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Abstract 

Drawing upon stakeholder theory, this paper aims to examine the link between servant 
leadership and corporate social responsibility (CSR) through organizational ethical 
culture as a mediation mechanism. The study deployed a quantitative method. Data 
were collected through a survey of 261 hotel managers, employees, and top managers 
at 12 hotels in major cities within the provinces of Balochistan, Khyber Pakhtunkhwa, 
Punjab, and Sindh, Pakistan, from January to May 2025. Hotels were chosen due to 
their active engagement in CSR and commitment toward sustainability. This study 
used SmartPLS 4.0 for data analysis with the PLS-SEM technique. The data revealed 
that servant leadership (t-statistic value 30.746, p-value 0.000) has a significant rela-
tionship with CSR implementation. Additionally, servant leadership (t-statistic value 
= 37.26, p-value = 0.000) is significantly related to organizational ethical culture. The 
findings indicate that organizational ethical culture (t-statistic value = 9.057, p-value = 
0.000) is positively associated with CSR implementation. Finally, organizational ethical 
culture (t-statistic value 8.718, p-value 0.000) mediates the linkages between servant 
leadership and CSR implementation. This study contributes to the body of knowl-
edge by integrating leadership-CSR domains as well as offering a unique and under-
explored context, such as the hotel industry in South Asia, with a particular focus on 
Pakistan. These findings provide valuable insights to practitioners and leaders in the 
hotel sector by devising their CSR initiatives as a mindset of implementation rather 
than merely policy or practice. 
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INTRODUCTION 

Over the last few decades, the role of leadership and corporate social 
responsibility (CSR) has been widely recognized (Angus-Leppan et 
al., 2010; Ayoko, 2022; Székely & Knirsch, 2005; Wang et al., 2024). 
However, there is increasing attention to moral leadership styles such 
as ethical, authentic, and servant leadership with CSR implementation 
(Fatima & Elbanna, 2023; Fischer & Sitkin, 2023). Similarly, previous 
reviews encouraged exploring servant leadership with CSR, as these 
leadership styles are service-oriented and develop employees at the 
workplace (Lemoine et al., 2019). The notion of servant leadership has 
emerged (Frick, 2004; Greenleaf, 2003). Notably, servant leadership 
entails assuming moral responsibility for the organization’s success 
and the well-being of its subordinates, customers, and other stake-
holders (Eva et al., 2019). This highlights the importance of servant 
leadership and CSR for businesses and society nowadays. 

The application of CSR is a crucial element that facilitates economic, 
environmental, ethical, and legal advantages, particularly in the con-
text of hotels in developing countries (Fatima & Elbanna, 2023). In 
Pakistan, hotels are considered a force for positive social change, po-

© Ghulam Kalsoom, Rasa Smaliukienė, 
2025

Ghulam Kalsoom, Ph.D. 
Candidate, Department of Business 
Administration, Faculty of 
Management and Economics, Tomas 
Bata University in Zlin, Czech Republic. 
(Corresponding author)

Rasa Smaliukienė, Ph.D., 
Professor, Department of Creative 
Communication, Faculty of Creative 
Industries, Vilnius Gediminas 
Technical University, Lithuania.

JEL Classification M12, M14, F23

Keywords servant leadership, ethical culture, social responsibility, 
hotels, Pakistan

Type of the article: Research Article

LLC “СPС “Business Perspectives” 
Hryhorii Skovoroda lane, 10, 
Sumy, 40022, Ukraine

This is an Open Access article, 
distributed under the terms of the 
Creative Commons Attribution 4.0 
International license, which permits 
unrestricted re-use, distribution, and 
reproduction in any medium, provided 
the original work is properly cited.

www.businessperspectives.org

BUSINESS PERSPECTIVES

Conflict of interest statement:  

Author(s) reported no conflict of interest



314

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

tentially boosting the economy, creating jobs, improving working conditions, and fulfilling CSR com-
mitments (Meng et al., 2024). Scholarly research on CSR in hotels mainly focuses on macro-level organi-
zational CSR, with micro-level CSR at the staff level receiving less attention (Bibi et al., 2022). However, 
servant leadership is suitable for CSR implementation in the Pakistani context because it has received 
little attention. 

Previous studies mainly focused on moral leadership in most developed countries, providing a 
“Eurocentric View” (Lemoine et al., 2019; Gašková, 2020; Khattak et al., 2019). Some of the studies dis-
cussed CSR in the UK and Japanese context (Ashta & Stokes, 2023). Similarly, Mittal and Dorfman 
(2012) and Seghyar et al. (2025) explored servant leadership and CSR in diverse cultures. We shift focus 
from the Global North to the Global South, as servant leadership and CSR seem too crucial in this con-
text (Broch et al., 2020; Van Dierendonck et al., 2017; Fröhlich et al., 2025). Kim and Liden (2025) sug-
gested investigating servant leadership in CSR in the service sector, especially in developing countries.  

The tourism and hospitality sector in Pakistan has gained prominence, contributing 5.9% to the na-
tional GDP and creating 3.8 million jobs in 2019. This industry experienced a growth rate of 3.5% in 
the same year, in contrast to the 2.5% growth of the overall Pakistani economy (Moosvi & Ali, 2022). 
Pakistan has recently emerged as a significant investment hub for new hotel construction. Following a 
hiatus of nearly five years, hotels in Pakistan are experiencing a significant rise in both occupancy and 
average rates, a trend anticipated to persist. As Pakistan ascends the trend cycle, hotels will exhibit im-
proved performance in yields through sustained occupancy rates and elevated average rates (PHA, n.d.). 

However, some explore CSR as a practice or policy (Zhou et al., 2024) despite the emerging literature 
on ethical leadership styles and CSR (Saha et al., 2020; Seghyar et al., 2025). There is little known about 
moral leadership style, such as servant leadership, in the context of CSR implementation (Luu, 2019). 
Also, McPhail et al. (2024) encouraged scholars to explore CSR in businesses as an implementation.

1. LITERATURE REVIEW  

AND HYPOTHESES

A moral leadership style, servant leadership, puts 
the needs of others above one’s own. Servant lead-
ership cultivates followers by instilling dignity, 
humility, enthusiasm, and participation. Similarly, 
we used corporate social responsibility (CSR) im-
plementation as a dependent variable, which en-
compassed economic, ethical, legal, and philan-
thropic responsibilities. Economic responsibilities 
necessitate that the corporation produce and gen-
erate revenues. Legal responsibilities are manda-
tory for the organization to comply with relevant 
laws and regulations. Philanthropic responsibili-
ties demonstrate the company’s commitment to 
improving societal well-being. Finally, ethical re-
sponsibilities require that the corporation respect 
the viewpoints of stakeholders and adhere to the 
societal rules of behavior (Carroll, 1991).

Stakeholder theory is a suitable theoretical 
framework to explain the factors impacting 

stakeholder engagement in CSR implementa-
tion (Freeman, 2010). Stakeholders are “any per-
son or organization who has an impact on, or 
has been impacted by, the accomplishments of 
an enterprise” (Freeman, 2010). Notably, stake-
holder theory has gained prominence in busi-
ness literature due to its relevance for leaders, 
middle-level managers, and employees (Jamali, 
2008). Furthermore, there are several different 
ways to explain stakeholder theory, which are 
broadly categorized as normative, descriptive, 
and instrumental (Donaldson & Preston, 1995). 
Countering the shareholder primacy view, the 
idea that management executives are primarily 
responsible to shareholders for their business 
decisions has been a driving force behind the 
development of CSR (Smith & Rönnegard, 2016). 
These studies show organizations need to un-
derstand the interests and expectations of sev-
eral stakeholders by focusing on their strategic 
and operational goals. In this way, stakeholder 
theory can guide us in CSR implementation 
more effectively.
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Similarly, the modern concept of CSR encompass-
es the care and well-being of employees, customers, 
managers, suppliers, and society, as well as environ-
mental protection (Gupta & Sharma, 2009). In recent 
years, business leaders of the hotel industry have 
been placing increasing emphasis on all stakeholders, 
particularly employees, based on the notion that se-
lected CSR implementation may help employees and 
their families (Raho & Benchikh, 2025). Stakeholders 
force organizations to consider social expectations, 
demands, and values in corporate social responsibil-
ity decision-making processes (Parmar et al., 2010). 
Organizations must consider the well-being of their 
multistakeholders and social expectations.

CSR improves the competitive advantage of organi-
zations (Tran et al., 2025). However, CSR has been 
more important for companies to improve their im-
age in the eyes of the public in recent years. Similarly, 
by establishing a tight relationship between develop-
ing differentiated CSR expertise and tailoring CSR 
strategies to local situations, firms can limit means-
ends decoupling. Experimental CSR implementation 
revolves around this two-way street of knowledge 
creation and practice adaptation (Athanasopoulou 
et al., 2025). These ideas stem from the notion of cor-
porate citizenship, which treats a company like any 
other citizen and places the duties of that role on the 
company to care for the community and the envi-
ronment (Baumann-Pauly et al., 2013). 

The more recent definition of servant leadership in-
cluded an obligation to care about and benefit em-
ployees, customers, and society (Greenleaf, 1977). 
Notably, servant-leaders are servants first, and it orig-
inates with a natural desire to serve, “to serve first 
and lead second” (Van Dierendonck, 2011). Recently, 
servant leaders have been increasingly prioritizing 
the needs of multistakeholders such as employees, 
investors, customers, the community, and society. 
Also, they represent the responsibilities together of 
servant and leader, valuing, helping all stakehold-
ers, and listening to their needs and wants as well 
(Greenleaf, 1977). Furthermore, servant leadership 
is a burgeoning theory that follows earlier scholarly 
focus on various leadership styles, including trans-
formational and transactional leadership (Eisenbeiss 
et al., 2008). This new moral leadership style is suit-
able for the development of followers and respecting 
them in the workplace.

However, servant leadership positively correlates 
with organizational innovativeness, with this 
correlation being entirely mediated by CSR en-
gagement in Spanish firms (Broch et al., 2020).  
Similarly, a positive correlation exists between per-
ceived organizational support for employees’ work 
safety behavior, with a notable positive moderat-
ing effect of CSR among perceived organizational 
support and employees’ work safety behavior in 
the hotel industry (Anna et al., 2024). However, 
few studies discussed the benefits of CSR imple-
mentation by achieving competitive advantage in 
the service organizations (Mohammed et al., 2025; 
Javed et al., 2020). These studies found that servant 
leadership is the driving force behind CSR imple-
mentation, and it fosters a sense of acting in line 
with CSR initiatives.

This transition in leadership studies has been 
marked by a heightened focus on servant leader-
ship, emphasizing the interests and ethics of fol-
lowers to promote responsible behaviors in the 
workplace (Peterson et al., 2012), as well as the 
responsible management of business (Kalsoom 
& Zámečník, 2023a). In this context, servant 
leadership arises as a more pertinent and time-
ly leadership strategy compared to other value-
oriented methodologies (Sendjaya et al., 2008). 
Furthermore, CSR implementation is less ex-
plored concerning servant leadership (Eva et al., 
2019; Fischer & Sitkin, 2023; Fatima & Elbanna, 
2023). These studies encouraged us to explore the 
intersection of servant leadership and CSR imple-
mentation, as the existing literature lacked focus.

The literature suggests the essence of servant lead-
ership lies in the readiness to seize chances to as-
sist others whenever a genuine need arises, irre-
spective of the type of service, the individual be-
ing served, or the emotional state of the servant 
leader (Blanchard & Hodges, 2003). In a recent 
development, scholars call for micro-foundations 
of CSR as it is under-researched with moral lead-
ership, such as servant leaders (Remmer & Gilbert, 
2025; Rupp et al., 2024; Kalsoom & Zámečník, 
2023b). This reflects servant leaders’ focus on serv-
ing first in an organizational setting. These stud-
ies also found that CSR must be explored at the 
micro-level by looking at the perspectives of em-
ployees, managers, and top managers.
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Despite prior studies using different mediation 
mechanisms such as CSR engagement (Broch et 
al., 2020), organizational identification (Lythreatis 
et al., 2021), moral meaningfulness (Aguinis & 
Glavas, 2017), and organizational climates (Wang 
et al., 2024). Prior research explored organization-
al ethical culture as a mediator of ethical leader-
ship on CSR. Hence, they suggested extending the 
existing theory by incorporating the mediating 
role of organizational ethical culture in relation 
to servant leadership and CSR (Ullah et al., 2022). 
Similarly, Sajjad et al. (2018) encouraged an ethical 
culture in hotels, especially in the Pakistani con-
text, where corruption is on the rise. 

Previous research suggested using ethical culture 
with servant leaders in the hotel industry (Sarwar 
et al., 2020). This emphasized that ethical culture 
can be a driving force for CSR implementation by 
bringing values and moral behaviors into the or-
ganizational setting.

The primary objective of this research is to exam-
ine the role of Servant leaders in implementing 
corporate social responsibility within the hotel in-
dustry of Pakistan.

Following an investigation of previous findings, 
the subsequent hypotheses were formulated:

H1: Servant leadership is positively related to 
CSR implementation in hotels. 

H2: Servant leadership is positively associated 
with organizational ethical culture in hotels.

H3: Organizational ethical culture is positively 
related to CSR implementation in hotels. 

H4: Organizational green culture mediates the 
linkage between servant leadership and CSR 
implementation in hotels. 

The conceptual thoughts derived from the scien-
tific literature analysis substantiate the research 
model, as depicted in Figure 1. This model posits 
that servant leadership serves as the independent 
variable affecting CSR implementation, which is 
the dependent variable, with organizational ethi-
cal culture acting as a mediating variable.

2. METHODS

A quantitative research approach was employed 
to examine the relationship between servant 
leadership and corporate social responsibility 
(CSR) implementation in the hotel industry of 
Pakistan, to know the perceptions of managers, 
employees, and top managers (J.W. Creswell & J. 
D. Creswell, 2017). Recent studies suggested us-
ing a quantitative approach in the hotel industry 
on CSR (Elbelehy & Crispim, 2025; Moyeen & 
Mehjabeen, 2024). 

Before completing the questionnaire, respon-
dents were informed of the voluntary nature of 
their participation, the confidentiality of their 
responses, and their right to withdraw their 
participation at any time. Anonymity was guar-
anteed by refraining from collecting identifi-

 Figure 1. Conceptual framework

Servant Leadership

CSR Implementation

• Economic responsibilities

• Ethical responsibilities

• Legal responsibilities

• Philanthropic responsibilities

H1

H3H2

Organizational Ethical 

Culture 
H4H4

Direct effect

Indirect effect (Mediation effect)
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able personal information. The research ethics 
committee at the Tomas Bata University in Zlin, 
Czech Republic.

The targeted population comprised employees, 
managers, and senior executives within the ho-
tel business of Pakistan. A total of 261 respon-
dents were chosen from a pool of 800 using a 
random sampling technique. The approach em-
ployed to choose study participants was random 
sampling. Participants were chosen by a basic 
random selection technique (Teeroovengadum 
& Nunkoo, 2018). This paper selected hotels 
that demonstrate a commitment to CSR, ethi-
cal business practices, human rights, sustain-
able business models, health, safety, well-being, 
responsible sourcing, and legal accountability. 
Hotels were chosen due to their active engage-
ment in CSR and commitment toward sustain-
ability as seen on their official websites. We se-
lected those hotels that demonstrate substan-
tial CSR implementation and provide detailed 
information regarding their CSR initiatives on 
their official websites.

Data were gathered via a self-administered 
survey completed by hotel managers, employ-
ees, and top managers from 12 hotels situated 
in Karachi, Islamabad, Lahore, Peshawar, and 
Quetta within the provinces of Balochistan, 
Khyber Pakhtunkhwa, Punjab, and Sindh of 
Pakistan. A cover letter accompanied each ques-
tionnaire, elucidating the study’s goal and the 
data collection methodology. The survey ques-
tionnaire was shared by physically visiting ho-
tels and through an online format via Google 
Forms and LinkedIn to enhance outreach and 
the rate of response. The data collection period 
is from January to May 2025. The total num-
ber of survey questionnaires distributed was 
800. The survey received 261 actual responses, 
yielding a response rate of 32.62%, as reported 
in Table 1. 

Table 1 illustrates that male respondents ex-
ceed female respondents, with a response rate 
of 82.75% for males and 17.25% for females. 
Most respondents possessed a bachelor’s de-
gree (44.83%), with 26.44% having completed 16 
years of education, while 28.73% held a master’s 
degree.

Table 1. Demographics 

Details of respondents Frequency (%)

Gender
Male 216 82.75

Female 45 17.25

Length of 

service in 

the hotel 

Less than 1 year 47 18.00

1–5 years 85 32.57

6–10 years 91 34.87

Over 10 years 38 14.56

Education

Bachelor’s degree (14 

years)
117 44.83

Bachelor’s degree (16 

years)
69 26.44

Master’s and above (18 

years and above)
75 28.73

Functions 

House Keeping 61 23.38

Food & Beverage 45 17.24

Health and Safety 51 19.55

Quality Assurance 39 14.94

Guest Service 

Operations 40 15.32

Event Management 25 9.57

Note: n = 261.

All assessments employed 7-point Likert scales, 
with “strongly disagree” assigned a value of 1 and 

“strongly agree” assigned a value of 7. The servant 
leadership 7-item scale was adapted from Liden et 
al. (2015). A mediator organizational ethical cul-
ture scale was taken from Key (1999). We used 
highly relevant nine items from an 18-item scale. 
A dependent variable, CSR implementation, is 
a multi-dimensional variable comprised of four 
sub-dimensions: economic responsibilities, ethi-
cal responsibilities, legal responsibilities, and phil-
anthropic responsibilities. We adapted 21 items 
from Helmig et al. (2016). Multiple indicators were 
used to operationalize each construct, drawing 
from prior validated studies (Appendix A).

3. RESULTS

The PLS-SEM methodology was employed. PLS-
SEM is widely employed across various business 
domains (Ringle et al., 2023), especially in lead-
ership and management (Broch et al., 2020). The 
PLS-SEM technique is extensively employed in 
numerous studies that utilize and evaluate prima-
ry data (Du et al., 2013; Ullah et al., 2022). Besides, 
its statistical power is higher than that of CB-SEM. 
As a result, when statistical power is raised, the 
likelihood of discovering correlations between 
variables increases (Hair et al., 2019).
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We conducted Harman’s single-factor test to ex-
clude common method bias, and the results indi-
cate that a mere 24% of the variation can be attrib-
uted to a single factor, which is below the thresh-
old of 50% (Fuller et al., 2016). Consequently, this 
study asserts that it is not substantially influenced 
by common technique variance.

The measurement model assessment evaluated the 
data trustworthiness. A prevalent technique for 
identifying multicollinearity involves assessing 
the variance inflation factor (VIF) values. In this 
study, the VIF results are below the 3.0 threshold 
indicated by Kock (2015), indicating the absence 
of collinearity issues (Table 2). In addition, evalu-
ations of composite reliability and validity, which 
are based on reflective measurement, form the ba-
sis of the research model (Hair et al., 2019).

Table 2. Measurement model

Construct Indicator Factor Loading VIF

Servant  

Leadership (SL)

SL1 0.730 1.757

SL2 0.820 2.347

SL3 0.789 2.041

SL4 0.817 2.289

SL5 0.825 2.289

SL6 0.854 2.713

SL7 0.816 2.267

Organizational 
Ethical Culture 

(OEC)

OEC1 0.822 2.145

OEC2 0.625 1.344

OEC3 0.686 1.493

OEC4 0.811 2.049

OEC5 0.781 1.869

OCE6 0.813 1.957

Corporate Social 

Responsibility (CSR) 

Implementation  

ECR 0.876 2.515

ETR 0.874 2.590

LGR 0.906 2.998

PAR 0.889 2.805

Note: OEC7, OEC8, and OEC9 were omitted owing to insuffi-
cient loadings. VIF = variance inflation factor, ECR = economic 
responsibilities, ETR = ethical responsibilities, LGR = legal re-
sponsibilities, PAR = philanthropic responsibilities. 

The convergent, composite, and discriminant va-
lidity of the calculating model were demonstrated 
(Hair et al., 2017). Cronbach’s alpha results are 

shown in Table 3, and all variables have values 
higher than 0.70 (Fornell & Larcker, 1981).

Heterotrait-Monotrait (HTMT) ratios should 
be utilized (Henseler et al., 2015). HTMT scores 
below 0.85 indicated discriminant validity. 
Consequently, this model attained this outcome 
(Table 4). Table 5 shows model fit as our research 
has 53% impact on CSR implementation. 

Table 4. Discriminant validity: Heterotrait-

monotrait ratio (HTMT)

Construct CSR Implementation OEC SL

CSR Implementation

OEC 0.752

SL 0.842 0.697  

Note: OEC = organizational ethical culture; SL = servant lead-
ership.

Table 5. Model fit 

Description Saturated model Estimated model
SRMR 0.053 0.053

d_ULS 0.434 0.434

d_G 0.229 0.229

Chi-square 318.505 318.505

NFI 0.898 0.898

The bootstrapping method was utilized to inves-
tigate the proposed link among constructs. Table 
6 demonstrates a positive correlation between 
servant leadership (H1: O = 0.785, t = 30.746, p = 
0.000) and CSR implementation. Similarly, ser-
vant leadership (H2: O = 0.807, t = 37.326, p = 
0.000) considerably improved organizational ethi-
cal culture. In a similar vein, organizational ethi-
cal culture (H3, O = 0.557, t = 9.057, p = 0.000) 
showed a positive and significant correlation with 
CSR implementation.

This study employed a mediation analysis tech-
nique (Nitzl et al., 2016). The findings of the indi-
rect impact indicated that organizational ethical 

Table 3. Reliability and convergent validity 

Construct
Cronbach’s 

alpha

Composite reliability 

(rho_a)

Composite reliability 

(rho_c)

Average variance extracted 

(AVE)

CSR Implementation 0.909 0.911 0.936 0.786

OEC 0.851 0.863 0.890 0.577

SL 0.911 0.913 0.929 0.653

Note: OEC = organizational ethical culture; SL = servant leadership.
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culture (H4: O = 0.449, t = 8.718, p = 0.000) exerts 
a substantial indirect influence on the relationship 
between servant leadership and corporate social 
responsibility implementation (Table 6).

4. DISCUSSION

Over the past decade, despite the increasing schol-
arly focus on leadership and corporate social re-
sponsibility (CSR) (Ullah et al., 2022; Peterson et 
al., 2012), there has been a lack of analysis on the 
impact of servant leadership on CSR implementa-
tion within Pakistan’s hotel sector. This study used 
stakeholder theory (Freeman, 2010) to elucidate 
the underlying mediation mechanism of organi-
zational ethical culture by addressing the existing 
literature gap. 

The results indicated that servant leadership (H1) 
has a substantial positive correlation with the ap-
plication of corporate social responsibility for the 
hotels. This finding is consistent with previous 
research (Anna et al., 2024), which also found 
that servant leaders promote CSR as activism in 
the hotel industry. Similarly, the findings of the 
current study aligned with Broch et al. (2020). In 
Pakistani hotels, employees are playing their role 
by participating in CSR initiatives under the su-
pervision of servant leaders. In the same manner, 
servant leaders push their employees to contrib-
ute to economic, ethical, legal, and philanthropic 
responsibilities. Due to multistakeholder pres-
sure, hotels are revising their CSR policies and 
initiatives. Consequently, testing H2, servant 
leadership is positively correlated with organiza-
tional ethical culture. This outcome corresponds 
with Lemoine et al. (2019) and Setyaningrum 
(2017), who indicate that servant leadership is a 
significant predictor for organizational ethical 

culture. Leaders are judged by their ability to 
make fair decisions and act appropriately; ethics 
play a significant role in regulating individuals 
in personal, professional, and societal settings 
(Trevino & Nelson, 2021). Prior research also 
found that servant leadership increases collab-
orative culture (Nauman et al., 2022). 

A significant positive relationship was found be-
tween organizational ethical culture (H3) and 
CSR implementation. This finding aligns with 
Alkhadra et al. (2023), who indicated that an ethi-
cal culture enhances employee behaviour in the 
workplace and encourages participation in CSR 
initiatives. Padgett and Galan (2010) demonstrate 
that the high intensity of these measures signifi-
cantly affects the company’s ability to implement 
CSR policies. Consequently, an ethical culture 
significantly impacts the firms’ CSR initiatives. 
Although organizational ethical culture plays a 
crucial role in promoting management practices 
like competitive advantage, innovation, and orga-
nizational effectiveness, it is often overlooked in 
the context of CSR. Ethical firms foster sponta-
neously task teams that concentrate on solutions 
to tackle complexity issues, incorporating social, 
environmental, and economic concerns in deci-
sion-making and promoting social responsibility 
(Trevino & Nelson, 2021). This reflects that servant 
leaders develop and promote an ethical culture 
among multistakeholders.

The mediation analysis of organizational ethical 
culture (H4) demonstrated a favorable indirect 
link between servant leadership and CSR imple-
mentation. This result contradicts Wu et al. (2013), 
who identified a mediation mechanism of corpo-
rate culture in the relationship between ethical 
leadership and CSR. Cambra-Fierro et al. (2008) 
suggest that employees working for a business 

Table 6. Hypotheses testing 

Construct
Original 

sample (O)

Sample 

mean (M)

Standard deviation 
(STDEV)

T statistics (|O/
STDEV|)

P 

values

Direct effects
H1: SL → CSR Implementation 0.785 0.787 0.026 30.746 0.000

H2: SL → OEC 0.807 0.809 0.022 37.326 0.000

H3: OEC → CSR Implementation 0.557 0.560 0.061 9.057 0.000

Indirect effect (mediation analysis)
H4: SL → OEC → CSR Implementation 0.449 0.453 0.052 8.718 0.000

Note: OEC = organizational ethical culture; SL = servant leadership.
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view and make sense of the company’s operations 
is shaped by its culture, which is a set of shared be-
liefs. Establishing and maintaining an ethical cul-
ture in a company is the duty of the organization.

This study offers several theoretical contributions. 
Firstly, we advanced understanding in existing lit-
erature on examining the role of servant leader-
ship and CSR implementation. Previous studies 
partially explored this phenomenon in servant 
leadership–CSR domains (Anna et al., 2024; Eva 
et al., 2019). Secondly, this paper contributed to 
knowledge by exploring the mediation mecha-
nism of organizational ethical culture, as it is un-
der-researched in the service sector. As suggested 
by Roy et al. (2024), organizational ethical culture 
should be used as a mediation variable. Ullah et 
al. (2022) explored organizational ethical culture 
as a mediator of ethical culture and CSR in the 
manufacturing sector. Thirdly, we used a theoreti-
cal lens from stakeholder theory by providing per-
spectives from hotel managers, employees, and top 

managers at different levels, reflecting the needs of 
multiple stakeholders. However, stakeholder the-
ory and CSR have been utilized to examine social 
issues in management and leadership (Dmytriyev 
et al., 2021). Finally, this study is novel in investi-
gating under-explored and unique contexts, such 
as the hotel industry in a developing country like 
Pakistan.

This analysis recommends implications for practi-
tioners in the hotel industry. Top managers should 
be encouraged by their employees, suppliers, 
and managers to take CSR initiatives. Our find-
ings suggest that hotels should devise new plans, 
such as implementing a CSR mindset, rather than 
merely their policy. Hotels should also consid-
er the role of ethics and CSR implementation by 
launching new programs into their operations to 
do business responsibly. Finally, servant leaders 
must play their role in employees’ development in 
terms of their health and well-being, along with 
fulfilling CSR obligations. 

CONCLUSION

The main purpose of this study was to examine the influence of servant leadership on CSR implementa-
tion in the hotel industry of Pakistan. This paper demonstrated that servant leadership has a significant 
impact on CSR implementation. In addition, organizational ethical culture mediates the link between 
servant leadership and CSR implementation. This study offers significant insights regarding the impact 
of servant leadership on CSR implementation in the hotel industry. The data show the stakeholder per-
spective on the implementation of CSR. Notably, this research suggests that ethical culture is important 
for developing countries such as Pakistan. 

Hotels and other organizations in Pakistan need to adopt an organizational ethical culture model to 
address workplace corruption and unethical practices, as Pakistan ranks 135th out of 180 in the corrup-
tion perception index (Transparency International, 2024). Additionally, organizations must prioritize 
ethical practices to attract top talent, enhance their public image, and cultivate an ethical work environ-
ment that promotes collaboration, open dialogue, product development, and the sharing of knowledge.

However, this study used single-sourced data from only one service sector. Future scholars may explore 
multi-sectoral similarities and differences among CSR initiatives by using multi-sourced data. Additionally, 
future scholars may explore the banking sector, as servant leadership–CSR implementation is highly rel-
evant for this sector. We employed a quantitative method. Future researchers may apply the qualitative 
method (multi-case study) to get a better understanding of servant leadership and CSR implementation.

AUTHOR CONTRIBUTIONS

Conceptualization: Ghulam Kalsoom.
Data curation: Ghulam Kalsoom.
Formal analysis: Ghulam Kalsoom.



321

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

Funding acquisition: Ghulam Kalsoom, Rasa Smaliukienė.
Investigation: Ghulam Kalsoom, Rasa Smaliukienė.
Methodology: Ghulam Kalsoom.
Resources: Rasa Smaliukienė.
Software: Ghulam Kalsoom.
Supervision: Rasa Smaliukienė.
Visualization: Ghulam Kalsoom, Rasa Smaliukienė.
Writing – original draft: Ghulam Kalsoom.
Writing – review & editing: Rasa Smaliukienė.

ACKNOWLEDGMENT

We are thankful to the Internal Grant Agency of FaME TBU No. IGA/FaME/2025/010. Project Title: 
“Enterprise Performance and Innovation: The Role of Corporate Social Responsibility, Digitalization, 
Servant Leadership, and Uncertainty”.

This scientific work was supported by the Tomas Bata University in Zlin (IGA/FaME/2025/010). 

REFERENCES

1. Aguinis, H., & Glavas, A. (2017). 
On corporate social responsibil-
ity, sensemaking, and the search 
for meaningfulness through 
work. Journal of Management, 
45(3), 1057-1086. https://doi.
org/10.1177/0149206317691575 

2. Alkhadra, W. A., Khawaldeh, S., & 
Aldehayyat, J. (2023). Relationship 
of ethical leadership, organizational 
culture, corporate social responsibil-
ity and organizational performance: 
A test of two mediation models. 
International Journal of Ethics and 
Systems, 39(4), 737-760. Retrieved 
from https://www.emerald.com/
insight/publication/issn/2514-9369 

3. Angus-Leppan, T., Metcalf, L., & 
Benn, S. (2010). Leadership styles 
and CSR practice: An examination 
of sensemaking, institutional drivers 
and CSR leadership. Journal of Busi-
ness Ethics, 93, 189-213. https://doi.
org/10.1007/s10551-009-0221-y 

4. Anna, B., Haoqing, H., He, T., Li, X., 
& He, X. (2024). Servant leader-
ship and employees’ work safety 
behavior: The moderating role of 
corporate social responsibility to 
employees. International Journal of 
Organizational Leadership, 13(4), 
778-801. https://doi.org/10.33844/
ijol.2024.60443 

5. Ashta, A., & Stokes, P. (2023). A 
consideration of the dimensions of 

servant leadership in intercultural 

contexts: A focal case study of a UK 

executive in Japan. Asian Journal 

of Business Ethics, 12(2), 347-368. 

https://doi.org/10.1007/s13520-023-

00177-2 

6. Athanasopoulou, A., Marti, E., Risi, 

D., & Schlindwein, E. (2025). How 

companies restrain means–ends de-

coupling: A comparative case study 

of CSR implementation. Journal of 

Management Studies, 62(1), 214-245. 

https://doi.org/10.1111/joms.13043 

7. Ayoko, O. B. (2022). Leadership, 

ethics and corporate social respon-

sibility. Journal of Management & 

Organization, 28(1), 1-8. https://doi.

org/10.1017/jmo.2022.13 

8. Baumann-Pauly, D., Wickert, C., 

Spence, L. J., & Scherer, A. G. (2013). 

Organizing corporate social re-

sponsibility in small and large firms: 

Size matters. Journal of Business 

Ethics, 115(4), 693-705. https://doi.

org/10.1007/s10551-013-1827-7 

9. Bibi, S., Khan, A., Hayat, H., Pan-

niello, U., Alam, M., & Farid, T. 

(2022). Do hotel employees really 

care for corporate social responsibil-

ity (CSR): A happiness approach to 

employee innovativeness. Current 

Issues in Tourism, 25(4), 541-558. 

https://doi.org/10.1080/13683500.2

021.1889482 

10. Blanchard, K., & Hodges, P. (2003). 
The servant leader: Transforming 
your heart, head, hands & habits. 
Harper Christian+ ORM. Retrieved 
from https://www.amazon.com/s?k
=9781418561529&i=stripbooks&lin
kCode=qs 

11. Broch, M. F. F., Escrig, E.D., Gomez, 
R.C., & Alcami, R.L. (2020). Pro-
moting firm innovativeness through 
servant leadership and corporate 
social responsibility to employ-
ees. Leadership & Organization 
Development Journal, 41(4), 615-633. 
https://doi.org/10.1108/LODJ-03-
2019-0127 

12. Cambra-Fierro, J., Hart, S., & Polo-
Redondo, Y. (2008). Environmental 
respect: Ethics or simply business? 
A study in the small and medium 
enterprise (SME) context. Journal of 
Business Ethics, 82, 645-656. https://
doi.org/10.1007/s10551-007-9583-1 

13. Carroll, A. B. (1991). The pyramid 
of corporate social responsibility: 
Toward the moral management 
of organizational stakeholders. 
Business Horizons, 34(4), 39-48. 
https://doi.org/10.1016/0007-
6813(91)90005-G 

14. Creswell, J. W., & Creswell, J. D. 
(2017). Research design: Qualitative, 
quantitative, and mixed methods 
approaches. Sage Publications. 
Retrieved from https://uk.sagepub.



322

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

com/en-gb/eur/research-design/
book270550 

15. Dmytriyev, S. D., Freeman, R. E., 
& Hörisch, J. (2021). The relation-
ship between stakeholder theory 
and corporate social responsibility: 
Differences, similarities, and impli-
cations for social issues in man-
agement. Journal of Management 
Studies, 58(6), 1441-1470. https://
doi.org/10.1111/joms.12684 

16. Donaldson, T., & Preston, L. E. 
(1995). The stakeholder theory of 
the corporation: Concepts, evi-
dence, and implications. Academy 
of Management Review, 20(1), 
65-91. https://doi.org/10.5465/
amr.1995.9503271992 

17. Du, S., Swaen, V., Lindgreen, A., 
& Sen, S. (2013). The roles of 
leadership styles in corporate social 
responsibility. Journal of Business 
Ethics, 114, 155-169. https://doi.
org/10.1007/s10551-012-1333-3

18. Eisenbeiss, S. A., Van Knippen-
berg, D., & Boerner, S. (2008). 
Transformational leadership and 
team innovation: Integrating team 
climate principles. Journal of Ap-
plied Psychology, 93(6), Article 1438. 
Retrieved from https://pubmed.ncbi.
nlm.nih.gov/19025260/

19. Elbelehy, C., & Crispim, J. (2025). 
Social sustainability in the hospital-
ity and tourism supply chains: What 
can we learn from existing research 
and what remains unexplored? 
Journal of Hospitality and Tourism 
Insights, 8(5), 1688-1716. https://doi.
org/10.1108/JHTI-03-2024-0233 

20. Eva, N., Robin, M., Sendjaya, S., 
Van Dierendonck, D., & Liden, R. 
C. (2019). Servant leadership: A 
systematic review and call for future 
research. The Leadership Quar-
terly, 30(1), 111-132. https://doi.
org/10.1016/j.leaqua.2018.07.004 

21. Fatima, T., & Elbanna, S. (2023). 
Corporate social responsibility 
(CSR) implementation: A review 
and a research agenda towards an 
integrative framework. Journal of 
Business Ethics, 183(1), 105-121. 
https://doi.org/10.1007/s10551-022-
05047-8 

22. Fischer, T., & Sitkin, S. B. (2023). 
Leadership styles: A comprehensive 
assessment and way forward. Acad-

emy of Management Annals, 17(1), 
331-372. https://doi.org/10.5465/
annals.2020.0340 

23. Fornell, C., & Larcker, D. F. (1981). 
Evaluating structural equation 
models with unobservable variables 
and measurement error. Journal of 
Marketing Research, 18(1), 39-50. 
https://doi.org/10.2307/3151312 

24. Freeman, R. E. (2010). Strate-
gic management: A stakeholder 
approach. Cambridge Univer-
sity Press. Retrieved from https://
www.cambridge.org/core/
books/strategic-management/
E3CC2E2CE01497062D-
7603B7A8B9337F 

25. Frick, D. M. (2004). Robert K. 
Greenleaf: A life of servant leadership. 
Berrett-Koehler Publishers. Re-
trieved from https://www.amazon.
com/Robert-K-Greenleaf-Servant-
Leadership-ebook/dp/B00F9FL0AU 

26. Fröhlich, P., Rehwaldt, R., Kortsch, 
T., Radaca, E., & Diestel, S. (2025). 
Newcomers’ happiness at work 
trajectories and their relation to 
servant leadership and innovative 
performance. European Journal of 
Work and Organizational Psychology, 
34(5), 518-532. https://doi.org/10.10
80/1359432X.2025.2495988 

27. Fuller, C. M., Simmering, M. J., 
Atinc, G., Atinc, Y., & Babin, B. J. 
(2016). Common methods variance 
detection in business research. 
Journal of Business Research, 69(8), 
3192-3198. https://doi.org/10.1016/j.
jbusres.2015.12.008 

28. Gašková, J. (2020). Servant 
leadership and its relation to work 
performance. Central European 
Business Review, 9(3), 24-37. https://
doi.org/10.18267/j.cebr.236 

29. Greenleaf, R. K. (1977). Servant 
leadership. New York: Paulist. Re-
trieved from https://greenleaf.org/
what-is-servant-leadership/ 

30. Greenleaf, R. K. (2003). The servant-
leader within: A transformative path. 
Paulist Press. Retrieved from https://
greenleaf.org/what-is-servant-
leadership/ 

31. Gupta, S., & Sharma, N. (2009). 
CSR-A business opportunity. Indian 
Journal of Industrial Relations, 44(3), 
396-401. Retrieved from https://
www.jstor.org/stable/27768212 

32. Hair, J. F., Risher, J. J., Sarstedt, M., 
& Ringle, C. M. (2019). When to 
use and how to report the results of 
PLS-SEM. European Business Review, 
31(1), 2-24. https://doi.org/10.1108/
EBR-11-2018-0203 

33. Hair, J.F. Jr, Ringle, C., Sarstedt, 
M., & Gudergan, S.P. (2017). 
Advanced issues in partial least 
square structural equation model-
ing. Thousand Oaks, CA: SAGE. 
Retrieved from https://dl.acm.org/
doi/10.5555/3158980 

34. Helmig, B., Spraul, K., & In-
genhoff, D. (2013). Under posi-
tive pressure: How stakeholder 
pressure affects corporate social 
responsibility implementation: 
How stakeholder pressure affects 
corporate social responsibil-
ity implementation. Business & 
Society, 55(2), 151-187. https://doi.
org/10.1177/0007650313477841 

35. Henseler, J., Ringle, C. M., & 
Sarstedt, M. (2015). A new criterion 
for assessing discriminant validity in 
variance-based structural equation 
modeling. Journal of the Academy 
of Marketing Science, 43, 115-135. 
https://doi.org/10.1007/s11747-014-
0403-8 

36. Jamali, D. (2008). A stakeholder 
approach to corporate social 
responsibility: A fresh perspective 
into theory and practice. Journal of 
Business Ethics, 82, 213-231. https://
doi.org/10.1007/s10551-007-9572-4 

37. Javed, M., Rashid, M. A., Hussain, 
G., & Ali, H. Y. (2020). The effects 
of corporate social responsibility 
on corporate reputation and firm 
financial performance: Moderat-
ing role of responsible leadership. 
Corporate Social Responsibility and 
Environmental Management, 27(3), 
1395-1409. https://doi.org/10.1002/
csr.1892 

38. Kalsoom, G., & Zámečník, R. 
(2023a). An integrative literature 
review of servant leadership and 
corporate social responsibility. 
Conference Proceedings DOKBAT 
2023 19th International Bata Confer-
ence for Ph. D. Students and Young 
Researchers (p. 144). Retrieved 
from https://digilib.k.utb.cz/han-
dle/10563/52487 

39. Kalsoom, G., & Zámečník, R. 
(2023b). Servant leadership knowl-



323

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

edge structures: A bibliometric 
review. In European Conference on 
Management Leadership and Gover-
nance (pp. 471-479). Retrieved from 
https://papers.academic-confer-
ences.org/index.php/ecmlg/article/
view/1674 

40. Key, S. (1999). Organizational 
ethical culture: Real or imag-
ined? Journal of Business Eth-
ics, 20, 217-225. https://doi.
org/10.1023/A:1006047421834 

41. Khattak, S. I., Jiang, Q., Li, H., & 
Zhang, X. (2019). Corporate social 
responsibility (CSR) and leader-
ship: Validation of a multi-factor 
framework in the United Kingdom 
(UK). Journal of Business Economics 
and Management, 20(4), 754-776. 
Retrieved from https://journals.vil-
niustech.lt/index.php/JBEM/article/
view/9852 

42. Kim, K. Y., & Liden, R. C. (2025). 
CEO servant leadership and 
organizational profitability: A social 
exchange perspective. Journal of 
Organizational Behavior, 46(6), 
833-849. https://doi.org/10.1002/
job.2866 

43. Kock, N. (2015). Common method 
bias in PLS-SEM: A full collinearity 
assessment approach. International 
Journal of e-Collaboration, 11(4), 
1-10. https://doi.org/10.4018/
ijec.2015100101 

44. Lemoine, G. J., Hartnell, C. A., & 
Leroy, H. (2019). Taking stock of 
moral approaches to leadership: An 
integrative review of ethical, authen-
tic, and servant leadership. Academy 
of Management Annals, 13(1), 
148-187. https://doi.org/10.5465/an-
nals.2016.0121 

45. Liden, R. C., Wayne, S. J., Meuser, J. 
D., Hu, J., Wu, J., & Liao, C. (2015). 
Servant leadership: Validation 
of a short form of the SL-28. The 
Leadership Quarterly, 26(2), 254-
269. https://doi.org/10.1016/j.
leaqua.2014.12.002 

46. Luu, T. T. (2019). CSR and customer 
value co-creation behavior: The 
moderation mechanisms of servant 
leadership and relationship market-
ing orientation. Journal of Business 
Ethics, 155, 379-398. https://doi.
org/10.1007/s10551-017-3493-7 

47. Lythreatis, S., Mostafa, A. M. S., 
Pereira, V., Wang, X., & Del Giudice, 
M. (2021). Servant leadership, CSR 

perceptions, moral meaningfulness 
and organizational identification 

– Evidence from the Middle East. 
International Business Review, 30(5), 
Article 101772. Retrieved from 
https://ideas.repec.org/a/eee/iburev/
v30y2021i5s0969593120301219.
html 

48. McPhail, K., Kafouros, M., McKi-
ernan, P., & Cornelius, N. (2024). 
Reimagining business and manage-
ment as a force for good. British 
Journal of Management, 35(3), 1099-
1112. https://doi.org/10.1111/1467-
8551.12846 

49. Meng, Z., Bhatti, S. M., Naveed, R. 
T., Kanwal, S., & Adnan, M. (2024). 
Green sustainability in the hotel 
sector: The role of CSR, intrinsic 
green motivation, and personal 
environmental norms. Plos One, 
19(6), Article e0295850. https://doi.
org/10.1371/journal.pone.0295850 

50. Mittal, R., & Dorfman, P. W. (2012). 
Servant leadership across cultures. 
Journal of World Business, 47(4), 
555-570. https://doi.org/10.1016/j.
jwb.2012.01.009 

51. Mohammed, A., Al-Swidi, A. K., 
Al-Hakimi, M. A., & Patwary, A. 
K. (2025). Enhancing corporate 
competitiveness: Leveraging CSR, 
creative self-efficacy, and behav-
ior for competitive advantage. 
Discover Sustainability, 6(1), Article 
25. https://doi.org/10.1007/s43621-
025-00824-7 

52. Moosvi, A., & Ali, S. T. (2022). Hotel 
and restaurant industries of Pakistan: 
Opportunities and market dynamics. 
Pakistan Institute of Development 
Economics. Retrieved from https://
pide.org.pk/research/hotel-and-res-
taurant-industries-of-pakistan-op-
portunities-and-market-dynamics/ 

53. Moyeen, A., & Mehjabeen, M. 
(2024). CSR research in the hotel 
industry: How it relates to promot-
ing the SDGs. Social Responsibility 
Journal, 20(9), 1770-1786. https://
doi.org/10.1108/SRJ-01-2024-0032 

54. Nauman, S., Bhatti, S. H., Imam, 
H., & Khan, M. S. (2022). How 
servant leadership drives project 
team performance through col-
laborative culture and knowledge 
sharing. Project Management 
Journal, 53(1), 17-32. https://doi.
org/10.1177/87569728211037777 

55. Nitzl, C., Roldan, J. L., & Cepeda, G. 
(2016). Mediation analysis in partial 
least squares path modeling: Help-
ing researchers discuss more sophis-
ticated models. Industrial Man-
agement & Data Systems, 116(9), 
1849-1864. https://doi.org/10.1108/
IMDS-07-2015-0302 

56. PHA (2025). Pakistan Hotel As-
sociation. (n.d.). Hotel industry in 
Pakistan. Retrieved from https://
www.pha.org.pk/hindustry.php

57. Parmar, B. L., Freeman, R. E., Har-
rison, J. S., Wicks, A. C., Purnell, L., 
& De Colle, S. (2010). Stakeholder 
theory: The state of the art. The 
Academy of Management Annals, 
4(1), 403-445. https://doi.org/10.108
0/19416520.2010.495581 

58. Peterson, S. J., Galvin, B. M., & 
Lange, D. (2012). CEO servant lead-
ership: Exploring executive char-
acteristics and firm performance. 
Personnel Psychology, 65(3), 565-596. 
https://doi.org/10.1111/j.1744-
6570.2012.01253.x 

59. Padgett, R. C., & Galan, J. I. (2010). 
The effect of R&D intensity on cor-
porate social responsibility. Journal 
of Business Ethics, 93(3), 407-418. 
https://doi.org/10.1007/s10551-009-
0230-x 

60. Raho, R., & Benchikh, H. (2025). A 
qualitative analysis of the impact 
of perceived corporate social re-
sponsibility on employees’ affective 
commitment. Business Ethics and 
Leadership, 9(1), 43-64. https://doi.
org/10.61093/bel.9(1).43-64.2025 

61. Remmer, S., & Gilbert, D. U. (2025). 
Causal mechanisms in corpo-
rate social responsibility (CSR) 
management: A meta‐synthesis 
of micro‐CSR research. Journal of 
Management Studies. https://doi.
org/10.1111/joms.13207 

62. Ringle, C. M., Sarstedt, M., Sinkov-
ics, N., & Sinkovics, R. R. (2023). 
A perspective on using partial 
least squares structural equation 
modelling in data articles. Data in 
Brief, 48, Article 109074. https://doi.
org/10.1016/j.dib.2023.109074

63. Roy, A., Newman, A., Round, H., & 
Bhattacharya, S. (2024). Ethical cul-
ture in organizations: A review and 
agenda for future research. Business 
Ethics Quarterly, 34(1), 97-138. 
https://doi.org/10.1017/beq.2022.44 



324

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

64. Rupp, D. E., Aguinis, H., Siegel, D., 
Glavas, A., & Aguilera, R. V. (2024). 
Corporate social responsibility 
research: An ongoing and worth-
while journey. Academy of Manage-
ment Collections, 3(1). Retrieved 
from https://journals.aom.org/
doi/10.5465/amc.2022.0006 

65. Saha, R., Shashi, Cerchione, R., 
Singh, R., & Dahiya, R. (2020). 
Effect of ethical leadership and cor-
porate social responsibility on firm 
performance: A systematic review. 
Corporate Social Responsibility and 
Environmental Management, 27(2), 
409-429. https://doi.org/10.1002/
csr.1824 

66. Sajjad, A., Jillani, A., & Raziq, M. M. 
(2018). Sustainability in the Paki-
stani hotel industry: An empirical 
study. Corporate Governance: The 
International Journal of Business in 
Society, 18(4), 714-727. https://doi.
org/10.1108/CG-12-2017-0292 

67. Sarwar, H., Ishaq, M. I., Amin, A., & 
Ahmed, R. (2020). Ethical leader-
ship, work engagement, employees’ 
well-being, and performance: A 
cross-cultural comparison. Journal 
of Sustainable Tourism, 28(12), 
2008-2026. https://doi.org/10.1080/
09669582.2020.1788039 

68. Seghyar, N., Gouiouez, M., Nafza-
oui, M. A., & Amane, M. (2025). 
Influence of social responsibility 
management on the configura-
tion of management control in 
Moroccan companies. Problems and 
Perspectives in Management, 23(1), 
38-51. https://doi.org/10.21511/
ppm.23(1).2025.03  

69. Seghyar, N., Gouiouez, M., Nafza-
oui, M.A., & Amane, M. (2025). 
Influence of social responsibility 
management on the configura-
tion of management control in 
Moroccan companies. Problems and 
Perspectives in Management, 23(1), 
38-51. https://doi.org/10.21511/
ppm.23(1).2025.03 

70. Sendjaya, S., Sarros, J. C., & Santora, 
J. C. (2008). Defining and measur-
ing servant leadership behaviour in 
organizations. Journal of Man-
agement Studies, 45(2), 402-424. 
https://doi.org/10.1111/j.1467-
6486.2007.00761.x 

71. Setyaningrum, R. P. (2017). Rela-
tionship between servant leadership 

in organizational culture, organiza-
tional commitment, organizational 
citizenship behaviour and customer 
satisfaction. European Research 
Studies Journal, XX(3A), 554-569. 
Retrieved from https://ersj.eu/
journal/728 

72. Smith, N. C., & Rönnegard, D. 
(2016). Shareholder primacy, 
corporate social responsibility, and 
the role of business schools. Journal 
of Business Ethics, 134(3), 463-478. 
https://doi.org/10.1007/s10551-014-
2427-x 

73. Székely, F., & Knirsch, M. (2005). 
Responsible leadership and corpo-
rate social responsibility: Metrics for 
sustainable performance. Euro-
pean Management Journal, 23(6), 
628-647. https://doi.org/10.1016/j.
emj.2005.10.009 

74. Teeroovengadum, V., & Nunkoo, 
R. (2018). Sampling design in 
tourism and hospitality research. In 
Handbook of research methods for 
tourism and hospitality manage-
ment (pp. 477-488). Edward Elgar 
Publishing. Retrieved from https://
research-repository.griffith.edu.au/
items/69b7271e-b737-41ab-9ba6-
25c1b5a38b44 

75. Tran, T. T., Vien, B. V., & Tho, D. 
T. (2025). The impact of social 
responsibility on the competitive 
advantage of small and medium-
sized enterprises in Hanoi, Vietnam. 
Problems and Perspectives in Man-
agement, 23(1), 325-338. https://doi.
org/10.21511/ppm.23(1).2025.24 

76. Transparency International. 
(2024). Corruption Perception 
Index 2024. Retrieved from 
https://www.transparency.org/en/
cpi/2024?gad_source=1&gad_cam
paignid=15272914516&gbraid=0
AAAAADud0D-G1BXgprNLTX-
CH59FMsm-o4&gclid=Cj0KC-
Qjw953DBhCyARIsANhIZoZg-
ZSwOIjVRLDlptidZfwNXiJ8k-
Bbeyd0Czc9Jc3U4DZU_ciwX0Yh-
caAqs3EALw_wcB 

77. Trevino, L. K., & Nelson, K. A. 
(2021). Managing business ethics: 
Straight talk about how to do it right. 
John Wiley & Sons. Retrieved from 
https://www.amazon.com/s?k=978
1119711001&i=stripbooks&linkC
ode=qs 

78. Ullah, I., Hameed, R. M., Kayani, 
N. Z., & Fazal, Y. (2022). CEO 
ethical leadership and corporate 

social responsibility: Examining 
the mediating role of organiza-
tional ethical culture and intellectual 
capital. Journal of Management & 
Organization, 28(1), 99-119. https://
doi.org/10.1017/jmo.2019.48 

79. Van Dierendonck, D. (2011). 
Servant leadership: A review and 
synthesis. Journal of Manage-
ment, 37(4), 1228-1261. https://doi.
org/10.1177/0149206310380462 

80. Van Dierendonck, D., Sousa, M., 
Gunnarsdóttir, S., Bobbio, A., 
Hakanen, J., Pircher Verdorfer, A., 
& Rodriguez-Carvajal, R. (2017). 
The cross-cultural invariance of 
the servant leadership survey: A 
comparative study across eight 
countries. Administrative Sciences, 
7(2), 8. https://doi.org/10.3390/ad-
msci7020008 

81. Wang, G., Devine, R. A., Molina-
Sieiro, G., & Holmes, R. M. (2024). 
Strategic leaders and corporate 
social responsibility: A meta-
analytic review. Journal of Manage-
ment, 50(7), 2675-2714. https://doi.
org/10.1177/01492063231164991 

82. Wang, Z., Ye, Y., & Liu, X. (2024). 
How CEO responsible leadership 
shapes corporate social responsibil-
ity and organization performance: 
The roles of organizational climates 
and CEO founder status. Inter-
national Journal of Contemporary 
Hospitality Management, 36(6), 
1944-1962. https://doi.org/10.1108/
IJCHM-11-2022-1498 

83. Wu, L. Z., Tse, E. C. Y., Fu, P., 
Kwan, H. K., & Liu, J. (2013). The 
impact of servant leadership on 
hotel employees’ “servant behav-
ior”. Cornell Hospitality Quar-
terly, 54(4), 383-395. https://doi.
org/10.1177/1938965513482519 

84. Zhou, J., Ye, S., & Liu, X. (2024). 
More social, more socially respon-
sible? The impact of CEO social 
media use on corporate social per-
formance. British Journal of Man-
agement, 35(3), 1592-1608. https://
doi.org/10.1111/1467-8551.12774 



325

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

http://dx.doi.org/10.21511/ppm.23(4).2025.23

APPENDIX A

Table A1. Measurement scales

Construct Items Source

Servant  

leadership (SL)

SL1: My leader can tell if something work-related is going wrong

SL2: My leader makes my career development a priority

SL3: I seek help from my leader if I have a personal problem

SL4: My leader emphasizes the importance of giving back to the community

SL5: My leader puts my best interests ahead of his/her own

SL6: My leader gives me the freedom to handle difficult situations in the way that I feel 
is best

SL7: My leader would NOT compromise ethical principles in order to achieve success

Liden et al. 

(2015)

Organizational  
ethical culture (OEC)

OEC1: This hotel encouraged employees to take full responsibility for their actions
OEC2: The top managers of this hotel represent high ethical standards

OEC3: Ethical behavior is the norm in this hotel

OEC4: Top managers of this hotel regularly show that they really care about ethics

OEC5: Unethical behavior is punished in this hotel

OEC6: Top managers of this hotel guide decision-making in an ethical direction
OEC7: Ethical behavior is rewarded in this hotel

OEC8: The average employee in this hotel accepts organizational rules and procedures 
regarding ethical behavior

OEC9: Organizational rules and procedures regarding ethical behavior serve only to 
maintain the hotel’s public image

Key (1999)

CSR implementation
Economic responsibilities 

(ECR)

ECR1: Our hotel continually strives to improve the quality of our services
ECR2: Our hotel strives to lower our operating costs
ECR3: Our hotel has a standardized procedure in place to respond to every customer 

complaint

ECR4: Our hotel closely monitors employee productivity

Ethical  

responsibilities (ETR)

ETR1: Our top management reports in accordance with international reporting 
standards (e.g., Global Reporting Initiative [GRI])
ETR2: The management fosters industry collaboration to meet social concerns
ETR3: The management fosters stakeholder dialogues on CSR

ETR4: Our hotel has a comprehensive code of conduct

ETR5: A confidential procedure is in place for our employees to report any misconduct 
at work

ETR6: Fairness toward coworkers and business partners is an integral part of the 

employee evaluation process
ETR7: We monitor potential negative impacts of our activities on the community

Helmig et al. 

(2016)

Legal  

responsibilities (LGR)

LGR1: We have programs that encourage diversity in our workforce (e.g., age, gender, 

handicapped, caste)

LGR2: Internal policies prevent discrimination in our employees’ compensation and 
promotion
LGR3: We defined internal standards/policies for situations and contexts not regulated 
explicitly by current law (e.g., bribery).
LGR4: We provide goods and services that go far beyond minimal legal requirements 

(e.g., product security).

Philanthropic  

responsibilities (PAR)

PAR1: Our top management ensures a coherent corporate citizenship approach 
integrated into the corporate strategy

PAR2: The top management strongly encourages our employees to actively participate 
in CSR initiatives.
PAR3: Our hotel encourages partnerships with local businesses and schools

PAR4: Our hotel makes adequate contributions to charities.
PAR5: Our hotel supports employees who acquire additional education
PAR6: Flexible hotel policies enable our employees to reconcile work and private life
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