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Abstract
This study aimed to validate an indigenous model of social responsibility for cultural managers

in the Ministry of Culture and Islamic Guidance based on multidimensional constructs derived
from the literature and Rahimi’s framework. This applied study employed a descriptive-survey
(quantitative) design. The statistical population consisted of 384 managers and experts from
the Ministry of Culture and Islamic Guidance in Tehran, selected through stratified random
sampling. Data were collected using a researcher-developed questionnaire based on a five-
point Likert scale. Content validity was confirmed by experts, while construct validity was
assessed using confirmatory factor analysis. Reliability was verified with Cronbach’s alpha
(above 0.7). Data analysis was conducted using structural equation modeling (SEM) and partial
least squares (PLS) in SPSS and PLS software. The results indicated that all identified
dimensions—legal compliance and citizenship rights, environmental sustainability, socio-
cultural development, social participation, organizational accountability and transparency, and
human development support—had significant positive effects on the overarching construct of
social responsibility at the 0.01 level. The overall model fit index (GOF=0.59) demonstrated
acceptable model fitness and robustness. The findings confirm that the proposed model has
strong statistical and conceptual validity and can serve as a localized and practical framework
for enhancing accountability, transparency, social participation, and sustainable cultural
development in cultural organizations.
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Extended Abstract
Introduction
Corporate social responsibility (CSR) has evolved from a peripheral managerial concern into a
central paradigm in contemporary organizational theory and practice. Since the seminal articulation
by Davis, who emphasized that organizations must consider responsibilities beyond purely economic
interests, CSR has been increasingly conceptualized as a multidimensional construct encompassing
legal, ethical, social, and environmental obligations (Davis, 1960). This conceptual shift reflects the
growing expectation that organizations act as socially embedded entities whose legitimacy depends
on their responsiveness to societal needs. In recent decades, CSR has been linked not only to ethical
accountability but also to organizational performance, stakeholder trust, and long-term sustainability.
Empirical studies demonstrate that CSR initiatives contribute to improved corporate image and
customer loyalty, thereby strengthening competitive advantage (Gurlek et al., 2019). Furthermore,
CSR has been shown to positively influence employee attitudes and behaviors through mechanisms
such as increased job satisfaction, organizational commitment, and trust (Silva et al., 2023).
The expansion of CSR into various sectors has highlighted the need to contextualize its application
according to organizational type. In cultural and public-sector organizations, CSR assumes
distinctive characteristics, as these institutions are inherently mission-driven and play a critical role
in shaping societal values, identity, and cultural capital. Research in cultural and creative industries
indicates that CSR is closely intertwined with sustainability, social value creation, and community
engagement (Iodice & Bifulco, 2025). Unlike profit-oriented firms, cultural organizations are expected
to prioritize social inclusion, cultural development, and ethical stewardship. This distinctive
orientation necessitates the development of tailored CSR frameworks that reflect the specific
functions and responsibilities of cultural institutions.
Comparative analyses further suggest that CSR models vary significantly across national and
institutional contexts, influenced by legal systems, cultural norms, and governance structures
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(Pustokhin, 2021). Consequently, the adoption of universal CSR models without contextual
adaptation may lead to conceptual and practical inconsistencies. In this regard, empirical studies
have emphasized the importance of developing localized CSR models that align with the socio-
cultural realities of specific environments. For instance, structural analyses of CSR have identified
key dimensions such as social participation, environmental responsibility, and economic
accountability as critical determinants of organizational effectiveness (Rios-Manriquez et al., 2021).
These findings underscore the need to integrate both global CSR principles and local contextual
factors in model development.

Within the Iranian context, CSR research has increasingly focused on public and cultural
organizations, recognizing their pivotal role in promoting social welfare and cultural development.
Studies on public libraries and media institutions have highlighted dimensions such as equitable
access to information, cultural awareness, and social participation as essential components of CSR
in cultural settings (Isazadeh & Sheghaghi, 2024; Manifar & Hovsepian, 2023; Shaghaghi et al., 2023).
Additionally, research has demonstrated that organizational factors such as employee engagement
and organizational pride significantly influence the adoption and effectiveness of CSR practices
(Norouzi, 2026). These insights suggest that CSR in cultural organizations is both an institutional and
a behavioral phenomenon, shaped by internal dynamics and external expectations.

Moreover, CSR has been associated with broader organizational outcomes, including innovation
and ethical conduct. Evidence indicates that CSR can foster innovative capabilities, particularly in
dynamic environments characterized by uncertainty and rapid change (Wang et al., 2022). At the
same time, CSR contributes to the development of moral identity among employees, reducing the
likelihood of unethical behavior and enhancing organizational integrity (Zonghua et al., 2023). These
multidimensional effects highlight the strategic importance of CSR as a driver of both organizational
performance and social impact.

Despite the growing body of literature, there remains a significant gap in the development and
validation of CSR models tailored to cultural organizations in Iran. Many existing frameworks are
derived from Western contexts and may not adequately capture the unique characteristics of Iranian
cultural institutions. Therefore, the present study aims to validate an indigenous model of social
responsibility for cultural managers in the Ministry of Culture and Islamic Guidance, providing a
contextually grounded framework for enhancing organizational accountability and sustainable
cultural development.

Methods and Materials

This study employed an applied research design with a descriptive-survey approach, utilizing
guantitative methods to validate the proposed model of social responsibility among cultural
managers. The statistical population consisted of managers and experts working in the Ministry of
Culture and Islamic Guidance in Tehran. A sample of 384 participants was selected using stratified
random sampling to ensure representation across different organizational units.

Data were collected niyxnxa a researcher-developed questionnaire based on identified dimensions
of social responsibility derived from prior qualitative studies and theoretical frameworks. The
instrument utilized a five-point Likert scale ranging from strongly disagree to strongly agree. Content
validity was confirmed through expert review, and construct validity was assessed using confirmatory
factor analysis. Reliability was evaluated using Cronbach’s alpha, with coefficients exceeding the
acceptable threshold.

Data analysis was conducted using advanced statistical techniques, including confirmatory factor
analysis and structural equation modeling. The partial least squares (PLS-SEM) approach was
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applied to estimate model parameters and assess relationships among latent variables. Statistical
software packages were used to evaluate measurement and structural models, including path
coefficients, factor loadings, and model fit indices.

Findings

The analysis of demographic characteristics indicated that the majority of participants were male,
aged between 35 and 45 years, and held a master's degree. Preliminary analysis using the
Kolmogorov—Smirnov test revealed that the data distribution was non-normal, justifying the use of
the PLS-SEM approach.

Confirmatory factor analysis results demonstrated that all measurement items had acceptable factor
loadings and were statistically significant, indicating strong construct validity. Reliability measures,
including Cronbach’s alpha and composite reliability, exceeded recommended thresholds, while
average variance extracted (AVE) values confirmed convergent validity.

Structural model analysis revealed that all identified dimensions had significant positive effects on
the overarching construct of social responsibility at the 0.01 significance level. Among these
dimensions, support for education and human development exhibited the highest path coefficient,
followed by environmental sustainability, social participation, and cultural development. Legal
compliance and organizational transparency also showed significant contributions, confirming their
importance in shaping social responsibility.

The model’s explanatory power was supported by substantial coefficients of determination, indicating
that a considerable proportion of variance in the social responsibility construct was explained by the
independent variables. Furthermore, the global goodness-of-fit index (GOF = 0.59) demonstrated an
acceptable level of model fithess, suggesting that the proposed model provides a robust
representation of the relationships among variables.

Discussion and Conclusion

The findings of this study confirm that social responsibility in cultural organizations is a
multidimensional construct that integrates legal, environmental, social, and human development
dimensions into a coherent framework. The significant relationships among all dimensions indicate
that effective CSR implementation requires a holistic approach that addresses both internal
organizational processes and external societal expectations. The prominence of human
development and educational support as the strongest predictors highlights the central role of
cultural organizations in fostering social and intellectual capital within society.

The importance of environmental sustainability within the model suggests that even non-industrial
organizations are increasingly expected to contribute to ecological responsibility, reflecting broader
societal concerns about sustainable development. Similarly, the significance of social participation
and cultural development underscores the interactive nature of CSR in cultural contexts, where
organizations engage directly with communities and influence social cohesion.

The strong effects of legal compliance and organizational transparency emphasize the necessity of
accountability and governance in public-sector organizations. These dimensions contribute to
building trust and legitimacy, which are essential for the effective functioning of cultural institutions.
The integration of these elements within a single model demonstrates the interconnectedness of
CSR components and their collective impact on organizational performance and societal outcomes.
Overall, the validated model provides a comprehensive and contextually relevant framework for
understanding and implementing social responsibility in cultural organizations. It highlights the need
for strategic alignment between organizational objectives and societal values, ensuring that cultural
institutions can fulfill their roles as agents of sustainable development and social progress. The study
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contributes to the existing literature by offering an empirically validated, localized model that reflects
the unique characteristics of the Iranian cultural sector, thereby providing a foundation for future
research and practical application in similar contexts.
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