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A B S T R A C T

This research examines the influence of responsible leadership on environmental performance and organizational
green culture within the hospitality sector. In light of increasing environmental challenges, responsible leader-
ship—defined by its stakeholder-oriented approach—has emerged as a critical driver of sustainable practices.
The research tests a conceptual model using data from 572 employees and managers in four- and five-star hotels
in Antalya, Türkiye. Key hypotheses include the positive effects of responsible leadership on both environmental
performance and organizational green culture. Additionally, this study investigates the mediating role of green
culture and the moderating effect of employees’ eco-friendly behavior. Results confirm that responsible lead-
ership positively impacts environmental performance and green culture, with green culture partially mediating
this relationship. Furthermore, eco-friendly behavior amplifies the influence of green culture on environmental
outcomes. The findings emphasize the importance of integrating responsible leadership and cultivating a green
organizational culture to enhance sustainability efforts. Practical implications for hospitality management
include prioritizing sustainability-oriented leadership and fostering eco-conscious behaviors among employees.
Future research may explore longitudinal data and expand the model to different cultural contexts.

1. Introduction

Over the last two decades, global warming, climate change, pollu-
tion, and water scarcity have emerged as major challenges for businesses
to cope (Wright and Nyberg, 2017). These challenges made sustain-
ability an increasingly prominent focus of businesses, with efforts
spanning various sectors and industries (Aslaksen et al., 2021). In the
face of escalating environmental challenges and growing conscious
consumerism, the imperative for organizations to embrace sustainability
has never been more urgent (Domańska et al., 2024; Ahmad et al.,
2024). This heightened awareness has catalyzed a paradigmatic trans-
formation in how businesses perceive their role in society. Studies show
that businesses are now part of driving efforts to build a more sustain-
able future for coming generations (Cvejić et al., 2024).

Environmentally friendly practices of business operations lie at the heart
of this transformative journey.

Recent research demonstrates that the hospitality industry must be
included in sustainable business practices as consumers increasingly
consider sustainability factors in the tourism sector (Waris et al., 2024).
In acknowledgement of sustainability efforts, many hoteliers have
embraced sustainable routines, including saving energy and water and
reducing waste (Vatankhah et al., 2023; Aboramadan et al., 2022).
Considering the growing popularity of green hotels and hotels’ sus-
tainability initiatives (Akram et al., 2024; Shehawy et al., 2024, Wihler
et al., 2024), academics and professionals in the hospitality context are
eager to learn more about green management practices and provide
novel insights to enhance sustainability (Tourais and Videira, 2024;
Khan et al., 2024).
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It is admitted that leaders have a pivotal role in influencing organi-
zational values, norms, and practices, exerting influence not only
through formal directives but also through their actions, decisions, and
ethical compasses (Martins, 2020). Achieving environmentally friendly
management habits in the hospitality industry requires effective lead-
ership behaviors (Zheng et al., 2021). When talking about the ways to
promote sustainability, researchers suggest that one of the enablers of
sustainable development is responsible leadership (Rafiq et al., 2024;
James and Priyadarshini, 2021). Responsible leaders have an essential
role in ensuring sustainability by considering wider stakeholders’ in-
terests in their decisions, including future generations, thereby sup-
porting environmental initiatives (Miska and Mendenhall, 2018).
Additionally, responsible leadership merges concepts of social re-
sponsibility with specific leadership approaches (Maak and Pless, 2006),
highlighting the need to balance economic, social, and environmental
priorities. These leaders demonstrate ethical behavior, guiding their
teams toward ethical practices. Their actions foster sustainable organi-
zational growth, emphasizing environmental, social, and governance
(ESG) performance (Miska et al., 2014; Székely and Knirsch, 2005).

While previous research links responsible leadership to firm perfor-
mance, its impact on environmental performance has received limited
empirical attention (Afsar et al., 2020). We argue that responsible
leadership is crucial for fostering pro-environmental behavior among
employees in the hospitality sector. It serves as a key driver of such
behavior by prioritizing environmental concerns (Miska et al., 2014;
Székely and Knirsch, 2005), potentially influencing staff through the
cultivation of environmental organizational culture.

In this study, we examine responsible leadership as an independent
antecedent to both environmental performance and organizational
green culture within the hospitality industry. In the hotel sector,
different leadership styles were treated as independent variables,
exploring their contribution to organizational sustainable performance
(Piwowar-Sulej and Iqbal, 2023). Prior research investigated the effects
of green leadership constructs e.g. green inclusive leadership
(Aboramadan et al., 2022), green servant leadership (Faraz et al., 2021)
on sustainable outcomes such as green human resources management
(Patwary et al., 2023; Darvishmotevali and Altinay, 2022) and green
creativity (Arici and Uysal, 2022) in the hotel industry, however, the
effects of responsible leadership on green organizational performance is
still lacking. Only, a few studies investigated responsible leadership as a
core antecedent that promotes eco-friendly work outcomes within the
hospitality sector (Wang et al., 2024; Freire and Gonçalves, 2021). Prior
studies have largely neglected the effects of responsible leadership on
environmental performance, concentrating instead on other leadership
styles such as transformational and agile leadership (Parker et al., 2015).
Hence, there is a need to understand how responsible leadership affects
environmental behavior in the hospitality setting.

Given the limited indication of the impacts of responsible leadership
on green outcomes of organizations, we expand the current knowledge
on one of the least noticed leadership styles i.e. responsible leadership
on environmentally friendly management practices in the hotel sector.
Accordingly, we build and validate a conceptual research model in
which we employ responsible leadership as an independent variable
examining its effects on environmental performance and organizational
green culture. We also investigate the mediating effect of organizational
green culture on the relationship between responsible leadership and
environmental performance. In our model, we test whether the em-
ployees’ eco-friendly behavior moderates the mediation effect on envi-
ronmental performance and organizational green culture. Hence, this
research aims to respond to the question of to what extent responsible
leadership affects green organizational outcomes within the hotel sector.

Utilizing a novel research model (See Fig. 1 below) to address the
research question, this paper begins with an introduction and five
literature-derived hypotheses. We then provide methods and findings of
our study. We discuss the findings and demonstrate the implications of
our research. We conclude the present study after suggesting the
research limitations and providing future directions for researchers.

2. Reviewing the literature and hypotheses development

2.1. Responsible leadership

Leaders navigate a dynamic, rapidly changing, intricate, and
competitive business landscape, demanding not only financial success
but also a commitment to corporate social responsibility (CSR) (Maak
and Pless, 2006; Voegtlin et al., 2012). To address these challenges,
Maak and Pless (2006) introduced the concept of responsible leadership,
integrating leadership and CSR literature. While traditional leadership
theories focus on leaders’ relationships with internal followers, such as
ethical, transformational, and servant leadership, responsible leadership
extends its reach to cultivate trustworthy and sustainable connections
with various stakeholders and the environment (Miska and Mendenhall,
2018; Pless and Maak, 2011).

Responsible leaders exemplify ethical conduct, guiding their fol-
lowers to adopt the right approach. Their ethical actions contribute to
the sustainable development of organizations, emphasizing ESG per-
formance (Miska et al., 2014; Székely and Knirsch, 2005). While pre-
vious research links responsible leadership to firm performance, its
impact on pro-environmental behavior has received limited empirical
attention (Afsar et al., 2020). We argue that responsible leadership is
crucial for fostering pro-environmental behavior among employees. It
serves as a key driver of such behavior by prioritizing environmental
concerns (Miska et al., 2014; Székely and Knirsch, 2005), potentially
influencing employees through the cultivation of environmental

Fig. 1. Research model.
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organizational culture.
According to Voegtlin (2011), responsible leadership, emphasizing

accountability, includes moral decision-making, fostering trust, pro-
moting sustainable development, and making environmentally aware
choices. Responsible leadership represents a leadership style where
leaders weave stakeholder relationships, addressing gaps in theory and
practical leadership challenges (Maak and Pless, 2006). Consequently,
responsible leadership has gained significant research attention,
evolving into a necessary and extensively studied leadership style.
Numerous studies have explored its effectiveness, particularly con-
cerning employee behaviors. For example, Miska et al. (2014) suggested
that employee perceptions of CSR and their commitment to citizenship
behaviors are influenced by responsible leadership.

Following stakeholder theory, leaders exhibiting a strong commit-
ment to responsible leadership have the potential to reinforce a com-
pany’s engagement in various social responsibility practices, including
environmental protection and community service. This, in turn, can
elevate corporate reputation and enhance organizational legitimacy
(Javed et al., 2020). Internally, when a leader proves a highly respon-
sible leadership level, employees perceive that their needs are
acknowledged and met. Consequently, they align their personal devel-
opment with the organization’s long-term growth, gaining a more pre-
cise and profound understanding of the organization’s environmental
practices. This heightened understanding contributes to improved
recognition of the organization, thereby further bolstering organiza-
tional legitimacy (Voegtlin et al., 2012).

Stakeholder theory emphasizes that, while prioritizing the interests
of shareholders, companies must also cultivate positive relationships
with various stakeholders, including suppliers, employees, customers,
industry competitors, government entities, and social institutions
(Tantalo and Priem, 2016). Sustainable development resources from
stakeholders are only accessible when companies address the needs of
these stakeholders (Lee and Raschke, 2020). Consequently, businesses
are required to address a broader range of concerns raised by stake-
holders alongside meeting economic interests. This approach ensures
that the expectations of stakeholders are fulfilled to the maximum extent
possible.

2.2. Responsible leadership and environmental performance

Responsible leadership happens when a leader makes sustainable
business decisions which consider wider stakeholder engagement and
balance the interests of the various stakeholders (Maak et al., 2016).
Responsible leadership transcends the conventional dualistic leadership
dynamic between leaders and subordinates, extending to include re-
lationships between leaders and all stakeholders of the organization. Its
objective is to establish and cultivate a sustainable trust relationship
with these stakeholders and coordinate efforts toward the objective of
sustainable development (Maak and Pless, 2006). Responsible leader-
ship has emerged as a key factor in organizational success, not only
financially but also for broader societal and environmental concerns
(Javed et al., 2020). As organizations increasingly recognize their role in
shaping the world beyond profit margins, responsible leadership has
gained prominence. Responsible leadership is stakeholder-oriented and
intends to achieve a broader scope of sustainable development (Liao and
Zhang, 2020). The strategy-maker attitude towards environmental is-
sues is a key factor affecting companies’ environmental performance. In
this context, environmental performance, characterized by a commit-
ment to sustainable practices, has become a focal point for businesses
aiming to align their operations with ecological considerations. While
executing environmental initiatives, responsible leadership practice not
only secures employees’ acknowledgement but also facilitates their
effective adoption (Pless, 2007).

A very limited number of studies have taken responsible leadership
as an independent variable (Piwowar-Sulej and Iqbal, 2023). Less
research has explored the link between responsible leadership and

organizational outcomes, including environmental performance (e.g.,
Ur Rehman et al., 2023, Liao and Zhang, 2020). Responsible leadership
encompasses behaviors and decision-making that prioritize ethical, so-
cial, and environmental considerations. Leaders who exhibit re-
sponsibility are expected to guide their organizations towards
sustainable practices, reducing negative impacts on the environment
and contributing positively to society (Knirsch, (2005))

Several theoretical frameworks support the notion that responsible
leadership positively influences environmental performance. Following
upper-echelon theory, for example, corporate strategic decision-making
reflects leaders’ perceptions and experiences who inspire and motivate
their teams towards a shared vision (Hambrick and Mason, 1984). Such
a culture is likely to extend to environmental practices, as organizations
under responsible leaders may be more inclined to adopt sustainable
processes. Similarly, the stewardship theory (Davis et al., 1997) in-
dicates that leaders acting as stewards of their organizations and the
environment will prioritize long-term sustainability over short-term
gains. This stewardship orientation is expected to lead to better envi-
ronmental practices and, consequently, enhanced environmental per-
formance. Building upon the existing literature, we hypothesize that
responsible leadership positively affects environmental performance
within organizations. Specifically, we propose that organizations led by
individuals who exhibit responsible leadership behaviors will prove a
higher level of commitment to environmentally sustainable practices.

H1. Responsible leadership has a positive effect on environmental
performance.

2.3. Responsible leadership and organizational Green culture

Responsible leadership has become a central focus in organizational
studies, emphasizing the need for leaders to extend their responsibilities
beyond traditional business metrics to encompass social and environ-
mental concerns (Miska and Mendenhall, 2018). One critical aspect of
this expanded responsibility is the cultivation of an organizational green
culture within organizations. Organizational green culture refers to the
shared values, beliefs, and practices that prioritize environmental sus-
tainability and stewardship. Ur Rehman et al. (2023) confirm that
responsible leadership positively affects environmental management
practices. Leaders who prioritize social and environmental re-
sponsibility will shape organizational cultures that foster eco-friendly
practices. This may include initiatives such as reducing carbon foot-
print, waste reduction, and integrating sustainable practices into daily
operations. Responsible leaders create a culture within organizations
that values environmental stewardship, leading to improved environ-
mental performance. Responsible leaders recognize the true capabilities
of their team members and inspire them to assume responsibility as
valuable contributors to the organization (Zhao and Zhou, 2019).

The upper-echelon theory argues that leaders who inspire and
motivate their followers can influence the shared values and norms of
the organization (Hambrick and Mason, 1984). In the context of
responsible leadership, this influence is expected to extend to environ-
mental values and practices. We anticipate that responsible leaders will
implement policies, procedures, and initiatives to create an organiza-
tional green culture that contributes to a reduction in environmental
impact, ultimately leading to improved environmental performance
metrics.

H2. Responsible leadership has a positive effect on organizational green
culture.

2.4. The mediating role of organizational Green culture

Responsible leadership effects on organizational outcomes have
posed challenges. Responsible leadership, characterized by ethical de-
cisions, a commitment to ESG responsibility, and a focus on long-term
sustainability, is expected to influence organizational outcomes and
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may prioritize the strategic implementation of CSR when making de-
cisions that affect stakeholders and their impact on society (Waldman
and Siegel, 2008). Two possible influential pathways have been pro-
posed including knowledge and psychological biases for responsible
leadership to influence organizational outcomes (Doh and Quigley,
2014). These viewpoints highlight the concept of responsible leadership
and emphasize the need to explore its influence on organizational
environmental outcomes through various mechanisms (Ur Rehman
et al., 2023).

Organizational culture, on the other hand, represents the shared
values, beliefs, and behaviors within an organization. Organizational
culture plays an essential role in translating leadership intentions into
organizational practices. Specifically, an organizational green culture
within an organization reflects a collective commitment to environ-
mentally sustainable practices. Responsible leaders, by inspiring and
motivating their followers, are posited to shape the cultural landscape of
their organizations. Responsible leadership, being a form of trans-
formational leadership, is likely to influence organizational green
culture.

To elaborate on the theoretical mechanism through which organi-
zational green culture mediates the relationship between responsible
leadership and environmental performance, it is crucial to articulate its
core dimensions and theoretical underpinnings. Drawing on upper-
echelon theory (Hambrick and Mason, 1984) and organizational cul-
ture theory (Schein, 1990), green culture operates as a conduit through
which leadership intent is embedded into organizational routines and
norms. Specifically, green culture comprises two interrelated compo-
nents: shared environmental values and embedded green practices
(García-Machado and Martínez-Ávila, 2019; Yeşiltaş et al., 2022). The
former reflects collective beliefs that prioritize ecological responsibility
and reduce resistance to change (Gregory et al., 2009), while the latter
translates these values into actionable routines—such as energy con-
servation, waste minimization, and sustainable procurement (Fernández
et al., 2003; Hanna et al., 2000). For example, a culture emphasizing
"green innovation" (Imran and Jingzu, 2022) encourages employees to
propose eco-efficient solutions, directly improving resource manage-
ment. This dual focus on values and practices ensures that responsible
leadership’s influence permeates daily operations, making green culture
a critical mediator.

Responsible leadership fosters this cultural infrastructure by aligning
strategic objectives with sustainability, modeling ethical behavior, and
engaging stakeholders beyond the organization’s boundaries (Maak and
Pless, 2006; Voegtlin, 2011). From the upper-echelon perspective,
leaders’ values and cognitive schemas shape organizational priorities,
including the allocation of resources toward environmental goals.
Concurrently, organizational culture theory suggests leaders actively
construct cultural norms through symbolic actions and policy frame-
works, embedding sustainability into the organizational fabric (Schein,
1990). This dual influence ensures that responsible leadership not only
promotes green values but institutionalizes them as consistent practices.
For instance, cultures that emphasize green innovation empower em-
ployees to propose eco-efficient solutions (Imran and Jingzu, 2022),
while training and incentive systems further reinforce sustainable
behavior. In this way, green culture mediates leadership’s impact by
transforming ethical vision into sustained, organization-wide environ-
mental performance (Fernández et al., 2003; García-Machado and
Martínez-Ávila, 2019).

Additionally, the literature lacks studies examining organizational
green culture as a crucial mechanism linking responsible leadership to
environmental outcomes at the organizational level. The mediating role
of organizational green culture in the relationship between responsible
leadership and environmental performance is grounded in the idea that
a culture that values environmental sustainability will act as a conduit
through which responsible leadership practices translate into tangible
outcomes. Hence, we used organizational green culture as a mechanism
to hypothesis as follows:

H3. The effect of responsible leadership on environmental performance is
mediated by organizational green culture.

2.5. Organizational green culture and environmental performance

The influence of organizational culture on outcomes has become a
central theme in organizational studies (See Gregory et al., 2009 and
Berson et al., 2008), but very few in the context of CSR. Schein (1990)
characterized organizational culture as a set of fundamental assump-
tions crafted, discovered, or evolved by a specific group as it learns to
address challenges related to external adaptation and internal integra-
tion. Thus, organizational culture is the shared values, beliefs, and
practices, and is recognized as a key determinant of how organizations
respond to and prioritize environmental issues. An organizational green
culture within an organization reflects a collective commitment to sus-
tainable practices, eco-friendly behaviors, and a heightened awareness
of environmental impacts. This culture is expected to shape employees’
attitudes and behaviors.

The organizational strategic vision set out by responsible leaders
shapes organizational culture, as a motivation for employees’ involve-
ment in environmental issues (Shrivastava, 1995) and as a communi-
cation mechanism that enables improving environmental performance
(Hanna et al., 2000). Research in the organizational culture literature
suggests that a positive organizational green culture can act as a moti-
vation for the implementation of environmentally sustainable practices
(Fernández et al., 2003). When an organization’s culture places a pre-
mium on environmental stewardship, employees are more likely to
embrace and enact environmentally conscious behaviors, such as waste
reduction, energy efficiency, and sustainable sourcing. An organiza-
tional green culture is posited to guide decision-making towards choices
that prioritize ecological considerations, contributing to improved
environmental performance over time.

H4. Organizational green culture has a positive effect on environmental
performance.

2.6. Eco-friendly behavior, environmental performance and
organizational Green culture

The previous hypothesis suggests that organizations fostering a
strong organizational green culture will exhibit higher levels of envi-
ronmental performance. Specifically, organizational green culture is
expected to influence employees’ attitudes and behaviors, encouraging
them to adopt sustainable practices and contributing to the organiza-
tion’s overall commitment to environmental stewardship. Responsible
leaders aim to discern the true potential of their team members, moti-
vating them to assume responsible roles within the organization (Zhao
and Zhou, 2019). Similarly, responsible leaders enhance employee
motivation, leading to a transformation of their self-concepts and per-
sonal standards aligned with organizational goals and needs (Han et al.,
2019). While prior studies have predominantly connected responsible
leadership to various attitudinal and behavioral outcomes among em-
ployees (Voegtlin et al., 2012), limited attempts have been made to
establish links between Eco-friendly behavior as organization-level
factors and organizational green culture concerning multifaceted com-
pany performance. Consequently, it would be valuable to explore the
intermediary organizational elements in the relationship between
responsible leadership, organizational green culture and overall com-
pany performance.

Organizational culture creates a framework within which employees
operate. An organizational green culture is characterized by shared
values, norms, and practices that prioritize sustainability and respon-
sible environmental stewardship. Within this cultural context, em-
ployees are expected to exhibit environmentally conscious behaviors in
their daily activities. Eco-friendly behavior can have a significant impact
on the overall environmental performance of an organization, when
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employees more actively embrace and enact environmentally friendly
practices in their jobs, such as reducing energy consumption, mini-
mizing waste, and participating in eco-friendly initiatives, it contributes
to the organization’s broader commitment to sustainability (Zhao and
Kou, 2018).

Moreover, research in organizational psychology highlights the role
of employees as agents of change within organizations. Individuals who
engage in pro-environmental behavior may influence their colleagues,
creating a positive feedback loop within the organizational culture that
further enhances environmental performance. Numerous studies have
indicated that employees are more inclined to exhibit pro-
environmental behaviors when they possess knowledge and awareness
regarding environmental issues, ecological deterioration, and a
perceived sense of behavioral control (e.g., Crossman, 2011; Gärling
et al., 2003). Kollmuss and Agyeman (2002) contended that a sense of
calling and workplace membership can elicit environmental passion and
emotional involvement. However, this impact is less pronounced when
employees lack awareness about the causes and effects of environmental
degradation, and when they do not consider the non-immediacy of
ecological destruction as a matter to be addressed.

Organizational green culture establishes a foundational framework
of shared norms and values that signal the strategic importance of sus-
tainability (Schein, 1990). However, the translation of these normative
commitments into measurable environmental performance hinges on
the active engagement of employees in eco-friendly behaviors. Such
behaviors act not merely as complementary practices but as essential
mechanisms through which green culture is enacted. By operationaliz-
ing abstract cultural principles into concrete actions—such as energy
conservation, waste reduction, and green innovation—employees serve
as the conduits through which strategic sustainability goals are realized
(Boiral and Paillé, 2012; Paillé et al., 2014). This alignment between
cultural values and individual behavior fosters behavioral congruence,
wherein the internalization of green norms at the employee level en-
hances the efficacy of green culture in producing environmental out-
comes (Daily et al., 2009). In essence, a culture of sustainability, no
matter how robust, remains inert without employee-level activation.
Employees are not passive recipients of organizational culture—they are
the agents who convert strategic intent into routine,
performance-enhancing action (Robertson and Barling, 2013).

The moderating effect of eco-friendly behavior on the relationship
between green culture and environmental performance is best under-
stood through social cognitive theory (Bandura, 1986) and the theory of
planned behavior (Ajzen, 1991). When employees exhibit high levels of
eco-conscious conduct, they reinforce organizational norms through
consistent, observable enactment of green practices. This behavioral
reinforcement contributes to a dynamic feedback loop, where cultural
norms and personal behaviors co-evolve, leading to sustained ecological
performance (Kim et al., 2019; Norton et al., 2014). As social learning
theory suggests, behaviors that are normatively endorsed and visibly
rewarded gain momentum within peer networks, amplifying their effect
(Ones and Dilchert, 2012). Consequently, eco-friendly behavior does not
function independently from green culture—it enhances the salience,
visibility, and impact of that culture across the organization. If enacted
in isolation, eco-friendly actions may lack organizational alignment or
institutional support, undermining their scalability and permanence.
Thus, it is through their synergy that culture and behavior yield superior
environmental outcomes. While green culture sets the stage for sus-
tainable transformation, eco-friendly behavior determines the extent to
which its potential is realized (Zibarras and Coan, 2015).

Understanding the regulating effect of eco-friendly behavior on the
environmental performance of organizational green culture is crucial. It
grants insights into the mechanisms through which individual actions
contribute to broader organizational outcomes, shedding light on the
interplay between organizational culture and employee behavior in the
context of environmental sustainability.

H5. Eco-friendly behavior has a regulating effect on the environmental
performance of organizational green culture.

3. Methods

To test our research model (See Fig. 1 below), we collected data from
572 full-time employees and managers working in four- and five-star
hotels in Antalya, Türkiye. First, the researcher approached the top
management of hotels if they would allow to carry out the study at their
hotels. After obtaining approval from top managers, convenience sam-
pling was utilized, and 850 questionnaires were distributed to hospi-
tality industry employees and managers working in various
departments. The drop-off and pick-up method was used to raise the
response rate. We also provided a cover letter explaining the aim of the
study and assurance of the anonymity and confidentiality of responses. It
was also instructed that the filled questionnaires should be inserted into
a sealed envelope. The questionnaire was translated into Turkish and
had two sections i.e. demographics and the scales of responsible lead-
ership, environmental performance, organizational green culture and
eco-friendly behavior. After distributing the questionnaires, the
researcher collected 591 surveys in July 2023. 19 out of 591 completed
surveys were not analyzable due to either missing or repetitive answers.
Overall, 572 valid questionnaires were gathered for analysis. The de-
mographic characteristics of respondents are shown in Table 1.

When Table 1 is analyzed, it is observed that 55.9 % of the partici-
pants are female, 44.1 % are male; 45.6 % are married, 54.4 % are
single; 19.9 % are 18–25 years old, 34.6 % are 26–33 years old, 27.4 %
are 34–41 years old, 13.6 % are 42–49 years old, and 4.4 % are 50 years
old and above. It is observed that 6.8 % of the participants are primary-
secondary school graduates, 22.7 % are high school graduates, 35.3 %
are associate degree graduates, 28.5 % are undergraduates, 6.6 % are
postgraduate graduates; 30.1 % had 1–5 years of professional service,
37.4 % had 6–10 years, 20.3 % had 11–15 years, and 12.2 % had 16
years or more. It is observed that 12.9 % of the participants work in
procurement, 13.8 % in marketing, 13.3 % in accounting, 14.3 % in
front office, 16.1 % in restaurant and kitchen, 8.0 % in housekeeping,
21.5 % in other departments; 13.5 % worked in managerial positions

Table 1
Demographic characteristics.

N %

Gender Female 320 55,9
Male 252 44,1

Marital Status Married 261 45,6
Single 311 54,4

Age 18–25 114 19,9
26–33 198 34,6
34–41 157 27,4
42–49 78 13,6
50 years and older 25 4.4

Educational Status Primary School-Secondary
School

39 6,8

High School 130 22,7
Associate’s Degree 202 35,3
Bachelor’s Degree 163 28,5
Postgraduate 38 6,6

Duration of Professional
Service

1–5 Years 172 30,1
6–10 Years 214 37,4
11–15 Years 116 20,3
16 years and more 70 12,2

Department Procurement 74 12,9
Marketing 79 13,8
Accounting 76 13,3
Front Office 82 14,3
Restaurant and Kitchen 92 16,1
Housekeeping 46 8,0
Other 123 21,5

Workplace position Manager 77 13,5
Personnel 495 86,5
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and 86.5 % in personnel positions.

3.1. Measures

All scales utilized for this research were unidimensional and they
were gauged by a five-Likert Scale (from 1 =Strongly Disagree to
5 =Strongly Agree). The responsible leadership scale was assessed using
five items developed by Özkan and Üzüm’s scale (2021). The sample
items follow as: ”My manager involves relevant stakeholders in the
decision-making process. “My manager evaluates the expectations of
different stakeholders before making a decision.” The Cronbach alpha
coefficient was 0.901 for this scale. To measure Environmental Perfor-
mance, we used the scales which was developed by Kim et al. (2019a, b)
and modified by Nisar et al. (2021). This scale consists of 7 items. The
sample items are: “Our hotel has reduced waste.” “Our hotel has
conserved water usage”. The Cronbach alpha coefficient was 0902. The
Eco-friendly Behavior scale was measured using the 6-item scale
developed by Kim et al. (2019a). The sample items are “I sort and recycle
the garbage in the workplace” and “I pay close attention to water leaks”.
The Cronbach alpha coefficient was 0895. The Organizational Green
Culture was gauged using a 6-item scale developed by Wang (2019) and
validated by Yeşiltaş et al. (2022). The sample items follow as “Our hotel
makes a concerted effort to make every employee understand the
importance of environmental preservation.” Our hotel links environ-
mental objectives with our other corporate goals.” The Cronbach alpha
coefficient was 0883. The translation back translation method was used
for all our scales except responsible leadership. The translation tech-
nique proposed by Brislin (1970) was followed within the process of
translation.

4. Analysis

Descriptive analysis was conducted to outline and compare de-
mographic information, including marital status, occupation, age, and
education level. To verify the construct validity of the study’s scales,
confirmatory factor analysis was employed. Cronbach’s alpha was
calculated for each scale to evaluate the reliability of the scores. Before
formulating hypotheses, a correlation matrix was developed to display
variable relationships, and multicollinearity was assessed.

In addition, mediation and moderated mediation models were
examined using Hayes, (2013) PROCESS macro, incorporating boot-
strapping to obtain a 95 percent bootstrap confidence interval. The
PROCESS analysis included one independent variable (responsible
leadership), one mediator (organizational green culture), one moderator
(eco-friendly behavior), and one dependent variable (environmental
performance).

To test the hypotheses, Hayes, (2013) mediation analysis method
was used. First, a mediation analysis (model 4 in the PROCESS macro)
was conducted, followed by a moderated mediation analysis (model 14
in the PROCESS macro).

4.1. Confirmatory factor analysis

To test the hypotheses, confirmatory factor analysis was initially
conducted to assess the data’s reliability and validity. Convergent and
discriminant validity analyses were subsequently performed to confirm
the measures’ validity and reliability. Composite Reliability (CR) in-
dicates the model’s structural reliability, with CR values required to be
0.70 or above (Doğan, 2019). Convergent validity was assessed through
Average Variance Extracted (AVE) values, which should exceed 0.50
(Doğan, 2019). However, if a factor’s CR is greater than 0.60, an AVE
below 0.50 is considered acceptable (Hair et al., 1998). Reliability for
each scale was also evaluated using Cronbach’s alpha analysis.

Examining Table 2 reveals that the scales used in the study demon-
strate validity and reliability, with Composite Reliability (CR) values for
all variables in the research scale exceeding 0.70, indicating construct

Table 2
Measurement model.

Factor Factor Statements Loading CA CR AVE

Responsible
leadership

My manager is aware of
the expectations of
different stakeholders.

0798 0901 0888 0612

My manager takes into
account the
consequences of his/her
decisions for relevant
stakeholders.

0792

My manager involves
relevant stakeholders in
the decision-making
process.

0781

Mymanager assesses the
expectations of different
stakeholders before
making a decision.

0759

My manager tries to
reach a consensus
among relevant
stakeholders.

0782

Environmental
performance

Our hotel reduces the
amount of waste

0762 0902 0912 0595

Our hotel uses water
sparingly

0748

Our hotel uses energy
sparingly

0783

Our hotel reduces the
purchase of non-
renewable materials,
chemicals and
components.

0770

Our hotel takes
important steps to
reduce overhead costs

0787

Our hotel works to
achieve a better position
in the market

0770

Our hotel helps to
enhance its reputation.

0782

Eco-friendly
behaviors

I turn off electrical
appliances such as
computers, TV screens,
etc. before leaving work.

0739 0895 0862 0475

When I leave a room
where no one is present,
I turn off the light.

0775

I sort and recycle
garbage at work.

0638

I use materials at work
economically

0670

I use materials
repeatedly at work

0682

I restrict water use in the
toilet to save water

0535

I watch out for water
leaks

0754

Organizational
green culture

Our hotel makes a
concerted effort to
ensure that every
employee understands
the importance of
protecting the
environment.

0636 0883 0840 0468

Our hotel has a clear
policy of promoting
environmental
awareness in all areas.

0661

Our hotel carries out
activities with a high
priority on
environmental
protection

0657

Protecting the
environment is a central

0696

(continued on next page)
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reliability for the factors and model. Additionally, the AVE value meets
the required threshold, confirming the model’s convergent validity.
Cronbach’s alpha values for each scale structure are above 0.70, signi-
fying adequate internal consistency among scale items. The measure-
ment model fit indices, including χ2/sd, RMSEA, NFI, RFI, CFI, and GFI,
also show that the model fits well.

Analyzing Table 3 shows that the highest correlation matrix value is
0.583, with other values significantly lower. There is no substantial
correlation (>0.85) between the independent variables, indicating an
absence of multicollinearity risk. Consequently, discriminant validity is
confirmed (Hair et al., 2019). Furthermore, to assess the presence of
potential multicollinearity among the independent variables, Variance
Inflation Factor (VIF) values were examined. According to O’Brien
(2007), a VIF value below 5 indicates the absence of multicollinearity.
The VIF value between Responsible Leadership and Environmental
Performance was calculated as 1.153; between Responsible Leadership
and Organizational Green Culture, 1.515; between Responsible Lead-
ership and Eco-friendly Behavior, 1.385; between Environmental Per-
formance and Organizational Green Culture, 1.175; between
Environmental Performance and Eco-friendly Behavior, 1.124; and be-
tween Organizational Green Culture and Eco-friendly Behavior, 2.320.
As all VIF values were well below the critical threshold of 5, it was
concluded that multicollinearity did not pose a concern in the present
study. Accordingly, discriminant validity was established.

4.2. Mediation and moderation analyses

After confirming the validity and reliability of the data collected in
the study, Hayes, (2013) PROCESS macro was utilized to analyze the
mediation and moderated mediation models, employing bootstrapping
to generate 95 percent confidence intervals. First, the mediation rela-
tionship (model 4 in the PROCESS macro) was reported, followed by the
moderated mediation (model 14 in the PROCESS macro). Next, the
significance of the direct effect, indirect effect, and moderated media-
tion was evaluated using the bootstrapping method to assess mediation.

Analyzing Table 4 reveals that responsible leadership positively in-
fluences organizational green culture, with a significant effect size of
ß= 0.583 (p˂0.05). Responsible leadership also has a positive impact on
environmental performance, with a total effect of ß= 0.365 (p˂0.05),
and a direct positive effect on environmental performance with
ß= 0.212 (p˂0.05). The mediation effect refers to the influence of an
intermediary variable on the relationship between the independent and
dependent variables. While the total effect of responsible leadership on

environmental performance is ß= 0.365 (Table 4), this effect decreases
to ß= 0.212 due to the mediating influence of organizational green
culture (Table 4). Despite this reduction in effect size, the significant
positive impact of responsible leadership on environmental performance
(p˂0.05) indicates that organizational green culture partially mediates
the relationship between responsible leadership and environmental
performance.

4.3. Regulatory analysis

It is observed that organizational green culture has a mediating effect
on the effect of responsible leadership on environmental performance.
The regulating effect of eco-friendly behavior on the effect of organi-
zational green culture on environmental performance was tested using
the PROCESS macro Model 14.

When Table 6 is examined, it is observed that organizational green
culture has a positive effect on environmental performance at a signif-
icance level of ß= 0.226; p˂0.05. The interaction variable has a positive
effect on environmental performance at a total significance level of
ß= 0.119; p˂0.05. In the relationship between organizational green
culture and environmental performance, eco-friendly behavior has a
regulating effect.

When Table 7 is examined, the effect of organizational green culture
on environmental performance in the case of highly eco-friendly
behavior is significant (indirect effect= 0.353; p = 0.000; LL 95 % CI=
0.218; UL 95 % CI=0.487). In the case of low employee environmental
behavior, the effect of organizational green culture on environmental
performance is not significant (indirect effect= 0.117; p = 0.066; LL
95 % CI= − 0.014; UL 95 % CI=0.247). As a result, when eco-friendly
behavior is average or high, it plays a regulating role in the effect of
organizational green culture on environmental performance.

When the slope graph is examined, the effect of organizational green
culture on environmental performance varies according to the level of
eco-friendly behavior. As a result, the effect of organizational green

Table 2 (continued )

Factor Factor Statements Loading CA CR AVE

corporate value at our
hotel
Our hotel links its
environmental
objectives with other
corporate objectives.

0720

Our hotel develops
products and processes
that minimize
environmental impact.

0729

Measurement model fit statistics: [(χ2/sd (1.787); RMSEA (0.037); NFI (0.944);
RFI (0.937); CFI (0.974); GFI (0.936)]

Table 3
Correlation matrix.

Responsible Leadership Environmental Performance Organizational Green Culture Eco-friendly Behavior

Responsible Leadership Correlation Coefficient 1  
Environmental Performance Correlation Coefficient ,365** 1 
Organizational Green Culture Correlation Coefficient ,583** ,385** 1
Eco-friendly Behavior Correlation Coefficient ,528** ,332** ,750** 1

Table 4
Mediation analysis.

Factor B SE t p R R2

Responsible Leadership
–> Organizational Green
Culture

0583 0034 17,121 0000 0583 0340

Responsible Leadership
+ Organizational Green
Culture
–> Environmental
Performance

0212 0047 4532 0000 0422 0178
0262 0047 5602 0000

Responsible Leadership
–> Environmental
Performance

0365 0039 9349 0000 0365 0133

Table 5
Bootstrap results for indirect effect (Indirect effect of responsible leadership on
environmental performance).

Factor Effect BootSE BootLL 95 %
CI

BootUL 95 %
CI

Organizational Green
Culture

0153 0040 0077 0232
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culture on environmental performance increases as eco-friendly
behavior increases.
Hypotheses Conclusion

H1 Responsible leadership has a positive effect on environmental
performance

Supported

H2 Responsible leadership has a positive effect on organizational
green culture.

Supported

H3 The effect of responsible leadership on environmental
performance is mediated by organizational green culture.

Supported

H4 Organizational green culture has a positive effect on
environmental performance.

Supported

H5 Eco-friendly behavior moderates the mediation effect on
environmental performance and organizational green culture.

Supported

5. Discussion

Drawing on stakeholder theory, upper-echelon theory, and stew-
ardship theory, we attempted to test a moderated mediation research
model to examine the mediating effect of environmental green culture
on the relationship between responsible leadership and environmental
performance. Further, we investigated to what extent eco-friendly

behavior moderates the mediating effect on the relationship between
environmental performance of organizational green culture.

First, our findings suggested that responsible leadership has a posi-
tive influence on environmental performance. This implies that when
responsible leadership behaviors are demonstrated in organizations, the
environmental performance of these organizations is higher. This aligns
with the theoretical principles based on stewardship theory. The find-
ings support previous studies in hospitality industry literature which
elucidated that responsible leadership is positively associated with the
environmental performance of organizations (Liao and Zhang, 2020).
Second, the results suggested that responsible leadership has a positive
effect on organizational green culture. As expected, the findings indi-
cated that responsible leaders can create a culture within organizations
that prioritizes environmental concerns. This is consistent with the
theoretical underpinnings embedded with the upper-echelon theory
which argues leaders can affect the shared values and norms of orga-
nizations. In this context, responsible leaders can positively influence
organizational green culture i.e. environmental values and practices.
These results were in line with previous research in hospitality literature
such as Ur Rehman et al. (2023).

Third, our results suggested that organizational green culture
mediated the influence of responsible leadership on environmental
performance. This implies that a strong organizational green culture
enhances the effectiveness of responsible leadership initiatives by
creating an environment where sustainable practices are valued,
encouraged, and integrated into everyday operations, ultimately leading
to improved environmental performance. These findings are congruent
with prior studies (Aggarwal and Agarwala, 2023) which found that
green organizational culture plays an intervening role in the relationship
between green human resources practices and environmental perfor-
mance. Furthermore, our results suggested that green organizational
culture has a positive influence on environmental performance. This
means the presence of an organizational green culture within an orga-
nization leads to improved environmental performance. In other words,
nurturing an organizational green culture creates a conducive environ-
ment for promoting sustainable practices and initiatives, conclusively
leading to enhanced environmental performance for the organization.
Our findings were also in accord with previous research
(García-Machado and Martínez-Ávila, 2019; Imran and Jingzu, 2022)
which found organizational green culture is a significant predictor of the
environmental performance of organizations. Moreover, our results
suggested that eco-friendly behavior moderates the mediation effect on
environmental performance and organizational green culture. This im-
plies that the impact of eco-friendly behavior influences how the rela-
tionship between environmental performance and organizational green
culture unfolds. To explain further, we found that the strength and di-
rection of the mediation effect between environmental performance and
organizational green culture vary depending on the level of eco-friendly
behavior exhibited by employees within organizations. Employees who
engage in higher levels of eco-friendly behavior are more likely to
contribute positively to the development and reinforcement of organi-
zational green culture. This outcome is consistent with previous research
(e.g. Ebrahimi et al., 2021) which showed eco-friendly as a moderator.

5.1. Theoretical implications

This research adds to the literature in multiple ways. First, even
though research examining green leadership behaviors in the hospitality
setting has grown over the last years for instance, green trans-
formational leadership (Mittal and Dhar, 2016) green inclusive leader-
ship (Aboramadan et al., 2022), the investigation of responsible
leadership remained relatively unnoticed. Second, hospitality literature
indicates that there is not much research addressing responsible lead-
ership as a predictor hence, our paper is one of the few studies that
investigated the effects of responsible leadership on environmental
performance, green organizational culture and eco-friendly behavior’s

Table 6
Regulatory analysis (Outcome Variable Environmental Performance).

Factor B SE t p

Responsible Leadership –> Environmental
Performance

0207 0047 4415 0000

Organizational Green Culture –> Environmental
Performance

0226 0060 3759 0000

Interaction Term (Organizational Green Culture
* Eco-friendly Behavior) –> Environmental
Performance

0119 0031 3884 0000

R2: 0201

Table 7
Bootstrap analysis of importance test on Regulatory-Intermediation effects
(Outcome Variable Environmental Performance).

Editor: Eco-friendly
Behavior

Effect SE t p LL 95 %
CI

UL 95 %
CI

High 0353 0069 5141 0000 0218 0487
Average 0226 0060 3746 0000 0107 0344
Low 0117 0066 1756 0080 − 0014 0247

Fig. 2. Regulatory impact graph.
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moderation mechanism on green organizational culture’s mediation
effect. Third, we contribute to theory by responding to recent calls from
scholars who ask to extend research on the impacts of leadership be-
haviors associated with environmental concerns (Crucke et al., 2022).
We have carried out this by examining responsible leadership in the
hospitality industry as there is a scarcity of consequences of these
leadership behaviors on green outcomes. Finally, we add to the extant
literature with a novel research model, to our best knowledge, no study
has investigated the above-mentioned variables together within an in-
tegrated model in the service sector in Türkiye.

5.2. Practical implications

Our findings offer notable suggestions for hospitality organizations.
The present study demonstrated that tourism organizations should
internalize a responsible leadership mindset. This is because responsible
leaders advocate for environmentally friendly policies and foster a cul-
ture that values environmental responsibility. Furthermore, when hotel
employees see their leaders actively promoting sustainability and
environmental stewardship, they will be more likely to participate in
green practices, suggest innovative solutions, and contribute to
improving environmental performance. Also, we recommend recruiters
of tourism organizations recognize the importance of responsible lead-
ership. When they recruit leaders they should assess those leaders who
demonstrate a commitment to sustainability through their actions, de-
cisions, and communication, since they will serve as role models for
employees and stakeholders. Moreover, we suggest that human resource
departments should acknowledge leaders about why green practices are
crucial to sustainability goals. Similarly, leader-specific training and
learning programs should be organized by human resource departments
for an awareness of green initiatives.

Our findings underlined that by integrating green principles into the
organizational culture, responsible leaders help create a sense of pur-
pose and shared commitment to sustainability among employees. We
recommend HR departments of hospitality organizations shape their
assessment appraisal systems around responsible leadership compo-
nents, thereby, leaders will adopt an environmentally friendly philoso-
phy. Finally, we advise that HR should launch a feedback system in
which employees freely express their thoughts and suggestions about
responsible leadership impacts.

5.3. Limitations and future research directions

Our study has its limitations like many other studies. First, since we
used cross-sectional data, it is difficult to draw certain causal relation-
ships based on the collected data. Therefore, we recommend future
research to choose a longitudinal data collection approach to show
causation between the variables. Second, we employed self-reported
measures to examine variables within our research model as this way
of collecting data may lead to possible biases. We suggest future studies
to use multiple data sources to avoid potential biases. Third, we
collected data from hotels in Türkiye, we advise future researchers to
consider collecting data from multiple countries to compare the results
of Türkiye. Finally, we investigated responsible leadership as the only
independent variable in our research, future studies may consider
examining other leadership types such as ethical leadership to assess its
impact on environmental performance. Also, future researchers may
investigate other intervening mechanisms, for instance, green creativity
or green innovation as more research would highlight the indirect ef-
fects of underexplored constructs.

6. Conclusion

In this paper, we attempted to reveal the impact of responsible
leadership on environmental performance and the mediating effect of
organizational green culture on that relationship. We also examined to

what extent eco-friendly behavior moderates the mediation effect on
environmental performance and organizational green culture. To ach-
ieve the aim of our study, five hypotheses derived from the literature
were tested using data collected from 572 Turkish hotel employees. Our
analysis with a means of Structural Equation Modeling suggested that
there are significant relationships between the constructs. We found that
responsible leadership positively affects environmental performance
and organizational green culture has a mediating role in the relationship
between responsible leadership and environmental performance. This
implies that responsible leadership characterized by responsibility and
sustainability positively influence the environmental performance of an
organization. Furthermore, we showed that leaders who prioritize sus-
tainability and environmental stewardship influence the development
and maintenance of a green culture within an organization. To sum up,
tourism organizations and hotels aiming to create a green culture within
their organizations and ultimately lead a higher environmental perfor-
mance should hire, train and develop their managers in the line of
responsible leadership traits.

We encourage future work to explore the direct relationship between
responsible leadership and eco-friendly behavior. This would require a
multilevel design to disentangle individual behaviors from organiza-
tional outcomes, perhaps integrating social cognitive theory (Bandura,
1986) to examine how leaders’ model green behaviors for employees. A
more detailed examination could offer additional insights into how
leadership simultaneously influences both cultural and behavioral dy-
namics within sustainable organizations (Robertson and Barling, 2013).
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