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Abstract  

BACKGROUND: Despite wide global attention to training programs in business 
organizations, research on training programs and their outcomes at the social enterprises in 
general is very limited. This study aims to explicate the drivers and effects of manager’s 
training. 
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OBJECTIVE: Based on institutional theory, this research explores the reasons why social 
enterprises train their managers as well as how the legitimacy and performance improves in 
response to training. 

METHODS: Our theoretically derived model is tested using survey data obtained from 
ninety-nine senior managers of social enterprises in Pakistan. Data was analyzed through 
Partial Least Square structural equation modeling method (PLS-SEM). 

RESULTS: The results of analysis support the idea that training of managers is 
synergistically and interactively driven by institutional forces e.g. normative, mimetic and 
coercive pressures. These institutional pressures spur social enterprises and induce them to 
adopt training programs to enhance their external and internal legitimacy and improve their 
performance. 

CONCLUSIONS: This research emphasizes the importance of institutional pressures in 
adopting training programs in social enterprises. In sum, the present study provides important 
insights for senior managers in social enterprises who seek to foster external and internal 
legitimacy and improve performance. This study makes important contribution to the 
literature by developing an empirical link between institutional pressures and social 
enterprises performance. This research reiterates finding in previous studies to show the 
significance of the institutional forces in adoption of certain practices e.g. training of 
managers, to monitor the outcomes of training and providing further explanation regarding 
effects of training on legitimacy and performance. 

Keywords: Institutional Pressures, Training of Managers, Social Enterprise Performance, 
Legitimacy 

1. Introduction  

A social enterprise addresses unmet needs and tackles variety of other problems through 
social and economic arrangements (Austin, 2006; Dacin, Dacin, & Tracey, 2011; Shaw & de 
Bruin, 2013). Social enterprises provide product and services to solve problems (Cordery & 
Sinclair, 2013) and creates social value (Battilana & Lee, 2014; Doherty, Haugh, & Lyon, 
2014). It has been well established that diverse and inclusive skills are requisite to solve the 
wide range of problems faced by social enterprises e.g. balance of short term objectives, core 
social mission, job security, concerns of board of trustees, progress and creativity in 
providing solution to the problems. British Council published a report in 2016 indicated 
challenges and barriers faced by Pakistani social enterprises e.g. supports, financial issues 
and weak formal training. Evidently, to achieve better performance, it is required to pay 
attention to the training of current staff in social enterprises. Most of research on social 
enterprise focuses on demonstrating the intention of youth towards social entrepreneurship. 
However, it is of equal importance to enhance the current social enterprise’s standards to 
solve problems in better way to enhance overall performance. Besides others challenges, 
social enterprise managers faces similar problems likewise the managers of other businesses 
and non-profits sectors. Previous studies have taken in account the institutional theory as their 
research framework for entrepreneurial intention, nevertheless according to author knowledge; 
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none of studies have demonstrated the effects of institutional pressure in adoption of practice 
and behaviors in social enterprises. Preceding literature also indicates that there is significant 
room for improvement in the quality of management system in social enterprises (Lyon & 
Ramsden, 2006). Moreover, there has been witnessed that training of managers is considered 
as of critical importance because the balance of both entrepreneurship and management skills 
are required to run organization effectively (Davidsson, 2005; Gupta, MacMillan, & Surie, 
2004). Numerous researchers have identified significance of individual competencies to the 
performance in business sector; similarly social enterprise manager’s require skills and 
competencies. Several studies, for example (Bird, 1995; Boyatzis & Saatcioglu, 2008; 
Boyatzis, Stubbs, & Taylor, 2002) have been conducted to show, education and experience 
can help to develop both managerial and entrepreneurial skills. Kandola & Fullerton (1998) 
highlighted training as an important means to achieve success, as there is a shortage of 
labour-market, the ability to enhance growth in sector can be achieved by training of current 
workforce. Training of managers is beneficial in social enterprises, as it results in 
development of entrepreneurial and managerial skills. Because both skills and competencies 
when combine together leads in attainment of goals of the organization (Amini, Arasti, & 
Bagheri, 2018).  

A growing body of literature has investigated the effects of training on venture’s results and 
performance (Ahmad & Schroeder, 2003; Ghebregiorgis & Karsten, 2007; Huselid, Jackson, & 
Schuler, 1997; Jerez Gómez, Céspedes Lorente, & Valle Cabrera, 2004; Mabey, 2004; 
Nikandrou, Apospori, Panayotopoulou, Stavrou, & Papalexandris, 2008; Vlachos, 2008). As a 
result of training the workforce has been under focus of researchers, as it provides access to 
people with unique skills and inimitable valuable knowledge (Barney, 1991) that makes them 
more entrepreneurial so that they can attain higher outcomes and eventually, improve 
organizational performance. Yet despite of importance, training programs have received little 
attention from the scholars in social entrepreneurship. Araujo (2006) also suggested that 
besides training of entire workforce manager’s training is considered more related to 
organizational results, due to its strategic nature and produce more constructive outcomes. 
Although there exists uncertainty, with regard to the managers training and performance, 
however, it produces unique organizational potential that is intricate to copy or replace (Mabey, 
2004), which makes the research of managers training predominantly significant.  

Drawing upon institutional theory, this research shows that institutional pressures result in 
training of managers and this training effect on legitimacy and performance of social enterprise. 
The institutional theory posits that organizations having same environments or surroundings 
are susceptible to adopt alike behaviors, activities and structures (Shonk & Bravo, 2010). 
Seeking and managing legitimacy are vital to all organizations and is a basic component of 
institutional theory. Usually, social enterprises have to deal with both social and commercial 
institutional forces (Battilana & Dorado, 2010; Battilana & Lee, 2014). To gain legitimacy 
social enterprises try to balance both social and economic institutional logic (Connolly & 
Kelly, 2011; Defourny & Nyssens, 2006). Legitimacy serves as an instrument to strengthen 
organizational reputation both externally and internally (Bitektine, 2011; Suddaby & 
Greenwood, 2005). Grant (2008) has identified the external environment political reforms, 
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legislation, socio-cultural norms. Previous researches have failed to empirically analyze both 
internal and external legitimacy, most of studies focus on the only internal social enterprises 
environment.  

In particular, paucity of attention has been paid to examine institutional pressures and their 
effects on adoption of training programs and their relative contribution to development of 
legitimacy and improved performance in the context of social enterprises. Besides other 
challenges, social enterprises in Pakistan are in lack of trainings, which is perceived as an 
important mean for success of entrepreneurial organizations. In this research paper, it is 
presented that training as possible intervening aspect to improve legitimacy and performance. 
External and internal legitimacy improves when an organization trains its workforce, 
externally it results in acceptance in social circle, improve better relations with funding 
organizations and other social enterprises adopting same kind of training, internally it results 
in improving employee commitment, motivation and nurture workplace climate. Training 
leads to active performance of managers e.g. increasing donors, enhanced communication 
and understanding the need of peoples. It may assist to progress in products and services 
provided by social enterprises. Researchers recognize that implementing and developing 
training programs for their managers is of fundamental importance for improvement in 
performance (Butler, Ferris, & Napier, 1991; Schuler & Jackson, 1987; Yang & Konrad, 
2011). This study investigates an association of training of managers and legitimacy and 
performance, while suggesting that institutional pressure serves as reason for training 
managers in social enterprises. The framework of this study provides the institutional factors 
which social enterprises take into consideration while conducting training of managers. This 
research takes new approach by providing the enlightenment on conduct of training programs, 
which is beneficial in providing clarification to actors concerned for training activities. 

This research sought to address the main questions which institutional pressures contribute to 
management of training, the influence of training on social enterprises legitimacy and 
performance, based on the principles of institutional theory. The study is divided into three 
sections. Section one contains the literature on institutional pressures, training of managers, 
legitimacy, performance and development of hypotheses to be verified. Section two is allocated 
to research methodology includes survey development and data analysis technique. In section 
three the research findings, conclusions to form recommendations, implementations and 
limitations are derived from whole study. 

2. Theory and Hypotheses Testing 

This study incorporates institutional perspective on the verge to identify the behavior of 
social enterprise towards training that has been neglected until now, including coercive, 
normative, and mimetic pressures exerted by governments, funding agencies, unions, 
professional contacts, and social expectations. The behavior of organizations is tailored 
according to the standards and values which are established by the environment in which they 
operate, to attain legitimacy and acceptance of different actors in the environment. Because 
approval from these actors assists the survival and success of organizations (Hofman, Li, Sun, 
& Sun, 2019) (John W. Meyer & Rowan, 1977). According to this perspective, social 
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enterprises initiate the human resource practices e.g. training of managers can be considered 
as counter to coercive, normative, and mimetic pressures, which causes initiation of training 
programs. These training programs not only results in enhancement of external and internal 
legitimacy, but also facilitate the organization to improve its performance. 

Institutional theory help in understanding the relation of organization and its environment 
investigating the features associated to gain legitimacy and survival of organization in 
environment in which it is embedded (Gonin, Besharov, & Smith, 2013). It recognizes the 
effects of external norms, values and traditions that present social legitimacy to organization 
and also influences management decision (John W. Meyer & Rowan, 1977). The institutional 
theory stresses that decisions taken by organization are not always results of their business 
choices (Paul J DiMaggio & Powell, 1991; Scott, 2008). It provides an explanation that how 
organization is influenced by outside factors which are not under their control, when outside 
environment of an organization is highly structured, it affects the implementation and 
selection of strategies of organization, hence forms homogeneity among organizations (Paul J. 
DiMaggio & Powell, 1983). According to Tolbert and Hall (2009) five paradigms give an 
understanding of environments and show that institutional environment is made or shaped by 
governments, professional associations and other leading organizations. Legitimacy is 
considered an asset through which an organization gains social acceptance and evaluation. It 
provides organization to add more resources (Bitektine, 2011; Zimmerman & Zeitz, 2002) 
also acts as mean to add good external and internal reputation to organizations (Bitektine, 
2011; Suddaby & Greenwood, 2005). According to Israel Drori (2013) legitimacy is not only 
external endorsement but also internal responses should be considered equally important. 
Extant literature have discussed the challenges in gaining and maintaining of legitimacy of 
social enterprises (Battilana & Dorado, 2010; Connolly & Kelly, 2011; Defourny & Nyssens, 
2006; Doherty, et al., 2014; Kuosmanen, 2014; Pache & Santos, 2010; Tracey, Phillips, & 
Jarvis, 2011).  

The summary of hypotheses is shown as below. 

 

Figure 1. Summary of hypotheses 
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2.1 Coercive Pressures 

Institutional theory presents coercive pressures related to regulatory environment in which 
organization operates, usually established by government, funding organizations and unions 
(Scott, 2008). A coercive pressure usually comes from those entities or organizations to 
which organization is dependent. Several researchers have identified significant government 
influence on the behavior of an organization, even though when the regulations have no 
imposing violation penalties (Cashore & Vertinsky, 2000; Dasgupta, Hettige, & Wheeler, 
2000; Khanna & Damon, 1999). In case of social enterprise, although they are not obliged to 
implement training programs for managers or noncompliance will results in some punishment, 
but there exist coercive pressures from institutional actors such as funding organizations 
(government and non government), social agents and unions. Similarly, Booth el (2003) and 
Green (1999) have also identified the union influences on training program as there is an 
obligation to train their workforce, which is in favor of organization. In social enterprises 
case, they have to fulfill the requirements of these authoritative sources; noncompliance of 
requirement may result in funding issues, losing their legitimacy among union members. In 
developing countries such as Pakistan, local government and unions are recognized as an 
important means for developing reputation and easy access to funding for organizations. 
These coercive pressures result in compliance with regulations, and results in adoption of 
practices. According to Budhwar and Sparrow (2002) human resource management practices 
are result of legislative requirements, or by social allies e.g. unions (Paauwe, 2004). Likewise 
Comacchio and Scapolan, (2004) have shown adoption of e-learning systems, from the 
agreement between organization and union. It can be suggested that organizations run their 
training program to get accepted and consider legitimate among its social actors. We 
proposed hypothesis 1:  

H1: Coercive pressures arising from funding organizations and unions are positively related 
to the implementation of training programs for a manager in social enterprises. 

2.2 Normative Pressures 

Normative pressures consist of socially desired behaviors and norms on the organizations, to 
set standards that show how organization should respond (Scott, 2008). These standards 
usually come from professionalization and networks (Greenwood, Suddaby, & Hinings, 2002; 
Martínez-Ferrero & García-Sánchez, 2017). It is suggested that the professional associations 
and getting certification programs encourage setting foundation of certain norms, values and 
standards among its members and ensuing in legitimacy. Institutional norms may also guide 
the decision makers to mitigate the uncertainties of outcomes and help to adopt those 
practices and processes which will be beneficial to organization, thus avoiding uncertain 
situations. The association of professionals create standard practices for human resource 
management (Farndale & Brewster, 2005), in case of present study, human resource practice 
is training of managers in social enterprises. Managers in an organization have networks and 
these networks result in connecting them to members of other organizations and it is also a 
source of developing norms among its members (Brandes, Hadani, & Goranova, 2006; Guler, 
Guillén, & Macpherson, 2002). This suggests that these associations and networks result in 
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sharing of information, develop common beliefs, shared value and show inclination towards 
certain practices (AbouAssi & Bies, 2018). As it has been verified for the implementation of 
quality systems (Westphal, Gulati, & Shortell, 1997) or certain human resource practices 
(Pasamar Reyes & Valle Cabrera, 2011). Consequently it can be concluded that more 
participation in different unions and networks results in establishment of certain standard 
behavior and practices (Som, 2007), such as training of managers. These arguments suggest 
the following hypothesis 2: 

H2: Normative pressures arising from professional associations are positively related to the 
implementation of training programs for managers of social enterprises. 

2.3 Mimetic Pressures 

Mimetic pressures arise when organization faces ambiguous environment or uncertain 
situations, they tend to follow the actions that are deemed to be an appropriate and already 
adopted by organizations perceived successful (Paul J. DiMaggio & Powell, 1983). When 
social enterprises engages in training programs, other social enterprises will follow even if 
there exist lingering questions regarding the viability of training programs because 
decision-makers recognize that adopting social enterprises has developed benefits. 
Decision-makers imitate the actions of structurally equivalent organizations as considered 
successful in same field (Teo, Wei, & Benbasat, 2003). Organizational mimetic behavior 
might be result of its social networks, organization tends to adopt successful practices 
(Palmer & Biggart, 2002). The mimetic pressures result in the imitation of certain practices or 
behavior of other organizations to avoid uncertainty (Davidsson, 2005; Scott, 2008), as these 
practices or behaviors are considered valid and acceptable. These are pressures from 
cultural-cognitive domain, put organization into convergence with institutional environment. 
Whether an organization experience stronger or weaker pressures, the afterward response of 
organization to these pressures become mimic behavior and they start to follow the leader or 
prestige pioneers in their field for certain strategies or practices. To avoid uncertain situations, 
organizations follow the path of leaders who are considered legitimate in their field, intending 
to be considered as socially acceptable (Paauwe & Boselie, 2003). Consequently, coping 
practices or behaviors of leading organization is considered as vital factor in determining 
behavior of organization (Delmas & Toffel, 2004; Teo, et al., 2003) and selection related to 
human resource practices (Kostova & Roth, 2002; Osterman, 1994; Pasamar Reyes & Valle 
Cabrera, 2011). Subsequently it can be suggested that choice about the training of managers 
is made, this may be due to that organization follows their role models organizations (Combs, 
Michael, & Castrogiovanni, 2009). It is anticipated that following the leaders will reduce the 
risk linked with the ambiguity of training managers without understanding if high-quality 
outcome will be achieved. Furthermore, the importance of most organizations in a specific 
sector give to particular practices or behavior, that elucidates and determine adoption 
(Brandes, et al., 2006; Honig & Karlsson, 2004). These arguments suggest the following 
hypothesis 3: 

H3: Mimetic pressures arising from uncertainty in the environment and monitor leaders in the 
sector are positively related to the implementation of training programs for managers in 
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social enterprises. 

2.4 Management Training and External and Internal Legitimacy and Performance  

The effect of institutional pressures on adoption or implementation of training programs for 
managers give us an idea that as long as organizations are deemed as part of socially and 
culturally embedded in environment, they try to seek the acceptance of both social and 
culture (Paauwe & Boselie, 2003). A considerable amount of literature has been published 
about organizations maintaining or managing legitimacy in conflicting demands from 
different institutional actors (Battilana & Dorado, 2010; Kuosmanen, 2014; Pache & Santos, 
2010; Tracey, et al., 2011). Previous research suggested that obtaining legitimacy is of vital 
importance for social enterprises; as they have to maintain balance of economic and social 
responsibility (Connolly & Kelly, 2011; Defourny & Nyssens, 2006). In strategic 
management literature, it is recognized as necessary to survival and development of 
organization especially entrepreneurial organizations (Suddaby, Bitektine, & Haack, 2017; 
Zimmerman & Zeitz, 2002). Legitimacy is presented to organization from both external and 
internal actors in an environment of organization in which it is operating (Bitektine, 2011). 
The institutional environment usually involves regulative, normative, and cultural-cognitive 
factors, expecting certain institutional logics (Scott, 2013). Gaining legitimacy is not a magic 
formula; it requires the implementation of certain practices and behaviors. According to 
(Kostova & Zaheer, 1999; Ruef & Scott, 1998) sources of acceptance and approval of 
organization are divided into external and internal. Social enterprise confronts these different 
institutional actors and their legitimacy relies on approval of these actors. The funding 
organization, unions and professional linkages, opinion of people or public are included in 
external sources of approval or gaining legitimacy. On other hand managers, volunteers and 
shareholder are considered as internal sources of approval and gaining legitimacy. Social 
enterprises tend to attain both external and internal legitimacy by adopting human resource 
management practices e.g. training of managers. Literature supports the idea that gaining 
support from both external (Paul J DiMaggio & Powell, 1991; John W Meyer, 1983; John W. 
Meyer & Rowan, 1977) and internal stakeholders (Brown & Toyoki, 2013; Drori & Honig, 
2013) is of critical importance for organizations. 

From an institutional perspective, it is suggested that organization decide to train their 
managers to get accepted as legitimate. Frambach and Schillewaert (2002) have pointed out 
the vital role played by managers, as they perceive the outside environment and screens the 
information to make important decisions, which help organization to achieve its goals. 
Managers as resource play critical role, but managers in social enterprises often lack the 
experience which may hamper their ability to carry out entrepreneurial activities (Penrose & 
Penrose, 2009). Managers in social enterprises must know how to monitor both social and 
commercial activities, social enterprise usually focus on unmet needs (Sud, VanSandt, & 
Baugous, 2009) along with this they have to maintain the commercial activities, hence 
managers should have ability to handle the both in balance. It has been suggested by Lewis 
(2006) success of social enterprise depends on their leadership skill, business practices, 
management experience. Likewise, Barrett & O'Connell (2001) insisted the critical 
importance of managerial efficiency. As in the past it has been reported, there exists fairly 
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strong support that acting more entrepreneurially as a manager can have a considerable 
influence on both financial and attitudinal measures (Pearce, Fritz, & Davis, 2010). 

Morris (1993) has identified human resource practices e.g. training and development are 
necessary for entrepreneurial activity and an important tool for organizations to be successful. 
Implementing training programs is of critical importance, a broad range of skills are required 
for success (Kuzilwa, 2005; Lazear, 2004). Numerous studies have been conducted to show 
importance of human capital (general and specific) to show intention towards social 
entrepreneurship, but literature lacks in showing importance of human capital in success of 
social enterprises. In social enterprises investor demands better social change and also want 
economic returns (Mair & Hehenberger, 2014), as a result social enterprises need to improve 
their performance to meet all the challenges. It is important for social enterprises to develop 
their manager’s competencies (Kaufman, Avgar, & Mirsky, 2007), to handle their operations 
in balance form, otherwise the donors and investors may perceive that their operations as 
only profit generating rather than serving society (Inoue & Lee, 2011). These arguments 
suggest the following hypotheses. 

H4a: The implementation of training programs for managers is positively related to the 
external legitimacy of social enterprise. 

H4b: The implementation of training programs for managers is positively related to the 
internal legitimacy of social enterprise. 

H5a: The external legitimacy gain by implementing training programs is positively related to 
performance. 

H5b: The internal legitimacy gain by implementing training programs is positively related to 
performance. 

H6a: Training of managers and external legitimacy will play a chain-mediating role in the 
relationship between coercive pressures and performance. 

H6b: Training of managers and internal legitimacy will play a chain-mediating role in the 
relationship between coercive pressures and performance. 

H7a: Training of managers and external legitimacy will play a chain-mediating role in the 
relationship between normative pressures and performance. 

H7b: Training of managers and internal legitimacy will play a chain-mediating role in the 
relationship between normative pressures and performance. 

H8a: Training of managers and external legitimacy will play a chain-mediating role in the 
relationship between mimetic pressures and performance. 

H8b: Training of managers and internal legitimacy will play a chain-mediating role in the 
relationship between mimetic pressures and performance. 
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3. Research Design and Methodology  

3.1 Measures 

The survey was conducted to collect data on variables e.g. institutional pressures, training of 
managers (TOM), external legitimacy (EL), internal legitimacy (IL) and performance(PR). 
We have conducted research on both registered and unregistered social enterprises, because 
most social enterprises operates in Pakistan are informal and not registered. A five-point 
Likert scale ranging from ‘strongly agrees’ to ‘strongly disagree’ was used to assess the 
responses. The selected constructs are adapted from the formally preceding validated 
instruments. In this study institutional pressures on owners or senior managers are supposed 
to be a multidimensional scale, similarly to the scale of coercive pressures which is adapted 
from (Khalifa & Davison, 2006; Teo, et al., 2003). The measurement scale for normative and 
mimetic pressures is adapted from (Esteban-Lloret, Aragón-Sánchez, & Carrasco-Hernández, 
2018). Training of managers is measured by number or percentage of managers trained. 
Those factors which contribute to or are source of legitimacy to the organization have been 
adapted from (Esteban-Lloret, et al., 2018). These different items to measure legitimacy have 
been used by (Certo & Hodge, 2007; Dacin, Oliver, & Roy, 2007; Kostova & Zaheer, 1999; 
Scott, 2013; Thomas, 2005). Performance measurement has been adopted from (Liu, Eng, & 
Takeda, 2015). Consistent with previous literature, this study use age and size of social 
enterprise as control variables (Pearce, et al., 2010). Organizational age is measured by 
number of years of operation and size as it can be naturally indicated by number of employee 
(Kreiser, Marino, Dickson, & Weaver, 2010). Size of enterprise is considered ‘small’ if the 
number of staff falls below a specific limit (e.g. five employees) which is determined 
nationally (Hussmanns, 2004; ILO, 2011). These demographic variables (size and age of 
social enterprises) are important because it can affect the organization perception of 
environment. As large organization give more importance to their social and cultural 
environment. It is indicated age and size of organizations are standard variables and may have 
an impact on performance due to difference in environmental and organizational 
characteristics (Davis, Marino, Aaron, & Tolbert, 2011; Wiklund & Shepherd, 2005). The 
table 1 illustrates the constructs and sources. 
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Table 1. Constructs and key sources used in questionnaire development  

Constructs  Items  Sources  

Coercive pressures 

CP 1) Main funding organizations 
matter to us believe that we should 
adopt training programs. 
CP2) We may not retain our 
important donor without adopting 
training programs. 
CP3) Our union involvement 
believes that we should adopt 
training programs. 

(Khalifa & Davison, 2006; Teo, et 
al., 2003). 

Normative pressures 

NP 1) We adopt training programs 
to gain quality certification. 
NP2) Professional associations 
encourage us to participate in 
training programs. 
NP3) Being member of social 
associations encourage us to adopt 
training program. 

(Esteban-Lloret, et al., 2018) 

Mimetic pressures 

MP1) Tracking of the prominent 
social enterprises that have adopted 
training. 
MP2) Consistency with the 
organizational culture of the 
investment in social enterprise 
development. 
MP3) Usefulness of training in 
social sector. 

(Esteban-Lloret, et al., 2018) 

External Legitimacy 

EL 1) The training has helped 
improves reputation and status 
among other social enterprises. 
EL2) The training has raised 
presence of social enterprise in 
media. 
EL3) The training has helped to 
enhanced relations with expert 
social enterprises in training. 
EL4) The training has helped to 
improve acceptance of social 
enterprise in nearby environment 

(Esteban-Lloret, et al., 2018) (Certo 
& Hodge, 2007; Dacin, et al., 2007; 
Kostova & Zaheer, 1999; Scott, 
2013; Thomas, 2005). 

Internal Legitimacy 

IL1) The training has helped to 
increased commitment and 
employee identification with our 
social  
enterprise. 
IL2) The training has helped to 
enhance employee or volunteer’s 
motivation. 
IL3) The training has helped to 
improve work climate. 
IL4) The training has helped to 
increase employee satisfaction. 

(Esteban-Lloret, et al., 2018) (Certo 
& Hodge, 2007; Dacin, et al., 2007; 
Kostova & Zaheer, 1999; Scott, 
2013; Thomas, 2005). 

Performance  
 

Social performance : 
(Liu, et al., 2015) SP1) Request for public service 

contract. 
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SP2) Bidding funding body’s for 
grants for enterprise operations. 
SP3) Serves more beneficiaries in 
the society. 
SP4) Provide different types social 
services. 
 
Economic performance: 
EP5) Increased business unit 
profitability. 
EP6) Attainment of enterprise 
financial goals. 
EP7) Social enterprise customer 
satisfaction. 
EP8) Delivering value to your 
social enterprise customer. 
EP9) Spread out enterprise 
activities to different locations. 

 

3.2 Analytical Procedure  

As the data was obtained from the individual participants in a cross-sectional study, there was 
concern for potential for Common Method Variance (CMV) (Spector et al., 2006). To assess 
CMV, Harman’s one-factor test was carried out (Podsakoff, MacKenzie, Lee, & Podsakoff, 
2003). During this test, the entire principal constructs are entered into a principal components 
factor analysis. Verification of CMV exists when a single factor appears from the analysis or 
when one general factor accounts or responsible for the majority of the covariance in the 
interdependent and dependent variables. The results showed that seven factors based on eigen 
value in excess of 1, accounted for 66.5% variance, while the highest single factor, 
representing CP, accounting for 24.9% of the variance. This indicates that CMV does not 
appear to be a substantial issue in the data of this study.  

The study employed Smart PLS 3 software, and the hypothesized model was tested using 
Partial Least Square Method for structural equation modeling (PLS-SEM). PLS-SEM is the 
technique developed as an alternative to traditional structural equation modeling that is 
covariance-based (CB-SEM), and emphasizes perdition while simultaneously relaxing the 
demands on data and specification of relationships (Huang, 2017). One of the vital property 
of PLS-SEM is that it facilitate to calculate the path models with small sample with data from 
highly skewed distribution (Al-Dhaafri Hassan, 2016). Since the size of the sample in the 
current study is 99, which is considered comparatively low when compared to the complexity 
of the model under investigation. Therefore, PLS-SEM was an appropriate choice to get the 
analysis done and the objective of the study accomplished.  

4. Results 

4.1 Measurement Model Evaluation 

To ascertain the validity and reliability of constructs, individual item reliability, convergent 
validity, and discriminant validity were measured (J.F. Hair, Hult, Ringle, & Sarstedt, 2016). 
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All of these coefficients exceeded the recommended thresholds (i.e. Cronbach α >0.60) thus 
accepting the reliability of the measures used (Kline, 2015). To establish or ascertain the 
convergent validity, the average variance extracted (AVE) for each latent factor was evaluated. 
In general, the AVE values larger than the essential minimum of 0.5 provide support for 
convergent validity (Fornell & Larcker, 1981). As shown in Table 2, AVE values were higher 
than the recommended threshold, hence, indicating satisfactory convergent validity. For valid 
discriminant of a construct, the square root of each construct’s AVE should be higher than its 
correlations with other constructs (Fornell & Larcker, 1981; Shah et al., 2018). The results 
depicted in Table 2 satisfied the said criterion confirming measurement model has the 
required discriminant validity. 

 

Table 2. Mean, standard deviation, validity, and correlation 

Variable Cα  AVE M SD CP MP NP TOM IL EL PR

CP 0.77  0.67 3.2 1.03 1       

MP 0.88  0.80 3.1 1.17 -0.07 1      

NP 0.84  0.76 3.2 1.20 0.12 0.09 1     

TOM 1.00  1.00 3.2 1.50 0.24* 0.21* 0.27** 1    

IL 0.86  0.71 2.8 1.08 0.07 0.08 0.11 0.23* 1   

EL 0.83  0.66 2.9 1.01 0.07 0.13 0.08 0.28** 0.19* 1  

PR 0.94  0.67 2.7 1.08 -0.08 -0.12 0.09 0.009 0.28** 0.28** 1

Note: **p < 0.01 (Two-tailed) 
AVE Average variance extracted, Cronbach Alpha, CP: Coercive Pressure, EL: External Legitimacy, IL: Internal 
Legitimacy, M: Mean, MP: Mimetic Pressure, NP: Normative Pressure, PR Performance, SD: Standard 
Deviation, TOM: Training of Manager. 
 

4.2 PLS-SEM Evaluation 

Having established the reliability and validity of the measurement model, author move to 
subsequent part that was the evaluation of structural model (Joseph F Hair, Ringle, & Sarstedt, 
2013) that would test the model’s predictive capabilities and the relationship and connection 
involving given constructs. Based on analysis criteria recommended by (Henseler, 2009) 
three logical metrics were applied to judge or evaluate the structural model, the significance 
of path coefficients, coefficient of determination (R2), and the cross-validated redundancy 
(Q2). Accordingly, the PLS algorithm procedure was performed to find estimates for the 
structural model relationships (the path coefficients) and analyze the hypothesized association 
between constructs. Besides, PLS algorithm procedures, we evaluated the significance of 



Journal of Entrepreneurship and Business Innovation 
ISSN 2332-8851 

2020, Vol. 7, No. 1 

14 

associations by conducting a bootstrapping algorithm (using 5000 resample). Note, the 
control variables used in this research do not demonstrate considerable effects and are thus 
not reported.  

Hypothesis 1, which expects that coercive pressure encourage the implementation of training 
programs for managers in social enterprises, was supported with path coefficient β=0.25, 
standard error SE=0.18, t-statistics t=3.07, at significance level P< 01. Hypothesis 2 also 
received full support, as normative pressures was found positively linked with training 
programs implementation (β=0.22, SE=0.14, t=2.49, p< 0.05). Hypothesis 3, which proposes 
the positive relationship between mimetic pressures and implementation of training programs 
for social enterprises managers, was also accepted (β=0.22, SE=0.13, t=2.42, p< 0.05). 
Similarly, the direct link between training program implementation and external legitimacy 
was found significant (β=0.30, SE=0.06, t=3.09, p< 0.01). At the same time, the training 
program implementation was positively and significantly influencing internal legitimacy 
(β=0.23, SE= 0.07, t=2.36, p< 0.05). Thus, Hypotheses 4a and 4b were also supported. The 
hypothesized direct relationships of external (β= 0.24, SE=0.12, t=2.44, p< 0.05) as well as 
internal (β=0.24, SE= 0.13, t=2.42, p< 0.05) legitimacy with performance were found 
significant, thereby leading to the acceptance of Hypotheses 5a and 5b. 

As suggested by (Joseph F Hair, Hult, Ringle, Sarstedt, & Thiele, 2017) iterations of the 
bootstrapping method were used to estimate 95% confidence interval using 5000 subsample 
for the indirect effect (Preacher & Hayes, 2008). In this method, the indirect effect from each 
subsample is calculated, which directs to the computation of an overall confidence interval 
(CI). If zero is not in the interval, then the researcher can presume that the indirect effect is 
different from zero and significant (Borst, Kruyen, & Lako, 2017). 

H6a and H6b were supported, as results revealed that coercive pressure had a significantly 
positive effect on performance through chain mediators TOM-EL (Estimate=0.017, SE= 0.01, 
95% CI= [0.002, 0.058]), and TOM-IL (Estimate=0.021, SE=0.01, 95% CI= [0.004, 0.066]). 
Similarly, chain-mediating effects of TOM-EL (Estimate=0.020, SE=0.01, 95% CI= [0.003, 
0.065]) and TOM-IL (Estimate=0.015, SE=0.01, 95% CI= [0.001, 0.049]) were also 
established between the association of normative pressure and performance, supported H7a 
and H7b. Finally, results were consistent with proposition that mimetic pressure have 
significant indirect effect on performance via TOM-EL (Estimate=0.016, SE=0.01, 95% CI= 
[0.001, 0.058]) and TOM-IL (Estimate= 0.013, SE= 0.01, 95% CI= [0.001, 0.046]), led us to 
the acceptance of H8a and H8b.  

In addition, the R2 values of endogenous latent constructs were also estimated from PLS 
algorithm as illustrated in Figure 2. The R2 value for endogenous variables were found 
elevated high and medium predictive accuracy degree as training of managers = 0.17, 
legitimacy (external = 0.09, internal = 0.05), performance= 0.14. Subsequent to the 
assessment of R2 values as a criterion of predictive accuracy, we examined the Q2 value that 
indicates the model’s predictive relevancy. The Q2 measure use a resample technique that 
excludes part of the data matrix and uses the model estimates to calculate the omitted part. Q2 

values of TOM=0.10, EL=0.04, IL=0.30, and PR=0.08 specify that an exogenous construct 
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has a small, medium or large predictive relevance for a chosen endogenous construct. 
Furthermore, Table 3 shows the ƒ2 effect size as indicator of the impact of a specific predictor 
construct (exogenous construct) on endogenous constructs (Rezaei, Shahijan, Valaei, Rahimi, 
& Ismail, 2016). The ƒ2effect size depicts the change in the R2 value when a specified 
exogenous construct is dropped from the entire or complete model ƒ2 values of 0.07, 0.06, 
0.06, 0.05, 0.06, 0.10 and 0.05 indicate a small, medium or large effect.  

 
Figure 2. Path coefficients, coefficient of determination (R2), Estimate 

Notes. *p < 0.05; **p < 0.01, for testing chain mediation Estimate is given shown in 
hypotheses 6a,6b,7a,7b,8a,8b. 

 

Table 3. Hypotheses testing results 

Path β ƒ2 
Training of managers  Coercive Pressure 0.25* 0.07 
Training of managers Normative Pressure 0.22* 0.06 
Training of managers Mimetic Pressure 0.22* 0.05 
External Legitimacy Training of managers  0.30** 0.10 
Internal Legitimacy  Training of managers   0.23* 0.05 
Performance External Legitimacy 0.24* 0.06 
Performance Internal Legitimacy 0.24* 0.06 

Notes= *p < 0.05; **p < 0.01 

 

5. Discussion and Conclusion 

The current study proposed a model that takes the institutional pressures as means for 
adoption of practice e.g. training of managers for enhancement of legitimacy and 
performance. As (Kibler, Salmivaara, Stenholm, & Terjesen, 2018) carried out, study related 
to legitimacy of social enterprises in capitalist warfare, and call for study legitimacy at 
individual level and stated that national and local institutions may enhance legitimacy. This 
study enhances literature by incorporating institutional theory to improve the understanding 
of training programs adoption and their effect on performance and legitimacy. This research 
raised the two important research questions. The first question is what are the main 
institutional pressures that contribute to adoption of training programs in social enterprises in 
Pakistan? Second, how training programs add to enhancement and advancement of 
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legitimacy and performance of social enterprises? 

This study explored institutional influences on adoption of training programs and effects of 
these programs on legitimacy and performance of social enterprises. This study addresses 
those factors which have not been taken into account so far, our research includes 
institutional factors in explaining the adoption of training programs and the outcomes are in 
the form of legitimacy and better performance. Since we consider adoption of training 
programs is result of institutional forces, it may be suggested that organization try to enhance 
their legitimacy. In this section, we discuss the most noteworthy results and their implications 
for practice and future research. We introduce new perspective by taking into considerations 
the importance of institutional factors in determining the decision of social enterprises toward 
training programs. So far, human resources management practices were considered only as 
enhancing resources and improving performance. 

This paper has taken into account the funding organization, union, as source of coercive 
pressure, professional linkages are considered as source of normative pressures, uncertainty 
in environment and leaders in field as source of mimetic pressures. Our study reveals that 
training programs are guided by coercive, normative and mimetic pressures and are 
consistent with preceding studies (Combs, et al., 2009; Farndale & Paauwe, 2007; Love & 
Cebon, 2008; Som, 2007). 

The institutional theory posits that organizations are affected by surrounding environment in 
which they are embedded. It is suggested that social enterprises although considered as 
autonomous bodies. But still, they are affected by rules and regulations presents in it’s 
surrounding. Previous studies have also shown that effect of environment on nonprofit 
organizations and social enterprises in some ways e.g. ICT adoption by non profits. Results 
suggested that coercive pressures from the funding organizations and union tends to affect 
adoption process, explanation to this hypothesis 1 can be given as funding organizations 
demand their funds to be used in enhancing creativity of organizations and improve 
management system of social enterprises. For hypothesis 2, those social enterprises that are 
more involved in different associations or collaborations, have more pressures to develop 
training programs for its workforce. The networks of professionals are considered as mean of 
normative pressures. As a result of more associations or collaborations, the social enterprise 
tries to maintain better its standard and reputation. They try to gain quality certificate which 
make them more reliable. As explanation for hypothesis 3 can be suggested that in Pakistan 
most of social enterprises are at starting of their life cycle and they are not properly 
recognized, so for hypothesis 3 it is suggested that social enterprises follow the leading 
organizations because in beginning they strive to avoid doing experiment, which will be 
difficult in preliminary stage of their life cycle.  

This study demonstrates positive link between adoption of human resource practice e.g. 
training of managers with legitimacy, which is in agreement with the institutional theory, 
which posit that organization adopt different practices not only to improve the efficiency but 
also to be socially accepted (John W. Meyer & Rowan, 1977; Rao, Greve, & Davis, 2001; 
Suchman, 1995) (Dickson & Weaver, 2008). It can be suggested that social enterprise not 
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only train their managers to improve performance but also trend to be acceptable by values 
and norms in society. Our study support the idea of institutional theory, which state that those 
organizations that are legitimized by their surroundings ensure their survival (Paul J. 
DiMaggio & Powell, 1983; John W. Meyer & Rowan, 1977). In order to attain legitimacy 
organization accept the pressure from various actors, trends to get approval from those actors 
to improve the outcomes (Joel & Oliver, 1991). Our final hypothesis suggests that by 
executing training program social enterprises can improve their performance. It is because 
when the managers in social enterprises are efficiently trained which makes them capable of 
actively finding donors, volunteers and communicates with people and exploits those ideas 
that can attract general public and solve predicament. Training of managers may also 
facilitate to improve products and services provided by social enterprises. Training has 
influenced performance of social enterprises in many ways. Training programs help to 
improve the skills, which consecutively help to decrease dissatisfaction and improve job 
satisfaction (Huselid, et al., 1997). Training programs lessen the risk of selecting and hiring 
new workforce again and again, hence training of current workforce is easy for organization 
rather than hiring new personal. It may develop commitments of workforce with organization 
and identification of employees (Mufti, Xiaobao, Shah, Sarwar, & Zhenqing, 2019). Social 
enterprises faces various challenges which results in acute pressures on management, to 
acquire various skills to tackle challenges. Therefore the training programs for enhancement 
of skills are necessary to attain the better performance. It is clear from previous literature that 
organizations implement development programs for their managers is of critical importance 
for progress in performance (Butler, et al., 1991; Schuler & Jackson, 1987). Our final 
hypothesis is summarized that developing training programs can potentially make a 
difference in the performance of a social enterprise. This study strongly emphasizes the 
development of training programs for both current and newly appointed workforce, as 
training programs result in enhancement of skills and capabilities, which have the vast 
influence of the employee performance, commitment, working place climate. Training 
programs enhance the external legitimacy of ventures; these programs formulate social 
ventures that have a fine reputation and relations among the other members, training 
programs also increase the media coverage and most important cause acceptance in society. 
These external and internal benefits of training should be taken into account while making 
strategies regarding the management. Senior management in social ventures is suggested to 
critically analyze the outside environment while deciding between the adoption of training 
programs. It is suggested that management should take a clear view of all factors, which can 
influence the long terms success of ventures. Along with the importance of training programs 
in social enterprises, it’s been advised that training programs should be designed per needs, 
core mission, and policy of organizations. 

Social enterprises are considered as an innovative solution provider, as innovation is a basic 
component in the success of social enterprises. Innovation is a combination to develop in a 
new way to existing knowledge and information, hence this requires extensive knowledge to 
understand and make use of the existing knowledge. To enhance the performance of the 
social enterprises it is necessary to provoke continuous learning and training, which causes an 
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increase in new knowledge and persuades the workforce to do an experiment and find an 
innovative solution at their workplace. 

6. Practical implications and Limitations 

Concerning the formerly mentioned understandings of the results, several caveats required to 
be noted concerning the present study. This study is based on cross-sectional data; using data 
to test our hypotheses cannot give a clear picture of long term efforts of training programs in 
social enterprises and their effects in the long run. Long term effects of training, different 
methods of training on performance, and examining performance before and after training 
programs should be explored to further extend the research. The preliminary nature of this 
research evokes replication to other geographic areas and by using a larger sample size. The 
questionnaire is filled by the same respondents may be subjected to bias into the finding, in 
the sense that the influence of pressure on legitimacy may have been hyped and this factor 
may affect the generalizability of the research. This research follows a quantitative approach 
further studies may combine both quantitative and qualitative to better understand other key 
aspects. 

Similar to the institutional approach, this study confirms the training of managers improve 
performance and enhance external and internal legitimacy. Social enterprises should make 
some arrangement and programs which help the employee to get familiar with both the social 
and financial goal of a social venture. This study strongly emphasizes the development of 
training programs for both current and newly appointed workforce, as training programs 
result in enhancement of skills and capabilities, which have a vast influence on employee 
performance, commitment, working place climate. Training programs enhance the internal 
legitimacy; by improving the work climate, employees feel committed, and as an employee 
have a feeling of identification which makes them satisfy. These internal benefits of training 
should be taken into consideration while making strategies regarding the management. Our 
findings have potential implications for managers and social enterprise management system, 
our research shows the importance of training to gain the acceptably both internally and 
externally. Training not only enhance knowledge but also improve skills needed to tackle the 
wide range of problems, training also adds positive value as it is endorsed by the workforce, 
partners, and society as a whole. The above-mentioned recommendations are of critical 
importance for the senior’s management in social enterprises, as it forms the bases and 
noteworthy steps for improved outcomes of social enterprises. 

This study contributes to the limited research on the training programs adoptions in social 
enterprises, by presenting a comprehensive exploration of training programs adoption and 
assessing institutional pressures that lead to the adoption of training programs. This study 
provides a more complex picture related to the adoption of training and its effect or role 
played in organizational attainment of legitimacy and performance. This study will create an 
understanding regarding training programs and will provoke social enterprises to take steps to 
enhance their outcomes. Our study plays its important part as the results would help in 
promoting social enterprise to initiate training programs and will provoke them to gain 
legitimacy and improve performance.  
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