.org/10.1016/j.emj.2013.08.004

Singh VK, Singh P, Karmakar M et al. (2021) The journal coverage of Web of
Science, Scopus and Dimensions: a comparative analysis. Scientometrics
126:5113–5142. https://doi.org/10.1007/s11192-021-03948-5

Spasojevic B, Lohmann G, Scott N (2018) Air transport and tourism—a systematic
literature review (2000–2014). Curr Issues Tour. 21:975–997

Stamper C (2003) The impact of perceived organizational support on the rela-
tionship between boundary spanner role stress and work outcomes. J Manag
29:569–588. https://doi.org/10.1016/S0149-2063(03)00025-4

Sufi AF, Raja U, Butt AN (2023) Impact of peer unethical behaviors on employee
silence: the role of organizational identification and emotions. J Bus Ethics.
https://doi.org/10.1007/s10551-023-05397-x

Sun R, Li J-YQ, Lee Y, Tao W (2021) The role of symmetrical internal commu-
nication in improving employee experiences and organizational identification
during COVID-19 pandemic-induced organizational change. Int J Bus
Commun. https://doi.org/10.1177/23294884211050628

Suthatorn P, Charoensukmongkol P (2023) How work passion and job tenure
mitigate the effect of perceived organizational support on organizational
identification of flight attendants during the COVID-19 pandemic. Asia Pac
Manag Rev 28:347–357. https://doi.org/10.1016/J.APMRV.2022.12.003

Thaker DJ, Raval DRHR, Kedia K (2024) A perceptive of bibliometric analysis on
university-industry collaboration using PRISMA framework. J Adv Zool.
https://doi.org/10.53555/jaz.v45i1.3500

Turner JC, Brown RJ, Tajfel H (1979) Social comparison and group interest in
ingroup favouritism. Eur J Soc Psychol 9:187–204. https://doi.org/10.1002/
ejsp.2420090207

Urbini F, Chirumbolo A, Caracuzzo E, Callea A (2023) Job satisfaction and OCBs:
what’s new? The mediating role of organizational identification. Int J Organ
Anal 31:1748–1762. https://doi.org/10.1108/IJOA-07-2021-2865

Vadera AK, Pratt MG (2013) Love, hate, ambivalence, or indifference? A con-
ceptual examination of workplace crimes and organizational identification.
Organ Sci 24:172–188. https://doi.org/10.1287/orsc.1110.0714

Van den Akker OR, Weston S, Campbell L et al (2021) Preregistration of secondary
data analysis: a template and tutorial. Meta-Psychology 5 https://doi.org/10.
15626/mp.2020.2625

Walk M, Peterson E (2023) Volunteers as active shapers of their work: the role of
job crafting in volunteer satisfaction and organizational identification.
Voluntas 34:289–300. https://doi.org/10.1007/s11266-022-00462-x

Wang HJ, Demerouti E, Le Blanc P (2017) Transformational leadership, adapt-
ability, and job crafting: the moderating role of organizational identification. J
Vocat Behav 100:185–195. https://doi.org/10.1016/j.jvb.2017.03.009

Weisman H, Wu CH, Yoshikawa K, Lee HJ (2023) Antecedents of organizational
identification: a review and agenda for future research. J Manag
49:2030–2061. https://doi.org/10.1177/01492063221140049

Wu C-H, Liu J, Kwan HK, Lee C (2016) Why and when workplace ostracism
inhibits organizational citizenship behaviors: an organizational identification
perspective. J Appl Psychol 101:362–378. https://doi.org/10.1037/apl0000063

Yasmeen A, Khan MM, Ahmed SS (2024) A hurting embrace does not last long:
toxicity of abusive supervision erodes leader and organizational identification
to cause turnover intention. J Health Organ Manag 38:92–111. https://doi.
org/10.1108/JHOM-03-2023-0082

Zagenczyk TJ, Purvis RL, Cruz KS et al. (2021) Context and social exchange:
perceived ethical climate strengthens the relationships between perceived
organizational support and organizational identification and commitment.
Int J Hum Resour Manag 32:4752–4771. https://doi.org/10.1080/09585192.
2019.1706618

Zavyalova A, Pfarrer MD, Reger RK, Hubbard TD (2016) Reputation as a benefit
and a burden? How stakeholders’ organizational identification affects the role
of reputation following a negative event. Acad Manag J 59:253–276. https://
doi.org/10.5465/amj.2013.0611

Zhang G, Wang Y (2022) Organizational identification and employees’ innovative
behavior: the mediating role of work engagement and the moderating role of
creative self-efficacy. Chin Manag Stud 16:1108–1123. https://doi.org/10.
1108/CMS-07-2021-0294

Zhang Y, Chen CC (2013) Developmental leadership and organizational citizen-
ship behavior: mediating effects of self-determination, supervisor identifica-
tion, and organizational identification. Leadersh Q 24:534–543. https://doi.
org/10.1016/j.leaqua.2013.03.007

Zhao H, Liu W, Li J, Yu X (2019) Leader–member exchange, organizational identi-
fication, and knowledge hiding: The moderating role of relative leader–member
exchange. J Organ Behav 40:834–848. https://doi.org/10.1002/job.2359

Zhou J, He W (2023) Organizational identification and alternative job opportu-
nities of hotel internship students during COVID-19. J Qual Assur Hosp
Tour. https://doi.org/10.1080/1528008X.2023.2209755

Author contributions
The entire manuscript was written and conceptualized by Divya. S, the first author, with
input from Prabu Christopher B (PCB), the corresponding author; the article’s research
objectives were developed through their collaboration; this will allow for future studies.
When the article was finished, PCB vetted it before submission.

Funding
Open access funding provided by Vellore Institute of Technology.

Competing interests
The authors declare no competing interests.

REVIEW ARTICLE HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7

20 HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7

https://doi.org/10.1027/1866-5888/a000300
https://doi.org/10.1027/1866-5888/a000300
https://doi.org/10.1002/job.4030130202
https://doi.org/10.1007/s12144-022-04148-x
https://doi.org/10.1108/PR-04-2020-0255
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1108/IJM-06-2023-0343
https://doi.org/10.1108/IJM-06-2023-0343
https://doi.org/10.1080/09585192.2015.1042895
https://doi.org/10.1080/09585192.2015.1042895
https://doi.org/10.1007/s10490-012-9289-5
https://doi.org/10.1016/j.jclinepi.2021.02.003
https://doi.org/10.1016/j.ijhm.2020.102632
https://doi.org/10.1177/0001839215579234
https://doi.org/10.1177/0001839215579234
https://doi.org/10.1016/j.jbusres.2016.02.035
https://doi.org/10.1016/j.jbusres.2016.02.035
https://doi.org/10.1108/CEMJ-05-2023-0217
https://doi.org/10.1108/CEMJ-05-2023-0217
https://doi.org/10.5465/amj.2011.0358
https://doi.org/10.1002/job.248
https://doi.org/10.1108/IJM-04-2022-0190
https://doi.org/10.1108/IJM-04-2022-0190
https://doi.org/10.1016/j.emj.2013.08.004
https://doi.org/10.1007/s11192-021-03948-5
https://doi.org/10.1016/S0149-2063(03)00025-4
https://doi.org/10.1007/s10551-023-05397-x
https://doi.org/10.1177/23294884211050628
https://doi.org/10.1016/J.APMRV.2022.12.003
https://doi.org/10.53555/jaz.v45i1.3500
https://doi.org/10.1002/ejsp.2420090207
https://doi.org/10.1002/ejsp.2420090207
https://doi.org/10.1108/IJOA-07-2021-2865
https://doi.org/10.1287/orsc.1110.0714
https://doi.org/10.15626/mp.2020.2625
https://doi.org/10.15626/mp.2020.2625
https://doi.org/10.1007/s11266-022-00462-x
https://doi.org/10.1016/j.jvb.2017.03.009
https://doi.org/10.1177/01492063221140049
https://doi.org/10.1037/apl0000063
https://doi.org/10.1108/JHOM-03-2023-0082
https://doi.org/10.1108/JHOM-03-2023-0082
https://doi.org/10.1080/09585192.2019.1706618
https://doi.org/10.1080/09585192.2019.1706618
https://doi.org/10.5465/amj.2013.0611
https://doi.org/10.5465/amj.2013.0611
https://doi.org/10.1108/CMS-07-2021-0294
https://doi.org/10.1108/CMS-07-2021-0294
https://doi.org/10.1016/j.leaqua.2013.03.007
https://doi.org/10.1016/j.leaqua.2013.03.007
https://doi.org/10.1002/job.2359
https://doi.org/10.1080/1528008X.2023.2209755


Ethical approval
This manuscript does not contain any studies with human participants performed by any
of the authors.

Informed consent
Since there were no human subjects involved in this review study, no consent was
required.

Additional information
Correspondence and requests for materials should be addressed to B. Prabu Christopher.

Reprints and permission information is available at http://www.nature.com/reprints

Publisher’s note Springer Nature remains neutral with regard to jurisdictional claims in
published maps and institutional affiliations.

Open Access This article is licensed under a Creative Commons
Attribution 4.0 International License, which permits use, sharing,

adaptation, distribution and reproduction in any medium or format, as long as you give
appropriate credit to the original author(s) and the source, provide a link to the Creative
Commons licence, and indicate if changes were made. The images or other third party
material in this article are included in the article’s Creative Commons licence, unless
indicated otherwise in a credit line to the material. If material is not included in the
article’s Creative Commons licence and your intended use is not permitted by statutory
regulation or exceeds the permitted use, you will need to obtain permission directly from
the copyright holder. To view a copy of this licence, visit http://creativecommons.org/
licenses/by/4.0/.

© The Author(s) 2024

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS | https://doi.org/10.1057/s41599-024-03990-7 REVIEW ARTICLE

HUMANITIES AND SOCIAL SCIENCES COMMUNICATIONS |         (2024) 11:1483 | https://doi.org/10.1057/s41599-024-03990-7 21

http://www.nature.com/reprints
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/

	A decadal review of organizational identification: insights from bibliometric analysis and content analysis
	Introduction
	Evolution of OI
	Exploring the dark side of OI and its consequences
	Rationale behind the study

	Literature review
	Research method
	Search strategy
	Data collection
	Research methods and data analysis

	Findings and discussions
	Quantitative bibliographic element analysis
	Performance analysis (emerging tendencies in OI research)


	Top sources for OI
	Productive sources for OI
	Most impactful OI articles
	Most productive Authors, Institutions, and Nations for OI
	Topmost references for OI research
	Co-citation analysis of seminal publications on OI
	Bibliographic coupling for the investigation of thematic clusters analysis
	Cluster 1—Behavioral outcomes
	Cluster 2—Employee behavior and performance
	Cluster 3—The role of identity
	Cluster 4—Leadership-employee creativity
	Cluster 5—Perceived corporate social responsibility

	Co-occurrence analysis
	Qualitative keyword co-occurrence analysis
	Job satisfaction and OI
	Perceived organizational support and OI

	Content analysis
	Theoretical contributions in the corpus
	Analysis of research content and gaps identified
	Theoretical map of OI
	Limitations
	Future research directions
	Implications of the study

	Conclusion
	Data availability
	References
	References
	Author contributions
	Funding
	Competing interests
	Additional information




