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ABSTRACT: 

Purpose: The purpose of the research article is to find out the intricate association between core values of responsible leadership and 

cooperative behaviour, unveiling their combined potential to elevate the holistic well-being of employees.  

Design/methodology/approach: The research has adopted a quantitative research design. Linear Regression, ANOVA, Descriptive Statistics, 

Correlation, SEM, are the statistical tools employed for analysis. Hypothesis was examined using data obtained from 342 participants who 

were selected from different organizations. Findings/results: The outcomes reveal that the fundamental values of responsible leadership with 

the cultivation of employee well-being through co-operative behaviours leads to successful organisational performance. The responsible 

leadership practices and positive employee well-being outcomes can provide organizations with actionable insights to enhance their 

leadership approaches. Practical implications: Responsible leadership has gained prominence as it guides organizations towards ethical and 

sustainable success. This ethical underpinning of leadership is not merely a theoretical ideal; but quintessence to shape the well-being of 

employees within an organization. Organisations can develop training programs for leaders that emphasize responsible leadership behaviours, 

such as trust, respect, teamwork, creativity, initiative, dedication & motivation.  

Originality/value: The outcome of the research work which establishes a relationship between core values of responsible leadership and co-

operative behaviour in enhancing employee well -being stands apart from previous researches. 

KEYWORDS: Responsible Leadership, Cooperative behaviours, Employee Well-being, Social Well-being, Workplace Well-being. 

INTRODUCTION:  

Responsible leadership in emerging economies is a complex and challenging concept, as it involves making difficult trade-off decisions 

between internal and short-term, as well as long-term goals. Emerging economies often face unique challenges, such as inequality, diversity, 

and environmental protection. The lack of research on responsible leadership in emerging countries, makes it important to understand the 

intricacies of this concept in these emerging organisations. Responsible leadership encompasses a set of core values that emphasize 

transparency, accountability, and ethical decision-making. This ethical underpinning of leadership is not merely a theoretical ideal; but 

quintessence to shape the well-being of employees within an organization Marques, Joan. (2015). Employee well-being often correlates with 

the behaviour of their leaders. When leaders consistently exhibit values-based management behaviours, their subordinates are more inclined 

to mirror these behaviours. It is an indispensable factor in determining workforce productivity, retention, and overall organizational success. 

However, what makes this equation even more compelling is the synergy between responsible leadership's core values and cooperative 

behaviours within the workplace. Cooperative behaviours, emphasizing teamwork, collaboration, and the creation of a positive working 

environment, provide the necessary conduit through which responsible leadership values can be effectively translated into action. In this 

harmonious convergence, we find a promising avenue for nurturing employee well-being. 

 

 

 

 

 

 

 

 

 

RESEARCH OBJECTIVES:  

 

 

RESEARCH OBJECTIVES:  

1. To assess the core values of responsible leadership that are essential for nurturing employee wellbeing. 

2. To investigate the correlation between cooperative behaviours and the well-being of employees. 

3. To explore the effect of responsible leadership on cooperative behaviours and the well-being of employees. 

4. To provide recommendations for organizations to foster responsible leadership and cooperative behaviours to promote employee wellbeing. 

RESEARCH HYPOTHESES:  

H1: Responsible leadership core values have no significant impact on employee wellbeing. 

H2: Responsible leadership and cooperative behaviours do not promote employee wellbeing. 

H3: Cooperative behaviours do not have a positive impact on employee wellbeing. 

H4: Responsible leadership does not have a positive impact on cooperative behaviours. 

REVIEW OF LITERATURE 

RESPONSIBLE LEADERSHIP  

Pless et al. 2021 highlighted that, despite considerable progress in recent years in comprehending the concept, there remains a gap in 

understanding responsible leadership in emerging nations, particularly in terms of how leaders navigate prevailing moral dilemmas. To 

evaluate the fundamental values of responsible leadership crucial for fostering employee well-being, Pless et al. (2021) emphasized the 

existing gap in understanding this concept, despite notable advancements in recent years. Specifically, the deficiency lies in discerning how 

leaders in emerging nations address prevalent moral dilemmas. This highlights the need for a comprehensive exploration of responsible 

leadership principles, especially in the context of emerging countries, to better inform practices that contribute to employee well-being. 

Brown, M. E., Trevino L. K. (2005) the authors emphasize the importance of ethical values as a core component of responsible leadership. 

They argue that leaders are more likely to consider the well-being of employees and stakeholders. Matten, D., & Moon, J. (2008) discuss 

responsible leadership in corporate social responsibility (CSR). They argue that responsible leaders are those who drive CSR initiatives, 

RESPONSIBLE LEADERSHIP 

TRUST 

RESPECT 

TEAMWORK 
CREATIVITY 

INITIATIVE 

DEDICATION 

MOTIVATION 

 

SOCIAL WELLBEING 

WORKPLACE WELLBEING 

EMPLOYEE WELLBEING 

CO-OPERATIVE 

BEHAVIOURS 



MSW MANAGEMENT -Multidisciplinary, Scientific Work and Management Journal 

ISSN: 1053-7899 

Vol. 36 Issue 1, 2026, Pages: 2043-2049 

https://mswmanagementj.com/ 2044 

  
 

  
 

Brown, M, Trevino, Harrison, (2005) regarding the significant relationship with responsible leadership and employee performance. This 

study suggests that leaders who prioritize integrity and honesty can have a favourable impact on both employee well-being and stakeholder 

relationships. 

Waldman, Siegel, D. S. (2008) proves responsible leadership in the purview of corporate social performance. They argue that leaders who 

prioritize social responsibility contribute to the development of a positive organizational culture, which can benefit employee well-being. De 

Hoogh, Den Hartog (2009) - These authors explore the role of humble leadership in their paper titled Ethical and Charismatic Leadership 

and Their Influence on Unethical Behaviour. Humility is one of the key values associated with responsible leadership, and their research 

suggests that such leadership can foster an ethical and positive work environment. Mayer, D. M., Aquino, K., Gordon, S.; Tang 2019) the 

authors highlight the significance of ethical leadership, which often aligns with responsible leadership values. They find that ethical leaders 

positively impact employee well-being and organizational outcomes. D. A. Waldman, & Galvin, B. M. (2008) explore the significant 

association with responsible leadership and employee well-being. Their study suggests that leaders who embrace values such as empathy and 

respect to create an effective work environment, contributing to an employee’s well-being. 

RESPONSIBLE LEADERSHIP AND CO-OPEARTIVE BEHAVIOURS 

Responsible leadership and cooperative behaviours are two important aspects of management. Harrison, (2005) examines leadership and its 

impact on follower behaviours. It highlights that responsible leadership, characterized by ethical values and behaviours, positively influences 

cooperative behaviours among employees. Ethical leadership serve as role inspiration, and their behaviour encourages others to act ethically 

and cooperatively.  

In 1938, effective organizations were characterized as systems where individuals collaborated to achieve the goals of the organization 

Barnard, (1938). During that era, the study of cooperative behaviours within organizations primarily revolved around the concept of solidarity. 

Scholars have dedicated their efforts to examining the cohesion and unity among employees. Pioneering works by researchers such as 

Roethlisberger et al., (1961) have delved into this crucial aspect of organizational dynamics. Their contributions have paved the way for a 

deeper understanding of the bonds formed among employees in situations involving clashes with superiors or the maintenance of established 

workgroup standards. Cooperative behaviours, a phenomenon observed throughout the natural world, play a pivotal role in the advancement 

of human society. These behaviours involve individuals actively prioritizing collective interests over their own self-interest Van Vugt, Tyler, 

& Biel, (2000) 

Karin Sanders (2009) explore the concept of cooperative behaviours in organizations and their implications for effective functioning, this 

shift in focus led to further research on cooperative behaviours within these team structures. Cooperative behaviours, specifically prosocial 

service behaviours, having significant relationship and has significant effects on employee’s well-being depending on leadership conditions 

Candice A. Wray (2022). 

Augusto Antunes and Mario Franco (2016), in their research, identified four dimensions connected with responsible leadership within the 

firms they studied. These dimensions encompass a combination of virtues, engagement with stakeholders, a leadership model, and a 

commitment to ethical principles and values. These organizations give preference to relationships that are geared towards improving human 

welfare and are considered as outstanding workplaces that highlight the most admirable qualities of human nature. In particular, their 

responsible leadership practices foster the development of individuals' strengths, resilience, and overall well-being. 

RESPONSIBLE LEADERSHIP AND EMPLOYEE WELLBEING 

Responsible leadership can be described as a form of leadership that prioritizes a company's sustainable growth and actively embraces social 

responsibility Antunes, A Franco, Cooper, B. Wang (2016). Responsible leadership places significant importance on employees as key 

stakeholders, showing a genuine concern for their well-being, fostering an environment of psychological safety within the team, sharing 

knowledge among relevant stakeholders, they striving for the sustainable development of the entire organisation Cooper, B. Wang; Su, L. 

Swanson Cooper, B. (2019). In practice, responsible leadership seeks to strike a delicate balance among various corporate governance, 

employees, stakeholder, customers, as well as society, (Pless, 2007). 

This type of leadership involves daily interactions with workers, support, coaching, mentoring and development, which fosters cordial 

relationships with managers and team members and enhances employee’s well-being Gordon, S.; Tang, (2019). There are two key reasons 

responsible leadership enhances well-being. First, it prioritizes "doing good" and caring, which improves psychological safety and leads to 

greater experiences for employees Gordon, S.; Tang, 2018; Rahimnia, F. Sharifirad, (2015). Supervisors with high psychological capital can 

further boost employees' well-being by facilitating positive experiences like happiness, hope, and self-respect Kelloway, E.K. Weigand, 

(2013). Ammupriya, & Subrahmanyan, P. (2023) study contributes to the field by providing novel insights grounded in empirical evidence, 

fostering a deeper understanding of the predictive nature of work engagement in the context of HRIS and workplace well-being. 

Responsible leaders promote an employee’s well-being by nurturing healthy relationships between leaders/managers and team members. 

These leaders care about their employees, focusing on task performance as well as employee satisfaction and their development, ultimately 

fostering well-being (Cooper, B.; Wang). Supportive and ethical leadership further contributes to employee’s well-being by cultivating cordial 

relationships between managers and their employees, as well as by providing continuous support and instilling trust among employees 

Chughtai, A. Su, L. Swanson; Cooper, B. Wang (2018). According to Kara, Brown, Thomas, and Joseph (2019), leaders who offer 

inspirational motivation, intellectual stimulation, and individualized consideration create positive employee experiences in the workplace, 

increasing commitment and overall well-being. In the context of the contemporary hospitality industry, millennial employees particularly 

seek greater empathy from their leaders, underscoring the importance of responsible leadership in meeting these needs Pless, N.M., (2007). 

Employee well-being encompasses how individuals perceive the quality of their experiences, including aspects of their quality of life, 

working conditions, and psychological state. These factors can be influenced by Human Resource Management (HRM) practices, and as a 

result, affect task performance. They find that responsible leadership, emphasizing ethical and socially responsible behaviour, has an impact 

on both employee social well-being and overall workplace well-being Rego, Ribeiro, & Cunha, (2010). 

Another study explores the impact of company virtuous and joyful on organizational citizenship behaviour (OCB). Responsible leadership 

practices, which promote virtuous and ethical behaviour, are found a positive influence on OCB, ultimately enhancing employee’s social well-being and 

workplace well-being Youssef, C. M., & Luthans, F., (2007). While not explicitly focused on responsible leadership, this study examines positive organizational 

behaviours, including ethical leadership, which contribute to employee well-being and workplace well-being by fostering hope, optimism, and resilience.The 

authors investigate the concept of corporate citizenship, closely linked to responsible leadership and CSR. They find that responsible leadership, 

emphasizing ethical and socially responsible behaviour, has a significant impact on both employee social well-being and overall workplace 

well-being Rego, Ribeiro, & Cunha, (2010). Interactions between HRM and responsible leadership play a significant role in shaping 

employee experiences within organizations Leroy, H.; Segers; Su, L.; Swanson (2019).  

There is widespread recognition of the significant roles played by HRM and leadership in shaping the overall employee experience Jiang, 

Marescaux, De Winne, Forrier (2021). In particular, HRM stands out as a critical factor that influences employee experience, including their 
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satisfaction of psychological needs, which in turn has a substantial impact on competencies, motivation, and opportunities. This influence is 

particularly evident in sectors like hospitality Su, L.; Swanson (2016). The implementation of HRM practices that prioritize employee development and 

provide organizational support can yield positive effects on employee well-being. Responsible leadership also plays a significant role in influencing employee 
motivation, attitudes, and overall experiences, which include factors like psychological empowerment, empathy, trust, commitment, and organizational identity 

Brown, E.A.; Thomas; Luo, Z.P.; Song (2016). In the context of hospitality organizations, employee’s well-being encompasses not only physical health 

but also mental well-being and social well-being Su, L.; Swanson (2016). Responsible leadership actively contributes to enhancing these 

dimensions of well-being by cultivating positive leaders and subordinates and reducing stress mentally.  

RESEARCH METHODOLOGY 

Responsible leadership behaviours were categorized based on 7 Core Values, and an average score for each of the 7 Core Values was 

computed for each individual. This score served as the quantification of the degree to which the individual exhibited the company's specific 

Core Value in their leadership behaviours. Aaron A. Buchko (2007). The statements included as generic self-assessments of teamwork 

behaviours for cooperative leadership behaviours Candice A. Wray (2022). Social well-being has been previously conceptualized by a limited 

number of researchers as a crucial aspect of employee well-being Kern et al., 2015; Warr, (1999), and this concept is further supported by 

the findings of our present study. Notably, the Workplace Wellbeing Questionnaire developed by Parker GB and Hyett MP in 2011 served as 

a pioneering tool for measuring workplace well-being, marking an important development in the field. 

SAMPLES AND PROCEDURE 

In this study convenience sampling method was applied to collect data through the administration of questionnaires, encompassing employees 

from various economic sectors and organizations of varying sizes. Participants held positions across diverse hierarchical levels and 

professional backgrounds, facilitating an examination of different types of leaders and organizations. These employees were asked to assess 

their supervisors’ leadership behaviour and their own co-operative behaviour and well-being.  

DATA ANALYSIS AND INTERPRETATION 

Reliability Statistics 

Cronbach's Alpha N of Items 

.740 54 

Cronbach's Alpha of 0.740 indicates the reliability of the scale or set of 54 items. It suggests that the items in this scale are moderately reliable 

in measuring the underlying construct. A Cronbach's Alpha value of 0.740 is typically considered acceptable.  

DESCRIPTIVE STATISTICS 

Variables  N Mean Std. Deviation 

Responsible 

Leadership 
342 4.1766 .30613 

Co-operative 

behaviours 
342 4.2374 .27271 

Social well being 342 4.2564 .29403 

Workplace well being 342 4.0273 .55400 

Descriptive statistics (mean values, and standard deviation) were calculated for the investigated variables. The mean score for Responsible 

Leadership is 4.1766, suggesting that, on average, respondents perceive leadership in the given context to be characterized by a high level of 

responsibility. The mean score for Co-operative Behaviours is 4.2374, indicating that, on average, respondents perceive a high level of co-

operative behaviours in the observed context. The mean score for Social Well Being is 4.2564, suggesting that, on average, respondents 

perceive a high level of social well-being in the context being studied. The mean score for Workplace Well Being is 4.0273, indicating that, 

on average, respondents perceive a positive level of well-being in the workplace. The higher standard deviation of 0.55400 suggests greater 

variability in responses for workplace well-being compared to the other variables. 

H1: Responsible leadership core values have no significant impact on employee wellbeing. 

Correlations 

 RL WB 

RL Pearson Correlation 1 .263** 

Sig. (2-tailed)  .000 

N 342 342 

WB Pearson Correlation .263** 1 

Sig. (2-tailed) .000  

N 342 342 

**. Correlation is significant at the 0.01 level (2-tailed). 

The positive correlation coefficient (0.263) suggests there is a positive linear relationship between RL and WB. As one variable increases, 

the other tends to increase as well. Hence from the above table the hypothesis rejected. In summary, there is a statistically positive correlation 

between RL and WB, and the strength of this correlation is moderate (0.263). 

REGRESSION ANALYSIS 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 Sig. F Change 

1 .263a .069 .066 5.59931 .069 25.225 1 340 .000 

a. Predictors: (Constant), RL 
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The coefficient ".263" in this context represents the correlation coefficient, commonly known as the coefficient of determination or R-

squared. It quantifies the extent to which responsible leadership explains the variance in employee well-being within the model.  

ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 790.869 1 790.869 25.225 .000 

Residual 10659.777 340 31.352   

Total 11450.646 341    

a. Dependent Variable: WB 

b. Predictors: (Constant), RL 

The F-statistic of the model stands at 790.869, signifying the statistical significance of the regression model. 

Moreover, the model's associated p-value, which is 0.000, is lower than the customary significance threshold of 

0.05. Consequently, it strongly implies that the model holds statistical significance, and the observed relationships 

between the independent variable and dependent variables are not mere products of random chance. 

Coefficients 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 58.033 4.148  13.991 .000 

RL .249 .050 .263 5.022 .000 

a. Dependent Variable: WB 

Given degrees of freedom (df1 = 1, df2 = 340) and the significance level (Sig. F Change = .000), it indicates that the model, including the 

predictor RL, is statistically significant in explaining the variance in WB. Hence from the above table the hypothesis rejected. The small p-

value suggests that the addition of RL significantly improves the variation in WB. 

H2: Responsible leadership and cooperative behaviours do not promote employee wellbeing. 

Correlations 

 RL CB WB 

RL Pearson Correlation 1 .571** .263** 

Sig. (2-tailed)  .000 .000 

N 342 342 342 

CB Pearson Correlation .571** 1 .351** 

Sig. (2-tailed) .000  .000 

N 342 342 342 

WB Pearson Correlation .263** .351** 1 

Sig. (2-tailed) .000 .000  

N 342 342 342 

**. Correlation is significant at the 0.01 level (2-tailed). 

The correlation between Responsible Leadership (RL) and Cooperative Behaviours (CB) is robust, evidenced by a Pearson Correlation 

coefficient of 0.571**, with a very low p-value (p < 0.01), signifying a significant and positive correlation between RL and CB at the 0.01 

level (two-tailed). 

While the correlation between RL and Well-Being (WB) is also positive, it is comparatively weaker when compared to the RL-CB correlation. 

The Pearson Correlation coefficient for RL and WB is 0.263**, and the p-value remains notably low, indicating a statistically significant and 

positive correlation at the 0.01 level (two-tailed). Similarly, the correlation between CB and WB is positively and statistically significant, 

supported by a Pearson Correlation coefficient of 0.351** and a very low p-value, implying a positive relationship at the 0.01 level. 

H3: Cooperative behaviours do not have a positive impact on employee wellbeing. 

Descriptive Statistics 

 Mean Std. Deviation N 

CB 42.3743 2.72713 342 

WB 78.8099 5.79479 342 

Correlations 

 CB WB 

CB Pearson Correlation 1 .351** 

Sig. (2-tailed)  .000 

N 342 342 

WB Pearson Correlation .351** 1 

Sig. (2-tailed) .000  

N 342 342 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

The Pearson Correlation coefficient between CB and WB is 0.351. The significance level (p-value) for this correlation is <0.001 (indicated 

by ".000"), the correlation is significant. Hence the hypothesis rejected there is a significant relationship between cooperative behaviour and 

employee well-being.  

H4: Responsible leadership does not have a positive impact on cooperative behaviours. 
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CORRELATION:  

Descriptive Statistics 

 Mean Std. Deviation N 

RL 83.5322 6.12268 342 

CB 42.3743 2.72713 342 

Correlations 

 RL CB 

RL Pearson Correlation 1 .571** 

Sig. (2-tailed)  .000 

N 342 342 

CB Pearson Correlation .571** 1 

Sig. (2-tailed) .000  

N 342 342 

**. Correlation is significant at the 0.01 level (2-tailed). 

The Pearson Correlation coefficient between RL and CB is 0.571. The assumed hypothesis rejected from this table value since the significance 

level (p-value) is <0.001 (indicated by ".000"), which means the correlation is statistically significant. 

ANALYSIS OF MEDIATION EFFECT USING SPSS AMOS  

"We conducted a mediation analysis to find out the significant impact of variables that mediate the significant relationship between 

independent and dependent variables. In 1982, Sobel made a noteworthy discovery. According to the test, the independent factors' cumulative 

effects on the dependent variable, as measured by their standardized estimates, had a statistically significant impact. This result confirms the 

validity of the study's conclusions and emphasizes the significance of these independent factors in influencing the dependent variable's results. 

It implies that the variables being studied have a significant impact on explaining the observed fluctuations in the dependent variable, which 

adds important new information to the body of knowledge.  

Table: Analysis of Mediation Using SPSS Amos. 

 
          MODEL FIT 

MODEL FIT INDEX  MODEL FIT SUMMARY  RECOMMENDED VALUES REFERENCE 

CFI 1.000 >0.90 De Beaucoudrey, L. et al., 2008 

P VALUE 0.829 ≥ 0.05 Joreskog & Surbom (1996); 

CMIN/DF 1.047 
1-5 

Hu, L.-t., & Bentler, P. M. 

(1999). 

GFI 0.997 1 = perfect fit 

≥ 0.95 = excellent fit 

≥ 0.9 = acceptable fit 

Kline (2005); 

Hu & Bentler (1998); 

RMSEA 0.042 ≤ 0.05 = reasonable fit MacCallum et al (1996); 

 

The Comparative Fit Index (CFI) serves as a vital metric within the realm of structural equation modelling, assessing the overall goodness 

of fit of a model. In the context of this analysis, the CFI exhibits a value of 1.000, indicating an excellent fit. The CFI operates on a scale 

ranging from 0 to 1, with values approaching 1 denoting a superior fit. Generally, a widely accepted guideline is that a CFI surpassing 0.90 

suggests a reasonably good fit, while a CFI of 1.000 signifies a very strong fit. 

In terms of the p-value (p), specifically associated with CMIN, it registers at 0.829. This p-value is instrumental in testing the null hypothesis, 

which posits that the model perfectly fits the observed data. In most scenarios, when the p-value exceeds the conventional significance level 

(e.g., 0.05), it suggests that the model aligns well with the data. In our analysis, the notably high p-value of 0.829 reinforces the notion that 

the model is indeed a good fit. The CMIN statistic, or Chi-Square, serves as a measure of the degree to which the proposed model aligns with 

the observed data. Within this analysis, the CMIN equals 1.047. A smaller CMIN value signifies a stronger alignment between the model and 

the data. In our specific case, a CMIN of 1.047 suggests a very robust fit between the model and the observed data. Furthermore, the CMIN/DF 

(Chi-Square divided by Degrees of Freedom), a normalized chi-square statistic, also stands at 1.047 within this analysis. Generally, a 

CMIN/DF ratio approximating 1 or less is indicative of a favorable model fit. The Goodness of Fit Index (GFI) is another significant statistic 

employed in structural equation modelling to evaluate the model's fit. Within this assessment, a GFI of 0.997 is reported, indicating a strong 

fit according to commonly employed criteria. Lastly, the Root Mean Square Error of Approximation (RMSEA) is a measure of the model's 

alignment with the population covariance matrix. In the present analysis, the RMSEA is calculated as 0.042, a notably low value. Typically, 

a threshold of 0.05 is commonly used, and an RMSEA of 0.042 suggests a strong alignment between the model and the observed data. 
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RESULTS AND DISCUSSIONS 

The positive correlation coefficient (0.263) suggests that there is a positive linear relationship between RL and WB. The correlation between 

RL and CB is strong, with a Pearson Correlation coefficient of 0.571**. The p-value is very low (p < 0.01), indicating a statistically significant 

positive correlation between RL and CB at the 0.01 level (2-tailed). The Pearson Correlation coefficient between CB and WB is 0.351. The 

significance level (p-value) for this correlation is <0.001 (indicated by ".000"), which means the correlation is statistically significant. The 

Pearson Correlation coefficient between RL and CB is 0.571. The assumed hypothesis rejected from this table value since the significance 

level (p-value) is <0.001 (indicated by ".000"), which means the correlation is statistically significant. As one variable increases, the other 

tends to increase as well. The CFI of 1.000 indicates a good fit for the structural equation model. The p-value associated with the Chi-Square 

statistic is 0.829, indicating that the model fits the data well. CMIN (Chi-Square): The CMIN statistic is 1.047, which is a very low value. 

This suggests a strong fit between the hypothesized model and the observed data. CMIN/DF (Chi-Square divided by Degrees of Freedom): 

A CMIN/DF ratio of 1.047 is indicative of a good model fit. GFI (Goodness of Fit Index): The GFI of 0.997 is considered a very good fit 

according to common criteria. It is close to 1, indicating an excellent fit. The RMSEA value of 0.042 is low and suggests that your model fits 

the data well. An RMSEA of 0.042 is below the common threshold of 0.05, indicating a good fit. 

PRACTICAL IMPLICATIONS:  

From a practical perspective, our study has few implications. Firstly, it is essential to further strengthen HRM practices and leadership to 

promote different groups’ well-being. By implementing responsible leadership practices, businesses can create a positive work environment 

that fosters employee well-being and promotes cooperative behaviours. This can lead to a more engaged and motivated workforce, which 

can ultimately benefit the business in terms of increased productivity and profitability. Secondly, with the current situation of increasingly 

strain on the environment, some organizations must expect more from their employees in terms of co-operative behaviours performing extra-

role or proactive tasks like supporting team goals. Our findings indicate that the organization should consider responsible leadership to 

motivate employees. Responsible leaders can send signals to the current organization about their sustainable values and priorities to heighten 

their subordinates’ levels of awareness of responsibility. 

Responsible leadership entails a values-driven approach that harmonizes goals of effectiveness with societal obligations and fosters enduring 

connections with stakeholders. A values-driven approach that combines effectiveness goals with ethical and social responsibilities while 

fostering enduring and sustainable relationships with stakeholders is characterized by responsible leadership. Dong W and Zhong L (2021) 

Essential values for a responsible leader encompass promoting empowerment and personal growth, having a clear vision, effective 

communication, providing reinforcement and influence, demonstrating empathy and humility, exhibiting passion and unwavering 

commitment, showing respect, honesty, integrity, dedication, and a continuous focus on personal development. 

FUTURE DIRECTIONS 

The identified gap in understanding responsible leadership in emerging nations, particularly concerning the resolution of prevalent moral 

dilemmas, underscores the necessity for comprehensive research discussions. By evaluating the fundamental values of responsible leadership 

essential for nurturing employee well-being, scholars can contribute significantly to the advancement of organizational practices in these 

contexts.Firstly, the examination of responsible leadership values requires a deep dive into the specific challenges faced by leaders in 

emerging countries. Understanding the unique socio-cultural, economic, and political landscapes is crucial in identifying the contextual 

factors that influence responsible leadership practices. This exploration could shed light on the intricacies of decision-making in the face of 

moral dilemmas, providing valuable insights into the application of responsible leadership principles.Moreover, a research discussion should 

delve into the potential impact of responsible leadership on employee well-being. Investigating how these leadership values translate into 

tangible outcomes for employees, such as job satisfaction, work-life balance, and mental health, is essential. Establishing a clear connection 

between responsible leadership practices and positive employee well-being outcomes can provide organizations with actionable insights to 

enhance their leadership approaches.Furthermore, researchers should consider the role of organizational culture and structures in facilitating 

or hindering the implementation of responsible leadership principles. Assessing how these factors interact with leadership values can offer a 

more comprehensive understanding of the challenges and opportunities for fostering employee well-being in emerging nations. 

In conclusion, a research discussion on responsible leadership in emerging countries should address the identified gap by exploring the 

fundamental values crucial for fostering employee well-being. This entails a thorough analysis of contextual challenges, the impact on 

employee outcomes, and the influence of organizational factors. Such discussions can contribute to the development of practical guidelines 

and strategies for leaders in emerging nations, promoting responsible leadership practices that positively impact employee well-being. 

CONCLUSION 

In conclusion, the research underscores the critical role of responsible leadership and cooperative behaviours in improving employee 

wellbeing. By prioritizing these aspects, organizations create a more positive and effective work environment while ensuring the holistic 

wellbeing of their employees.  In conclusion, responsible leadership in emerging economies is a critical topic that requires further research 

and understanding. By examining the unique challenges and opportunities in these regions, leaders can develop strategies to address social, 

environmental, and economic concerns while maintaining long-term sustainability and growth. The insights and recommendations offered 

in the study serve as a valuable guide for organizations looking to achieve these goals and contribute to a prosperous and harmonious 

workplace. This research delves into the art of aligning the fundamental values of responsible leadership with the cultivation of employee 

well-being through collaborative behaviours. Our study emphasizes the efficacy of implementing responsible leadership in conjunction with 

cooperative behaviours to establish a workplace environment in which both leaders and employees thrive. This not only enhances individual 

well-being but also contributes to the overall prosperity of the organization. The discoveries presented in this research illuminate the 

transformative potential of responsible leadership, providing valuable insights for leaders, professionals, and organizations aiming to foster 

a more harmonious and employee-centric workplace culture. 

RECOMMENDATIONS 

The responsible leadership on cooperative behaviours and employee wellbeing, to assess the relationship a mixed-methods approach is 

recommended. Utilize surveys and performance metrics to gauge changes in cooperative behaviours after leadership interventions or training. 

Qualitative data, including employee testimonials and feedback, can offer a deeper understanding of how responsible leadership practices 

influence employee wellbeing. Comparative studies between organizations with and without responsible leadership initiatives can also be 

insightful. In order to provide valuable recommendations for organizations looking to foster responsible leadership and cooperative 

behaviours to promote employee wellbeing, Analyse the findings from the above objectives to identify best practices and successful 

strategies. Develop a set of actionable recommendations tailored to different organizational contexts. Include a change management plan for 

implementing these recommendations within organizations. Highlight the importance of leadership development programs that emphasize 

responsible leadership and the benefits of promoting cooperative behaviours. Emphasize the impact of organizational culture in supporting 

responsible leadership and cooperative behaviours, and suggest ways to create a culture that values these principles. 
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