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Abstract 
Business leaders are facing an uncertain issue regarding what extent their actions and decisions are responsible 
for the sustainable development supported by Responsible Employees. Although, several papers are discussing 
the concept of Responsible Leadership (RL) and Sustainable Leadership (SL). However, there is still an 
important missing element connected to these two leadership approaches which are Responsible Employee/s 
(RE). The purpose of this paper is to explore how Responsible Leadership and Sustainable Leadership affect 
Responsible Employees (RE). The study will examine the impact of two leadership approaches on RE. A sample 
of 250 employees and future leaders’ positions working in the 18 factories and companies located in Egypt 
responded to a four parts questionnaire measuring research variables (Responsible Leadership, Sustainable 
Leadership and Responsible Employees). This study applies statistical analysis using SPSS, regression analysis, 
correlation, and structure equation module applied for this study. The finding of this study shows that Sustainable 
Leadership fully mediates the relationship between Responsible Leadership and Responsible Employees. 
Keywords: responsible leadership and sustainable leadership, responsible employees, mediation 
1. Introduction 
The new challenge for today’s organisational leaders is to successfully guide their organisations through volatile 
economic times and deal with the topic of sustainability (Fable et al., 2005). Sustainability goals in the Egyptian 
factory industry are not only narrowly focused on the traditional style of the time, cost and quality management, 
but also giving more attention to sustainable elements such as responsibility on the level leaders and employees, 
environmental, organisation’s profitability and social development (Yılmaz and Bakış, 2015). The big challenges 
for organisations are leaders and employees; for organisations to be able to implement their sustainability 
strategies, they have to make sure those who implement this suitability strategy are responsibly and sustainably 
oriented leaders supported with responsible and sustainable employees. 
However, when sustainability issues are delivering unusual practices of the business industry organisation in 
Egypt, this generates uncertainty for leaders (Demaid and Quintas, 2006). This is because leaders in the factory 
industry are still not convinced with the ability and credibility of sustainability in their management practices 
inside their organisation and its impact on the organisation performance. Though sustainability has targeted 
business activity implantation, they are not directly related to the organisation strategy generally and 
management and leadership specifically (Pakir, et al., 2012). The influences of sustainability and Responsible 
Leadership are still vague among industry leaders in Egypt; furthermore, there is a total lack or absence to define 
the Responsible Employees in the business industry. Sustainable leadership and responsible leadership both are 
important to the suitability. Responsible leadership (RL) is recognised by its holistic approaches, which include 
balancing various different levels and elements as personal, individual, organizational, community (Shaaban, 
2019), while another writer mentioned that it is included in different elements like people, organisation’s, leaders 
and followers, profitability and environment towards organizational performance (Avery & Bergsteiner, 2011).  
When it comes to the concept of Responsible Employee, this paper brings this element as a new element to the 
work or responsibility and sustainability. This paper discussed the phenomena of Responsible Employees as one 
of the most important elements to make sure that sustainable strategy should be implementing throughout 
Responsible and Sustainable Leadership and leaders. However, without Responsible and Sustainable Employees 
there will be a clear smooth implementation of these two leaderships and Sustainable Leadership.  
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The objectives of this study are to test the impact of Responsible Leadership and Sustainable Leadership on 
Responsible Employees in the eighteen factories in Egypt. 
2. Theoretical Framework  

 
Figure 1. The proposed model 

 
2.1 Responsible Leadership (RL) 
Responsible Leadership (RL) theory is a multilevel response to deficiencies in existing leadership frameworks 
and theories. This theory is in response to high-profile scandals on an individual, organisational and 
systematic level; and to new and emerging social, ethical, and environmental challenges in an increasingly 
connected world. (Nicola Pless and Thomas Maak, 2011). They focus more on the responsibilities that leaders 
have in relation to several stakeholder groups, therefore this relationship is ‘‘the Centre of leadership’’ (Maak 
and Pless 2006b, p. 39),  
previous theory and framework: First Module: Multiple Levels were developed by Christof Miska and Mark 
E. Mendenhall in 2018. The model maps multiple levels of analysis. The present RL models concentrate on three 
levels: (1) micro-level, which focuses on individual business leaders, (2) meso-level, which focuses on groups 
and corporate strategy within an organizational context level, (3) macro-level which focuses on culture, 
institutions and society, and (4) cross-level which focuses on several relationships and interactions between and 
among levels of analysis. (Miska & Mendenhal, 2018). 
Second Module: Christof Miska & Christian Hilbe & Susanne Mayer in 2014 developed an RL model based on 
three comprehensive theoretical perspectives on which to view the RL concept. These perspectives, based on 
research, include three main diminutions which have been reviewed by other researchers: (1) stakeholder views 
(Maak and Pless 2006, 2009; Stahl et al. 2013), which builds on the theory of stakeholders (Freeman et al. 2004; 
Hill and Jones 1992) and the conceptual framework of RL which is based on a broad array of different 
stakeholders and focuses on relational and ethical understanding; (2) agent views (Friedman 1970, 2007; 
Friedman and Fried- man 2002) which builds on the assumptions that considered business leaders’ performance 
as owners of businesses to the individual they are mostly responsible for (Jensen and Meckling 1978; Ross 1973); 
and (3) converging views (Porter and Kramer 2006; Waldman and Galvin 2008; Waldman and Siegel 2008) 
which attempt to merge stakeholder and agent perspectives along with the logic of ‘doing well by doing good.’ 
that much literature refers to as good management. This orientation toward RL attempts to reconcile 
environmental, economic and social responsibilities within the strategic perspective. A clear fundamental 
commonality key in all three levels is the assumption that managers have the freedom of making decisions in 
their work roles (Carroll & Shabana 2010). 
Third Module: In 2012, Pless, Maak, and Waldman developed a model of RL which outlines four main 
approaches to the RL phenomenon based on the scope of constituent groups. This requires that managers focus 
on their organisation, as well as the accountability of managers toward other shareholders and the owners of the 
business. Based on their research, they developed four different orientations/approaches which are: (1) 
traditional economists that focus on short-term economic values and the orientations of share-holder; (2) 
opportunity seekers, that focuses on engaging in corporate responsibility (CR) activities for instrumental 
reasons; (3) integrators that focus on profit as the result of the social responsibilities for which the business has 
been conducted; and the last one (4) idealists that hold a wider and larger perspective on their business 
responsibilities (including social and environmental challenges), often embedded and associated with strong 
ethical, spiritual and religious considerations. 



ijbm.ccsenet.org International Journal of Business and Management Vol. 15, No. 9; 2020 

77 
 

Fourth Module: De Bettignies in 2014 has developed Five Dimensions of Responsible Leadership, his model 
was depended on a practical level with numerous of business leaders over many years, he claims that there are 
five dimensions for RL style, these dimensions consisted of Awareness, Vision, Imagination, responsibility and 
action, and in each dimension, there is three levels are Individual, organisational and Social level.  
Fifth Module: In the AOM conference 2019 at Bled, Slovene a new dimensional levels module has been 
presented by Safaa Shaaban (2019) Suggested various levels of logical framework/ dimensions (1) personal 
level, which focuses on the personality traits and behavior level of individual leaders (2) individual-level, 
focuses on individual or followers interact and react to responsible leaders (3) organizational level, with a focus 
on organizational context, groups, and corporate strategy; (4) community level, with a focus on CSR, 
institutions, culture, and society; and (5) mixed level, cross with a focus on various linkages and interactions 
among and between the different previous levels of analysis.  
2.2 Sustainable Leadership (SL) 
Sustainable Leadership reflects an emerging purposeful consciousness among people who are choosing to live 
their lives and lead organisations in ways that account for their footprint on the earth, society and the health of a 
global economy (Ferdig, 2007). Sustainable Leadership defining according to the Sustainability Leadership 
Institute (2011) as sustainability leaders as individuals who are compelled to make a difference by deepening 
their awareness of themselves in relation to the world around them (SLI, 2011), its depend on how leaders 
espouse innovatively and creativity in thinking; seeing, and interacting which lead to a sustainable solution. The 
SL is the one who motivates employees toward supports sustainability action in a way of a better world in 
present and future (Visser &Courtice, 2011). Nevertheless, SL leaders’ point of view is to create a sustainable 
organisation is throughout to be more environmentally oriented rather than to practices in the usual business way 
(Šimanskienė and Župerkienė, 2014). Assessing and raising the awareness of the principles of sustainability of 
RL is by considering responsibility towards individual, groups, and organisations, as well as the personal level of 
leaders involved in the transformational process. According to Zulkiffli and Latiffi in (2016), they defined SL as 
“an ability to influence and motivate individual, groups, organisation and society by assessing sustainability 
knowledge into their principles without neglecting experience from the past, so that it can be improved 
continuously either in present also in future”. (Zulkiffli & Latiffi, 2016, p. 2). 
The main elements of SL have been recognized in 2003 by the education sector in the statues, it is only focusing 
on the elementary and high school and not further, also the elementary and high school has to fail to attract good 
leaders (Hargreaves & Fink, 2006). Therefore, they have developed SL models as a tool for leadership capacity 
inside organisations which will provide good values of profit to be able to reach it. There is still a need for 
research into this area (Stephens & Graham, 2010). Hence, the SL concept is progressively dispersal among 
different industries. Furthermore, sustainability in business organisations has to go further than the traditional 
method of being ‘green’ and ‘socially responsible’ to normal business day-to-day (Kantabutra & Saratun, 2013). 
Avery (2005) identified SL 19 elements of leadership practices differentiate from Rhineland and Anglo-US 
approaches. The approach of A Rhineland is originally the concepts of the economic model is Germany and the 
country around it. Meanwhile, the Anglo-US approach is focused on outlining the principles of business culture 
in the United States and the United Kingdom. there is a big difference between these two models in business 
culture within the project management perspectives.  
2.3 Responsible Employee (RE) 
The majority almost all the literature discussed the responsibility on the level of employer and employee from 
the concept of corporate social responsibility, however, responsibility as a concept with human resources is 
might be bigger certainty activity run by the HR-related to the community, the employee needs to be responsible 
towed their community as representative for their organisation same as human and responsible inside their 
originations, in their home as responsible. Let’s have a look at the concept of responsiblity for different other 
views.  
The root of responsibility is “respons” and the stem is “responsib” which are derived from Response. According 
to CognFit 2019, the definition of a responsible person is “Becoming a responsible person means being able to 
consciously make decisions, conduct behaviors that seek to improve oneself and/or help others. Most importantly, 
a responsible person accepts the consequences of his or her own actions and decisions. “ 
When searching the term of Responsibility, I found that the term is very widely explain used. The only generic 
definition is related to Ieraci (2007) gave an editorial perspective in a peer-reviewed journal, and while it did not 
actually define the terms, it lists key concepts relating to responsibility as trust, capability, judgement and choice. 
Cornock (2011: 690) also says “responsibility means to be responsible for an act one undertakes, while 
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accountability simply means to be called to account”.  
The only measurement developed by Jackson, wall, and Davids (1993). Assesses the concept of responsibility is 
measuring the extent of job control, cognitive demand, and production responsibility an employee experiences in 
a job. The measuring scale covers timing control which defined as “the extent to which a job gives the employee 
the freedom to determine the scheduling of his or her work behavior” (Fields, D. 2013: 96). The second 
component is method control define as “the extent to which an employee has the freedom to choose how to carry 
out tasks” (Fields, D. 2013: 97). Cognitive demand is also assessed on two dimensions, first, one is monitoring 
demand, defined as “the extent to which a job requires an employee to perform passive monitoring tasks”, the 
second one is problem-solving demand, defined as “the extent to which a job involves active, cognitive 
Processing to prevent or detect error” (Fields, D. 2013: 97). The last component is Production responsibility is 
defined as “the extent to which job involves responsibility for avoiding lost output and damage to expensive 
equipment” (Fields, D. 2013: 97).  
3. Research Aims and Hypotheses 
The current research proposes that the experience of the Sustainable Leadership triggers Responsible Leadership 
and this, in turn, increases the concept of Responsible Employees. The study. also proposes that Sustainable 
Leadership will affect the relationship between Responsible Leadership and Responsible Employees. 
To achieve this objective of this study, the following hypotheses will be examined: 
H1: Sustainable Leadership (RL) fully Mediating the relationship between Responsible Leadership and 
Responsible Employees 
H2: Sustainable Leadership (RL) Partially Mediating the relationship between Responsible Leadership and 
Responsible Employees 
4. Methodology 
4.1 Piloting the Study 
As a preliminary step, in-depth focuses group discussion interviews with a sample of factories staff as a sample 
of the target population have been conducted to check the importance of the research variables to the targeted 
population. 40 face to face interviews were conducted with factories staff members (engineering, Deputy CEO, 
Chemists, accounting and finance head of department and R& D) in 18 factories located in Egypt. These 
interviews focused on two main points. First one, to explain and clarify the research objectives and main 
concepts. Second, to reveal the importance of the research objectives from ministry and Authority new strategy 
and new allocation for future leaders’ perspectives. 
4.2 Population and Sample 
The main target group in this study were the young generation in leading posts in Military production factories in 
Egypt, these groups were targeted for empowerment by leadership program which targeted different style of 
leadership. Age from 30 to 45. Mixed men and women. The survey was distributed on 400 employees, only 250 
responded. 
4.3 Instrument and Measurement  
The questioners included 4 sections; the first part covered the demographic characteristics of the respondents. 
The second section measuring Responsible Leadership including 16 statements adapted from Voegtlin, Ch. 
(2011). The third section measuring the Sustainable Leadership adapted from Fernandez, A.; Kullu, F. D. and 
Shankar, R. (2019) including 53 statements. the fourth section measuring the responsible employee taken from 
Jackson, P. R., Wall, T. D., Martin, R., &Davids, K. (1993) including 22 statements. All responses ranged from 
(1) Not at all; (2) Once in a while; (3) sometimes; (4) Fairly often; (5) Frequently if not always on a 5-point 
Likert Scale. The survey was translated into Arabic version in addition to the English, so the question was in 
English and Arabic. 
4.4 Reliability and Validity Analysis and Descriptive Statistics 
To test the internal consistency of the subscales Cronbach’s coefficient was used for the data collected and the 
reported Cronbach’s alpha coefficient is reasonably reliable (above 0.6). table 2 shows reliability results from the 
used scales. 
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Table 1. Reliability test for all variables 
Scale Responsible Leadership (RL) Sustainable Leadership (SL) Responsible Employee (RE) 
Alpha .828 .975 .758 
 
Validity was examined by a panel of 10 experts (5 academics and 5 from civilians working in the military 
factories). The panel concluded that the used instrument is clear and complies with the Egyptian culture and the 
military factories environment. 
 
Table 2. Descriptive statistics, correlation coefficients and reliability of the study variables 
Correlations 
 Mean Std. Deviation RL SL RE 
Responsible Leadership (RL) 55.9760 8.92671    
Sustainable Leadership (SL) 196.8240 37.23152 .717** 1 .421** 
Responsible Employees (RE) 83.5000 8.56829 .257** .421** 1 
Note. **. Correlation is significant at the 0.01 level (2-tailed). 

 
To test the validity of the use measures, two steps that take place are; first, the four-part questionnaire was 
reviewed and revised by a panel of 10 academics and experts who assessed the contents of the four parts and 
evaluated according to the Egyptian culture and context. The comments of the academics and experts are 
indicated and approved that theses questionnaires are valid and culturally fit. Second, a confirmatory factor 
analysis, using AMOS 20, was conducted to confirm the factor structure of Scale used to the target groups as 
shown in the table 2. 
As table 2 shows that the relationship between RL and SL is strongly correlated and significant. However, the 
relationship between RL and RE is significant but not strong. 
4.5 Statistical Analysis Results and Findings 
In testing the first Hypotheses, assuming that Sustainable Leadership mediate the relationship between 
Responsible Leadership and Responsible Employees 
 
Table3. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .257a .066 .062 8.29749 
2 .426b .181 .174 7.78511 

a. Predictors: (Constant), RL. 
b. Predictors: (Constant), RL, SL. 
 
Table 4. ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1206.120 1 1206.120 17.519 .000b 

Residual 17074.380 248 68.848   

Total 18280.500 249    

2 Regression 3310.358 2 1655.179 27.310 .000c 

Residual 14970.142 247 60.608   

Total 18280.500 249    

a. Dependent Variable: RE. 
b. Predictors: (Constant), RL. 
c. Predictors: (Constant), RL, SL. 
 



ijbm.ccsenet.org International Journal of Business and Management Vol. 15, No. 9; 2020 

80 
 

As it is shown from the previous results and tables above that the regression coefficient of the Responsible 
Leadership was highly or double increase when Sustainable Leadership was entered, therefore it can be 
concluded that the relationship fully mediates the relationship between Responsible Leadership and Responsible 
Employees. The result was confirmed using Hierarchal multiple regression as (R and R square) increased to the 
double as shown in table 4. Then the first hypothesis is accepted.  
Tables 3 and 4 show that R and F have increased by nearly double from the first step to the second step which 
shows that SL fully mediates the relationship between RL and RE. 
 
Table 5. Coefficients  

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 69.699 3.339  20.876 .000 

RL .247 .059 .257 4.186 .000 
2 (Constant) 66.413 3.182  20.872 .000 

RL -.089 .079 -.093 -1.120 .264 
SL .112 .019 .487 5.892 .000 

a. Dependent Variable: RE. 

 
The multiple regression analysis indicates that there is a significant interaction between Responsible Leadership 
and Sustainable Leadership that affect Responsible Employees which accept hypothesis one and rejected 
hypothesis two. Table 5 shows that the relationship between RL and RE is significant but not strong. However, 
when SL enters the analysis it shows very strong relationships and significance. Therefore, the SL fully mediates 
the relationship between RL and RE.  
4.6 The Result of Structure Equation Model 

 
Figure 2. Structural equation modelling 

 
Table 6. Fit indices for the factor structures of the used instruments  

Total Effect = .257 GFI  = .98 
Direct Effect = -.093 AGFI = .97 
Indirect Effect = .335 CFI   = .96 
 NFI   = .98 
 RMSEA = .05 

 
Table 7. Regression weights: (Group number 1 - Default model) 

Estimate S.E. C.R. P Label 

SL <--- RL 2.992 .184 16.253 *** 

RE <--- SL .112 .019 5.916 *** 

RE <--- RL -.089 .079 -1.125 .261 
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Table 8. Standardized Regression Weights: (Group number 1 - Default model) 

Estimate 

SL <--- RL .717 

RE <--- SL .487 

RE <--- RL -.093 
 
It is shown from the previous results that all the questionnaire variables have a significant relationship. The fit 
indices these factors structure is shown in table (6), (7) and (8). 
5. Discussion 
Understanding and highlighting the concept of Responsible Leadership and Sustainable Leadership importance 
and essential issues that have been discussed recently in the literature as part of the economic development and 
sustainability. Also, the concept of Responsible Employees, although it is important, there is a lack in the 
literature discussing this concept as well. This research is lined at feeding the literate with more research-related 
and supporting to the concept of responsible leadership and Sustainable Leadership, furthermore, build a basis 
for the concept of Responsible Employees as there is a big lack in the literature about this concept. However, the 
only link to Responsible Employees is linked to CSR within the organisations as it has been mentioned by 
Bombiak and Marciniuk-Kluska (2019). Bombiak in 2019 “There has been increased interest over recent years 
in socially responsible human resource management (SRHRM) oriented at developing good relations with 
employees as a function fostering sustainable organization-building. This is a consequence of our awareness of 
the fact that employees and personnel processes play a vital role in translating the policy of sustainable 
development into practice” (Bombiak and Marciniuk-Kluska 2019: 2). 
The result indicates that employees in the Egyptian factories are experiencing a relatively high level of 
responsibility under the Responsible Leadership, and Sustainable Leadership relatively mediates at a high level 
(fully mediate the relationship). 
The Correlation analysis revealed the existence of a strong significant relationship between Responsible 
Leadership (RL) and Sustainable Leadership (SL) is strongly correlated and significant. However, the 
relationship between RL and Responsible Employees (RE) is significant also but not strong. In the studied 
sample the respondents had relatively long experience in general.  
The results supported the relationship between Responsible leadership& Sustainable Leadership and Responsible 
Employees. This study proposed the mediating role of Sustainable Leadership in the relationship between 
Responsible Leadership and Responsible Employees. According to the results, the regression coefficient of 
Responsible Employees was slightly and significantly change the relationship in B from (.247) to (-.089) to 
(.112); R  increased to the double from (.257) to (.426) and R. Square from (.062) to (.174) when Sustainable 
Leadership was entered in the regression model. This means that when Sustainable Leadership (SL) exists, the 
effect of Responsible Leadership on affective Responsible Leadership is established and increased to the double, 
but the relationship remains significant, which indicates that the Sustainable Leadership is fully mediating the 
relationship. This mediation role was confirmed by AMOS (structural Equation Module). This study is the first 
study conformant of this relationship between its variables and to confirm the existing concept of Responsible 
Leadership using Responsibility Scale by Jackson, P. R., Wall, T. D., Martin, R., &Davids, K. (1993). 
6. Research Implication and Practice 
This study result has many crucial practical implications: First, the Responsible Leadership concept is a newly 
discussed issue that requires more study on the concept itself and the supported issues related to it such as, 
Responsible Employees and follower is an essential concept this paper raised. Personality traits required for this 
kind of leaders responsible to implement this kind of leadership approach. Sustainability leader (SL) are believed 
to strive to reach the sustainability goals based on their beliefs, this might reveal their deficiencies (Courtice, 
2011). For example, Sincerity and Modesty were found to predict ethical attitude in leadership in one study of 
Žiaran (2015).  
Second, then there is the need of understanding between business leaders for a better understanding of the 
leadership and leaders’ roles and the supported other leadership approach’s to Responsible Leadership, 
Sustainable Leadership is an essential approach supported the Responsible Leadership to create the Responsible 
Employees, which we proved in this study. 
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Third, businesses need to be able to meet updated world market needs for sustainability and they need to consider 
the Responsible Leadership and Sustainable Leadership in their leadership and orientation within their 
organisation to reach with their employee to be responsible to support their organisation to sustain responsibly. 
The employees’ cultivation of sustainable is to protect the longevity of business while driving it toward future 
success, which, when your team isn’t on board with the mission, the whole company lags behind. Culture suffers. 
One of the most important companies aims is to focus on building a sustainable workforce to be able to connect 
and produce results authentically and successfully. The sustainability of the company is typically keen on its 
impact on the community locally and globally, however, sustainability is about to start with the people who are 
behind the scenes. This is the matter of uniting them to create a better work culture, work-life balance and 
contributions to their organisation, community the whole world (William Craig, 2018) 
These study results contributed to literature first by highlighting the role of Responsible Employees a new 
concept introducing to the literature and its relation to responsible leadership. Second by emphasizing the 
mediation role of Sustainable Leadership in the relationship between Responsible Leadership and Responsible 
Employees. Theses study result also have several theoretical implications; first, that the explained concept of 
Responsible Leadership and Sustainable Leadership, also introducing the concept of Responsible Employees is 
considered as one of the most important points that should be raised in the literature as this concept is absent in 
the literature.  
7. Conclusion 
This study targeted to enrich our understanding of the relationship between responsible leadership (RL) and 
Responsible Employees (RE) by examining the mediation effect of Sustainable Leadership. The results revealed 
that Sustainable Leadership serve as fully mediating in the relationship between Responsible Leadership and 
Responsible Employees.  
The first hypotheses, proposing a fully mediating role of the Sustainable Leadership was supported by this study.       
The second hypotheses were Sustainable Leadership as partially mediating the relationship between Responsible 
Leadership and Responsible Employees. The proposed structural model was tested using SEM, the model for 
indices supporting the proposed relationship between the Responsible Leadership and Responsible Employees. 
8. Future Research 
These study results are subject to some limitation such as the first one is the scope of this study and is limited to 
these kinds of employees working in these factories and this age, as the majority of top management with a 
military background. Second, the research sample 250 respondents and the type of sample may also limit the 
generalizability of the study results. So, future research is needed to address the effects of Sustainable 
Leadership as a mediator on Responsible Employees as a new concept. Responsible Employees need to be 
investigated as a dependent variable and Responsible Leadership and Sustainable Leadership as independent 
variables. 
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