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Abstract

Increasing stakeholder pressures and environmental uncertainty require organizations to
move beyond short-term financial outcomes and pursue sustainable performance. Despite
the growing interest in sustainable leadership, the mechanisms and conditions under which
this leadership approach is associated with sustainable performance have not yet been
sufficiently clarified. This study examines the relationships between sustainable leadership
and sustainable performance within a framework that incorporates the mediating role of
organizational commitment and the moderating role of intra-organizational knowledge
sharing. The research model was tested using data obtained from 399 employees working
in SMEs operating in Tiirkiye through a convenience sampling approach, and the hy-
potheses were examined using PROCESS Macro Model 14 with a bootstrapping procedure
(5000 resamples). The findings indicate that sustainable leadership is positively associated
with sustainable performance and organizational commitment. Furthermore, organiza-
tional commitment is positively associated with sustainable performance and partially
mediates the relationship between sustainable leadership and performance. In addition,
intra-organizational knowledge sharing strengthens this indirect relationship, such that
higher levels of knowledge sharing are associated with a stronger indirect effect. These
findings suggest that sustainable performance is not solely a direct outcome of leadership
behaviors but is associated with the interaction between employees’ relational bonds with
the organization and knowledge-based processes. By integrating the natural resource-based
view, social exchange theory, and the knowledge-based view, the study offers a conditional
process perspective that is consistent with the observed relationships and contributes to
the literature by providing a more integrated and contextually grounded understanding.

Keywords: sustainable leadership; sustainable performance; organizational commitment;
knowledge sharing; moderated mediation; SMEs; social exchange theory

1. Introduction

In today’s business environment, increasing environmental uncertainty, intensified
competition, and the diversification of stakeholder expectations require organizations to
move beyond traditional management approaches focused solely on short-term economic
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outcomes. Organizations seeking to achieve sustainable competitive advantage are in-
creasingly expected to develop socially and environmentally responsible practices [1]. In
this context, sustainable development has emerged as a critical managerial challenge at
the global level [2]. Growing pressures from stakeholders—including governments, non-
governmental organizations, and the public—are directing organizations toward achieving
sustainable performance by simultaneously addressing economic, social, and environmen-
tal responsibilities [2]. Accordingly, sustainability extends beyond performance outcomes
and requires leadership approaches capable of balancing human, environmental, and eco-
nomic value creation [3]. In this regard, sustainable leadership is increasingly recognized
as an effective approach to addressing sustainability-oriented challenges [4].

Sustainable leadership is generally conceptualized as a strategic and ethically
grounded management approach that supports long-term value creation. The triple bot-
tom line perspective suggests that organizational success cannot be evaluated solely on
financial performance, but must also incorporate social and environmental impacts [5].
Consistent with this perspective, sustainable leadership represents a holistic approach that
integrates economic outcomes, societal well-being, and environmental responsibility. Prior
research indicates that sustainable leadership is associated with long-term organizational
performance through practices such as investing in employee development, fostering a
shared vision, and building stakeholder-oriented relationships [6]. These practices are also
likely to be associated with employees’ psychological attachment to the organization and
may contribute to sustainable performance through increased organizational commitment.

The organizational behavior literature emphasizes that employees” emotional and
psychological attachment to the organization plays a critical role in shaping organiza-
tional outcomes. Organizational commitment is widely regarded as a key attitudinal
construct reflecting employees’ identification with organizational goals and values, as well
as their willingness to exert voluntary effort toward these goals [7]. Employees with higher
levels of commitment are more likely to identify with the organization and contribute
consistently to organizational objectives. At the same time, the sustainable performance
literature highlights a multidimensional perspective that encompasses not only economic
outcomes but also social and environmental impacts. In this context, the interaction be-
tween leadership practices and employee attitudes becomes central to understanding
sustainable performance.

Despite these developments, empirical evidence regarding the organizational mecha-
nisms through which sustainable leadership is associated with sustainable performance
remains limited. Although prior studies provide valuable insights into the direct relation-
ships between sustainable leadership and performance outcomes [8,9], they predominantly
focus on linear relationships and pay insufficient attention to underlying psychological and
organizational processes. In particular, the mediating role of organizational commitment
has received limited empirical attention, and existing research often adopts fragmented
approaches that examine variables in isolation. As a result, the mechanisms linking sustain-
able leadership to sustainable performance are not yet fully clarified.

Similarly, although knowledge sharing has been widely recognized as a key driver of
organizational learning and performance, the conditions under which it is associated with
the transformation of commitment-based processes into performance outcomes remain
underexplored. This suggests that the conditional nature of the leadership—performance
relationship has not been sufficiently clarified. Furthermore, a significant portion of the
sustainable leadership literature focuses on large organizations, while studies in the SME
context remain relatively limited, thereby restricting the contextual generalizability of
existing findings.
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Previous studies have examined the relationship between sustainable leadership and
performance from different perspectives. Most have focused on direct relationships or
have examined mechanisms such as knowledge sharing or organizational commitment
separately. While these studies provide important insights, they tend to adopt fragmented
approaches that do not fully capture the complex and multi-layered nature of the sustain-
able leadership—performance relationship. More recent studies, emphasize the importance
of conditional mechanisms by incorporating moderating variables into performance mod-
els. However, these studies are conducted in different contexts and do not specifically
address sustainability-oriented leadership. Building on this line of research, the present
study integrates mediation and moderation within a unified framework and examines the
relationships among sustainable leadership, organizational commitment, and sustainable
performance under the condition of intra-organizational knowledge sharing.

Based on these gaps, the primary objective of this study is to examine the relationships
among sustainable leadership, organizational commitment, and sustainable performance.
Specifically, the study investigates whether sustainable leadership is associated with sus-
tainable performance, as well as the potential mediating role of organizational commitment
and the moderating role of intra-organizational knowledge sharing. In this way, the
study moves beyond approaches that focus solely on direct relationships and proposes
a moderated mediation model that is consistent with the observed data and allows for a
more nuanced understanding of how these relationships are structured and under which
conditions they become more pronounced.

This study makes three key contributions to the literature. First, it integrates the Natu-
ral Resource-Based View, Social Exchange Theory, and the Knowledge-Based View within
a unified framework, providing a more comprehensive and multi-layered interpretation of
the sustainable leadership—performance relationship. Second, it advances prior research
by simultaneously examining mediation and moderation within a conditional process
model, offering a more nuanced understanding of how and under what conditions these
relationships are associated. Third, by focusing on SMEs in Tiirkiye, the study provides
context-specific insights into sustainability-oriented leadership in resource-constrained
environments, thereby extending the contextual relevance of existing findings.

This study is also expected to make several theoretical contributions. First, it offers
an integrated framework that combines multiple theoretical perspectives to examine the
relationship between sustainable leadership and sustainable performance. Specifically,
the Natural Resource-Based View explains the strategic role of sustainable leadership in
relation to sustainable performance, Social Exchange Theory explains how leadership
is associated with organizational commitment through relational mechanisms, and the
Knowledge-Based View explains the contextual conditions under which knowledge sharing
strengthens these relationships. By integrating these perspectives, the study provides a
more coherent and comprehensive interpretation of the relationships examined.

Finally, the study contributes to the sustainable leadership literature within the SME
context. SMEs constitute a substantial proportion of organizations in many economies and
play a critical role in achieving sustainable development goals. Their relatively flexible
structures may amplify the association between leadership behaviors and employee atti-
tudes. Moreover, in resource-constrained environments, human-centered mechanisms such
as organizational commitment and knowledge sharing become particularly important for
sustaining long-term performance. Therefore, examining these relationships in the SME
context offers meaningful and contextually grounded insights for both theory and practice.
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2. Theoretical Framework and Hypothesis Development
2.1. The Relationship Between Sustainable Leadership and Sustainable Performance

Although sustainable leadership is closely related to several environmentally oriented
leadership approaches, it represents a broader and more integrative conceptualization.
In the literature, constructs such as green leadership, green transformational leadership,
and green servant leadership share a common focus on environmental sustainability;
however, they differ in scope and underlying mechanisms. Green leadership primarily
emphasizes environmentally responsible behaviors and practices within organizational
processes, whereas green transformational leadership focuses on inspiring and motivating
employees toward pro-environmental goals through transformational influence. Similarly,
green servant leadership highlights ethical responsibility and service orientation toward
environmental and societal well-being.

In contrast, sustainable leadership extends beyond an exclusively environmental focus
by integrating economic, social, and environmental dimensions within a long-term value
creation perspective. This holistic orientation enables sustainable leadership to address
a wider range of stakeholder expectations and organizational outcomes. Nevertheless,
sustainability-oriented leadership approaches may involve high resource requirements,
create tensions between short-term performance pressures and long-term sustainability
goals, and pose challenges in balancing diverse stakeholder demands. These limitations
suggest that their effectiveness may be context-dependent.

Sustainable leadership is associated with organizations’ strategic orientation by em-
bedding long-term value creation and stakeholder balance into organizational processes [6].
By integrating sustainability-oriented principles—such as environmental responsibility,
ethical governance, and long-term strategic thinking—into resource configuration and
capability development, it is linked to organizations’ capacity to generate sustainable
performance [6,10]. Accordingly, sustainable performance can be understood as a mul-
tidimensional construct requiring the integrated management of economic, social, and
environmental outcomes.

Empirical evidence consistently indicates that sustainable leadership is positively
associated with organizational performance [8,11,12]. In particular, sustainable leadership
practices are associated with organizational resilience and the continuity of performance
outcomes through long-term strategic orientation, stakeholder-based management, and
ethical governance [13-15]. However, prior research has predominantly focused on direct
relationships, providing limited insight into the underlying processes through which
sustainable leadership is associated with sustainable performance.

This relationship can be interpreted through the Natural Resource-Based View (NRBV),
which suggests that sustainable competitive advantage is associated with organizations’
ability to develop valuable capabilities aligned with environmental and social require-
ments [16]. From this perspective, sustainable leadership is associated with the develop-
ment of strategic capabilities—such as environmental sensitivity, stakeholder orientation,
and long-term value creation—that underpin sustainable performance. In addition, these
capability-based processes may operate alongside employee-level and knowledge-based
mechanisms, which are further addressed through complementary theoretical perspec-
tives in the subsequent sections. Particularly in SMEs, where flexible structures amplify
leadership—organization interactions, these relationships may become more visible. There-
fore, sustainable leadership is considered a key organizational factor associated with
sustainable performance.

H1. Sustainable leadership is positively related to sustainable performance.
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2.2. The Relationship Between Sustainable Leadership and Organizational Commitment

Organizational commitment is recognized as a key attitudinal construct reflecting
employees’ identification with organizational goals and values, their emotional attachment
to the organization, and their willingness to exert voluntary effort toward organizational
objectives [17]. The literature consistently indicates that value-based leadership approaches
strengthen employees’ identification with the organization and are associated with higher
levels of commitment [18-20]. In this context, sustainable leadership represents a man-
agerial approach that is associated with the transformation of the employee-organization
relationship from a purely economic exchange into a value-based relational bond.

Empirical evidence indicates that sustainable leadership is positively associated with
employee commitment and organizational identification [11]. In particular, practices such
as investing in employee development, fostering trust-based relationships, and empha-
sizing long-term value creation are associated with employees’ psychological attachment
to the organization. Moreover, ethical governance and participative decision-making pro-
cesses are linked to stronger perceptions of fairness and trust, thereby supporting positive
employee attitudes toward the organization [21-23]. These findings collectively suggest
that sustainable leadership is systematically associated with organizational commitment.
This study extends the literature by examining this relationship within the SME context,
where leadership—employee interactions may be more direct and visible.

This relationship can be interpreted through the lens of Social Exchange Theory, which
suggests that organizational relationships are shaped by reciprocity and that individuals re-
spond positively to perceived support and fairness [24]. From this perspective, sustainable
leadership is associated with the provision of socio-emotional resources—such as trust,
support, and development opportunities—that structure the employee-organization rela-
tionship as a reciprocal exchange. When these leadership-driven resources are perceived as
indicators of organizational support, employees are likely to reciprocate through stronger
organizational commitment.

Accordingly, sustainable leadership is associated with employees’ psychological at-
tachment to the organization through perceptions of trust, fairness, and value alignment.
This process facilitates the internalization of organizational values, strengthens identifica-
tion with the organization, and is associated with greater voluntary contributions toward
organizational goals. These relational mechanisms complement the capability-based per-
spective introduced earlier and may also interact with knowledge-based processes in
shaping organizational outcomes. These effects may be particularly salient in SMEs, where
closer leader—employee interactions amplify the visibility of leadership behaviors. There-
fore, sustainable leadership is considered a key relational mechanism associated with
organizational commitment.

H2. Sustainable leadership is positively related to organizational commitment.

2.3. The Relationship Between Organizational Commitment and Sustainable Performance

The literature indicates that employees with high levels of organizational commit-
ment are more likely to remain within the organization, contribute to organizational goals,
and engage in voluntary behaviors beyond their formal job responsibilities [25,26]. These
behaviors are associated with higher levels of productivity, job satisfaction, and overall
organizational contributions, thereby contributing to organizational outcomes [27,28]. Ac-
cordingly, organizational commitment is considered a key construct shaping the behavioral
foundations of organizational performance.

Empirical evidence consistently indicates that organizational commitment is positively
associated with employee performance and organizational success indicators [28-30]. In
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addition, organizational commitment has been associated with sustainable performance
capacity. Taken together, these findings suggest that commitment is an important factor
linked to performance-related outcomes. This study contributes to the literature by examin-
ing this relationship within the SME context, where employee-based mechanisms may play
a more critical role under resource constraints.

Conceptually, organizational commitment can be interpreted as a behavioral mech-
anism through which employees’ individual goals become aligned with organizational
objectives. Employees with strong psychological attachment are more likely to engage
in quality improvement, process development, and innovation-related activities beyond
formal role requirements. These voluntary contributions are associated with increased
knowledge sharing, stronger collaboration, and more active organizational learning pro-
cesses. In addition, higher levels of commitment are associated with lower employee
turnover, which contributes to the retention of organizational knowledge and the stability
of organizational processes.

This relationship can be interpreted within the framework of the Natural Resource-
Based View (NRBV), which suggests that sustainable competitive advantage is associated
with valuable and inimitable organizational resources [16]. From this perspective, organi-
zational commitment represents a human-based resource linked to employees’ knowledge,
experience, and behavioral contributions. By supporting knowledge retention, behavioral
stability, and adaptive capacity, commitment is associated with organizations’ ability to sus-
tain performance over time. At the same time, the extent to which these commitment-based
contributions are reflected in organizational outcomes may depend on how effectively
knowledge is shared and integrated within the organization, pointing to the relevance of
knowledge-based processes addressed in the following section. These dynamics may be
particularly salient in SMEs, where limited resources and higher environmental uncertainty
increase the importance of employee commitment. Therefore, organizational commitment
is considered a key mechanism associated with sustainable performance.

H3. Organizational commitment is positively related to sustainable performance.

2.4. The Mediating Role of Organizational Commitment

The model developed by Steers [31] suggests that individual experiences and orga-
nizational conditions are associated with employee commitment, which in turn is linked
to performance and retention-related behaviors. In this context, sustainable leadership
may be associated with higher levels of organizational commitment by shaping employees’
work experiences through a long-term orientation, stakeholder focus, and value-based
management approach [6]. Accordingly, practices such as ethical consistency, employee
participation, and a focus on well-being are associated with employees’ identification with
organizational goals and their level of commitment [32].

Although prior studies have examined the relationships between sustainable leader-
ship, organizational commitment, and performance separately, limited attention has been
given to how these relationships operate within an integrated process. This suggests a need
for a more comprehensive interpretation of the mechanisms through which leadership is
associated with performance outcomes. The present study addresses this gap by position-
ing organizational commitment as a central mechanism linking sustainable leadership and
sustainable performance.

Conceptually, sustainable leadership can be associated with performance outcomes
through its relationship with employees” psychological attachment to the organization. By
fostering value internalization, strengthening employees’ intention to remain, and sup-
porting a sense of responsibility, sustainable leadership is associated with higher levels
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of organizational commitment. In turn, stronger commitment is associated with volun-
tary contributions such as participation in innovation, process improvement, and quality
enhancement, which are linked to sustainable performance outcomes [33]. In this sense,
organizational commitment can be interpreted as a behavioral transmission mechanism
through which leadership-related practices are associated with performance-related out-
comes [34].

This mechanism can be interpreted through Social Exchange Theory, which suggests
that employees respond to perceived organizational support and fairness with positive
attitudes and behaviors [24]. Sustainable leadership is associated with the provision of
socio-emotional resources—such as trust, support, and development opportunities—that
structure the employee—organization relationship as a reciprocal exchange. When these
resources are perceived as indicators of organizational support, employees are likely to
reciprocate through stronger organizational commitment, which is in turn associated with
performance-related outcomes.

This relational mechanism complements the capability-based perspective introduced
through NRBV by explaining how leadership-related practices are internalized at the
employee level, and it also provides a basis for understanding how these effects may interact
with knowledge-based processes addressed in the following section. Accordingly, the
relationship between sustainable leadership and sustainable performance can be interpreted
as being indirectly associated through organizational commitment. This mechanism may
be more visible in SMEs, where closer leader-employee interactions amplify the association
between leadership and employee attitudes. Therefore, organizational commitment is
considered a key mediating mechanism in the relationship between sustainable leadership
and sustainable performance.

H4. Organizational commitment mediates the relationship between sustainable leadership and
sustainable performance.

2.5. The Role of Intra-Organizational Knowledge Sharing

The relationship between sustainable leadership and sustainable performance can
be understood not only as a direct association but also as a multi-stage process operating
through organizational commitment. As a key attitudinal construct reflecting employ-
ees’ identification with the organization and their willingness to exert voluntary effort,
organizational commitment can be interpreted as a behavioral pathway through which
leadership-related practices are associated with performance-related outcomes [31]. Accord-
ingly, commitment associated with sustainable leadership may contribute to sustainable
performance by supporting employees’ contributions toward organizational objectives.

The literature suggests that the relationship between organizational commitment and
performance may be contingent upon knowledge-based processes. In particular, intra-
organizational knowledge sharing is considered a critical mechanism that enables the
transformation of individual knowledge and experience into organizational memory and
supports the development of dynamic capabilities [35,36]. In organizational contexts char-
acterized by higher levels of knowledge sharing, employees’ contributions are more likely
to generate collective impact, as individual knowledge is more effectively disseminated and
integrated. In contrast, when knowledge sharing is limited, these contributions may remain
at the individual level, thereby reducing their association with organizational performance.
Accordingly, intra-organizational knowledge sharing represents an important contextual
condition shaping the strength of the commitment—performance relationship.

This relationship can be interpreted within the framework of the Knowledge-Based
View (KBV), which suggests that knowledge constitutes a critical strategic resource whose
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value depends on processes of sharing and integration [37]. From this perspective, while
organizational commitment is associated with employees” willingness to contribute and
share knowledge, the extent to which these contributions are reflected in sustainable
performance depends on the effectiveness of knowledge circulation within the organiza-
tion [38,39]. Therefore, knowledge sharing can be interpreted as a mechanism through
which commitment-based individual contributions are associated with organizational-level
value creation.

Importantly, this perspective complements the capability-based explanation provided
by NRBV and the relational mechanisms emphasized by Social Exchange Theory by high-
lighting the conditions under which these processes are translated into organizational
outcomes. In this sense, knowledge sharing provides the contextual layer that connects
employee-level commitment and capability-based processes to performance outcomes.

Accordingly, the indirect relationship between sustainable leadership and sustainable
performance through organizational commitment can be interpreted as varying depending
on the level of intra-organizational knowledge sharing. When knowledge sharing is high,
commitment-driven contributions are more likely to be reflected in performance outcomes
through collective learning and integration processes. Conversely, when knowledge sharing
is low, these contributions may have a more limited organizational impact. These dynamics
may be particularly salient in SMEs, where limited resources increase the importance
of effectively utilizing existing knowledge. Therefore, intra-organizational knowledge
sharing is conceptualized as a key contextual factor that moderates the indirect relationship
between sustainable leadership and sustainable performance.

H5. The indirect effect of sustainable leadership on sustainable performance through organizational
commitment is moderated by intra-organizational knowledge sharing.

The research model presents the relationships among sustainable leadership, organi-
zational commitment, and sustainable performance within a comprehensive framework.
In the model, sustainable leadership is considered the primary determinant of sustainable
performance, while organizational commitment is positioned as the key psychological
mechanism mediating this relationship. It is suggested that employees’ emotional and
normative attachment to the organization constitutes a critical process through which the
value-based orientation derived from sustainable leadership is translated into sustainable
performance outcomes. Furthermore, intra-organizational knowledge sharing is expected
to play a contextual moderating role that strengthens this indirect effect. Accordingly,
in order to test the hypotheses presented in Figure 1, the following section provides a
detailed description of the research methodology, sample, data collection process, and
analytical techniques.
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Intra-organizational knowledge
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H-4 (Mediation) H-5 (Moderates)
Organizational
Sustainable Leadership % Commitment Sustainable Performance
H-2 H-3
7}
H-1

Figure 1. Research Model. Note: HI1: Sustainable Leadership — Sustainable Performance;
H2: Sustainable Leadership — Organizational Commitment; H3: Organizational Commitment
— Sustainable Performance; H4: Mediating effect of Organizational Commitment; H5: Moderating
effect of Intra-organizational Knowledge Sharing.

3. Method
3.1. Sample and Procedures

The sample of this study consists of individuals employed in small- and medium-
sized enterprises (SMEs) operating in Tiirkiye. Data were collected from organizations
located in three different cities in Tiirkiye in order to ensure the representation of diverse
organizational contexts. A convenience sampling method was employed; however, particu-
lar attention was given to reaching organizations from different sectors to enhance data
diversity. In line with commonly accepted definitions, SMEs in this study refer to firms
that meet the criteria defined in the Turkish SME classification framework based on the
number of employees and annual turnover. Although convenience sampling may limit the
generalizability of the findings, it is widely used in organizational research, particularly
when access to respondents is constrained. To mitigate potential biases associated with this
method, efforts were made to include participants from different organizational settings
and backgrounds, thereby increasing the heterogeneity of the sample. In addition, the
relatively large sample size and the use of established measurement scales contribute to
the robustness and internal validity of the findings. Therefore, while the results should be
interpreted with caution in terms of generalizability, the sampling strategy is considered
appropriate for the research context.

During the data collection process, the relevant organizations were contacted, and
the purpose of the study was clearly explained. Participation was entirely voluntary,
and no incentives were provided, reducing the likelihood of response bias. Participants
were explicitly informed that the survey would be used solely for scientific purposes, that
their personal information would remain confidential, and that their anonymity would be
preserved. These procedures were implemented to minimize potential response bias and
enhance the reliability of the data. The questionnaires were distributed and collected in
sealed envelopes to further ensure confidentiality and reduce social desirability concerns.
Due to the nature of the data collection process, it was not possible to determine the exact
number of organizations approached or to calculate a precise response rate. This limitation
is acknowledged and considered in the interpretation of the findings.

At the end of the four-week data collection period, the returned questionnaires were
carefully reviewed, and incomplete or incorrectly filled forms were excluded from the
dataset. The final analyses were conducted based on 399 usable questionnaires. This
sample size is considered adequate for regression-based analyses, particularly for models
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tested using PROCESS Macro. According to commonly accepted guidelines, a sample size
exceeding 200 is sufficient to ensure statistical power and stability of parameter estimates
in mediation and moderation analyses. Therefore, the sample size of this study provides
a reliable basis for testing the proposed research model. It should also be noted that
the data were collected from individual employees, and more than one participant may
have been drawn from the same organization. However, firm-level identifiers were not
systematically recorded, and therefore the potential non-independence of observations
could not be statistically controlled. This issue is acknowledged as a limitation.

Of the participants, 152 were female and 247 were male. A total of 207 participants
were married, while 192 were single. Regarding educational background, 20 participants
had below high school education, 51 held an associate degree, 259 held a bachelor’s degree,
and 69 had a graduate degree. In terms of age distribution, 97 participants were between
18 and 25 years, 83 were between 26 and 35 years, 76 were between 35 and 45 years, and
143 were aged 45 and above.

Although the study aimed to include participants from diverse sectors to enhance
data variability, detailed sectoral distribution data were not systematically recorded during
the data collection process. This represents a limitation in terms of explicitly demonstrating
sectoral representation. However, the inclusion of SMEs from multiple cities and different
organizational contexts is considered to provide a reasonable level of heterogeneity within
the sample. Therefore, while the findings should be interpreted with caution regarding
sector-specific generalizations, the overall diversity of the sample supports the validity of
the results within the SME context.

Ethical approval for this study was obtained from the Ethics Committee of Euro-
pean Leadership University (Approval No: ALU-ETK-2026-01/13-43). The research was
conducted in accordance with established ethical standards. Participation was entirely
voluntary, informed consent was obtained from all participants prior to data collection, and
anonymity and confidentiality were strictly ensured throughout the study.

3.2. Measures

All constructs in this study were measured based on individual employees’ percep-
tions. Accordingly, the variables represent perceptual evaluations of organizational-level
phenomena rather than objective organizational-level indicators.

Sustainable Leadership: Participants’ perceptions of sustainable leadership regarding
their managers were measured using a four-item scale developed by Di Fabio and Peiré [40].
The scale was designed as a five-point Likert-type measure. Sample items include “My
manager leaves out the superfluous by focusing the resources on the crucial aspects of
work.” and “My manager supports my collaborators in their personal/career growth.”
This scale has been widely used in the literature to capture leadership behaviors associated
with sustainability-oriented management and has demonstrated satisfactory psychometric
properties across different organizational contexts.

Organizational Commitment: Organizational commitment was assessed using a
five-item scale developed by Allen and Meyer [33]. The scale was structured as a seven-
point Likert-type measure. Sample items include “I am proud to tell others I work at my
organization” and “I feel a strong sense of belonging to my organization.” This scale repre-
sents one of the most widely used and theoretically grounded measures of organizational
commitment and has been extensively validated in prior research.

Sustainable Performance: Sustainable performance was measured using a five-item
scale developed by Gelhard and Von Delft [41]. The scale was structured as a seven-
point Likert-type measure. Sample items include “We develop new services or improve
existing services that are regarded as sustainable for society and the environment” and
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“Our reputation in terms of sustainability is better than the sustainability reputation of our
competitors.” It should be noted that this construct reflects employees’ perceptions of their
organization’s sustainability performance rather than objective performance indicators.
This scale captures the multidimensional nature of sustainable performance and has been
applied in studies examining sustainability-oriented organizational outcomes.

Intra-Organizational Knowledge Sharing: Intra-organizational knowledge sharing
was measured using a ten-item scale developed by Van Den Hooff and De Ridder [42]. The
scale was designed as a seven-point Likert-type measure. Sample items include “I share
the information I have with colleagues within my department” and “When I've learned
something new, I see to it that colleagues in my department can learn it as well.” This
scale has been widely used to assess knowledge-sharing behaviors and has shown strong
reliability and validity across different organizational settings.

Control Variables: In the analyses, demographic characteristics such as gender,
age, education level, and marital status were included as control variables to account
for potential confounding effects. The findings indicate that the effects of these con-
trol variables on sustainable performance are limited and not statistically significant,
suggesting that the observed relationships among the main variables are not driven by
demographic characteristics.

All measurement scales were originally developed in English and were translated into
Turkish using a back-translation procedure to ensure linguistic equivalence. First, the items
were translated into Turkish by a bilingual expert and then independently translated back
into English by another expert. Any discrepancies between the original and back-translated
versions were carefully reviewed and resolved to ensure semantic consistency.

Although some of the measurement scales used in this study were developed more
than a decade ago, they have been consistently employed and validated in recent research.
These scales are well-established instruments with demonstrated reliability and validity
across different cultural and organizational contexts. Therefore, their continued use is
considered appropriate, as they provide a theoretically grounded and comparable basis for
measuring the constructs examined in this study.

3.3. Data Analysis

The hypothesis testing process consisted of two main stages. First, descriptive statistics
were calculated and the measurement model (validity and reliability) was assessed. In
the second stage, hypothesis testing was conducted using PROCESS Macro (Model 14).
To examine the indirect and interaction effects among the variables, the bootstrap
method—known for minimizing sampling error—was employed. In the evaluations based
on a 95% confidence interval, the absence of zero between the LLCI and ULCI values was
considered the primary criterion for statistical significance (p < 0.05).

In line with the analytical approach of this study, a regression-based framework was
adopted rather than a covariance-based structural equation modeling (SEM) approach.
Therefore, confirmatory factor analysis (CFA) was not conducted as part of the main
analytical procedure. Instead, the measurement model was assessed using widely accepted
reliability and validity indicators, including Cronbach’s alpha, composite reliability (CR),
average variance extracted (AVE), McDonald’s omega, the Fornell-Larcker criterion, and
the HTMT ratio. This approach is consistent with prior research employing PROCESS
Macro, where the primary focus is on testing conditional process relationships rather than
evaluating a full latent variable model.

The PROCESS Macro was preferred over alternative approaches such as structural
equation modeling (SEM) due to its suitability for testing conditional process models in
a regression-based framework. In particular, PROCESS allows for the simultaneous ex-
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amination of mediation and moderation effects, providing direct estimates of indirect and
interaction effects. In addition, the bootstrapping procedure enhances the robustness of the
results by generating confidence intervals without relying on normal distribution assump-
tions. Therefore, PROCESS Macro is considered an appropriate and efficient analytical tool
for testing the proposed moderated mediation model.

4. Findings
4.1. Common Method Bias

In this study, the collection of all variables through self-reported measures raises the
potential concern of common method bias (CMB). To address this issue, both procedural
and statistical remedies recommended in the literature were implemented [43].

During the data collection phase, anonymity and confidentiality were assured to
participants to reduce social desirability bias. Participants were explicitly informed that
there were no right or wrong answers and that only their sincere opinions were expected.
In addition, different scale formats (e.g., five-point and seven-point Likert scales) were used
to minimize the risk of response patterns caused by cognitive fatigue. Previously validated
measurement scales were employed, and the survey items were presented in a mixed order.
These procedural remedies are consistent with established recommendations for mitigating
common method bias [43].

From a statistical perspective, Harman'’s single-factor test was first conducted as an
initial diagnostic. The results indicated that the largest factor accounted for less than 50% of
the total variance (explained variance: 38.58%), suggesting that common method variance
is unlikely to be a dominant concern.

Given the limitations of Harman'’s single-factor test, a more rigorous approach was
employed using the marker variable technique. In this context, the 13-item short form of the
Marlowe—-Crowne Social Desirability Scale was included as a theoretically unrelated marker
variable. This scale captures respondents’” tendency to provide socially desirable responses
and is widely used as a proxy for response bias. Following the procedure proposed by
Lindell and Whitney [44], partial correlations were computed by controlling for the marker
variable. The results indicated that controlling for social desirability did not lead to any
substantial changes in the magnitude or significance of the relationships among the main
study variables, suggesting that the observed associations are not driven by common
method variance.

In addition, the recommendations of Bagozzi et al. [45] were followed, and inter-
construct correlations were examined. None of the correlations exceeded the threshold of
0.90, providing further evidence that common method bias is unlikely to pose a serious
threat to the validity of the findings.

Taken together, the results from both procedural and statistical remedies suggest that
common method variance does not appear to systematically bias the findings of this study.

4.2. Reliability and Validity Analyses

Prior to hypothesis testing, the validity and reliability of the measurement scales
were assessed. In this context, internal consistency reliability, convergent validity, and
discriminant validity were examined. In addition, descriptive statistics, including means
and standard deviations, were calculated for all main constructs to provide a clearer
overview of the data structure. The reliability results are presented in Table 1.
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Table 1. Reliability Results.
Items Factor Loading  AVE o CR w
Sustainable Leadership 0.611 0.850 0.862 0.860
SL1 0.693
SL2 0.801
SL3 0.847
SL4 0.778
Organizational Commitment 0.583 0.870 0.875 0.872
GIC1 0.815
GIC2 0.734
GIC3 0.775
GIC4 0.782
GIC5 0.707
Intra-Organizational Knowledge Sharing 0.515 0.891 0.913 0.901
IOKS1 0.687
IOKS2 0.708
IOKS3 0.668
IOKS4 0.615
IOKS5 0.837
IOKS6 0.803
IOKS7 0.701
IOKS8 0.824
IOKS9 0.657
IOKS10 0.633
Sustainable Performance 0.617 0.873 0.889 0.880
EGC1 0.847
EGC2 0.724
EGC3 0.772
EGC4 0.810
EGC5 0.769

Note: SL = Sustainable Leadership; GIC = Organizational Commitment item; EGC = Sustainable Performance
item; IOKS = Intra-organizational Knowledge Sharing; AVE = Average Variance Extracted; CR = Composite
Reliability; « = Cronbach’s alpha; w = McDonald’s omega.

Internal consistency reliability was assessed using Cronbach’s alpha (x) and composite
reliability (CR) values. In the literature, Cronbach’s alpha and CR values above 0.70 are
considered indicative of acceptable reliability [46,47]. The analysis results indicate that the
Cronbach’s alpha values for all variables exceed 0.70. Similarly, the composite reliability
(CR) values were found to surpass the recommended threshold. These findings suggest
that the scales demonstrate adequate internal consistency reliability.

Convergent validity was evaluated through Average Variance Extracted (AVE) and
factor loadings. For convergent validity to be established, factor loadings should exceed
0.50, and AVE values should be 0.50 or higher [46,48]. The analysis results indicate that
all factor loadings exceed the recommended threshold values. Factor loadings above the
threshold further suggest that the items have a strong capacity to represent their respective
constructs [49]. In addition, the AVE values calculated for all constructs were found to be
above 0.50. These findings indicate that convergent validity has been established.

Discriminant validity was assessed using the Fornell-Larcker criterion and the HTMT
ratio (Table 2).
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Table 2. Discriminant Validity.
Fornell-Larcker Criterion HTMT Criterion
Variables
2 3 4 1 2 3 4
SL 0.7822 -
oC 0.341 ** 0.764 2 0.444 -
I0OKS 0.178 ** 0.201 ** 0.718 2 0.236 0.247 -
SP 0.522 ** 0.298 ** 0.303 ** 0.7852 0.647 0.342 0.344 -

Note: ** p < 0.05. #: Square root of AVE. SL = Sustainable Leadership; OC = Organizational Commitment;
IOKS = Intra-organizational Knowledge Sharing; SP = Sustainable Performance.

According to the Fornell-Larcker criterion, the square root of the AVE for each con-
struct should be greater than its correlations with other constructs [48]. The findings
indicate that the square root of the AVE values for all constructs exceed the corresponding
correlation coefficients. In addition, to provide a more rigorous assessment of discriminant
validity, the Heterotrait-Monotrait (HTMT) ratio was calculated. HTMT values below 0.85
(more conservative criterion) or 0.90 (more liberal criterion) are considered indicative of
adequate discriminant validity [50]. The analysis results reveal that all HTMT values fall
below the recommended thresholds. These findings suggest that discriminant validity has
been established within the measurement model.

Consistent with the regression-based analytical framework adopted in this study, the
measurement model was evaluated using reliability and validity indicators rather than
confirmatory factor analysis. This approach ensures that the constructs are adequately rep-
resented while maintaining alignment with the PROCESS Macro methodology employed
for hypothesis testing.

Overall, the reliability and validity analyses indicate that the constructs used
in the study demonstrate adequate reliability, as well as satisfactory convergent and
discriminant validity.

4.3. Hypothesis Testing

The empirical analysis of the research hypotheses was conducted using the PROCESS
Macro (Model 14) developed by Hayes [51]. To ensure the statistical robustness of the
parameter estimates, a bootstrapping procedure with 5000 resamples was employed, and
the results were examined at the 95% confidence interval (CI) level. All findings obtained
from the analysis are presented in detail in Table 3. In addition to statistical significance,
effect sizes were considered to provide a more comprehensive interpretation of the results.
The reported coefficients represent standardized estimates (3), allowing for the compar-
ison of the relative strength of the relationships among variables. The findings indicate
that the observed relationships are not only statistically significant but also meaningful
in magnitude.

The findings indicate that sustainable leadership is positively associated with both
sustainable performance (3 = 0.436, SE = 0.056, 95% CI [0.366, 0.513], p < 0.001) and
organizational commitment (3 = 0.277, SE = 0.047, 95% CI [0.207, 0.392], p < 0.001). In
addition, organizational commitment is positively associated with sustainable performance
(B =0.232, SE = 0.033, 95% CI [0.122, 0.281], p < 0.001). Based on these findings, hypotheses
H1, H2, and H3 are supported.

The analyses conducted to examine the mediating role indicate that the indirect
relationship between sustainable leadership and sustainable performance through organi-
zational commitment is statistically significant ( = 0.075, SE = 0.021, 95% CI [0.034, 0.145]).
This finding provides evidence consistent with a partial mediating role of organizational
commitment, supporting hypothesis H4.
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Table 3. Hypothesis Testing Results.
Path Coeff SE p LLCI ULCI
Direct Effects
SL — SP 0.436 0.056 <0.001 0.366 0.513
SL — OC 0.277 0.047 <0.001 0.207 0.392
OC — SP 0.232 0.033 <0.001 0.122 0.281
Indirect Effect
SL — OC — SP 0.075 0.021 0.003 0.034 0.145
Moderate Effect
OC, IOKS — SP 0.125 0.034 0.002 0.048 0.217
Bootstrapping results for conditional indirect effect (via OC)
Low (—1SD) 0.025 0.017 0.009 0.051
Medium (M) 0.066 0.019 0.032 0.125
High (+1 SD) 0.089 0.024 0.055 0.147
Moderated mediation
Index of moderated mediation 0.071 0.032 0.019 0.133

Note: SL = Sustainable Leadership; OC = Organizational Commitment; IOKS = Intra-organizational Knowl-
edge Sharing; SP = Sustainable Performance; SE = Standard Error; LLCI = Lower Limit Confidence Interval;
ULCI = Upper Limit Confidence Interval; Coeff = Coefficient; p = significance level.

Within the scope of the final hypothesis, the study examined whether the indirect
relationship between sustainable leadership and sustainable performance through orga-
nizational commitment varies depending on the level of intra-organizational knowledge
sharing. The findings indicate that the index of moderated mediation is statistically sig-
nificant (3 = 0.071, SE = 0.032, 95% CI [0.019, 0.133]). These results provide evidence
that intra-organizational knowledge sharing is associated with the strength of the indirect
relationship, supporting hypothesis H5.

As illustrated in Figure 2, the indirect relationship between sustainable leadership
and sustainable performance (via organizational commitment) varies across levels of intra-
organizational knowledge sharing. Specifically, the indirect relationship appears weaker at
low levels of knowledge sharing (3 = 0.025, CI [0.009, 0.051]) and stronger at high levels
(B =0.089, CI [0.055, 0.147]). These findings indicate that higher levels of knowledge
sharing are associated with a stronger indirect relationship.

The effects of control variables (gender, age, education level, and marital status) were
also examined within the regression models. The results indicated that none of these
variables had a statistically significant association with sustainable performance (p > 0.05).
These findings suggest that the observed relationships are not driven by demographic
characteristics.

To assess the robustness of the findings, bootstrapping procedures with 5000 resamples
were employed, generating bias-corrected confidence intervals for all estimates. This
approach reduces sensitivity to distributional assumptions and enhances the reliability
of the results. The consistency of the findings across model estimations and confidence
intervals suggests that the results are stable and robust.
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Figure 2. Simple slope plot of the moderating effect of intra-organizational knowledge sharing.

5. Discussion

The findings of this study can be interpreted through an integrated framework com-
bining the Natural Resource-Based View (NRBV), Social Exchange Theory (SET), and the
Knowledge-Based View (KBV). Rather than operating as separate lenses, these perspectives
jointly provide a multi-layered interpretation of how sustainable leadership is associated
with sustainable performance. It should be emphasized that these interpretations are
based on employees’ perceptions of organizational-level phenomena rather than objective
organizational-level indicators.

From a strategic standpoint, NRBV provides a useful perspective for understanding
how sustainable leadership is associated with the development of valuable organizational
capabilities aligned with environmental and social demands. Building on this perspective,
SET offers a relational explanation suggesting that sustainable leadership practices may be
perceived by employees as signals of trust, support, and fairness, which are associated with
higher levels of organizational commitment. In turn, this commitment may be linked to
performance-related outcomes through employees’ attitudinal and behavioral responses.

KBV adds a contextual dimension by suggesting that the strength of these relation-
ships may depend on knowledge sharing within the organization. In particular, knowledge
sharing appears to strengthen the extent to which commitment-based individual contri-
butions are reflected in organizational-level outcomes. In this sense, KBV helps to frame
the conditions under which the indirect relationship between sustainable leadership and
performance becomes more pronounced.

Taken together, these perspectives provide a coherent interpretation of the proposed
model, suggesting that sustainable performance is associated not only with leadership
practices but also with the interaction of strategic capabilities, relational dynamics, and
knowledge-based processes.

The results further indicate that the relationships among sustainable leadership, or-
ganizational commitment, and sustainable performance operate within an interconnected
framework. The association between sustainable leadership and performance is not limited
to a direct relationship; it is also linked to employees” attitudinal responses and intra-
organizational knowledge processes. Importantly, the findings indicate a partial mediation
structure, in which sustainable leadership is associated with sustainable performance both
directly and indirectly through organizational commitment. When the mediating role of
organizational commitment and the moderating role of knowledge sharing are considered
together, sustainable performance appears as the outcome of a multi-layered process. These
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findings suggest that sustainable performance may be better understood not only as a
strategic outcome but also as a product of relational and knowledge-based dynamics within
the organization.

Beyond statistical significance, the magnitude of the observed relationships provides
additional insight into their practical relevance. The standardized coefficients indicate
that the association between sustainable leadership and sustainable performance can be
considered moderate in magnitude, suggesting that leadership-related practices represent
a meaningful—yet not exclusive—factor associated with performance outcomes. Similarly,
the indirect relationship through organizational commitment, although smaller in magni-
tude, indicates a non-negligible pathway through which leadership-related practices are
associated with performance. These findings suggest that while individual effects may be
modest, their combined influence contributes to a practically relevant and interpretable
pattern of relationships within the organizational context.

The positive association between sustainable leadership and sustainable performance
is consistent with the general expectations of NRBV. This suggests that sustainable leader-
ship is linked to firms’ ability to adapt to environmental demands and to support long-term
value creation through the integration of environmental and social considerations. While
consistent with prior research [52], these findings should be interpreted as indicative
of relationships rather than definitive causal effects. In this respect, sustainable lead-
ership may be considered as a strategic capability associated with the configuration of
organizational resources.

Similarly, the association between sustainable leadership and organizational commit-
ment can be interpreted within the framework of SET. The findings suggest that sustainable
leadership practices are associated with employees’ perceptions of organizational support
and fairness, which, in turn, are related to higher levels of commitment [24]. This aligns
with prior research [18], while also suggesting that sustainable leadership may be associated
with changes in the employee—organization relationship.

The positive association between organizational commitment and sustainable per-
formance indicates that commitment may function as a valuable organizational resource.
From a resource-based perspective, commitment is linked to the alignment of employ-
ees’ knowledge, experience, and efforts with organizational goals. While consistent with
previous findings [53], these results suggest that commitment may contribute to continu-
ity and resilience in the context of sustainable performance. Accordingly, organizational
commitment can be interpreted not only as an attitudinal construct but also as a strategic
organizational resource.

One of the key findings of this study is that organizational commitment partially
mediates the relationship between sustainable leadership and sustainable performance.
This indicates that the association between sustainable leadership and performance is
explained in part—but not entirely—by employees’ attitudinal and behavioral responses.
Within the SET framework, leadership-related practices are associated with higher levels
of commitment, which, in turn, are linked to performance-related outcomes through
employees’ voluntary contributions. This provides a more nuanced interpretation of how
the leadership—performance relationship may be structured.

Another important finding is the moderating role of intra-organizational knowledge
sharing. Consistent with KBV, knowledge sharing is associated with the transformation of
individual contributions into organizational-level capacity [37]. The results suggest that the
indirect relationship between sustainable leadership and performance through organiza-
tional commitment becomes stronger at higher levels of knowledge sharing. This indicates
that the extent to which commitment-based contributions are reflected in performance out-
comes may depend on the circulation of knowledge within the organization. Particularly in
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SMEs, where resource constraints and uncertainty are more pronounced, knowledge shar-
ing appears to be an important contextual factor associated with organizational learning
and adaptability.

Overall, the findings suggest that sustainable performance is associated with the
interaction of leadership practices, employee attitudes, and knowledge processes. These
relationships should be interpreted as reflecting employees” perceptual evaluations of
organizational dynamics rather than objective organizational-level causal effects. These
results indicate that unidimensional explanations may be insufficient and highlight the
relevance of multi-layered, process-oriented interpretations. In the SME context, the find-
ings underscore the importance of considering leadership, employee commitment, and
knowledge sharing jointly when interpreting sustainable performance outcomes. Accord-
ingly, the study offers a more cautious and integrated contribution to the sustainable
performance literature.

5.1. Theoretical Contributions

Although the existing literature has established a positive relationship between sus-
tainable leadership and sustainable performance, it offers limited insight into how this
relationship is structured and under which conditions it becomes more pronounced. Prior
research has predominantly focused on direct relationships or has examined mediating
and moderating variables in isolation. As a result, there remains a need for more inte-
grated and multi-layered theoretical perspectives that provide a clearer understanding of
the relationships among these variables. This study addresses this gap by reframing the
leadership—performance relationship not only in terms of its existence but also in terms
of how it can be understood within a conditional and process-oriented framework. Im-
portantly, this interpretation is based on employees’ perceptions of organizational-level
phenomena rather than objective organizational-level indicators.

First, the study contributes to the Natural Resource-Based View (NRBV) by concep-
tualizing sustainable leadership as a strategic capability associated with organizations’
environmental and social adaptation. While NRBV traditionally emphasizes organizational
resources and capabilities, this study suggests that leadership may be associated with
the development of these capabilities. In addition, drawing on Social Exchange Theory,
organizational commitment is considered a relational mechanism through which leader-
ship practices are associated with employee-level responses. This perspective allows the
leadership—performance relationship to be understood not only through structural factors
but also through underlying psychological processes. The combined use of NRBV and
SET thus provides a more comprehensive explanation by indicating that the relationships
observed in this study are associated with both strategic capacity and employee-based
reciprocity dynamics.

Furthermore, the study contributes to the literature by incorporating the Knowledge-
Based View (KBV) into the model. While prior research has given limited attention to
contextual conditions, this study positions intra-organizational knowledge sharing as a
boundary condition associated with the strength of the relationship between sustainable
leadership and performance through organizational commitment. In this context, the
findings support a partial mediation structure, suggesting that the association between sus-
tainable leadership and sustainable performance is explained both directly and indirectly
through organizational commitment. This suggests that the extent to which individual-level
commitment is reflected in organizational-level outcomes may depend on the organization’s
ability to share and integrate knowledge effectively. In this way, the study establishes a link
between micro-level psychological processes and meso-level knowledge-based organiza-
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tional dynamics, thereby offering a conditional process perspective within the sustainable
leadership literature.

Importantly, the findings suggest that the relationships examined in this study are not
only statistically significant but also exhibit meaningful patterns when considered jointly.
While the magnitude of individual effects may be moderate, their combined structure
provides a theoretically relevant explanation of how leadership, employee attitudes, and
knowledge processes are associated within organizational settings.

Overall, this study reframes the sustainable leadership—performance relationship
by moving beyond a linear perspective and conceptualizing it as a multi-layered and
conditional process. This process is associated with the interaction of strategic (NRBV),
relational (Social Exchange Theory), and knowledge-based (KBV) mechanisms. These
relationships should be interpreted as reflecting perceptual and process-based associations
rather than definitive organizational-level causal mechanisms. By integrating these per-
spectives, the study offers a more coherent and theoretically grounded explanation of the
relationships examined.

5.2. Managerial Implications

The findings of this study suggest that sustainable leadership is associated with sus-
tainable performance not only directly but also through intra-organizational mechanisms
such as organizational commitment and knowledge sharing. In line with the empirical
design of the study, these implications are derived from employees’ perceptions of or-
ganizational processes rather than objective organizational-level performance indicators.
This insight may be particularly relevant for SMEs operating under conditions of limited
resources and high uncertainty. In this context, performance outcomes appear to be associ-
ated not only with financial investments but also with how effectively human resources are
managed and how knowledge circulates within the organization. Accordingly, managers
may benefit from prioritizing internal organizational processes as a strategic lever for
supporting competitive advantage.

Rather than focusing on specific operational practices, the findings point to several
managerial priorities. First, strengthening organizational commitment emerges as a key
consideration. Managers may benefit from adopting leadership approaches that reinforce
employees’ sense of alignment with organizational goals and values, thereby support-
ing more consistent and voluntary contributions. Second, fostering effective knowledge-
sharing processes appears to be an important priority. Encouraging the circulation and
integration of knowledge may support the transformation of individual contributions into
broader organizational outcomes. Importantly, these findings suggest a partial media-
tion structure, indicating that while organizational commitment plays a meaningful role,
sustainable leadership is also associated with performance through a direct pathway.

In addition, the findings suggest that the effectiveness of these mechanisms may
depend on the broader organizational context. In particular, creating a supportive environ-
ment characterized by trust, openness, and psychological safety may enhance employees’
willingness to engage in knowledge sharing and organizational processes. In this respect,
leadership behavior may play an important facilitating role in shaping the conditions under
which these processes become more visible.

Overall, the results indicate that the joint consideration of leadership practices, em-
ployee commitment, and knowledge-sharing processes may provide a useful managerial
perspective for supporting sustainable performance. These implications should be inter-
preted as indicative of perceptual and relational dynamics within organizations rather
than prescriptive causal effects. While the magnitude of individual effects is moderate,
their combined influence suggests that aligning these elements may contribute to more
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stable performance outcomes and improved organizational adaptability, particularly in
SME contexts.

6. Limitations and Future Research

Although this study provides important theoretical and empirical contributions, it has
several methodological limitations. First, the use of cross-sectional data limits the ability to
capture temporal dynamics and draw causal inferences. Accordingly, the findings should
be interpreted as indicating statistical associations among variables rather than definitive
causal relationships. However, cross-sectional designs are widely used in the sustainable
leadership and organizational behavior literature, making this approach consistent with
established research practices. In addition, the reliance on self-reported measures may
introduce common method bias. Although such measures are appropriate for capturing
perceptual constructs, future research could enhance methodological rigor by employing
multi-source data, multi-level designs, and objective performance indicators.

Another important limitation relates to the data collection procedure. Due to the nature
of the sampling process, detailed information regarding the exact number of organizations
approached and the response rate could not be systematically recorded. In addition, more
than one participant may have been drawn from the same organization, and firm-level
identifiers were not available. Therefore, the potential non-independence of observations
cannot be fully ruled out. This issue should be considered when interpreting the findings.

Another limitation relates to the contextual scope of the study. The research was
conducted in SMEs in Tiirkiye, and the findings should therefore be interpreted within a
specific cultural and institutional setting. As leadership perceptions, organizational com-
mitment, and knowledge-sharing behaviors are shaped by cultural values and institutional
conditions, the generalizability of the results to different national or organizational con-
texts may be limited. In particular, the observed relationships may vary in environments
characterized by different cultural norms, organizational structures, or levels of resource
availability. Accordingly, the findings should be interpreted as context-specific and may
not be directly generalizable beyond the Turkish SME setting. Nevertheless, focusing on a
single context also enables a more in-depth examination of the relationships under study,
which is a common approach in sustainable leadership research.

Furthermore, although efforts were made to include participants from diverse sectors,
detailed sectoral distribution data were not systematically recorded. This limits the ability
to fully assess the representativeness of the sample and suggests that the findings should
be interpreted with caution in terms of sector-specific generalizations.

These limitations suggest several directions for future research. First, longitudinal
designs could provide deeper insight into how sustainable leadership is associated with
performance over time through employee attitudes and organizational processes. Second,
comparative studies across countries and sectors could test the contextual sensitivity of
the model and enhance its generalizability. Third, although organizational commitment
is examined as the primary psychological mechanism in this study, future research could
explore alternative mechanisms—such as psychological empowerment, organizational
trust, or employee well-being—to broaden the understanding of leadership-related effects.

Furthermore, while intra-organizational knowledge sharing is modeled as a moderat-
ing variable, future studies could examine knowledge-based processes using multi-level
and process-oriented approaches. In particular, integrating knowledge sharing with orga-
nizational learning, innovation, and knowledge integration processes may offer a more
comprehensive understanding of how sustainable performance is associated with different
organizational dynamics. Finally, given the multidimensional nature of organizational
commitment, future research could examine its affective, normative, and continuance di-
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mensions separately to identify which dimension plays a more critical role in the leadership-
performance relationship.

Overall, while this study demonstrates the multi-layered nature of the sustainable
leadership—performance relationship, it also outlines a research agenda for further investi-
gation across different contexts, methods, and mechanisms.

7. Conclusions

This study aimed to examine the relationships among sustainable leadership, orga-
nizational commitment, and sustainable performance by considering the roles of intra-
organizational knowledge sharing. The findings are based on employees’ perceptions
of organizational-level phenomena rather than objective organizational-level indicators.
The findings suggest that the relationship between sustainable leadership and perfor-
mance is not limited to direct associations but is also linked to employee-based and
knowledge-based processes.

The results indicate that sustainable leadership is positively associated with sustainable
performance. In addition, this relationship is partially explained through organizational
commitment and appears to be conditioned by intra-organizational knowledge sharing.
This indicates a partial mediation structure in which sustainable leadership is associated
with sustainable performance both directly and indirectly through organizational commit-
ment. Accordingly, the strength of the relationship between sustainable leadership and
performance may vary depending on employees’ level of commitment and the effectiveness
of knowledge-sharing processes within the organization.

These findings suggest that sustainable performance should not be viewed solely as a
direct outcome of leadership behaviors. Rather, it can be understood as a multi-layered
construct associated with the interaction of leadership practices, employee attitudes, and
knowledge processes. In this context, organizational commitment appears to function
as a mechanism through which leadership-related practices are reflected in performance
outcomes, while knowledge sharing represents a contextual factor associated with the
strength of this relationship. Therefore, sustainable performance may be better understood
as the result of interconnected organizational processes rather than isolated factors.

Overall, this study contributes to the sustainable leadership literature by offering a
more cautious and process-oriented interpretation of the relationships examined. These
relationships should be interpreted as indicative of perceptual and relational dynamics
rather than definitive causal effects at the organizational level. In the SME context, the
findings highlight the relevance of jointly considering leadership practices, employee
commitment, and knowledge sharing when interpreting sustainable performance under
conditions of resource constraints and environmental uncertainty. In this respect, the
study provides an integrated and contextually grounded perspective that contributes to
the understanding of sustainable performance.
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