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Abstract

:

Environmental quality strongly depends on human behavior patterns. Many environmental challenges are rooted in human actions, and thus, it is believed that these problems can be reduced through the promotion of pro-environmental behaviors (PB). Owing to this reality, the current study aims to reduce the environmental footprint of a hospital by promoting its employees’ environment-specific behavior via corporate social responsibility (CSR) and ethical leadership (EL). More importantly, the study also considered the role of female leaders in the proposed relationship. The current study collected the data from the respondents employed in different hospitals of a developing economy through a questionnaire (paper-pencil method). A total of 489 valid responses were collected, which were analyzed by employing the structural equation modeling (SEM) technique. As per the current study’s findings, there is a positive relationship between CSR, while EL mediates between CSR and PB. Likewise, the moderating role of female leaders in the proposed relationship was more significant than that of male leaders. More specifically, the study’s findings have considerable theoretical and practical implications, as it opens paths for researchers to further investigate the applicability of different dimensions of CSR and the role of gender in environmental sustainability. It provides insight to policymakers on how to restructure their CSR preferences, priorities on the environment, and gender differences.
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1. Introduction


Many organizations worldwide cause contamination of the environment, which has become a concern for researchers and policymakers [1]. Environmental dilapidation adversely affects living beings and even nonliving beings around. Specifically, in some countries such as Saudi Arabia (KSA), greenhouse gas emissions have increased by 225% since 1990. More specifically, during recent years, KSA produced more than 490 million metric tons of air pollution and has been blamed for contributing 1.47% of greenhouse gases globally each year [2]. These Hypothesized framework s paint a bleak picture of the country from the perspective of a sustainable future and call for extraordinary measures at each level. Currently, many developing countries vulnerable to changing climatic conditions, as most of its ecosystems are sensitive.



Moreover, the nation has been facing increasing temperatures, floods, and droughts. The country has faced huge natural disasters stemming from environmental disorders [3]. Hence, there is an urgent need to take emergency measures in order to mitigate this vulnerability.



Industries, including the healthcare sector, have a substantial impact on the environment as they contribute to environmental issues such as climate change [4], waste [5], deforestation [6], and water and air pollution [7]. In this regard, hospitals particularly emit hazardous pollutants of various classes, potentially causing several diseases, including, among others, lung cancer. The release of chemical and other types of pollutants through hospital waste to the environment without scientifically managing it creates critical environmental issues and potentially causes dangerous diseases. In return, even hospitals themselves become vulnerable to adversities of this kind of environment, which negatively affects hospital performance by endangering patients’ lives and affecting treatment processes.



In order to mitigate environmental deterioration, organizations need to work to reduce their environmental footprint. Consequently, researchers around the world started introducing concepts, such as green human resource management [8], green organizational performance [9], green marketing [10], and green change [11]. Since tendencies and definitions of organizational success are changing, it is not enough to earn profits for survival and growth, but it becomes imperative for modern organizations to contribute to the environment positively [12].



As industries are creating life-threatening pollution on earth, they must play a vital role in controlling it. This is why corporations in the current era are under immense pressure from different stakeholders (customers, employees, the public, or even the shareholders) to improve their environmental footprint and stewardship [13]. Whereas efforts to reduce environmental dilapidation at government levels occur in several states, the striking observation of different scholars is that such efforts will be unsuccessful without improving the individual behavior towards the environment [14,15,16]. Thus, promoting the pro-environmental behavior among employees of a corporation is of utmost importance for a corporation to improve its overall environmental footprint. Therefore, one of the primary objectives of the current study is to explore the factors that can improve the pro-environmental behavior of employees.



Wang et al. [17] revealed an immense increase in the levels of greenhouse gases and CO2 emissions in recent years. Concerns about economic growth, environment, and social interaction are not new, but the pressure on organizations to act in a socially responsible manner is increasing faster than ever before [18]. Meanwhile, the importance of corporate social responsibility (CSR) has increased the need to conduct activities differently by integrating the community’s issues and activities in a targeted, socially responsible, and economical way [19]. Researchers have shown a severe concern for CSR, which is considered one of the most important phenomena for modern enterprises from the perspective of environment management [20,21]. Firms have the right to sell goods or services to consumers, but they are also responsible for conducting their activities in a socially responsible manner.



Corporate social responsibility generally includes philanthropy, environment conservation, diversity and labor practices, and volunteerism. However, in the context of the healthcare sector, the potential role of CSR to mitigate the environmental footprint of a hospital is not well-explored. In a healthcare context, CSR activities were directed on charity and welfare-related activities such as free treatment, including free or subsidized surgeries, lab tests and investigations, surgical equipment, medicines, and even food and accommodation to patients [22,23]. Though there have been a few recent studies from the healthcare sector [21,24] to propose CSR as an enabler to improve the environmental footprint of a hospital, such studies are sparse, implying that more research is required to explore the importance of CSR from the perspective of environmental management. Therefore, another objective of the current study is to investigate the relationship between CSR and employees’ pro-environmental behavior.



Recently, scholars have acknowledged the importance of ethical leadership to shape employees’ behavior. In particular, it has been reported that an ethical leader is likely to influence the discretionary behavior (not formally required for a job) of an employee [25,26]. Specifically, there exists a positive relationship between ethical leadership and employees’ pro-environmental behavior. More specifically, in some recent studies, the mediating role of a leader to spur employees’ discretionary behavior has been reported [27]. In the current context, the pro-environmental behavior of an employee is also a discretionary behavior; therefore, it will be interesting to investigate the mediating role of an ethical leader between the relationship of CSR and employees’ pro-environmental behavior. Thus, investigating this mediation effect is another important objective of the current research.



According to the social role theory [28], several scholars have concluded that gender differences in attitudes and behaviors will continue to emerge in different settings and cultures. Common sense suggests that women focus more on the role of a guardian than men and are interested in learning and nurturing social behaviors, such as helping and caring for their colleagues [29,30]. In the current context, the role of female leaders to transfuse pro-environmental behavior among employees has a high significance. Hence, the last objective of the current study is to explore the moderating role of a female leader in the above-proposed relationships.



The proposed framework of the current study was applied in the healthcare sector. This sector was considered relevant to serve the purpose of the current survey due to the following specific reasons. First, as stated earlier, hospitals are a significant pollutant. In the case of developing countries, hospitals are blamed for producing a large amount of solid waste, including plastic, glass, metal, food, and others [31]. Unfortunately, this waste ends up in landfills without any recycling. Therefore, the promotion of environment-specific behavior among hospital employees may be helpful in reducing this level of environmental dilapidation on the part of hospitals.



Yet, another reason for choosing the healthcare sector was the considerable presence of females. Given that females almost constitute half of the country’s population [32], their contribution to employment is just above 30% [33]. Moreover, healthcare and teaching are the only two sectors with a significant female contribution in the country. Thus, the consideration of female leadership to spur pro-environmental behavior among employees in the healthcare sector will be of prime importance from the perspective of environmental management for emerging economy.



The present research is an action with three definite contributions to the available literature. Firstly, the current study attempts to project CSR beyond the charity domain to improve an organization’s environmental footprint. In this regard, a majority of previous studies on CSR were conducted from a philanthropic orientation, including providing some temporary relief to deprived individuals [34,35]. The current study attempts to create an understating that CSR is a mechanism that can be employed for specific sustainable outcomes, including environmental well-being.



Secondly, CSR is viewed as a macro or institutional level phenomenon, and less attention is paid to individual involvement in CSR. In this study, it is believed that behaving in a socially responsible manner at an employee or individual level can yield equal or more achievements than at the macro level. This is more relevant to the population because more environmental issues arise due to individual-level carelessness. Thirdly, unlike other industries, hospitals are organizations with significant female participation. We highlight the existence of a gender role difference, and that the above-mentioned gender differences influence the realization of environmental objectives. Thus, the focus of the present research is to explain whether environmental issues can be managed using CSR activities.



The remainder of the current study is composed of four different sections. For example, the next section deals with related theories and literature to frame different hypotheses. It is followed by the methodology section, in which the authors have discussed the issues related to sample and data collection procedures, followed by the result section, which deals with the analysis of the data by employing different statistical tests. The last section belongs to the discussion, implications, and conclusion of the current survey.




2. Literature Review


2.1. Theoretical Framework


Social exchange theory [36] and social role theory [28] have been employed to provide theoretical grounds for this study. Social role theory suggests that men and women tend to do different roles aligned with social structures and are supposed to be judged according to a set of different standards for how to act. Social role theory explains that recurring roles and activities are divided into different socially determined categories wherein each individual is expected to perform a predetermined role. Likewise, the study argues that both males and females have different roles and perform different in a social setting.



Social exchange theory (ST) argues that social behaviors are outcomes of specific exchange processes. Specifically, the objective of such an exchange process is to maximize benefits. Various scholars have primarily used this theory in positive human psychology and individual behavior research [37,38,39]. Accordingly, ST suggests that individuals are likely to exchange benefits received from others with benefits. This exchange process is likely to continue until the benefits from one party outweigh the costs. In an organizational context, both CSR and ethical leadership promote ethicality in a workplace, and therefore, the employees assume such ethical practices as a benefit to society and the workforce. Thus, the employees also respond positively by exchanging ethical practices of a socially responsible organization with benefits. All this process motivated them to respond with a positive behavior in the best interest of the organization.




2.2. CSR and Pro-Environmental Behavior


The phenomenon of CSR is receiving mounting importance in the business world and is generally having a great effect on social life. It was also argued in the available literature that social and cultural factors can have a significant impact on the CSR activities of an enterprise [40,41]. CSR in developing countries has become an important business imperative for the social survival of enterprises [34,42]. The manifestation of socially responsible business practices for different stakeholders (employees, customers, and even shareholders, among others) has now become a priority agenda. Given that KSA is an oil-dominated economy with strong state power and ruling dynasty, the country has different sustainability and social responsibility perspectives [43]. Accordingly, Saeidi [44] mentioned that local endogenous CSR features in KSA have their origin in the country’s cultural, social, and religious (Islamic) environment. This implies that KSA’s social, cultural, and Islamic values are detrimental to CSR activities in the country. Responding to this, Murphy et al. [45] carried out a survey to explore whether CSR perception in KSA differs from other Muslim states. They showed that KSA’s rentier-state welfare accounts for the differences compared to other states. Additionally, they also revealed that females were stronger advocates for CSR implementation. In this regard, religion and contextual factors can also lead to differences in CSR perception. Realizing this, Koleva [46] conducted a study in the region of the Middle East and found that there was a significant impact of religious context in shaping the CSR perceptions of individuals. Moreover, the study also revealed that CSR perceptions were grounded in social and altruistic actions that align with the local cultural traditions and Sharia laws.



Given the current vulnerable climatic conditions throughout the globe, the corporations in the current age are expected to create a minimum negative impact on the environment.



At the same time, organizations are expected to have a caring attitude towards the environment by implementing environment-friendly processes and aligning their workforce with activities related to environmental performance [47]. Organizations embark on various approaches, including CSR activities, to tackle environmental challenges. Organizations have many compulsions to engage in CSR-related activities, such as competition [48] and the expectations of different stakeholders [49]. Organizations can enhance their environmental performance by adding to CSR activities various environment-related goals, such as low energy consumption and waste management systems [50]. Different stakeholders, including suppliers, customers, owners, competitors, employees, and government agencies, compel organizations to direct their CSR activities towards managing environment-related issues [51].



Researchers believe that CSR is a potential management strategy that can yield outstanding outcomes for organizations to respond to nature [52]. CSR is a context-specific and complex concept that is viewed differently in different societies of the world, and this could be why there is no unanimous and universally accepted definition of CSR. In this regard, the current study agrees with the frequently cited definition of CSR by Carroll [53], who says that CSR includes four sets of responsibilities for a business: economic, legal, ethical, and philanthropic commitments.



Existing literature in the vicinity of CSR is mainly linked with the effect of CSR programs on the financial performance of an organization [54,55]. Recently, researchers have investigated CSR’s role in environment management [56,57]. Studies in other contexts also confirm the positive association of CSR with environment management [58,59]. Given that enterprises are significantly responsible for the current climatic conditions throughout the globe, it is quite possible to improve an organization’s environmental footprint by promoting pro-environmental behavior among employees. Such environment-specific behavior has a clear manifestation for an enterprise, as indicated by several scholars [60,61]. More specifically, in healthcare settings, in different recent studies, it has been reported that there is a positive relationship between CSR and pro-environmental behavior. For example, the study of Molnár et al. [21] stated that the CSR orientation of a hospital enterprise has a positive relationship with employees’ pro-environmental behavior. Similarly, the same positive relationship was reported in a recent study by Ahmad et al. [24]. Moreover, the study of Nichols et al. [62] also acknowledged the same in the healthcare sector UK.



The authors believe that CSR at the level of employees could be even more effective in managing environmental issues. Healthcare organizations, particularly hospitals, are labor-intensive organizations and can use their employees to manage environmental issues. Emphasizing CSR from the employees’ perspective would yield a more productive outcome because each individual will be responsible for their environment-related roles. Thus, there exists a positive relationship between CSR and employees’ pro-environmental behavior. Therefore, the following hypothesis is formulated:



Hypothesis 1 (H1).

There exists a positive relationship between CSR and employees’ pro-environmental behavior.






2.3. CSR and Ethical Leadership


Following Doh and Stumpf [63], studies in leadership, business ethics, and CSR developed independently. More recently, the business model is beginning to recognize that leadership can be an important factor in developing a business environment [64]. How to improve the leader–follower relationship through ethical leadership emerged as a research subject. The foundations of ‘ethical’ leadership are rooted in research that assesses the characteristics of ‘good’ leaders [65]. Attitudes, however, guide behavior; leadership theories have added other categories of ‘moral leaders. Prior to the emergence of ethical leadership, the traits or characteristics of a leader were defined as part of ‘transactional’, ‘transformational’, ‘steward’, or ‘authentic’ leadership approaches [66,67,68]. Kanungo [66] thought that leaders have a ‘moral foundation’ and showed differences and similarities of ethical leadership traits by comparing leadership traits to the theories of transformational and transactional. Both perspectives have a common foundation, but differ in characteristics and styles; however, according to Kanungo, both styles act as ethical leaders. While transactional leadership focuses on work, purpose, and ethical behavior, transformational leaders focus on ethics, principles, and social values. Bass and Steidlmeier [65] argued that leaders with transformational orientation, encourage change through vision, and are considered ethical. However, this is partly based on subjective assumptions. The same can be the case for values-based leaders. Introduced by Avolio and Gardner [69], over time this perspective changes from the view of ‘values-based’ to ‘moral’ leaders. This research domain focuses on social norms (business and culture) and human values and the development of cognition and morality [70]. Previous studies have focused on ‘values-based’ approaches, placing emphasis on the problem that organizational context can contradict with thee good intentions [71]. Here, the focus is on ‘near-action’ issues: on the specific actions and choices leaders make in situations and contexts, which can be replaced by ‘intention’ or ‘avoidance’ from the action ’ideas’, such as values and behaviors.



Another research stream, authentic leader, focuses on honesty in relation to the values of true leaders and the actual behaviors of leaders. An authentic leader adheres to cultural norms and precedents, standards, and goals. While integrity has been shown to be the critical priority for ethical leaders, self-awareness and the development of others are also important [72]. However, the very nature of leadership often results in a moral crisis. The true purpose of values-based, ethical, or authentic styles of leadership is often influenced by background and context. In order for it to be validate, good knowledge is needed, as indicated by Brown and Treviño [72]. Behavioral studies cite integrity, commitment, and motivation of others, as guiding principles for a leader’s behavior [73,74]. This concept is also similar to the servant leader and stewardship approach. In their study, Mihelic et al. [73] concluded that an ethical leader is more concerned with avoiding inappropriate leadership. CSR is also intended to prevent misconduct; however, it can be assumed that ethical leadership is the most effective way to solve ethical issues at the workplace and that leaders are the main source of ethical guidance. Importantly, ethical leadership is considered to be one solution for creating a balance between the wellbeing of the employees and the wider community, and the organization’s profitability. Moreover, from the viewpoint of Blake and Mouton’s Managerial Grid [75], team management was found to be the most effective leadership style. This style has similarities with ethical style of leadership; for example, both models (ethical leadership and team management) focus on trust, respect, and empowerment. All these factors eventually create a work atmosphere in which employees feel satisfaction, and thus, are motivated to improve the overall efficiency of their organization.



Despite satisfying different stakeholders, a socially responsible organization also emphasizes building ethical leadership to promote ethicality at the workplace and earn a real meaning of CSR [76]. An organization with a CSR orientation is likely to strengthen its management and leadership with the highest standards of workplace ethics. There is no doubt in accepting the fact that an ethical manager shows a severe concern towards sustainability and environment management [77]. An ethical leader in a socially responsible organization is likely to infuse ethicality among its followers (employees in the current case) as they observe their leader’s actions as a role model [78]. Every enterprise understands the importance of corporate leaders to achieve different organizational objectives effectively [79]. Especially in the current context, a socially responsible organization assumes its management as a critical resource to pursue different business strategies effectively.



Moreover, a socially responsible organization treats its corporate leaders with respect and transparency. All this process boosts this stance of an organization to the management that they belong to a socially responsible organization, and hence, their organization expects its leadership with ethical practices [76]. Thus, promoting ethicality at the workplace is one of the hallmarks of a socially responsible organization [80]. The positive relationship between CSR and ethical leadership has been reported by different researchers recently [77,81,82]. In sum, CSR as a business philosophy can be helpful to deliver some significant manifestations for all stakeholders through sustainable practices and ethical business values. Following ST, the CSR orientation of a socially responsible organization is assumed to benefit society, and the leadership of such an organization becomes self-motivated to exchange this benefit with benefits. Thus, they are expected to act more ethically while performing different tasks at the workplace. Therefore, the following hypothesis is proposed:



Hypothesis 2 (H2).

There exists a positive relationship between CSR and ethical leadership.






2.4. Ethical Leadership and Pro-Environmental Behavior


As mentioned in the seminal work of Brown and Treviño [72], the normative act of an ethical leader is primarily focused on others’ well-being. In an organizational context, an ethical leader is likely to stress the well-being of their followers instead of stressing personal interest and well-being [83]. Ethical leaders take care of their followers through their ethical conduct at the workplace [84]. Ethical leaders in a socially responsible organization understand that their organization is a caring organization for all stakeholders, including the employees. Therefore, they pay extra attention to the well-being of their employees [85]. Employees are a strategic key resource for any organization to achieve different business objectives. Realizing this importance of employees, an ethical leader is expected to direct their efforts to the interests of the employees [86]. In the context of the current study, the ethical conduct of an ethical leader is well observed by the employees of an organization. As the employees consider their leader a role model, they copy the ethical conduct of the leader. Thus, employees also become more responsible and ethical while performing their job in an organization. Generally, the available literature regards a positive association between ethical leadership and pro-environmental behavior [87,88,89].



Moreover, the CSR orientation of an organization is an extra-role commitment for the society and the environment from a socially responsible organization, which is considered a social benefit by the employees. Thus, following ST, the employees want to exchange this benefit positively. Therefore, they also support their organization beyond its day-to-day activities by performing different discretionary roles, one of which is their pro-environmental behavior. Past literature mentions employees’ CSR perceptions of an organization can be better explained in the presence of an ethical leader [90,91]. One possible reason for this association is that an ethical leader tries to make it certain that their organization’s CSR commitment is communicated at all levels [92]. Owing to this fact, it is mentioned in the mainstream literature that CSR should be contingent on an organization’s culture derived from organizational values, norms, and ethics [93,94,95]. Employing a proper leadership style (ethical leadership in the current case) may shape the environment-specific behavior of employees in a socially responsible organization [96]. Mentioning this fact, Afsar et al. [97] argued that the responsible behavior of a leader further strengthens the CSR perception of employees. Leaders with ethical conduct advocate for the environment and continue mentioning the importance of a sustainable environment for future generations [98]. Ethical leaders are critical strategic enablers to shape the environment-specific behavior of their followers in an enterprise [99]. It is highly likely to expect that the CSR-oriented conduct of an ethical leader is mimicked on the part of employees, and they are self-motivated to show a positive commitment to the environment through their pro-environmental behavior. On a final note, in line with ST, when employees of a socially responsible organization observe the ethical conduct of their leader, they want to exchange this ethicality and the socially responsible behavior of their organization positively. Thus, they are expected to promote environment-friendly behavior on their part too. Moreover, the presence of an ethical leader makes it possible for every employee to realize their importance in reducing the overall environmental footprint of an organization. Thus, the following hypotheses may be proposed:



Hypothesis 3 (H3).

There exists a positive relationship between ethical leadership and employees’ pro-environmental behavior.





Hypothesis 4 (H4).

Ethical leadership mediates between CSR and employees’ pro-environmental behavior.






2.5. Gender as Moderator


Social role theory is grounded in the proposition that individuals are socially classified as male or female and tend to possess different ascribed roles inside a given social structure. Their role is judged against divergent expectations for how they should behave [100]. Gender roles are socially constructed roles covering a range of behavior, actions and attitudes that are desirable, acceptable, and suitable for a person according to their biological sex [101]. Gender roles are generally connected with the notion of masculinity and femininity [102]. In a patriarchal society, gender discrimination and socio-economic inequality make women a marginalized group, lowering their voice and power. Empowering women by ensuring gender equality and reducing socio-economic imbalances may be the best means of protecting the environment [103]. Women generally care more about environmental problems and have staunch pro-climate and environment caring notions and beliefs [104]. Women in public offices are expected to be more inclined to sign agreements and treaties on reducing global warming and climate change than men.



Although women suffer from environmental disasters and climate change, they have the awareness and capability to find indigenous environmental problems solutions. Therefore, such knowledge and skills should be aligned with environmental programs, policies, and finance while supporting females in the presence of unprecedented environmental occurrences.



Some socio-psychological researchers suggest that females’ reproductive and nurturing role leads towards a caring attitude for others and demonstrate behavior pertinent to environmental well-being [19,105]. In continuous environmental degradation, it is crucial to protect the environment and save natural resources. Women tend to be more directly involved in the management and use of natural resources that come from the environment. Women play a vital role in the allocation of resources to family and community and even to organizations. That is why they have direct stakes in the environment and become much influenced by the natural environment. Thus, conservation of the environment and protection of natural resources cannot be realized without women’s participation in decision making and training to frame standards to protect the environment [20].



Recently, scholars have stressed that CSR engagement of an organization not only improves the environmental footprint of an organization but also induces its economic efficiency. For example, the recent study of Al-Shammari et al. [106] showed that the organizations that fulfill their economic and social responsibilities realize better financial outcomes compared to their rivals. The same was also proved in the work of Kim et al. [107], who employed a competitive-action perspective to propose the positive relationship between CSR and the financial performance of an organization. In the current context, the dual responsibility of the organization makes female leaders probably more interested in promoting themselves as leaders who care about these two types of responsibilities of a business. Moreover, studies on women and the environment have shown that women are very close to nature and are the agents of natural resource management, and they are major sponsors to environmental conservation and rehabilitation [108]. It has been noted that women have competencies in managing natural resources. The role of females as a leader remained a part of academic debate since 1975; however, their numbers in executive positions did not rise significantly in the corporate world in the past [109]. Conventionally, it was established that females were less likely to be associated with leadership roles and that females in leadership positions are more stereotyped compared to male leaders [110,111]. Moreover, it was also mentioned that females are more emotional than males; thus, their leadership role was not encouraged in the past [112]. At the same time, it was also reported that the ‘caring for others’ value is higher in females than men [113,114]. Recently, KSA has witnessed significant changes, and the role of females for different management and leadership positions in public spheres was brought to the fore [115]. Moreover, the current regime led by King Salman has witnessed significant social reforms to empower females in the country. This is why females now capture a better representation for leadership positions than in the past [116]. In the current perspective, females have shown to be good managers of natural resources and more sensitive towards environmental issues, as they possess a high level of ecological consciousness. Moreover, the literature generally establishes that women as corporate leaders are better promoters of the environment than men [117,118]. Thus, keeping in mind these theoretical assumptions and logical linkages, the following hypothesis can be proposed. Please refer to Figure 1 for detail.



Hypothesis 5 (H5).

The role of gender moderates the mediated relationship between CSR and employees’ pro-environmental behavior such that in the case of women, the relationship is stronger as compared with the case of men.







3. Methodology


3.1. Sample and Data Collection


The healthcare system in KSA is primarily a nationalized healthcare system that the government of centrally operates. The ministry of health is the major regulator of the healthcare system in the kingdom. Through its dedicated funding, the government of KSA makes it possible for every citizen to have free access to a healthcare facility throughout the kingdom [119]. Besides the national healthcare structure, recently, there has been growing participation from the private sector in KSA. The constitution of KSA declares healthcare facilities as a basic right [120]. KSA has a clear commitment towards a welfare policy and universal access to healthcare [121].



Equally important to mention here is that, as per the guidelines of WHO, the air quality in KSA is considered unsafe in many cities. Moreover, the recent data mentioned that KSA’s annual mean concentration of PM2.5 is 88 µg/m3, far beyond the threshold value of 10 µg/m3 [122]. Emissions from vehicles and industries have significantly contributed to this poor air quality index. The cities of Riyadh, Jeddah and Ghran are cities with high levels of air pollution. Therefore, the current study considered the hospitals located in these cities for data collection.



In this regard, the authors first made an official communication with the concerned departments of the targeted hospitals to seek their formal permission to collect the data from their staff in the best interest of academia and industry. These departments included the human resource department or the department dealing with external affairs of a hospital (such as PR departments, among others). The hospitals were selected after verifying their CSR engagement in different social activities. The hospitals that showed initial commitment to facilitate the authors in data collection were then approached by the authors to settle down different arrangements of data collection (scheduling, timing, dates, etc.). After addressing these arrangements, the authors were finally able to maintain their presence in the premises of specified hospitals. It is important to mentioned here that the data were collected from January to March 2021.



Before the data collection process, the authors followed the ethical guidelines of the Helsinki declaration [123]. In this regard, each respondent was served with an “informed consent” sheet to participate in the survey voluntarily. Moreover, each respondent was communicated by the authors that they can quit the survey at any stage without explaining any specific reason to the authors if they feel uncomfortable in disclosing the information. Such steps were taken to ensure the ethical standards during this survey.



The current survey instrument was an adapted questionnaire that was evaluated by the experts in the field for suitability and appropriateness before providing it to the respondents. These guidelines are in line with the recommendations of Guo et al. [124]. The questionnaire items were written in English, although Arabic is the national language. However, given that hospital staff holds a considerable formal education, understanding an English language questionnaire was not an issue. The questionnaires were distributed among the hospital staff randomly. The staff included healthcare professionals (doctors, nurses, and allied services staff) and the administrative staff (general administration of a hospital). More specifically, to identify the gender of a leader in a particular department or unit, the respondents were given to encircle either a letter “W” or “M”.



A total of 700 questionnaires were initially distributed among different respondents, and eventually, 489 valid responses were received back, which were included in the final dataset of the current study. This implies that the response rate of the current study remained 69.85%. For more demographic-related details, see Table 1 below.




3.2. Measures


The current study used the existing scales to operationalize different constructs, including CSR, employees’ pro-environmental behavior, and ethical leadership. The authors used these existing scales because of their pre-established reliability and validity [27,125]. In this regard, the authors adapted a 12-item scale of CSR from Turker [126]. This scale is a well-reputed scale for measuring CSR perception. Different extant researchers have also employed this scale in recent studies [97,124]. A sample item of this scale was “This hospital encourages its employees to participate in voluntary activities”. Similarly, the ethical leadership scale was adapted from the study of Brown et al. [127]. There were 10-items to measure ethical leadership. A sample item was “Our leader sets an example of how to do things the right way in terms of ethics”. Various scholars have also used this scale in their studies. For instance, the studies of Abuzaid [128] and Alpkan et al. [129] are some evocative examples. Finally, the items of pro-environmental behavior were adapted from Robertson and Barling [130]. This scale was composed of seven items. A sample item was “He/she is a person who turns lights off when not in use”. A five-point Likert scale was employed to record the responses of the respondents.





4. Results


4.1. Common Method Bias


Common method bias (CMB) is a common issue in survey methods of data collection [131]. The presence of CMB makes it possible that the variation in the responses collected by a researcher is associated with a biased instrument rather than the actual predisposition of the respondents. Therefore, the issue of CMB may lead a researcher to draw misleading results because such results happen due to a biased instrument and not due to the changes in perception of the respondents [132]. As the current study collected the data through a questionnaire (survey design), the authors decided to confirm the absence of CMB into the dataset before proceeding further in the data analysis process. The common approach to detect CMB is to perform a single factor test as recommended by Harman [133]. To do this, the authors loaded all the items onto a single factor without using any rotation in SPSS software. The results of this analysis are (Table 2) helpful to detect the presence of CMB in a dataset. For this, if the results of the single-factor analysis confirm the presence of a factor that explains a significant proportion of total variance (50% or above), then there exists the issue of CMB. In the current case, no such dominant single factor emerged during the single factor analysis, implying that CMB is not a potential issue in the current case. The largest variance explained by the single factor was 33.79% which is well below the threshold level of 50%. Nevertheless, to further cement the observation that the current survey data do not suffer from the issue of CMB, the authors also performed a single confirmatory factor analysis (CFA) to cross-validate that there is no issue of CMB. Again, the outcomes of such single CFA revealed a poor model fit, implying that the one-factor model is not the appropriate model (χ2 = 1925.462, df = 289, χ2/df = 6.662, RMSEA = 0.089, CFI = 0.53, NFI = 0.47).




4.2. Construct Evaluation: Factor Loadings, Validity, and the Reliability


The confirmation for the non-existence of CMB paved the way for authors to continue with the data analysis at a further level. Hence, this time the authors performed different tests (factor loadings, validity, and reliability tests) to evaluate all constructs of the current survey. To do this, in the first place, the authors checked the factor loadings of all items. In this regard, the standard criterion to declare an item’s loading as valid is λ > 0.5, and ideally, it should be greater than 0.7. As can be seen from the output of Table 3, all the items’ loadings show good values (as nothing less than 0.5 was observed). Therefore, no issues were signaled regarding the factor loading of any item.



Likewise, in the second place, to establish the validity of each construct, the authors calculated the average-variance-extracted (AVE) for each construct by using the formula given in Equation (1):


  AVE =     ∑   i = 1  k   λ i 2      ∑   i = 1  k   λ i 2  +   ∑   i = 1  k  . v a r  (  ε i  )     



(1)







At this stage, the authors employed the criterion of Fornell and Larcker [134] for the AVE of each construct. According to them, ideally, the value of AVE for a construct should be 0.5 or beyond to establish that a majority of variance in a construct is explained by its items and not by the error terms. As for the AVE results for all three constructs, i.e., CSR, ethical leadership (EL), and pro-environmental behavior (PB), all were above the cut-off value of 0.5. For instance, it can be seen in Table 3 that the value of AVE for PB is 0.679, implying that the condition for convergent validity is fulfilled. These guidelines to validate a construct can also be seen in the seminal work of Gefen et al. [135].



In the third place, the authors also evaluated the composite reliability (Crl) for each construct. To achieve this, the formula in Equation (2) was employed for such calculations:


   Composite   reliability  =  (   (   ∑   λ i   )  2  )  /  (   ∑   λ i   )  2 +  ∑  v a r  (  ε i  )  )  



(2)







In this regard, a Crl value beyond 0.7 is considered adequate to establish the reliability of a construct. The results of Crl have also been reported in Table 3 for the convenience of the readers.



In the next stage of the data analysis, the authors further performed several statistical tests. For example, the authors performed correlation analysis to assess the nature and value of correlation among the constructs (Table 4). The results of this analysis acknowledged a positive relationship among different variables. This positive association is a good indication towards the validation of different hypotheses of the current study. To explain further, one can see the value of correlation between CSR and EL is r = 0.462, which is positive and significant, implying that there exists a positive association between CSR and EL. The same is the case with other pairs of correlations.



Meanwhile, in order to validate the discriminant validity, the authors employed two tests. Firstly, the authors calculated the maximum shared variance (MSV) values and average shared variance (ASV) for each construct. The standard rule here is that if both values (MSV and ASV) are less than the value of AVE for the same construct, then the condition for discriminant validity is fulfilled.



As shown in Table 4, all the values of MSVs and ASVs are less than the values of AVE. For instance, the MSV and ASV for CSR are 0.25 and 0.23, far less than the AVE values (0.658). Secondly, to further validate discriminant validity, the authors also calculated the square root of every construct and compared it with AVE in this respect. If the value of the square root of AVE for a construct is greater than the values of correlations, then discriminant validity is maintained. For instance, the value of the square root of AVE for CSR is 0.811, which is greater than the correlation values (0.462 and 0.498) Hence, it is validated that there is no issue in discriminant validity and the items of one construct are dissimilar from the items of the other construct [136]. Lastly, the authors also verified the model fitness of the measurement model of the current survey. In doing so, some important model fit indices (MFI) values were assessed their standard ranges again. For example, the standard range of χ2/df is less than 3. In the current case, this value was (1719.238/792) 2.171, less than 3. Likewise, the normed fit index (NFI) value was 0.929, which is greater than the standard range of 0.90. Moreover, the comparative fit index (CFI) value should also be greater than 0.90, which is 0.936 in the current case. Likewise, the root means square of error approximation (RMSEA) value should be less than 0.08, which was observed as 0.049. All these results validate that there is a good fit between theoretical model and the measured model (χ2 = 1719.238, df = 792, p < 0.05, χ2/df = 2.171, RMSEA = 0.049, CFI = 0.936, NFI = 0.929).




4.3. Hypotheses Validation


After performing several statistical tests and construct validation, the authors tested the hypotheses of the current study by performing structural equation modeling (SEM). Specifically, the SEM analysis was employed in several steps. In the first place, a structural model was developed to test the direct association of the hypotheses (H1, H2, and H3). The results of this analysis have been reported in Table 5. According to these results, the first three hypotheses (H1, H2, and H3) were statistically proved to be true (β1 = 0.426, β2 = 0.388, β3 = 0.329, p < 0.05); hence, H1, H2, and H3 are accepted. This decision was reached based upon the positive beta values (β1, β2, and β3). Moreover, the p-value in each case was also significant. Similarly, both the upper limit confidence interval (ULCI) and the lower limit confidence interval (LLCI) for all three hypotheses do not include any zero value, establishing that H1, H2, and H3 are accepted (χ2 = 1529.438, df = 828, p < 0.05, χ2/df = 1.847, RMSEA = 0.040, CFI = 0.942, NFI = 0.934).



After validating the structural model for direct relationships (H1, H2, and H3), the authors tested the mediation results (H4). For this purpose, the previous structural model was modified, as this time, the EL was included as a mediator in the structural model. Moreover, the bootstrapping option was also employed to confirm the mediation effect of EL. For this, a large bootstrapping sample of 2000 was considered by the authors. Using this large bootstrapping sample is also recommended in several studies [27,137,138].



The results of mediation analysis have been reported in Table 6. As per the results given in Table 6, there is a confirmation of the mediation role of EL between CSR and PB. According to the results, the beta value (β4 = 0.128, p < 0.05) was positive and significant, implying that H4 is accepted. Moreover, the results of the mediation effect also supported that there is a partial mediation effect of EL between CSR and PB. Furthermore, EL as a mediator caused almost 30% variations in PB. Thus, these results confirmed that EL mediates between CSR and PB (χ2 = 1323.844, df = 779, p < 0.05, χ2/df = 1.699, RMSEA = 0.037, CFI = 0.947, NFI = 0.939).



Lastly, to confirm the moderation effect of gender on the indirect relationship of CSR and PB, the authors selected the multi-group option in AMOS software. In doing so, the data for male leaders and female leaders were split into two parts. This time, in the mediated structural model, the authors checked the moderation effect of both genders (male/female) separately. These results have been given in Table 7, and according to these results, both male and female leaders are producing a positive moderation effect between the indirect relationship of CSR and PB. However, in the case of female leaders, this relationship is stronger compared to male leaders. These results imply that the female leadership is producing a more convincing effect to shape the environment-specific behavior of employees. Thus, H5 of the current study is also accepted.





5. Discussion


There were four major objectives to carry out in the current study. Firstly, the study intended to investigate the factors that influence the pro-environmental behavior of employees in the healthcare sector of developing countiries. To this end, the current study’s findings bring to the fore that CSR perception of employees about their organization supported by ethical leadership can spur the discretionary behavior (pro-environmental) of employees. Such findings are also in line with prior studies [97,139]. The survey respondents confirmed that they are self-motivated to participate in different environment-specific activities at the workplace in response to the CSR commitment of their organization and the ethical conduct of their management. Secondly, the study attempts to extend the discussion on CSR from the perspective of environmental management. To this extent, the findings supported that CSR perception of employees working in different socially responsible hospitals can inculcate in employees’ positive feelings about their organization. These results can also be explained in light of the social exchange theory. As stated earlier, the individuals are expected to continue a social relationship with others by exchanging the benefits received from others with benefits. In this regard, when employees observe the CSR orientation of their socially responsible organization for society and the environment, they take such participation of an organization as a benefit for society, the environment, and the employees. In response, they feel the motivation to exchange this benefit (CSR) received by their organization, with a benefit. Thus, they become more pro-social at the workplace and willingly take part in different environment-specific activities to support their organization to preserve nature. Specifically, as CSR engagement of an organization is assumed as a discretionary commitment of an organization for all stakeholders, this discretionary commitment is exchanged by the employees (a key stakeholder) by their engagement into certain discretionary tasks. Among these, their pro-environmental behavior is also discretionary behavior. These findings were also supported in the seminal work of Glavas [140] and Jones et al. [141].



Thirdly, the current study also highlights an ethical leader’s importance in explaining the association between CSR and employees’ pro-environmental behavior. In this regard, as per the findings of the current analysis, it was observed that in the presence of ethical leadership, the followers extend their environmental commitment to a further level. Especially when they observe that their leader is an advocate of ethicality at the workplace, they copy the ethical conduct of the leader as a role model. Hence, these processes help them to shape their ethical behavior at the workplace. Generally, a relationship of CSR and employees’ positive behavior (pro-environmental behavior in the current case) exists; however, in the presence of an ethical leader, this relationship provides an added explanation to the employees to participate in different environment-specific behaviors. More importantly, an ethical leader communicates to the follower about their importance to improve the overall environmental footprint of their organization through the voluntary engagement of the employees. To this end, the study confirms the mediation role of an ethical leader to explain a positive association between CSR and employees’ pro-environmental behavior. Recently, some other scholars have also mentioned the mediating effect of leadership to explain the discretionary behavior of employees [142,143].



Fourthly, another important objective of the current analysis was to discuss the role of gender difference for the indirect relationship of CSR and employees’ pro-environmental behavior. Specifically, the current study intends to highlight the moderating role of a female leader to better support the above-stated indirect relationship. As per the findings of the current analysis, it was observed that both male and female leadership moderate the indirect relationship of CSR and pro-environmental behavior. However, the case of a female leader is well-differentiated from the case of male leaders, as in the presence of a female leader, the indirect relationship of CSR and employees’ pro-environmental behavior is stronger than male leaders. Generally, the prior literature also regards females’ important role in preserving the environment [117,118,144]. Recently, developing country like KSA has witnessed significant changes, and the role of females in different management and leadership positions in public spheres was brought to the fore [115]. Moreover, the current regime led by King Salman has witnessed significant social reforms to empower females in the country. This is why females now capture a better representation for leadership positions than in the past [116], implying that there is a paradigm shift in the culture of KSA to empower females and realize their leadership potential in the corporate world. Additionally, the theory of social role also supports this concern of females for the environment. More specifically, the scholars regard the correspondent inferences that females are more caring individuals [145]. Moreover, individuals carry out specific gender roles as they enact specific social roles. Socialization is a mere facilitator for such gender-oriented role performances [146]. Thus, the role of female leaders is more important for infusing pro-environmental behavior among employees than male leaders.



5.1. Implications


5.1.1. Implications for Theory


From a theoretical point of view, the current study enriches the literature on organizational management and CSR in three ways. In the first place, the current study enriches the literature on CSR from the perspective of employees. In this regard, most of the current literature assumes CSR from the perspective of organizational outcomes, including organizational performance [54,82] or organizational reputation [49]. Knowing the potential benefits of CSR at the level of employees is more important, especially from the perspective of environmental management. However, such contributions in the literature are relatively sparse. The current study is an attempt against this backdrop.



In the second place, the current study also stresses the mediating role of ethical leadership to better explain the relationship between CSR and pro-environmental behavior. In this regard, very few studies have attempted to investigate the mediating effect of a leadership style to shape the behavior of employees. To our knowledge, only the studies of Molnár et al. [21] and Murtaza et al. [27] have followed a similar approach. Nonetheless, many studies have highlighted the direct importance of a leadership style, especially an ethical style of leadership, to spur employees’ pro-environmental behavior [81,88]. However, the academic debate has paid relatively little attention to the potential mediating effect of ethical leadership on employees’ discretionary behavior.



Finally, and most importantly, the current study highlights the important role of gender, especially the role of a female leader, to spur the indirect relationship of CSR and employees’ pro-environmental behavior. Although there have been different studies highlighting the importance of females to protect the environment [108,117], few studies have analyzed the concept in the context of a patriarchal culture. Thus, the current study is one of the few that attempts to highlight the important role of females for better management of the environment.




5.1.2. Implications for Practice


The current study has some critical practical implications for the healthcare industry. First of all, the current study highlights the importance of CSR engagement in a hospital from the perspective of environmental management. As the findings of the current study unveiled, the CSR perception of hospital employees plays an important role in shaping their eco-friendly behavior. Realizing this fact, this is the time for the policymakers of this sector to reframe the strategic intent of CSR as the current state of CSR affairs in most hospitals is related to charity and donations that cannot help a hospital improve its environmental footprint. A hospital needs to understand the potential benefit of CSR to address the natural environment. In this regard, the Kingdom of Saudi Arabia can benefit from the example of the nations of the EU, which were able to improve their natural environment by promoting its importance on an individual level. Due to such initiatives of the EU, individuals recognize their important role in improving the environment, which is perhaps why the sustainability index of most EU countries improves each year.



Secondly, the current study also highlights the importance of an ethical leader for a hospital. In this regard, it is important to mention here that only the CSR engagement of an organization is not enough. The presence of responsible management is a necessary precondition to achieve the expected outcomes for a hospital. Moreover, an ethical leader further highlights the importance of the individual to improve nature and the environment. Especially in the context of sustainability management, the presence of an ethical leader makes their role toward environmental improvement clear to every employee. There is a dire need to promote such an ethical leadership style in the healthcare sector to address environmental dilapidation effectively.



Lastly, as stated earlier, females are almost half of the population of the kingdom. However, unfortunately, their role in most social development programs is very passive. Given that the KSA is a society characterized by a patriarchal culture, the participation of females in society-building activities is not encouraged. To this end, the results of the current study may be eye-opening for this society to understand that without effective participation on the part of females, it is less likely for the kingdom to achieve its expected sustainability outcomes. Though the government has recently shown seriousness in reducing its carbon footprint, if half of the population remains passive, achieving such objectives will remain a difficult task. Moreover, in light of the findings of this analysis, it is important to promote females in more managerial posts to shape the behavior of a workforce better. Surprisingly, females’ role in the environment did not receive any significant attention in past studies. Moreover, as mentioned by Byun and Al-Shammari [147], the age of female leaders and the power of the CEO can influence the ethical behavior of a female leader, and this context needs to be further explored.





5.2. Limitations and Future Research Directions


Even though the current analysis brings to the fore some important implications for the healthcare sector, the study also encounters some important limitations. First of all, the study sample was only limited to three specific cities of one country. Thus, the geographic concentration may limit the generalizability of the current analysis. In this respect, future researchers should include more cities and provinces to make a better and generalizable impact. Secondly, the study only records the perceptual measures of CSR. Although such measures are considered helpful by a plethora of studies, using an objective measure of such constructs in the upcoming studies may generate more realistic outcomes.



Similarly, the current study’s findings may remain limited in its scope because a cross-sectional survey design was employed, limiting the causality of association among different constructs. In this regard, a better approach in future studies may be to incorporate a longitudinal data design. Moreover, given that CSR is context- and culture-specific, the current survey findings may remain the same for similar cultures (UAE, Oman, Qatar, etc.). However, in different cultures, due care is necessary before interpreting the current survey results. Lastly, it would be interesting for future researchers to explore whether the age of the female leaders (early in their career vs. late in their career) or CEO power (which either enables or hinders the influence of the leader) may have a differential impact on the ethical behavior of the female leader.





6. Conclusions


The current study is one of those few studies that considered the importance of CSR to improve the environmental footprint for a nation that is already a victim of climate vulnerability. The study attempts to elucidate for interested policymakers that assuming CSR from the perspective of the environment may be a strategic enabler. More specifically, the study also indicates the importance of female leaders to achieve the sustainability objectives. Unfortunately, despite their presence in the healthcare and education sector, females barely have any significant presence in other fields of activity. In this respect, the findings indicate the critical importance of an appropriate presence in every sector.
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Figure 1. Hypothesized framework of the current study. CSR (X) = the independent variable, pro-environmental behavior―PB (Y) = the dependent variable, ethical leadership―EL (M) = the mediating variable, Gender = moderating variable, C′ = direct effect of X on Y in the presence of mediator, C = direct effect of X on Y without mediator. a and b represent the slope. 
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Table 1. Demographic information of the respondents.
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	Demographic
	Frequency
	%





	Gender
	
	



	Men
	278
	56.85



	Women
	211
	43.15



	Age (Year)
	
	



	20–25
	69
	14.11



	26–30
	138
	28.22



	31–40
	127
	25.97



	41–50
	98
	20.04



	Above 50
	57
	11.66



	Experience (Years)
	
	



	2–4
	76
	17.3



	5–7
	188
	39.6



	8–10
	142
	30.7



	Higher
	83
	12.4



	Category
	
	



	Healthcare professionals
	302
	61.76



	General administration
	187
	38.24







Note: total respondents = 489.
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Table 2. Results of single-factor analysis.






Table 2. Results of single-factor analysis.





	
Factor

	
Initial Eigenvalues

	
Extraction Sums of Squared Loadings




	
Total

	
% of Variance

	
Cumulative %

	
Total

	
% of Variance

	
Cumulative %






	
1

	
9.799

	
33.788

	
33.788

	
9.221

	
31.796

	
31.796




	
2

	
3.061

	
10.554

	
44.342

	

	

	




	
3

	
2.518

	
8.682

	
53.025

	

	

	




	
4

	
1.511

	
5.211

	
58.236

	

	

	




	
5

	
1.262

	
4.351

	
62.587

	

	

	




	
6

	
1.122

	
3.868

	
66.455

	

	

	




	
7

	
0.967

	
3.335

	
69.790

	

	

	




	
8

	
0.790

	
2.725

	
72.515

	

	

	




	
9

	
0.738

	
2.546

	
75.061

	

	

	




	
10

	
0.694

	
2.394

	
77.455

	

	

	




	
11

	
0.588

	
2.027

	
79.482

	

	

	




	
12

	
0.575

	
1.982

	
81.464

	

	

	




	
13

	
0.551

	
1.900

	
83.365

	

	

	




	
14

	
0.508

	
1.753

	
85.118

	

	

	




	
15

	
0.473

	
1.630

	
86.747

	

	

	




	
16

	
0.414

	
1.428

	
88.176

	

	

	




	
17

	
0.402

	
1.386

	
89.561

	

	

	




	
18

	
0.367

	
1.266

	
90.827

	

	

	




	
19

	
0.359

	
1.239

	
92.066

	

	

	




	
20

	
0.320

	
1.103

	
93.170

	

	

	




	
21

	
0.313

	
1.081

	
94.250

	

	

	




	
22

	
0.283

	
0.975

	
95.226

	

	

	




	
23

	
0.253

	
0.873

	
96.099

	

	

	




	
24

	
0.242

	
0.835

	
96.933

	

	

	




	
25

	
0.230

	
0.793

	
97.726

	

	

	




	
26

	
0.208

	
0.716

	
98.442

	

	

	




	
27

	
0.163

	
0.562

	
99.004

	

	

	




	
28

	
0.157

	
0.540

	
99.544

	

	

	




	
29

	
0.132

	
0.456

	
100.000

	

	

	








Note: Extraction Method: Principal Axis Factoring.
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Table 3. Factor loadings, convergent validity, and composite reliability.
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	Item
	λ
	λ2
	E-Variance
	∑λ2
	Items
	AVE
	CR





	CSR1
	0.77
	0.59
	0.41
	
	
	
	



	CSR2
	0.79
	0.62
	0.38
	
	
	
	



	CSR3
	0.88
	0.77
	0.23
	
	
	
	



	CSR4
	0.76
	0.58
	0.42
	
	
	
	



	CSR5
	0.82
	0.67
	0.33
	
	
	
	



	CSR6
	0.91
	0.83
	0.17
	
	
	
	



	CSR7
	0.72
	0.52
	0.48
	
	
	
	



	CSR8
	0.86
	0.74
	0.26
	
	
	
	



	CSR9
	0.77
	0.59
	0.41
	
	
	
	



	CSR10
	0.79
	0.62
	0.38
	
	
	
	



	CSR11
	0.76
	0.58
	0.42
	
	
	
	



	CSR12
	0.88
	0.77
	0.23
	7.897
	12
	0.658
	0.958



	EL1
	0.93
	0.86
	0.13
	
	
	
	



	EL2
	0.74
	0.55
	0.45
	
	
	
	



	EL3
	0.83
	0.69
	0.31
	
	
	
	



	EL4
	0.88
	0.77
	0.23
	
	
	
	



	EL5
	0.73
	0.53
	0.47
	
	
	
	



	EL6
	0.77
	0.59
	0.41
	
	
	
	



	EL7
	0.94
	0.88
	0.12
	
	
	
	



	EL8
	0.78
	0.61
	0.39
	
	
	
	



	EL9
	0.78
	0.61
	0.39
	
	
	
	



	EL10
	0.83
	0.69
	0.31
	6.791
	10
	0.679
	0.955



	PB1
	0.72
	0.52
	0.48
	
	
	
	



	PB2
	0.71
	0.50
	0.50
	
	
	
	



	PB3
	0.92
	0.85
	0.15
	
	
	
	



	PB4
	0.73
	0.53
	0.47
	
	
	
	



	PB5
	0.88
	0.77
	0.23
	
	
	
	



	PB6
	0.82
	0.67
	0.33
	
	
	
	



	PB7
	0.70
	0.49
	0.51
	4.339
	7
	0.620
	0.919







Notes: λ = Item loadings, CR = composite reliability, ∑λ2 = sum of square of item loadings, E-Variance = error variance.
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Table 4. Correlation, discriminant validity, and model fit indices.
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	Construct
	CSR
	EL
	PB





	CSR
	0.923
	0.462 **
	0.498 **



	EL
	
	0.957
	0.392 **



	PB
	
	
	0.922



	Mean
	4.17
	3.96
	4.09



	SD
	0.39
	0.57
	0.62



	MSV
	0.25
	0.21
	0.25



	ASV
	0.23
	0.18
	0.20



	Sqrt (A.V.E)
	0.811
	0.824
	0.787







Notes: SD = standard deviation, ** = significant values of correlation, bold diagonal = Cronbach alpha, maximum shared variance = MSV and average shared variance = ASV.
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Table 5. The results for hypotheses (H1, H2, and H3).
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	Path
	Relation
	Estimates
	SE
	CR
	p-Value
	ULCI
	LLCI
	Decision





	CSR → PB
	+
	(β1) 0.426 **
	0.060
	7.10
	***
	0.492
	0.381
	Accepted



	CSR → EL
	+
	(β2) 0.388 **
	0.053
	7.33
	***
	0.369
	0.311
	Accepted



	EL → PB
	+
	(β2) 0.329 **
	0.068
	4.84
	***
	0.279
	0.196
	Accepted







Notes: ULCI = upper-limit confidence interval, LLCI = lower-limit confidence interval, **, *** = significant values. 
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Table 6. Mediation results for H4.
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	Path
	Relation
	Estimates
	SE
	Z-Score
	p-Value
	ULCI
	LLCI
	Decision





	CSR → EL → PB
	+
	(β4) 0.128 **
	0.026
	4.92
	***
	0.249
	0.163
	Accepted



	Total effect
	
	0.426
	
	
	
	
	
	



	Indirect effect
	
	0.128
	
	
	
	
	
	



	Direct effect
	
	0.298
	
	
	
	
	
	



	Proportion of mediation
	
	0.30
	
	
	
	
	
	







Notes: ULCI = upper-limit confidence interval, LLCI = lower-limit confidence interval, **, *** = significant values, SE = standard error.
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Table 7. Moderation effect of leadership (male vs. female) for H5.
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	Path
	Relation
	Estimates
	SE
	Z-Score
	p-Value
	ULCI
	LLCI
	Decision





	CSR → EL → PB
	+
	β5m 0.133 **
	0.023
	4.78
	***
	0.198
	0.111
	Accepted



	
	
	β5w 0.141 **
	0.023
	6.13
	***
	0.212
	0.197
	Accepted







Note: β5m = regression estimates for the case of men and β5w = regression estimates for the case of women. **, *** = significant values, SE = standard error.
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