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Abstract Scholarly interest in employees’ voluntary pro-

environmental behavior has begun to emerge. While this

research is beginning to shed light on the predictors of

workplace pro-environmental behavior, our understanding

of the psychological mechanisms linking the various

antecedents to employees’ environmentally responsible

behavior and the circumstances under which any such

effects are enhanced and/or attenuated is incomplete. The

current study seeks to fill this gap by examining: (a) the

effects of perceived corporate social responsibility on

employees’ voluntary pro-environment behavior; (b) an

underlying mechanism that links CSR perceptions to these

behaviors; and (c) a boundary condition to these relation-

ships. Data from 183 supervisor-subordinate dyads

employed in large- and medium-sized casinos and hotels in

Guangdong China and Macau revealed that employees’

corporate social responsibility perceptions indirectly affect

their engagement in voluntary pro-environmental behavior

through organizational identification, and these effects are

stronger for employees high in empathy.

Keywords Corporate social responsibility � Employee

voluntary pro-environmental behavior � Organizational

identity � Organizational environmental sustainability �
Empathy

Introduction

There is now considerable agreement that corporations

significantly contribute to environmental degradation

(Norton et al. 2015; Robertson and Barling 2015). As such,

companies around the world are beginning to improve their

environmental performance by influencing their employees

to engage in voluntary pro-environmental behavior

(Robertson and Barling 2015). This interest in workplace

pro-environmental behavior has become the focus of

scholarly inquiry such that a growing body of research on

these behaviors has begun to emerge (Andersson et al.

2013; Norton et al. 2015; Robertson and Barling 2015).

Within this literature, research has shown employees’ pro-

environmental behavior not only affects the quality of the

natural environment, but such behavior also has important

implications for organizations (e.g., financial performance),

their leaders (e.g., leader effectiveness) and employees

(e.g., job satisfaction; see Norton et al. 2015).

Given the beneficial outcomes of workplace pro-envi-

ronmental behavior, researchers have focused on identify-

ing the predictors of this behavior. Some of this research

has linked individual-level person factors to employees’

voluntary pro-environmental behavior (e.g., subjective

norms, positive affect, conscientiousness and motivation;

see Bissing-Olson et al. 2013; Flannery and May 2000;

Kim et al. 2014; Graves et al. 2013). Other research has

explored the influence of organizational factors. For

example, perceived organizational support for the envi-

ronment (e.g., Cantor et al. 2012; Lamm et al. 2015),

strategic human resource management practices (e.g.,
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Paillé et al. 2014), perceived management commitment to

the environment (e.g., Erdogan et al. 2015; Ramus and

Steger 2000), leaders’ supportive behaviors (e.g., Ramus

and Steger 2000; Robertson and Barling 2013), environ-

mental infrastructure (e.g., Holland et al. 2006; Van Hou-

ten et al. 1981) and incentives (e.g., Graves et al. 2013;

Tam and Tam 2008) have been shown to predict workplace

pro-environmental behavior. Researchers have also inves-

tigated whether or not the perceived presence of an orga-

nizational environmental policy affects employees’

engagement in environmentally responsible behavior. For

example, Ramus and Steger (2000) reported a direct link,

while Norton et al. (2014) and Paillé and Raineri (2015)

found an indirect link through employees’ normative

beliefs and their commitment to workplace environmental

concerns, respectively.

Although this research contributes to our growing

understanding of the factors that influence employees to

engage in voluntary pro-environmental behavior, research

on the predictors of workplace pro-environmental behavior

is still in its infancy (Robertson and Barling 2015). As a

result, our understanding of the processes and mechanisms

through which these antecedents affect employees’ envi-

ronmentally responsible behavior, and under which con-

ditions any such effects are enhanced and/or attenuated is

incomplete (Norton et al. 2015). Further, an examination of

the psychological mechanisms underlying the link between

the perceived presence of organizational policies imple-

mented at the firm level and workplace pro-environmental

behavior has been neglected (Norton et al. 2014), and an

understanding of what variables may moderate this rela-

tionship is lacking. Finally, there has been little progress in

advancing a theoretical understanding of how corporate

socially and environmentally responsible practices and

policies are associated with employee pro-environmental

behavior. Accordingly, we seek to fill these knowledge

gaps by exploring how and when perceived corporate

social responsibility (CSR)—defined as the perceived

presence of socially and environmentally responsible

practices and policies that aim to enhance the welfare of

various stakeholders (Turker 2009)—affect employees’

propensity to engage in pro-environmental behavior.

Specifically, we replicate previous research on the micro-

foundations of CSR (i.e., the study of how employees

respond to perceived CSR; De Roeck et al. 2016) by first

hypothesizing that employees’ CSR perceptions predict

their organizational identification. We then extend the

extant literature by examining: (a) how empathy moderates

the effects of perceived CSR on organizational identifica-

tion; (b) the mediating role of organizational identification

to the relationship between perceived CSR and employees’

voluntary pro-environmental behavior; and (c) the moder-

ating effect of empathy on the indirect effect of perceived

CSR on employees’ engagement in environmentally

friendly behavior through organizational identification (see

Fig. 1). Given that organizations in China are often asso-

ciated with social negligence and environmental pollution

in the eyes of the public (Shen et al. 2008), and there is a

need to fill knowledge gaps in the predictors of Chinese

employees’ pro-environmental behavior (Chen et al. 2011),

we test these hypotheses in the hotel industry in China.

Understanding how and when perceived CSR affects

employees’ engagement in pro-environmental behavior is

important for several reasons. First, examining the effects

of perceived CSR on employees’ voluntary pro-environ-

mental behavior will contribute to the growing body of

literature on the predictors of workplace pro-environmental

behavior by identifying another organizational means of

enhancing pro-environmental behavior. Although the

presence of an organizational environmental policy has

been linked to workplace pro-environmental behavior, the

role of perceived corporate policies and practices as a key

antecedent to employees’ environmentally responsible

behavior has not been fully explored (Paillé and Raineri

2015). Second, our examination of organizational identifi-

cation as the mechanism through which perceived CSR

affects workplace pro-environmental behavior provides

further insight into how policies and practices implemented

at the firm level impact employee behavior—one that

highlights the role of employees’ attitudes toward their

organization in the enactment of environmentally respon-

sible behavior. Third, by examining the moderating effect

of empathy on the relationship between perceived CSR and

organizational identification, we identify a potential

boundary condition to this relationship, and therefore,

provide greater clarity to the ‘‘precise nature of this rela-

tionship’’ (De Roeck et al. 2016, p. 2). Finally, should

empathy moderate the indirect effect of perceived CSR on

workplace pro-environmental behavior through organiza-

tional identification, insights into under what circumstances

employees are more (less) motivated to engage in pro-en-

vironmental behavior will be revealed.

Theoretical Background and Hypotheses

Microfoundations of CSR

CSR is regarded as an important organizational activity

(Vlachos, Panagopoulos, and Rapp 2014) that has stimu-

lated a great deal of research. To date, however, the vast

majority of this research has focused on the macro-level of

analysis (Aguinis and Glavas 2012; Morgeson et al. 2013).

For example, macro-level studies have examined CSR’s

impact on firm values (e.g., Servaes and Tamayo 2013),

reputation (e.g., Brammer and Pavelin 2006), corporate
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identity (e.g., Lamond et al. 2010), environmental perfor-

mance (e.g., Stanwick and Stanwick 1998) and financial

performance (e.g., Orlitzky et al. 2003). It has only been

more recently that studies on the microfoundations of CSR

have begun to emerge (Morgeson et al. 2013). Within this

literature, studies have shown that perceived CSR can

impact employees’ attitudes toward their organization,

such as firm attractiveness (e.g., Jones et al. 2014; Rupp

et al. 2013), organizational commitment and identification

(e.g., Brammer et al. 2007; Carmeli et al. 2007; De Roeck

et al. 2016; Kim et al. 2010), and job satisfaction (e.g.,

Valentine and Fleischman 2008). Research within this

realm has also shown that CSR perceptions can affect

employees’ in-role and extra-role workplace behaviors,

including their job performance (e.g., Korschun et al. 2014;

Vlachos et al. 2014), and organizational citizenship

behavior (e.g., Farooq et al. 2016; Jones 2010; Rupp et al.

2013).

Recently, Vlachos et al. (2014) extended the notion that

employees respond positively to CSR to suggest that per-

ceived CSR influences employees’ engagement in extra-

role CSR-specific behavior. Specifically, Vlachos et al.

(2014) found that when employees judge their company as

socially and environmentally responsible, they are more

likely to contribute ideas to, get involved with the imple-

mentation of and embrace their organization’s overall CSR

program. This research suggests that perceived CSR

impacts the extent to which an employee engages in

behavior related to their firm’s CSR program. Given that

employees’ voluntary pro-environmental behavior repre-

sents a type of extra-role behavior that is related to CSR

activity (Boiral 2009), we examine whether, how and when

perceived CSR affects employees’ engagement in volun-

tary pro-environmental behavior. In doing so, we seek to

extend Vlachos et al.’s (2014) initial research by demon-

strating that the effect of employees’ CSR perceptions

extends beyond general CSR-specific behavior, potentially

impacting employees’ voluntary pro-environmental

behavior (i.e., a specific type of behavior that supports a

firm’s CSR activity).

CSR Perceptions Foster Organizational

Identification

Derived from social identity theory (Ashforth and Mael

1989; Tajfel and Turner 1986) and self-categorization

theory (Haslam and Ellemers 2005), the concept of orga-

nizational identification (i.e., the degree to which a member

defines him or herself by the same attributes that he/she

believes define the organization; Dutton et al. 1994) is well

established within the CSR literature (Korschun et al.

2014). According to this theory, due to the desire to

enhance one’s self-concept and self-esteem needs (Farooq

et al. 2016), when an organization’s internal (i.e.,

employees’ own organizational perceptions) and external

(i.e., employees’ beliefs of how outsiders view the orga-

nization) image enhances self-continuity, self-distinctive-

ness, and self-enhancement, an employee is more likely to

view their organization’s image as attractive, and in turn,

identify with that organization (Dutton et al. 1994).

CSR perceptions are regarded as particularly important

in influencing how attractive an employee will evaluate his/

her organization (Farooq et al. 2016). According to Glavas

and Godwin (2013), employees’ CSR perceptions affect

the attractiveness of their organization’s internal and

external image because it contributes to employees’ self-

continuity and distinctiveness and fulfills their self-en-

hancement needs. In terms of self-continuity, social iden-

tity perspective suggests that an employee’s self-concept is

reinforced when she/he believes their organization’s values

mirror their own (Brammer et al. 2014; Dutton et al. 1994).

With respect to self-distinctiveness, socially and environ-

mentally responsible companies are often seen as presti-

gious (Glavas and Godwin 2013; Jones et al. 2014), and as

such, external stakeholders differentiate them from non-

socially and environmentally responsible companies

(Brammer et al. 2014). Being associated with a company

that is viewed as distinct provides employees with a sense

of self-uniqueness (Dutton et al. 1994). Finally, working

for a prestigious, distinct organization whose values are

similar to one’s own fosters feelings of pride or reward

Organizational 
Identification 

Voluntary Pro-environmental 
Behavior 

Perceived Corporate 
Social Responsibility 

Empathy 

Fig. 1 Proposed theoretical model
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(Dutton et al. 1994; Kim et al. 2010), which in turn,

enhances self-esteem (Brammer et al. 2014) and self-

worth, as employees bask in reflected glory of their orga-

nizations (Jones et al. 2014). By influencing employees’

self-continuity, distinctiveness and self-enhancement

needs, employees begin to incorporate attributes of the

organization into their own identity. Supporting these

theoretical arguments, research has shown socially and

environmentally responsible companies are more attractive

to prospective employees (Jones et al. 2014; Rupp et al.

2013), and employees are more likely to identify with them

(e.g., Brammer et al. 2014; De Roeck et al. 2016; Kim et al.

2010). Thus, we hypothesize:

Hypothesis 1 Perceived CSR is positively related to

organizational identification.

The Moderating Role of Empathy

Recently, scholars have begun to investigate the boundary

conditions to the relationship between perceived CSR and

organizational identification. For example, Farooq et al.

(2016) demonstrated that employees’ social and cultural

orientations affect the extent to which they identify with

their organization as a result of their CSR perceptions.

Similarly, De Roeck et al. (2016) found that employees are

more likely to identify with their socially and environ-

mentally responsible organizations when they perceive

their company as being internally fair. Extending this

research, we argue that how strongly employees identify

with their organization as a result of their CSR perceptions

will be contingent on individual differences in empathy.

Empathy1 is conceptualized as an individual difference

that involves sharing of another’s feelings in relation to that

other’s well-being (Batson 1990) and consists of both

cognitive and emotional components (Duan and Hill 1996;

Mencl and May 2009). Cognitive empathy captures an

individual’s ability to take the perspective of those in need

(Batson and Shaw 1991), while emotional empathy refers

to ‘‘an other oriented emotional response elicited by and

congruent with the perceived welfare of someone in need’’

(Batson 2008, p. 8). Through these cognitive and emotional

components, empathy motivates helping of those in need

(Batson 2009), and as a result, has been linked to ethical

conduct. For example, within the management literature,

empathy has been shown to be related to moral

disengagement (Detert et al. 2008), ethical conduct toward

customers (Verbeke and Bagozzi 2002) and ethical deci-

sion making (Dietz and Kleinlogel 2014; Mencl and May

2009). Thus, given its focus on identifying with others in

need (i.e., those who CSR activities seek to help) and its

relevance to ethics in organizational settings, we suggest

that empathetic employees will be more likely to identify

with their organization when they perceive it as socially

and environmentally responsible.

Highly empathetic individuals are those who are able to

take the perspective of someone in need, and as a result,

experience a vicarious response such that they feel affected

by what happens to that other person (Batson 1990, 2008).

Recently, it has been argued that employees can feel

empathy for others in need outside of the organization

(Muller et al. 2014). This suggests that employees who are

affected by what happens to others outside of the organi-

zation will be particularly sensitive to their organization’s

CSR activities because CSR focuses on enhancing the

welfare of various external stakeholders in need (Turker

2009). In turn, this sensitivity will affect the extent to

which employees will identify with their organization. In

contrast, those low in empathy do not react strongly to the

welfare of others in need. These individuals tend to be less

affected by others’ well-being, including those outside of

the organization. Thus, employees low in empathy are

likely to be less sensitive to how their organization treats

external stakeholders, and as a result, their CSR percep-

tions are less likely to affect their organizational identifi-

cation. On this basis, we hypothesize:

Hypothesis 2 Empathy moderates the relationship

between perceived CSR and organizational identification

such that the relationship will be stronger for employees

with high levels of empathy and weaker for those with low

levels of empathy.

Organizational Identification and Voluntary Pro-

environmental Behavior

Research that has linked organizational identification to

employee behavior (e.g., Brammer et al. 2014; Jones 2010;

Mael and Ashforth 1992) suggests that when employees

incorporate various aspects of their organization into how

they define themselves, any perceived differences between

their own interests and those of their employer are reduced,

thereby fostering a stronger alignment between employee

and organizational mission and goals. As a result, employees

are more likely to internalize their organizations’ values,

beliefs and goals as their own (Ashforth et al. 2008; Mael and

Ashforth 1992), and in turn, engage in behaviors that are

consistent with those values, beliefs and goals (Ashforth and

Mael 1989; Jones 2010). For example, Farooq et al. (2016)

1 It is important to note that empathy is conceptually similar to, yet

distinct from, third-party justice judgments (i.e., innate moral and

emotional reactions—usually anger- to the perceived unfair treatment

of others; Rupp 2011). Specifically, both consist of cognitive and

emotional components. That is, feeling empathy and experiencing

third-party justice judgments both involve drawing one’s attention to

some wrongful event (i.e., cognitive component) and exacerbating

feelings toward the event (i.e., emotional component).
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recently found that when employees identify with an orga-

nization that values and believes in the fair and benevolent

treatment of its employees, they are more likely to engage in

behaviors that exemplify the fair and kind treatment of their

co-workers (i.e., interpersonal helping). Moreover, when

employees identify with their firm, they become vested in

their organization’s success, and therefore, are motivated to

engage in behaviors that support the organization (Ashforth

and Mael 1989). Consistent with these arguments, organi-

zational identification has been empirically linked to a

variety of organizational citizenship behaviors that promote

organizational success, including cooperating with work

group members (e.g., Bartel 2001), exerting extra effort

(e.g., Bartel 2001; Farooq et al. 2016), taking action to

protect the organization (e.g., Newman et al. 2016), and

promoting their organization to outsiders (e.g., Farooq et al.

2016; Jones 2010; Newman et al. 2016).

Employees’ voluntary pro-environmental behavior repre-

sents a type of workplace behavior that is consistent with a

firm’s socially and environmentally responsible values,

beliefs and goals (e.g., by enhancing the welfare of an external

stakeholder—the natural environment), and that in the

aggregate, contributes to organizational success (Boiral 2009;

Norton et al. 2015). Previous empirical studies provide sup-

port for the impact of employees’ pro-environmental behavior

on organizational environmental performance (e.g., Kennedy

et al. 2015; Paillé et al. 2014), and research has shown that

workplace pro-environmental behavior positively impacts

financial performance (e.g., Chen et al. 2002; Tam and Tam

2008). As such, we argue that organizational identification is

an important factor that could influence employees’ pro-en-

vironmental behavior. Specifically, we suggest that employ-

ees who identify with their organization are more likely to

internalize that organization’s socially and environmentally

responsible values, beliefs and goals and consequently,

engage in behaviors that are consistent with and support those

values, beliefs and goals, including voluntary pro-environ-

mental behavior. Further, because employees who identify

with their firm are vested in their organization’s success, and

therefore engage in behaviors that support their firm (Mael

and Ashforth 1992), we propose that these employees will

engage in pro-environmental behavior, as such behavior

contributes to organizational success. Thus, we make the

following hypothesis:

Hypothesis 3 Organizational identification is positively

related to employees’ voluntary pro-environmental

behavior.

The Mediating Role of Organizational Identification

The pattern of relationships outlined above point to the

potentially far-reaching effects of CSR, such that perceived

CSR may indirectly (through organizational identification)

influence employees’ workplace pro-environmental

behavior. This is in line with Mael and Ashforth’s (1992)

model of organizational identification, according to which,

management can influence their employees to support their

organization in various ways by first encouraging them to

identify with their firm through the manipulation of sym-

bols. Consistent with this model, a body of research sug-

gests perceived CSR is an important organizational symbol

that can affect employees’ propensity to identify with their

organization, and in turn, their tendency to engage in var-

ious behaviors that support the firm. For example, Carmeli

et al. (2007) reported that employees who perceived their

company as socially and environmentally responsible are

more likely to identify with their firms, and subsequently,

exhibit higher levels of job performance. Jones (2010)

showed empirically that due to their organizational iden-

tification, employees who more highly value their organi-

zation’s volunteerism program have stronger intentions to

stay with their company and are more likely to speak

favorably about their organization. More recently, Bram-

mer et al. (2014) found that CSR is indirectly related to

employee creative effort through organizational identifi-

cation. In short, organizational identification is a primary

mechanism through which perceived CSR affects a wide

variety of employee behavior that aims to support the firm

(Farooq et al. 2016; Jones 2010).

We accord a similar mediating role to organizational

identification. Specifically, we suggest that when employ-

ees perceive their organization as one that contributes to

some social or environmental good by benefitting various

stakeholders (i.e., CSR; Turker 2009), they will be more

likely to identify with that company. Consequently, they

will be motivated to engage in behavior that seeks to

support the organization. In particular, we suggest that

because employees identify with a socially and environ-

mentally responsible organization, they will want to sup-

port the firm’s CSR program specifically by engaging in

behavior that strives to further benefit any one of the

stakeholders the firm’s CSR efforts target, such as the

natural environment (i.e., behavior that is aligned with the

company’s goals, mission and values). One such type of

behavior includes environmentally friendly behavior since

this behavior promotes the quality of the natural environ-

ment by improving organizational environmental perfor-

mance (Norton et al. 2015). Indirect support for these

arguments comes from Ramus and Steger (2000) who

claim organizational policies indirectly affect employees’

behavior, and research that has empirically showed cor-

porate policies are an important precursor (directly and

indirectly) to workplace pro-environmental behavior (e.g.,

Norton et al. 2014; Paillé and Raineri 2015; Ramus and

Steger 2000). On this basis, we hypothesize:
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Hypothesis 4 Perceived CSR is indirectly related to

employees’ voluntary pro-environmental behavior through

organizational identification.

The Moderating Effect of Empathy on the Indirect

Relationship Between Perceived CSR and Voluntary

Pro-environmental Behavior Through

Organizational Identification

While scarce, empathy has also been studied in the envi-

ronmental psychology literature. Within this literature, it is

argued that empathy can be generated for the environment,

and in turn, affect pro-environmental attitudes and behav-

iors (Schultz 2000). More specifically, environmental

psychology scholars (e.g., Berenguer 2007, 2008; Schultz

2000) draw upon the empathy-altruism hypothesis (i.e.,

empathy motivates helping behavior directed toward those

in need; Batson 2009) to suggest that empathetic individ-

uals can take the perspective of, and subsequently, feel for

the welfare of the natural environment harmed by anthro-

pogenic agents (i.e., an other in need). These feelings

improve one’s attitude toward the environment, and ulti-

mately, motivate behavior that would help improve the

quality of the environment. Supporting this theoretical

rationale are several studies that have empirically estab-

lished the link between empathy and environmentally

friendly attitudes and behaviors (e.g., Schultz 2000, 2001;

Berenguer 2007), which, together, highlight the relevance

of empathy for promoting pro-environmental behavior.

Accordingly, we draw upon the empathy-altruism

hypothesis to examine how empathy moderates the indirect

effect of CSR on employees’ voluntary pro-environmental

behavior through organizational identification. Due to their

ability to consider and feel affected by the welfare of the

environment, we propose that empathetic employees will

have more positive attitudes about the environment. Thus,

when these employees identify with their organization as a

result of their CSR perceptions, they will be more likely to

engage in workplace pro-environmental behavior that

supports their firm’s socially and environmentally respon-

sible beliefs, values and goals. In contrast, employees low

in empathy do not consider nor are they affected by harm

caused to the environment. As a result, these employees are

less likely to have positive attitudes toward the environ-

ment. Therefore, even though these employees’ identify

with their organization as a result of the CSR perceptions,

they are less likely to engage in behavior that seeks to

improve the quality of the environment. Thus, we

hypothesize:

Hypothesis 5 Empathy moderates the indirect relation-

ship between perceived CSR and voluntary pro-environ-

mental behavior through organizational identification such

that the relationship will be stronger for employees with

high levels of empathy and weaker for those with low

levels of empathy.

Methodology

Sample and Procedure

To avoid issues associated with common method bias, the

hypotheses of this study were tested using 183 supervisor-

subordinate dyads from nine large- and medium-sized

casinos and hotels in Guangdong China and Macau.

Specifically, we followed guidelines (e.g., Podsakoff et al.

2012) to control for common method bias that may result

from common rater effects by obtaining ratings for CSR

perceptions, organizational identification and empathy

from subordinates, and ratings for employees’ pro-envi-

ronmental behavior from supervisors. Supervisors’ ratings

were deemed appropriate to use because the majority of the

participants work in casinos where supervisors and subor-

dinates work alongside each other in a big casino lobby or

public office, thereby allowing sufficient opportunities for

supervisors to observe employees’ pro-environmental

behavior.

To recruit participants, the researchers first discussed the

objectives and procedures of the study with the Human

Resource (HR) managers from each organization. The HR

managers then randomly selected supervisor-subordinate

dyads (i.e., HR managers selected the supervisors and one

of their employees) and sent information about our study to

them. Next, the researchers sent these randomly chosen

dyads a recruitment email, informing them of the purpose

of the research and a copy of the research survey. Informed

consent was obtained from all participants included in the

study. The researchers collected the completed question-

naires. Out of 600 administered questionnaires (i.e., 300 for

supervisors, 300 for subordinates), a total of 366 usable,

matched questionnaires (i.e., 183 supervisor–subordinate

dyads) were returned, yielding a response rate of 61%. In

the subordinate sample, 47% were male. The mean age and

organizational tenure of the subordinates were 29.44 and

1.99 years, respectively. In the supervisor sample, 53.6%

were male. The mean age and organizational tenure of the

supervisors were 36.62 and 3.48 years, respectively.

Measures

The questionnaires were in Chinese, but the measures were

originally written in English. The conventional method of

back translation (Brislin 1980) was used to translate the

measures into Chinese and then back into English. A pilot

test of the Chinese version of the questionnaires using 20
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employees was conducted to assess their face validity,

usability and the quality of the translation. The respondents

informed us that all survey measures were meaningful and

applicable to their work context. Thus, all scales were

deemed appropriate to use in the current context. All items

were measured on a scale ranging from 1 ‘completely

disagree’ to 5 ‘completely agree’ and all scales demon-

strated good reliability (see Table 1).

Perceived CSR

We measured CSR perceptions at the individual level

because much like HR policies, employees may not per-

ceive them in the same way (Nishii et al. 2008), thereby

questioning the appropriateness of aggregating individual

CSR perceptions to a higher level (Morgeson et al. 2013).

Specifically, like other studies on CSR in China (e.g.,

Hofman and Newman 2014; Tian et al. 2015), we used

Turker’s (2009) scale, which measures employees’ per-

ceptions that their organization acts responsibly toward the

environment and society (e.g., ‘‘Our company participates

in activities, which aim to protect and improve the quality

of the natural environment’’), customers (e.g., ‘‘Our com-

pany respects consumer rights beyond legal requirements’’)

and the government (e.g., ‘‘Our company complies with

legal regulations completely and promptly’’). We did not

include items that measure CSR toward employees in our

analyses because scholars do not regard this dimension as

CSR but rather, suggest that it represents other already

well-defined constructs, such as socially responsible HRM

practices, work–family support and high-performance work

systems (De Roeck et al. 2016; Farooq et al. 2016). The

items we used to measure perceived CSR appear in the

‘‘Appendix’’.

Organizational Identification

Employees’ rated their organizational identification on six

items developed by Mael and Ashforth (1992). Sample

items include, ‘‘This organization’s successes are my suc-

cesses’’ and ‘‘When I talk about my organization, I usually

say we rather than they.’’

Empathy

In an effort to keep the survey short, and because we define

empathy as consisting of both cognitive and emotional

aspects, we used Dietz and Kleinlogel’s (2014) shortened

version of Davis’ (1983) subscales that measure perspec-

tive taking (e.g., ‘‘I sometimes find it difficult to see things

from the other guy’s perspective’’) and empathetic concern

(e.g., ‘‘I am often quite touched by things I see happen’’).

Following Dietz and Kleinlogel (2014), who found that the

10 items measuring each component of empathy form one

overall factor, we averaged these items to compute one

measure of empathy (see the ‘‘Appendix’’ for the abbre-

viated measure of empathy).

Workplace Pro-environmental Behavior

Recently, employees’ voluntary pro-environmental behav-

ior has been conceptualized and operationalized as a type

of environmental organizational citizenship behavior

(OCBE; Boiral 2009; Boiral and Paillé 2012; Lamm et al.

2013). Thus, we operationalize voluntary pro-environ-

mental behavior as OCBE and used Lamm et al.’s (2013)

twelve item OCBE measure. Sample items include, ‘‘He/

she is a person who properly disposes of electronic waste’’

and ‘‘He/she is a person who prints double-sided.’’

Table 1 Means, standard deviations, correlations and reliabilities of studied variables (N = 183)

Mean SD 1 2 3 4 5 6 7 8 9 10

1. Follower age 29.44 6.95 –

2. Follower gender .53 .50 -.05 –

3. Follower tenure 1.99 1.22 .46** -.13 –

4. Supervisor age 36.62 8.79 .08 .07 .02 –

5. Supervisor gender .46 .50 -.21** .02 -.18* -.03 –

6. Supervisor tenure 3.48 1.63 .03 .12 -.02 .74** -.09 –

7. CSR perception 3.82 .58 .04 .09 -.15* -.01 .05 -.02 .87

8. OI 3.77 .67 -.03 .08 -.19** .06 .03 .06 .61** .85

9. PEB 3.54 .51 .01 .04 -.04 .18* .15* .10 .15* .25** .73

10. Empathy 3.53 .46 .09 .03 .03 -.04 .02 -.11 .36** .45** .09 .74

CSR corporate social responsibility, OI organizational identification, PEB voluntary pro-environmental behavior

* p\ .05; ** p\ .01

Bold represents scale reliabilities appear along the diagonal
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Control Variables

Because some demographic characteristics of employees

such as age, gender, and tenure have been linked to orga-

nizational identification (e.g., Edwards 2009; Riketta 2005)

and general organizational citizenship behaviors (e.g., Van

Dyne and Pierce 2004), we controlled for these variables in

our analyses.

Data Analyses

Since our hypotheses constitute a test of moderated medi-

ation (also called conditional indirect effects), we followed

Preacher et al.’s (2007) method for testing moderated

mediation by using Hayes’ (2013) PROCESS macros for

SPSS. The PROCESS macros use ordinary least squares

path analysis and generate bias-corrected 95% confidence

intervals (CI) based on bootstrapped resamples to avoid

problems related to violating assumptions of normality of

the sample distribution. Unstandardized regression coeffi-

cients are reported for all analyses (Hayes 2013). The

PROCESS macros allow for probing the conditional direct

and indirect (i.e., moderated mediation) effects by pro-

ducing bias-corrected CI for these effects at varying levels

of the moderator. If the bias-correct CI for an effect did not

straddle zero, the effect was significant at p\ .05. Fol-

lowing Hayes’ (2013) recommendation, the mediating and

moderating variables were mean centered to improve the

interpretability of the results.

Results

Descriptive data, intercorrelations, and reliabilities (shown

on table diagonals) for all study variables appear in

Table 1. Due to the high correlations among the predictor

variables included in our model, we first conducted mul-

ticollinearity diagnostics in SPSS. The variance inflation

factors (VIF) for CSR perceptions (1.62), organizational

identification (1.87) and empathy (1.33) revealed that

multicollinearity is not a concern.

Next, we used Hayes’ (2013) PROCESS macros,

Model 58 to test our proposed hypotheses. Results from

these analyses demonstrated that perceived CSR is posi-

tively related to organizational identification (b = .57,

p\ .001, CI [.44, .71]), thereby supporting Hypothesis 1.

In support of Hypothesis 2, the results confirmed the

interaction effect of empathy on the relationship between

perceived CSR and organizational identification (b = .22,

p\ .05, 95% CI [.02, .42]). Probing this interaction

revealed that perceived CSR is more strongly related to

organizational identification among employees with high

(i.e., the mean plus 1 standard deviation; conditional

effect: b = .67, p\ .05, 95% CI [.50, .85]) and moderate

(i.e., the mean; conditional effect: b = .57, p\ .05, 95%

CI [.44, .71]) levels of empathy compared to employees

with low levels of empathy (i.e., the mean minus 1

standard deviation; conditional effect: b = .48, p\ .05,

95% CI [.32, .63]). See Fig. 2. Tests of simple slope

significance supported these findings, showing that the

slope significantly differed from 0 for both high

t(182) = 7.73, p\ .05 and low t(182) = 6.08, p\ .01

levels of empathy. Supporting Hypothesis 3, we found

organizational identification is positively related to pro-

environmental behavior (b = .18, p\ .05, CI [.03, .34]).

The interaction effect of empathy on the indirect rela-

tionship between perceived CSR and pro-environmental

behavior through organizational identification was also

significant (b = .18, p = .05, 95% CI [.00, .37]). Probing

this interaction revealed that perceived CSR is not indi-

rectly linked to voluntary pro-environmental behavior via

organizational identification for employees who are low in

empathy (i.e., the mean minus 1 standard deviation;

conditional indirect effect: b = .05, p[ .05, 95% CI

[-.03, .17]). However, this indirect effect is present for

employees who are moderate (i.e., the mean; conditional

indirect effect: b = .10, p\ .05, 95% CI [.02, .24]) and

high (i.e., the mean plus 1 standard deviation; conditional

indirect effect: b = .18, p\ .05, 95% CI [.03, .38]) in

empathy (see Fig. 3). Tests of simple slope significance

supported these findings, showing that the slope did not

significantly differ from 0 at low levels of empathy

t(182) = .97, p[ .05, but did significantly differ from 0

at high levels of empathy t(182) = 2.01, p\ .05. Taken

together, these findings support our fourth and fifth

hypotheses that perceived CSR is indirectly linked to pro-

environmental behavior through organizational identifica-

tion, but only among empathetic employees. See Tables 2

and 3 for the model summaries.
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Fig. 2 Conditional effect of empathy on CSR and organizational

identification. CSR corporate social responsibility
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Discussion

Given the positive effects of employees’ voluntary pro-

environmental behavior for the natural environment,

organizations and its members, it is important for

researchers to investigate these behaviors. While a body of

research has begun to identify the antecedents to workplace

pro-environmental behavior, greater attention needs to be

paid to the processes and mechanisms through which these

antecedents affect employees’ environmentally responsible

behavior, and under which conditions any such effects are

enhanced and/or attenuated (Norton et al. 2015). Accord-

ingly, we sought to contribute to this body of research by

examining how and when perceived CSR affects employee

engagement in voluntary pro-environmental behavior. Data

from supervisor-subordinate dyads supported all of the

hypotheses specified in our theoretical model. Specifically,

replicating previous research on the microfoundations of

CSR, we found that when employees perceive their orga-

nizations as socially and environmentally responsible, they

are more likely to identify with their organization.

Extending this research, our results show that this rela-

tionship is stronger for empathetic employees. We also

found that perceived CSR indirectly impacts employees’

environmentally friendly behavior through their organiza-

tional identification, but only among empathetic employ-

ees. That is, the indirect link between perceived CSR and

workplace pro-environmental behavior through organiza-

tional identity is only present for those who demonstrate

moderate and high levels of empathy. These findings point

to the important roles CSR activities, organizational iden-

tification and empathy play in predicting employees’ vol-

untary pro-environmental behavior, and offer important

theoretical and managerial implications.

Theoretical Implications

To begin, the current study advances the growing body of

research on workplace pro-environmental behavior in

several ways. First, we identify another organizational

predictor of pro-environmental behavior. By examining the
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Fig. 3 Conditional indirect effect of empathy on CSR and pro-

environmental behavior through organizational identification. OI

organizational identification

Table 2 Regression coefficients (standard errors) analyses (N = 183)

Estimate SE t p LLCI ULCI

Mediator variable model (DV = OI)

Constant .20 .16 1.20 .23 -.13 .52

CSR .57 .07 8.38 .00 .44 .71

Empathy .51 .09 5.95 .00 .34 .68

CSR 9 empathy .22 .10 2.14 .03 .02 .42

Gender .01 .07 .20 .84 -.13 .16

Age .00 .01 -.63 .53 -.02 .01

Tenure -.06 .03 -1.69 .09 -.13 .01

Model summary: R2 = .49, F(6, 176) = 28.65, p\ .01

Dependent variable model (DV = PEB)

Constant 3.45 .17 20.28 .00 3.12 3.79

CSR .01 .08 .15 .88 -.15 .18

OI .18 .08 2.34 .02 .03 .34

Empathy -.02 .10 -.24 .81 -.21 .17

OI 9 empathy .18 .09 1.97 .05 .00 .37

Gender .03 .07 .43 .67 -.12 .18

Age .00 .01 .10 .92 -.01 .01

Tenure .01 .04 .26 .79 -.06 .08

Model summary: R2 = .08, F(7, 175) = 2.32, p\ .05

LLCI and ULCI values represent bias-corrected 95% confidence

intervals

CSR corporate social responsibility, OI organizational identification,

PEB voluntary pro-environmental behavior

Table 3 Conditional direct effects of CSR on OI and conditional

indirect effects of CSR on PEB via OI at different values of empathy

(N = 183)

Empathy b SE LLCI ULCI p

Conditional direct effect (CSR on OI)

3.08 .48 .08 .32 .63 \.05

3.53 .57 .07 .44 .71 \.05

3.99 .67 .09 .50 .85 \.05

Conditional indirect effect (OI on PEB)

3.08 .05 .05 -.03 .17 [.05

3.53 .10 .05 .02 .24 \.05

3.99 .18 .09 .03 .38 \.05

Values of empathy are at the mean minus one standard deviation, the

mean, and the mean plus one standard deviation. LLCI and ULCI

values represent bias-corrected 95% confidence intervals

OI organizational identification, PEB voluntary pro-environmental

behavior

How and When Does Perceived CSR Affect Employees’ Engagement in Voluntary Pro-environmental… 407

123



predictive role of CSR perceptions, our research echoes

previous studies (e.g., Norton et al. 2014; Paillé and

Raineri 2015) to highlight how some of the antecedents of

employees’ pro-environmental behavior are rooted in

employees’ perceptions of their employer’s socially and

environmentally responsible policies and practices. Sec-

ond, our study answers calls (e.g., Norton et al. 2015) for

more research on the underlying mechanisms linking

antecedents with workplace pro-environmental behavior.

In doing so, we provide an additional explanation as to how

policies and practices implemented at the firm level impact

employee behavior. Specifically, our results show that

employees increase their organizational identification when

they perceive their company as socially and environmen-

tally responsible, and in turn, support their firm’s CSR

activities by engaging in voluntary pro-environmental

behavior. Third, we not only empirically examined the

mechanism that channels CSR to pro-environmental

behavior, but we also established a boundary condition

(i.e., empathy) to this indirect effect. This finding indicates

that employees’ environmental performance is contingent

on empathetic concern. More specifically, this result

demonstrates that given their (in)ability to take the per-

spective of and feel for the welfare of the natural envi-

ronment, employees higher (lower) in empathy are more

(less) likely to engage in voluntary pro-environmental

behavior when they identify with their organization as a

result of their CSR perceptions. Overall, our research

contributes to the workplace pro-environmental behavior

literature by providing a deeper understanding of how both

organizational and individual-level factors interact to

influence employees’ pro-environmental behavior.

This research also contributes to the nascent literature on

the microfoundations of CSR. Our study extends initial

research (e.g., Vlachos et al. 2014) that has linked per-

ceived CSR to employees’ engagement in behavior related

to their firms’ CSR program by demonstrating that this

effect extends beyond employees’ engagement in general

CSR-specific behavior. Our finding that this relationship is

indirect also answers recent calls for more research that

investigates what influences employees to carry out CSR

activities (Aguinis and Glavas 2012). Specifically, our

research suggests that employees’ engagement in CSR-

specific behavior is rooted, at least to some extent, in

employees’ identification with their organization. Further,

our finding that the link between perceived CSR and

organizational identification is moderated by empathy

extends emerging research that has begun to investigate the

boundary conditions to the relationship between perceived

CSR and organizational identification (e.g., De Roeck et al.

2016; Farooq et al. 2016). By identifying empathy as an

additional boundary condition that affects the CSR-orga-

nizational identification relationship, we provide a more

comprehensive understanding of the nature of this rela-

tionship. In particular, our study suggests that empathy can

alter the way CSR perceptions affect the extent to which

employees identify with their organization.

Finally, our research contributes to the empathy litera-

ture by answering calls to advance the empirical investi-

gation of empathy in management research (e.g., Bagozzi

2003; Dietz and Kleinlogel 2014). Specifically, our

research sheds light on how empathy can impact employ-

ees’ identification with their organization and their

engagement in behavior related to their firm’s CSR activ-

ity. In doing so, our research highlights the important role

empathy plays in influencing employees’ workplace atti-

tudes and behaviors.

Managerial Implications

The findings of this study also provide important practical

implications. Our results demonstrate that when employees

perceive their organization as socially responsible, firms

benefit through enhanced employee environmental perfor-

mance. Thus, one implication of our research for compa-

nies who wish to increase their environmental performance

through employees’ pro-environmental behavior is for

these firms to take steps to develop their employees’ CSR

perceptions. While not shown in the current research, they

could for example, communicate their CSR initiatives to

employees through newsletters, training programs and/or

mission statements. Further, given the motivational con-

tributions of organizational identification to employee

performance (Korschun et al. 2014) and other important

employee outcomes (e.g., extra effort and organizational

citizenship behaviors; Ashforth and Mael 1989; Farooq

et al. 2016; Jones 2010), our study points to the value of

fostering employees’ identification by implementing CSR

activities. Finally, our findings that empathy moderates the

effect of perceived CSR on organizational identification

and the indirect effect of perceived CSR on employees’

pro-environmental behavior via organizational identifica-

tion provide training implications. Specifically, our results

show that empathetic employees are more inclined to

identify with their organization when they perceive their

firm as socially and environmentally responsible, and are

more likely to engage in pro-environmental behavior when

they identify with their organizations as a result of their

CSR perceptions. Taken together, these findings indirectly

suggest that organizations might benefit from implement-

ing training programs in empathy. Drawing from past

research that has shown perspective taking (i.e., the cog-

nitive component of empathy) improved for college stu-

dents who received training in empathy (e.g., Hatcher et al.

1994), we suggest one possibility is to first train employees

in perspective taking. For example, it may be fruitful to
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train employees to ask themselves ‘‘how can my workplace

behavior harm external stakeholders?’’

Limitations and Future Directions

Despite the contributions of the current study, several

limitations warrant mention that should be addressed by

future research. First, because our study examined casinos

and hotels located in China and Macau, the generalizability

of our findings to other industries and cultures remains to

be established. Specifically, it is not clear whether the data

might have been biased due to the unique nature of the

hospitality industry (e.g., some issues like waste of food

scraps and consumption of air conditioning are unique in

the hospitality industry). Additionally, we do not know

whether or how the paradox some employees may feel as a

result of working for a socially and environmentally

responsible organization that supports a practice often

criticized on ethical grounds (i.e., gambling) may impact

the relationships studied in the current research. Moreover,

the fact that this study was conducted entirely in China may

limit the generalizability of our findings to other cultural

contexts because cross-culture theories suggest that reac-

tions to perceived CSR vary among employees from dif-

ferent cultures (Rupp et al. 2013). Thus, future research

should seek to replicate our findings in other organizational

contexts and cultures.

A second limitation of our research arises from the

cross-sectional design of the current study, precluding

inferences about causality. We argue, however, that our

hypothesized causal ordering is plausible given the con-

sistent findings that CSR is an antecedent to employee

outcomes (see Aguinis and Glavas 2012 for a review), not

vice versa. Nevertheless, we encourage future research to

adopt experimental and/or longitudinal designs to test the

hypothesized causal ordering proposed in the current

research.

A third limitation relates to our use of supervisors’ rat-

ings of employees’ pro-environmental behavior. Although

using supervisors’ ratings avoids issues associated with

common method bias and several precautions were taken to

encourage accurate ratings (e.g., we ensured anonymity,

encouraged honest responding and clearly indicated that

the organizations would not have access survey responses),

it has been shown that supervisors’ ratings of employees’

organizational citizenship behavior (a construct similar to

voluntary pro-environmental behavior) can be affected by

employees’ impression management techniques (Bolino

et al. 2006). Further, although the supervisors in our sample

have regular contact with their subordinates, it may be the

case that supervisors do not see all of the environmentally

responsible behavior their employees engage in on a daily

basis. Thus, future research should obtain ratings of

workplace pro-environmental behavior from multiple

sources.

A fourth limitation stems from our operationalization of

employees’ pro-environmental behavior. Specifically, our

measure considers only very specific conservation behav-

iors that people may also engage in at home. Thus, it may

be argued that employees engage in these behaviors out of

habit rather than because of their CSR perceptions and

organizational identification. Future research should seek

to determine the extent to which employees engage in the

same pro-environmental behaviors examined in the current

research at home. Doing so would provide insights into the

extent to which employees engage in these behaviors as a

result of habit, as well as point to any potential spill over

effects (from private to public sphere and vice versa). It is

also important that future research replicate our findings

using more workplace-specific measures of pro-environ-

mental behavior (e.g., Boiral and Paillé 2012).

In addition to addressing the limitations of our research,

we encourage future research to identify other potential

mediating and moderating variables to the relationship

between CSR perceptions and employees’ voluntary pro-

environmental behavior. For example, future research

should investigate the potential mediating role of organi-

zational pro-environmental work climate, a variable shown

to mediate the effects of the presence an organizational

environmental policy and employees’ environmental

behavior (Norton et al. 2014). Future research should also

examine other variables that may moderate the relation-

ships examined in the current research. One potential

variable may be environmentally specific transformational

leadership. Given its focus on using the four transforma-

tional leadership behaviors to influence environmental

sustainability (Robertson and Barling 2013), environmen-

tally specific transformational leaders may influence

employees’ propensity to identify with their organization in

the first instance, and as a result, their likelihood to engage

in behaviors that would support their firm’s CSR program.

Conclusion

Our study contributes to the growing body of research on

the predictors of workplace pro-environmental behavior by

identifying perceived CSR as an additional antecedent that

is indirectly related to employees’ voluntary pro-environ-

mental behavior through organizational identification, and

by showing that these relationships depend upon empathy.

Taken together, these findings enhance our understanding

of the processes and conditions under which perceived

CSR relates to workplace pro-environmental behavior.
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Appendix

Abbreviated CSR Scale (Turker 2009)

1. Our company participates in activities, which aim to

protect and improve the quality of the natural

environment.

2. Our company makes investment to create a better

life for future generations.

3. Our company implements special programs to mini-

mize its negative impact on the natural environment.

4. Our company targets sustainable growth, which

considers future generations.

5. Our company supports nongovernmental organiza-

tions working in problematic areas.

6. Our company contributes to campaigns and projects

that aim to promote the well-being of the society.

7. Our company encourages its employees to partici-

pate in voluntary activities.

8. Our company respects consumer rights beyond the

legal requirements.

9. Our company provides full and accurate information

about its product to its customers.

10. Customer satisfaction is highly important for our

company.

11. Our company always pays its taxes on a regular and

continuing basis.

12. Our company complies with legal regulations com-

pletely and promptly.

Abbreviated Empathy Scale (Dietz and Kleinlogel

2014)

1. I sometimes find it difficult to see things from the

‘‘other guy’s’’ perspective.

2. I sometimes try to understand my friends better by

imagining how things look from their perspective.

3. When I’m upset at someone, I usually try to ‘‘put

myself in his shoes’’ for a while.

4. Before criticizing somebody, I try to imagine how I

would feel if I were in their place.

5. I often have tender, concerned feelings for people

less fortunate than me.

6. Sometimes I don’t feel very sorry for other people

when they are having problems.

7. When I see someone being taken advantage of, I feel

kind of protective toward them.

8. Other people’s misfortunes do not usually disturb me

a great deal.

9. When I see someone being treated unfairly, I

sometimes don’t feel very much pity for them.

10. I am often quite touched by things I see happen.
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