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This study examines the impact of ethical leadership on top management
team (TMT) decision-making regarding corporate social responsibility (CSR),
considering the mediating role of TMT passion and the moderating role of
performance stress. The study distinguishes between TMT harmonious and
obsessive work passion and categorizes CSR as proactive and reactive. The
findings reveal the following: (1) Ethical leadership positively influences proactive
CSR, with TMT harmonious work passion acting as a positive mediator and TMT
obsessive work passion playing a negative mediating role; (2) ethical leadership
positively affects reactive CSR, with both TMT harmonious and obsessive work
passion serving as positive mediators; (3) performance stress diminishes the
impact of ethical leadership on TMT harmonious work passion; however, it
amplifies the effect on TMT obsessive work passion. Consequently, the mediating
effect of TMT harmonious work passion weakens, while the mediating effect of
TMT obsessive work passion strengthens. This study emphasizes the significant
role of TMT in CSR strategic decision-making and proposes a novel mediating
mechanism through which ethical leadership drives CSR decision-making by
considering TMT work passion. These findings reconcile the theoretical-practical
conflict and have important theoretical and practical implications for enterprises
in fulfilling their social responsibility.

KEYWORDS

ethical leadership, TMT harmonious work passion, TMT obsessive work passion,
proactive CSR, reactive CSR

1 Introduction

As a critical strategic decision-making, corporate social responsibility (CSR) has long
been a focal topic in academic and practical fields (Fatima and Elbanna, 2023; Meng et al.,
2023a). Although multilevel factors such as the institutional level (Li et al., 2019),
organizational level (Luo and Wang, 2019), and individual level (Jiang et al., 2018) all
influence CSR decision-making, leaders are considered to be the core internal antecedents
(Pascricha et al., 2018). Moreover, among different stakeholders, the role of senior managers
may be crucial as they are responsible for developing appropriate strategies, acquiring and
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utilizing necessary resources, and achieving organizational goals
and performance in the right direction (Dey et al., 2022). The upper
echelons theory suggests that corporate strategic decisions as a
function of the mental characteristics of managers (Hambrick and
Mason, 1984). As key decision-makers, CEO plays a crucial role
(Sun et al., 2023) and CEO power also influences CSR activities
(Kwon et al., 2023), therefore, research on the intersection of
leadership and CSR is flourishing. Scholars have investigated the
influence of leaders on CSR decision-making from the perspectives
of CEOs™ observability characteristics (Shantaram and Mishra,
2019), psychological characteristics (Oh et al., 2019), and leadership
(Silvestri and Veltri, 2019). Transformational leadership (Waldman
et al., 2010), responsible leadership (Maak et al., 2016), servant
leadership (Lythreatis et al., 2021), and ethical leadership (Musenze
and Mayende, 2023) have been frequently mentioned. Among the
diverse leadership styles, ethical leadership can more directly assess
the ethical quality of leaders (Hoang et al., 2023) and hence has
gradually become the most prominent leadership style that
influences CSR strategic decision-making (Pascricha et al., 2018).
Furthermore, existing research seems to reach such a consensus
that ethical leadership has a direct positive impact on CSR decision-
making (Saha et al., 2020). However, an anomaly that contradicts
the general consensus in the literature is that “enterprises with the
ethical CEO differ greatly in their CSR decision-making” Those
firms are in the same industry, have comparable sizes, and their
leaders have distinct ethical leadership traits (Slavec Gomezel and
Stritar, 2023). Meanwhile, some of them only fulfill their social
responsibilities in a moderate manner according to the requirements
of laws and regulations (Khan et al., 2023), while others go beyond
the basic requirements and have taken the initiative to reconstruct
the stakeholder landscape to achieve sustainable economic, social,
and environmental development (Arvidsson and Dumay, 2022).
The conflict between theory and practice raises the following
question: “Why do similar ethical leaders make very different
CSR decisions?”

The existing research on ethical leadership and CSR decision-
making reveals several gaps, which together form an intriguing
narrative. Firstly, while many studies have focused on the direct
positive impact of ethical leadership on CSR decision-making, only a
handful have delved into the mediating mechanisms from the
perspectives of organizational culture and intellectual capital. These
studies, conducted by Saha et al. (2020), Xuan et al. (2019), and Ullah
etal. (2019), shed light on the importance of understanding the role
of organizational culture, including organic, ethical, and moral
culture, as well as intellectual capital, in the context of ethical
leadership and CSR decision-making. However, a comprehensive
understanding of this relationship remains limited. Secondly, the
significant role of the top management team (TMT) in CSR decision-
making has been largely overlooked in current studies. Despite the
fact that organizational strategic decisions are not solely made by the
CEOQ, but rather result from collective decision-making by the TMT,
little attention has been given to exploring the influence of the TMT
on CSR decision-making. Recognizing the importance of the TMT’s
involvement in these decisions is essential for a comprehensive
understanding of the dynamics at play. Finally, existing research has
predominantly treated CSR as a single continuous variable, focusing
primarily on changes in its “quantity” rather than exploring its
“quality” Lee (2011) has highlighted the need to investigate the
different dimensions of CSR, distinguishing between proactive and
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reactive CSR initiatives. Such a distinction allows for a deeper
exploration of the underlying motivations and strategies associated
with CSR decision-making.

To address the existing gaps in the literature, the primary objective
of this study is to shed light on the crucial role of top management
teams (TMTs) in the decision-making process of corporate social
responsibility (CSR). Moreover, this study aims to elucidate the
underlying mechanism by which ethical leadership influences the
heterogeneous nature of CSR decision-making.

Self-determination theory (SDT) provides insight from the
theoretical perspective which builds a bridge between ethical
leadership and different types of CSR decisions. Managers’ individual
motivations include intrinsic motivation, which originates from
intrinsic, and extrinsic motivation, which arises from rewards,
punishments, and avoidance. As an external social norm imposed on
TMT members, CSR can become a lasting strategic choice only after
TMT members transform it from extrinsically motivated to
intrinsically motivated (internalization of extrinsic motivation).
According to the self-determination theory (Deci and Ryan, 1985a),
the internalization process of extrinsic motivation may stimulate two
types of work passion among TMT members: autonomous
internalization generates harmonious work passion (HWP; Dong
etal., 2011), and controlled internalization produces obsessive work
passion (OWP), with different work passions leading to different CSR
strategic choices (Luo et al., 2022). Therefore, TMT work passion
forms a bridge between CEO ethical leadership and different types of
CSR decision-making. In addition, TMT decision-making is always
influenced by performance stress in the CSR strategic orientation that
balances economic and social benefits (Mo et al., 2022). Performance
stress perception affects the degree to which individuals satisfy their
autonomy, competence, and relationship needs and the work passion
derived from them (Deci and Ryan, 2000). It is inferred that
performance stress may play a moderating role between ethical
leadership and TMT work passion. In sum, self-determination theory
provides a theoretical framework to explain how ethical leadership
influences the intrinsic and extrinsic motivation of the TMT, thereby
impacting corporate social responsibility decision-making.

Therefore, this study focuses on the question, “How does ethical
leadership influence different types of CSR strategic decision-
making?” Based on the self-determination theory, this study
introduces TMT work passion as mediating variable as well as the
performance stress as moderating variable, and adopts the empirical
methodology to reveal the relationship between ethical leadership and
CSR decision-making, thereby, enrich the research on the intersection
of leadership and CSR fields.

2 Hypotheses development

2.1 Ethical leadership and CSR

Ethical leadership refers to “the demonstration of normatively
appropriate conduct through personal actions and interpersonal
relationships, and the promotion of such conduct to followers through
two-way communication, reinforcement, and decision making”
(Brown and Trevino, 2006; Pascricha et al., 2018). Ethical leader
exemplifies the virtuous role model, exudes moral charisma and
influences others by shaping an organization’s ethical culture through
the process of ritualization (Yuan et al., 2023). CSR is defined as a
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company’s sense of responsibility towards the community and
environment in which it operates, expressed by achieving economic,
social, and environmental benefits considering the expectations of
stakeholders (Carrol, 1979; Christensen et al, 2014). CSR can
be categorized as philanthropic, integrative, and innovative by content
(Halme and Laurila, 2009), reactive and proactive by attitude (Torugsa
et al,, 2013), and symbolic and substantive by form (Schons and
Steinmeier, 2016). In these classifications, the more mainstream
classification of reactive and proactive CSR is adopted in this study.

Ethical leadership is closely related to proactive CSR. Proactive
CSR illustrates the “corporate integrity and ethical behavior that goes
beyond the basic requirements of compliance to proactive initiatives
such as innovation, eco-efficiency, and pollution prevention in support
of sustainable economic, social, and environmental development”
(Torugsa et al., 2013). On the one hand, proactive CSR depends on
corporate discretion rather than reflecting governmental authority or
broader institutional constraints (Matten and Moon, 2008). Therefore,
only ethical leaders who are deeply committed to ethical concepts
such as “honesty, integrity, trustworthiness, and caring” can act
proactively beyond conventional legitimacy and integrate CSR into
the decision-making process without only considering short-term
economic interests. On the other hand, ethical leaders communicate
their ethical values by establishing clear expectations for ethical
behavior (Cheng et al., 2022); promote ethical consistency throughout
the organization by cultivating the ethical values of organizational
members (Kim et al., 2023); and create an ethical culture within the
organization, therefore, encourage organizational members to take
responsibility for ethical decisions, consider the sustainability of
ethical decisions, put the interests of the organization and society
above personal interests, and pay much attention to long-term
interests instead of short-term interests (Khan et al., 2021). To sum up,
we propose the following hypothesis:

HI: Ethical leadership has a positive effect on proactive CSR.

Ethical leadership is also closely related to reactive CSR. Reactive
CSR refers to “enterprises passively make their business activities
conform to the requirements of existing laws, regulations and
procedures and meet the expectations of existing stakeholders in order
to obtain and maintain the legitimacy of their operations under the
external pressure of the institutional environment and market rules”
(Torugsa et al., 2013). On the one hand, ethical leaders emphasize the
“ethical individual,” as leaders, they advocate “normative behaviors”
such as honesty, fairness, trustworthiness, and caring for others
(Brown and Trevino, 2006; Nguyen et al., 2021), which suggests that
they do not undermine ethical standards in the pursuit of short-term
goals and can take into account the interests of existing stakeholders
when pursuing the economic goals (Uppathampracha and Liu, 2022)
and these continuous ethical behaviors enable the company to have a
demonstration effect of “undertaking social responsibility” On the
other hand, ethical leaders emphasize “ethical others” (Verdorfer and
Peus, 2019); that is, as leaders, they formulate and communicate
ethical standards through two-way communication, continuous
reinforcement, and decision-making and continuously promote
ethical behavior among their followers (Brown and Trevifio, 2006),
while motivating the entire enterprise to comply with the basic
requirements of laws and regulations in the course of conducting
business activities, to take “social responsibility” in strategic
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decision-making, and to engage in business activities in a fair and
principled manner (Nguyen et al., 2021). To sum up, we proposed:

H2: Ethical leadership has a positive effect on reactive CSR.

2.2 The mediating role of TMT harmonious
work passion

Harmonious Work Passion (HWP) is “an autonomously
internalized work passion of individuals who choose to engage in their
favorite activities” which can play a mediating role between ethical
leadership and both proactive and reactive CSR strategic
decision-making.

Ethical leadership is conducive to the formation of TMT
HWP. Ethical leaders with high level of “ethical ego;” their high ethical
quality makes them more likely to be respected by TMT members
HWP
internalization under the example and inspiration of ethical leaders

who unconsciously generate through autonomous
(Gao and Jiang, 2019). Meanwhile, ethical leaders have distinctive
characteristics of ethical communication in the process of
communicating with TMT members, and their leadership style of
treating people equally, caring for subordinates, and making fair
decisions encourages a positive emotional state among TMT members
(Al Halbusi et al., 2022), which stimulates TMT members’ emotional
identification and motivates them to “choose an activity voluntarily
and without any strings attached, forming an autonomously
internalized HWP (Jan et al., 2021). Based on the above arguments,

we proposed that:

H3: Ethical leadership has a positive effect on TMT harmonious
work passion.

TMT harmonious work passion facilitates the formation of both
proactive and reactive CSR. Harmonious work passion is an
autonomously internalized work passion composed of emotional
and cognitive elements, which makes it easier for TMT members to
accept CSR strategic decisions according to the business operations
(Yietal, 2022). Both reactive and proactive CSR require enterprises
to assume social responsibility in addition to economic
responsibility, which is a special strategic decision and an
“additional” behavior for business organizations in general (Carrol,
1979). In terms of emotion, HWP allows TMT members to form
individual commitment to and the will to take action on social
responsibility “without any strings attached” (Vallerand et al., 2010)
to develop a strong tendency and willingness to carry out CSR
activities, and to implement CSR activities autonomously and
voluntarily (Martin et al., 2022). In terms of cognition, HWP makes
TMT members realize the importance of CSR to the sustainable
development of enterprises and make CSR strategy decisions
flexibly according to the enterprise’s particular situation. In other
words, TMT HWP may lead enterprises to make both reactive and
proactive CSR strategic decisions. Based on the above arguments,
we propose the following hypothesis:

H4a: TMT harmonious work passion has a positive effect on
proactive CSR.
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H4b: TMT harmonious work passion has a positive effect on
reactive CSR.

In summary, under the guidance and inspiration of ethical leaders,
TMT members generate harmonious work passion through
autonomous internalization. Harmonious work passion represents the
positive side of work passion triggered by ethical leadership,
accompanied by positive and adaptive results, allowing TMT members
to willingly and flexibly carry out CSR strategic decision-making,
which is conducive not only to reactive CSR formation but also to
proactive CSR decision-making. To sum up, we propose the
following hypothesis:

H5a: TMT harmonious work passion mediated the relationship

between ethical leadership and proactive CSR.

H5b: TMT harmonious work passion mediated the relationship
between ethical leadership and reactive CSR.

2.3 The mediating role of TMT obsessive
work passion

Obsessive work passion (OWP) refers to “the internalization of an
activity as part of the self-identity of an individual forced by external
pressure, and it causes the individual to be compelled to engage in the
activity out of a sense of inner compulsion.” Obsessive work passion
plays different mediating roles between ethical leadership and different
types of CSR strategic decision-making.

Ethical leadership may also cause TMT members to form an
obsessive work passion. Compared to legal norms such as compliance
with laws and regulations, ethics is a red-line behavior beyond the
legal bottom line (Wu et al., 2015). Unlike law, which uses right and
wrong as the standard, ethicality judge things with good and evil,
which is a kind of value judgment that is difficult to measure
effectively. According to self-determination theory, different people
make different judgments when faced with same situation (Deci and
Ryan, 1985b). In the presence of a strong ethical benchmark by ethical
leaders, TMT members may be inspired to form an HWP by
autonomous internalization or form an obsessive work passion by
controlled internalization. Ethical leaders practice values-based
management by strictly communicating ethical standards to their
followers (Amah, 2023), providing clear ethical policies and programs,
communicating about ethical issues, and using reinforcement systems
to hold followers accountable for their ethical decisions (Pascricha
et al., 2018). Therefore, TMT members feel the ubiquitous ethical
oppression of ethical leaders and are thus “forced” to engage in an
activity (Fu et al., 2020), forming an obsessive work passion by
controlled internalization. Thus, we proposed as follows:

Heé: Ethical leadership has a positive effect on TMT obsessive
work passion.

TMT obsessive work passion is conducive to reactive CSR

decision-making but not to proactive CSR decision-making. As a kind
of work passion formed by controlled internalization, obsessive work
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passion only leads TMT members to engage in CSR activities in a
controlled manner. The starting point for CSR decision-making by
TMT members is more under the strong ethical pressure from ethical
leadership (Sanchez-Famoso et al., 2023), so it becomes a natural
strategic choice for TMT members to engage in some superficial work
to “cope” (Mageau et al., 2011). The reactive CSR strategic decisions
that “conform corporate behavior to the basic requirements of laws
and regulations, cater to existing stakeholders, and enhance the
legitimacy of the company” become the natural choice of
TMT members.

Meanwhile, the obsessive work passion formed through controlled
internalization simply fails to create positive emotional outcomes
among TMT members, and proactive CSR strategic decisions that “go
beyond compliance, proactively reconstruct stakeholders, and support
social sustainability” are hardly preferred by TMT members in the
context of obsessive work passion (Vallerand et al., 2010). In particular,
with big group of TMT members, the limited decision-making power
of ethical leaders makes it difficult to implement proactive CSR
strategic decisions as a collective choice of all TMT members in the
face of many TMT members with obsessive work passion (Zolotoy
etal, 2021). Under such circumstances, enterprises are more inclined
to engage in reactive CSR, and it is difficult for them to adopt and
implement proactive CSR strategic decisions. Thus, we proposed:

H7a: TMT OWP has a negative impact on proactive CSR.

H7b: TMT OWP has a positive effect on reactive CSR.

In sum, TMT members may develop obsessive work passion
under the ethical pressure from ethical leadership. Obsessive work
passion represents the negative side of work passion triggered by
ethical leadership, accompanied by passive, adaptive outcomes (Nie
etal,, 2023). It is not the TMTs job to take social responsibility beyond
the rules (Lafreniere et al., 2011), while social responsibility within the
rules is the norm must be followed. TMT members under obsessive
work passion can only make reactive CSR decisions, and it is difficult
for them to make proactive CSR decisions. Therefore, the following
hypotheses are proposed:

H8a: TMT obsessive work passion mediated the relationship

between ethical leadership and proactive CSR.

H8b: TMT obsessive work passion mediated the relationship
between ethical leadership and reactive CSR.

2.4 The moderating role of performance
stress

Economic responsibility is the primary issue of CEO and TMT
members (Cheong et al., 2017). In a market-oriented business
organization, CSR is always faced with the consideration of economic
responsibility, and the direct result of economic responsibility is
corporate performance (Qu et al., 2022). Therefore, the performance
stress faced by TMTs becomes an important situational factor that
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affects TMT work passion. Performance stress refers to “the sense of
urgency to improve corporate performance to achieve desired
outcomes and avoid negative consequences” (Lazarus, 2000).
Performance stress plays different moderating roles in the relationship
of ethical leadership with different work passion of TMT.

Performance stress positively moderated the relationship between
ethical leadership and different TMT work passion. According to the
theory of resource conservation (Luan et al., 2022), the signals of
resource changes received by individuals significantly affect their
subsequent attitudes and behaviors (Hobfoll, 1989). Therefore, when
TMT members are faced with large, realistic, and urgent performance
stress, they develop a significant sense of being threatened or hurt,
which in turn affects their subsequent emotional responses (Folkman
and Lazarus, 1985). The greater the performance stress, the higher the
self-protection needs of TMT members, which are concentrated in
their perception of self-service (Mitchell et al., 2017). Therefore, under
the example and inspiration of ethical leaders, it is more likely that
control internalization will cause TMT members to develop obsessive
work passion. Moreover, the ethical enlightenment and inspiration of
ethical leaders appear feeble and futile in the face of realistic
performance stress: in the face of performance stress that is closely
related to their own positions and pay incentives (Linder et al., 2021),
it is almost impossible for TMT members to form autonomously
internalized harmonious work passion with heartfelt pleasure.
Therefore, we proposed:

H9a: Performance stress negatively moderated the relationship
between ethical leadership and TMT harmonious work passion;
that is, the higher the performance stress is, the weaker the
positive effect of ethical leadership on TMT harmonious
work passion.

H9b: Performance stress positively moderated the relationship
between ethical leadership and TMT obsessive work passion; that
is, the higher the performance stress is, the stronger the positive

effect of ethical leadership on TMT obsessive work passion.

In sum, we propose a moderated mediation model for CSR
decision making: CEO ethical leadership is related to CSR decision
making by enhancing the work passion of TMT. Yet, a low level of
performance stress is proposed to form a prerequisite for ethical
leadership to translate into CSR decision making via the TMT
harmonious work passion. In contrast, under the boundary condition
of a high level of performance stress, it's more likely to transfer ethical
leadership to CSR decision making through TMT obsessive work
passion. Thus, we propose the following hypotheses:

HI0a: Performance stress moderates the mediating role of TMT
HWP between ethical leadership and proactive CSR; that is, the
higher the performance stress is, the weaker the mediating
role of HWP.

HI0b: Performance stress moderates the mediating role of TMT
HWP between ethical leadership and reactive CSR; that is, the
higher the performance stress is, the weaker the mediating
role of HWP.

Frontiers in Psychology

10.3389/fpsyg.2023.1268091

HI0c: Performance stress moderates the mediating role of TMT
OWP between ethical leadership and proactive CSR; that is, the
higher the performance stress is, the stronger the mediating
role of OWP.

H10d: Performance stress moderates the mediating role of TMT
OWP between ethical leadership and reactive CSR; that is, the
higher the performance stress is, the stronger the mediating
role of OWP.

Based on the above hypotheses, the theoretical model proposed
in this study is shown in Figure 1.

3 Materials and methods
3.1 Sample and data collection

The survey data was collected from a questionnaire within three-
month. After selecting appropriate scales based on existing literature
and incorporating expert opinions, we developed an initial survey
questionnaire. To ensure the quality of the questionnaire,
we distributed the initial questionnaire to a small group of executives
in various companies. Based on their feedback, we further refined and
improved the questionnaire, resulting in the final version used for the
formal survey. We invited TMT members from six companies (four
state-owned and two private enterprises) to participate in the initial
questionnaire survey. However, these six companies were not included
in the formal research sample. We considered their feedback and
incorporated suggestions from domain experts to make appropriate
modifications to the wording of the questionnaire items, ultimately
creating the final version for the formal survey.

Participants for this study were recruited from Leaders and TMT
members of the sample enterprises. The sampling technique employed
for this study was convenience sampling. The selection of sample
enterprises was mainly based on the following criteria: (1) the sample
enterprises regularly publish CSR reports; (2) the sample enterprises
have a complete TMT; and (3) the data of the sample enterprises were
complete and available. The data were collected using the CEO-other
TMT members pairing method. The questionnaire was divided into
parts A and B. The CEO completed part A of the questionnaire to
evaluate basic personal information, basic corporate information,
proactive CSR, and reactive CSR. Four to five other TMT members
were randomly selected to fill out part B of the questionnaire to
evaluate ethical leadership, HWP, OWP, and performance stress. After
the elimination of incomplete, duplicate, and invalidly paired
questionnaires and those showing patterned responses, 506 valid
questionnaires (including 122 questionnaires in part A and 506
questionnaires in part B) were obtained. The structural characteristics
of CEOs and sample are presented in Table 1.

3.2 Measures
To avoid connotation inconsistency, the scales in this study were

all obtained from published English literature and were processed
using a strict translation/backtranslation procedure. Except for the
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FIGURE 1
The theoretical model.

TABLE 1 Structural characteristics of corporate CEOs and sample enterprises.

Structural characteristics of survey subjects

Structural characteristics of the sample enterprises

. Number of ] . Number of .
Variable  Category Proportion  Variable  Category . Proportion
people enterprises
Male 113 92.62% Manufacturing industry 54 44.26%
CEO gender
Female 9 7.38% Construction industry 13 10.66%
30years old or Type of
5 4.10% Information technology industry 23 18.85%
younger enterprise
31-40years old 19 15.57% Transportation industry 17 13.93%
CEO age 41-50years old 53 43.44% Other 15 12.30%
51-60years old 35 28.69% State-owned enterprise 43 35.25%
60years old or Type of
10 8.20% Private enterprise 58 47.54%
more ownership
Bachelor 82 67.21% Other 21 17.21%
CEO Masters’ 38 31.15% Eastern region 34 27.87%
education Doctorate 2 1.64% Northeastern region 49 40.16%
level Location
eve Central region 29 23.77%
Western region 10 8.20%

control variables, the questionnaire items were measured on a five-
point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree).

3.2.1 Ethical leadership

We measured ethical leadership by adopting a ten-item scale from
Brown and Trevino (2006). Sample item: “The CEO of our company
makes fair and balanced decisions”

3.2.2 Proactive CSR and reactive CSR

Proactive CSR and reactive CSR were measured using a 5-item
scale individually which all developed by Chang (2015). Sample item:
“Our company passively carries out public service activities to meet
social expectations.”

Frontiers in Psychology

3.2.3 HWP and OWP

HWP and OWP were assessed by adapting a seven-item scale
from Vallerand et al. (2010). Sample item: “I am completely
happy with my current work® and an example item for
OWP being “I can hardly imagine my life without my
current work?”

3.2.4 Performance stress

Performance stress was assessed by using a four-item scale from
Mitchell et al. (2017). Sample item: “T feel that my job will be at risk if
I do not maintain a high level of performance.

In addition, based on existing studies (Brik et al,, 2011; Wu et al,
2015), the type of enterprise, type of ownership, and location were
used as control variables.
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TABLE 2 Results of aggregation test.

Variable Rwg Rwg ICC(1) ICC(2)
mean median
CEO ethical 0.89 0.90
0.27 0.61
leadership
TMT HWP 0.87 0.86 0.25 0.58
TMT OWP 0.88 0.89 0.41 0.74
Performance 0.87 0.88
0.55 0.84
stress
TABLE 3 Results of reliability and validity test.
Variable Cronbach'’s CR Factor AVE
o loading

1. CEO ethical

0.963 0.963 0.817~0.891 0.725
leadership
2. TMT HWP 0.945 0.946 0.824~0.883 0.713
3. TMT OWP 0.956 0.956 0.839~0.900 0.756
4. Proactive CSR 0.830 0.832 0.634~0.801 0.500
5. Reactive CSR 0.778 0.780 0.605~0.693 0.416
6. Performance

0.953 0.953 0.903 ~0.924 0.836
stress

4 Results
4.1 Aggregation test

For the measurement of high-level constructs in this study comes
from individuals and are finally obtained through the aggregation of
individual data. However, the premise of the aggregation is to ensure
that the consistency of the views of team members reaches a certain
standard, therefore, aggregation test was used to assess the consistency
(James, 1982; Chan, 1998).

Rwg, ICC (1), and ICC (2) are statistics generally used to verify
aggregation of data to higher levels of analysis. As shown in Table 2, the
mean values of Rwg for each variable are ranged from 0.87 to 0.89, as well
as the median values of Rwg are between 0.86 to 0.90, which all greater
than the suggested value of 0.70 from LeBreton and Senter (2008).
Beyond, ICC (1) for each variable is varied from 0.27 to 0.55, which is
greater than the recommended cutoff of 0.12 from LeBreton and Senter
(2008). In addition, although there are no strict standards of acceptability
for ICC (2) values, Glick (1985) reported an ICC (2) value of 0.60 in the
organizational literature. The Values of ICC (2) in this study are ranged
from 0.58 to 0,84, most of the values are >0.60, which only one is slightly
below the recommended level, it does not seem low enough to prohibit
aggregation considering the small size of the tested team. In sum, the
above results provided sufficient support for aggregation.

4.2 Reliability and validity test and
correlation analysis
4.2.1 Reliability and validity test

Established scales are used in this study, and the results of
reliability and validity test were shown in Table 3. Cronbach a of all
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variables range from 0.778 to 0.963 and CR values range from 0.832
to 0.963, which are all >0.7, therefore, demonstrating that the scales
reach to high reliability. All factor loadings are >0.60, and values of
average variance extracted (AVE) are between 0.416 to 0.836, which
are almost >0.50. In general, AVE above 0.5 or with a CR value above
0.7 indicates higher convergent validity. Therefore, although the AVE
value of Reactive CSR is slightly less than 0.5, its CR value is 0.780,
which can also be accepted.

Additionally, confirmatory factor analysis (CFA) was used to
evaluate the measurement model, and the results show that the
goodness of fit of the six-factor model is acceptable (y*/df=1.139<3,
IFI=0.976>0.9, TLI=0.974>0.9, CFI=0.976>0.9, and
RMSEA =0.034<0.08), indicating a good discriminant validity of the
scale (Fornell and Larcker, 1981).

4.2.2 Common method bias test

In this study, Harman’s one-factor analysis was used to test the
common method bias. After factor analysis of the variables of CEO
ethical leadership, TMT HWP, TMT OWP, proactive CSR, reactive
CSR, and performance stress, the cumulative explained variance in the
un-rotated first factor was 30.118%, less than the critical value of
40.0%. Moreover, the CFA results show that the six-factor model has
a good fit, while the one-factor model does not reach (and is, in fact,
far from) the standard range for each indicator, i.e., it has a poor fit,
indicating that the constructs can be distinguished from each other.
The above methods indicate that there is no significant common
method bias in this study.

4.2.3 Correlation analysis

Descriptive statistics and correlation analysis of the study variables
were conducted using SPSS 26.0, and the results are presented in
Table 4. According to the correlation coefficients, ethical leadership is
significantly positive related with proactive CSR (r=0.293, p<0.01),
reactive CSR (r=0.397, p<0.01), TMT HWP (r=0.399, p<0.01), and
TMT OWP (r=0.297, p<0.01); TMT HWP is significantly positively
correlated with proactive CSR (r=0.385, p<0.01) and reactive CSR
(r=0.440, p<0.01); TMT OWP is significantly negative related with
proactive CSR (r=—-0.241, p<0.01) and significantly positive related
with reactive CSR (r=0.456, p<0.01). The above results provide
preliminary support for hypothesis testing.

4.3 Hypothesis testing

4.3.1 Test of main and mediating effects

Bootstrap method in the PROCESS macro (Preacher and Hayes,
2008) was used to test all hypotheses of the main and mediating
effects (i.e., HI to HI2). The Bootstrap method is a statistical
technique utilized to estimate the distribution of a statistic and
conduct hypothesis testing through simulating repeated sampling. It
was employed to test mediation effects and estimate confidence
intervals for indirect effects in this study mainly based on the
following reasons. Firstly, the Bootstrap method offers more flexibility
regarding data distribution requirements, enabling a more robust and
universally applicable mediation effect test without specific
assumptions about the data distribution (Meng et al., 2023b).
Moreover, in comparison to traditional analytical methods, the
Bootstrap method imposes lower sample size requirements. This is
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TABLE 4 Descriptive statistics and correlation analysis of main variables.

10.3389/fpsyg.2023.1268091

Variable 1 P 3 4 5 6

1. CEO ethical leadership (0.851)

2. TMT HWP 0.399%% (0.844)

3. TMT OWP 0.297%%* 0.189%* (0.869)

4. Proactive CSR 0.293%%* 0.385%* —0.241%%* (0.707)

5. Reactive CSR 0.397%%* 0.440%* 0.456%* 0.102 (0.645)

6. Performance stress —0.004 —0.218* 0.159 —0.236%* —0.126 (0.914)
Mean 3.394 3.278 3.130 3.592 3.608 2.868
Standard deviation 0.598 0.563 0.605 0.788 0.687 0.720

N=122; the diagonal values in parentheses are square roots of AVEs for each variable. *p <0.05. *¥p <0.01, p <0.001 (2-tailed), the same below.

particularly advantageous in small sample studies, where the
Bootstrap method can yield more reliable results. Lastly, mediation
effect tests often rely on estimated parameters such as regression
coeflicients. These parameter estimates can be influenced by factors
like sample size and data skewness, potentially leading to inaccuracies
in the test. By performing bootstrap resampling with replacement on
the original data, the Bootstrap method generates a substantial
number of simulated samples, helping to mitigate such errors and
enhance the statistical robustness of the analysis.

As shown in Table 5, the regression results show that CEO ethical
leadership is significantly positively correlated with proactive CSR
($=0.353, p<0.01) and reactive CSR (f=0.450, p<0.001), and thus
HI and H2 are supported.

4.3.1.1 CEO ethical leadership, TMT HWP, and proactive
(reactive) CSR

Hypotheses 3 was tested by adding CEO ethical leadership, TMT
HWP, and proactive (reactive) CSR to the Process macro
simultaneously (Model 4, with the two dependent variables entered
separately). Table 5 shows that CEO ethical leadership is significantly
positively correlated with TMT HWP (3=0.377, p<0.001). Thus,
hypothesis 3 was supported. The indirect relationship between CEO
ethical leadership on proactive CSR (#=0.172, 95% CI=[0.059,
0.313]) and reactive CSR ($=0.155, 95% CI=[0.047, 0.313]) through
TMT HWP is significant, showing that TMT HWP mediates the
positive relationship between CEO ethical leadership on proactive
CSR and reactive CSR. Thus, hypothesis 5a and hypothesis 5b were
supported. Meanwhile, the direct effect of CEO ethical leadership on
proactive CSR is not significant ($=0.180, ns), suggesting that TMT
HWP shows “indirect-only mediation” (Zhao et al., 2010) between the
two; the direct effect of CEO ethical leadership on reactive CSR is
significant ($=0.296, p<0.01), indicating that TMT HWP is
manifested as “complementary mediation” (Zhao et al., 2010) between
the two.

4.3.1.2 CEO ethical leadership, TMT OWP, and proactive
(reactive) CSR

Hypotheses 6 was tested by adding CEO ethical leadership, TMT
OWP, and proactive (reactive) CSR to the Process macro
simultaneously (Model 4, with the two dependent variables entered
separately). Table 5 shows that CEO ethical leadership is significantly
positively correlated with TMT OWP ($#=0.315, p<0.001). Thus,
hypothesis 6 was supported. TMT OWP is significantly negatively
correlated with proactive CSR (f/=—0.435, p <0.001) and significantly
positively correlated with reactive CSR (f=0.420, p<0.001),
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supporting H7a and H7b. There are significant indirect effects of CEO
ethical leadership on proactive CSR (#=—-0.137, 95% CI=[-0.241,
—0.044]) and reactive CSR (#=0.132, 95% CI=1[0.037, 0.246]) through
TMT OWP, so H8a and H8b are supported. Meanwhile, the direct
effect of ethical leadership on proactive CSR is significant (=0.490,
p<0.001), indicating that TMT OWP is manifested as “competitive
mediation” (Zhao et al., 2010) between the two; the direct effect of
CEO ethical leadership on reactive CSR remains significant (=0.318,
p<0.01), suggesting that TMT OWP shows “complementary
mediation” (Zhao et al., 2010) between the two variables.

4.3.1.3 Test of dual mediating effects

CEO ethical leadership, TMT OWP, TMT HWP, and proactive
(reactive) CSR were entered into the PROCESS macro simultaneously
(Model 4, with the two dependent variables entered separately). As
shown in Table 5, there are significant specific indirect effects of CEO
ethical leadership having a positive impact on proactive CSR through
TMT HWP (=0.187, 95% CI=[0.075, 0.320]) and a negative impact
on proactive CSR through TMT OWP (=—0.148, 95% CI=[-0.267,
—0.049]). Thus, hypothesis 5a and hypothesis 8a were supported.
Furthermore, the specific indirect effects of ethical leadership having
a positive impact on reactive CSR through TMT HWP (£=0.142, 95%
CI=[0.047, 0.287]) and through TMT OWP (£=0.124, 95%
CI=[0.036, 0.222]), are both significant; hence, H5b and H8b are
further supported.

4.3.2 Test of moderating effects

The moderating effects were tested using hierarchical regression,
while the variables were decentralized to reduce the multi-collinearity.
The test results are depicted in Table 6.

In Model 3, the interaction term between ethical leadership and
performance stress has a significant negative impact on TMT HWP
(f=-0.283, p<0.01), indicating that performance stress negatively
moderates the impact of ethical leadership on TMT HWP, so H9a is
supported. In Model 6, the interaction term between ethical leadership
and performance stress has a significant positive impact on TMT
OWP (=0.254, p <0.05), indicating that performance stress positively
moderates the impact of moral leadership on TMT OWP; hence, H9b
is verified.

Diagrams of the moderating effects of performance stress are
depicted for further visualization. In Figure 2, when performance
stress is high, the relationship curve of ethical leadership and TMT
HWP has a gentler simple slope and the effect is not significant
(b=0.188, ns), indicating a weaker positive impact of ethical leadership
on TMT HWP; that is, performance stress negatively moderates the
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TABLE 5 Bootstrap test results.

10.3389/fpsyg.2023.1268091

\ M DV Effect of IV Effectof M  Total effect Direct Indirect 95% ClI
onM on DV effect effect
PCSR 0.4577%% 0.353%% 0.180 0.172 [0.059, 0.313]
EL HP 0377
RCSR 0.410%35 0.4507% 0.296%* 0.155 [0.047, 0.313]
[-0.241,
PCSR —0.435% 0.353%% 0.490%7 -0.137
EL op 0.315%#% —0.044]
RCSR 0.4207%35 04507 0.318%* 0.132 [0.037, 0.246]

Bootstrap results for multiple mediator tests

Specific indirect effect

Total indirect effect

Direct effect
Total effect

Effect 95% ClI Effect 95% ClI ffect 95% ClI
HP 0.187 [0.075, 0.320]
[=0.267, 0.039 [~0.130, 0.211] 0.313 [0.008, 0.085] 0.353%% PCSR
op —0.148
—0.049]
HP 0.142 [0.047, 0.287] ‘
0.267 [0.144, 0.404] 0.184 [0.063, —0.010] 0.450%%* RCSR
OoP 0.124 [0.036, 0.222] ‘

TABLE 6 Test results of moderating effects.

Variable TMT HWP

M2

TMT OWP

M1 M5

M3

M4

relationship between the two. In Figure 3, when performance stress is
high, the relationship curve of ethical leadership and TMT OWP has
a steeper simple slope (b=0.485, p<0.001), suggesting a stronger
positive impact of ethical leadership on TMT OWP; that is,
performance stress positively moderates the relationship between
the two.

4.3.3 Test of moderated mediating effects

The bootstrap test was performed using the SPSS PROCESS
macro to verify the moderated mediating effects. The test results are
presented in Table 7.

As shown in Table 7, the difference in the mediating effect of
TMT HWP through which ethical leadership promotes proactive
CSR at high and low performance stresses is significant (f=—0.203,
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95% CI=[—0.430, —0.008]), and the higher the performance stress,
the weaker the mediating effect of TMT HWP, so HI10a holds. The
difference in the mediating effect of TMT HWP through which
ethical leadership promotes reactive CSR at high and low

Industry performance stresses is also significant (f=-0.154, 95%
0.029 0.011 0022 | 0039 | 0022 0.013
type CI=[-0.292, —0.005]), and the higher the performance stress is, the
Nature of weaker the mediating effect of TMT HWP; hence, HI0b is
ownership —0.046 | —0.007 —0.007 | 0.067 0-116 0-116 supported. The difference in the mediating effect of TMT OWP
Location 0022 0.034 0047 | 0013 | 0025 0013 through which ethical leadership inhibits proactive CSR at high and
low performance stresses is significant (f=-0.172, 95%
Ethical CI=[-0.379, —0.009]), and the higher the performance stress, the
leadership 0374%%% | 0.392% 0318%* | 0.302%* stronger the mediating effect of TMT OWP, so HI0c holds. Finally,
(ED the difference in the mediating effect of TMT OWP through which
Performance —0.169% | —0.191%* 0.142 0.161% ethical leadership promotes reactive CSR at two different levels of
stress (PS) the moderator (high and low performance stresses) is significant
ELXPS —0.283% 0.254% (p=0.144, 95% CI=[0.008, 0.356]), and the higher the performance
R 0,009 0210 0.262 0.017 P 0.175 stress is, the stronger the mediating effect of TMT OWP; hence,
HI10d is verified.
AR? 0.009 = 0200% | 0053*% 0017 0.121%%  0,037*
F 0363 | 6.I51% | 6812%%  0.665  3.718%% | 4.056%*

5 Discussion and conclusion

This study aims to answer the following question: “What and how
does CEO ethical leadership influence CSR strategic decision-
making?” By introducing TMT HWP and TMT OWP as mediating
variables and performance stress as a moderating variable,
we construct a model of the mechanism by which CEO ethical
leadership influences CSR strategic decision-making via the TMT and
draw the following conclusions.

Firstly, regarding ethical leadership and proactive CSR strategic
decision-making, ethical leadership has a positive impact on proactive
CSR. In particular, TMT HWP is manifested as “indirect-only
mediation” in the relationship between ethical leadership and
proactive CSR decision-making; that is, ethical leadership can
promote proactive CSR strategic decision-making only by enhancing
TMT HWP. TMT OWP is manifested as “competitive mediation”; that
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The moderating role of performance stress in the relationship between CEO ethical leadership and TMT HWP.
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The moderating role of performance stress in the relationship between CEO ethical leadership and TMT OWP.

means ethical leadership hinders proactive CSR decision-making by
improving TMT OWP.

Secondly, regarding ethical leadership and reactive CSR strategic
decision-making, ethical leadership has a positive impact on reactive
CSR, and both TMT HWP and TMT OWP are manifested as
“complementary mediation” in the relationship between ethical
leadership and reactive CSR; that is, ethical leadership can drive
reactive CSR strategic decision-making through both TMT HWP and
TMT OWP.

Finally, regarding the moderating effects of performance stress,
performance stress has negative and positive moderating effects between
ethical leadership and TMT HWP and between ethical leadership and
TMT OWP, respectively. Meanwhile, performance stress moderates the
mediating effect of TMT work passion on the relationship between ethical
leadership and proactive and reactive CSR; the higher the performance
stress is, the weaker the mediating effect of TMT HWP and the stronger
the mediating effect of TMT OWP.

Overall, our study provides an in-depth understanding of the
relationship between ethical leadership, TMT, and CSR by comparing
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and contrasting with previous literature. These research findings have
significant practical implications for organizational managers and
decision-makers in formulating and implementing CSR strategies.

5.1 Theoretical contributions

Previously, scholars have emphasized the lack of research on CSR
at the micro level (Aguinis and Glavas, 2013; Wu et al, 2015).
However, the leadership literature offers a comprehensive process
model and explanatory mechanism for understanding how individual
leaders influence CSR. Similarly, the CSR literature provides leadership
scholars with a focused background to investigate the influence of
leaders. Therefore, combining these two areas of literature presents
ample opportunities for theoretical development. This study aims to
explore the impact of ethical leadership on CSR strategic decision-
making, making a valuable attempt to examine the relationship
between ethical leadership and CSR strategic decision-making. The
main theoretical contributions of this study are as follows.
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TABLE 7 Test results of moderated mediating effects.

10.3389/fpsyg.2023.1268091

Dependent Mediating Performance stress  Effect size Standard error 95% ClI
variable variable
Low 0.296 0.093 0.141 0.497
TMT HWP High 0.093 0.072 ~0.032 0.257
Difference ~0.203 0.108 ~0.430 —0.008
Proactive CSR
Low ~0.056 0.063 —0.174 0.081
TMT OWP High ~0.228 0.079 ~0.401 ~0.093
Difference —0.172 0.095 -0.379 —0.009
Low 0.225 0.074 0.091 0.384
TMT HWP High 0.071 0.069 —0.024 0.246
Difference —0.154 0.071 —0.292 —0.005
Reactive CSR
Low 0.047 0.054 —0.084 0.139
TMT OWP High 0.191 0.076 0.056 0.349
Difference 0.144 0.091 0.008 0.356

Firstly, this study draws on self-determination theory to propose a
novel mediation mechanism that explains the intricate relationship
between ethical leadership and heterogeneous CSR strategic decision-
making from the perspective of the top management team (TMT) work
passion. While previous studies have explored the relationship between
ethical leadership and CSR, most have not provided an explanation for
the underlying process, resulting in a lack of research on potential
mediation mechanisms between ethical leadership and strategic CSR
decision-making. By incorporating TMT harmonious work passion
(HWP) and TMT obsessive work passion (OWP) as explanatory
variables, this study examines how ethical leadership influences CSR
strategic decision-making, integrating leadership, emotion, and behavior.
Furthermore, it addresses the question of “how ethical leadership affects
different types of CSR strategic decision-making’ enriching the
understanding of the mediation mechanism between ethical leadership
and CSR from an emotional perspective and providing a new process
pathway to explain how ethical leadership differentially influences
proactive and reactive CSR strategic decision-making.

Secondly, this study enhances our understanding of the
significance of the TMT in CSR strategic decision-making and
highlights its crucial role in the process. Previous studies on leadership
and CSR have predominantly focused on CEOs, overlooking the TMT
as an essential core group within organizations. By considering the
TMT as a link between ethical leadership and CSR, this study reveals
the internal mechanism of how ethical leadership influences
heterogeneous CSR strategic decision-making within enterprises. It
addresses the limitations of previous studies that primarily focused on
CEO characteristics as the driving force behind CSR, contributing to
expanding and deepening existing research. The TMT plays a primary
role in designing and implementing stakeholder strategies such as
CSR, and CSR practices are influenced by the philosophies and actions
of not only the CEO but also the entire TMT. This study responds to
the suggestions of Wu et al. (2015), Frynas and Yamahaki (2016), and
Ahn (2020) to include the TMT in the explanation of CSR, revealing
the TMT'’s role in CSR strategic decision-making.

Thirdly, this study reconciles the conflicts between existing
literature and corporate practices, refines the differentiated impact
of ethical leadership on CSR, and challenges the stereotypical
understanding of the positive impact of ethical leadership on CSR
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by conducting a heterogeneity analysis of CSR. Previous studies
have primarily focused on general CSR activities and their
determinants, with limited attention given to different types of
CSR. This study addresses the call for further research on how
managers prioritize and balance different types of CSR activities
(Chen et al,, 2019) by examining how CEO ethical leadership
influences heterogeneous CSR strategic decision-making. By
exploring proactive and reactive CSR in a categorical manner, it
delves into the distinct generating mechanisms behind different
CSR strategic decisions.

Overall, this study contributes to the literature by providing a
comprehensive analysis of the relationship between ethical leadership
and CSR strategic decision-making. By incorporating the TMT and
exploring the mediating role of work passion, it offers new insights
into the complex processes underlying this relationship. Additionally,
it broadens our understanding of the TMT’s role in CSR decision-
making and highlights the importance of considering diverse
types of CSR.

5.2 Practical implications

This study has offer certain practical implications for corporate
leaders, TMTs, and CSR strategic decision-making.

Firstly, leaders are the key influencers of CSR strategic
decisions. Although most concepts of CSR refer to corporate
behavior, it is the top decision-makers and their management
teams within the enterprise who actually create, implement,
maintain, or circumvent such policies and behaviors, especially
the ethical leaders with distinct ethical traits in the enterprise. The
fulfillment of CSR by the enterprise starts with taking effective
the ethical leadership of the
CEO. Therefore, in the selection of managers, enterprises should

measures to strengthen
not only evaluate their abilities and other leadership qualities, but
also focus on their morality.

Secondly, leaders and TMTs jointly shape CSR practices and
results. Ethical leaders should pay careful attention to the role of TMT
members in organizational decision-making when promoting the

making of CSR strategic decisions, especially proactive ones. TMT
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members ‘HWP will not only promote their work attitude, motivation
and engagement, but also stimulate their sense of awe and
responsibility for work decision-making. Ethical leaders need to share
values with TMT members and carry out personalized care to promote
the autonomous internalization of the motivation of TM'T members,
mobilize the enthusiasm of TMT members, work together to achieve
common goals, and promote corporate growth.

Thirdly, enterprises need to create a relatively relaxed
environment for CSR implementation. The moderating effect of
performance stress indicates that the higher the performance stress
is, the weaker the mediating effect of TMT HWP, the stronger the
mediating effect of TMT OWP, the easier it is for enterprises to make
reactive CSR strategic decisions, and the more difficult it is to make
proactive CSR strategic choices. Therefore, an appropriate reduction
in performance stress, especially short-term performance stress, is
more helpful to address the balance between economic and social
benefits as well as the long-term sustainable development of
the enterprise.

5.3 Limitations and future directions

We must acknowledge some limitations of our studies that can
be addressed by future research.

Firstly, our study relies on cross-sectional data. While we have
taken measures to mitigate common method bias and established the
absence of significant bias, it would enhance the rigor and robustness
of our findings to incorporate longitudinal research designs or
experimental methods in future studies.

Secondly, an interesting avenue for future research lies in
exploring the relationship between ethical leadership, TMT, and CSR
in different industries, organizational sizes, and cultural backgrounds.
Additionally, the consideration of other influencing factors such as
employee engagement, institutional environment, etc., can provide a
more comprehensive understanding. These further studies will
contribute to a better understanding of the role of ethical leadership
and TMT in promoting both proactive and reactive CSR and offer
valuable guidance and recommendations for the future sustainable
development of organizations.

Thirdly, it would be valuable to examine the moderating effects of
specific variables on the relationship between leadership and
CSR. Given the historical influence of Confucianism on Chinese
business ethics, exploring variables such as Confucianism,
collectivism, socialist ideology, and political association could serve
as relevant boundary conditions. These variables, deeply rooted in
Chinese culture, may shape the leadership-CSR association in unique
ways, and investigating their impact would provide a nuanced
understanding of the relationship.

By considering these future research directions, scholars can
expand upon our findings and contribute to a more comprehensive
understanding of the dynamics between leadership, CSR, and
contextual factors.

References

Aguinis, H., and Glavas, A. (2013). Embedded versus peripheral corporate social
responsibility: psychological foundations. Ind. Organ. Psychol. 6,314-332. doi: 10.1111/
iops.12059

Frontiers in Psychology

12

10.3389/fpsyg.2023.1268091

Data availability statement

The raw data supporting the conclusions of this article will
be made available by the authors, without undue reservation.

Ethics statement

Ethical review and approval was not required for the study on
human participants in accordance with the local legislation and
institutional requirements. Written informed consent from the
patients/participants or patients/participants legal guardian/next of
kin was not required to participate in this study in accordance with
the national legislation and the institutional requirements.

Author contributions

J-jM: Conceptualization, Writing - review & editing. X-dW:
Methodology, Writing - original draft. M-yX: Writing - review &
editing, Supervision, Funding acquisition. Z-1H: Writing - review &
editing, Data curation, Methodology. J-1Y: Investigation, Writing —
original draft. Y-bL: Data curation, Writing - original draft.

Funding

The author(s) declare that no financial support was received for
the research, authorship, and/or publication of this article.

Acknowledgments

We acknowledge the detailed guidance and comments offered to
us by the Frontiers in Psychology editors and reviewers to improve
the manuscript.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’'s note

All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations,
or those of the publisher, the editors and the reviewers. Any product
that may be evaluated in this article, or claim that may be made by its
manufacturer, is not guaranteed or endorsed by the publisher.

Ahn, Y. (2020). A sociocognitive model of sustainability performance: linking CEO
career experience, social ties, and attention breadth. J. Bus. Ethics 175, 303-321. doi:
10.1007/s10551-020-04651-w

frontiersin.org


https://doi.org/10.3389/fpsyg.2023.1268091
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1111/iops.12059
https://doi.org/10.1111/iops.12059
https://doi.org/10.1007/s10551-020-04651-w

Meng et al.

Al Halbusi, H., Tang, T. L.-P, Williams, K. A., and Ramayah, T. (2022). Do ethical
leaders enhance employee ethical behaviors? Organizational justice and ethical climate
as dual mediators and leader moral attentiveness as a moderator--evidence from Iraq's
emerging market. Asian J. Bus. Ethics 11, 105-135. doi: 10.1007/513520-022-00143-4

Amabh, O. E. (2023). Examining leaders’ emotional intelligence as a distal antecedent
of employee engagement: The role of employee voice and trust in direct leadership. Afr.
J. Manag. 9, 117-133. doi: 10.1080/23322373.2023.2187612

Arvidsson, S., and Dumay, J. (2022). Corporate ESG reporting quantity, quality and
performance: where to now for environmental policy and practice? Bus. Strateg. Environ.
31,1091-1110. doi: 10.1002/bse.2937

Brik, A. B., Rettab, B., and Mellahi, K. (2011). Market orientation, corporate social
responsibility, and business performance. J. Bus. Ethics 99, 307-324. doi: 10.1007/
s10551-010-0658-z

Brown, M. E,, and Trevifio, L. K. (2006). Ethical leadership: a review and future
directions. Leadersh. Q. 17, 595-616. doi: 10.1016/j.leaqua.2006.10.004

Carrol, A. B. (1979). A three-dimensional conceptual model of corporate performance.
Acad. Manag. Rev. 4, 497-505. doi: 10.2307/257850

Chan, D. (1998). Functional relations among constructs in the same content domain
at different levels of analysis: a typology of composition models. J. Appl. Psychol. 83,
234-246. doi: 10.1037/0021-9010.83.2.234

Chang, C. H. (2015). Proactive and reactive corporate social responsibility: antecedent
and consequence. Manag. Decis. 53, 451-468. doi: 10.1108/MD-02-2014-0060

Chen, J., Zhang, Z., and Jia, M. (2019). How CEO narcissism affects corporate social
responsibility choice? Asia Pac. J. Manag. 38, 897-924. doi: 10.1007/s10490-019-09698-6

Cheng, J., Sun, X,, Lu, J. T, and He, Y. Q. (2022). How Ethical Leadership Prompts
Employees’ Voice Behavior? The Roles of Employees’ Affective Commitment and Moral
Disengagement. Front. Psychol. 12:732463. doi: 10.3389/fpsyg.2021.732463

Cheong, C., Sinnakkannu, J., and Ramasamy, S. (2017). Reactive or proactive? Investor
sentiment as a driver of corporate social responsibility. Res. Int. Bus. Finance 42,
572-582. doi: 10.1016/j.ribaf.2017.07.002

Christensen, L. J., Mackey, A., and Whetten, D. (2014). Taking responsibility for
corporate social responsibility: the role of leaders in creating, implementing, sustaining,
or avoiding socially responsible firm behaviors. Acad. Manag. Exec. 28, 164-178. doi:
10.5465/amp.2012.0047

Deci, E. L., and Ryan, R. M. (1985a). Intrinsic motivation and self-determination in
human behavior. Contemp. Sociol. 3, 437-448. doi: 10.1016/B0-12-657410-3/00689-9

Deci, E. L., and Ryan, R. M. (1985b). The general causality orientations scale: self-
determination in personality. J. Res. Pers. 19,109-134. doi: 10.1016/0092-6566(85)90023-6

Deci, E. L., and Ryan, R. M. (2000). The “what” and “why” of goal pursuits: human
needs and the self-determination of behavior. Psychol. Inq. 11, 227-268. doi: 10.1207/
S15327965PLI1104_01

Dey, M., Bhattacharjee, S., Mahmood, M., Uddin, M. A, and Biswas, S. R. (2022).
Ethical leadership for better sustainable performance: Role of employee values, behavior
and ethical climate. J. Clean. Prod. 337. doi: 10.1016/j.jclepro.2022.130527

Dong, L., Chen, X. P, and Yao, X. (2011). From autonomy to creativity: a multilevel
investigation of the mediating role of harmonious passion. J. Appl. Psychol. 96, 294-309.
doi: 10.1037/20021294

Fatima, T, and Elbanna, S. (2023). Corporate Social Responsibility (CSR)
Implementation: A Review and a Research Agenda Towards an Integrative Framework.
J. Bus. Ethics. 183, 105-121. doi: 10.1007/s10551-022-05047-8

Folkman, S., and Lazarus, R. S. (1985). If it changes it must be a process - study of
emotion and coping during 3 stages of a college-examination. J. Pers. Soc. Psychol. 48,
150-170. doi: 10.1037/0022-3514.48.1.150

Fornell, C., and Larcker, D. F. (1981). Evaluating structural equation models with
unobservable variables and measurement error. J. Mark. Res. 18, 39-50. doi:
10.2307/3151312

Frynas, J. G., and Yamahaki, C. (2016). Corporate social responsibility: review and
roadmap of theoretical perspectives. Bus. Ethics Eur. Rev. 25, 258-285. doi: 10.1111/
beer.12115

Fu, ], Long, Y., He, Q,, and Liu, Y. (2020). Can ethical leadership improve employees’
well-being at work? Another side of ethical leadership based on organizational
citizenship anxiety. Front. Psychol. 11, 1-13. doi: 10.3389/fpsyg.2020.01478

Gao, A., and Jiang, J. (2019). Perceived empowering leadership, harmonious passion,
and employee voice: the moderating role of job autonomy. Front. Psychol. 10, 1-9. doi:
10.3389/fpsyg.2019.01484

Glick, W. H. (1985). Conceptualizing and measuring organizational and psychological
climate: pitfalls in multilevel research. Acad. Manag. Rev. 10, 601-616. doi:
10.2307/258140

Halme, M., and Laurila, J. (2009). Philanthropy, integration or innovation? Exploring
the financial and societal outcomes of different types of corporate responsibility. J. Bus.
Ethics 84, 325-339. doi: 10.1007/s10551-008-9712-5

Hambrick, D. C., and Mason, P. A. (1984). Upper echelons: the organization as a
reflection of its top managers. Acad. Manag. Rev. 9, 193-206. doi: 10.2307/258434

Frontiers in Psychology

10.3389/fpsyg.2023.1268091

Hoang, G., Luu, T. T,, Du, T,, and Nguyen, T. T. (2023). Can both entrepreneurial and
ethical leadership shape employees’ service innovative behavior? J. Serv. Mark. 37,
446-463. doi: 10.1108/JSM-07-2021-0276

Hobfoll, S. E. (1989). Conservation of resources. A new attempt at conceptualizing
stress. Am. Psychol. 44, 513-524. doi: 10.1037/0003-066X.44.3.513

James, L. R. (1982). Aggregation bias in estimates of perceptual agreement. J. Appl.
Psychol. 67,219-229. doi: 10.1037/0021-9010.67.2.219

Jan, G., Zainal, S. R. M., and Panezai, B. A. (2021). Service innovative work behavior
in the hotel firms: the role of servant leadership and harmonious passion. J. Hum. Behav.
Soc. Environ. 31, 1-17.

Jiang, F., Zalan, T., Tse, H., and Shen, J. (2018). Mapping the relationship among
political ideology, CSR mindset, and CSR strategy: a contingency perspective
applied to Chinese managers. J. Bus. Ethics 147, 419-444. doi: 10.1007/
s10551-015-2992-7

Khan, S., Alonazi, W. B., Malik, A., and Zainol, N. R. (2023). Does corporate social
responsibility moderate the nexus of organizational culture and job satisfaction?
Sustainability 15:8810. doi: 10.3390/su15118810

Khan, S., Khan, A. K., Shah, A. M., Alj, L., and Ullah, R. (2021). Impact of employees’
perceived threat of market competition on unethical marketing and selling practices:
moral disengagement and ethical leadership. Bus. Ethics Environ. Responsibility 30,
758-771. doi: 10.1111/beer.12367

Kim, C., Lee, C., and Lee, G. (2023). Impact of superiors’ ethical leadership on
subordinates’ unethical pro-organizational behavior: mediating effects of followership.
Behav. Sci. 13:454. doi: 10.3390/bs13060454

Kwon, S. H., Kim, J., and Yim, H. (2023). Looking far or close: The explanatory role
of myopic management in the relationship between CEO-TMT power disparity and
corporate social responsibility. J. Bus. Res. 167. doi: 10.1016/j.jbusres.2023.114090

Lafreniére, M. K., Bélanger, J. ]., Sedikides, C., and Vallerand, R. J. (2011). Self-esteem
and passion for activities. Personal. Individ. Differ. 51, 541-544. doi: 10.1016/j.
paid.2011.04.017

Lazarus, R. S. (2000). How emotions influence performance in competitive sports.
Sport Psychol. 14, 229-252. doi: 10.1123/tsp.14.3.229

LeBreton, J. M., and Senter, J. L. (2008). Answers to 20 questions about inter-rater
reliability and inter-rater agreement. Organ. Res. Methods 11, 815-852. doi:
10.1177/1094428106296642

Lee, M. (2011). Configuration of external influences: the combined effects of
institutions and stakeholders on corporate social responsibility strategies. J. Bus. Ethics
102, 281-298. doi: 10.1007/s10551-011-0814-0

Li, X., Gao-Zeller, X, Rizzuto, T. E., and Yang, F. (2019). Institutional pressures on
corporate social responsibility strategy in construction corporations: the role of
internal motivations. Corp. Soc. Responsib. Environ. Manag. 26, 721-740. doi: 10.1002/
csr.1713

Linder, S., Leca, B., Zicari, B., and Casarin, V. (2021). Designing ethical management
control: overcoming the harmful effect of management control systems on job-related
stress. J. Bus. Ethics 172, 747-764. doi: 10.1007/s10551-020-04490-9

Luan, Y., Lv, M., and Wang, L. (2022). The spillover effect of life satisfaction on
customer satisfaction: the mediating role of service-oriented organizational citizenship
and the moderating role of competition climate. Behav. Sci. 12:276. doi: 10.3390/
bs12080276

Luo, Y., Ma, ]., Wang, Y., and Ye, A. (2022). Board internationalization and corporate
social responsibility. North Am. J. Econ. Finance 63:101820. doi: 10.1016/j.
najef.2022.101820

Luo, X., and Wang, D. (2019). Are politically endorsed firms more socially responsible?
Selective engagement in corporate social responsibility. J. Bus. Ethics 170, 535-555. doi:
10.1007/s10551-019-04367-6

Lythreatis, S., Mostafa, A., Pereira, V., Wang, X., and Giudice, M. D. (2021). Servant
leadership, CSR perceptions, moral meaningfulness and organizational identification:
evidence from the Middle East. Int. Bus. Rev. 30, 101772-101712. doi: 10.1016/j.
ibusrev.2020.101772

Maak, T, Pless, N. M., and Voegtlin, C. (2016). Business statesman or shareholder
advocate? CEO responsible leadership styles and the microfoundations of political CSR.
J. Manag. Stud. 53, 463-493. doi: 10.1111/joms.12195

Mageau, G. A., Carpentier, J., and Vallerand, R. J. (2011). The role of self-esteem
contingencies the distinction between obsessive and harmonious passion. Eur. J. Soc.
Psychol. 41, 720-729. doi: 10.1002/ejsp.798

Martin, S. R., Emich, K. J., McClean, E. J., and Woodruff, C. T. (2022). Keeping Teams
Together: How Ethical Leadership Moderates the Effects of Performance on Team
Efficacy and Social Integration. J. Bus. Ethics. 176, 127-139. doi: 10.1007/
510551-020-04685-0

Matten, D., and Moon, J. (2008). “Implicit” and “explicit” CSR: a conceptual
framework for a comparative understanding of corporate social responsibility. Acad.
Manag. Rev. 33, 404-424. doi: 10.5465/amr.2008.31193458

Meng, J. J., Hao, Z. L., Yang, J. L., and Hong, Y. S. (2023b). How does digital
transformation affect organisational sustainable performance: the mediating roles of

frontiersin.org


https://doi.org/10.3389/fpsyg.2023.1268091
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1007/s13520-022-00143-4
https://doi.org/10.1080/23322373.2023.2187612
https://doi.org/10.1002/bse.2937
https://doi.org/10.1007/s10551-010-0658-z
https://doi.org/10.1007/s10551-010-0658-z
https://doi.org/10.1016/j.leaqua.2006.10.004
https://doi.org/10.2307/257850
https://doi.org/10.1037/0021-9010.83.2.234
https://doi.org/10.1108/MD-02-2014-0060
https://doi.org/10.1007/s10490-019-09698-6
https://doi.org/10.3389/fpsyg.2021.732463
https://doi.org/10.1016/j.ribaf.2017.07.002
https://doi.org/10.5465/amp.2012.0047
https://doi.org/10.1016/B0-12-657410-3/00689-9
https://doi.org/10.1016/0092-6566(85)90023-6
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.1016/j.jclepro.2022.130527
https://doi.org/10.1037/a0021294
https://doi.org/10.1007/s10551-022-05047-8
https://doi.org/10.1037/0022-3514.48.1.150
https://doi.org/10.2307/3151312
https://doi.org/10.1111/beer.12115
https://doi.org/10.1111/beer.12115
https://doi.org/10.3389/fpsyg.2020.01478
https://doi.org/10.3389/fpsyg.2019.01484
https://doi.org/10.2307/258140
https://doi.org/10.1007/s10551-008-9712-5
https://doi.org/10.2307/258434
https://doi.org/10.1108/JSM-07-2021-0276
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1037/0021-9010.67.2.219
https://doi.org/10.1007/s10551-015-2992-7
https://doi.org/10.1007/s10551-015-2992-7
https://doi.org/10.3390/su15118810
https://doi.org/10.1111/beer.12367
https://doi.org/10.3390/bs13060454
https://doi.org/10.1016/j.jbusres.2023.114090
https://doi.org/10.1016/j.paid.2011.04.017
https://doi.org/10.1016/j.paid.2011.04.017
https://doi.org/10.1123/tsp.14.3.229
https://doi.org/10.1177/1094428106296642
https://doi.org/10.1007/s10551-011-0814-0
https://doi.org/10.1002/csr.1713
https://doi.org/10.1002/csr.1713
https://doi.org/10.1007/s10551-020-04490-9
https://doi.org/10.3390/bs12080276
https://doi.org/10.3390/bs12080276
https://doi.org/10.1016/j.najef.2022.101820
https://doi.org/10.1016/j.najef.2022.101820
https://doi.org/10.1007/s10551-019-04367-6
https://doi.org/10.1016/j.ibusrev.2020.101772
https://doi.org/10.1016/j.ibusrev.2020.101772
https://doi.org/10.1111/joms.12195
https://doi.org/10.1002/ejsp.798
https://doi.org/10.1007/s10551-020-04685-0
https://doi.org/10.1007/s10551-020-04685-0
https://doi.org/10.5465/amr.2008.31193458

Meng et al.

supply chain agility and integration. 1-26. doi:

10.1080/13675567.2023.2257139
Meng, J. J., Wang, Y., Wang, X. D., and Hao, Z. L. (2023a). How corporate social

responsibility influences business model innovation. J. Liaoning Univ. (Philos. Soc. Sci.)
51, 64-79.

Mitchell, M. S., Baer, M. D., Ambrose, M. L., Folger, R., and Palmer, N. E. (2017).
Cheating under pressure: a self-protection model of workplace cheating behavior. J.
Appl. Psychol. 103, 54-73. doi: 10.1037/apl0000254

Mo, X., Boadu, F, Liu, Y., Chen, Z., and Ofori, A. S. (2022). Corporate social
responsibility activities and green innovation performance in organizations: do
managerial environmental concerns and green absorptive capacity matter? Front.
Psychol. 13:938682. doi: 10.3389/fpsyg.2022.938682

Int ] Log Res Appl,

Musenze, I. A., and Mayende, T. S. (2023). Ethical leadership (EL) and innovative
work behavior (IWB) in public universities: examining the moderating role of perceived
organizational support (POS). Manag. Res. Rev. 46, 682-701. doi: 10.1108/
MRR-12-2021-0858

Nguyen, N. T. T., Nguyen, N. P,, and Tu, T. H. (2021). Ethical leadership, corporate
social responsibility, firm reputation, and firm performance: a serial mediation model.
Heliyon 7:¢06809. doi: 10.1016/j.heliyon.2021.e06809

Nie, T., Tian, M., Cai, M., and Yan, Q. (2023). Job autonomy and work meaning:
drivers of employee job-crafting Behaviors in the VUCA times. Behav. Sci. 13:493. doi:
10.3390/bs13060493

Oh, W. Y., Chang, Y. K., and Jung, R. (2019). Board characteristics and corporate social
responsibility: does family involvement in management matter. J. Bus. Res. 103, 23-33.
doi: 10.1016/j.jbusres.2019.05.028

Pascricha, P, Singh, B., and Verma, P. (2018). Ethical leadership, organic organizational
cultures and corporate social responsibility: an empirical study in social enterprises. J.
Bus. Ethics 151, 941-958. doi: 10.1007/s10551-017-3568-5

Preacher, K. ], and Hayes, A. F. (2008). Asymptotic and resampling strategies for
assessing and comparing indirect effects in multiple mediator models. Behav. Res.
Methods 40, 879-891. doi: 10.3758/BRM.40.3.879

Qu, Y. Y, Xu, Z. T, Sun, H, and Li, Q. S. (2022). The Effect of Self-Sacrificial
Leadership on Employees’ Organisational Citizenship Behaviour for the Environment:
A Moderated Mediation Model. Int. J. Environ. Res. Public Health. 19. doi: 10.3390/
ijerph19127450

Saha, R., Shash, R. C,, Singh, R., and Dahiya, R. (2020). Effect of ethical leadership and
corporate social responsibility on firm performance: a systematic review. Corp. Soc.
Responsib. Environ. Manag. 27, 409-429. doi: 10.1002/csr.1824

Sanchez-Famoso, V., Maseda, A., Iturralde, T., and Alayo, M. (2023). A generational
perspective of family firms' social capital: interplay between ethical leadership and
firm performance. Bus. Ethics Environ. Responsibility 32, 773-789. doi: 10.1111/
beer.12521

Schons, L., and Steinmeier, M. (2016). Walk the talk? How symbolic and substantive
CSR actions affect firm performance depending on stakeholder proximity. Corp. Soc.
Responsib. Environ. Manag. 23, 358-372. doi: 10.1002/csr.1381

Shantaram, S. P, and Mishra, D. R. (2019). Married CEOs and corporate social
responsibility. J. Corp. Finan. 58, 226-246.

Frontiers in Psychology

14

10.3389/fpsyg.2023.1268091

Silvestri, A., and Veltri, S. (2019). Exploring the relationships between corporate social
responsibility, leadership, and sustainable entrepreneurship theories: a conceptual
framework. Corp. Soc. Responsib. Environ. Manag. 27, 585-594. doi: 10.1002/csr.1822

Slavec Gomezel, A., and Stritar, R. (2023). Does it pay to be an ethical leader in
entrepreneurship? An investigation of the relationships between entrepreneurs’
regulatory focus, ethical leadership, and small firm growth. Rev. Manag. Sci. 17, 155-173.
doi: 10.1007/s11846-021-00512-6

Sun, H., Cappa, E, Zhu, ., and Peruffo, E. (2023). The effect of CEO social capital,
CEO duality and state-ownership on corporate innovation. Int. Rev. Financ. Anal.
87:102605. doi: 10.1016/j.irfa.2023.102605

Torugsa, N. A., Odonohue, W,, and Hecker, R. (2013). Proactive CSR: an empirical
analysis of the role of its economic, social and environmental dimensions on the
association between capabilities and performance. J. Bus. Ethics 115, 383-402. doi:
10.1007/s10551-012-1405-4

Ullah, I, Hameed, R. M., Kayani, N. Z., and Fazal, Y. (2019). CEO ethical leadership
and corporate social responsibility: examining the mediating role of organizational
ethical culture and intellectual capital. . Manag. Organ. 28, 99-119. doi: 10.1017/
jmo.2019.48

Uppathampracha, R, and Liu, G. (2022). Leading for innovation: self-efficacy and
work engagement as sequential mediation relating ethical leadership and innovative
work behavior. Behav. Sci. 12:266. doi: 10.3390/bs12080266

Vallerand, R. J., Paquet, Y., Philippe, E L., and Charest, J. (2010). On the role of passion
for work in burnout: a process model. ] Pers. 78, 289-312. doi:
10.1111/j.1467-6494.2009.00616.x

Verdorfer, A. P, and Peus, C. (2019). Leading by example: testing a moderated
mediation model of ethical leadership, value congruence, and followers' openness to
ethical influence. Bus. Ethics Eur. Rev. 29, 314-332. doi: 10.1111/beer.12255

Waldman, D., Sigel, D. S., and Javidan, M. (2010). Components of CEO
transformational leadership and corporate social responsibility. J. Manag. Stud. 43,
1703-1725. doi: 10.1111/j.1467-6486.2006.00642.x

Wu, L. Z., Kwan, H. K., Yim, H. K., Chiu, R. K., and He, X. (2015). CEO ethical
leadership and corporate social responsibility: a moderated mediation model. J. Bus.
Ethics 130, 819-831. doi: 10.1007/s10551-014-2108-9

Xuan, H. N, Xuan, T. D., and Tran, H. L. (2019). CEO ethical leadership, corporate
social responsibility and financial performance in the industrial revolution 4.0: evidence
from garment and textile industry. Manag. Sci. Lett. 9, 2433-2442.

Yi, L. Q, Li, T,, Wang, X. Y., Ge, G. T. N,, and Zhang, T. (2022). Corporate social
responsibility performance evaluation from the perspective of stakeholder heterogeneity
based on fuzzy analytical hierarchy process integrated TOPSIS. Corp. Soc. Responsib.
Environ. Manag. 29, 918-935. doi: 10.1002/csr.2245

Yuan, L., Chia, R., and Gosling, J. (2023). Confucian virtue ethics and ethical leadership
in modern China. J. Bus. Ethics 182, 119-133. doi: 10.1007/s10551-021-05026-5

Zhao, X., Lynch, J. G., and Chen, Q. (2010). Reconsidering baron and Kenny: myths
and truths about mediation analysis. J. Consum. Res. 37, 197-206. doi: 10.1086/651257

Zolotoy, L., O’sullivan, D., Seo, M. G., and Veeraraghavan, D. (2021). Mood and ethical
decision-making: positive affect and corporate philanthropy. J. Bus. Ethics 171, 189-208.
doi: 10.1007/s10551-020-04432-5

frontiersin.org


https://doi.org/10.3389/fpsyg.2023.1268091
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1080/13675567.2023.2257139
https://doi.org/10.1037/apl0000254
https://doi.org/10.3389/fpsyg.2022.938682
https://doi.org/10.1108/MRR-12-2021-0858
https://doi.org/10.1108/MRR-12-2021-0858
https://doi.org/10.1016/j.heliyon.2021.e06809
https://doi.org/10.3390/bs13060493
https://doi.org/10.1016/j.jbusres.2019.05.028
https://doi.org/10.1007/s10551-017-3568-5
https://doi.org/10.3758/BRM.40.3.879
https://doi.org/10.3390/ijerph19127450
https://doi.org/10.3390/ijerph19127450
https://doi.org/10.1002/csr.1824
https://doi.org/10.1111/beer.12521
https://doi.org/10.1111/beer.12521
https://doi.org/10.1002/csr.1381
https://doi.org/10.1002/csr.1822
https://doi.org/10.1007/s11846-021-00512-6
https://doi.org/10.1016/j.irfa.2023.102605
https://doi.org/10.1007/s10551-012-1405-4
https://doi.org/10.1017/jmo.2019.48
https://doi.org/10.1017/jmo.2019.48
https://doi.org/10.3390/bs12080266
https://doi.org/10.1111/j.1467-6494.2009.00616.x
https://doi.org/10.1111/beer.12255
https://doi.org/10.1111/j.1467-6486.2006.00642.x
https://doi.org/10.1007/s10551-014-2108-9
https://doi.org/10.1002/csr.2245
https://doi.org/10.1007/s10551-021-05026-5
https://doi.org/10.1086/651257
https://doi.org/10.1007/s10551-020-04432-5

	Ethical leadership and TMT decision-making of corporate social responsibility – a perspective of self-determination theory
	1 Introduction
	2 Hypotheses development
	2.1 Ethical leadership and CSR
	2.2 The mediating role of TMT harmonious work passion
	2.3 The mediating role of TMT obsessive work passion
	2.4 The moderating role of performance stress

	3 Materials and methods
	3.1 Sample and data collection
	3.2 Measures
	3.2.1 Ethical leadership
	3.2.2 Proactive CSR and reactive CSR
	3.2.3 HWP and OWP
	3.2.4 Performance stress

	4 Results
	4.1 Aggregation test
	4.2 Reliability and validity test and correlation analysis
	4.2.1 Reliability and validity test
	4.2.2 Common method bias test
	4.2.3 Correlation analysis
	4.3 Hypothesis testing
	4.3.1 Test of main and mediating effects
	4.3.1.1 CEO ethical leadership, TMT HWP, and proactive (reactive) CSR
	4.3.1.2 CEO ethical leadership, TMT OWP, and proactive (reactive) CSR
	4.3.1.3 Test of dual mediating effects
	4.3.2 Test of moderating effects
	4.3.3 Test of moderated mediating effects

	5 Discussion and conclusion
	5.1 Theoretical contributions
	5.2 Practical implications
	5.3 Limitations and future directions

	Data availability statement
	Ethics statement
	Author contributions

	References



