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Abstract 

This study investigates the relationship between sustainable leadership and the sustainable 

performance of Small and Medium-sized Enterprises (SMEs) in Pakistan, with a particular 

focus on the mediating role of organizational commitment and the moderating influence of 

green organizational culture. Data were collected from 351 respondents representing small 

to medium-sized manufacturing firms using a purposive sampling technique. SmartPLS 4 

software was employed to test the measurement and structural model and to test the 

hypotheses using partial least square structural equation modeling. The findings reveal a 

significant positive association between sustainable leadership and sustainable 

organizational performance. Moreover, organizational commitment was found to mediate 

this relationship, while green organizational culture emerged as a critical contextual factor 

influencing these dynamics. This study contributes to the existing literature by offering a 

novel perspective on how sustainable performance encompassing ethical practices, social 

responsibility, and environmental initiatives is vital for achieving long-term organizational 

success in a rapidly evolving business environment. 

Keywords: Sustainable leadership, small-medium enterprise, sustainable performance, 

organizational commitment, green organizational cultural, manufacturing SMEs. 

1. Introduction 

Natural disasters and external pressure force the organization to attain sustainability. 

Diversifying factors including changes in the climate, conflicts between cultures, political 

changes, technology, globalization of the economy and migration now require 
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organizations to consider both their local and global environments (Iqbal & Hassan, 2018; 

Lopes de Sousa Jabbour et al., 2020). The significant changes in climatic patterns have 

imposed considerable pressure on commercial organizations, which are often regarded as 

key players in the business (Iqbal & Hassan, 2018). Consequently, there has been a 

heightened emphasis on the cultivation of socially and environmentally responsible 

activities, aimed at securing a competitive edge that is sustainable in the long run (Knudsen 

et al., 2021).  

In this context, (SL) supports businesses in meeting the expectations of various 

stakeholders when it comes to social and environmental issues, also helping them to 

become more respected and esteemed (Liao, 2022). Leaders who possess the capacity to 

strategically plan, effectively execute, and actively advocate for policies and programs are 

essential in meeting the requirements of sustainable development (Sifat, 2019; Tsalis et al., 

2020). Sustainable leadership has become widely recognized and successful in leading 

work related to sustainable development (Iqbal, Ahmad, & Halim, 2020; Shriberg & 

MacDonald, 2013). According to (Hallinger & Suriyankietkaew, 2018), the presence of 

sustainable leaders inside an organization is of utmost importance for its success. 

According to Hambrick and Mason (1984), leadership impacts organizational success by 

showcasing certain behaviors and using different tactics. Mariappanadar (2018) indicates 

that leadership refers to how much a leader shows different levels of member-specific 

behavior to encourage commitment in the organization which is part of employee 

engagement (Mariappanadar, 2018). An organization is said to have sustainable 

performance if it can grow over time while controlling its financial, environmental and 

social impact (Wang et al., 2022). Business sustainability goes beyond financial viability 

and includes other elements. It also involves environmental stewardship, ethical business 

practices, and social good (Mensah, 2019; Shrivastava, 1995; Stoddart, 2011). Sustainable 

performance organizations integrate economic goals with environmental and social 

responsibility. More companies are recognizing the need for sustainable leadership and 

investing heavily in sustainable performance (Piwowar-Sulej et al., 2021).  

In Past literature, sustainable leadership and performance have been widely studied (Liao, 

2022; Nazir, Khadim, & Syed, 2025), for an organization's growth and success, sustainable 

leadership is very crucial (Al-Zawahreh et al., 2019). SL is emerging leadership style, 

hence further study is needed (Burawat, 2019). Since sustainable leadership greatly affects 

sustainable performance, Burawat (2019) proposes analyzing the variables that influence 

or shape the overall process within the complex model. There is a great deal of concern 

among academics over the influence that industrial organizations have on the environment. 

As a consequence of this, environmentally, economically, and socially responsible 

practices are required to fulfill the standards (Pham et al., 2019). To reduce the amount of 

damage done to the environment, the first step is to identify and put into action ecologically 

sustainable practices (Wong et al., 2020). Green organizational culture as an area of study 

is newly developing and has just started to appear. The term “GOC” refers to an 
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environmental philosophy that considers scientific, political, and aesthetic elements to 

achieve the goal of fostering sustainable economic and ecological development (Chandra 

et al., 2021). Cultural shifts are the cause of the greater attention that employees inside 

companies are paying to environmental issues. This, in turn, affects the whole organization. 

GOC will benefit more if managers care more about the impact their actions have on the 

environment. (Al-Hakimi et al., 2022; Al-Hakimi et al., 2025).   

The Sustainable Development Agenda from 2030 stresses the importance of helping people 

live healthier and fostering a global vision for sustainable development. SL has gained 

significant prominence in the study of leadership theory (Liao, 2022). SL has arisen as an 

effective technique which tackle sustainable concerns. No studies to date have looked at 

how SL and OC affect SP when used together. Keeping in mind this study was designed to 

study the association between SLand SP through OC as a mediator. Previously, the role of 

SL and SP was reported and it showed a positive association (Iqbal & Ahmad, 2021).  SL 

and SP need more exploration to define the intervening variables and elements that can 

lead organizations to unprecedented realms of success. 

Small and medium enterprises (SMEs) of the manufacturing sector industry are facing 

numerous challenges in sustainability and leadership. The reason behind this is the lack of 

sustainable leadership and green organization culture in an organization. The problem is 

yet to be solved through determining the intervening variables and having a practical 

approach towards it and this research aids in solving the challenges to a better extent. 

Moreover, the SMEs in Pakistan are also facing severe challenges in terms of leadership, 

performance, organizational commitment, and green organizational culture.  

Hence this research will also provide a platform for developing a mechanism for SMEs in 

Pakistan to flourish by applying the practical approaches of sustainable leadership. From 

above discussion, the following research questions arise: Does SL influence SP? Does SL 

show a positive association with OC? Does OC influence SP? Do OC mediate between SL 

& SP? Do GOC moderates role between OC and SP? Does GOC moderate the relationship 

between SL and SP in presence of OC as a mediator. 

The research is organized as follows to answer the questions. Researchers review and study 

variable-related literature to build a strong groundwork for the conceptual model and 

hypotheses. In addition, the chosen method for collecting or analyzing data is presented in 

detail. The results obtained from the findings are discussed following with the academic 

contribution and research implications are described. Finally, the limitations and directions 

in future research are suggested.  

2. Literature Review and Hypotheses Development 

2.1 Sustainable Leadership and Sustainable Performance 

For an organization to achieve lasting and sustainable performance, sustainable leadership 

is key and means using a holistic approach, striving for lasting results and developing 
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skilled managers (Avery & Bergsteiner, 2011; Gerard et al., 2017). According to previous 

studies having leaders with sustainable values can greatly improve a company’s 

sustainability results (Kantabutra & Avery, 2013; Nazir et al., 2025). Literature experts 

advise aspiring leaders and managers to actively develop leadership abilities that priorities 

sustainability and values in organizational practices (Liao, 2022). It has been studied by 

experts that when the top officials of a company promote environmental and social goals, 

the employees want to succeed in reaching them too. (Fang et al., 2022). 

Experiments have demonstrated that paying attention to sustainable leadership greatly 

improves sustainable performance (Iqbal & Ahmad, 2021). Iqbal et al. (2020) link 

psychological safety in SMEs to sustainable leadership and point out that this helps achieve 

sustainable performance (Iqbal, Ahmad, & Halim, 2020). This enables businesses to 

sustain equilibrium in terms of economics, society, and the environment throughout their 

entire life cycle, while also assisting organizations in attaining enduring sustainable 

performance and development (Liao, 2022).  

➢ H1: There is a positive relationship between sustainable leadership and 

sustainable performance. 

2.2 Sustainable Leadership and Organizational Commitment 

Various research has shown that leadership style is a precursor to organizational 

commitment (Demirtas & Akdogan, 2015; Haque et al., 2019). Leadership styles in 

organizations may foster a greater degree of organizational dedication and exhibit 

favorable connections between different leadership methods and employee performance 

(Mohd Adnan & Valliappan, 2019). Transformational and ethical leadership styles have 

been shown to have a strong positive correlation with organizational commitment 

(Demirtas & Akdogan, 2015). These results are encouraging for further investigation into 

the idea that SL might have a favorable impact on the commitment levels of employees. 

While certain value-based leadership techniques are indicative of workers' commitment to 

the organization, there has been less or no focus on how sustainability might affect all three 

aspects of employee commitment. In a previous study by Iqbal and Ahmad (2021), the link 

among organizational learning, sustainable performance and sustainable leadership was 

explored by applying the (NRBV) and dynamic capacity theory (Iqbal & Ahmad, 2021). 

What usually shows organizational commitment to preserving the environment are things 

like employees saving paper, using less energy, promoting ways to support the 

environment, helping employees adopt eco-friendly behaviors and encouraging stricter 

regulations for the environment. (Yue et al., 2021). SL is a complex and dynamic kind of 

leadership that is more effective than other conventional types. The main difference 

between other forms of leadership and sustainable leadership lies in considerations of 

scope, values, society, environment and promoting positive change (Han et al., 2019; Nisha 

et al., 2022). Discussing the above literature, we propose following hypothesis: 

➢ H2: The relationship between sustainable leadership and organizational 

commitment is positive. 
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2.3 Organizational Commitment and Sustainable Performance 

Being committed to an organization means following its goals, objectives, values, laws and 

traditions and taking steps to keep it running well (Dominic & Salim, 2018). Work 

performance is greatly influenced by organizational commitment. Employees who possess 

a solid sense of organizational commitment exhibit favorable conduct towards the 

company, exert maximum effort, make sacrifices, have a high degree of loyalty, and 

possess a desire to stay with the organization (Eliyana & Ma’arif, 2019). 

Setting the foundation for shifting the workforce's management mindset from the 

traditional control strategy approach to the innovative commitment method. According to 

Kartika (2020) and Purwanto (2020), HRM is designed to increase the efficiency and 

productivity of a company by motivating employees(Kartika et al., 2020; Purwanto, 

2020a). In Iqbal’s (2015) publication, he contends that to enhance employee loyalty and 

commitment, a corporation must exhibit unwavering devotion to its workers (Iqbal, 2015). 

These results indicate that firms may improve their overall performance by encouraging 

the adoption of organizational commitment towards workers. 

Emotions encourage employees to do their best and help the firm grow. Thus, individuals 

who are highly committed to the organization tend to have better performance. Dyah et al. 

(2016) found that the level of interest employees have in the institute, impacts their work 

performance. A higher level of commitment helps team members to achieve their full 

potential in the workplace (Kartika et al., 2020; Nugroho et al., 2020; Purwanto, 2020b). 

Abduloh et al. (2020) also found that being dedicated to an organization has strong effect 

on the enduring viability of company’s activities and their success in benefiting both the 

public and private sectors. This research adds to what is known from earlier studies by 

showing that the aspects of organizational commitment are linked with better employee 

performance over a longer period. When the organization shows strong commitment, it 

makes employees more willing to stay (Muvida et al., 2023; Sari et al., 2023). Hence, we 

propose following hypothesis: 

➢ H3: The relationship between organizational commitment & sustainable 

performance is positive. 

2.4 Mediating Role of Organizational Commitment between Sustainable Leadership and 

Sustainable Performance 

Multiple studies show that organizational commitment plays a mediating role between 

many aspects and long-term performance of organization. The research by Brown et al. 

(2019) explores the link between organizational commitments, burnout, and job 

satisfaction among social workers, examining several approaches (Brown et al., 2019). Lee 

et al. (2018) found that OC plays a mediating role between SP and CSR (Lee et al., 2018; 

Macke & Genari, 2019). Organizational commitment is strongly correlated with work 

satisfaction. Satisfaction is dependent on many factors linked to the company’s employees. 
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Different studies propose that satisfaction is a precursor of organizational commitment 

(Morrow, 2011). Similarly, performance strongly correlates with organizational 

dedication, resulting in both technical and productive results. The mediation between 

organizational commitment and corporate sustainability performance in Chinese 

enterprises is well studied (Wang et al., 2020). However, there is no such research in which 

OC mediates between SL and SP. This research aims to study the mediation of OC between 

SL and SP. Hence, we propose following hypothesis: 

➢ H4: The sustainable leadership and sustainable performance relationship is 

mediated by organizational commitment. 

2.5 The Indirect Impact of Sustainable Leadership on Sustainable Performance through 

Perception of Organizational Commitment is Moderated by Green Organizational Culture 

GOC means the set of guidelines and practices that manage how employees should act in 

the company. Researchers described green corporate culture as the level of workers’ 

devotion to ecologically responsible behaviors and norms (Asmui et al., 2016). It was 

shown that organizational commitment was positively influence by organizational culture. 

The organization determines a set of principles, concepts and values called “organizational 

culture” that helps moderate behavior and attitude among members to achieve the 

company’s aims. An organization that prioritizes environmental preservation might be said 

to have a green culture (GC). Thus, the company’s mission statement incorporates 

fundamental values of the workforce, instilling in each team member a sense of 

responsibility for environmental protection (Abbas & Dogan, 2022). Employee awareness 

of environmental concerns has been increased as a consequence of green culture (Lee et 

al., 2022; Al-Hakimi et al., 2025), improves the quality of their job. If green culture is to 

flourish, managers must prioritize environmental protection (Azhar & Yang, 2022). 

Employees who work in green culture are also far more inclined to take environmental 

concerns seriously (Azhar & Yang, 2022).  

Experts have explored how practicing sustainability in HRM impacts how the company 

deals with the environment. (Martín‐de Castro et al., 2016; Tsai et al., 2020). Based on the 

results, OGC was considered a good measure of how well an organization performed in 

terms of competition and its impact on the environment. In addition, the research shows 

that green innovation is what completely connects green organizational culture with green 

performance, while it has shown to have a partial mediating effect between a green 

organizational culture and its competitive edge in the situation of environment pressures 

(Wang, 2019). According to (Jabbour & de Sousa Jabbour, 2016), a company's culture may 

work as a catalyst for the development of innovative organizational structures or 

sustainable manufacturing practices. Employees are motivated to adopt sustainable habits 

by GOC (Schein, 1984). to Ng et al. (2015) suggests that executing the green strategy and 

achieving sustainable outcomes depend on GOC acceptance. Additionally, GOC gives staff 

members a sense of accountability for protecting the environment. Therefore, if a company 

can grip environmental issues, GOC will encourage employees to protect the environment, 
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since research shows that GOC improves workers' environmental stewardship practices 

(Chen et al., 2012; Gürlek & Tuna, 2018). Drawing from the NRBV theory, Nureen et al. 

(2023) investigated how the presence of green culture, green supply chain practices, green 

training and company results are linked. In addition, the findings showed that GOC helps 

to improve the connection between green training and firm performance. To maintain a 

competitive edge, organizations must implement cultural change. As businesses work to 

institutionalize and integrate an environmental concern across the whole organization, this 

perspective has elevated green organizational culture to a central position. It is essential for 

businesses to assess the degree of "greening" their culture as it is believed that combining 

environmental issues with organizational culture should lead to a firm’s sustainable 

competitive advantage (Aggarwal & Agarwala, 2022) 

Previous research has shown that an organization’s perception of its surroundings may be 

influenced by its green organizational culture, and employees play a critical role as agent 

of change in this process (Roscoe et al., 2019). An organization’s GOC is a driving force 

behind the implementation of many environmental measures (Abdul-Rashid et al., 2017). 

In the same way, Wu and Chen (2018) proved that leadership encourages OC and Lok and 

Crawford (2004) found that organizational culture is strongly linked to OC. With the 

support of literature discussed above, we propose following hypotheses: 

➢ H5: The green organizational culture positively moderates the relationship 

between organizational commitment and sustainable performance. 

➢ H6: The indirect impact of sustainable leadership on sustainable performance 

through perception of organizational commitment is moderated by green 

organizational culture. 

2.6 Theoretical Framework 

This research uses social exchange theory (SET) and natural resource based view (NRBV) 

in several ways. The NRBV model argues that what gives a company an advantage is its 

resources and skills that are uniquely its own. Sustainable leadership views SL practices as 

distinctive assets that help an organization survive. Strategic resources include sustainable 

leadership principles including ethical, social, and environmental decision-making. 

According to the NRBV, companies with precious, uncommon, and hard-to-replace 

resources are more likely to maintain a competitive edge. SL habits are a unique resource 

that affects performance long-term. NRBV should emphasize OC as a mediator to improve 

our research. Implementing SL practices as strategic resources requires OC. SL may boost 

performance if workers are committed to the company's sustainability goals. Efficient 

management of its unique resources gives an organization an advantage, as suggested by 

the NRBV theory. 

This research uses Social Exchange Theory (SET) to examine the complex relationships 

between (SP), (OC), and (SL). SET provides a theoretical framework for understanding 
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how interactions affect resource flow inside an organization. Sustainable leaders are seen 

to have qualities that encourage personnel to rely on one other, which boosts commitment. 

This suggests that a good and trustworthy connection between workers and the 

organization might promote employee commitment and improve long-term performance. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework 

3. Research Methodology   

A Google form was used to design an online questionnaire for respondents and data from 

self-administered questionnaires were directly collected from respondents. In order to 

gather data, we used a cross-sectional survey technique. All the data was gathered in a 

Cross-sectional method over a span of two months. The research focused on 

Managers/Owners/Managing directors/Partners who are working in manufacturing sector 

SMEs in twin cities. Data was collected in Cross-sectional research method within a period 

of two months. The target population for this research was Managers/Owners/Managing 

directors/Partners working in manufacturing sector SMEs of twin cities. Responses were 

collected by the Convenience sampling approach. Based on the formula of Krejcie and 

Morgan (1970), the sample size is set to 384 using a 95% confidence level and a standard 

error of 0.05. Just over 480 questionnaires were sent, some online and some directly to the 

SMEs interested. Out of 480 questionnaires 365 responses received, but some 

questionnaires were not properly filled and some having missing responses, so total 351 

responses sample data were finalized for analysis. Response rate is 76%. 
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3.1 Measurement Scales 

➢ These measurement Scales were applied in the current study to measure the 

constructs. 

➢ This study used 15-items measurement scale of sustainable leadership from the 

study of (McCann & Holt, 2010a).  

➢ A nine-item questionnaire (OC) was developed to study organizational 

commitment amongst employees (Mowday et al., 1982). 

➢ The sustainable performance 15 item scale was taken from (Khan & Quaddus, 

2015).  

➢ Green organizational culture comprised of six-item scale developed by (Denison 

& Mishra, 1995). 

4. Data Analysis 

The data was analyzed using of Smart PLS4. To check the proposed relationships, Smart 

PLS4 was used to test the structural model by applying partial least square structural 

equation modeling (PLS-SEM). Justification for employing smart pls is twofold. Firstly, 

the prime focus of the current study is to evaluate the impact of exogenous variable on 

endogenous variable in context of variance explained for which, Smart pls is a better suited 

tool. Secondly, the model for the current study is complex in nature in a sense that it 

involves application of mediation and moderation and also moderated mediation for 

hypotheses testing. As per suggestion from Ringle et al., 2015 and Henseler and Fassott 

2009 smart pls is a better tool for evaluation of conditional direct and indirect effects.  

4.1 Respondents Profile and Demographic Details 

Six demographic variables have been included in the study this time. These factors are 

Gender, Age, Qualification, Work experience, designation and location of SMEs (Table 

1). In this study, gender, age, designation, experiences and qualification are control 

variables because they stay the same for everyone and do not play a role in the variables 

studied. In the current research, a total of 351 respondents replied. Out of 351 respondents, 

male respondents were 321 and female respondents were 30 which makes the percentage 

of male respondents 91.5% and for female 8.5% (Table 1). 
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Table 1: Frequency Distribution of Variables (used in the current study) 

Gender Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Female 30 8.5 8.5 8.5 

Male 321 91.5 91.5 100.0 

Total 351 100.0 100.0  

Age     

18 to 25 24 6.8 6.8 6.8 

26 to 40 192 54.7 54.7 61.5 

41 to 55 128 36.5 36.5 98.0 

56 and above 7 2.0 2.0 100.0 

Total 351 100.0 100.0  

Qualification     

Bachelors (16 Years) 110 31.3 31.3 31.3 

FSC 18 5.1 5.1 36.5 

Higher 108 30.8 30.8 67.2 

Master (18 Years) 109 31.1 31.1 98.3 

Other 3 .9 .9 99.1 

S.S.C 3 .9 .9 100.0 

Total 351 100.0 100.0  

Work Experience     

3 to 5 Years 74 21.1 21.1 21.1 

6 to 10 Years 94 26.8 26.8 47.9 

Less than 3 Years 22 6.3 6.3 54.1 

More than 10 Years 161 45.9 45.9 100.0 

Total 351 100.0 100.0  

Designation     

Manager 108 30.8 30.8 30.8 

Managing Director 28 8.0 8.0 38.7 

Managing Partner 35 10.0 10.0 48.7 

Owner 131 37.3 37.3 86.0 

Partner 49 14.0 14.0 100.0 

Total 351 100.0 100.0  

Location of SMEs     

Islamabad 202 57.5 57.5 57.5 

Rawalpindi 149 42.5 42.5 42.5 

Total 351 100.0 100.0  
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4.1 Correlation Analysis 

Relationships between the variables have been studied through correlation analysis. The 

correlation Table 2 presents the interrelationships between the variables in the study, 

providing valuable insights into their associations. 

Table 2: Correlation among Variables 

 

Sustainable 

Leadership 

(SL) 

Sustainable 

Performance 

(SP) 

Organizational 

Commitment 

(OC) 

Green 

Organizational 

Culture 

(GOC) 

SL 1.000    

SP .676** 1.000   

OC .624** .675** 1.000  

GOC .622** .649** .678** 1.000 

Note: **Correlation is significant at 0.01(2-tailed) 

*Correlation is significant at 0.05(2-tailed) 
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Figure 2: Measurement Model with Factor Loading 
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4.2 Factor Loading, Reliability, and Validity 

Table 3: Factor loading, Reliability, and Validity 

Constructs Items Loadings AVE C. Reliability Cro. Alpha 

Sustainable Leadership (SL) 

SL1  0.767 

0.522 
 

0.936 
 

0.935 

SL2 0.707 

SL3 0.732 

SL4 0.711 

SL5 0.74 

SL6 0.72 

SL7 0.747 

SL8 0.675 

SL9 0.7 

SL10  0.753 

SL11  0.729 

SL12  0.666 

SL13 0.691 

SL14 0.731 

SL15 0.766 

Organizational 
Commitment (OC) 

OC1  0.725 

0.541 0.897 
 

0.894 

OC2  0.801 

OC3 0.724 

OC4 0.751 

OC5 0.707 

OC6 0.75 

OC7 0.698 

OC8 0.726 

OC9  0.734 

Green Organizational 
Culture (GOC) 

OC1  0.725 

0.755 0.953 
 

0.936 

OC2  0.801 

OC3 0.724 

OC4 0.751 

OC5 0.707 

OC6 0.75 

Sustainable Performance 
(SP) 

SP1  0.796 

0.514 0.928 
 

0.927 

SP3  0.71 
SP4  0.701 
SP5  0.726 
SP6  0.703 
SP8  0.724 
SP9  0.718 
SP10  0.709 
SP11  0.707 
SP12  0.702 
SP13 0.732 
SP14  0.717 

SP15  0.701 
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Table 3 explains the measurement model of the research. The four variables used are SL, 

SP, OC, and GOC. Factor loading is used to check the reliability and validity of the 

measurement model. According to the criteria, the values should be greater than 0.50 and 

ideally at least 0.7 (Hair et al., 2013). All the variables have reached the criteria, the 

Cronbach Alpha reliability acceptable requirement of 0.70 (Nunnally & Bernstein, 1994).  

4.3 Discriminant Validity  

Discriminant validity means that a construct should differ from other constructs. One way 

of assessing discriminant validity is the Fornell and Larcker (1981) Criterion. You can find 

the Test results for Discriminant validity in the section below (Table 4). It was found that 

the scales have different types of validity. 

Table 4: Discriminant Validity 
 

 

Green 

Organizational 

Culture 

(GOC) 

Organizational 

Commitment 

(OC) 

Sustainable 

Leadership 

(SL) 

Sustainable 

Performance 

(SP) 

GOC 0.869    

OC 0.678 0.736   

SL 0.622 0.624 0.723  

SP 0.649 0.675 0.676 0.717 

 
4.4 Path Coefficient  

Table 5: Path Coefficient 
 

 Sample Mean 
St. 

deviation 
t statistic P-values 

GOC -> SP 0.14 0.145 0.039 3.621 0.000 

OC -> SP 0.487 0.485 0.039 12.472 0.000 

SL -> OC 0.48 0.484 0.05 9.547 0.000 

SL -> SP 0.338 0.339 0.051 6.577 0.000 

GOC  = Green Organizational Culture, SP  = Sustainable Performance   

OC = Organizational Commitment, SL = Susainable Leadership   
 
OC and SP have a strong and positive connection, as proved by the path coefficient of 

0.487 and a sample average of 0.485 with STDEV of 0.039 (see Table 5). The path has a 

T statistic of 12.472 and a very small p-value of 0, showing that it is statistically significant. 

The association between SL and OC is also highly positive, as the path coefficient shows 

(0.48), the sample mean (0.484) and the standard deviation (0.05). The T statistics for this 

path is 9.547, and the p-value is 0, which also denotes statistical significance. 
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It has been observed that the relationship between SL and SP is positive. The path 

coefficient between SL and SP is 0.338, with a sample mean of 0.339 and a STDEV of 

0.051. Additionally, the relationship between GOC and SP is positive. The path coefficient 

between GOC and SP is 0.14, with a sample mean of 0.148 and a standard deviation of 

0.038. These insights provide a comprehensive understanding of the underlying 

mechanisms shaping organizational outcomes and offer pertinent implications for 

management and organizational practices. The research shows strong connections between 

the different factors in the proposed model.  

4.5 Specific Indirect Effect 

Table 6: Indirect Effect  

 
        SL = Sustainable Leadership, OC = Organizational Commitment, SP = Sustainable Performance  

The path coefficient now equals 0.235, with a mean value of 0.235 and a standard deviation 

of 0.03 (as shown in Table 6). The T statistics are 7.796 and the p-value is 0, so the indirect 

effect is considered to be significant. 

4.6 Moderation Analysis 

Table 7:  Conditional Direct Effect 
  

Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

t- 

statistic 

P-values 

OC -> SP conditional on 

GOC at -1 SD   
0.447  0.448  0.064  6.997  0.000  

OC -> SP conditional on 

GOC at +1 SD   
0.840  0.841  0.086  9.719  0.000  

OC -> SP conditional on 

GOC at Mean  
0.644  0.644  0.058  11.060  0.000  

GOC  = Green Organizational Culture, SP  = Sustainable Performance   

OC = Organizational Commitment, SL = Sustainable Leadership 

The results (Table 7) confirmed that Green Organizational Culture as a moderator is 

significant in the path of Sustainable Leadership, Organizational Commitment, and 

Sustainable Performance at the mean (Beta Coefficient is = 0.644, t statistics =11.060, 

Confidence Interval 95% and P Value of 0.00). The presence of a high Green 

Organizational Culture increases the Sustainable Leadership, Organizational Commitment 

and Sustainable Performance levels positively and significantly (+1 standard deviation, 

Beta Coefficient is 0.84, t statistics amount to 9.719, Confidence Interval 95% and a P 

Value = 0.00). Lower levels of Green Organizational Culture in the path of Sustainable 

 Sample Mean St. deviation t-statistic P-values 

SL -> OC -> SP 0.234 0.235 0.03 7.796 0.000 
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Leadership, Organizational Commitment and Sustainable Performance are significant at -

1 standard deviation (Beta Coefficient is = 0.447, t statistics =6.997, Confidence Interval 

95% and P Value of 0.00). Results prove that a higher level of GOC aids in amplifying the 

impact of SL on SP such that managers that are high on GOC further strengthen the effect 

of SL on SP. Other the other hand, managers with low orientation towards GOC have a 

lower probability of depicting SP at work.  Thus, supporting our moderated Hypothesis 

H5. 

4.7 Moderated Mediation Analysis 

Table 8: Conditional Indirect Effect 
  

Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

t 

statistics 

P values 

SL -> OC -> SP 

conditional on GOC at 

+1 SD 

0.31 0.31 0.045 6.883 0.000 

SL -> OC -> SP 

conditional on GOC at 

-1 SD 

0.165 0.165 0.03 5.435 0.00 

SL -> OC -> SP 

conditional on GOC at 

Mean 

0.238 0.237 0.033 7.127 0.00 

 

The results confirmed that Green Organizational Culture As a moderator is significant in 

the path of sustainable leadership, organizational commitment and sustainable performance 

at mean (Beta Coefficient is = 0.238, t statistics =7.127, Confidence Interval 95% and P 

Value of 0.00). Higher levels of green organizational culture in the path of sustainable 

leadership, organizational commitment and sustainable performance is significant at +1 

standard deviation (Beta Coefficient is = 0.31, t statistics =6.883, Confidence Interval 95% 

and P Value of 0.00). Lower levels of green organizational culture in the path of sustainable 

leadership, organizational commitment and sustainable performance is significant at -1 

standard deviation (Beta Coefficient is = 0.165, t statistics =5.435, Confidence Interval 

95% and P Value of 0.00). The results from analysis confirmed that with increase in the 

levels of green organizational culture the indirect effect sustainable leadership on 

sustainable performance through OC is improved, therefore our Hypothesis H6 of 

moderated mediation is supported. 

The results indicate the index value is significant and shows moderated mediation (index 

= 0.061), SE = 0.012, 95%. The results aid in iterating that SL effectiveness as a driving 

force for SP through OC is dependent upon the organization’s cultural context. Strong 

GOC not only strengthens employees’ commitment but also enhances the effect of SL on 

sustainable performance. Contrary to this, when GOC is weak, although with the positive 

influence of SL has a considerably weaker impact. This proves that leaders who emphasize 
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on maximizing sustainable performance should foster green organizational culture, which 

in turn creates an enabling environment where leadership practices are aptly translated into 

sustainable performance.     

5 Discussion on Findings 

It became clear during the research that sustainable leadership is linked to better sustainable 

performance. NRBV also argues that firms can gain a competitive advantage by enhancing 

the capabilities and resources that can increase environmental performance. Research 

supports the fact from results and theory that SMEs with SL show better SP, as sustainable 

leadership strongly influences sustainable performance (Iqbal & Ahmad, 2021; Nazir et 

al., 2025) and these effects are strengthened by GOC and mediated by OC. Moreover, the 

research we conducted demonstrates that Sustainable Leadership and sustainable 

performance are related, findings which are also present in studies involving SMEs (Iqbal, 

Ahmad, Nasim, et al., 2020). There is a strong positive connection between SL and OC. 

By studying SL and OC, we found that positive associations exist between 

Transformational and ethical leadership and organizational commitment (Demirtas & 

Akdogan, 2015). The results of current research implied well with the results of (Muvida 

et al., 2023; Sari et al., 2023). Employees’ level of commitment to their work is improved 

when the organization also stays committed. Additionally, studies pointed out that strong 

commitment to staff within an organization can advance workforce development by 

ensuring fair treatment, equitable compensation, training and personal twinning (Purwanto, 

2020b). Dynamic capabilities theory complements NRBV by explaining how firms adapt, 

reconfigure, and integrate resources to respond to rapidly changing sustainability demands. 

From a DC perspective, sustainable leadership is an orchestration capability. According to 

the study, organization commitment helps link the relationship between SL and SP. 

According to Lee et al. (2018), organizational commitment plays a role in linking how well 

organizations perform sustainably with their level of corporate social responsibility (Lee 

et al., 2018). Similarly, our research is in line with the adoption of sustainable leadership 

practices acts as a strong indicator of an organization's commitment to sustainable 

development (Macke & Genari, 2019). The findings of the study are supported by the fact 

that OC indirectly affects corporate sustainability performance in Chinese companies 

(Wang et al., 2020). However, there is no such research in which organizational 

commitment mediates between SL and SP so doing research by taking organizational 

commitment as a mediator brought novelty in the domain of Sustainable leadership 

practices. It will also present knowledge on the 2030 Agenda for Sustainable Development 

which all United Nations members agreed upon in 2015. Next, the analysis confirmed that 

GOC as a moderator is significant. According to the analysis, the positive relationship 

between sustainable leadership and sustainable performance through OC is stronger at high 

levels of Green Organizational Culture which supports our moderated mediation. Our 

finding is supported by previous literature i.e Individuals who are happy and committed in 
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their jobs are dedicated to doing their work more efficiently (Lee et al., 2018; Riyanto & 

Panggabean, 2020). Further employees who work within green culture are also far more 

motivated to take environmental concerns seriously (Azhar & Yang, 2022).  

6 Implications of the Study 

6.1 Theoretical Contribution 

This study contributed to theory by examining how a leader’s sustainability connects with 

employees’ commitment by studying sustainable performance through the moderated 

mediation of green organization culture and organizational commitment. Grounded on 

NRBV theory, findings suggest that SL and SL and GOC represent rare and inimitable 

resources that generate competitive sustainable advantage by fostering employee 

commitment toward sustainability. Simultaneously, Dynamic Capabilities (DC) 

perspective: While GOC facilitates the transformation and institutionalization of these 

practices, SL serves as a detecting and seizing capability, energizing OC to put sustainable 

intent into action. Many earlier studies have investigated sustainable leadership with other 

mediators like organizational learning (Iqbal, Ahmad, Nasim, et al., 2020), and frugal 

Innovation (Iqbal, Ahmad, & Halim, 2020) but this study provides new insight by testing 

OC as a mediator and GOC as a moderator. Sustainable leadership, on the other hand, is 

concerned with success of organization from both societal and organizational viewpoints 

(Avery & Bergsteiner, 2011). It points out that this research explores the role of 

organizational commitment as a mediator, as well as green organizational culture as a 

possible moderator in the relationship between SL and SP. 

6.2 Managerial Implications 

The findings of this study suggested that to increase the sustainable performance of the 

organization, the leaders should increase employees’ organizational commitment and bring 

a green organizational culture in the organization. This alignment can lead to enhanced 

motivation, engagement, and effort directed towards achieving sustainable performance 

goals. This research envisaged the implementation of SL in a large social system. 

Organizations may encourage SL practices in their domains by providing sustainability-

based visions and development objectives, encouraging a commitment of long-term, and 

enlisting staff participation. To support sustainable leadership practices, organizations 

should focus on developing capacity at both the organizational and social levels. 

Furthermore, this study is helpful for overall policymakers and manufacturing sector 

organizations like companies, corporations, and public ltd companies. The policymakers 

should introduce policies that are useful in promoting and achieving sustainable 

performance from economic, social, and environmental perspectives. Moreover, 

government needs to come up with a policy at the national level that not only supports but 

also incentivizes the adoption of a green organizational culture for promotion of sustainable 

performance in areas of environmental, social, and governance aspects.  In totality, 

sustainable leadership, organizational commitment, and green organizational culture 

together can create a synergistic effect on achieving sustainable performance. 
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Organizations that effectively integrate these elements are in good position to drive 

sustainable practices in the organization. 

6.3 Limitations and Future Research Directions  

Despite the contribution, the findings of this research study are significant, yet like all other 

studies of social sciences, this research still poses some limitations that need to be 

considered. The 1st limitation of this study is that the data is collected from SME’s, which 

may constrain in the generalizability of results. In future studies, data can be collected from 

different multinational corporations which have different governance and resource 

structures.  Secondly, as the study was cross-sectional and there was less period, the 

interpretation of the study can be studied in depth by carrying out a longitudinal study. 

Longitudinal or experimental research would be very useful in this regard. Lastly, the data 

was collected through self-report, which may include the problem of common method bias. 

Future studies can use different statistical tests and multi-level or archival data can mitigate 

the issue of common method bias.  

Though the current study contributes to the existing body of knowledge about sustainable 

performance in organizations by using NRBV and DC theory, in the future, integrating 

many other mediators and moderates i.e., green organization commitment, employees’ 

engagement, absorptive capacity etc. The study has a novel contribution of OC; future 

studies can use multilevel research model, by introducing individual-level variable (like 

employee green identity) and on the organizational level (i.e., innovation), can contribute 

to sustainable performance.  

7. Conclusion 

This research provides evidence that sustainable leadership approaches are prevalent in 

certain organizations. In the discipline of sustainable development and leadership, 

sustainable leadership is a subject that is becoming more relevant and is also on the rise. 

Both practitioners and scholars are of the opinion that sustainable leadership is an 

independent idea that provides a significant contribution to the achievement of long-term 

success by any organization. According to Tan et al.'s research from 2020, businesses that 

wish to continuously enhance their operational performance must make it a priority to 

cultivate a leadership style that is sustainable (Tan et al., 2020). Responding to the demand, 

the current research offered convincing empirical data from a developing country-Pakistan. 

Based on NRBV theory, this research suggested that a sustainable leader increases 

commitment. Current research argued that organizational commitment plays a role in 

mediating the link between sustainable leadership and sustainable performance. Hence, the 

correlation between SL and SP indirectly supports the notion that practitioners may 

enhance sustainable performance by fostering organizational commitment and using green 

organizational culture as a moderator. 
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