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Abstract

:

Emerging literature suggests that male leaders guide their companies more towards operations-related (OR) Corporate Social Responsibility (CSR) and female leaders lead their companies more towards non-operation-related (Non-OR) CSR activities. Nevertheless, very little research has considered intergenerational issues in CSR practices. This study explores this question in a context unexplored to date, the franchise industry. We apply multivariate analysis to explore differences between franchisor leaders. Our results reveal that successor leaders engage their companies more in normative CSR than founding leaders. Contrary to our expectations, they also encourage more instrumental CSR activities compared to the founders. We found that female leaders promote normative CSR practices to a greater extent than their male counterparts. However, gender differences in instrumental CSR were only present for the group of current leaders, where men outperformed women. When we delved into the analyses by looking at the influence of the gender of the previous founder, we found that female heirs engage their companies at the same levels of instrumental CSR as their male heir counterparts. Implications for CSR practices in franchise firms and directions for future research are discussed.
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1. Introduction


The social impact of franchises is increasingly drawing the attention of academics and professionals [1,2,3]. This is because the franchise model provides a clear competitive advantage over other business models [4]. Through the franchise agreement, the franchisor assigns its brand rights to the franchisee and offers a previously tested business format [5], which facilitates the replication of organisational behaviours and processes. The replication-based dynamic also allows franchise companies to multiply their social impact by including responsible leadership models. Meiseberg and Ehrmann (2012) [6] suggest that the CSR activities implemented by the franchise network have effects on multiple stakeholder domains. Some of the reasons why the franchise can multiply the effects of CSR in the environments in which it operates are: (1) the standardisation of good practices throughout the network [7]; (2) the ability to extend ethical conduct in the supply chain [8] and (3) the adherence to international ethical codes and principles [9]. However, CSR activities within franchise companies can be difficult to implement without the support of the franchisor (defined here as the leader of the franchise business in general), as the vision of the franchisor is likely to be transferred to the franchisees [10]. The responsible leadership of the franchisor offers a know-how model on how the franchisee has to apply the ethical and responsible principles to which the company is committed [11]. Although the analysis of responsible leadership has been considered a fundamental factor in CSR [12,13,14,15], its study within the context of the franchise is still poorly represented [16], and this is even more the case for the individual factors that affect responsible leadership, such as gender [17,18] and the leader’s generation [19,20]. Extensive literature has recognised the impact of gender on business decision-making, and more specifically, on decisions related to CSR [21,22,23]. However, to date, we are unaware of any studies that have addressed the gender of the leader regarding CSR decisions in the context of the franchise. Consequently, we identify an intriguing research gap that has not yet been filled by the franchise literature on business ethics. This study analyses for the first time the role of the leader’s gender in the CSR perspective that a franchise company can adopt. Moreover, leadership generation has been shown to be as a key factor for CSR decision-making [24,25,26]. Within the family business literature, the gender of the leader has also gained special importance in the CSR field [27,28]. Other academics such as Uhlaner et al. (2004) [29] have gone a step further by analysing the gender–generation interrelationship in the field of CSR. However, we observe that in the franchise field, there are no studies that address the role of gender and generation simultaneously in the context of franchise CSR decisions. Thus, we identify the second research gap that has not been addressed by any empirical study to date.



Inasmuch as family franchises combine characteristics of the traditional family business model with the particularities of the franchise contract, we consider the analysis of CSR decision-making by franchisor leaders of special academic and professional interest. In this sense, a series of interesting research questions are raised, such as: Which factor has a greater weight in CSR decisions, the leader’s gender or her/his generation? And how do gender and generation affect the leader’s choices regarding the type of CSR activities the organisation engages with?



This research is based on the classic CSR model of Donaldson and Preston (1995) [30] that distinguishes between two types of social responsibility choices, namely normative and instrumental. While the normative practices are related to community support activities, support for diversity and inclusion as well as philanthropic issues, instrumental practices are related to the promotion of innovation, investment in the quality of the product and service or good corporate governance policies [31]. In other words, normative CSR represents the ethical responsibility of the company and follows the logic that profit is the result of social impact, while instrumental CSR includes the economic responsibility of the company, where it is understood that the social impact is the result of profit [30,32]. We analyse gender and generation differences in the types of CSR practices of franchise chains. We contribute to the franchise literature and the field of business ethics by exploring normative and instrumental CSR practices in the context of franchising. We also contribute to the responsible leadership literature by analysing the individual factors that affect the franchisor leader’s CSR decisions. Studies that focus on the role of CSR in franchise companies generally investigate the impact of CSR on company performance [6,31], but we move towards a deeper understanding by exploring what CSR behaviours franchise companies engage with, or how male and female leaders, founders and heirs may engage differently in relation to CSR [32,33,34]. This paper aims to fill this gap by exploring the CSR practices of 246 franchise businesses in Spain with a focus on exploring leader gender differences and intergenerational succession. The selection of the Spanish market for the study of family franchises responds to the research demands suggested by Dant (2008) [35] and Dant et al. (2008) [36], i.e., franchise issues in non-English-speaking markets. In addition to this, it is important to point out that Spain has an active and growing franchise system where family business structures also predominate.



This study is structured as follows. First, we review the literature and propose the hypotheses and the conceptual model of the study. Then, we present the data and measurements of the variables used. Next, we describe the empirical model and show the results. We then proceed to discuss the findings. Finally, we present the main conclusions, managerial implications and limitations, and we present recommendations and future lines of research.




2. Literature Review and Hypothesis Development


2.1. Leadership Gender and CSR Activities


There is a large body of empirical evidence suggesting that there are gender differences in people’s ethical and economic orientations [37,38,39,40]. For example, a study on the relationship between female board representation and CSR reporting disclosure suggests that gender quotas can encourage banks to behave sustainably [41]. In a similar way, most studies in the leadership domain have looked at general differences in the CSR orientation of men and women, finding, in general, that women leaders are more positively disposed to CSR than men [42,43,44,45,46,47,48,49,50]. It is only recently that theorists have started to speculate why and in which circumstances men and women may lead their organisations to act differently in relation to CSR. In an important study exploring CSR in the leadership domain, Alonso-Almeida et al. (2015) [51] surveyed a total of 206 women in CSR management positions, and the results suggest that the CSR dimension most valued by female managers is that of stakeholder orientation. Therefore, women showed more attention to the care dimension of social relationships.



According to Gilligan’s vision (1993) [52], women approach the moral problem from the perspective of care, that is, based on concern for others and responsibility in relationships. Building on this work, Elm et al. (2001) [53] found that, controlling for level of education, academic major, and type of school, women showed higher levels of moral reasoning than men. According to the authors, women base their moral framework on affective rather than instrumental thinking. There is less direct theory and evidence on how male leaders may operate in relation to CSR, but one may assume that male leaders are likely to be less focused on relational aspects of CSR [52]. This aligns with more general research (e.g., [54,55,56,57]) suggesting that men tend to choose principles of law and exchange, while women prefer moral choices related to the principle of care. This is in line with well-established theorists such as Gilligan and Attanucci (1988) [37], and later French and Weis (2000) [58], who suggest that this distinction between types of orientations refers to the way in which men and women propose solutions to moral problems. In relation to the field of CSR, Donaldson and Preston’s (1995) [30] categorisation in terms of normative and instrumental CSR may provide a useful lens through which to view these findings, both regarding gender differences in CSR and, more generally, in relation to moral behaviour. Building on this logic and the findings reported above, it may be reasonable to expect that female leaders may be more focused on normative aspects of CSR (principles of care), while male leaders may be more focused on instrumental aspects (principles of law and exchange). This fits with well-established evidence suggesting that there are gender differences in business leadership styles [59,60]. Whilst women tend to exhibit a transformational leadership style [61,62], men are more oriented towards transactional leadership models [63,64].



Building on the above, we argue that female leaders are more likely to exhibit normative CSR behaviour and, therefore, focus their organisations on corporate activities that go beyond business functions [65,66,67], while male leaders are likely to engage their organisations in instrumental CSR involving an economic interest [68,69,70]. Based on this literature, we propose the following study hypotheses:



Hypothesis 1 (H1).

Female-led firms engage in normative CSR practices more than male-led firms.





Hypothesis 2 (H2).

Male-led firms engage in instrumental CSR practices more than female-led firms.






2.2. Intergenerational Succession and CSR


There is emerging evidence that heirs engage their organisations more in CSR activities than founders. For instance, the results of a study focused on Spanish family businesses [71] suggest that CSR philanthropy was higher in companies with higher degrees of generational evolution. Other academics such as He and Yu (2019) [72] suggest that founders often train their future heirs to promote corporate philanthropy to protect assets such as corporate reputation. According to Curado and Mota (2021) [73], the generational succession process affects the disclosure of CSR practices of family businesses. This is due to the influence of family values that the founders have transferred to the heir leaders [74]. From this same perspective, Liu (2020) [75] showed that the successor leader improves CSR performance in listed companies. Drawing on upper echelon theory and the agency perspective, Liu (2020) [75] found strong arguments to justify successor leaders’ greater commitment to CSR. The main reason for this behaviour is that successor leaders seek to legitimise their recent status quo position and satisfy the interests of the boards and major shareholders. Consequently, we suggest that the CSR activities companies engage with may differ as a function of the generation of the leader, with founders being more focused on instrumental CSR and heirs being more focused on normative CSR aspects. Studies on generational differences such as Wang et al. (2020) [76] show that the generation affects the vision and commitment to CSR. Dick et al. (2021) [26] observed that when founder-led family businesses are focused on not jeopardising family control, they tend to exhibit low commitment to CSR. These authors found that founding leaders only decide to commit to CSR when this investment involves reputational benefits, that is, when CSR activities can lead to an improvement in corporate performance. In this sense, we can expect that the founding leaders are more oriented towards the instrumental and strategic vision of CSR. Daspit et al. (2016) [77] observed that the presidents of family businesses conceived social and human capital as one of the most important challenges facing leadership succession. Dou et al. (2014) [78] found that the successor generation allows the normative vision of CSR to be consolidated through corporate charitable donations. Under this same premise, Pan et al. (2018) [79] found that companies controlled by the heir leader improve the performance of activities related to corporate philanthropy, which is related to the normative vision of CSR. This discussion leads us to propose the following study hypotheses:



Hypothesis 3 (H3).

Founder-led firms engage in instrumental CSR practices more than heir-led firms.





Hypothesis 4 (H4).

Heir-led firms engage in normative CSR practices more than founder-led firms.






2.3. Gender, Intergenerational Succession and CSR


Female entrepreneurship has established itself as a central focus of interest by business and management scholars [80,81,82]. According to Valeri and Katsoni (2021) [83], the search for work and family reconciliation, the creation of cooperative networks and the preference for establishing female relationships largely determine the strategic orientation of companies led by women. Therefore, gender differences in CSR practices are even more evident in family businesses, where the generational influence of family values coexists with traditional gender expectations.



Insights in the business ethics field are also emerging, suggesting that female heirs operate more in favour of normative CSR and relational aspects than male founders. For example, the results of a recent study by Chen et al. (2018) [84] suggest that female heirs are more concerned with the resolution of work–family conflicts and favour a participatory decision-making style, instead of an authoritarian leadership style. It seems that female heirs may be focusing on normative issues, regardless of what the founder may have done. This is in line with the results reported by Xian et al. (2021) [85] on identity construction in the Chinese family context, who revealed that female successor leaders adjusted their leadership identity to the degree of conformity to conventional gender expectations. As a result of this conceptualisation, successor women presented three approaches to leadership identity: temporary leader, second leader and independent leader. Gender expectations and family values were the primary drivers of these leadership approaches. In a study on the factors that influence the success of female successors, Dwivedi et al. (2018) [86] found that for women to progress in the corporate sphere during succession processes, it is necessary that the predecessor CEOs (mostly masculine) foster gender inclusivity. This finding confirms the belief that female heiresses behave according to gender expectations, which limits the scope of female leadership in business. In relation to the gender differences present in successor leadership styles, Ahrens et al. (2015) [87] observed that female family successors possessed a higher level of human capital compared to their male counterparts. This finding suggests that female heirs are more apt than male heirs to implement normative CSR policies. Heir females, being moved by conventional gender roles, are expected to exhibit a higher degree of social behaviour than men. This also fits with the findings of Virick and Greer (2012) [88], who showed that the appointment of female successors favourably influenced diversity climates, a key dimension of normative CSR. It is not clear, however, how male heirs may behave when following a male or female founder. Would they continue the legacy of the founder in relation to CSR? Or would gender characteristics prevail? There is a perception that men are more oriented towards performance and meeting economic objectives also when it comes to succession processes [89]. Since men tend to show a more aggressive leadership style and make decisions based on benefits, it is likely that, in terms of CSR, their orientations lean towards the instrumental approach that incorporates a vision more focused on corporate success. Indeed, this is reflected in founders’ preferences for choosing a male successor [87,90] who is expected to provide superior economic performance [91]. This fits with the findings of Zhang and Qu (2016) [91] who found that the change from men to women during the succession process has a negative impact on company performance. If gender differences were to hold true across generations, we might expect female leaders (founders and heirs) to engage more in normative CSR activities in comparation with men. In the same way, we may expect male leaders (founders and heirs) to engage their companies more in instrumental CSR activities in comparison with women. Based on the above logic, we propose the following study hypotheses:



Hypothesis 5 (H5).

Female-led firms (founders and heirs) engage in normative CSR practices more than male-led firms.





Hypothesis 6 (H6).

Male-led firms (founders and heirs) engage in instrumental CSR practices more than female-led firms.






2.4. Conceptual Model of the Study


All previously described literature (see Table 1 for an overview of literary review) aligns with the theory of social identity [92] and the theory of social categorisation [93], which suggests that the social identity of individuals is formed from the processes of categorisation, identification and group comparison. When individuals discriminate between groups based on gender, they are reinforcing conventional gender stereotypes [87].



Therefore, a plausible explanation for behavioural differences between men and women is that they occur due to the influence of gender expectations present in society and transferred from generation to generation. We propose that the CSR behaviour of the franchisor leaders, in its two aspects (normative and instrumental [30]) is conditioned by the principles of care and the principles of justice. Since women are more focused on the principles of care [52], we assume that they will show greater participation in normative CSR activities, which include behaviours of a social and community nature. On the contrary, since men are more connected with the principles of justice [54], we assume that they will present greater involvement in instrumental CSR activities, which include behaviours of an economic and strategic nature. Consistent with social identity theory and social categorisation theory, we assume that these gender differences will last across generations, so that franchising leaders will tailor their CSR behaviour according to conventional gender expectations. Regarding intergenerational leadership, according to the emerging theory about generational differences in preferences and CSR orientations [70,71,72], we assume that heirs, regardless of gender, will assume a stronger normative CSR orientation than the founders, while we expect that the latter show a greater preference for instrumental CSR activities compared to their heir counterparts. Therefore, this study proposes a theoretical framework that includes the influence of gender and generation on the CSR visions that a company can adopt, as well as the interaction of both variables on normative and instrumental CSR, as can be seen in Figure 1.





3. Data


This study was carried out within the Spanish franchise market. All the data relating to the profile of the franchisor leader (i.e., gender, generation and age) and the CSR practices come from an online survey addressed to all franchisors who are members of the Spanish Franchise Association (Asociación Española de Franquiciadores, “AEF” as per its Spanish acronym). It should be noted that “generation” makes a distinction between two groups of leaders, founders and successors, while age is determined by the years of each independent leader of the generation to which he belongs. This directory of franchises is the most important in the country, since it brings together all the franchisors that carry out activities in Spain. Furthermore, all of them are committed to complying with the standards of the European Code of Ethics for Franchising. In another line of affairs, the AEF is part of the European Franchise Federation (EFF), which is the main advocate of the franchise industry in Europe. Therefore, all franchisor members associated with the AEF represent the most relevant and comprehensive set of franchise chains in terms of economic and ethical business conduct. During the data collection period, in 2017, the Spanish franchise system had 1348 brands, of which 82.8% were of national origin and 17.2% of international origin [94].



The data collection method used is in line with other franchise research (see: Meiseberg and Ehrmann, 2012 [6] on the German market and Perrigot et al., 2015 [95] on the French market) which have used national franchise associations or federations as the main source of data. The final sample consisted of a total of 246 Spanish franchise companies. Respondents were franchisors of franchise companies (i.e., the general directors, owners and managers of the franchise business in general) who are responsible for setting standards in the franchise network. Out of the 246 firms, 183 had a male leader and 63 had a female leader. Respondents self-reported their firm’s CSR activities based on the scales previously published and peer-reviewed research on different CSR policies that franchise systems may adopt. Specifically, items were adapted from Meiseberg and Ehrmann (2012) [6] and Perrigot et al. (2015) [95]. All measures utilised five-point Likert-type scales and were pre-tested and piloted before the main study data collection.




4. Data Analysis and Results


The data analysis was conducted in two stages. Stage 1 involved a confirmatory factor analysis (CFA) of those items that made up the administered questionnaire and those that reflected the CSR activities. Confirmatory factor analysis was used to test the structure of hypothesised relationships [96] and to validate the measurement model of CSR practices [97]. In accordance with the classic recommendation of Mulaik (1972) [98], it is possible to apply CFA when the number of factors expected to be confirmed is known as well as the relationship of the items with each factor. Since this study is based on the theoretical classification of Donaldson and Preston (1995) [30] and on the measurement approach of Lee et al. (2013) [99] on the distinction of the normative and instrumental approach of CSR, the CFA makes it possible to evaluate the adjustment of the theoretical model with respect to the analysed data. Stage 2 involved univariate and multivariate tests to test the study hypotheses. In the first place, the differences between generations (H3 and H4) were evaluated due to the simplification of the generational groups (founders and heirs). To do so, two one-way tests (ANOVA) were used to determine the existence of differences in normative CSR and instrumental CSR between founding leaders and heirs. Next, we proceeded to analyse the gender differences between various groups of leaders (H1, H2, H5 and H6). Since founding and heir leaders were included in this stage of analysis, we differentiated between past and current leaders to assess gender differences in a more nuanced way. For this purpose, eight ANOVA tests were applied, where gender differences were compared for four samples of leaders (former founder, all current leaders, current founder and current heir) on the normative and instrumental dimension of CSR. Finally, we applied a multivariate test (MANOVA) to determine the influence of the gender of the founder on the normative and instrumental CSR decisions of male and female inheriting leaders. The MANOVA analysis allowed us to add reliability to the results obtained from the univariate analyses where H5 and H6 were examined.



4.1. Stage 1


The confirmatory factor analysis (using principal component analysis with the varimax rotation method and correlation matrix analysis; extraction method fixed number of factors (2), maximum number of interactions for convergence (25)) across all applied items reveals two distinct dimensions of CSR activities. The rotated initial solution for each factor explains between 44.52 and 78.33% of the variance, with the Kaiser–Meyer–Olkin measure of sampling adequacy ranging between 0.500 and 0.900 [100] and the significant Bartlett’s Test of Sphericity at p < 0.05 [101]. The confirmatory factor analysis shows that the two CSR dimensions identified are internally consistent, with a Cronbach’s alpha of 0.842 for the diversity and inclusion dimension and 0.928 for the quality and research and development (R&D) dimension, suggesting satisfactory levels of reliability.



The next step in the analysis of dimensions involves mapping them against the [30] instrumental or normative CSR categorisation (see also Aguilera et al. 2007 [102]; Chiu et al. 2011 [103]). We fit the instrumental and normative vision of Donaldson and Preston (1995) [30] in the classification of operation-related and non-operation-related CSR activities proposed by Lee et al. (2013) [99]. The normative dimension represents corporate decisions that promote a social good and go beyond the commercial interests of firms [65]. In our case, we examine the normative CSR activities related to the dimension of diversity and inclusion, an internal aspect that affects the social value of the company [104]. The instrumental dimension is related to favouring the interests of the stakeholders and promoting an economic or corporate purpose [70]. In the present study, we selected the instrumental CSR activities linked to the area of product quality and R&D, since these practices allow improving the economic performance of the corporation [105] (see Table 2).




4.2. Stage 2


The second stage of the analysis includes a set of tests to determine group differences related to generation (founder vs. heir), gender (male vs. female) and their interplay. To test the effect of generation, one-way ANOVA tests were run with a bias-corrected accelerated bootstrapping procedure of 5000 samples. Results from the ANOVA show a significant difference between generations in approaching normative CSR practices, where heir leaders appear to engage in normative CSR behaviour significantly more strongly than founder leaders (H4) (see Table 3).



Contrary to our expectations, instrumental CSR practices were found to be significantly stronger for heir leaders compared to founder leaders (H3) (see Table 4).



Next, to analyse gender differences for normative and instrumental CSR according the type of leader (past founder, all current leaders, current founder and current heir), various ANOVAs were run with a bias-corrected accelerated bootstrapping procedure of 5000 samples. First, we analysed the gender differences for the four complete samples: past (original) founder leaders, all current leaders, current leaders who are also founders, and current leaders who are heirs. Our results suggest that normative CSR activities differ as a function of gender across all the above situations (H1, H5) (Table 5).



We only found gender differences in instrumental CSR activities of firms when comparing the group of current leaders. As expected, men are found to engage their firms more in instrumental CSR (H2, H6) (Table 6).



Next, we explored intergenerational impacts of gender by unpacking the interplay between heir’s gender and past founder’s gender on the CSR practice of firms, using a multivariate analysis of variance (MANOVA) with a bias-corrected accelerated bootstrapping procedure of 5000 samples. MANOVA method allows studying the differences between groups when the dependent variable is of a multidimensional nature [106]. In our case, these analyses allow us to explore the differences between female heirs and male heirs on the normative and instrumental dimensions of CSR. In addition, the segmentation of the samples between the group of companies with female past founders and companies with male past founders is added to this procedure. This analysis allowed us to verify the influence of the previous gender (past female founder and past male founder) on CSR decisions of heir leaders (male and female). Our findings suggest that female heirs engage their firms in high levels of normative CSR, regardless of the gender of the founder (H5). No differences were found in how male and female heirs engage in instrumental CSR (H6) (see Table 7).



A number of tests to control for leader age were also run, suggesting that the effects of gender and generation (founder vs. heir) are consistent (see Appendix A).





5. Discussion


Our findings suggest that the gender (male vs. female) and generation (founder vs. heir) of franchise leaders (or franchisors) have a significant impact on the nature of CSR-related activities franchise firms engage in. The present study contributes to the debate around gender differences by providing more nuanced information: first, within the franchise sector and, second, by shedding light on how the gender and generation of the leader may impact the normative and instrumental aspects of CSR. Our results about generational differences show that heir leaders appear to engage their firms more in normative aspects of CSR compared to founder leaders, which is in line with studies suggesting that heir leaders are more aware of the social impact of companies on a world scale [107,108] than founder leaders. Contrary to our expectations, we found that heir leaders involve their organisations more in instrumental CSR activities than founder leaders. This finding may suggest that, although heir leaders may be exposed to all aspects of CSR, heirs engage in CSR through available instrumental aspects, in this case, those related to the dimension of quality and R&D. According to a recent study on business succession and innovation processes [109], when the second generation takes over, family businesses can maintain the levels of innovation inherited from their predecessors, as long as the leaders behave as “catalysts of change”. Therefore, it is possible to think that, in our case, the founding leaders have been able to pass on the legacy of instrumental CSR to the heir leaders through the transmission of family values [74].



In terms of our findings related to gender differences and the CSR activities of firms, we found that in all examined groups (segmenting by the gender of past founders, all current leaders, current founders and current heirs), firms with a female leader engage more in normative CSR, supporting, initiatives related to diversity and social inclusion. This finding supports the results by Virick and Greer (2012) [88], who suggest that the nomination of women as business successors promotes diversity climates. When exploring the CSR activities of organisations with male leaders (regardless of being heirs or founders) the results suggest that current male leaders engage their organisations more with instrumental CSR [30], promoting practices related to quality and innovation. This finding is consistent with the results of Strohmeyer et al. (2017) [110], who found that male-led firms exhibited a higher level of innovation than female-led firms. The authors suggested that men, by behaving as “jacks-of-all-trades”, foster the innovativeness of their companies. We did not find significant differences in other situations when we compared male and female heirs and founders.



While some of this may be associated with sample size, the findings related to instrumental CSR and gender are likely to be more nuanced than those related to normative CSR. The findings we present on the interplay between generation and gender provide some interesting insights and, despite the small sample sizes, may provide fruitful directions for future research. Our results suggest that female heirs engage their companies more in normative CSR, regardless of the past founders’ gender, providing evidence that female leaders behave in line with gender expectations when it comes to normative CSR. Male heirs also seem to operate in line with gender expectations when it comes to normative CSR, engaging their firms less than female leaders, regardless of the gender of the founder. When it comes to instrumental CSR, we found no differences in the results. Interestingly, female heirs seem to engage their firms at remarkably similar levels of instrumental CSR as male heirs and, while not statistically significant, the levels seem high when compared to female founders. This pattern is particularly striking when female heirs are leading a male-founded firm. Could it be that female heirs continue their fathers’ legacy of instrumental CSR, while at the same time modifying firm action to also focus on normative CSR? In this regard, the results of a recent study on the role of founder gender in knowledge diffusion in R&D and innovation [106] seem to fit with our findings on instrumental CSR. Amoroso and Audretsch (2022) [106] observed that women stood out from men in their ability to translate knowledge and social skills to create strong professional networks in the value chain. As a consequence of this socialised leadership style, women oriented their companies towards high levels of R&D. Our results seem to be in line with this perspective, which suggests that women are just as effective as men when addressing issues related to economic and productive aspects. Our results add to this promising line of research that suggests the existence of differences between men and women in the way they manage professional relationships and business networks.




6. Conclusions


Our results contribute to the field of business and society by offering a deeper understanding of how the gender of the leader and the leader’s generation influence the CSR activities franchise companies engage with. We find that male and female franchise leaders engage their firms differently in CSR activities, with firms led by women engaging more with normative activities, and firms led by men engaging more with instrumental activities. Secondly, we suggest that looking at differences among generations holds much promise for fostering a deeper understanding of CSR practices in the franchise arena. As such, we find that heirs of both genders engage their firms more in normative and instrumental CSR activities. In terms of intergenerational aspects, our findings suggest that the gender of the current leader may be a more important factor in explaining CSR activities than the gender of past founders, but more research is certainly needed.



6.1. Practical Implications


We provide relevant management implications for professionals in the franchise industry and those responsible for CSR strategies. Our findings reveal that heir leaders adopt a holistic view of CSR by including normative and instrumental practices to a greater extent than founding leaders. Therefore, the owners of the franchise network can improve their involvement with CSR by including heir leaders in corporate boards. In addition, franchise chains can improve their social impact by having a female presence in corporate boards, since females (founders and heirs) demonstrated greater awareness of CSR, and in particular the kind of CSR related to community and social aspects. In short, betting on generational and gender diversity in boardrooms can facilitate the adoption of CSR practices in franchise networks. In this way, franchisor leaders will be better able to face the challenge of balancing the economic and social interests of franchise chains. According to Valeri (2021) [111], the changes in the economic, social and environmental paradigm have led to the formalization of autonomous, flexible and coordinated organizational structures. The incorporation of normative and instrumental CSR practices makes it possible for companies and, more specifically, family franchise chains to face broad global challenges. We recommend that policymakers focus their efforts on the development of training programs in the field of sustainability, since the educational factor has considerable weight in shaping the values of new generations. Having wide-ranging academic and professional offers related to the management of economic and social affairs can help family franchises to manage the normative and instrumental practices of CSR in a more conscious and organised way.




6.2. Limitations, Recommendations, and Future Research


Finally, we acknowledge that the study has limitations, for example, in relation to being conducted within one geographical location (in one country) and a small sample size in relation to sub-samples of heirs. We believe that this limitation offers researchers fruitful opportunities for further research, by applying the theories and analysis to broader contexts. Furthermore, in this study we found that the role of gender predominates over the choice of CSR policies of a normative and instrumental nature. Nonetheless, differences in the gender mix between generations of leaders in transitions (e.g., male to female, female to male, male to male to female, etc.) could skew estimates of leaders’ behaviour based on their preferences toward the ethics of care (in case of women) or toward the principle of justice (in case of men). For instance, the predominance of one gender over the offspring (grandfather–father–daughter or grandmother–mother–son) could affect the intergenerational exchange of values. In cases where female leadership predominates, male heirs could be influenced by the values of their ancestors (oriented towards the principle of care) in the same way that female heiresses could be affected by the values of their male ancestors (more inclined towards the principle of justice). Accordingly, the influence of paternal/maternal–filial relationships, which are related to the socio-emotional wealth present in family businesses, could be considered a phenomenon of interest to be taken into account for future research. In addition, this study has focused on analysing the sub-dimension of diversity and inclusion belonging to normative CSR, and the sub-dimension of quality and R&D relative to instrumental CSR. Nevertheless, these sub-dimensions are not exclusive, since both normative and instrumental CSR include other management sub-areas such as community support, philanthropy, human rights, employee relations and environment and corporate governance, which have not been included in this study. For this reason, we propose that future studies in the area of CSR address the different sub-dimensions that companies can work on based on the classification offered in this study. Finally, it is worth considering the possible influence of important external factors that can condition the individual preference of family leaders. Therefore, we propose as future avenues of research exploring variables of a macro nature, which can influence the preference of normative and instrumental practices. For instance, it would be of great academic interest to address how education, culture and the economic environment affect the gender–generation relationship in terms of normative and instrumental CSR strategies. We consider that the influence of educational programs, cultural values and economic conditions can determine the orientation of leaders towards a responsibility based on moral aspects or, on the contrary, based on a pragmatic vision.








Author Contributions


Conceptualisation, M.F.-M. and K.M.; methodology, M.F.-M. and A.S.; software, L.V.-S.; validation, K.M., A.S. and I.G.-G.; formal analysis, A.S.; investigation, M.F.-M.; resources, L.V.-S.; data curation, A.S.; writing—original draft preparation, M.F.-M.; writing—review and editing, I.G.-G.; visualisation, M.F.-M.; supervision, I.G.-G. and L.V.-S.; project administration, K.M.; funding acquisition, L.V.-S. All authors have read and agreed to the published version of the manuscript.




Funding


This research was supported by the Ministry of Science and Innovation of the Government of Spain (Grant numbers PID2019-107546GA), the Ministry of Education of the Castile and Leon Regional Government (Grant numbers SA106P20) and the Ministry of Education of the Castile and Leon Regional Government and the European Social Fund Order EDU/574/2018 of 28 May, which resolves the call for grants to finance the pre-doctoral hiring of research staff.




Institutional Review Board Statement


The questionnaire and the methodology of this study were designed by the authors and sent to the members of the Spanish Association of Franchisors. This entity groups together those franchisors that carry out activities in Spain, committed to the ethical principles of the franchise system and who, therefore, undertake to comply with the standards of the European Franchise Code of Ethics. We clarify that there is no conflict of interest with the Spanish Association of Franchisors and we ensure that during the data collection process the ethical standards of the institutional and/or national research committee and the Declaration of Helsinki of 1964 were met.




Informed Consent Statement


Informed consent was obtained from all subjects involved in the study.




Data Availability Statement


Data available on request due to restrictions, e.g., privacy or ethical.




Acknowledgments


The reviewers have sent valuable feedback to the authors and this has allowed us to improve the manuscript. We thank you all for your time, effort, and dedication to this review process. We also appreciate the Society of Spanish Researches in the United Kingdom (SRUK/CERU) and the University of Salamanca for the financial support to carry out the research stay of M.F.-M. at Henley Business School.




Conflicts of Interest


The authors declare no conflict of interest.





Appendix A




[image: Table] 





Table A1. Control Variable Results (standardised scores).






Table A1. Control Variable Results (standardised scores).





	
Age Control

	
Normative CSR






	
PAST FOUNDER’S GENDER

	
Univariate statistics

	
Past female founders

	
Past male founders




	
Leader’s age

	
Up to 50 years

	
F (25.947) = 1. p = 0.000

	
0.795

[0.434; 1.157] SD = 0.815

	
−0.353

[−0.578; −0.129] SD = 0.956




	
50 years and over

	
F (41.749) = 1 p = 0.000

	
0.893

[0.581; 1.206] SD = 0.722

	
−0.249

[−0.424; −0.074] SD = 0.741




	
ALL CURRENT LEADER’S GENDER

	
Univariate statistics

	
Current female leaders

	
Current male leaders




	
Leader’s age

	
Up to 50 years

	
F (168.222) = 1. p = 0.000

	
1.237

[1.130; 1.343] SD = 0.300

	
−0.528

[−0.691; −0.366] SD = 0.758




	
50 years and over

	
F (115.238) = 1. p = 0.000

	
1.236

[1.055; 1.418] SD = 0.486

	
−0.338

[−0.491; −0.185] SD = 0.755




	
CURRENT FOUNDER’S

GENDER

	
Univariate statistics

	
Current female founders

	
Current male leaders




	
Leader’s age

	
Up to 50 years

	
F (86.120) = 1. p = 0.000

	
1.031

[0.74; 1.32] SD = 0.565

	
−0.889

[−1.13; −0.65] SD = 0.774




	
50 years and over

	
F (57.193) = 1. p = 0.000

	
1.064

[0.64; 1.49] SD = 0.850



	
−0.621

[−0.84; −0.40] SD = 0.814






	
CURRENT HEIR’S GENDER

	
Univariate statistics

	
Current female heirs

	
Current male heirs




	
Leader’s age

	
Up to 50 years

	
F (20.083) = 1. p = 0.000

	
1.023

[0.63; 1.42]

SD = 0.621

	
−0.045

[−0.30; 0.21] SD = 0.741




	
50 years and over

	
F (2.667) = 1. p = 0.109

	
1.086

[0.66; 1.51] SD = 0.553

	
0.182

[−0.06; 0.42] SD = 0.555




	
Age control

	
Instrumental CSR




	
PAST FOUNDER’S GENDER

	
Univariate statistics

	
Past female founders

	
Past male founders




	
Leader’s age

	
Up to 50 years

	
F (1.876) = 1. p = 0.174

	
−0.262

[−0.633; 0.109] SD = 0.837

	
0.047

[−0.176; 0.271] SD = 0.951




	
50 years and over

	
F (0.000) = 1. p = 0.996

	
0.068

[−0.371; 0.506] SD = 1.01

	
0.069

[−0.175; 0.313] SD = 1.04




	
ALL CURRENT LEADER’S GENDER

	
Univariate statistics

	
Current female leaders

	
Current male leaders




	
Leader’s age

	
Up to 50 years

	
F (6.561) = 1. p = 0.012

	
−0.387

[−0.620; −0.154] SD = 0.657

	
0.116

[−0.109; 0.341] SD = 1.050




	
50 years and over

	
F (0.193) = 1. p = 0.661

	
−0.050

[−0.420; 0.321] SD = 0.992

	
0.044

[−0.164; 0.253] SD = 1.034




	
CURRENT FOUNDER’S GENDER

	
Univariate statistics

	
Current female founders

	
Current male leaders




	
Leader’s age

	
Up to 50 years

	
F (0.456) = 1. p = 0.502

	
−0.477

[−0.91; −0.05] SD = 0.838

	
−0.308

[−0.58;−0.04] SD = 0.886




	
50 years and over

	
F (0.179) = 1. p = 0.002

	
−0.374

[−0.75; 0.00] SD = 0.752

	
−0.468

[−0.69; −0.24] SD = 0.846




	
CURRENT HEIR’S GENDER

	
Univariate statistics

	
Current female heirs

	
Current male heirs




	
Leader’s age

	
Up to 50 years

	
F (17.179) = 1. p = 0.000

	
−0.116

[−0.61; 0.38] SD = 0.781

	
0.414

[0.07; 0.76] SD = 1.027




	
50 years and over

	
F (0.625) = 1. p = 0.435

	
0.803

[−0.01; 1.62] SD = 1.060

	
0.505

[0.11; 0.90] SD = 0.917











References


	



Zafeiropoulou, F.A. The Social Franchise Model: A Systems Approach of the Dynamics of Institutions and Embeddedness in Social Franchise Formation. In Handbook of Research on Franchising; Edward Elgar Publishing: Cheltenham, UK, 2017. [Google Scholar]

	



Zajko, K.; Bradač Hojnik, B. Social Franchising Model as a Scaling Strategy for ICT Reuse: A Case Study of an International Franchise. Sustainability 2018, 10, 3144. [Google Scholar] [CrossRef]

	



Kim, M.-S.; Thapa, B. Relationship of Ethical Leadership, Corporate Social Responsibility and Organizational Performance. Sustainability 2018, 10, 447. [Google Scholar] [CrossRef]

	



Combs, J.G.; Ketchen, D.J., Jr.; Shook, C.L.; Short, J.C. Antecedents and Consequences of Franchising: Past Accomplishments and Future Challenges. J. Manag. 2011, 37, 99–126. [Google Scholar] [CrossRef]

	



Withane, S. Franchising and Franchisee Behavior: An Examination of Opinions, Personal Characteristics, and Motives of Canadian Franchisee Entrepreneurs. J. Small Bus. Manag. 1991, 29, 22. [Google Scholar]

	



Meiseberg, B.; Ehrmann, T. Lost in Translation? The Prevalence and Performance Impact of Corporate Social Responsibility in Franchising. J. Small Bus. Manag. 2012, 50, 566–595. [Google Scholar] [CrossRef]

	



Chiou, J.; Droge, C. The Effects of Standardization and Trust on Franchisee’s Performance and Satisfaction: A Study on Franchise Systems in the Growth Stage. J. Small Bus. Manag. 2015, 53, 129–144. [Google Scholar] [CrossRef]

	



Cai, Y.-J.; Chen, Y.; Siqin, T.; Choi, T.-M.; Chung, S.-H. Pay Upfront or Pay Later? Fixed Royal Payment in Sustainable Fashion Brand Franchising. Int. J. Prod. Econ. 2019, 214, 95–105. [Google Scholar] [CrossRef]

	



Gámez-González, J.; Rondan-Cataluña, F.J.; Diez-de Castro, E.C.; Navarro-Garcia, A. Toward an International Code of Franchising. Manag. Decis. 2010, 48, 1568–1595. [Google Scholar] [CrossRef]

	



Brookes, M. The Dynamics and Evolution of Knowledge Transfer in International Master Franchise Agreements. Int. J. Hosp. Manag. 2014, 36, 52–62. [Google Scholar] [CrossRef]

	



Le Bot, C.; Perrigot, R.; Déjean, F.; Oxibar, B. Corporate Social Responsibility in Franchise Chains: Specificities, Insights from French Franchise Chains’ CSD, and Avenues for Future Research. J. Retail. Consum. Serv. 2022, 66, 102945. [Google Scholar] [CrossRef]

	



Székely, F.; Knirsch, M. Responsible Leadership and Corporate Social Responsibility: Metrics for Sustainable Performance. Eur. Manag. J. 2005, 23, 628–647. [Google Scholar] [CrossRef]

	



Waldman, D.A.; Siegel, D.S.; Stahl, G.K. Defining the Socially Responsible Leader: Revisiting Issues in Responsible Leadership. J. Leadersh. Organ. Stud. 2020, 27, 5–20. [Google Scholar] [CrossRef]

	



Gond, J.-P.; Igalens, J.; Swaen, V.; El Akremi, A. The Human Resources Contribution to Responsible Leadership: An Exploration of the CSR–HR Interface. In Responsible Leadership; Springer: Berlin/Heidelberg, Germany, 2011; pp. 115–132. [Google Scholar]

	



Groves, K.S.; LaRocca, M.A. Responsible Leadership Outcomes via Stakeholder CSR Values: Testing a Values-Centered Model of Transformational Leadership. In Responsible Leadership; Springer: Berlin/Heidelberg, Germany, 2011; pp. 37–55. [Google Scholar]

	



Jell-Ojobor, M. Strategic CSR and the Competitive Advantage of Franchise Firms. In Design and Management of Interfirm Networks; Springer: Berlin/Heidelberg, Germany, 2019; pp. 91–111. [Google Scholar]

	



Meek, W.R.; Sullivan, D.M.; Mueller, J. Gender Differences in Entrepreneurial Relationships within the Franchise Context. J. Dev. Entrep. 2014, 19, 1450026. [Google Scholar] [CrossRef]

	



Thaichon, P.; Weaven, S.; Quach, S.; Bodey, K.; Merrilees, B.; Frazer, L. Female Franchisees—A Lost Opportunity for Franchising Sector Growth? J. Strateg. Mark. 2020, 28, 107–122. [Google Scholar] [CrossRef]

	



Diochon, M.; Ghore, Y. Contextualizing a Social Enterprise Opportunity Process in an Emerging Market. Soc. Enterp. J. 2016, 12, 107–130. [Google Scholar] [CrossRef]

	



Mills, C.E.; Jeremiah, F. Franchising Microbusinesses: Coupling Identity Undoing and Boundary Objects. Int. J. Entrep. Behav. Res. 2020, 27, 231–250. [Google Scholar] [CrossRef]

	



Hur, W.-M.; Kim, H.; Jang, J.H. The Role of Gender Differences in the Impact of CSR Perceptions on Corporate Marketing Outcomes. Corp. Soc. Responsib. Environ. Manag. 2016, 23, 345–357. [Google Scholar] [CrossRef]

	



Grosser, K.; Moon, J. CSR and Feminist Organization Studies: Towards an Integrated Theorization for the Analysis of Gender Issues. J. Bus. Ethics 2019, 155, 321–342. [Google Scholar] [CrossRef]

	



Kuzey, C.; Fritz, M.M.; Uyar, A.; Karaman, A.S. Board Gender Diversity, CSR Strategy, and Eco-Friendly Initiatives in the Transportation and Logistics Sector. Int. J. Prod. Econ. 2022, 247, 108436. [Google Scholar] [CrossRef]

	



Block, J.; Wagner, M. Ownership versus Management Effects on Corporate Social Responsibility Concerns in Large Family and Founder Firms. J. Fam. Bus. Strategy 2014, 5, 339–346. [Google Scholar] [CrossRef]

	



Tourky, M.; Kitchen, P.; Shaalan, A. The Role of Corporate Identity in CSR Implementation: An Integrative Framework. J. Bus. Res. 2020, 117, 694–706. [Google Scholar] [CrossRef]

	



Dick, M.; Wagner, E.; Pernsteiner, H. Founder-Controlled Family Firms, Overconfidence, and Corporate Social Responsibility Engagement: Evidence from Survey Data. Fam. Bus. Rev. 2021, 34, 71–92. [Google Scholar] [CrossRef]

	



Cruz, C.; Justo, R.; Larraza-Kintana, M.; Garces-Galdeano, L. When Do Women Make a Better Table? Examining the Influence of Women Directors on Family Firm’s Corporate Social Performance. Entrep. Theory Pract. 2019, 43, 282–301. [Google Scholar] [CrossRef]

	



Khidmat, W.B.; Habib, M.D.; Awan, S.; Raza, K. Female Directors on Corporate Boards and Their Impact on Corporate Social Responsibility (CSR): Evidence from China. Manag. Res. Rev. 2021, 45. ISSN, 2040–8269. [Google Scholar] [CrossRef]

	



Uhlaner, L.M.; van Goor-Balk, H.J.M.; Masurel, E. Family Business and Corporate Social Responsibility in a Sample of Dutch Firms. J. Small Bus. Enterp. Dev. 2004, 11, 186–194. [Google Scholar] [CrossRef]

	



Donaldson, T.; Preston, L.E. The Stakeholder Theory of the Corporation: Concepts, Evidence, and Implications. Acad. Manag. Rev. 1995, 20, 65–91. [Google Scholar] [CrossRef]

	



Kim, B.; Lee, S. The Impact of Material and Immaterial Sustainability on Firm Performance: The Moderating Role of Franchising Strategy. Tour. Manag. 2020, 77, 103999. [Google Scholar] [CrossRef]

	



Rhou, Y.; Singal, M.; Koh, Y. CSR and Financial Performance: The Role of CSR Awareness in the Restaurant Industry. Int. J. Hosp. Manag. 2016, 57, 30–39. [Google Scholar] [CrossRef]

	



Youn, H.; Song, S.; Lee, S.; Kim, J.-H. Does the Restaurant Type Matter for Investment in Corporate Social Responsibility? Int. J. Hosp. Manag. 2016, 58, 24–33. [Google Scholar] [CrossRef]

	



Jeon, H.J.; Gleiberman, A. Examining the Role of Sustainability and Green Strategies in Channels: Evidence from the Franchise Industry. J. Mark. Theory Pract. 2017, 25, 189–199. [Google Scholar] [CrossRef]

	



Dant, R.P. A Futuristic Research Agenda for the Field of Franchising. J. Small Bus. Manag. 2008, 46, 91–98. [Google Scholar] [CrossRef]

	



Dant, R.P.; Perrigot, R.; Cliquet, G. A Cross-Cultural Comparison of the Plural Forms in Franchise Networks: United States, France, and Brazil. J. Small Bus. Manag. 2008, 46, 286–311. [Google Scholar] [CrossRef]

	



Gilligan, C.; Attanucci, J. Two Moral Orientations: Gender Differences and Similarities. Merrill-Palmer Q. 1982 1988, 34, 223–237. [Google Scholar]

	



Mason, E.S.; Mudrack, P.E. Gender and Ethical Orientation: A Test of Gender and Occupational Socialization Theories. J. Bus. Ethics 1996, 15, 599–604. [Google Scholar] [CrossRef]

	



Fumagalli, M.; Ferrucci, R.; Mameli, F.; Marceglia, S.; Mrakic-Sposta, S.; Zago, S.; Lucchiari, C.; Consonni, D.; Nordio, F.; Pravettoni, G. Gender-Related Differences in Moral Judgments. Cogn. Process. 2010, 11, 219–226. [Google Scholar] [CrossRef]

	



Frempong, F. Gender and Ethical Conduct of Hotel Employees in Kumasi Metropolis, Ghana. J. Bus. Ethics 2019, 154, 721–731. [Google Scholar] [CrossRef]

	



Tapver, T.; Laidroo, L.; Gurvitš-Suits, N.A. Banks’ CSR Reporting–Do Women Have a Say? Corp. Gov. Int. J. Bus. Soc. 2020, 20, 639–651. [Google Scholar] [CrossRef]

	



Ambrose, M.L.; Schminke, M. Sex Differences in Business Ethics: The Importance of Perceptions. J. Manag. Issues 1999, 11, 454–474. [Google Scholar]

	



Trinidad, C.; Normore, A.H. Leadership and Gender: A Dangerous Liaison? Leadersh. Organ. Dev. J. 2005, 26, 574–590. [Google Scholar] [CrossRef]

	



Eagly, A.H. Achieving Relational Authenticity in Leadership: Does Gender Matter? Leadersh. Q. 2005, 16, 459–474. [Google Scholar] [CrossRef]

	



Albaum, G.; Peterson, R.A. Ethical Attitudes of Future Business Leaders: Do They Vary by Gender and Religiosity? Bus. Soc. 2006, 45, 300–321. [Google Scholar] [CrossRef]

	



Simola, S.K.; Barling, J.; Turner, N. Transformational Leadership and Leader Moral Orientation: Contrasting an Ethic of Justice and an Ethic of Care. Leadersh. Q. 2010, 21, 179–188. [Google Scholar] [CrossRef]

	



Dezsö, C.L.; Ross, D.G. Does Female Representation in Top Management Improve Firm Performance? A Panel Data Investigation. Strateg. Manag. J. 2012, 33, 1072–1089. [Google Scholar] [CrossRef]

	



Ho, S.S.; Li, A.Y.; Tam, K.; Zhang, F. CEO Gender, Ethical Leadership, and Accounting Conservatism. J. Bus. Ethics 2015, 127, 351–370. [Google Scholar] [CrossRef]

	



Tuncdogan, A.; Acar, O.A.; Stam, D. Individual Differences as Antecedents of Leader Behavior: Towards an Understanding of Multi-Level Outcomes. Leadersh. Q. 2017, 28, 40–64. [Google Scholar] [CrossRef]

	



Bode, C.; Singh, J. Taking a Hit to Save the World? E Mployee Participation in a Corporate Social Initiative. Strateg. Manag. J. 2018, 39, 1003–1030. [Google Scholar] [CrossRef]

	



Del Alonso-Almeida, M.M.; Fernández de Navarrete, F.C.; Rodriguez-Pomeda, J. Corporate Social Responsibility Perception in Business Students as Future Managers: A Multifactorial Analysis. Bus. Ethics Eur. Rev. 2015, 24, 1–17. [Google Scholar] [CrossRef]

	



Gilligan, C. In a Different Voice: Psychological Theory and Women’s Development; Harvard University Press: London, UK, 1993. [Google Scholar]

	



Elm, D.R.; Kennedy, E.J.; Lawton, L. Determinants of Moral Reasoning: Sex Role Orientation, Gender, and Academic Factors. Bus. Soc. 2001, 40, 241–265. [Google Scholar] [CrossRef]

	



Kohlberg, L. Moral Stages and Moralization: The Cognitive-Development Approach. In Moral Development and Behavior: Theory and Research and Social Issues; Holt, Rinehart & Winston: New York, NY, USA, 1976; pp. 31–53. [Google Scholar]

	



Gilligan, C. New Maps of Development: New Visions of Maturity. Am. J. Orthopsychiatry 1982, 52, 199. [Google Scholar] [CrossRef]

	



Jaffee, S.; Hyde, J.S. Gender Differences in Moral Orientation: A Meta-Analysis. Psychol. Bull. 2000, 126, 703. [Google Scholar] [CrossRef]

	



Di Martino, S.; Di Napoli, I.; Esposito, C.; Arcidiacono, C. Measuring Care and Justice Moral Orientation: Italian Adaptation and Revision of the MMO-2 Scale. Ethics Behav. 2019, 29, 405–422. [Google Scholar] [CrossRef]

	



French, W.; Weis, A. An Ethics of Care or an Ethics of Justice. In Business Challenging Business Ethics: New Instruments for Coping with Diversity in International Business; Sójka, J., Wempe, J., Eds.; Springer: Dordrecht, The Netherlands, 2000; pp. 125–136. ISBN 978-0-7923-6586-0. [Google Scholar]

	



Moran, B.B. Library Trends 40 (3) 1992: Libraries and Librarians: Meeting the Leadership Challenges of the 21st Century; University of Illinois: Champaign, IL, USA, 1992. [Google Scholar]

	



Sheppard, L.D. Gender Differences in Leadership Aspirations and Job and Life Attribute Preferences among US Undergraduate Students. Sex. Roles 2018, 79, 565–577. [Google Scholar] [CrossRef]

	



Bass, B.M.; Avolio, B.J.; Atwater, L. The Transformational and Transactional Leadership of Men and Women. Appl. Psychol. 1996, 45, 5–34. [Google Scholar] [CrossRef]

	



Burke, S.; Collins, K.M. Gender Differences in Leadership Styles and Management Skills. Women Manag. Rev. 2001, 16, 244–257. [Google Scholar] [CrossRef]

	



Druskat, V.U. Gender and Leadership Style: Transformational and Transactional Leadership in the Roman Catholic Church. Leadersh. Q. 1994, 5, 99–119. [Google Scholar] [CrossRef]

	



Eagly, A.H.; Johannesen-Schmidt, M.C.; Van Engen, M.L. Transformational, Transactional, and Laissez-Faire Leadership Styles: A Meta-Analysis Comparing Women and Men. Psychol. Bull. 2003, 129, 569. [Google Scholar] [CrossRef] [PubMed]

	



McWilliams, A.; Siegel, D. Corporate Social Responsibility: A Theory of the Firm Perspective. Acad. Manage. Rev. 2001, 26, 117–127. [Google Scholar] [CrossRef]

	



Calabrese, A.; Costa, R.; Rosati, F. Gender Differences in Customer Expectations and Perceptions of Corporate Social Responsibility. J. Clean. Prod. 2016, 116, 135–149. [Google Scholar] [CrossRef]

	



Gigol, T. Gender Differences in Engagement in Unethical Pro-Organizational Behavior—Two Studies in Poland. Sustainability 2020, 13, 39. [Google Scholar] [CrossRef]

	



Stedham, Y.; Yamamura, J.H.; Beekun, R.I. Gender Differences in Business Ethics: Justice and Relativist Perspectives. Bus. Ethics Eur. Rev. 2007, 16, 163–174. [Google Scholar] [CrossRef]

	



Schaap, J.I.; Stedham, Y.; Yamamura, J.H. Casino Management: Exploring Gender-Based Differences in Perceptions of Managerial Work. Int. J. Hosp. Manag. 2008, 27, 87–97. [Google Scholar] [CrossRef]

	



Gond, J.-P.; Palazzo, G.; Basu, K. Reconsidering Instrumental Corporate Social Responsibility through the Mafia Metaphor. Bus. Ethics Q. 2009, 19, 57–85. [Google Scholar] [CrossRef]

	



De la Déniz, M.C.D.; Suárez, M.K.C. Corporate Social Responsibility and Family Business in Spain. J. Bus. Ethics 2005, 56, 27–41. [Google Scholar] [CrossRef]

	



He, W.; Yu, X. Paving the Way for Children: Family Firm Succession and Corporate Philanthropy in China. J. Bus. Finance Acc. 2019, 46, 1237–1262. [Google Scholar] [CrossRef]

	



Curado, C.; Mota, A. A Systematic Literature Review on Sustainability in Family Firms. Sustainability 2021, 13, 3824. [Google Scholar] [CrossRef]

	



García-Álvarez, E.; López-Sintas, J.; Saldaña Gonzalvo, P. Socialization Patterns of Successors in First-to Second-Generation Family Businesses. Fam. Bus. Rev. 2002, 15, 189–203. [Google Scholar] [CrossRef]

	



Liu, X. Impression Management against Early Dismissal? CEO Succession and Corporate Social Responsibility. Corp. Soc. Responsib. Environ. Manag. 2020, 27, 999–1016. [Google Scholar] [CrossRef]

	



Wang, Y.; Xu, S.; Wang, Y. The Consequences of Employees’ Perceived Corporate Social Responsibility: A Meta-Analysis. Bus. Ethics Eur. Rev. 2020, 29, 471–496. [Google Scholar] [CrossRef]

	



Daspit, J.J.; Holt, D.T.; Chrisman, J.J.; Long, R.G. Examining Family Firm Succession from a Social Exchange Perspective: A Multiphase, Multistakeholder Review. Fam. Bus. Rev. 2016, 29, 44–64. [Google Scholar] [CrossRef]

	



Dou, J.; Zhang, Z.; Su, E. Does Family Involvement Make Firms Donate More? Empirical Evidence from Chinese Private Firms. Fam. Bus. Rev. 2014, 27, 259–274. [Google Scholar] [CrossRef]

	



Pan, Y.; Weng, R.; Xu, N.; Chan, K.C. The Role of Corporate Philanthropy in Family Firm Succession: A Social Outreach Perspective. J. Bank. Finance 2018, 88, 423–441. [Google Scholar] [CrossRef]

	



Hughes, K.D.; Jennings, J.E.; Brush, C.; Carter, S.; Welter, F. Extending Women’s Entrepreneurship Research in New Directions. Entrep. Theory Pract. 2012, 36, 429–442. [Google Scholar] [CrossRef]

	



Poggesi, S.; Mari, M.; De Vita, L. What’s New in Female Entrepreneurship Research? Answers from the Literature. Int. Entrep. Manag. J. 2016, 12, 735–764. [Google Scholar] [CrossRef]

	



Dean, H.; Larsen, G.; Ford, J.; Akram, M. Female Entrepreneurship and the Metanarrative of Economic Growth: A Critical Review of Underlying Assumptions. Int. J. Manag. Rev. 2019, 21, 24–49. [Google Scholar] [CrossRef]

	



Valeri, M.; Katsoni, V. Gender and Tourism: Challenges and Entrepreneurial Opportunities; Emerald Group Publishing: Bingley, UK, 2021. [Google Scholar]

	



Chen, S.; Fang, H.C.; MacKenzie, N.G.; Carter, S.; Chen, L.; Wu, B. Female Leadership in Contemporary Chinese Family Firms. Asia Pac. J. Manag. 2018, 35, 181–211. [Google Scholar] [CrossRef]

	



Xian, H.; Jiang, N.; McAdam, M. Negotiating the Female Successor–Leader Role within Family Business Succession in China. Int. Small Bus. J. 2021, 39, 157–183. [Google Scholar] [CrossRef]

	



Dwivedi, P.; Joshi, A.; Misangyi, V.F. Gender-Inclusive Gatekeeping: How (Mostly Male) Predecessors Influence the Success of Female CEOs. Acad. Manag. J. 2018, 61, 379–404. [Google Scholar] [CrossRef]

	



Ahrens, J.-P.; Landmann, A.; Woywode, M. Gender Preferences in the CEO Successions of Family Firms: Family Characteristics and Human Capital of the Successor. J. Fam. Bus. Strategy 2015, 6, 86–103. [Google Scholar] [CrossRef]

	



Virick, M.; Greer, C.R. Gender Diversity in Leadership Succession: Preparing for the Future. Hum. Resour. Manage. 2012, 51, 575–600. [Google Scholar] [CrossRef]

	



Amran, N.A.; Ahmad, A.C. Family Succession and Firm Performance among Malaysian Companies. Int. J. Bus. Soc. Sci. 2010, 1, 193–203. [Google Scholar]

	



Wang, C. Daughter Exclusion in Family Business Succession: A Review of the Literature. J. Fam. Econ. Issues 2010, 31, 475–484. [Google Scholar] [CrossRef]

	



Zhang, Y.; Qu, H. The Impact of CEO Succession with Gender Change on Firm Performance and Successor Early Departure: Evidence from China’s Publicly Listed Companies in 1997–2010. Acad. Manag. J. 2016, 59, 1845–1868. [Google Scholar] [CrossRef]

	



Tajfel, H.; Turner, J.C. The Social Identity Theory of Inter Group Behavior. In Psychology of Intergroup Relations; Worchel, S., Austin, W.G., Eds.; Nelson Hall: Chicago, IL, USA, 1986. [Google Scholar]

	



Turner, J.C. Aself-Categorization Theory. In Rediscovering the Social Group: A Self-categorization Theory; Blackwell: Oxford, UK, 1987; pp. 42–67. [Google Scholar]

	



Spanish Franchise Association. Franchising in Spain: National Statistics; Spanish Franchise Association: Madrid, Spain, 2018. [Google Scholar]

	



Perrigot, R.; Oxibar, B.; Déjean, F. Corporate Social Disclosure in the Franchising Sector: Insights from French Franchisors’ Websites. J. Small Bus. Manag. 2015, 53, 321–339. [Google Scholar] [CrossRef]

	



Lloret-Segura, S.; Ferreres-Traver, A.; Hernandez-Baeza, A.; Tomas-Marco, I. Exploratory Item Factor Analysis: A Practical Guide Revised and Updated. An. Psicol. 2014, 30, 1151–1169. [Google Scholar]

	



Fuzi, N.M.; Habidin, N.F.; Ong, S.Y.Y. Corporate Social Responsibility Practices in Malaysian Automotive Suppliers: Confirmatory Factor Analysis. Int. J. Bus. Excell. 2018, 15, 222–238. [Google Scholar] [CrossRef]

	



Mulaik, S.A. The Foundations of Factor Analysis; McGraw Hill: New York, NY, USA, 1972. [Google Scholar]

	



Lee, S.; Seo, K.; Sharma, A. Corporate Social Responsibility and Firm Performance in the Airline Industry: The Moderating Role of Oil Prices. Tour. Manag. 2013, 38, 20–30. [Google Scholar] [CrossRef]

	



Kaiser, H.F. An Index of Factorial Simplicity. Psychometrika 1974, 39, 31–36. [Google Scholar] [CrossRef]

	



Bartlett, M.S. A note on the multiplying factors for various chi square approximation. J. R. Stat. Soc. 1954, 16, 296–298. [Google Scholar]

	



Aguilera, R.V.; Rupp, D.E.; Williams, C.A.; Ganapathi, J. Putting the S Back in Corporate Social Responsibility: A Multilevel Theory of Social Change in Organizations. Acad. Manag. Rev. 2007, 32, 836–863. [Google Scholar] [CrossRef]

	



Chiu, S.-C.; Sharfman, M. Legitimacy, Visibility, and the Antecedents of Corporate Social Performance: An Investigation of the Instrumental Perspective. J. Manag. 2011, 37, 1558–1585. [Google Scholar] [CrossRef]

	



Jamali, D.; Dirani, A. Synergies of CSR and Diversity Management: A Converging Agenda. In Corporate Social Responsibility and Human Resource Management; Edward Elgar Publishing: Cheltenham, UK, 2014; pp. 51–65. ISBN 978-1-78347-636-7. [Google Scholar]

	



Wang, E.C. R&D Efficiency and Economic Performance: A Cross-Country Analysis Using the Stochastic Frontier Approach. J. Policy Model. 2007, 29, 345–360. [Google Scholar] [CrossRef]

	



Amoroso, S.; Audretsch, D.B. The Role of Gender in Linking External Sources of Knowledge and R&D Intensity. Econ. Innov. New Technol. 2022, 31, 3–19. [Google Scholar]

	



Christensen, L.J.; Peirce, E.; Hartman, L.P.; Hoffman, W.M.; Carrier, J. Ethics, CSR, and Sustainability Education in the Financial Times Top 50 Global Business Schools: Baseline Data and Future Research Directions. J. Bus. Ethics 2007, 73, 347–368. [Google Scholar] [CrossRef]

	



Kolodinsky, R.W.; Madden, T.M.; Zisk, D.S.; Henkel, E.T. Attitudes about Corporate Social Responsibility: Business Student Predictors. J. Bus. Ethics 2010, 91, 167–181. [Google Scholar] [CrossRef]

	



Cesaroni, F.M.; Chamochumbi Diaz, G.D.; Sentuti, A. Family Firms and Innovation from Founder to Successor. Adm. Sci. 2021, 11, 54. [Google Scholar] [CrossRef]

	



Strohmeyer, R.; Tonoyan, V.; Jennings, J.E. Jacks-(and Jills)-of-All-Trades: On Whether, How and Why Gender Influences Firm Innovativeness. J. Bus. Ventur. 2017, 32, 498–518. [Google Scholar] [CrossRef]

	



Valeri, M. Organizational Studies: Implications for the Strategic Management; Springer Nature: Berlin, Germany, 2021. [Google Scholar]








[image: Sustainability 14 08574 g001 550] 





Figure 1. Theoretical framework. 
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Table 1. Main contributions in the study of the topics of gender, generation and CSR.
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	Main Contributions
	Author





	Gender differences in moral orientations
	[33,34,35,36,37,50,51,52,53,58]



	Female leadership in CSR
	[38]



	Gender differences in CSR orientation
	[38,39,40,41,42,43,44,45,46,51,52,61,62,63,64,65,66]



	Gender differences in leadership styles
	[55,56,57,58,59,60]



	Succession and CSR processes
	[71,72,73,74,75]



	Generational differences in CSR
	[26,76,77,78,79]



	Female entrepreneurship
	[77,78,83]



	Female succession and CSR
	[78,84,86,87,88]



	Male succession and performance
	[83,86,89,91]







Note: Some studies are present for several topics because they address several complementary areas simultaneously.
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Table 2. Scale construction using matrix of rotated components.






Table 2. Scale construction using matrix of rotated components.










	
	Normative CSR 1

(Diversity and Inclusion)
	Instrumental CSR 1

(Quality and R&D)





	
	Cronbach Alpha 2 = 0.842
	Cronbach Alpha 2 = 0.928



	Disabled employment. My company has special pro-grams for hiring disabled employees/franchisees or has a high reputation as a disabled employer.
	0.732 3
	



	Policies to avoid discrimination against homosexuals and lesbians. My company applies specific policies to avoid discrimination against franchisees/workers who are gay or lesbian.
	0.833
	



	Reconciliation of work and personal life. My company applies programs that favour the reconciliation of work and personal life of franchisees and employees.
	0.826
	



	Other strengths. My company has maintained any other notable commitments to diversity.
	0.851
	



	Quality I. My company has a well-developed long-term quality program, or has a quality program widely recognised as exceptional.
	
	0.919



	Quality II My company has received awards for the quality of its products or services.
	
	0.869



	R&D I. My company is one of the leading companies in its sector in the field of R&D.
	
	0.911



	R&D II. My company invests many resources in R&D projects aimed at improving the quality of its products and services.
	
	0.950







1 Normative CSR (Mean = 2.63; Standard Deviation = 1.19); Instrumental CSR (Mean = 3.105; Standard Deviation = 1.17). 2 Cronbach alpha (Cr.A): This allows verifying the internal consistency of the scale, where the values are expected to exceed 0.70 to guarantee the correlation of the items. 3 The values displayed in each column represent the factorial loads of each dimension of CSR, which indicate the proportion of the variance explained by a factor.
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Table 3. Comparison of Normative CSR as a function of current leader’s generation.
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Generational Differences

	
Founder Leader

	
Heir Leader






	
Sample (N = 214)

	
134

	
80




	
Normative CSR 1

	
−0.271

[−0.46; −0.08]

(SD = 1.108)

	
0.308

[0.13; 0.48]

(SD = 0.789)




	
Model

	
F (16.786) = 1, p = 0.000, η2 = 0.073








1 As expected, heirs engage more with normative CSR.
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Table 4. Comparison of Instrumental CSR as a function of current leader’s generation.
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	Generational Differences
	Founder Leader
	Heir Leader





	Sample (N = 215)
	135
	80



	Instrumental CSR 1
	−0.406

[−0.55; −0.26]

(SD = 0.840)
	0.405

[0.19; 0.62]

(SD = 0.981)



	Model
	F (41.162) = 1, p = 0.000 η2 = 0.161
	







1 Counter to expectations, heirs engage more with instrumental CSR.













[image: Table] 





Table 5. Univariate comparison of normative CSR by gender: past founder leaders, all current leaders, current founders and current heirs.
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Past Founding Leaders: Gender




	
Gender Differences

	
Female

	
Male






	
Sample (N = 188)

	
45

	
143




	
Normative CSR

	
0.845

[0.62; 1.07]

(SD = 0.762)

	
−0.302

[−0.44; −0.16]

(SD = 0.855)




	
Model

	
F (64.774) = 1, p = 0.000, η2 = 0.258




	
All current leaders: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 245)

	
63

	
182




	
Normative CSR

	
1.237

[1.14; 1.34]

(SD = 0.396)

	
−0.428

[−0.54; −0.32]

(SD = 0.760)




	
Model

	
F (275.724) = 1, p = 0.000, η2 = 0.532




	
Current leaders who are also founders: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 134)

	
35

	
99




	
Normative CSR

	
1.048

[0.80; 1.29]

(SD = 0.715)

	
−0.738

[−0.90; −0.58]

(SD = 0.804)




	
Model

	
F (134.844) = 1, p = 0.000, η2 = 0.505




	
Current leaders who are also heirs: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 80)

	
21

	
59




	
Normative CSR

	
1.05

[0.79; 1.31]

(SD = 0.579)

	
0.044

[−0.13; 0.22]

(SD = 0.679)




	
Model

	
F (36.545) = 1, p = 0.000, η2 = 0.319
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Table 6. Univariate comparison of instrumental CSR by gender: past founder leaders, all current leaders, current founders and current heirs.
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Past Founding Leaders: Gender




	
Gender Differences

	
Female

	
Male






	
Sample (N = 189)

	
45

	
144




	
Instrumental CSR

	
−0.094

[−0.37; 0.19]

(SD = 0.936)

	
0.058

[−0.11; 0.22]

(SD = 0.992)




	
Model

	
F (0.822) = 1, p = 0.366, η2 = 0.004




	
All current leaders: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 246)

	
63

	
183




	
Instrumental CSR

	
−0.226

[−0.44; −0.01]

(SD = 0.84)

	
0.078

[−0.07; 0.23]

(SD = 1.04)




	
Model

	
F (4.399) = 1, p = 0.037, η2 = 0.018




	
Current leaders who are also founders: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 135)

	
35

	
100




	
Instrumental CSR

	
−0.424

[−0.69; −0.15]

(SD = 0.785)

	
−0.399

[−0.57; −0.23]

(SD = 0.863)




	
Model

	
F (0.022) = 1, p = 0.882, η2 = 0.000




	
Current leaders who are also heirs: gender




	
Gender differences

	
Female

	
Male




	
Sample (N = 80)

	
21

	
59




	
Instrumental CSR

	
0.278

[−0.18; 0.73]

(SD = 1)

	
0.450

[0.19; 0.70]

(SD = 0.978)




	
Model

	
F (0.472) = 1, p = 0.494, η2 = 0.006
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Table 7. Multivariate analysis for the interplay effect between past founder’s gender and heir’s gender (past founder’s gender—constant).






Table 7. Multivariate analysis for the interplay effect between past founder’s gender and heir’s gender (past founder’s gender—constant).





	
Past Female Founders




	
Multivariate Analysis

	
F = 11.002, p = 0.001; Wilks’ Λ = η2 = 0.564






	
Gender differences

	
Female heirs

	
Male heirs




	
Sample (N = 53)

	
8

	
45




	
Normative CSR

	
1.030

[0.61; 1.45]

SD = 0.689

	
−0.401

[−0.87; 0.06]

SD = 0.502




	
Model

	
F (23.252) =, p = 0.000 η2 = 0.564




	
Gender differences

	
Female heirs

	
Male heirs




	
Sample (N = 53)

	
8

	
45




	
Instrumental CSR

	
0.125

[−0.49; 0.74]

SD = 1.013

	
0.125

[−0.80; 1.05]

SD = 1.004




	
Model

	
F (0.000) =, p = 1.000 η2 = 0.000




	
Past male founders




	
Multivariate analysis

	
F = 8.497, p = 0.001; Wilks’ Λ = η2 = 0.254




	
Sample (N = 20)

	
13

	
7




	
Normative CSR

	
1.082

[0.77; 1.40]

SD = 0.379

	
0.124

[−0.08; 0.33]

SD = 0.679




	
Model

	
F (14.953) =, p = 0.000 η2 = 0.227




	
Gender differences

	
Female heirs

	
Male heirs




	
Sample (N = 20)

	
13

	
7




	
Instrumental CSR

	
0.525 [−0.31; 1.36] SD = 0.995

	
0.496 [0.20; 0.80] SD = 0.999




	
Model

	
F (0.006) =, p = 0.940 η2 = 0.000
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