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Abstract: Tourism and hospitality have been recognized as leading economic sectors globally. Before
the outbreak of COVID-19, it was estimated that the tourism and hospitality sector was growing
by around 4% each year. Although the economic-efficiency-led hypothesis of the tourism and
hospitality sector is strong, there is another perspective related to tourism and hospitality. That
is, tourism and hospitality are not as “green” as they were supposed to be. Indeed, this sector is
known for its outsized carbon footprint. It is estimated that, if not managed efficiently, the GHG
contribution of the tourism sector will grow in the future. Specifically, the hotel business accounts for
1% of total global greenhouse gas emissions (GHG), which is huge. Responding to these significant
issues, this study investigates the relationship between the corporate social responsibility (CSR)
activities of a hotel enterprise and employees’ pro-environmental behavior (PEB). The mediating
role of environmental-specific transformational leadership (ESTFL) and the moderating role of green
perceived organizational support (GPOS) were also tested in the above relationship. The data were
collected by the employees through a self-administered questionnaire. The hypothesized relations
were statistically investigated by using structural equation modeling (SEM). The findings revealed
that CSR activities of a hotel not only influence employees’ PEB directly, but the mediating role
of ESTFL was also significant. At the same time, the conditional indirect role of GPOS was also
confirmed. This study offers different theoretical and practical insights, which have been discussed
in detail.

Keywords: CSR; sustainability; tourism and hospitality; de-carbonization; leadership

1. Introduction

Tourism and hospitality have emerged as leading economic sectors globally. According
to a report, around one billion tourists travel each year to an international destination [1].
Before the outbreak of the COVID-19 pandemic, based on trends and economic growth in
the global tourism and hospitality sector, the United Nations World Tourism Organization
(UNWTO) estimated that the tourism sector was likely to grow by around 4% each year [2].
Tourism and hospitality are considered critical from an economic perspective because, on
the one hand, a country can enhance its foreign reserves, and, on the other hand, tourism
and hospitality provide direct and indirect jobs to the ranks and files in a country. Not only
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are tourism and hospitality related to the economic health of an economy, but they can be
related to other sectors of an economy, including agriculture, building, transportation, and
entertainment [3]. The travel, tourism, and hospitality sectors were estimated to contribute
around five trillion USD globally in 2020 [4]. Indeed, before the COVID-19 pandemic,
travel, tourism, and hospitality contributed 10.4% to the world’s GDP [5]. Specifically, the
hospitality sector grew significantly worldwide during the past two decades as international
arrivals doubled in 2016 (from 600 million to 1.4 billion) [6].

Although the economic-efficiency-led hypothesis of the tourism and hospitality sector
is strong, there is another perspective related to tourism and hospitality. That is, tourism and
hospitality are not as “green” as they were supposed to be. Indeed, this sector is known for
its outsized carbon footprint [7]. Recent studies have documented that tourism contributes
to around 8% of global greenhouse gas (GHG) emissions [8,9]. Especially, GHG from air
transportation to different tourist places is huge. In this respect, Dorta Antequera et al. [10]
showed that the GHG from the Canary Islands alone contributes more than 50% of the total
air transport GHG. It is estimated that, if not managed efficiently, the GHG contribution of
the tourism sector will grow in the future.

Specifically, hotel businesses account for 1% of total global GHG, which is huge [11].
More specifically, it was highlighted that hotel enterprises must take the necessary steps
to mitigate their carbon emission by 66% by 2030 and by 90% by 2050 to ensure that the
growth and development in this sector will not drive a corresponding increase in carbon
emission [12]. It is well discussed at different levels that tourism and hospitality must
align with the United Nations’ sustainable development goals. This implies that this
sector should follow a three bottom-line sustainability philosophy (people, planet, and
profit). From this perspective, one of the greatest challenges the tourism and hospitality
sector faces is “how to maintain growth and developmental pace without undermining
the environment”.

Climate data shows that sustainable behavior at the level of individuals can help a
nation towards de-carbonization. In this vein, the latest UN report indicates that sustainable
behavior at an individual level can significantly improve the environmental footprint of a na-
tion [13]. The literature calls this sustainable behavior of individuals as pro-environmental
behavior (PEB). Kollmuss and Agyeman [14] defined PEB as one’s intentions to act in a way
that produces no or minimal harm to the environment or biosphere. For example, from
the perspective of employees, they show eco-friendly behavior in a workplace by printing
double sides of the paper, using less electricity, preferring re-useable utensils instead of
disposable utensils, or using stairs instead of electronic escalators. In an enterprise context,
the importance of PEB at the level of employees has been discussed at different levels in the
prior literature [15–17]. However, the PEB of employees in a hospitality context, especially
in a developing economy perspective, was less emphasized previously. Similarly, what
drives employees’ PEB is another thing that has not yet been decided, as no universal con-
sensus exists to date. Responding to such knowledge gaps, this study intends to investigate
the critical factors that drive employees’ PEB in the hospitality sector in the context of a
developing economy.

The literature indicates that employees’ corporate social responsibility (CSR) percep-
tions can positively influence their behavior [18]. For example, a bunch of social scientists
specified the relationship between CSR and employees’ corporate citizenship behavior.
Even in a hospitality context, we can refer to the studies of Luu [19] and Bavik [20]. Sim-
ilarly, other hospitality examples of employees’ behavior in a CSR framework include
employee creativity [21,22] and employee commitment [23,24]. Even though CSR’s critical
role in influencing employees’ behavior was mentioned in the literature, the relationship
between employees’ CSR perceptions and their PEB in the hospitality context remained
an understudied area. Some recent researchers investigated the above relationship [25,26].
Still, such a sparse explanation is insufficient to advance the field. Therefore, one of the
basic aims of this study is to investigate the relationship between the CSR perceptions of
employees and their PEB in a hospitality context.
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Another organizational factor that significantly impacts employee behavior is leader-
ship style [27–30]. In an organizational context, corporate leaders are the people who shape
the behavior of followers (employees) by providing them with the needed support and
resources to perform their job. The literature on leadership identifies several leadership
styles, for example, inclusive leadership, servant leadership, transactional leadership, and
transformational leadership. Perhaps transformational leadership received more attention
from scholars than others among these leadership styles. Given that transformational
leadership is a combination of democratic, affiliative, and visionary leadership, this style
is central to developing strong employee engagement [31]. However, a recent literature
review indicates a shift in contemporary scholars’ approach toward the transformational
leadership style. That is, despite focusing on the general aspect of a transformational
leader in a workplace, some scholars have started to focus on a target-specific effect of
a transformational leader. Barling et al. [32] were the first ones who brought this target-
specific role of a transformational leader into academic discussion. Since then, various
target-specific interventions of transformational leadership have been discussed in the
leadership literature [33,34]. Some recent studies discussed the mediating role of leader-
ship style in influencing employee behavior [35,36]. However, a transformational leader’s
environmental-specific (target-specific) role in influencing employees’ PEB was less empha-
sized previously. Specifically, the mediating role of environmental-specific transformational
leadership to influence employees’ PEB in a CSR framework from the perspective of hospi-
tality remained an under-explored area. Thus, this study tends to advance the discussion on
leadership by investigating the mediating role of environmental-specific transformational
leadership between CSR and PEB in a hospitality context.

Another objective of this study is to explore the moderating effect of green perceived
organizational support (GPOS) between the mediated relationship of CSR and PEB through
environmental-specific transformational leadership (ESTFL). GPOS is referred to as an em-
ployee’s belief in how the enterprise cares about his or her environmental contribution for
sustainability and for his or her well-being [37]. Hur et al. [38] specified the importance of
the moderating role of POS in a CSR framework to influence employees’ behavior. Buttress-
ing this, we feel it is important to investigate the moderating role of GPOS because it can
specify the extent to which employees are motivated to be engaged in different sustainable
practices as an outcome of CSR. Moreover, the early researchers have also indicated that
employees willfully contribute to an organization that cares about its employees’ well-being
while they partake in different sustainability initiatives [39].

Altogether, this study attempts to fill the knowledge gaps in the available literature in
the following ways. First, this study advances the sustainability debate by highlighting the
important role of employees in a hospitality context that has not been emphasized much
previously. Second, this study tends to enrich the CSR and organizational management
literature by taking into consideration the mediating and moderating role of ESTFL and
GPOS simultaneously in a unified model, which according to the best of our knowledge, has
not been tested earlier, at least in a hospitality context. Lastly, this study is one of those few
studies that take into consideration the target-specific (environmental-specific) approach of
transformational leadership to reduce the carbon footprint of a certain enterprise. In this
vein, the role of transformational leadership was already discussed. Still, unlike the bulk of
the previous literature, which focused on the general role of transformational leadership,
this study employs a target-specific approach.

2. Literature

Drawing upon social identity theory (SIT), which argues that individuals’ identification
is significantly shaped by the way in which they interact with others in different social
contexts. Originally, this theory was associated with Tajfel [40]. However, the intervention
of this theory in an organizational context was proposed by Ashforth and Mael [41]. Since
then, a plethora of social scientists has considered this theory appropriate to explain why
individuals are engaged in different workplace behavior in a social context (the organization
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in the current sense). Even from a CSR perspective, prior researchers have extensively
used this theory to explain individual behavior [42–45]. We, in this regard, contend that
employees develop a positive feeling of sense-making about their organization due to its
CSR activities, which then influence their attitude and behavior. Indeed, due to the socially
responsible behavior of an organization, employees feel proud to be a part of such an ethical
organization and wish not only to maintain its positive image but also to go the extra mile
to improve it further [38]. Further, in the process of sense-making, as an outcome of CSR,
employees are expected to associate themselves with an ethical organization emotionally
and cognitively, which ultimately urges them to behave pro-socially [46]. Altogether, CSR
perceptions of employees about their ethical organization motivate them for positive social
change, leading them to build a better workplace relationship with their organization. All
of this process ultimately motivates them to act in a way that improves the overall image of
the social group with which they identify themselves. Hence, they are expected to engage
in different PEB behaviors.

The positive relationship between CSR perception of employees and their PEB has
been established in the literature at different levels and contexts [35,47]. Vlachos et al. [48]
argued that employees positively evaluate the CSR activities of an ethical organization,
which then drives their extra-role behavior (PEB is also an extra-role behavior). Specifically,
it was argued in the available literature that employees’ CSR perceptions of an organization
develop positive feelings in them, and they feel proud to identify themselves with a socially
responsible organization [49,50]. More specifically, when they see that their ethical orga-
nization shows extra commitment to preserve nature, the community, and the biosphere,
they are expected to become self-responsible and engage themselves with such workplace
activities that support the sustainability initiatives of an organization under CSR [17,51].
For example, they consume less electricity (switching off unnecessary lights, not using
heating and cooling devices), water conservation, printing double sides of paper, or not
taking unnecessary prints are a few examples of employees’ PEB in an organizational
context. Moreover, an ethical organization shows a caring attitude for the well-being of all
stakeholders. Employees are also important stakeholders, and when they receive different
social benefits from their organization under the umbrella of CSR, they are expected to
support their organization by showing extra commitment [52,53]. Further, by referring
to SIT, the strong identification of employees with their organization due to its ethical
commitment guides them to put forth every effort that can enhance the overall group
image. In the current context, as an ethical organization shows a strong orientation for
environmental management, the sense-making process of employees helps them to work
in a manner that improves the sustainability image of their organization. Thus, they are
expected to be engaged in environmentally friendly behaviors. Therefore, we propose the
following hypothesis.

Hypothesis 1 (H1). CSR perceptions of employees of an ethical organization can enhance their PEB.

The importance of an effective leadership style to achieve organizational objectives
has been well emphasized in the prior literature [54,55]. The literature also mentions that
different organizational factors influence corporate leaders in a workplace context [56,57]. It
was also specified that in an ethical workplace, corporate leaders show greater commitment
to perform well [58]. Ethical organizations treat their leaders as valued organizational
assets and show a caring concern for their well-being. Perhaps this is why corporate
leaders working in an ethical organization put extra effort into helping their organization
in achieving different objectives [59,60]. Prior studies show a positive association between
CSR and leadership [61,62]. Specifically, the transformational style of leadership is central
in a socially responsible enterprise. A transformational leader, especially ESTFL, not only
supports an enterprise in achieving its sustainability objectives, he or she also communi-
cates the environmental commitment of such an enterprise to their followers [63]. Although
a transformational leader with a concern for the environment shows a considerable com-
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mitment to sustainability, it is expected when such leaders work in an ethical enterprise
that gives preference to environmental sustainability; they show an enhanced level of
commitment to preserve nature and the environment. Therefore, it may be proposed:

Hypothesis 2 (H2). The socially responsible commitment of an organization has a positive rela-
tionship with ESTFL.

In an organizational context, leaders are the people who can meaningfully influence
employees’ behavior in several ways [64,65]. Specifically, the role of a transformational
leader in influencing employees’ behavior was highlighted by a bunch of prior stud-
ies [66,67]. More specifically, ESTFL has been associated with employees’ PEB [68]. Refer-
ring to the definition of To et al. [69], this study defines transformational leadership as a
leadership style in which a corporate leader tends to motivate and inspire his/her followers
to achieve different goals by transforming their attitudes, values, beliefs, and behaviors.
Compared to other styles of leadership, especially from the perspective of transactional
leadership, whose central focus is on performance through extrinsic motivation (reward or
punishment), a transformational leader uses charisma and inspiration to motivate follow-
ers with a shared vision [70]. From an environmental perspective, an ESTFL emphasizes
long-term sustainable organization and social development [71]. Further, an ESTFL tends
to integrate individual and organizational environmental values and internalize organiza-
tional tasks into individual self-driven environmental behaviors [72]. A transformational
leader with an environmental orientation prioritizes sustainability concerns in crafting
different organizational strategies. Employees learn this environmental orientation from
their leaders, which eventually increases their PEB [73,74]. Specifically, a transformational
leader with strong environmental values can influence the behavior of followers toward the
environment by communicating with them that their environmentally friendly behavior can
improve the environmental footprint of their organization [75]. Similarly, ESTFL establishes
a closer relationship with followers by exhibiting individualized consideration and thus
transmits their environmental values to followers, which ultimately influences their PEB.
Saleem et al. [76] showed that a transformational leader is one who can enhance employees’
PEB by elevating their intrinsic motivation level. Deng et al. [63] referred to the process of
social learning, which motivates the followers to learn environmental preferences from their
transformational leader in an organization. A transformational leader with an environmen-
tal orientation shows a greater preference to stick tight to environmental standards while
deciding about different operational activities in an organization. Moreover, ESTFL clarifies
to the employees that economic efficiency should not be preferred over environmental
issues. Essentially, the same environmental concern is at the heart of an ethical organization
that desires to reduce environmental crises through its eco-friendly initiatives. Put simply,
a CSR-oriented organization gives preference to following environmentally friendly strate-
gies for which the role of leadership is critical. Because corporate leaders work as a bridge
between the organization and employees [58], hence the presence of ESTFL is expected to
better explain the relationship between CSR and employees’ PEB. Therefore,

Hypothesis 3 (H3). ESTFL can spur the PEB of employees in an organization.

Hypothesis 4 (H4). ESTFL is expected to mediate the relationship between CSR and the PEB
of employees.

Employees serving in a socially responsible organization have a strong belief that their
ethical organization values their contribution to its success [77]. Such beliefs, which also
include employees’ perceptions that their organization provides them with a supportive
environment, are critical for them to draw meaning with respect to the contextual aspect
of their organization [78]. Employees’ POS feelings motivate them to support their orga-
nization in achieving different objectives. Further, POS on the part of employees guide
them to develop positive feelings; for example, they believe if they contribute positively to
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the overall performance of their organization, the organization, in response, will reward
them [79]. Specifically, a socially responsible organization with environmental values
provides employees with the feelings of GPOS. Employees feel that if they contribute to
the environmental efficiency of their organization, such contributions will be evaluated
positively by the management [80]. The work of Shoss et al. [81] indicates that POS plays a
critical role for an organization to successfully implement different policies through em-
ployees. A transformational leader with environmental values influences the followers to
act pro-environmentally. When an ethical organization provides a supportive environment
to the employees with respect to environmental efficiency in the form of corporate leaders,
employees are further elevated to be engaged in different pro-social roles [82]. In a nutshell,
we expect that the GPOS of an ethical organization can produce a conditional indirect effect
between the mediated relationship of CSR and employees’ PEB via ESTFL. Therefore, we
propose the following hypothesis:

Hypothesis 5 (H5). GPOS moderates the indirect relationship between CSR and employees’ PEB
through ESTFL.

3. Methods
3.1. Target Sector, Sample, and Procedure

We selected the hotel industry of Pakistan, which is a developing nation in South
Asia. The south Asian nation has emerged as an important investment destination in
recent years. This is why the tourism and hospitality sector has been flourishing in the
country. Different national and international hotel chains operate in Pakistan, including
Nishat, Faletti’s, Monal, Serena, Avari, Marriot, and Pearl Continental; these are a few
leading examples in the hotel industry of Pakistan. According to a survey, the tourism and
hospitality sector has a multi-billion-dollar net worth as of 2020, it was estimated that this
sector has a worth of almost 20 billion US dollars [83]. It is estimated that the growth and
development in this sector will rise further in the coming years. Indeed, it is worthwhile to
note that the compound annual growth rate (CAGR) in the tourism and hospitality sector
could be beyond 3% by 2026. According to a recently published report, it was mentioned
that the tourism and hospitality sector in Pakistan has grown significantly during the last
five years. The report further showed that around 0.5 million tourists visited Pakistan in
2013, which grew by 6.6 million in 2018 [84]. Along with domestic tourists, the largest
inflow of international tourists was from the United Kingdom, USA, India, and China.
With respect to tourist destinations, Lahore is at the top of the list of the five most-visited
places by tourists.

However, considering the outsized environmental hazards associated with this sector,
it can be said that the hospitality sector is at a crossroads. On one side, it has been receiving
significant growth and developmental activities. On the other side, the environmental issues
associated with the hospitality industry in the country require some emergency measures.
Of direct importance to mention here is that the environmental dilapidation in Pakistan
has been increasing with each passing year. Unfortunately, Pakistan occupies a poor
position (176th among 180) in the list of countries with better environmental conditions [85].
Rising temperatures, extreme weather conditions, dust fumes, and poor air quality are
some critical environmental challenges that require emergency measures at all levels and
sectors with no exception for the hotel industry. Hotel organizations produce different
negative environmental impacts during their operations, for example, water and energy
consumption. Compared to other service segments, hotels operate 24 h on a daily basis
(including weekends); this is one of the reasons that, in the service sector, hospitality is
known for its outsized environmental impact. Climate data shows that the environmental
footprint of the hospitality sector can be improved by promoting environmentally friendly
behavior among employees [86]; this provides another reason to conduct this study in a
hospitality context. We selected Lahore and Karachi cities of Pakistan to collect the data
due to two reasons. First, both are large cities with a multi-million population. Indeed, both
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are provincial capitals, and almost every known hotel operates in Lahore and Karachi. The
second and most important reason to consider these cities lies in the poor environmental
conditions in these cities. Specifically, despite being a famous place for tourists, Lahore was
identified as the worst place in the world [87,88] in terms of the poor air quality index [89].
Even Karachi joins the list of the top ten most polluted cities in the world. Considering
the poor environmental conditions in these two cities, we included Lahore and Karachi in
this survey.

To start with the data collection activity, we communicated with different hotels to
support this data collection process. Before contacting different hotels, we confirmed that an
identified hotel has a specific CSR plan. It was realized that all big hotels were conducting
different activities under a CSR plan. Six hotels agreed to participate in this survey by
letting us contact their employees. We included supervisors/managers and employees
from different departments (kitchen, administrative, service, etc.) in our survey. The data
were administered in three waves with an interval of two weeks between each wave. The
data collection activity was carried out between March and May 2021.

3.2. Instrument

We used an adapted questionnaire (self-administered) to collect the data from different
hotel employees who were the respondents. Further, we employed a paper-pencil method,
which is a famous and well-known technique to collect survey data. The items of the
instrument were presented to the field expert for evaluation, as suggested by the previous
researchers [90,91]. We also observed the major ethical standard specified in the Helsinki
Declaration [92–94]. Generally, the questionnaire was divided into two sections. The first
section was related to general socio-demography information (age, gender, education, etc.),
and the second section was related to the variable items on a seven-point Likert scale.
Initially, six hundred questionnaires were distributed, and we finally received a response
rate close to 67% (n = 404). Regarding the socio-demographic information, almost 65% of
the sample was male. The age of most of the sample was between 18 and 40 years. Almost
37% of the employees were identified as leaders, and 74% of employees had experience of
between 1 and 7 years.

3.3. Measures

To measure the variables of this study (CSR, PEB, ESTFL, and GPOS), we adapted the
items from different published and reliable sources. In this respect, the variable of CSR was
measured by using 12 items from the famous scale of Turker [95]. Indeed, this scale includes
a total of 17 items; however, considering the context of this study, we only considered
12 items that were related to general CSR perceptions and employee-related CSR policies
of an organization. One sample item from general CSR perceptions was “This hotel makes
investment to create a better life for future generations”. Similarly, an employee-related
item was “this hotel’s policies encourage the employees to develop their skills and careers”.
Overall, six items were related to general CSR, and six were about employee-oriented
CSR policies. A significant reliability value (α = 0.911) was achieved for this scale. To
measure leaders’ perceptions regarding the PEB of an employee, we adapted 12 items
from Lamm et al. [96]. An item from this scale was “He/she is a person who uses scrap
paper for notes instead of fresh paper”. Similarly, another item was “He/she is a person
who turns off lights when leaving the office for any reason”. The reliability value was
significant in this case (α = 0.898). The items of ESTFL were adapted from Robertson [71],
which included 12 items (3 for the idealized environmental influence of a leader, 3 for
employees’ consideration of their leader as a source of environmental inspiration, 3 for
environmental, intellectual stimulation, and 3 for a leader’s individualized environmental
consideration). Sample items from this scale included “My leader motivates me to work
in an environmentally friendly manner” and “My leader shows that he/she values the
natural environment”. The reliability value of α = 0.905 was observed for this scale. Finally,
we adapted the scale of Eisenberger et al. [37] to measure GPOS, which consisted of 4 items.
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One sample item was “Our hotel enterprise really cares about my environmental goals
and values”. The α-value for this scale was 0.810. For more detail on survey items see
Appendix A.

3.4. Non-Response Bias and Common Latent Factor Test

To decide whether the issue of non-response bias existed in the dataset of this study,
we compared the respondents who provided all requested information with those who
did not. It was observed that no-significant difference existed between these two groups.
This implies that the issue of non-response bias if it existed, was not critical in this survey.
Similarly, although we employed a multi-source sampling strategy to avoid the issue of
common method bias (CMB), still, we performed a common latent factor test (CLF). In
this vein, a measurement model was developed in AMOS software, which was compared
with another model (a CLF measured model). The results of both models were observed.
Specifically, the standardized factor loadings in both cases did not significantly differ (>0.2).
These results were enough to warrant that the dataset of this survey did not suffer from the
issue of CMB.

4. Results
4.1. Establishment of Validity and Reliability through Variable Evaluation

We evaluated the variables of this study by verifying convergent validity (C.V) and
composite reliability (C.R). To achieve this, the standardized factor loadings during the
confirmatory factor analysis (CFA) were considered (refer to Table 1 for further detail).
Generally, the factor loading (λ) of an item is considered sufficient if it produces a λ value
greater than 0.7. In this respect, there were four variables in this study (CSR = 12, PEB = 12,
ESTFL = 12, and GPOS = 4, Total = 38). However, the process of CFA revealed that some
items did not load well on to their respective factors (weak factor loadings). Therefore, the
items which did not show significant factor loadings were deleted from further analysis.
Specifically, two items of PEB and one item of ESTFL showed a weak factor loading. Thus,
we removed these items from further analysis (the final analysis was carried out with
CSR = 12, PEB = 10, ESTFL = 11, GPOS = 4, Total = 35). The retained items’ loadings
were then used to calculate the value of the average variance extracted (AVE) of each
variable. For example, the AVE for CSR was 0.519, which was significant (AVE > 0.5 is
considered significant). A similar case with other variables was observed. This implies
that the values of AVE were significant in all cases; thus, the C.V for each variable was also
significant. Similarly, the same factor loadings were used to calculate the values of C.R for
every variable. It was observed that the value of C.R was greater than 0.7 in all four cases.
As a sample case, we calculated the C.R = 0.928 for CSR, which was well above the cutoff
value of 0.7. These results provided sufficient statistical evidence that C.V and C.R were
significant for CSR, PEB, ESTFL, and GPOS.

4.2. Correlations

We also observed the values of correlations (r) between different variables. The
output of the correlation analysis is reported in Table 2. These results revealed that a
positive correlation existed in different cases. Specifically, the r values varied between
0.210 (ESTFL⇔GPOS; p < 0.01) and 0.416 (ESTFL⇔PEB; p < 0.01). These statistical findings
of correlation analysis provided initial support to the hypotheses of this study. Further,
we evaluated the discriminant validity (DV) for all variables. This step was considered to
see if the items of one variable were dissimilar from the items of the other variables. To
assess the DV of a variable, the square root of each AVE (sqAVE) was taken, which was
then compared with the correlation results. To further explain, the value of sqAVE for CSR
was 0.720, whereas the r values were 0.359, 0.319, and 0.261. To decide whether a case for a
significant DV exists, the sqAVE value should be superior to the r values, which was the
case here. Thus, it was observed that a significant D.V case existed in every case, implying
that the items of one variable were not similar to the items of other variables.
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Table 1. Validity and reliability of variables.

λ λ2 S.E T. Values E-Variance AVE C.R

CSR 0.519 0.928

0.723 0.523 0.061 11.85 0.477
0.715 0.511 0.062 11.53 0.489
0.733 0.537 0.060 12.22 0.463
0.761 0.579 0.056 13.59 0.421
0.707 0.500 0.063 11.22 0.500
0.703 0.494 0.064 10.98 0.506
0.738 0.545 0.060 12.30 0.455
0.702 0.493 0.064 10.97 0.507
0.712 0.507 0.063 11.30 0.493
0.705 0.497 0.064 11.02 0.503
0.704 0.496 0.064 11.00 0.504
0.736 0.542 0.060 12.27 0.458

PEB 0.534 0.915

0.712 0.507 0.063 11.30 0.493
0.702 0.493 0.064 10.97 0.507
0.705 0.497 0.064 11.02 0.503
0.709 0.503 0.063 11.25 0.497
0.722 0.521 0.061 11.84 0.479
0.734 0.539 0.060 12.23 0.461
0.728 0.530 0.059 12.34 0.470
0.701 0.491 0.064 10.95 0.509
0.739 0.546 0.060 12.32 0.454
0.752 0.566 0.057 13.19 0.434

ESTFL 0.537 0.927

0.712 0.507 0.063 11.30 0.493
0.727 0.529 0.060 12.12 0.471
0.700 0.490 0.064 10.94 0.510
0.719 0.517 0.061 11.79 0.483
0.733 0.537 0.060 12.22 0.463
0.759 0.576 0.057 13.32 0.424
0.740 0.548 0.059 12.54 0.452
0.758 0.575 0.057 13.30 0.425
0.721 0.520 0.061 11.82 0.480
0.722 0.521 0.061 11.84 0.479
0.768 0.590 0.053 14.49 0.410

GPOS 0.554 0.832

0.702 0.493 0.064 10.97 0.507
0.716 0.513 0.062 11.55 0.487
0.776 0.602 0.052 14.92 0.398
0.781 0.610 0.050 15.62 0.390

Notes: λ = Item loadings, C.R = composite reliability, ∑λ2 = sum of square of item loadings, E-Variance = error
variance, S.E = standard error.

Table 2. Correlations and discriminant validity.

Construct CSR PEB ESTFL GPOS Mean S.D

CSR 0.720 0.359 0.319 0.261 4.78 0.74
PEB 0.721 0.416 0.388 5.03 0.68

ESTFL 0.733 0.210 4.88 0.70
GPOS 0.745 4.92 0.69

Notes: S.D = standard deviation, diagonal = discriminant validity values, p < 0.001.

Table 3 includes the results of different measurement models (alternate and baseline).
This step was carried out to see which measurement model produces the most significant
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values. In this respect, three measurement models were developed in AMOS (Model
2, 3, and 4), which were compared to the baseline (hypothesized) model (Model 1). In
this respect, different model fit indices were taken into consideration to decide which
model best fits the dataset of this study. Similarly, a change in the chi-square (χ2)/degree
of freedom (df ) − ∆χ2/df was also observed. It was realized that compared to different
alternate models, the hypothesized model was the most significant. In this respect, the
usual acceptable value for the normed fit index (NFI) and comparative fit index (CFI)
should be greater than 0.900. Similarly, a value of less than 0.8 for the root mean square
error of approximation (RMSEA) is considered acceptable. Although the application of
RMSEA, CFI, and NFI is heavily contingent on a set of cutoff criteria, some scholars have
suggested that CFI and NFI values should be >0.95 [97]. However, these suggestions are
largely based on intuition and experience rather than on any statistical justification [98].
In this respect, the study by Hu and Bentler [97] is highly influential in almost all SEM
analyses; nevertheless, their study only concerns continuous data that are analyzed using
the normal-theory maximum likelihood (ML). More specifically, Hu and colleague had
cautioned that the suggested cutoff values might not generalize to conditions that were not
manipulated in their study. Considering the above debate, the model fit values of Model 1
were in acceptable ranges (NFI = 0.912, CFI = 0.918, χ2/df = 2.362, and RMSEA = 0.052).

Table 3. Model fit comparison, alternate vs. hypothesized models.

Model χ2/df [99] ∆χ2/df NFI [100] CFI [100] RMSEA [97]

Model 1
(hypothesized) 2.362 _ 0.912 0.918 0.052

Model 2
(3-factor) 3.758 1.396 0.842 0.843 0.059

Model 3
(2-factor) 4.883 1.125 0.758 0.760 0.068

Model 4
(1-factor) 5.692 0.809 0.648 0.651 0.094

4.3. Total, Direct, Indirect Effects, and Hypotheses

Lastly, to evaluate the hypothesized relationships, structural equation modeling (SEM)
was taken into consideration. A three-step process to develop a structural model was
followed. In this vein, a direct effect structural model was evaluated in the first place. This
model was developed to see the significance of direct relations; specifically, we refer to the
statements of H1, H2, and H3. We observed beta (β), t, and p-values to decide whether these
relationships were statistically significant or not. The results of direct effect model indicated
that the statements of H1 (β = 0.241, t = 3.394 > 2; p < 0.05), H2 (β = 0.317, t = 5.032 > 2;
p < 0.05), and H3 (β = 0.388, t = 8.435 > 2; p < 0.05) were statistically supported by the data.
Thus H1, 2, and 3 were accepted.

After evaluating the direct effect structural model, we tested the mediating effect of
ESTFL by including it as a mediator in the second place. The bootstrapping option in
AMOS was utilized [93] in this process with a larger bootstrapping sample (2000). The
results indicated that ESTFL partially mediates between CSR and PEB (β = 0.123, z = 5.857,
CI = 0.117–0.210). Further, the mediation effect explained 33.79% of the total variation
in PEB.

Lastly, we tested the conditional indirect effect of GPOS in the third place. To do this,
the same stage 2 structural model was considered (with the same bootstrapping option), but
this time, we included the conditional indirect effect of GPOS. For this, an interaction term
(CSR × GPOS) was developed and included in the structural model. It was noted that after
the inclusion of this interaction term, the overall regression weight was increased (from
0.123 to 0.279). This implies that the conditional indirect effect of GPOS was significant
between the mediated relationship of CSR and PEB through ESTFL. Thus, H4 and H5 were
also accepted. Table 4 contains detailed information on hypotheses testing results.
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Table 4. Total, direct, indirect, and conditional effects.

Hypotheses Relationship Estimates (SE) t/z p-Value CI

Total effect (CSR→PEB) positive 0.364 (0.056) 6.500 0.004 0.297–0.422
Direct effects
(CSR→PEB) Positive 0.241 (0.071) 3.394 0.000 0.262–0.378

(CSR→ESTFL) Positive 0.317 (0.063) 5.032 0.002 0.308–0.392
(ESTFL→PEB) Positive 0.388 (0.046) 8.435 0.000 0.315–0.502
(GPOS→PEB) Positive 0.364 (0.049) 7.429 0.000 0.349–0.522
Indirect effect

(CSR→ESTFL→PEB) positive 0.123 (0.021) 5.857 0.002 0.117–0.210
Conditional indirect effect

(CSR→ESTFL→PEB)
CSR × GPOS

positive 0.279 (0.029) 9.621 0.000 0.251–0.345

Notes: CI = 95% confidence interval with lower and upper limits.

5. Discussion

This study revealed that the CSR activities of a hotel enterprise could motivate its
employees to act pro-environmentally. Indeed, when employees see that their ethical
hotel enterprise shows a greater commitment to preserving the environment under the
umbrella of CSR, they develop a sense of self-responsibility on their part to support the
social narrative of their organization. Thus, they are expected to exhibit socially responsible
behavior by engaging themselves in different activities that can improve the environmen-
tal footprint of an enterprise. Different extant researchers have also derived a positive
relationship between the CSR and PEB of employees [16–101]. The SIT also provides an
explanation for the above relationship. In this regard, employees develop a positive feeling
of sense-making about their organization due to its CSR activities, which then positively
influences their attitude and behavior. Indeed, due to the socially responsible behavior
of an organization, employees feel proud to be a part of such an ethical organization and
wish not only to maintain its positive image but also to show extra engagement to improve
it further. Further, in the process of sense-making, as an outcome of CSR, employees are
expected to associate themselves with an ethical organization emotionally and cognitively,
which ultimately urges them to behave pro-environmentally [25,26].

Another important point that this study highlights is the role of a corporate leader
in influencing the specific behavior of employees. Especially, our research discussed the
important role of ESTFL in driving PEB on the part of employees. In this vein, a trans-
formational leader with environmental preference is who communicates to the followers
about the importance of the natural environment and urges them to act in a manner that
produces minimal or no harm to the environment. Employees learn this environmental
orientation from their leader, which eventually improves their PEB. In other words, a
transformational leader can enhance employees’ PEB by elevating their motivation to
act pro-environmentally to preserve nature for future generations. Essentially, the same
environmental concern is at the heart of an ethical organization that desires to reduce
environmental crises through its eco-friendly initiatives. Therefore, when a transforma-
tional leader works in an ethical organization, the relationship between CSR and PEB is
better explained. Hence, not only the direct relationship of ESTFL on employees’ PEB was
significant [68–102], but the mediating effect of ESTFL was also significant [63].

Lastly, our research also discusses the conditional indirect role of GPOS between the
mediated relationship of CSR and employees’ PEB through ESTFL. To this end, employees
serving in a socially responsible organization believe that their ethical organization values
their contribution. Especially in line with the theme of this research, employees’ belief
that their organization provides them with a supportive environment is critical for them to
draw meaning with respect to the contextual (environmental) aspect of their organization.
Employees’ GPOS feelings motivate them to support their organization in achieving sus-
tainability objectives. Employees feel if they contribute to environmental improvement,
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such contributions will be evaluated positively by the management. A transformational
leader with environmental values influences the followers to act pro-environmentally.
When an ethical organization provides a supportive environment to the employees with
respect to environmental efficiency in the form of corporate leaders, employees are further
elevated to be engaged in different environmental behaviors. The indirect role of GPOS
in influencing employee behavior was also discussed previously [103,104]; however, the
current context was not discussed earlier.

5.1. Theoretical Implications

Theoretically, this study advances the debate on sustainability by highlighting the
role of CSR and leadership in a hospitality context of a developing country. Specifically,
our study fills the following knowledge gaps in the existing literature. First, this study
shows that a hotel’s employees can improve its environmental footprint by acting pro-
environmentally if the hotel is socially responsible. Although the prior literature has
discussed the role of an organization’s CSR activities in influencing the sustainable behavior
of employees, the hospitality sector from the perspective of a developing country was not
investigated previously. Second, this study tends to enrich the CSR and organizational
management literature by taking into consideration the mediating role of ESTFL and
the moderating role of GPOS simultaneously in a unified model to drive employees’
PEB. The early literature also highlights the role of leadership in influencing employee
behavior. Even the role of a transformational leader in fostering employees’ PEB was also
discussed. Nevertheless, most of the literature either investigated the direct relationship
between leadership and PEB [68–102] or neglected its potential mediating effect in a CSR
framework. Though some recent studies highlighted the mediating role of leadership in a
CSR framework [35,36], the perspective of the current study was missed in most of these
studies. Lastly, this study is one of the sparse studies that take into consideration the target-
specific (environmental-specific) approach of transformational leadership to reduce the
carbon footprint of a hotel enterprise. In this vein, the role of transformational leadership
was already discussed. Still, unlike the bulk of the previous literature, which focused on the
general role of transformational leadership, this study employs a target-specific approach.

5.2. Practical Implications

Practically, this study helps the hospitality sector of Pakistan in the following ways. In
the first place, our work indicates that well-planned CSR activities of a hotel enterprise not
only improve its image as an ethical enterprise but also motivate the employees to support
it in achieving sustainability initiatives. This finding is very relevant to the hospitality
sector of Pakistan, a country that is facing critical environmental issues. As the hospitality
sector is known for its outsized carbon footprint throughout the globe, with no exception
in Pakistan, it is important for this sector to take necessary steps toward de-carbonization.
From this aspect, the sustainable behavior of employees is of direct importance, and the
CSR activities of a hotel can influence the eco-friendly behavior of employees. Second,
the role of effective leadership (i.e., ESTFL) in achieving the sustainability objectives of
an enterprise and shaping employees’ sustainable behavior was also discussed in this
research study. In this respect, the management of a hotel enterprise is required to urge its
corporate managers to reflect on their environmental preferences during the operational
execution of different tasks. For this purpose, the management needs to incorporate the
sustainability perspective into different leadership developmental plans. Third, the role of
leadership is also important for a hotel to develop employees’ perceptions regarding green
organizational support. To this end, ESTFL can effectively integrate the environmental
preference of employees with their self-construction by clarifying that the hotel gives
preference to environmental efficiency, and if they contribute to it, they will be positively
evaluated. Last but not least, this study also invites the management to reorient a CSR
plan. Given that most of the hotels in Pakistan spend CSR funds for philanthropic purposes
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(charity and donation), it is important to note the role of CSR in reducing the environmental
hazards associated with the hospitality sector.

5.3. Limitations and Future Research Guidelines

Though this study significantly advances theory and practice, a few limitations were
also observed. However, these potential limitations also provide motivation for future
scholars in the same field. The first limitation of this study lies with the sampling process.
This study selected a non-probability sampling, which is considered inferior compared to a
probability sampling method. We, in this vein, were not able to access any sampling frame
due to some policy and safety restrictions. Thus, it was not possible to apply a probability
sampling technique; however, in future studies, this limitation may be addressed by
employing a probability sampling technique. Geographic concentration was another
potential issue in this study, as it mainly focused on Lahore and Karachi. Though these
cities were holding a dominant hotel industry share, still, it is suggested that in future
studies, more cities should be included. Another limitation of this study is the reliance on
perceptual measures of CSR to drive employee creativity. Even though a bulk of the prior
literature has argued in favor of perceptual measures, we still feel an objective measure
should be incorporated in future studies. Lastly, in the presence of a cross-sectional data
design, the claim for causal relations may be weaker. Therefore, a longitudinal data design
is suggested in future studies.

6. Conclusions

To conclude, this study is important for the hospitality sector of Pakistan from an
environmental perspective. Considering the environmental vulnerability in Pakistan, the
country requires supporting interventions from each sector, including the hospitality sector.
The environmental hazards associated with the hospitality industry can be reduced by
promoting the PEB among employees. For this, carefully planned CSR activities and
the presence of an effective leadership style can be helpful in promoting the eco-friendly
behavior of employees. Employees working in an ethical organization, supported by
their corporate leaders, and with a perception of GPOS, are expected to show greater
environmental commitment by displaying different environmental behaviors. In a nutshell,
if the tourism and hospitality sector of Pakistan has to align itself with the United Nations’
sustainable development goals, it is critical to follow a three bottom-line sustainability
philosophy (people, planet, and profit). To achieve this, the role of employees is of seminal
importance, especially from an environmental perspective. Therefore, CSR and an effective
leadership style may be the way forward for this sector.
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Appendix A

Table A1. The survey items.

CSR

Our hotel participates in activities that aim to protect and improve the quality of the natural environment
Our hotel makes investments to create a better life for future generations
Our hotel implements special programs to minimize its negative impact on the natural environment
Our hotel targets sustainable growth, which considers to the future generations
Our hotel supports the non-governmental organizations that work in the problematic areas
Our hotel contributes to the campaigns and projects that promote the well-being of society
Our hotel encourages its employees to participate in voluntary activities
Our hotel’s policies encourage the employees to develop their skills and careers
The management of our hotel is primarily concerned with the employees’ needs and wants
Our hotel implements flexible policies to provide a good work environment and life balance for its employees
The managerial decisions related to the employees are usually fair
Our hotel supports employees who want to acquire additional education

PEB
He/she is a person who recycles his/her bottles, cans, and other containers
He/she is a person who uses scrap paper for notes instead of fresh paper
He/she is a person who prints double-sided
He/she is a person who turns off lights when leaving office for any reason
He/she is a person who recycles used paper
He/she is a person who powers off the computer when away for more than 3 h
He/she is a person who powers down all desk electronics at the end of the day
He/she is a person who uses a reusable water bottle instead of a paper cup at the water cooler or faucet
He/she is a person who uses a reusable coffee cup instead of a paper cup
He/she is a person who properly disposes of electronic waste
He/she is a person who makes sure all of the lights are turned off if he/she is the last to leave

ESTFL
My leader acts as an environmental role model
My leader motivates me to work in an environmentally friendly manner
My leader shows a commitment to improving our hotel’s environmental performance
My leader encourages me to think about environmental issues in different ways
My leader shows that (s)he values the natural environment
My leader is open to my ideas about ways to improve our hotel’s environmental performance
My leader recognizes my ability to improve our hotel’s environmental performance
My leader takes note of my individual contributions to our hotel’s environmental performance
My leader spends time developing my skills to contribute to our hotel’s environmental performance
My leader is passionate about improving the future state of the natural environment
My leader urges me to think creatively about improving our hotel’s environmental performance
My leader is optimistic about the future of our hotel’s environmental performance

GPOS
This hotel really cares about my environmental goals and values
This hotel values my contribution to environmental management
This hotel cares about my opinions on sustainability
This hotel takes pride in my accomplishments on environmental issues at work
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