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Abstract

The environmental degradation and consequent scarcity of resources have compelled organizations to implement strategies and
policies that prioritize the attainment of a sustainable environment. The significance of employees’ pro-environment behaviour is
increasingly recognized and is being promoted by organizations that focus on preserving the environment. Considering the importance
of pro-environment behaviour, this study investigates the relationship among responsible leadership, corporate social responsibility
(CSR) perspective and organizational citizenship behaviour towards environment (OCBE). This employee-level study adopted social
cognitive theory to examine the context—behaviour framework. The data are collected from information technology (IT) professionals
using a stratified sampling technique. The analysis of 503 respondents using PLS-SEM concludes that responsible leadership and CSR
perspective have a positive relationship with OCBE. The study also confirms the partial mediating role of the CSR perspective in the
relationship between responsible leadership and OCBE. The study identifies organizational-level contextual factors such as responsible
leadership and CSR perspective that promote an environment-friendly behaviour among employees, i.e., OCBE. The paper extends
the context—behaviour framework literature and highlights the benefits of OCBE in the organization.

Keywords

Responsible leadership, corporate social responsibility perspective, organizational citizenship behaviour towards environment, IT
professionals, social cognitive theory

Introduction such as the information technology (IT) industry. The

IT industry uses a large amount of energy and disposes
The pro-environment behaviour of employees is gaining  of large amounts of e-waste as IT-enabled systems have
enormous importance and is encouraged in many a short life span, making it crucial to implement
organizations that are inclined to preserve the environment pro-environment policies in such an industry (Mufioz-
(Baldassari et al., 2023). The environment’s deterioration Pascual et al., 2021; Ojo, 2022; Ojo et al., 2019). Big IT
and resource crisis have forced organizations to adopt giants have shown their commitment to protect the
strategies and policies focused onasustainableenvironment  environment by adopting systems that are aimed at waste
(Biswas et al., 2023; Cheema et al., 2020; Khan et al., management, conservation and recycling. The adoption of
20215 Li et al., 2022). Pro-environmental strategies must  thege sustainable initiatives is highlighted in their annual
be adopted in industries that have high carbon footprints, reports, such as the ‘Dow Jones Sustainability World
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Index’, the ‘Sustainability Report’ and the ‘Corporate
Scial Rsponsibility (CSR) Report’. For the successful
implementation of such sustainable strategies, the role
of employees is crucial. Thus, the need for promoting
employees’ pro-environment behaviour has attracted
researchers’ attention from both an academic and industry
perspective (Robertson & Barling, 2013, 2017).

The pro-environment behaviour of employees is
dependent on one’s values, attitudes, beliefs and life
orientation (Baldassari et al., 2023; Norton et al., 2015;
Unsworth et al., 2013). This pro-environment behaviour
demonstrated at the workplace is termed organizational
citizenship behaviour towards environment (OCBE).
‘OCBE refers to the individual and discretionary social
actions that are not directly acknowledged by the formal
reward system and that lead to more effective environmental
management by organizations’ (Boiral and Paille 2012;
Daily et al., 2009). Previous research has focused on
finding the antecedents of OCBE, which primarily focuses
on individual differences (Islam et al., 2021; Molla et al.,
2014). Apart from individual differences, OCBE is also
affected by organizational factors (Amrutha & Geetha,
2020; Paul et al., 2019). Researchers argued that the CSR
perspective plays a crucial role in motivating employees to
adopt OCBE (Cheema et al., 2020; He et al., 2021). The
CSR perspective refers to the employees’ perspective
regarding the organization’s policies and principles aimed
at achieving its sustainable goals (Székely & Knirsch,
2005). Existing studies emphasized the independent effect
of the CSR perspective on the OCBE of employees (Tian
& Robertson, 2019). In practice, CSR’s effect is amplified
when organizations adopt environment-friendly strategies
that focus on embracing an environment to facilitate OCBE
(Sahar et al., 2023). Javed et al. (2021) said that responsible
leadership has a positive relationship with CSR.
‘Responsible leadership is defined as a form of leadership
that requires a leader to behave morally conscious towards
the stakeholders inside and outside of the corporation,
manifesting appropriate decision-making, trust building,
sustainable development and green action choices’ (Zhao
& Zhou, 2019). For developing an environment-friendly
environment, leadership plays a very crucial role in an
organization (Deb et al., 2022). The literature emphasized
the role of responsible leadership as an antecedent of
OCBE (Han & Wang, 2019). Although the role of
responsible leadership in promoting OCBE is examined,
the literature lacks the explanation of how responsible
leadership influences OCBE (Tian & Suo, 2021). Thus,
there is a need to investigate the underlining mechanism of
the CSR perspective that strengthens the impact of
responsible leadership on employees’ green behaviour, i.e.,
OCBE in the present case (He et al., 2021).

There is a need to examine the effect of responsible
leadership on OCBE. That is because, first, it will add to
the current knowledge on the outcomes of responsible
leadership and provide insights for organizations to

foster responsible leaders (Zhang et al., 2023). Second,
examining the antecedents of OCBE has important
practical implications, especially in service industries (Han
& Wang, 2019; He et al. 2021; Renwick et al., 2013; Tian
& Suo, 2021). Third, the examination of the underlying
mechanism of how the relationship among responsible
leadership, CSR perspective (contextual factors) and
OCBE (behaviour) works in the context—behaviour
framework, is limited in developing nations as compared
to developed ones (He et al., 2021; Zhang et al., 2023).
Therefore, in such a context, it is important to examine the
interplay between responsible leadership, CSR perspective
and OCBE.

In order to fill these gaps, the study develops a mediation
model that will examine what and how OCBE is influenced
in an organization. The model uses the social cognitive
theory that focuses on the interactional effects among
external environmental factors, individual’s cognition and
behaviour (Bandura, 1986). According to Bandura (1986),
the central proposition in social cognitive theory states
that an external environment factor (responsible behaviour)
may exert a direct effect on an individual’s cognitive (CSR
perspective), which could shape employees’ behaviour
(OCBE). Hence, the study argues that responsible leadership
may influence employees’ cognition and behaviours (Han
et al., 2019; He et al., 2021; Zhang et al., 2023). Given that
leaders’ behaviour may affect their followers through daily
interaction if these followers are led by a responsible leader,
employees’ CSR perspective will be enhanced, which in
turn, embraces OCBE. This focuses on investigating what
factors impact the behaviour of an employee in an
organization. Besides these, the study further explores the
boundary condition that has the potential to modify the
effect of responsible leadership on OCBE via the CSR
perspective as a mediator using a context—behaviour
framework in the IT sector. The social cognitive theory
emphasizes that individual characteristics may impact the
mechanism of how environmental factors (responsible
leadership in this case) affect an individual’s behaviour
(OCBE) via cognitive process (CSR perspective) (Wood &
Bandura, 1989). Therefore, the study investigates how
individual perception (CSR perspective) in the organizational
context may act as a mediator in the relationship between
responsible leadership and OCBE (employees’ behaviour).

The study has several contributions and enhances the
current body of knowledge on responsible leadership and
OCBE. First, the study extends the literature on responsible
leadership by investigating the relationship of responsible
leadership with OCBE. We add to this literature using
social cognitive mechanisms. When environment-friendly
practices are supported by informal relations between
employees and managers, it may strengthen the influence
ofresponsible leadership on OCBE. It is useful in extending
the knowledge of the antecedents of OCBE. Second, the
study extends the literature on the relationship of the CSR
perspective with OCBE. The study examines what
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employees’ perspectives have to offer in building green
behaviour among fellow employees. It will examine how
one’s cognitive process affects the other employee’s
behaviour and how employees learn from each other.
Third, based on social cognitive theory, the study builds a
mediation model that elucidates the underlying mechanism
of how responsible leadership may influence OCBE via the
CSR perspective. According to social cognitive theory, if
organizational contextual factors (responsible leadership)
and individual cognitive (CSR perspective) are present in
an organization, employees may learn pro-environment
behaviour (OCBE) from their supervisors and colleagues.
It will increase employees’ inclination to participate in pro-
environment initiatives (Han et al. 2019; He et al., 2021;
Zhang et al., 2023). Therefore, the study identifies the CSR
perspective as a potential mediator that strengthens the
relationship between responsible leadership and OCBE.
This helps in understanding how informal relationships
in an organization affect the complexity of policy
implementation and organizational formal strategies
(Channa et al., 2021; Cheema et al., 2020). Fourth, the
study adds to the current body of knowledge by investigating
the boundary constraint that responsible leadership may
have on one’s behaviour (OCBE) via the CSR perspective
using a context-behaviour framework and offers the
applicability of the framework beyond developed nations
and a few specific sectors.

Thus, the study investigates the interplay among CSR
perspective, responsible leadership and OCBE; and the
CSR perspective as a mediator on the relationship between
responsible leadership and OCBE using a context—
behaviour framework. The study tests the framework in an
emerging IT sector that remains elusive. The remainder of
the paper includes theoretical perspective, literature,
methods, analysis and discussion.

Literature Review and Hypothesis
Development

Theoretical Perspective

Social cognitive theory, proposed by Albert Bandura, is a
comprehensive framework for understanding, predicting
and changing human behaviour. The theory postulates that
the process of learning takes place within a social
framework, characterized by a dynamic and mutually
influential interplay between the individual, environment
and behaviours (Bandura, 1986). It is based on the idea that
individuals learn by observing others in their social
environment. This theoretical framework places significant
emphasis on the notion of observational learning, whereby
individuals acquire knowledge and skills through seeing
the behaviours of others and the subsequent consequences
of those behaviours. According to this theory, individuals
learn behaviours by observing others. The theory
emphasizes the importance of observing and modelling the

behaviours, attitudes and emotional reactions of others.
This observational learning is not a purely imitative process
but involves active cognitive processing (Bandura, 2001).

The theory assumes that behaviour, cognitive factors
(such as knowledge, perception, expectations and attitudes)
and environmental influences have a bidirectional impact
on one another (Bandura, 1986). It also assumes that
people can adopt behaviour by observing others. It also
assumes that the individual’s behaviour is dependent on
the consequences that one expects as a result of their
behaviour. It also assumes that self-regulation and self-
efficacy also play a role in influencing one’s behaviour in
the context of social cognitive theory (Bandura, 1991). In
an organizational context, employees observe the
behaviours of their leaders and peers, and these observations
influence their behaviours. When leaders and peers
demonstrate behaviours that support environmental
sustainability, employees are likely to learn and imitate
these behaviours, leading to increased OCBE.

Moreover, the theory suggests that the social
environment plays a critical role in influencing behaviour.
In an organization, the social environment is shaped by
factors such as leadership style, organizational culture and
policies. When the social environment is supportive of
environmental sustainability (e.g., through responsible
leadership and a strong CSR perspective), it can encourage
employees to engage in OCBE. In conclusion, the theory
provides a useful framework for understanding OCBE
(Yadav et al., 2016). It suggests that by shaping the social
environment and serving as role models (responsible
leaders), it will impact the cognitive process of employees
(CSR perspective). This will influence employees to
exhibit pro-environment behaviour that supports
environmental sustainability.

According to this theory, responsible leaders fulfil their
role as exemplars (an external effect) whose behaviours
exert an influence on the behaviour of their followers.
Individuals who follow leaders tend to observe their actions
and subsequently imitate their behaviour (Zhang et al.,
2023). The daily interaction of leaders with their followers
and their behaviour while making decisions directly affect
followers’ perception and behaviour. This suggests that
employees acquire knowledge not only through formal
communication but also through informal encounters with
their colleagues. The influence of responsible leadership
extends to an individual’s cognitive processes, hence
affecting their CSR perspective (Channa et al., 2021; Javed
etal., 2021).

Research also suggests that responsible leadership not
only promotes the implementation of environmentally
friendly policies but also exerts an informal personal
influence on colleagues to demonstrate OCBE (behaviour)
(He et al., 2021; Kim et al., 2014; Zhang et al., 2023). The
study uses social cognitive theory to support the context—
behaviour framework as leadership may be viewed as a
vital external environmental factor, that influences
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followers’ behaviour (He et al., 2021). Therefore, it may be
argued that the CSR perspective acts as a mediator in the
relationship between responsible behaviour and OCBE.

CSR Perspective and OCBE

CSR perspective refers to the employees’ perspective on
policies and principles that an organization adopts in order
to achieve its sustainable goals (Székely & Knirsch, 2005).
The adoption of CSR policies within an organization
reflects the belief that it is focused on attaining sustainable
development targets with regard to social, economic
and environmental aspects (Afsar et al., 2020; Deb et al.,
2022). The CSR initiatives of an organization depict its
commitment and values towards the environment and
society as a whole. The CSR perspective reflects how an
organization perceives its role in society beyond its
business operations and profit-making objectives from an
employee’s perspective.

To attain sustainable goals, organizations require
employees to behave in an environment-friendly way,
i.e., OCBE (Su & Swanson, 2019). When organizations
implement their comprehensive CSR policies, they
demonstrate their strong environmental values and
employees’ perspectives of CSR increase. This increased
CSR perspective will motivate employees to embrace
OCBE more efficiently and effectively. As CSR perspective
acts as a benchmark for perceptions of organizational
ethics and environmental conservation policy, thus creating
an atmosphere that encourages employees to depict OCBE
behaviour (Su & Swanson, 2019). As per the social
cognitive theory, this CSR perspective will act as a
cognitive process that will change the behaviour of
employees. It is believed that organizations with high
levels of CSR commitment take actions that help conserve
the environment, reduce waste and benefit society as a
whole (Kimetal., 2019). This commitment of organizations
fosters employees to behave in a more sustainable and
environment-friendly manner, embracing OCBE within
employees (Afsar et al., 2020; Tian & Robertson, 2019).
The CSR perspective will act as a context factor in the
context—behaviour framework, which will lead to OCBE
(behaviour). The CSR perspective can be both positive and
negative. A positive CSR perspective implies that an
organization actively participates in activities oriented
towards society and the environment. The positive
activities can be the adoption of sustainable business
practices or promoting diversity and inclusion in the
workforce. On the other hand, a negative CSR perspective
implies that an organization is not fulfilling its social and
environmental responsibilities. Few researchers argue that
CSR may have a negative effect on OCBE, as it may lead
to mental and emotional stress by increasing workload. As
per the literature on green behaviour, the CSR perspective
is considered to have a positive relationship as it is
stimulated by responsible leadership (He et al., 2021).

Thus, it is crucial to investigate the relationship between
CSR perspective and OCBE.

H,: CSR perspective has a positive relationship with
OCBE.

Responsible Leadership and OCBE

OCBE refers to the discretionary behaviour of employees,
which is not explicitly part of the formal reward system. To
encourage such behaviour, organizations must adopt
the responsible leadership style, as employees with high
individualism need intrinsic motivators rather than extrinsic
motivators, such as the relationship with their managers or
supervisors (Luu, 2019). Responsible leadership assumes
that leaders have strong beliefs and values that motivate
them to achieve sustainable development goals by taking
social responsibility for waste reduction, pollution control
and resource management (Han et al., 2019; Tian & Suo,
2021; Xiao et al., 2021; Zhang et al., 2023; Zhao & Zhou,
2019). As per the social cognitive theory, responsible
leadership will act as an environmental factor that will have
a direct influence on the behaviour of employees within an
organization, if followers observe their supervisors to behave
responsibly.

Responsible leadership utilizes the informal manager—
employee relationship to increase OCBE among employees
(Han et al., 2019; Zhang et al., 2023; Zhao & Zhou, 2019).
Responsible leaders can use their power to motivate
employees to participate in environment-friendly actions
(Robertson & Barling, 2013). The study examines
responsible leadership as an organizational context factor
that will impact the pro-environment behaviour of
employees. Responsible leaders align organizational goals
with sustainable goals, which depicts their commitment
not only to financial goals but also to environmental goals.
This environmentally conscious behaviour of leaders
compels followers to follow the same path and values
(Graves et al., 2019; Priyankara et al., 2018).

H,: Responsible leadership has a positive relationship
with OCBE.

Responsible Leadership and CSR
Perspective

Responsible leadership plays a crucial role in effectively
embracing CSR guidelines and strategies within an enterprise
(Dong & Zhong, 2022). The establishment of a social
consciousness environment and the practice of responsible
leadership are conducive to enhancing productivity. This
environment will help in increasing the business’s active
engagement by considering the genuine interests of
its stakeholders, including employees and customers.
Responsible leaders will set examples by behaving in
an environment-friendly manner. As per the social cognitive
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theory, responsible leadership will act as an external
environment factor that will build the cognitive process
of employees (CSR perspective) through observation.
Responsible leaders are known to establish unambiguous
guidelines and ethical principles for their subordinates and
encourage socially responsible conduct by incentivizing
pro-environmental actions (Afsar et al., 2016).

According to existing literature, a company is more
inclined to participate in CSR activities when it has a strong
leadership foundation. This is due to the fact that leaders
who are committed to such practices are more likely to
implement them with conviction and endorse initiatives
that improve the CSR perspective and the company’s
overall performance (He et al., 2021). Therefore,
organizations must ensure that their leaders are responsible
for improving the CSR perspective.

H;: Responsible leadership has a positive relationship
with the CSR perspective.

CSR Perspective as a Mediator Between
Responsible Leadership and OCBE

CSR outlines policies for sustainable growth and shows
commitment to the various stakeholders’ interests. As per
the social cognitive theory, when such commitment is
portrayed, this will affect the behaviour of employees.
According to Cheema et al. (2020), social identity could be
a way to understand how the CSR perspective affects
people. However, social identity research has mostly
focused on how people see themselves and their identities.
Kim et al. (2019) found that there is a strong link between
behaviour and organizational strategies. Moreover, the
CSR perspective also has an indirect effect on how well
workers do their jobs (Robertson & Barling, 2013). So, it is
important to understand how the CSR perspective affects
the environment-friendly behaviour of employees with
regard to the context—behaviour framework.

Responsible leaders care about protecting the
environment and take steps to do so. According to Kim
et al. (2019), organizations and their leaders play a crucial
role in promoting environmentally responsible behaviour
among employees by serving as exemplars and role models.
People think that these organizational settings have a big
effect on green behaviour and, in turn, help employees do
their jobs better. According to Afsar et al. (2016),
responsible leadership offers a framework for fostering
environmental-friendly behaviour that is beneficial for the
planet. By fulfilling social responsibilities, leaders enhance
employees’ CSR perspective. This is supported by Voegtlin
etal. (2012), who found that responsible leadership inspires
employees to actively engage in CSR activities. As the
CSR perspective promotes ‘pro-environmental norms,
values and attitudes among employees’ that are endorsed
and anticipated by the organization, it has a profound effect
on one’s behaviour (Sahar et al., 2023). This perspective
inspires employees to actively participate in socially
responsible activities, thereby enhancing their OCBE:s.
Consequently, this fosters a culture of sustainability and
motivates employees to participate in environmentally
responsible behaviours that are socially acceptable (Norton
etal., 2015; Székely & Knirsch, 2005). Thus, the impact of
responsible leadership on OCBE via the CSR perspective
needs deeper understanding (Han et al., 2019).

The theory states that organizational factors have a
direct and indirect effect on the behaviour of employees by
providing a controlled environment. This environment is
developed by adopting organizational-level strategies and
policies that will motivate employees to behaviour in an
expected manner. The present discourse is grounded in the
context—behaviour theory, which posits that organizational
contexts, including the CSR perspective and responsible
leadership, exert an influence on the green behaviour of
individual employees. Leroy et al. (2018) explained that
factors such as CSR perspective and responsible leadership
can directly improve how green employees behave at work.
Figure 1 represents the conceptual model of the study.

Responsible Leadership

H3 H4

Y

Corporate Social
Responsibility perspective

Organizational
Citizenship Behaviour

towards Environment
>

Figure 1. Conceptual Model.
Note:

, direct relationship; ------- , mediation relationship.
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H,: The CSR perspective mediates the relationship
between responsible leadership and OCBE.

Methodology

The data were collected using a survey questionnaire. The
study uses structured measures with high levels of
reliability and validity. The questionnaire was distributed
between November 2021 and January 2023 among 700
employees working in Hyderabad, Mumbai, Pune,
Bangalore and Delhi NCR. The study adopted multistage
sampling to collect the data from the representative sample.
In stage 1, the stratified sampling technique (Ahmed et al.,
2020) was used where employees working in major five IT
hubs of India from ‘India’s Top Tech Cities’ were
considered (Data Quest, 2020). The employees who are
working in IT companies that have employed more than
500 employees and a turnover of more than 50 crore were
considered for further selection as these organizations will
have the bandwidth to adopt sustainable practices. Names
of companies were extracted using prowess and financial
reports. The number of companies selected from
Hyderabad, Mumbai, Pune, Bangalore and Delhi NCR
were 17, 22, 9, 33 and 24, respectively. In stage 2, the
purposive sampling technique is used to reach the sample
of the study. The HR managers and respondents were
contacted through LinkedIn, E-mail and personal
connections. The study gathered a total of 540 responses,
with 37 of them being excluded due to incomplete
responses. This resulted in a final sample size of 503 valid
questionnaires.

The IT employees were selected for three reasons. First,
the IT sector is among the top organizations to be ranked in
the Dow Jones Sustainability Index. The IT sector
consumes a huge amount of resources; so this sector holds
a large amount of scope for implementing green initiatives.
These organizations have invested a huge amount in terms
of CSR or sustainable practices, and act as responsible
entities in society. Second, the IT sector is expanding at an
exponential level, providing employment to a large
workforce (Sun, 2022). If this workforce embraces
green behaviour, it can lead to an enhanced awareness
level regarding the crucial urgency of embracing pro-
environment behaviour among individuals. In the long run,
the implementation of such pro-environmental practices is
expected to yield mutually beneficial outcomes for both
the workforce and the company. Third, IT companies,
being a part of society, will act as role models for other
industries in embracing environment-friendly behaviour.

The study sample consisted of 67% male participants
and 33% female participants. The study found that the
participants had a mean age of 27 years, an average job
tenure of 3 years, and the majority of them, specifically
455 individuals (90.5%), held a graduation or master’s
degree. The sample population consisted of 503 respondents,

out of whom 139 (27.6%) lived in Mumbai, 141 (28%) in
Delhi NCR, 109 (21.7%) in Bangalore, 69 (13.7%) in
Hyderabad and 45 (8.9%) in Pune. More than 50% (65%)
of participants were working at the junior level followed
by 27.6% at the middle and 7.3% at the senior level. We
consider demographic factors such as gender, age, location
and tenure as control variables (Singh & Bamel, 2020; Su
& Swanson, 2019).

Study Measures
Responsible Leadership

Responsible leadership is measured using the Voegtlin
et al. (2012) scale. The items are ‘My direct supervisor
demonstrates awareness of the relevant stakeholder
claims’, ‘My direct supervisor considers the consequences
of decisions for the affected stakeholders’, and ‘My direct
supervisor involves the affected stakeholders in the
decision-making process’. Participants’ responses were
recorded on a seven-point Likert scale.

CSR Perspective

The CSR perspective was measured using the Turker
(2009) scale. The sample items are ‘Our company makes
investment to create a better life for future generations’,
‘Our company implements special programs to minimize
its negative impact on the natural environment’ and ‘Our
company policies encourage the employees to develop
their skills and careers’. Participants’ responses were
recorded on a seven-point Likert scale.

OCBE

OCBE was measured using Boiral and Paille (2012) scale.
The items are ‘During work, I weigh my actions before
doing something that could affect the environment’, ‘I
voluntarily conduct environmental actions and initiatives
in my daily activities at work’, and ‘I stay informed about
my environmental initiatives of the organization’.
Participants’ responses were recorded on a seven-point
Likert scale.

Common Method Bias (CBM)

CMB, also known as common method bias, is a significant
issue that researchers need to address in survey-based
studies (Podsakoff et al., 2003; Schwarz et al., 2017). The
concept of CMB pertains to the extent of covariance
observed among the measured items in a study, which can
be attributed to the fact that the data were obtained from a
single source (Hair et al., 2014; Podsakoff et al., 2003).
Efforts were implemented to ensure the identity and
confidentiality of the participants. The participants were
given explicit and comprehensive guidance to assist them
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in successfully completing the survey (Podsakoff et al.,
2003; Reio, 2010; Schwarz et al., 2017). Furthermore, the
single-factor test of Harman (1976) was conducted in order
to determine CMB. The exploratory phase encompassed
the inclusion of all 14 things. The study employed
factor analysis, specifically utilizing principal component
analysis with varimax rotation, to examine the data. The
exploratory endeavour factor analysis procedure yielded
three factors, with the first factor explaining 32% of the
variance, which is lower than the cut-off of 40% (Babin
etal., 2016). Additionally, the variance inflation factor (VIF)
test was employed to assess the presence of multicollinearity
among the components. According to Hair et al. (2019), a
VIF score exceeding 5 may potentially indicate the
presence of CBM. Nevertheless, all constructs in our
dataset exhibited VIF values below the threshold of 5
(Table 2). Thus, we infer that there were no significant
concerns regarding CBM in our dataset.

Data Analysis

The proposed model is analysed in PLS-SEM software as it
offers a more comprehensive and accurate measurement of
the paths of a model (Hair et al., 2019; Legate et al., 2023).
Figure 2 represents the model that is empirically tested.

Table 1 represents the values of ‘Cronbach alpha (o),
composite reliability (CR) and average variance extracted
(AVE)’ that are in an acceptable range (Hair et al., 2017)
along with the mean, standard deviation and correlation
(r). Also, the loading values of all items in Table 2 are
above 0.6 (Hair et al., 2019). Thus, the model fulfils the
reliability and convergent validity criteria. As the VIF
values are below 5, the sample does not have a
multicollinearity issue (Hair et al., 2019). To measure the
discriminant validity, Fornell-Larcker (FL) criterion is
found to be more accurate than HTMT, so the paper has
considered FL criteria (Henseler et al., 2015). Table 3
represents that the model fulfils the FL criteria as the
highlighted values are maximum in their respective rows
and columns. Hence, the measurement model is reliable
and validated (Hair et al., 2019).

The structural model measures the model fit and performs
path coefficient analysis. The model is bootstrapped using
5,000 resamples to measure the coefficient of determination
(R?) and effect sizes (f?) from Table 4 (Hair et al., 2019).
Table 3 represents the model fit where the SRMR value is
close to 0.07 (<0.08) (Hair et al., 2019), the goodness-of-fit
(GOF) value is more than 0.68 (>0.36) (Tenenhaus et al.,
2004; Wetzels et al., 2009), NFI values lie between 0 and 1
(0.78), RMSEA <0.05 (Browne & Cudeck, 1992), CMIN/

Responsible Leadership

0.80 0.36

Corporate Social
Responsibility perspective

qu

Organizational
Citizenship Behaviour
towards Environment

Figure 2 Empirical Results of the Model Tested.

Source: Survey data.
Note: ——, direct relationship, ------- mediation relationship.

Table 1. Construct Reliability, Validity, Mean, Standard Deviation and Correlation.

SD® CSR
Cronbach’s Perspecti®(r)
Constructs Alpha CR (rho_a) CR (rho_c) AVE Mean OCBE
CSR perspective 0.80 0.80 0.82 0.67 5.32 1.37
OCBE 0.80 0.80 0.83 0.72 5.16 1.40 0.78%*
RL 0.84 0.84 0.86 0.76 5.01 1.48 0.82%* 0.76%*

Source: Survey data.

Note: RL: responsible leadership, CSR: corporate social responsibility, OCBE: organizational citizenship behaviour towards environment (OCBE),

r: Pearson correlation. ** significant at the 99% confidence level.
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df <3 (Hair et al., 2010), thus concluding that the model is

highlyfit. TheformulaforGOFindicesis: GOF =/ AVE * R?;
RMSEA = ,/(Chi-square /df —1)/(N - 1) and CMIN/df=
Chi-square/degree of freedom. As PLS-SEM does not
emphasize GOF as compared to CB-SEM (Hair et al., 2019),

Table 2. Loading and VIF Values for Each Item.

Items Loading VIF
CSR perspective | 0.82 2.45
CSR perspective 2 0.81 232
CSR perspective 3 0.8l 2.21
CSR perspective 4 0.8l 2.6l
CSR perspective 5 0.83 2.90
CSR perspective 6 0.82 225
OCBEI 0.82 227
OCBE2 0.87 2.77
OCBE3 0.86 2.58
OCBE4 0.86 2.90
OCBE5 0.84 2.54
RLI 0.89 2.12
RL2 0.89 2.30
RL3 0.85 1.81

Source: Survey data.

Table 3. Fornell-Larcker Criterion and Model Fit Indicator.

CSR
Variable Perspective OCBE RL
CSR perspective 0.82
OCBE 0.77 0.85
RL 0.8l1 0.76 0.87
Model fit indicator
Indices Model Cut-off
SRMR 0.07 <0.08
GOF 0.68 >0.36
RMSEA 0.02 <0.05
CMIN/df 1.3 <3

Source: Survey data.

Notes: The bold values satisfy the Fornell-Larcker criteria.

the study has added a few other popular GOF indices for the
model.

Table 4 represents that the R-square (R?) of the CSR
perspective is 0.65, i.e., 65% of CSR is explained by
responsible leadership. It is inferred that responsible
leadership plays a crucial role in shaping the CSR
perspective within an organization. Leaders who
demonstrate responsible and ethical behaviour and
prioritize stakeholder interests can foster a strong CSR
perspective by stimulating the cognitive process among
employees.

Similarly, the R? of OCBE is 0.64, representing that
64% of OCBE is explained by CSR perspective and
responsible leadership together. This infers that both
responsible leadership and a strong CSR perspective play
a crucial role in promoting pro-environmental behaviours
among employees. Leaders who act responsibly and
foster a strong CSR perspective among their followers
can significantly enhance employees’ engagement in
discretionary behaviours that support environmental
sustainability.

Table 4 represents the effect size of dependent variables.
The effect size of responsible leadership on the CSR
perspective is highest and very large (>0.35). In addition,
the effect size of the CSR perspective and responsible
leadership on OCBE is moderate as it lies between 0.15
and 0.35. It is inferred that responsible leadership
(environmental factors) has a larger effect on the CSR
perspective (cognitive process) when compared to the
OCBE (behaviour).

Table 4 demonstrates the path coefficients for direct and
specific indirect effects. It is concluded that the CSR
perspective has a positive relationship with OCBE (B =
0.44, p < 0.05), responsible leadership has a positive
relationship with the CSR perspective (f = 0.80, p <0.05),
and responsible leadership has a positive relationship with
OCBE (B = 0.40, p < 0.05), therefore supporting H,, H,
and H,. These results highlight the critical role of
responsible leadership in fostering a strong CSR

Table 4. Direct, Indirect Effects, PLS Predict, R-square and F-square.

Path Beta SD P Values Findings

CSR perspective > OCBE 0.44 0.06 0.00 H, Supported
RL > OCBE 0.40 0.06 0.00 H, Supported
RL = CSR perspective 0.80 0.02 0.00 H, Supported

Mediating effect

Direct Effect

Indirect Effect

Total Effect P Values

RL - CSR perspective > OCBE

PLS predict Q* predict

0.40

0.57

0.36

0.758 0.00 H, Supported

(partially)

R-square CSR perspective: 0.65; OCBE: 0.64
Adjusted R-square CSR perspective: 0.65; OCBE: 0.64
F-square

RL-CSR perspective: 1.84; CSR perspective—OCBE: 0.20; RL-OCBE: 0.16

Source: Survey data.
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perspective. Also, it can be inferred that both responsible
leadership and the CSR perspective have a positive
influence on OCBE.

In addition, to measure the mediating effect of the CSR
perspective on the relationship between responsible
leadership and OCBE, the conditions of mediation are
studied. The conditions of mediation include a significant
relationship between the independent variable (responsible
leadership) and dependent variable (OCBE) (B = 0.40,
p <0.05), asignificant relationship between the responsible
leadership and mediating variable (CSR perspective) (f =
0.80, p <0.05), a significant relationship between the CSR
perspective) and dependent variable (OCBE) (f = 0.44,
p < 0.05) and a significant indirect effect of responsible
leadership on OCBE via the CSR perspective (B = 0.36,
p <0.05). Thus, since our study fulfils all the conditions of
mediation, we may conclude that the CSR perspective
partially mediates the relationship between responsible
leadership and OCBE. It is inferred that the effect of
responsible leadership on OCBE is via the CSR perspective.
This explains how the environmental factor—cognitive
process—behaviour is linked with responsible leadership—
CSR perspective-OCBE. When the CSR perspective acts
as a mediator, the total effect of responsible leadership
on OCBE is around 0.76 (addition of direct and indirect
effects). It can be inferred that the impact of responsible
leadership on OCBE is stronger in the presence of the
CSR perspective as a mediator than in responsible
leadership alone.

The Q2 reflects the predictive relevance of a particular
construct. The blindfolding procedure provides the
construct’s cross-validated redundancy values that are used
as a measure of Q2. ‘The value of Q? larger than zero for a
particular reflective endogenous construct indicates the
path model’s predictive relevance for the particular
construct’ (Hair et al., 2014, p. 178). The Q? of the OCBE
is 0.57, which shows an acceptable degree of predictive
relevance for responsible leadership and the CSR
perspective on OCBE (Table 4). Thus, it can be concluded
that responsible leadership and the CSR perspective are
significant contributors to OCBE and enable pro-
environment behaviour among employees in an
organization.

Discussion and Implications

The study examines the relationship between responsible
leadership and the CSR perspective with OCBE within
context—behaviour framework and social cognitive theory.
This framework suggests that the context (responsible
leadership and the CSR perspective) of an organization has
a direct effect on the behaviour (OCBE) of an employee.
Responsible leadership is important for building an
organizational context that promotes OCBE. Similarly,
CSR policies and their awareness among employees
also play a crucial role in encouraging pro-environment

behaviour among employees. The result confirms De
Roeck and Farooq’s (2018) findings, i.e., the CSR
perspective and leadership have a positive interactive
effect on employee socially responsible behaviour (Channa
et al., 2021; Han et al., 2019; He et al., 2021; Javed et al.,
2021).

In addition, the study adds to the social cognitive theory
literature by highlighting the underlining mechanism of
how the CSR perspective acts as a mediator in the
relationship between responsible leadership and OCBE
using a context-behaviour framework. This partial
mediation may be a result of the linkage of social cognitive
theory, i.e., the environment factor—cognitive process—
behaviour with context-behaviour framework. When a
responsible environment builds a strong cognitive CSR
perspective of employees, it will lead to green behaviour
among employees through observation and learning from
their surroundings. The CSR perspective does not operate
alone; it also requires support and commitment from top
management, which can be viewed in the form of
responsible leadership. So, both responsible leadership and
the CSR perspective are found to be significant contributors
to the green behaviour of IT professionals. The social
cognitive theory explains that individuals learn from one
another, and if a leader portrays responsible behaviour, the
followers are more inclined to learn from their respective
leaders through observation depict pro-environmental
behaviour. Similarly, a team member with a high CSR
perspective communicates with other team members,
eventually exerting an effect on other team members’ CSR
perspective. In this situation, responsible leaders will
stimulate and synergize the influence of the CSR
perspective on the other team members, and the whole
team will be more inclined to embrace OCBE. Thus, the
study highlights the combined and synergistic effect of
both responsible leadership and the CSR perspective on
OCBE, i.e., the relationship between responsible leadership
and OCBE strengthens in the presence of the CSR
perspective as a mediator. Our results confirm partial
mediation that may occur due to organizational context
factors such as shared green vision, employees’ green
attitude or social green norms that may influence the OCBE
in an organization.

Theoretical Implications

The findings of this study have the potential for both theory
and practice. First, the study examined the relationship
between responsible leadership and OCBE. This
relationship  confirms that responsible leadership
(organizational factor) is one of the major antecedents of
OCBE (behaviour). This shows that the interaction between
the manager and follower plays a crucial role in building
the behaviour of followers. According to the social
cognitive theory, followers tend to imitate their supervisor’s
behaviour through observation, i.e., if a supervisor tends to
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behave in a responsible manner, the follower’s inclination
to depict responsible behaviour is high. Second, the CSR
perspective  (cognitive process) influences OCBE
(behaviour). If employees’ mindset is trained for a pro-
environment attitude or perception, it has a high probability
that these employees will happily adopt environment-
friendly behaviour. As per the social cognitive theory, the
cognitive process has a direct influence on behaviour. The
impact of aforementioned organizational context has a
direct impact on the behaviour of employees. As the study
explores the interrelation between CSR perspective,
responsible leadership and OCBE, the analysis investigates
the combined effect of key organizational contexts (the
CSR perspective and responsible leadership) on OCBE
(employees’ green behaviour). As per the social cognitive
theory, the environmental factor (responsible leadership in
this case) influences the cognitive process of employees by
building strong perspective towards organizational CSR
policies. This ultimately impacts the behaviour of
employees and stimulates pro-environment behaviour
among them (OCBE). The study concludes that there is a
significant relationship between environmental factors
and cognitive process; cognitive process and behaviour.
The relationship of the CSR perspective with the
environmentally conscious behaviour of employees was
found to be contingent upon the presence of responsible
leadership practices within the organization. The results
offer a thorough comprehension of how intricate
organizational contexts facilitate the adoption of
environment-friendly behaviours among employees. This
adds to the body of knowledge by validating the social
cognitive theory in context-behaviour framework,
especially in the IT sector of a developing nation. The
results are consistent with prior research indicating positive
outcomes with CSR (Ahmed et al., 2020; Sahar et al.,
2023; Tian & Robertson, 2019) and responsible leadership
(Afsar et al., 2016; Robertson & Barling, 2013) on OCBE.
The combined effect of CSR perspective and responsible
leadership has a synergistic effect on promoting OCBE,
i.e., environmentally responsible behaviour among
employees. The study adds to the existing literature on
what contextual factors influence the behaviour of
employees in organizations.

Third, this study delved into the fundamental
‘psychological mechanisms’ of how organizational
contexts influence OCBE (green behaviour), drawing on
‘social cognitive theory’. The finding adds to the
advancement of the context-behaviour framework. The
proposal posits the role of responsible leadership on
OCBE in the presence of the CSR perspective as a partial
mediator, especially in the IT sector. The followers are
expected to learn from their leaders and imitate them in the
workplace. The study highlights the role of cognitive
process in the linkage between environmental factors and
behaviour, which explain how these factors may influence
the behaviour of an employee. Numerous prior researchers

have examined the effect of individual and organizational
variables on green behaviour through the lens of other
theories like ‘social identification theory and social
exchange theory’ (Amrutha & Geetha, 2020; Cheema
et al.,, 2020; Su & Swanson, 2019). This underlying
mechanism of how cognitive process facilitates the
relationship remained elusive. Thus, the study adds to the
social cognitive theory literature by validating the linkage
between the environmental factors, cognitive process and
behaviour of an individual for embracing OCBE in an
organization. Fourth, the study extends the boundary
condition of social cognitive theory by applying the
context-behaviour framework in a developing nation and
emerging IT industry. This enlightens that there is a direct
influence of various contextual factors (leadership,
policies, perception) of an organization on the behaviour of
the workforce in the service and consulting industry. As
there is a linkage between these environmental factors,
cognitive process and behaviour, further research is
required to explore other contextual factors that may help
in a deeper understanding of the cognitive mechanism that
stimulates the change in behaviour of employees working
in the IT industry. Thus, the study adds to the literature on
how organizational contexts influence the behaviour of
employees using the social cognitive theory in the IT
industry with respect to the context-behaviour framework.

Managerial Implications

It is recommended that organizations allocate resources
towards the CSR perspective and responsible leadership in
order to motivate employees to adopt environmentally
sustainable practices. The CSR perspective encompasses the
employees’ perspective towards the policies and practices
adopted by corporations to advance environmental protection
and resource conservation (Székely & Knirsch, 2005). The
CSR perspective also has a direct influence on the green
behaviour of employees. For example, organizations may
run campaigns that exhibit a strong responsible orientation
towards the environment, thus strengthening a high CSR
perspective. On the other side, informal interpersonal
connections between leaders and followers have a positive
effect on employees’ conduct. When followers observe their
leaders as responsible, their perspective towards CSR is
influenced, ultimately modifying employees’ behaviour. For
instance, organizations can train their leaders to depict
responsible behaviour within and outside organization
while interacting with their followers. This external factor
(responsible leadership) will stimulate the cognitive process
of employees, developing their strong CSR perspective.
Thereafter, this will promote green behaviour among
employees (OCBE) which helps in achieving sustainable
development goals. Thus, the effective implementation
of CSR initiatives is contingent upon the endorsement
of responsible leadership. Encouraging environmentally
friendly behaviours among employees is a crucial objective
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for managers. The implementation of pro-environmental
actions holds significant importance for both organizational
advancement and the development of society in the long run.

Improving the eco-friendly conduct of employees has
the potential to serve as a significant resource-efficient
and cost-effective approach. Furthermore, this study
proposes that adopting environment-friendly practices will
result in green behaviour among employees, which
eventually will help in attaining the environmental targets
of the organization. For example, organizations may
include verbal recognition of employees that display green
behaviour by their responsible leaders, which will motivate
employees to attain organizational environmental goals.
This verbal recognition is cost-effective and resource-
efficient. The CSR perspective may be seen as a means by
which organizations communicate their commitment to
their employees, society and sustainable development.
According to Cheema et al. (2020), there is potential for the
enhancement of organizational and individual transformation
through the promotion of certain norms and values.
Upon effective implementation, a high CSR perspective
incentivizes employees to internalize the pro-environmental
values and norms of an enterprise, leading to the effective
embracement of OCBE. Consequently, it is imperative for
enterprises to wholeheartedly embrace their responsibility
towards the environment and society, and promote elevated
levels of environmentally conscious conduct.

Limitations and Future Research

The present study acknowledges the existence of various
limitations. Initially, the study focused on the perception of
CSR and responsible leadership among employees at a
specific moment in time and within particular cities in
India. As a result, the research employed a cross-sectional
design, which has limitations in elucidating causal
relationships. Further investigation through longitudinal
research is necessary to delve deeper into the causal
relationships between contextual factors within organizations
and environmentally friendly behaviours.

Second, the data utilized in this study were obtained
solely from IT professionals, which unavoidably results in
common variance. To mitigate the impact of common
variance bias, the questionnaire items were randomized
and subsequently evaluated to determine if the common
variance bias was within acceptable limits.

The present study focused on examining the relationship
of responsible leadership and the CSR perspective with
OCBE. While CSR perspective research is valuable, it is
imperative to develop a more comprehensive model that
encompasses both organizational and individual outcomes.
This will serve as a crucial step towards bridging the
research gap on responsible leadership and negative aspects
of the CSR perspective and should be considered a
significant direction for future research. Further exploration
of these mediating effects is necessary.

Conclusion

The primary objective of this study was to examine the
interplay between organizational contextual factors,
namely, CSR perspective and responsible leadership and
their relationship with OCBE (green behaviours) among
IT professionals. Drawing upon social cognitive theory, it
was suggested that the combination of CSR perspective
and responsible leadership would collectively and
synergistically affect employee green behaviour.

The present study investigated the mechanism of the
context—behaviour framework, with a specific focus on the
interactive influence of these two organizational contextual
factors. This study concludes that responsible leadership
and the CSR perspective (context) have a positive
relationship with OCBE (behaviour). This part answers
what influences the behaviour of an employee in the
context—behaviour framework. Furthermore, the study
concludes that the effect of responsible leadership on
OCBE is enhanced via the CSR perspective (mediator).
The model demonstrates the underlying mechanism of how
responsible leadership encourages employees to depict
green behaviour in the presence of the CSR perspective as
a mediator. This is particularly evident when the CSR
perspective is combined with responsible leadership, it has
the ability to gain a competitive edge in the IT industry,
particularly by developing employees’ green behaviour. In
other words, the linkage between environmental factors,
cognitive process and behaviour is evident under the lens
of social cognitive theory for this underlying mechanism.
Additionally, antecedents of employee green behaviour
include both organizational environmental factors and
cognitive factors. Further research is necessary to gain a
deeper understanding of other organizational contexts that
may influence OCBE and help organizations achieve their
environmental goals.
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ABSTRACT KEYWORDS

Business character has become a pivotal determinant of organizational suc- Business character; virtue
cess and sustainable competitive advantage, attracting significant scholarly ~ ethics; leadership; business
attention. This study undertakes a comprehensive bibliometric analysis of ~ €thics: ;C'enc(ei ',“g.’z)’l’.'"g; .
research on business character spanning the period 1991-2025. Drawing :]S;;rsfs trends; bibliometric
on 978 publications retrieved from the Web of Science database, the ana-

lysis employs performance metrics, science mapping techniques, and net-

work visualization to examine publication trends, leading authors,

influential journals, keyword co-occurrence patterns, and conceptual frame-

works for leadership. Findings indicate exponential growth in the field, par-

ticularly after 2010, with virtue ethics, business ethics, and leadership

emerging as dominant themes. The Journal of Business Ethics is identified

as the primary outlet for this research, while Mary Crossan and Gerard

Seijts rank among the most influential contributors. Keyword co-occurrence

analysis underscores the strong theoretical grounding in virtue ethics,

alongside increasing integration of sustainability and innovation. The study

proposes frameworks for cultivating character in organizational leadership

and highlights the evolution of the field from philosophical foundations to

applied business contexts, offering a roadmap for future research and

practice.

Introduction

The concept of character in business contexts has emerged as a critical area of scholarly inquiry,
bridging the disciplines of ethics, management, and organizational behavior (Crossan et al. 2013;
Moore 2005). Character, traditionally rooted in philosophical and theological traditions, has
gained renewed attention in contemporary business research as organizations grapple with ethical
challenges and the need for authentic leadership (Solomon 2003; Arjoon 2000). The evolution of
character research in business has progressed from theoretical foundations to practical applica-
tions. Moore (2005) introduced the concept of corporate character, integrating modern virtue eth-
ics with organizational theory to create a framework for understanding virtuous corporations.
This work laid the groundwork for subsequent research examining how character manifests
within organizational environments. The concept of business character encompasses the integra-
tion of virtue ethics, moral character, and leadership principles within organizational contexts
(Fowers 2008; Morales-Sanchez and Cabello-Medina 2015). Business character research has
emerged as a critical field of study, addressing the growing need for ethical leadership and moral
decision-making in organizational contexts (Wright and Goodstein 2007).

The concept of business character has emerged as a critical determinant of organizational success
and sustainable competitive advantage (Xiao and Yu 2020). Business character—encompassing the

CONTACT Meenakshi Bisla @ meenakshibisla@gmail.com @ The NorthCap University, Gurugram, India.
© 2026 Taylor & Francis Group, LLC
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moral, ethical, and virtue-based dimensions that define how individuals and organizations con-
duct themselves—has proven to be far more than a philosophical consideration; it is a measurable
driver of business performance and stakeholder trust. The integration of character-based
approaches in business education and practice has gained significant momentum, particularly in
response to corporate scandals and the increasing emphasis on sustainable business practices
(Wright, 2015). In addition, business character extends beyond traditional notions of ethics to
encompass dimensions such as integrity, courage, empathy, humility, and resilience—traits that
collectively shape organizational culture and competitive positioning. Organizations are increas-
ingly recognized as having unique organizational characters that serve as sources of competitive
differentiation, like how individuals possess distinct personalities. This organizational character
directly influences stakeholder perceptions, employee engagement, customer loyalty, and ultim-
ately, organizational performance.

Despite its growing importance, the literature lacks a comprehensive bibliometric analysis that
maps its intellectual structure and evolutionary patterns (Crossan et al. 2013). The reason behind
this gap may be due to the interdisciplinary nature of the business character research, which
draws from philosophy, psychology, management studies, and organizational behavior (Moore
2005, 2015). The fragmented understanding of how these diverse streams of research intersect
and evolve limits our ability to identify emerging trends, research gaps, and future opportunities
in the field. Moreover, without a comprehensive bibliometric foundation, researchers and practi-
tioners lack a systematic understanding of the most influential works, key contributors, and the-
oretical developments that have shaped business character scholarship.

Therefore, this paper provides crucial insights into business character traits through a compre-
hensive bibliometric analysis, offering comprehensive systematic analysis of the intellectual land-
scape of business character research. This analysis not only fills a critical gap in the literature but
also provides researchers, educators, and practitioners with a robust foundation for understanding
the current state and future directions of business character research, ultimately contributing to
the development of more effective, ethical, and sustainable business practices. To achieve this
aim, the study adopts a relational approach for bibliometric analysis, which establishes connec-
tions among publications in the research domain through various analytical methods, predomin-
antly co-citation analysis, bibliographic coupling, and co-word occurrence analysis. Bibliometric
analysis combined with science mapping represents the most effective approach for illustrating
the scholarly landscape of a research area, whether at local or international levels (Doulani 2020).
The investigation employed this methodology to synthesize publications on business character
spanning multiple decades. Bibliographic connections within these studies were examined using
visualization of similarities VOSviewer software and Bibliometrix through RStudio to construct a
comprehensive map of business character knowledge domains. This systematic review approach
enabled synthesis of a more extensive dataset compared to traditional review methods that
employ critical or narrative synthesis techniques. The study aims to achieve the following research
objective:

1. To provide a comprehensive overview of existing scholarly publications focused on business
character research.

2. To examine scholarly contributions through analysis of authorship prominent researchers
based on their citation impact and citation metrics.

3. To examine the evolution of the business character research field.

By addressing these objectives, present paper would add to both theory and practice in mul-
tiple way. This study advances the theoretical foundations of business character research in four
key ways. First, it establishes virtue ethics as the central framework, demonstrating its successful
application from classical philosophy to contemporary organizational contexts. Second, it
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reconceptualizes character as a developable trait rather than a fixed attribute, introducing the
Five-Phase Character Development Framework to guide systematic cultivation through structured
interventions. Third, it strengthens integrative leadership theory by illustrating the synergistic
interaction of character dimensions. Finally, it links character-based leadership to stakeholder the-
ory and sustainable business practices, showing how leadership character drives shared value cre-
ation and long-term organizational performance through the Character-Performance Relationship
Framework. This research provides actionable insights for organizations seeking sustainable com-
petitive advantage through character-based leadership.

Methodology

This study employs a comprehensive bibliometric analysis approach using data retrieved from the
Web of Science Core Collection database. This practice is crucial for ensuring the selection of rele-
vant high-quality articles which may be missed in another database (Hassanei and Mostafa 2023;
Argoubi, Ammari, and Masri 2021). The utilization of the WoS Core Collection database is advan-
tageous due to its comprehensive citation search capabilities and its inclusion of many databases
that encompass interdisciplinary study. This facilitates a comprehensive exploration of certain sub-
fields within the realms of academia and science (Li et al. 2010). Bibliometric analysis provides a
quantitative approach to understanding research fields through statistical analysis of publications,
citations, and scholarly networks. This methodology enables researchers to identify influential
works, emerging trends, and collaboration patterns that shape the intellectual landscape of academic
disciplines. Compared with a conventional narrative or state-of-the-art review, this approach offers
several advantages, as it can capture a wider range of relevant themes and adds an additional,
objective reference point for evaluating a field (Argoubi, Ammari, and Masri 2021; Hassanei and
Mostafa 2023). Previous bibliometric studies have successfully mapped various management and
business ethics domains, yet business character research remains underexplored from this perspec-
tive (Aria and Cuccurullo 2017; Donthu et al. 2021; Guleria and Kaur 2021; Moore 2015).

Data collection

The search strategy utilized combinations of terms and filters. The Boolean used to collect data
from web of science is ““character” (Topic) and “business” (Topic) and Business or Management
or Ethics or Economics or Environmental Studies or Sociology or Political Science or Green
Sustainable Science Technology or Social Sciences Interdisciplinary or Education Educational
Research or International Relations or Development Studies or Public Administration or
Psychology Multidisciplinary or Hospitality Leisure Sport Tourism or Philosophy or Psychology
Applied or Social Issues or Business Finance or Operations Research Management Science or
Humanities Multidisciplinary or Psychology Social or Psychology Educational or Behavioral
Sciences or Psychology Developmental (Web of Science Categories) and Article or Review Article
or Early Access (Document Types)”. In simple words, the study collected data using business and
character as main keywords that are used in various research fields. The results were furthered
narrowed down to research articles as per the research objectives of the study by screening title
and abstract. The final dataset comprises 978 publications spanning from 1991 to 2025, represent-
ing articles, reviews, and early access articles in English (Table 1). Figure 1 represents the
PRISMA diagram that specifies the inclusion and exclusion criteria used to collect the final data.

Analysis

The collected data was analyzes using (VOSviewer) software and Bibliometrix through RStudio.
Performance analysis was conducted to examine publication trends, author productivity, journal



228 M. BISLA AND U. BAMEL

Table 1. The data collection steps.

Stage Process

Details

Stage 1 Data Collection

Database: Web of Science

Timeframe: 1991-2025

Search Terms: "Character” AND “Business “ OR “Organi*”

Web of Science Categories: Business or Management or Economics or Ethics or
Environmental Studies or Environmental Sciences or Sociology or Political
Science or Green Sustainable Science Technology or Social Sciences

Interdisciplinary or Education Educational Research or International Relations or
Development Studies or Public Administration or Psychology Multidisciplinary or
Hospitality Leisure Sport Tourism or Philosophy or Psychology Applied or Social
Issues or Business Finance or Psychology Social or Ethnic Studies or Psychology
Clinical or Psychology Developmental or Social Work or Multidisciplinary Sciences

or Humanities Multidisciplinary or Psychology Educational (Web of Science
Categories) and Business or Management or Ethics or Economics or
Environmental Studies or Sociology or Political Science or Green Sustainable

Science Technology or Social Sciences Interdisciplinary or Education Educational

Research or International Relations or Development Studies or Public
Administration or Psychology Multidisciplinary or Hospitality Leisure Sport
Tourism or Philosophy or Psychology Applied or Social Issues or Business
Finance or Operations Research Management Science or Humanities

Multidisciplinary or Psychology Social or Psychology Educational or Behavioral

Sciences or Psychology Developmental (Web of Science Categories)
Document type: Article or Review Article or Early Access

Language: English
Total Documents: 978
- Publication output & Growth Trend

Stage 2 Analysis & Visualization

- Coauthorship Analysis
- Keyword Co-occurrence Analysis

- Citation Analysis

- Co-citation Mapping Analysis

Stage 3 Discussion & Conclusion

Analysis of publication trends, major contributors and their linkages with other

authors, documents and proposed framework in context of leadership.

searched using keywards search bar to extract articles from Web of Science

r
L Web of Science Keywords Search: “Business, Character or Organization” is

Total articles in Web of Science database = 1284

- il

{ After applying web of science categories and time frame ]

filter, documents extracted, n= 1193

tand | ge filter, d

After applying d
extracted, n=1178

)

F—

Total final documents recorded after title and abstract
screening, n=978

[ Bibliometric Analysis

Figure 1. PRISMA diagram.

distribution, and citation patterns. Science mapping techniques were applied to analyze keyword
co-occurrence networks, thematic evolution, and research collaboration patterns. Visualization
tools were employed to create network diagrams, trend analyses, and distribution charts to illus-

trate the findings comprehensively.
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1 English
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Analysis
Citation analysis

Publication trends and growth patterns

The analysis reveals remarkable growth in business character research over the past three decades,
with total publications increasing from single-digit annual outputs in the 1990s to peaks exceed-
ing seventy publications in 2021. The field demonstrates an exponential growth pattern, with a
98.2% increase in publication volume post-2010 compared to earlier periods (Figure 2).

The initial period (1991-2010) established foundational theoretical frameworks, accounting for
33.5% of total publications, while the recent period (2011-2025) reflects rapid expansion and

practical application, representing 66.5%. This growth pattern suggests increasing recognition of
character-based approaches in business research and practice.

Citation impact and influential works

The most cited work in the corpus is “Implicit and explicit CSR: A conceptual framework for a
comparative understanding of corporate social responsibility” by Matten and Moon (2008) with
2,663 citations, highlighting the connection between character research and corporate social
responsibility, followed by organizational citizenship behavior and character research (Table 2).
CSR and OCB can be seen as two levels of expression of business character that work together.
CSR and OCB describe two levels through which business character is expressed. At the macro
level, CSR captures how the firm, as a collective actor, assumes responsibility toward society and
stakeholders through its strategies, policies, and public commitments. At the micro level, OCB
reflects employees’ voluntary, prosocial actions that go beyond formal roles. When responsible
CSR structures align with widespread OCB, organizational values and everyday behavior reinforce
each other, forming a coherent and credible business character. Other highly cited works include
foundational studies on customer loyalty, and transformational leadership.

Publication Trends (1991-2025)

= Publications Trand

Publications
~—
v
A -
%\\
.
_.—"_l?'_._'_'_“

Year

Figure 2. Annual publication trends showing steady growth in business character research, with notable acceleration after 2010
and peak in 2021.
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The citation analysis reveals peak impact in 2008 (5,408 total citations), with subsequent years
showing steady but lower citation accumulation. This pattern reflects the establishment of foun-
dational works that continue to influence current research, while newer publications are still
building their citation impact (Figure 3).

Author productivity networks
The bibliometric analysis identifies key contributors to business character research, with Mary
Crossan and Gerard Seijts emerging as the most productive authors with five publications each,
followed by Jeftfrey Gandz with four publications (Figure 4). These authors demonstrate high cit-
ation impact, with h-indices ranging from 4 to 5 and average citations per paper exceeding sixty.
The top authors exhibit strong collaborative relationships, particularly among researchers affili-
ated with the Ivey Business School at Western University, indicating the presence of research
clusters and institutional specialization in character-based leadership studies. This collaboration
pattern suggests the emergence of a scholarly community focused on developing practical applica-
tions of virtue ethics in business contexts (Fowers 2008).

Publication outlets

The Journal of Business Ethics dominates the publication landscape with 119 publications (12.2%
of total corpus), establishing itself as the premier outlet for business character research. Other sig-
nificant journals include Sustainability (29 publications), Business Ethics-A European Review (17
publications), and Business Ethics Quarterly (16 publications) (Figure 5).

The journal distribution reveals the multidisciplinary nature of business character research,
spanning ethics, management, psychology, and sustainability science. The presence of specialized
ethics journals alongside general management and psychology outlets indicates the field’s broad
appeal and relevance across multiple disciplines.

Publication Output vs Citation Impact Over Time (2000-2024)

B Publications — Citations

5000
4000

3000

Publications
Citations

2000

1000

Year

Figure 3. The relationship between publication output and citation impact, with peak citation impact in 2008 and steady publi-
cation growth.
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Top 15 Authors in Biz Character Research
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Figure 4. Top 15 most productive authors showing publication output and citation impact in business character research.

Top Business Character Journals
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Publications

Figure 5. Top 10 journals by publication count, with Journal of Business Ethics being the dominant outlet for business character
research.
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Scientific mapping

Coauthorship network analysis

The coauthorship network visualization reveals the collaborative structure among researchers in the
business character domain. The network demonstrates a complex web of scholarly relationships
characterized by distinct clusters of researchers who frequently collaborate on business character
studies. Each node in the network represents an individual author, with node sizes proportional to
their publication output and collaborative activity. The color-coded clusters indicate different
research communities or schools of thought within the business character field, suggesting thematic
or methodological alignments among coauthors. There are two clusters of authors depicted in
Figure 10 with minimum of four authors in a cluster. The authors: mary crossan; daina mazutis
belongs to cluster 1 and Jeffrey gandz; lucas monzani belongs to cluster 2 (Figure 6). The coauthor-
ship network shows two main groups. Cluster 1, centered on Mary Crossan and Daina Mazutis,
forms a dense network around leadership character development, indicating a tightly coordinated
research agenda. Cluster 2, led by Jeffrey Gandz and Lucas Monzani, is looser and more rooted in
business ethics. Together, they reveal a shared focus on character but different theoretical emphases.

Institutional affiliation network analysis

The institutional affiliation network reveals the organizational landscape of business character research.
The visualization shows how different universities and research institutes contribute to and collaborate
within this field. Figure 11 represents 7 clusters containing minimum of three affiliations connected.
For example, university of Manchester; university California belong to cluster 1, and Harvard univer-
sity; university Birmingham, university of California Berkeley belong to cluster 2 (Figure 7).

5(a) 5(b)

5(c)

Figure 6. Coauthorship network.
Note: (a) network visualization based on document weights; (b) overlay visualization based on document-weights and average
publishing year (c) density visualization of clusters
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6(a) 6(b)

6(c)

Figure 7. Affiliation network.
Note: (a) network visualization based on document weights; (b) overlay visualization based on document-weights and average
publishing year (c) density visualization of clusters

Country collaboration network analysis

The country-level analysis demonstrates the international dimension of business character
research collaboration. The network visualization shows how different nations contribute to and
collaborate within this research domain, with node sizes reflecting the volume of publications
from each country. The analysis distinguishes between single-country publications (SCP) and
multi-country partnerships (MCP), providing insights into the international orientation of busi-
ness character research. Countries with higher MCP ratios demonstrate greater international col-
laborative engagement, while those with SCP may represent either strong domestic research
capacity or limited international research networks. Fire eleven represents the country collabor-
ation network with six clusters with five minimum thresholds. For example, Belgium, Chile, Italy,
Ireland belong to cluster one and Indonesia, Thailand, Malaysia belong to cluster 2 (Figure 8).
The country network suggests an uneven geography of business character research. Belgium,
Chile, Italy and Ireland (Cluster 1) form a loose cluster with relatively weak internal links, point-
ing to parallel national efforts rather than a tightly coordinated program. Indonesia, Thailand and
Malaysia (Cluster 2) show a similar, still-fragmented pattern, indicating emerging but isolated
work. By contrast, the USA, UK, Canada and Australia (Cluster 3) occupy the center of the net-
work with strong ties, driving collaboration and shaping widely used frameworks that now need
testing and adaptation in non-Western contexts. In conclusion, business character research is
heavily concentrated in Western countries, with most publications and leading institutions based
in North America, Western Europe and Australasia, so Western theories and methods largely
define the field. By contrast, Latin America, Africa, South Asia and Southeast Asia contribute
only a small, weakly connected share of studies, meaning Global South perspectives, ethical tradi-
tions and practical realities are underrepresented and existing character frameworks may need
adaptation before they fit these contexts.

Thematic evolution and keyword analysis

Keyword co-occurrence

The keyword analysis reveals virtue ethics (37 occurrences) as the dominant theme, followed by
business ethics (25), leadership (24), virtue (23), and ethics (23). This thematic structure reflects
the field’s philosophical foundations and practical applications in organizational leadership. The
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Figure 8. Country collaboration network.
Note: (a) network visualization based on document weights; (b) overlay visualization based on document-weights and average
publishing year (c) density visualization of cluster

Figure 9 depicts that there is a strong relationship between the business, character, ethical, virtue,
leaders, and performance. For in-depth analysis, the study undertakes various frameworks based
on the highly connected keywords.

Network visualization

The co-occurrence network analysis demonstrates strong thematic connections between character
and virtue (7 co-occurrences), business ethics and virtue ethics (5 co-occurrences), and leadership
and virtue (5 co-occurrences). These patterns indicate the theoretical coherence of the field while
highlighting opportunities for further integration of emerging themes such as sustainability and
innovation (Yu and Yan 2021) (Figure 10).

Research areas and interdisciplinary character

The research area analysis confirms the multidisciplinary nature of business character studies,
with Business & Economics representing the dominant field (654 publications, 66.9%), followed
by Social Sciences (242 publications, 24.7%) and Environmental Sciences & Ecology (91 publica-
tions, 9.3%) (Figure 11).

This distribution reflects the field’s evolution from purely philosophical discussions to practical
business applications, with growing integration of sustainability and environmental considera-
tions. The interdisciplinary character suggests opportunities for cross-fertilization of ideas and
methodologies across traditional academic boundaries.

Discussion and proposed framework in context of business character

Based on character-driven leadership research and co-occurrence networks, the study proposes
four comprehensive thematic models that illustrate the critical importance of character in
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Figure 9. Top 20 author keywords showing virtue ethics, business ethics, and leadership as the most prominent research
themes.

leadership contexts. These frameworks demonstrate how character serves as the foundational
element that shapes leadership effectiveness and organizational outcomes.

The Ivey Leadership Character Framework centers around the concept of Judgment, which
acts as the key moderating force influencing all other dimensions of character (Figure 12). The
model groups eleven traits into logical clusters. Integrity and Justice form the moral core, setting
the standard for fair, principled decisions (Crossan, Seijts, and Gandz 2015; Gandz et al. 2013).
Temperance and Accountability shape self-regulation, helping leaders stay disciplined and own
outcomes (Crossan, Seijts, and Gandz 2015). Drive and Courage power achievement and resili-
ence, enabling ambition without losing nerve when challenges arise (Gandz et al. 2013). Humility,
Humanity, and Collaboration build the interpersonal foundation for authentic connection and
effective teams (Crossan, Seijts, and Gandz 2015). Transcendence adds a sense of purpose and
vision that lifts thinking beyond the immediate (Gandz et al. 2013). Keeping Judgment at the
core reflects a simple truth from virtue ethics: practical wisdom is the guide that helps leaders
balance and apply all the other dimensions in context (Hartman 2013).

The bibliometric results show virtue ethics as the dominant theoretical anchor, so the Ivey
Leadership Character Framework and its four cardinal virtues offer a natural basis for designing
character-focused assessment and development in organizations. Keyword trends also support
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Keyword Co-occurrence Network

Figure 10. Network visualization showing strong connections between character-virtue, business ethics-virtue ethics, and leader-
ship-virtue themes.
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Figure 11. Research area distribution showing Business & Economics as the dominant field, followed by Social Sciences and
Environmental Studies.

treating character as developable, which aligns with a staged, multi-phase development journey
rather than a one-off intervention. In addition, links between character, leadership behavior and
outcomes such as performance, innovation and stakeholder trust justify integrating character met-
rics into selection, appraisal and leadership programs, while tailoring interventions to organiza-
tional context and stakeholder expectations.

Character also develops over time. The Five-Phase Character Development Framework treats
it as a journey rather than a fixed trait (Figure 13). Leaders begin with Discover, building self-
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Figure 12. Framework 1: The Ivey Leadership Character Framework.

awareness by taking stock of strengths and growth areas. Those who engage in disciplined
reflection tend to progress faster. In Activate, they put character into practice with guidance
and feedback, echoing the idea that habits form virtues. Strengthen comes next, as consistent
practice across different situations builds resilience and integrates character more deeply.
Connect emphasize relationship leaders who express character authentically earn trust, deepen
stakeholder ties, and see greater commitment across the organization (Ribeiro, Duarte, and
Gomes 2025). Sustain is the real stress test: maintaining character when the pressure is high.
Exemplars like Nelson Mandela show what that looks like over decades. The process is cyclical,
feedback fuels continual learning and growth.

Strong leadership character is not just a nice idea; it shows results. The Virtue-Based
Leadership Performance Model explains how classical virtues translate into day-to-day actions
and business outcomes. It starts with the four cardinal virtues—prudence, justice, temperance,
and courage—which anchor a leader’s choices and conduct (Figure 14). Grounded in Aristotelian
thinking, these qualities become visible through behaviors like making ethical decisions, commu-
nicating honestly, leading inclusively, and staying resilient under pressure. When leaders act this
way consistently, organizations tend to see higher trust and stronger performance (Fowers 2008;
Ribeiro, Duarte, and Gomes 2025). That behavior builds momentum: trust deepens, culture
strengthens, results improve, and performance becomes more sustainable over time. Evidence
even suggests that teams led by character-driven leaders can deliver higher returns on assets than
their peers (Ribeiro, Duarte, and Gomes 2025; Yu, Xiao, and Bo 2018). In short, this model closes
the gap between virtue in theory and performance in practice.



INTERNATIONAL STUDIES OF MANAGEMENT & ORGANIZATION 239

Character Development Framework

= Progressiva Path +<---- Feedback Loops

Figure 13. Framework 2: Five-Phase Character Development Framework.

Virtue-Based Leadership Performance Model

Tampedance. Authentz: Comm Enbanced Trust

Supariar Prf

litice: Ethical eckzion

Positae CLbtLre,

Prudance Fasiient Mgt

Sustainadility

g
-3
x
B

Figure 14. Framework 3: Virtue-Based Leadership Performance Model.

Character shapes result in very practical ways. The Character—Performance Relationship frame-
work traces that path from the inside out, starting with core traits—integrity, humility, courage,
empathy, and wisdom—that give leadership its tone and direction (Belcher 2024) (Figure 15).
When a leader’s natural character aligns with how they lead—whether that’s authentic, servant,
transformational, compassionate, or strategic—people tend to lean in more, and performance fol-
lows (Lasu and Biaggi 2021; Ribeiro, Duarte, and Gomes 2025). The alignment shows up inside
teams as higher trust, stronger engagement, more collaboration, and a willingness to innovate. It
also builds psychological safety—the confidence to speak up, try new things, and learn from mis-
takes—which is a symbol of effective teams (Ribeiro, Duarte, and Gomes 2025). Those team con-
ditions then translate into hard outcomes: better financials and operations, more innovation,
higher stakeholder satisfaction, and stronger sustainability performance (Benameur et al. 2024;
Ribeiro, Duarte, and Gomes 2025; Yu, Xiao, and Bo 2018). The framework also acknowledges
reality: context matters. Culture, industry pressures, specific situations, and stakeholder expecta-
tions all shape how character plays out day to day. The task for leaders is to adapt wisely to those
conditions without losing hold of core values (Yu, Xiao, and Bo 2018).



240 M. BISLA AND U. BAMEL

Character-Performance Framework

.P.wp.\fl'\c .lel\.wsi_:}ils_l'.:.lie_w';l ..fz.;.k;mmu. sar
Stakehalter Exgp
Wisdom )

.-.;un;e.:_:.c Land,

[l o vis ! - .r: o Disction  Sustainabily
.El'luowu Dev.

- Humility . Saivant Lead Operatiaral [.‘-
.Tr.1,1nlo|1:.:lum:|l Loact [l e

[ vetusary Bm . -I!\;zr.r.',m_m\(:nr\.

[ v cutture ESulum ."\‘J|="="'| o L .r‘s\-:r Safaty Einsa euf.

Figure 15. Framework 4: Character-Performance Relationship Framework.

Implications
Theoretical implications

The bibliometric analysis reveals several significant theoretical contributions that advance our under-
standing of business character research. First, the study establishes virtue ethics as the theoretical
cornerstone of business character research, with virtue ethics emerging as the most dominant theme in
the keyword analysis. This finding validates the philosophical foundations of character-based
approaches and demonstrates how classical Aristotelian virtue ethics has been successfully translated
into contemporary organizational contexts. The strong co-occurrence networks between character-vir-
tue, business ethics-virtue ethics, and leadership-virtue themes provide empirical evidence of theoret-
ical coherence within the field. Second, the analysis contributes to character development theory by
revealing character as a developable rather than fixed trait. The proposed Five-Phase Character
Development Framework (Discover, Activate, Strengthen, Connect, Sustain) challenges traditional
personality-based leadership theories by demonstrating that character can be systematically cultivated
through structured interventions. This developmental perspective represents a significant theoretical
shift from essentialist views of leadership traits to constructivist approaches that emphasize growth and
adaptation. Third, the study advances integrative leadership theory by demonstrating how character
dimensions interact synergistically rather than operating independently. Fourth, the research contrib-
utes to stakeholder theory and sustainable business practices by establishing character-based leadership
as a mechanism for creating shared value across multiple stakeholder groups. The Character-
Performance Relationship Framework demonstrates theoretical linkages between individual character,
leadership behaviors, team dynamics, and organizational outcomes, providing empirical support for
stakeholder-centric business models that prioritize long-term value creation over short-term profits.

Practical implications

Leadership character frameworks offer profound insights that are reshaping how organizations
think about competitive advantage in today’s business environment. As companies increasingly
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focus on sustainability and innovation, character-based leadership approaches are proving valu-
able for tackling modern challenges like ethical technology deployment, developing sustainable
business models, and implementing stakeholder capitalism principles (Li and Yu 2018). The char-
acter-driven leadership frameworks make particularly compelling moves that goes beyond con-
ventional performance indicators to create deeper organizational change (Stokes and Harris
2012). When organizations embrace these approaches, they often discover that developing virtues
like justice, humility, and humanity in their leaders creates a ripple effect throughout the com-
pany. This translates into real benefits: employees become more engaged, customers develop
stronger loyalty, and shareholders see improved returns over time. Rather than viewing character
development as a soft skill initiative, forward-thinking organizations are recognizing it as a stra-
tegic investment that strengthens multiple aspects of business performance simultaneously. The
developmental nature of character, contradicting fixed-trait assumptions, provides organizations
with actionable pathways for leadership cultivation through structured assessment, targeted coach-
ing, and progressive skill-building initiatives.

Furthermore, the frameworks establish contextual adaptation as a critical success factor, where
leaders must demonstrate practical wisdom in applying character principles across diverse situ-
ational demands. One such leader behavior can be demonstrated in terms of micro-moments
(Stokes et al. 2019). This adaptive capability enables organizations to maintain ethical consistency
while responding effectively to evolving business challenges. The research reveals that character-
based leadership creates a sustainable competitive moat, as virtue-driven decision-making proc-
esses, stakeholder-centric value propositions, and authentic organizational cultures prove difficult
for competitors to replicate, positioning character development as a strategic imperative for long-
term organizational success and societal contribution.

Conclusion, limitations & future research directions

Business character research has evolved into a rapidly growing, multidisciplinary field with strong
theoretical foundations and increasing practical relevance. Its exponential growth since 2010 reflects
rising recognition of character-based approaches in business education and practice. The field dem-
onstrates thematic coherence around virtue ethics, business ethics, and leadership, while integrating
emerging themes such as sustainability and innovation. Key authors, influential works, and collab-
orative networks provide a clear intellectual roadmap for future scholarships. Future research should
focus on validating theoretical models, developing robust measurement instruments, and exploring
character-based solutions to contemporary challenges. Priority areas include creating psychometric-
ally sound tools for assessing character across industries and cultures, conducting cross-cultural
studies to examine contextual influences, and undertaking longitudinal research on character devel-
opment. Additionally, the integration of character with sustainability, digital transformation, and Al
ethics offers promising directions. The field’s evolution from philosophical roots to applied context
positions it to make significant contributions to ethical business practices and sustainable organiza-
tional development. Opportunities also exist for expanding character-based approaches into organ-
izational psychology, human resource management, and strategic management.

The study is based exclusively on the Web of Science database and focuses only on peer-
reviewed journal articles related to business character, which may limit the breadth of the evidence
base considered. Future work could broaden this scope by incorporating additional databases such
as Scopus, EBSCO, or IEEE Xplore to capture a wider range of relevant publications and perspec-
tives. In addition, only published journal articles were analyzed, while conference proceedings,
industry white papers, and technical reports were omitted, even though these sources often report
innovative or exploratory findings that could enrich the understanding of the field. The analysis
also does not explicitly control the effects of self-citation, which may exaggerate the apparent
impact of certain authors or studies within citation networks. Finally, this research does not
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undertake a meta-analysis or an in-depth critical appraisal of study designs, which could have pro-
vided deeper insight into methodological strengths, weaknesses, and gaps. Future studies may
address these limitations by undertaking research that has a wider range of data sources and adopt-
ing systematic or meta-analytic review methods for deeper investigation in the field of business
character.
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