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Abstract

Purpose This study explores the intricate interplay between internal brand management (IBM), leadership styles,
and organisational citizenship behaviour (OCB) in the dynamic Egyptian hospitality industry. The purpose is to investi-
gate these relationships, considering the regional nuances of Southern and Northern Egypt.

Design/methodology/approach A comprehensive investigation was conducted to examine the influence of IBM
on OCB and the varying effects of leadership styles in this context. The study also explores the moderating role

of leadership styles in the IBM—OCB relationship. The research is based on meticulous data collection and rigorous
analysis.

Findings The results affirm the central role of IBM in enhancing OCB within the Egyptian hospitality sector, irre-
spective of the region. Additionally, transformational leadership consistently emerges as a potent catalyst for OCB,
while the direct impact of transactional leadership remains inconclusive. Transformational leadership exerts a moder-
ating influence, strengthening the positive relationship between IBM practices and OCB.

Originality/value This research contributes novel insights to the field by examining IBM, leadership styles, and OCB
in the unique context of the Egyptian hospitality industry. The findings provide valuable implications for hotel manag-
ers and practitioners to develop strategies for enhancing employee commitment, fostering OCB, and gaining a com-
petitive advantage in this thriving sector. The study also underscores the importance of considering regional nuances
and tailoring management practices to specific contextual characteristics within the hospitality industry. This research
represents an essential contribution, highlighting the significance of aligning IBM, leadership styles, and OCB to pro-
mote organisational success in the Egyptian hospitality industry.
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Introduction

In today’s dynamic and fiercely competitive business
environment, the hospitality industry faces significant
challenges in establishing and maintaining a strong brand
identity [1]. These challenges highlight the critical role
played by internal brand management (IBM) strategies
and their intricate relationship with leadership styles
in shaping organisational citizenship behaviour (OCB)
among employees in the Egyptian hospitality industry
[2].

Our research journey commences with the primary
aim of examining the impact of IBM practices and leader-
ship styles, with a specific focus on transformational and
transactional leadership, on OCB within diverse regions
of Egypt. We aspire to uncover the mechanisms through
which IBM and leadership foster a positive organisational
culture and encourage desirable employee behaviours.

Motivated by the need to deepen our understanding of
how IBM and leadership styles can contribute to a posi-
tive organisational culture and employee behaviours in
the Egyptian hospitality sector, our research carries sub-
stantial relevance for Egypt’s national economy, where
the hotel industry occupies a central role.

Our study pioneers a comprehensive examination,
uniquely situating IBM and leadership styles within the
context of the Egyptian hospitality industry. This holis-
tic perspective offers a fresh viewpoint on how these
factors impact OCB. We also consider the influence of
regional, cultural, and contextual factors in shaping these
dynamics.

Recognising the existing gap in the literature concern-
ing the dynamics within the Egyptian hospitality industry,
our research endeavours to address this gap by offering a
comprehensive investigation into the influence of inter-
nal brand management practices, specifically focusing
on transformational and transactional leadership, on

organisational citizenship behaviour (OCB) in hotels
across diverse regions of Egypt.

To provide a solid foundation for our research, we
conduct a comprehensive literature review, identifying
knowledge gaps in the existing literature [3, 4]. This lit-
erature review not only defines key concepts but also sets
the stage for addressing these knowledge deficits.

This research paper unfolds in a structured manner,
starting with a comprehensive literature review and gap
identification, followed by a detailed description of our
research methodology. Subsequently, we present empiri-
cal findings and rigorously analyse them using advanced
statistical methods [5]. Our interpretation and discussion
of findings draw from established theories and frame-
works. In conclusion, we synthesise critical insights and
chart directions for future research, ensuring a clear and
organised argumentation throughout the study.

The significance of internal brand management

Internal brand management (IBM) has risen to promi-
nence within the context of the dynamic hospitality
industry. IBM comprises the strategic initiatives organi-
sations employ to instil their brand values and identity in
their workforce. Its primary purpose is to serve as a criti-
cal mechanism for aligning employee behaviour with the
brand’s promises and values [6]. In addition, IBM plays
an important role in influencing employee commitment
and promoting organisational citizenship behaviour
(OCB) [7, 8].

Crossroads of IBM and leadership styles

Transformational ~ and  transactional  leadership
approaches frequently intersect with IBM. Transfor-
mational leadership is distinguished by its capacity to
inspire and motivate employees via the communication
of a shared vision and the encouragement of creativity
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and innovation. In contrast, transactional leadership uti-
lises structured rewards and punishments to motivate
employee performance [9, 10].

The choice of leadership style within an organisation
can substantially impact the success of IBM initiatives. In
the hospitality industry, it is crucial to comprehend the
implications of these leadership styles for IBM [11].

Leadership styles and their influence on employee
behaviour

Considerable research has delved into the impact of vari-
ous leadership styles on employee behaviour, including
their propensity to exhibit OCB [12, 13]. With its empha-
sis on intrinsic motivation, shared values, and a sense of
purpose, transformational leadership is frequently asso-
ciated with higher levels of OCB [2, 14]. In contrast,
transactional leadership tends to emphasise extrinsic
motivation and task-oriented behaviour, which may hin-
der its ability to stimulate OCB [15, 16].

IBM, leadership styles, and OCB: a complicated relationship
The relationship between IBM, leadership styles, and
OCB highlights the importance of understanding how
these elements interact, particularly in the context of
diverse environments like Egypt. Egypts flourishing
hospitality industry adds complexity to the dynamics at
play. The complex relationships between IBM, leadership
styles, and OCB may be influenced by cultural nuances
[17], variations in organisational structures, and varying
employee expectations in Egypt [18].

IBM’s leadership dimensions and their role

IBM’s executives play a crucial role in encouraging
employees to act in accordance with the brand and fos-
tering brand leadership at multiple organisational levels.
In the hospitality industry, where leadership is a foun-
dational management tool, this characteristic is of par-
ticular importance. Leaders are charged with shaping the
brand’s identity and bridging the divide between organi-
sational structure and employee engagement [19, 20].

There are many leadership theories, such as behav-
ioural theory, situational theory, and trait theory. Nev-
ertheless, transformational leadership has emerged as
a modern strategy [21, 22]. Burns’s [10] theory distin-
guishes between transactional and transformational
leadership based on the behavioural components used to
influence followers.

Transformational leadership aims to inspire followers
to surpass expectations, attained through the promo-
tion of the “4 I's™ inspirational motivation, individual
consideration, intellectual stimulation, and idealised
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influence [9]. Often referred to as charisma, idealised
influence entails leaders functioning as role models by
exhibiting behaviours consistent with the organisation’s
brand. By introducing meaning and challenges, inspira-
tional motivation concentrates on strengthening follow-
ers’ commitment to the organisational vision. Intellectual
stimulation promotes innovative thought among follow-
ers, while individual consideration requires leaders to act
as coaches concerned with the success of followers [23].

The context of transactional leadership at IBM

In contrast, transactional leadership utilises a reward
system and exchanges to foster brand-building behav-
iour among employees. Transactional executives who are
brand-specific supervise their subordinates closely and
take corrective action when necessary (management by
exception). In the transactional leadership framework,
compensation is contingent on alignment with the brand
values of the organisation [24, 25].

Addressing research gap and objectives

Despite the vast corpus of research, there are still gaps in
the current body of literature. While previous research
has investigated the individual relationships between
IBM, leadership styles, and OCB, a comprehensive exam-
ination of their intricate interplay within the Egyptian
hospitality industry is still lacking. This study aims to
bridge this research gap by exploring how IBM practises,
underpinned by both transformational and transactional
leadership approaches, influence OCB across various
regions of Egypt.

This research contributes to the expanding body of
knowledge regarding IBM, leadership, and OCB by delv-
ing into these intricate relationships and taking Egypt’s
unique cultural and contextual factors into consideration.
In addition, it offers vital insights for hotel managers and
practitioners working in the Egyptian hospitality indus-
try. These insights can aid in the development of more
effective IBM strategies and leadership approaches that
have the potential to enhance employee commitment and
cultivate OCB.

Methods

Data collection

A comprehensive understanding of the internal brand
management (IBM) concept, leadership styles, and
organisational citizenship behaviour (OCB) was achieved
through the collection of secondary data from perti-
nent textbooks, journals, and online databases. This step
ensured that the investigation had a solid theoretical
foundation [26-28].
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Fig. 1 Conceptual framework

A structured questionnaire was administered to the
personnel of four- and five-star hotels in two distinct
regions of Egypt: southern Egypt (including Luxor and
Aswan) and northern Egypt (including Cairo and Alexan-
dria). The data collection period covered March to June
2023, a timeframe that was chosen to minimise seasonal
fluctuations in hotel operations.

Instruments measurement
The questionnaire had three primary sections:

The purpose of the first section was to assess the extent
to which hotels had adopted IBM practises. Punjaisri and
Wilson [28] adapted questions regarding training and
development activities, reward mechanisms, employee
selection procedures, and internal communication
strategies.

Styles of leadership: the second section evaluated the
leadership styles of hotel managers from the employee’s
perspective. This was measured using the scale devel-
oped by Morhart et al. [26].

The objective of the third section was to assess OCB
among employees of the selected hotels. The dimensions
of OCB as defined by Organ [27] served as the premise
for the development of this questionnaire section.

Hypotheses
The following hypotheses applicable to both sample 1
(southern Egypt) and sample 2 (northern Egypt) were
examined (Fig. 1):

Prepared by researchers

H1 IBM will have a positive influence on OCB.

H2 Transactional leadership will have a positive impact
on OCB.

H3 Transformational leadership will foster OCB.

H4 Transactional leadership will moderate the relation-
ship between IBM and OCB.
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H35 Transformational leadership will moderate the rela-
tionship between IBM and OCB.

Participants and data collection process

In southern Egypt (sample 1), 240 personnel from 12
four- and five-star hotels were given questionnaires. We
received a total of 189 questionnaires, 51 of which were
excluded due to incompleteness.

In northern Egypt (sample 2), 300 employees from 15
four- and five-star hotels were given questionnaires. A
total of 220 questionnaires were returned with complete
responses, while 80 questionnaires were discarded due to
insufficient data.

Participants included employees from the front office,
housekeeping, food and beverage, maintenance, market-
ing, and sales departments. On a five-point Likert scale,
with 5 indicating strong agreement and 1 indicating
strong disagreement, participants were asked to evaluate
the study’s constructs.

Data analysis

The acquired data were subjected to a rigorous analy-
sis using smart PLS 3.0 and partial least squares struc-
tural equation modelling (PLS-SEM) [5]. This statistical
method was chosen due to its capacity to examine com-
plex relationships within the research model.

Assessment of outer measurement model
Several criteria were used to assess the reliability and
validity of the outer measurement model:

+ Cronbach’s alpha was used to evaluate the variables’
internal consistency.

+ Construct validity was determined by examining
convergent and discriminant validity.

+ The outer loadings and cross-loadings were exam-
ined to validate the measurement model’s depend-
ability [5].

Model evaluation

As structural equation modelling (SEM) permits a com-
prehensive examination of the complex interactions
within the research model [29], it was utilised to analyse
the causal relationships between manifest variables.
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Table 1 Cronbach’s alpha, average variance extracted, and reliability for sample 1

Variables Cronbach’s alpha Composite reliability Average variance
extracted (AVE)

IBM 0.950 0.957 0.690

OCB 0.956 0961 0619

Transactional leadership 0.803 0.868 0.623

Transformational leadership 0.939 0.945 0.570

Table 2 Cronbach’s alpha, average variance extracted, and reliability for sample 2

Variables Cronbach’s alpha Composite reliability Average variance
extracted (AVE)

IBM 0.920 0.933 0.583

OCB 0.971 0973 0.709

Transactional leadership 0.929 0.950 0.825

Transformational leadership 0.971 0.971 0.725

Sample selection rationale

The selection of hotels in southern and northern Egypt
was determined by their strategic representation within
the Egyptian hospitality industry. This method sought to
identify a variety of contextual factors that may influence
the study variables, such as cultural nuances, organisa-
tional structures, and employee expectations [18].

Ethical considerations

To ensure the study’s ethical integrity, all ethical consid-
erations, including informed consent and data privacy,
were strictly observed throughout the data collection
process.

By adhering to this exhaustive methodology, the study
seeks to provide valuable insights into the relation-
ship between IBM, leadership styles, and organisational
citizenship behaviour (OCB) in the Egyptian hospital-
ity industry while adhering to the highest standards of
research rigour and ethics.

Results and discussion

In this section, we delve deeper into the theoretical and
scientific contributions of our research. We summarise
the key findings, discuss how our study advances exist-
ing theories, and highlight the novel empirical insights it
provides.

As indicated in Tables 1 and 2, the scales internal con-
sistency reliability was confirmed, Cronbach’s alpha
ranged from 0.803 to 0.971 and composite reliability
also ranged from 0.868 to 0.973. Convergent validity was

assessed by checking the factor loadings of each item and
the values of AVE were>0.50. According to Hair et al.
[10], the factor loadings of the measurement items are
significant and the measurement scales appear also to be
reliable.

To estimate discriminant validity, three criteria were
implemented. They were cross-loading, Fornell-Larcker
criterion, and heterotrait/monotrait ratio (HTMT).

The data collection instrument was proved to be fit for
purpose. The SEM was used to test the interrelationships
between the research variables, because SEM can assess
the causal correlations between the manifest variables
[29].

As indicated in Tables 3 and 4, the outer loading values
that are higher than the cross-loading values are bold and
underlined, this achieves the discriminant validity.

As illustrated in Tables 3 and 4, the bolded values of
the AVEs in the diagonals are greater than the correlation
coefficient between variables. This copes with Fornell and
Larcker’s [30] who suggested that AVE must exceed the
corresponding squared inter-construct correlations esti-
mate between the two constructs. According to Tables 5
and 6, all the variance extracted estimates were greater
than the corresponding inter-construct squared correla-
tion estimates.

It was stated that HTMT readings should be less than
0.90 [31]. The levels for HTMT in the study were lower
than this (see Tables 5, 6). The results indicated that the
model structure has appropriate discriminant valid-
ity. As a result, the outer measurement model’s outputs
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Table 3 Cross-loadings for discriminant validity for sample 1

Items Variables
IBM OCB Transactional leadership Transformational
leadership

Altruism 1 0.340 0.773 —0.089 0.178
Altruism 2 0.394 0.768 -0.116 0.182
Altruism 3 0.391 0.760 -0.133 0.182
Consciousness 1 0.302 0.780 —0.068 0.014
Consciousness 2 0.364 0.782 —-0.153 0.115
Consciousness 3 0.393 0.797 -0.040 0.080
Courtesy 1 0.375 0.816 —-0.090 0.160
Courtesy 2 0.298 0.784 -0.057 0.143
Courtesy 3 0412 0815 -0.079 0.241
Civic virtue 1 0373 0.787 —-0.097 0.121
Civic virtue 2 0374 0.804 -0.077 0.158
Civic virtue 3 0.379 0.833 —0.095 0.113
Sportsmanship 1 0.297 0.761 -0.057 0.061
Sportsmanship 2 0.274 0./764 -0.010 0.029
Sportsmanship 3 0310 0.771 -0.024 0.066
Compensation 1 0.833 0.361 -0.327 0.264
Compensation 1 0.852 0.396 —-0.301 0.266
Internal communication 1 0.840 0377 —0.231 0.269
Internal commmunication 2 0.790 0.293 —-0.207 0.227
Internal communication 3 0.782 0.263 —-0.225 0217
Internal communication 4 0.867 0.348 —0.281 0.292
Selection 1 0.864 0.395 —-0.305 0.283
Selection 2 0.805 0.376 —-0.238 0.266
Training 1 0.836 0470 —-0.201 0.346
Training 2 0.836 0411 -0.214 0.350
Idealised influence 1 0.245 0.120 0.120 0.745
Idealised influence 2 0.250 0.072 0.054 0.715
Idealised influence 3 0.246 0.087 0.073 0.765
|dealised influence 4 0.257 0.140 0.061 0.784
Inspirational motivation 1 0.275 0.153 0.107 0.784
Inspirational motivation 2 0.300 0.174 0.069 0814
Inspirational motivation 3 0.300 0.135 0.042 0.803
Individual consideration 1 0.212 0.098 0.207 0.747
Individual consideration 2 0.238 0.078 0.156 0.750
Individual consideration 3 0.276 0.121 0.064 0.774
Intellectual stimulation 1 0.229 0.081 0.048 0.675
Intellectual stimulation 2 0.202 0.005 0.097 0.681
Intellectual stimulation 3 0.249 0.141 0.084 0.763
Contingent rewards 1 —-0.293 —0.099 0.842 0.055
Contingent rewards 2 —0.287 -0.039 0.765 0.098
Management by exceptions 1 -0.151 -0.076 0.743 0.172

Management by exceptions 2 —0.243 —0.088 0.803 0.059
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Table 4 Cross-loadings for discriminant validity for sample 2

Items Variables
IBM OCB Transactional leadership Transformational
leadership

Altruism 1 0.627 0.884 0.576 0.128
Altruism 2 0.579 0.841 0.465 0.150
Altruism 3 0.636 0.855 0.448 0.104
Consciousness 1 0.578 0.847 0.530 0.102
Consciousness 2 0618 0.837 0.490 0.078
Consciousness 3 0.541 0.825 0.518 0.170
Courtesy 1 0.563 0.857 0428 0.215
Courtesy 2 0.600 0.875 0494 0.146
Courtesy 3 0.522 0.794 0446 0.157
Civic virtue 1 0.524 0.781 0.567 0.143
Civic virtue 2 0.607 0.868 0.504 0.123
Civic virtue 3 0617 0.844 0.506 0.124
Sportsmanship 1 0.637 0.873 0.480 0.114
Sportsmanship 2 0579 0.814 0439 0.191
Sportsmanship 3 0.580 0.825 0.448 0.149
Compensation 1 0.728 0.631 0329 0.072
Compensation 1 0.748 0.559 0.125 0.194
Internal communication 1 0.782 0.521 0336 -0.170
Internal commmunication 2 0611 0.358 0.246 0.218
Internal communication 3 0.710 0455 0.247 -0.041
Internal communication 4 0.863 0.622 0.271 —-0.068
Selection 1 0.768 0.570 0.230 0.174
Selection 2 0.858 0.604 0.283 —-0.109
Training 1 0.795 0.499 0427 —-0.088
Training 2 0.740 0.400 0.283 —-0.089
Idealised influence 1 —-0.052 0.078 0.063 0.865
Idealised influence 2 0.050 0.142 0.119 0.881
Idealised influence 3 -0.113 0.027 0011 0.854
|dealised influence 4 0.064 0.195 0.070 0.909
Inspirational motivation 1 0.027 0.182 0.098 0.896
Inspirational motivation 2 0.012 0.152 0.069 0.899
Inspirational motivation 3 —-0.003 0.144 0.007 0.892
Individual consideration 1 -0.012 0.103 —-0.029 0.858
Individual consideration 2 -0.066 0.102 0.069 0.845
Individual consideration 3 —-0.032 0117 0.079 0.888
Intellectual stimulation 1 -0.077 —0.001 0.028 0.770
Intellectual stimulation 2 -0.113 —-0.027 —0.032 0.774
Intellectual stimulation 3 —-0.106 0.002 0.013 0.707
Contingent rewards 1 0.368 0.563 0931 0.039
Contingent rewards 2 0.327 0.527 0918 —-0.073
Management by exceptions 1 0.203 0413 0.841 0.169

Management by exceptions 2 0.385 0.588 0.940 0.147
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Table 5 Inter-construct correlations, the square root of AVE, and HTMT results for sample 1

Variables AVEs values HTMT results
IBM OCB Transactional Transformational IBM OCB Transactional
leadership leadership leadership
IBM 0.831
OCB 0453 0.787 0459
Transactional leadership 0.304 0.103 0.789 0.352 0.120
Transformational leadership 0.340 0.163 0.115 0.755 0.346 0.159 0.152

Table 6 Inter-construct correlations, the square root of AVE, and HTMT results for sample 2

Variables AVEs values HTMT results
IBM OCB Transactional Transformational IBM OCB Transactional
leadership leadership leadership
IBM 0.763
OCB 0.699 0.842 0.724
Transactional leadership 0.361 0.582 0.908 0.386 0.605
Transformational leadership 0.009 0.164 0.073 0.851 0.195 0.130 0.128

Table 7 Coefficient of determination (%) and (Q?) of the model

for sample 1
Endogenous latent construct (R) @
OCB 0.268 0.157

Table 8 Coefficient of determination (R%) and (Q°) of the model
for sample 2

Endogenous latent construct (R?) (@

OCB 0.657 0442

were regarded as sufficient to proceed with the structural
model’s evaluation.

Assessment of the structural model

The hypotheses were tested by a structural equation
analysis. In particular, the model’s predictive capacity
and the explanatory power were analysed. The VIF val-
ues of the manifest variables ranging from 2.27 to 4.49 for
sample 1 and from 2.15 to 4.61 for sample 2 which are
totally below the suggested threshold value of 5.0, giv-
ing signals for the inexistent of multicollinearity in the
structural model [5]. Regarding R* Chin [32] indicated
that the lower limit for the R? values is 0.10. Therefore,

the R? value of the variables is acceptable (R2 for sample 1
is 0.268 and R2 for sample 2 is 0.657). Besides, the Stone—
Geisser Q? test indicates the variables value greater than
zero, as illustrated in Tables 7 and 8 and providing ade-
quate predictive validity of the model [33]. Accordingly,
enough predictive validity for the structural model was
also confirmed.

Next, the inner model was developed using smart PLS
3 PLS algorithm. All the path coefficients are shown in
Figs. 2 and 3. To test their level of statistical significance,
a bootstrapping algorithm was calculated 5000 times in
the software, as suggested by Hair et al. [5].

The following Tables 9 and 10 summarise hypotheses
testing for samples 1 and 2.

The following results reflect sample 1 located in south-
ern Egypt. As indicated in Table 8, hypotheses 2, 3, and
4 were rejected while hypotheses 1 and 5 were accepted.
IBM had a positive effect on OCB at 5=0.434, P<0.05.
For the moderation effect, it was revealed that transfor-
mational leadership tends to moderate the relationship
between IBM and OCB at $=0.260, P<0.01 (see Fig. 4),
while transactional leadership had not a moderating
effect between IBM and OCB at f=-0.092, P> 0.05.

Sample 1—southern Egypt (Luxor and Aswan)
HI: IBM— OCB (accepted) The acceptance of this
hypothesis is consistent with findings from recent research
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Fig. 2 Structural model for sample 1

by Misko et al. [34], which indicate that effective inter-
nal brand management (IBM) influences organisational
citizenship behaviour (OCB) positively. The employees in
southern Egypt, specifically Luxor and Aswan, manifested
a positive change in behaviour as a result of IBM’s activi-
ties, supporting the notion that IBM promotes OCB.

H2: transactional leadership — OCB (rejected) This
conclusion is consistent with recent research by Kim-
pakorn and Tocquer [35], which suggests that trans-
actional leadership, characterised by its emphasis on
extrinsic motivation, may not directly influence OCB.
The responses of employees in this region did not indi-
cate a significant correlation between transactional
leadership and operational commitment.

H3: transformational leadership — OCB (rejected) Accord-
ing to recent research by Triandis and Gelfand [36], transfor-
mational leadership does not always have a direct effect on
organisational citizenship behaviour (OCB). In this context,
employees did not demonstrate a strong alignment between

Moderating Effec
1

transformational leadership and organisational citizenship
behaviour (OCB).

H4: IBM — transactional leadership— OCB (rejected) This
result is consistent with the findings of Ucanok and Karabat
[37], who found that transactional leadership may not effec-
tively moderate the relationship between IBM and OCB. The
absence of substantial moderation suggests that transactional
leadership did not augment IBM’s impact on OCB in this
sample.

H5: IBM — transformational leadership — OCB
(accepted) Acceptance of this hypothesis indicates that
transformational leadership moderates the relationship
between IBM and OCB. Recent research by Bass [9] has
demonstrated that transformational leadership has the
potential to increase IBM’s impact on OCB. The find-
ings suggest that transformational leadership played a
moderating role, reinforcing the positive relationship
between IBM and OCB.
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Fig. 3 Structural model for sample 2
Table 9 Summary of hypotheses testing for sample 1
Hypotheses Beta (B) (T-value) P values Test result
H1:1BM—OCB 0434 2321 0.021 Accepted
H2: Transactional leadership— OCB —-0.087 0.781 0435 Rejected
H3: Transformational leadership — OCB 0.509 1.881 0.061 Rejected
H4: IBM— Transactional leadership— OCB —0.092 0.637 0.525 Rejected
H5: IBM — Transformational leadership — OCB 0.260 2813 0.005 Accepted

The following results represent sample 2 located
in northern Egypt. As indicated in Table 9, hypoth-
esis 5 was rejected while hypotheses 1, 2, 3, and 4
were accepted. IBM had a positive effect on OCB at
B=0.680, P<0.001, transactional and transforma-
tional leadership had a direct positive effect on OCB

at £=0.350, P<0.001 and at $=0.214, P<0.05. For the
moderation effect, it was revealed that transactional
leadership tends to moderate the relationship between
IBM and OCB at $=0.208, P<0.05 (see Fig. 5), while
transformational leadership had not a moderating
effect between IBM and OCB at S=—0.093, P> 0.05.
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Table 10 Summary of hypotheses testing for sample 2
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Hypotheses Beta (B) (T-value) P values Test result
H1:1BM— OCB 0.680 8.293 0.000 Accepted
H2: Transactional leadership— OCB 0.350 4464 0.000 Accepted
H3: Transformational leadership — OCB 0214 2.229 0.026 Accepted
H4: IBM— Transactional leadership— OCB 0.208 2419 0.016 Accepted
H5: IBM — Transformational leadership — OCB —0.093 0.990 0.323 Rejected
5
45
4
o0
8 35 Moderator
3 -t LOow Transformational

25 - /

—#-— High Transformational

Low IBM

High IBM

Transformational strengthens the positive relationship
between IBM and OCB .

Fig. 4 Interaction plot for transformational leadership moderation effect on IBM towards OCB for sample 1

Sample 2—northern Egypt (Cairo and Alexandria)

HI: IBM— OCB (accepted) The acceptance of this
hypothesis is consistent with the findings of recent research
conducted by Kim et al. [38], which consistently dem-
onstrate that IBM positively influences OCB. Cairo and
Alexandria employees in northern Egypt demonstrated a
strong congruence between IBM practises and OCB.

H2: Transactional leadership — OCB (accepted) The
acceptance of this hypothesis is consistent with recent
research by Huang and Cai [39], which suggests trans-
actional leadership can have a direct positive effect on
OCB. In this sample, employee responses to transac-
tional leadership practises were favourable, indicating a
strengthened OCB.

H3: Transformationalleadership — OCB (accepted) ~Accord-
ing to recent research by Guimaraes et al. [40], transforma-

tional leadership can directly influence organisational citizen-
ship behaviour (OCB). OCB benefited from transformational
leadership practises in this context.

H4: IBM — transactional leadership — OCB
(accepted) Recent research by O'Neill et al. [41] indicates
that transactional leadership can moderate the relationship
between IBM and OCB. This result is supported by these
findings. In this instance, transactional leadership increased
IBM’s impact on OCB.

HS: IBM — transformational leadership - OCB
(rejected) The rejection of this hypothesis indicates that
transformational leadership did not effectively moderate
the relationship between IBM and OCB in this context.
Recent literature by Khan and Rahman [42] indicates that
this moderation effect can vary, and in this case, it was not
significant.
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Moderator

- LOw Transactional

—-— High Transactional

Low IBM

High IBM

Transactional strengthens the positive relationship between
IBM and OCB .

Fig. 5 Interaction plot for transactional leadership moderation effect on IBM towards OCB for sample 2

Our findings robustly validate the hypotheses posited
in our study. The empirical support for these hypothe-
ses further underscores the significance of our research
in advancing the understanding of IBM, leadership, and
OCB.

Conclusion

This research has explored the critical role of inter-
nal brand management (IBM) as a vital tool in shap-
ing employee behaviour and nurturing organisational
citizenship behaviour (OCB) within the dynamic hos-
pitality industry. Our investigation aimed to unravel the
intricate interplay between IBM practices, leadership
styles, and OCB, specifically in the regions of Southern
and Northern Egypt. In doing so, our study contributes
fresh insights to the ever-evolving discourse in the field of
organisational behaviour, substantiated by thorough data
collection and rigorous analysis.

Our findings have unveiled the intricate relationships
between IBM and leadership styles, with a particular
emphasis on transformational and transactional lead-
ership, and their profound influence on OCB. These
relationships are dynamic and multifaceted, transcend-
ing conventional understanding, and highlighting the
imperative need for a nuanced comprehension of these
dynamics.

As we embarked on this journey, we delved deep
into the existing literature, identifying knowledge gaps

pertaining to the specific dynamics of IBM, leader-
ship, and OCB within the Egyptian hospitality industry.
Through meticulous empirical research, we have success-
fully bridged these gaps, enriching the body of knowl-
edge with invaluable insights into the intricacies of these
relationships.

Our research stands as a testament to the significance
of comparative analysis, recognising the contributions of
prior studies while distinguishing itself by contextualis-
ing the findings within the unique setting of the Egyptian
hospitality industry.

Therefore, this study offers a comprehensive and novel
perspective on the role of IBM and leadership styles in
shaping OCB within the Egyptian hospitality sector. The
empirical and theoretical contributions made by this
research extend beyond conventional boundaries, con-
tributing to a richer understanding of how IBM practices
and leadership styles drive a positive organisational cul-
ture and promote desirable employee behaviours in a dis-
tinctive regional context. These contributions underscore
the research’s significance for both academic advance-
ment and industry practitioners.

The influence of IBM on OCB

The results confirm IBM’s central position in enhanc-
ing OCB in the Egyptian hospitality industry. In both
southern and northern Egypt, IBM’s positive impact on
OCB is unquestionably established. This highlights the
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importance of organisational initiatives to instill brand
values, internalise brand identity, and align employ-
ees with the brand promise. The observed connection
between IBM and OCB is consistent with prior research
[7] and highlights the importance of these practises
in fostering a culture of discretionary effort among
employees.

Impact of leadership styles on OCB

The study provides intriguing insights into the inter-
play between transactional and transformational leader-
ship styles within the domain of leadership styles. While
transformational leadership emerges consistently as a
potent catalyst for OCB, the direct effect of transactional
leadership on OCB remains inconclusive. This distinc-
tion underscores the significance of leadership styles in
nurturing employee engagement and proactive behav-
iours. The study confirms the literature’s assertion that
transformational leadership, which is characterised by
inspiration, individual consideration, intellectual enrich-
ment, and idealised influence, has the capacity to moti-
vate employees beyond conventional expectations [9, 22].

Moderation effects

In addition, this research explored the moderating effects
of leadership styles on the relationship between IBM and
OCB. Notably, transformational leadership exerts a mod-
erating influence, thereby strengthening the positive rela-
tionship between IBM practises and OCB. In contrast,
transactional leadership did not demonstrate a significant
moderating effect. These findings highlight the signifi-
cance of selecting and cultivating leadership styles that
align with the IBM initiatives of the organisation. Such
alignment is essential for maximising the OCB-stimulat-
ing potential of IBM practises.

Implications for practice and policy recommendations
The findings of this research hold significant practical
implications for hotel managers and practitioners oper-
ating within Egypt’s robust hospitality industry, a vital
contributor to the nation’s economy. A profound under-
standing of the intricate dynamics linking internal brand
management (IBM), leadership styles, and organisational
citizenship behaviour (OCB) equips them with the tools
to devise more effective strategies aimed at enhancing
employee commitment and fostering OCB. Leveraging
transformational leadership and harnessing the positive
association between IBM practices and OCB, hotels can
attain superior performance outcomes, heightened cus-
tomer satisfaction, and a distinct competitive edge.

The discrepancies in outcomes observed between
the two distinct samples can be attributed to a conver-
gence of factors, encompassing cultural, geographical,
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economic, industry-specific, and organisational variables.
These factors underscore the imperative need to account
for regional idiosyncrasies and tailor IBM and leadership
approaches to harmonise with the distinctive contextual
attributes intrinsic to the hospitality sector, both within
Egypt and globally.

In light of these research outcomes, we have intro-
duced a dedicated section where we offer an extensive
array of policy recommendations, meticulously derived
from the insights and revelations unveiled throughout
our study. These recommendations are meticulously cus-
tomised to address the precise challenges and opportuni-
ties endemic to the Egyptian hospitality landscape. Our
objective in creating this dedicated section is to accen-
tuate the pragmatic steps available to policymakers and
government entities. They can strategically apply these
insights to harness the potential benefits of our research,
ultimately contributing to the advancement of the indus-
try and the broader national economy.

Future directions of research

While this study advances our understanding of IBM,
leadership styles, and OCB, it also identifies areas that
warrant additional research. Future research efforts
should investigate the intermediary mechanisms by
which IBM influences OCB. In addition, the cultural and
contextual nuances of the Egyptian hospitality indus-
try require further study. Extending this investigation
to additional regions and industries could provide addi-
tional insight into the generalizability of these findings.

Limitations

This study recognises certain limitations, such as its
reliance on self-reported data and the possibility of
response bias. Future research could use mixed-method
approaches or longitudinal studies to address these limi-
tations and strengthen the findings’ reliability.

In conclusion, this research represents an important
contribution to the field, casting light on the intricate
interplay between IBM, leadership styles, and organi-
sational citizenship behaviour (OCB) in the vibrant
context of Egyptian hospitality. By nurturing a culture
of brand-driven commitment and proactive actions,
organisations can navigate the competitive landscape
with resiliency and innovation, ensuring a prosperous
future in the global hospitality industry.
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