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Abstract

This study investigates the interplay between transformational leadership,
sustainable organizational culture, and sustainable business management
within high environmental impact industries, including energy,
manufacturing, transportation, and construction. Employing a quantitative
methodology, data were gathered from 287 managers and employees. The
tindings reveal that transformational leadership exerts a significant positive
influence on sustainable organizational culture, which subsequently
enhances sustainable business management. Moreover, sustainable
organizational culture partially mediates the relationship between
transformational leadership and sustainable business management, with an
indirect effect. These results build on prior research by emphasizing the
mediating role of organizational culture in industries facing substantial
environmental challenges. The study enriches the leadership and
sustainability literature by offering empirical insights into the mechanisms
linking leadership to sustainable outcomes. Practically, it suggests that
organizations should prioritize cultivating transformational leadership and a
sustainability-focused culture to improve their economic, social, and
environmental performance. The research highlights the need to align
leadership strategies with cultural values to achieve enduring sustainability
objectives.
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1. INTRODUCTION
1.1. Background Problem

As climate change threatens the future of the planet, high-impact industries such as energy,
manufacturing, and transportation are facing unprecedented pressure to transition to sustainable practices [1],
[2]. According to the report of the world resources Institute (WRI), the energy sector accounted for about
76% of greenhouse gas emissions globally, with significant contribution from manufacturing and
construction [3]. These industries are not only the pillars of the global economy but also significant sources
of severe environmental degradation due to resource use and large emissions. The IPCC emphasizes that to
limit global warming at 1.5°C, there should be the switch quickly and extensive in the system energy, land,
infrastructure and industry [4]. As a result, organizations in these industries are increasingly expected to
integrate sustainability into their core strategies and operations.

The adoption of sustainable practices is not only an ethical responsibility, but also a strategic
requirement for organizations in industries with high environmental impact [5], [6]. If not do so, the
organization may be faced with the prescribed penalties, loss of market share to the competitors more
sustainable and damage to brand reputation. On the contrary, the organization successfully integrated
sustainability can achieve competitive advantages, such as cost savings from improved efficiency, reach new
markets and strengthen relationships with stakeholders|7]. However, achieving sustainability requires more
than just technological innovation or policy changes; it requires a fundamental change in behavior and
organizational culture.

Leadership plays an important role in promoting this change. In particular, the leadership transition
has been identified as a key factor in promoting change and innovation organization [8]. Transformational
leaders inspire and motivate their followers to achieve outstanding results by appealing to their values and
ideals. They are characterized by their ability to deliver a compelling vision, drive innovation, provide
personalized support, and serve as role models. In the context of sustainability, transformational leaders can
lead environmental initiatives, encourage sustainable behaviors, and drive organizational change toward
greener practices[9], [10].

For example, companies such as Tesla in the automotive industry and Orsted in the energy sector
have proven that with visionary leadership and commitment to sustainability, it is possible to transform
traditional business models and achieve both environmental and economic success. The focus of Tesla into
the car electrical and solutions, renewable energy has rocked the automotive industry, while in the process of
conversion of Drsted from fossil fuels to renewable energy, offshore wind has turned it into a leader in the
tield of renewable energy. These cases illustrate the potential of transformational leadership to catalyze
significant changes towards sustainability.

However, the effectiveness of leadership in promoting sustainability may depend on organizational
culture. Organizational culture is defined as values, beliefs and norms shared affect behavior in an
organization[11], can support or hinder the adoption of sustainability practices. A culture that prioritizes
sustainability can strengthen transformation leaders' efforts by embedding sustainability values into the
organization's DNA, ensuring that sustainability becomes a fundamental aspect of decision-making and
operations[12]. Conversely, a culture of respect tradition and stability can resist the changes needed for
sustainability[13].

Therefore, understanding how to shape and capitalize on organizational culture is essential for
leaders to promote sustainability. This study investigates the role of sustainable organizational culture as a
mediating factor in the relationship between transformational leadership and sustainable business
management in high-impact industries.

Extensive research has demonstrated the positive impact of leadership transformation for many
results from different institutions. For example, Judge and Piccolo (2004) conducted a general analysis shows
leadership transformation has positive relationships with satisfaction, commitment, and employee
performance[14]. In the field of sustainable Robertson and Barling (2013) found that leadership
transformation enhance the behavior, environment-friendly of staff[15]. Similar frame Three Benefits (TBL)
was introduced by Elkington (1999) provide a comprehensive approach to measurement, management,
sustainable business, by considering economic performance, social and environmental [16].
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Moreover, Linnenluecke and Griffiths (2010) emphasize the importance of integrating sustainability
into organizational culture to ensure the long-term and effectiveness of the sustainability initiative[17]. They
argue that a sustainable culture can strongly support the adoption of sustainability practices by adjusting the
value of employees with the organizational goals. However, despite these insights, there is still a gap in
understanding the specific mechanisms through which transformational leadership influences sustainable
business management, especially through the lens of organizational culture.

Recent studies have begun to explore the interaction between leadership, culture and sustainability.
For example, Al-Zawahreh et al, (2023) conducted an evaluation of the leadership style and performance
durable, noticed that leadership transformation is often associated with environmental performance[18].
However, their review also highlighted the lack of consensus about the empirical evidence shows the need to
have more research to clarify these relationships. In addition, while a number of studies have investigated the
intermediary role of organizational culture in the different context, the specific role of it in making mediated
the relationship between leadership transformation and management sustainable business in the industry have
a high environmental impact has not been fully explored.

This study aims to address this gap by experimentally examining a model that suggests that
sustainable organizational culture is the mediator between transformational leadership and sustainable
business management. Using data from organizations in high-impact industries, we seek to determine
whether and how transformational leadership fosters a culture that supports sustainability, thereby enhancing
the organization's sustainability performance as measured by the TBL framework.

The main contribution of this research focus on the mediating mechanisms of sustainable
organizational culture, an aspect that has not been fully explored in the existing literature, particularly in the
context of industries with significant environmental footprints. Theoretically, this research contributes to the
leadership and sustainability literature by providing insights into the mechanisms by which leadership
influences sustainability outcomes. It advanced our understanding of the role of organizational culture in this
process, emphasizing its importance as an intermediary factors. In practical terms, the findings can guide
leadership development programs and cultural transformation initiatives to promote sustainability in

organizations, especially those in areas where environmental impact is a critical concern.

1.2. Problem Formulation

Research problem is to examine the influence of transformational leadership on sustainable business
management and analyze the mediating role of sustainable organizational culture in this relationship.The
research focuses on understanding how transformational leadership can promote sustainable business
management practices through the construction of a sustainability-oriented organizational culture.

1.3. Research Objectives
Research objective is to examine the influence of transformational leadership on sustainable business
management and evaluate the mediating role of sustainable organizational culture in this process

2. LITERATURE REVIEW
Transformational Leadership

Transformational leadership is defined as a leadership style that encourages and inspires employees to
achieve outstanding results by appealing to their values and ideals [19]. According to Bass (1999),
transformational leadership consists of four main components: (1) Ideal Influence: Leaders act as role models,
earning respect and trust from employees. (2) Motivation: Leaders communicate a compelling vision and
encourage employees to exceed their own expectations. (3) Intellectually stimulating: Leaders promote
creativity and innovation by encouraging critical thinking and problem-solving. (4)Personal Care: Leaders
provide individualized support and development opportunities for each employee. In the context of
sustainability, transformational leaders can steer organizations toward environmental and social goals by
inspiring and promoting sustainable behaviors.
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Sustainable Business Management

Management sustainable business related to the integration of economic factors, social and
environmental to business activities and the decision-making process. This concept is shaped by frame Three
Benefits (TBL) of [106], emphasizes that businesses need to measure performance based on three aspects: (1)
Economic Performance: The financial profitability and economic health of the organization. (2) Social
Performance: Impact on employees, communities, and society, including issues such as working conditions
and community contributions. (3) Environmental performance: An organization's ecological footprint,
including resource use, waste management, and emission reduction. The TBL framework is particularly well-
suited for industries with high environmental impact, where organizations must balance profits with social
and environmental responsibility.
Sustainable Organizational Culture

Sustainable Organizational Culture is defined as the level of integration of the sustainable value into
the beliefs, values, and practices of the organization [17]. This culture reflects the commitment of the
organization towards ecological balance long-term, social justice and economic prosperity. A strong
sustainable organizational culture motivates employees to participate in green initiatives and ensures that
sustainability is integrated into strategic decisions and daily operations.

The relationship between leadership, culture and sustainable

The interaction between leadership, organizational culture, and sustainable outcomes is a topic of
increasing interest. [19] argue that transformational leaders can shape organizational culture by
communicating a common vision and exemplifying desired behaviors. In the context of sustainability, this
means that transformational leaders can build a culture that prioritizes sustainable practices, which in turn
enhances the organization's commitment to sustainable business management.

Empirical evidence supports the idea that organizational culture mediates the relationship between
leadership and sustainable outcomes. For example, [20], [21] found that sustainable organizational culture
mediates the influence of transformational leadership on CSR performance. Similarly, [22] show that
organizational culture mediates the relationship between ethical leadership and CSR performance in Chinese
companies. Although these studies focus on different leadership styles, the principle can be extended to
transformational leadership, with an emphasis on values-based and ethical leadership.

However, there are few studies that specifically examine the mediating role of sustainable
organizational culture in the relationship between transformational leadership and sustainable business
management, especially in high-impact industries such as energy, manufacturing, and transportation.

Theoretical Framework

Transformational leadership theory holds that leaders can enhance employee motivation and
performance by appealing to intrinsic values and promoting a sense of purpose [19]. In the context of
sustainability, transformational leaders can communicate a vision of a sustainable future, encourage
employees to engage in sustainable practices, and create an environment that fosters innovation and
accountability.

Organizational Culture Theory

According to [11], organizational culture is a set of common assumptions that guide behavior in an
organization. Culture plays a mediating role by transforming leadership initiatives into organizational practices.
A sustainable organizational culture can strengthen leadership efforts by integrating sustainability into
organizational norms and values, which in turn influences employee actions and decision-making processes.
Triple Benefit Framework (TBL)

The TBL framework provides a comprehensive approach to evaluating business performance by
considering economic, social, and environmental impacts (Elkington, 1999). This framework is essential for
evaluating sustainable business management, as it ensures that organizations take into account broader
responsibilities beyond financial returns.
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By integrating these theories, this study proposes that transformational leadership promotes a
sustainable organizational culture, which in turn enhances sustainable business management, as measured by
the TBL framework.

Hypothesis Development

Based on the literature overview and theoretical framework, the following hypotheses are proposed:
Transformational leaders, through their vision, inspiration, and support, can shape the organization's values
and benchmarks toward sustainability. By providing a clear vision of sustainability and encouraging innovative
thinking, they can integrate sustainability into organizational culture [23], [24].

H1: Transformational leadership has a positive relationship with a sustainable organizational culture.

A sustainable organizational culture provides the foundation for the implementation of sustainable
business practices. When sustainability is a core value, it guides strategic decisions and operational processes,
leading to better environmental and social performance [25], [26].

H2: Sustainable organizational culture bas a positive relationship with sustainable business management.

With transformational leadership influencing organizational culture and organizational culture
influencing business practices, it is likely that organizational culture plays a mediating role in the relationship
between transformational leadership and sustainable business management. This mediating effect has been
supported in other contexts[27], [28], and we expect a similar mechanism in the field of sustainability.

H3: Sustainable organizational culture mediates the relationship between transformational leadership and sustainable business
managenent

3. RESEARCH METHODS
Study Design

The study uses quantitative design with a cross-sectional survey approach to collect data from
managers and employees in industries with high environmental impact in Vietnam. Quantitative method was
chosen because it is suitable to test the hypothesis of causal relationships and effects intermediate between
the variables, especially when the study of patterns of complexity theory[29]. The survey allows to collect
data from a large sample, create favorable conditions for the statistical analysis to determine the model and
test the relationships proposed.

The study was carried out in the industry have a high environmental impact, including energy,
manufacturing, transport and construction, in Vietnam. These sectors were chosen because they contribute
significantly to greenhouse gas emissions, global, and faced with increasing pressure to adopt the practice of
sustainable [30]. Countries such as Vietnam, Thailand and Indonesia have the heavy industry development, at
the same time under pressure from the national regulations and international emission reduction and promote
sustainable development.

To ensure representativeness, the study used the technique of random sampling stratified [31]. The
population was divided into four tiers based on industry (energy, manufacturing, transport, construction), and
random samples are drawn from each deck to ensure that all sectors are represented in full. This approach
helps to minimize bias and enhance the ability to generalize the findings.

Sample Size

Sample size target is about 287 respondents, in accordance with the guide for analysis SEM.
According to Hair, and associates (2010), a sample from 200 to 300 cases it is sufficient for the model SEM
with many of the concepts and indicators, especially when the scale has high reliability[32]. Sample size this
ensure sufficient statistical power to detect the effect, directly and indirectly, including effects mediated by
organizational culture of sustainability.

Mesurements

Transformational Leadership measured by the Multifactor Leadership Questionnaire (MLQ) [33], a
tool widely used to assess four aspects of leadership transformation: the influence ideal, inspirational
motivation, intellectual stimulation and individual attention. The MLQ consists of items such as "My leader
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inspires me with a vision of the future" and is rated on a 5-point Likert scale (1 = completely disagree, 5 =
completely agree).

Sustainable Organizational Culture measured by a custom scale, based on the work of [17]. This scale
assesses the extent to which sustainability values are integrated into the organizational culture, with items such
as "Our otganization prioritizes environmental stewardship" and "Sustainability is a cote value in our
organization". The scale is pre-tested to ensure reliability and validity.

Sustainable Business Management assessed through a set of items that reflect three aspects of the
Three Benefits (TBL) framework: economic performance (e.g,, "Our organization achieves strong financial
results"), social performance (e.g, "We actively participate in community development projects"), and
environmental performance (e.g., "We have reduced our carbon footprint™). These items are built on previous
studies [34] and use a 5-point Likert scale.

All scales were translated into the local language and check in advance to ensure clear and consistent
culture. Reliability of the scale was evaluated by the coefficient of Cronbach's alpha in the stage of data
analysis.

Research Process

Data were collected through an online survey was deployed on the google form, a survey tools safe
and user friendly. Invitation to participate was sent via email to the managers and staff, with the support from
the industry association and professional networks. The survey is designed to complete in about 12 minutes,
and the email reminders are sent to those who have not responded after two weeks to maximize the response
rate. To encourage participation, respondents provided a summary report of the research findings after the
completion of the study.

Data analysis was done by SPSS software (version 206) for descriptive statistics and AMOS (version 24)
for CFA and SEM. The index-matching models, such as Chi-square, CFI, TLI, RMSEA and SRMR, which is
used to assess the fit overall of the model SEM.

4. RESULT

Data was collected from 287 respondents, including 167 managers (60%) and 120 employees (40%),
with an average age of 35 years (SD = 8,2). Distribution is 55% male and 45% female. Representative sample
for the following industries: energy (30%), manufacturing (25%), transport (20%), and construction
(25%). This diversity ensures that represents the industry, has a high environmental impact.

Table 1 presents the descriptive statistics and the correlation matrix between the study variables. The
average score for transformational leadership (TL) is 3.80 (SD = 0.70), sustainable organizational culture
(SOC) is 3.90 (SD = 0.60), and sustainable business management (SBM) is 4.00 (SD = 0.50), indicating a
medium to high level on a 5-point Likert scale (1 = completely disagree, 5 = completely agree). The
correlations were positive and statistically significant at p < 0.01, with the strongest relationship between SOC
and SBM (r = 0.65), followed by TL and SOC (r = 0.60), and TL with SBM (r = 0.55). This shows a tight link
between the variables, which is consistent with the proposed intermediate model.

Table 1: Descriptive and Correlation Statistics

Variable Average Standard = 2 3
deviation o

1. Transformation Leadership

(1) 3,80 0,70 -

2. Sustainable Organizational o

Culture (SOC) 3,90 0,60 0,60 -

3. Sustainable Business 400 0.50 0,55+ 0,65+ i

>

Management (SBM) ’

Note: N = 287, ** p < 0.01. All variables are measured on a 5-point Likert scale.

Journal homepage: htip:/ [ ingreat.id



~ Jurnal Manajemen Sumberdaya Manusia (AMNESIA)
M..WN_HE.SMLE\.. Vol. 3, No. 2, Juni 2025, hlm. 166~177
ISSN: 3024-9627, DOI: 10.61167/amnesia.v3i2.174 172

Measurement Model

Confirmatory Factor Analysis (CFA) was performed to assess the pattern measurement, including
three variables implicit: TL, SOC, and SBM, each variable is measured by four indicators observed. Each
variable is measured by four observational indicators. The measurement model shows good agreement with
the data: ¥*(100) = 150, p < 0.05; comparative conformity index (CFI) = 0.97; Tucker-Lewis conformity
index (TLI) = 0.96; root mean square error (RMSEA) = 0.04; and normalized squared remainder (SRMR) =
0.03. These indicators meet the recommended threshold for good fit [35].

All factor loading were statistically significant and exceeded 0.70, ranging from 0.72 to 0.85,
indicating a strong relationship between the indicators and their respective latent variables, supporting
convergent validity. Specifically, the factor load for TL ranges from 0.75 to 0.82; for SOC from 0.78 to 0.85;
and for SBM from 0.80 to 0.88.

Reliability is assessed using Cronbach's alpha coefficient, with values of 0.85 for TL, 0.88 for SOC,
and 0.90 for SBM, all of which exceed the 0.70 threshold, indicating high consistency[36]. The convergence
validity is further confirmed by the extracted mean variance (AVE) values: 0.60 for TL, 0.65 for SOC, and
0.70 for SBM, all above the 0.50 threshold (Fornell & Larcker, 1981). Differential validity is confirmed when
the square root of the AVE for each variable (0.77 for TL, 0.81 for SOC, 0.84 for SBM) is greater than the
correlations between the variables, satisfying the distinguishing criterion.

Structural Model

The Structural Equation (SEM) model is used to examine hypothetical relationships, including direct
paths from transformational leadership to sustainable organizational culture and sustainable business
management, as well as from sustainable organizational culture to sustainable business management. Table 2
presents the path coefficients, standard error (SE), and statistical significance levels.

Table 2: Path coefficients

Hypothesis Coefficients standardized SE p-value Decision
Transformational Leadership Supported
— Sustainable Organizational 0,60 0,05 <0,001

Culture
Sustainable Organizational Supported
Culture — Sustainable 0,50 0,04 <0,001
Business Management
Transformation Leadership — Supported
Sustainable Business 0,20 0,06 <0,05
Management
TL — SOC — SBM 0,30 0,07 <0,01 Supported

Hypothesis 1 (H1): Transformational leadership has a positive impact on sustainable organizational
culture. The results show that the path from TL to SOC is meaningful (8 = 0.60, p < 0.001), supporting H1.
This shows that transformational leadership plays an important role in shaping an organizational culture that
prioritizes sustainability.

Hypothesis 2 (H2): Sustainable organizational culture has a positive impact on sustainable business
management. The path from SOC to SBM is also significant (3 = 0.50, p < 0.001), supporting H2, suggesting
that a culture of sustainability is an important factor in promoting sustainable business practices.

Hypothesis 3 (H3): Sustainable organizational culture mediates the relationship between
transformational leadership and sustainable business management. The indirect effect from TL to SBM via
SOC is significant (8 = 0.30, 95% CI [0.15, 0.45], p < 0.01), and since the direct effect from TL to SBM
remains significant (8 = 0.20, p < 0.05), this suggests partial mediation. The model explains 36% of the
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variance of SOC (R? = 0.36) and 45% of the variance of SBM (R? = 0.45), indicating a significant degree of
explanation.

The simulation results show that all hypotheses are supported, with sustainable organizational culture
partly mediating in the relationship between transformational leadership and sustainable business
management. These findings are consistent with previous studies on the role of leadership and culture in
promoting sustainability, providing empirical evidence for intermediate modeling in the context of high-
impact industries.

5. DISCUSSION

Results the study showed leadership transformation to have a positive impact markedly to
organizational culture sustainability, with regression coefficient 8§ = 0,60, and the level of statistical
significance p < 0,001. This means that leaders who are able to inspire, drive a clear vision, and support
employees in a personalized way can actually foster an organizational environment that prioritizes sustainable
values. Next, organizational culture sustainability have a positive relationship with management, sustainable
business (8 = 0,50, p < 0,001). In other words, when an organization builds a culture that values sustainability,
its business practices also reflect that through better sustainability performance.

More importantly, the study found that sustainable organizational culture plays a mediating role in
the relationship between transformational leadership and sustainable business management, with significant
indirect effects (3 = 0.30, p < 0.01). This shows that transformational leadership not only directly impacts
sustainable business practices, but also indirectly through shaping organizational culture. This particularly
interesting because it emphasizes that leadership, no matter how powerful, needs a cultural foundation to
truly create lasting change.

Study results are quite similar with what [9], [37] found in their research on transformational
leadership and sustainable behavior. They found that transformational leaders can motivate employees to take
eco-friendly behaviors by inspiring and encouraging them to participate in green initiatives. For example, they
point out that a visionary leader can get employees to voluntarily reduce waste or propose energy-saving ideas.
Our research found the same thing: transformational leadership has a positive impact on sustainable
organizational culture, creating an environment where sustainable behaviors are encouraged.

Regarding the role of organizational culture, research has many similarities with the work of [38],
[39]. They have demonstrated that a sustainable organizational culture can mediate the relationship between
ethical leadership and corporate social responsibility (CSR) performance. In their research, culture acts as a
bridge, helping to translate leaders' ethical values into specific CSR initiatives. Similatly, this research found
that sustainable organizational culture mediates the relationship between transformational leadership and
sustainable business management. It shows that organizational culture can be an "amplifier" for different
leadership styles, whether ethical or transformational.

The mediating effect of a sustainable organizational culture offers a new perspective on how
leadership influences sustainable outcomes. It shows that transformational leaders cannot rely solely on
personal charisma or top-down policies; They must foster a culture where everyone shares sustainable values.
This is consistent with [19] theory of transformational leadership, but this research adds empirical evidence
that culture is an important intermediate step. This finding very significant because it sheds light on a specific
mechanism that previous studies may have overlooked. It suggests that if organizations want to improve their
performance sustainably, they need to invest in both leadership development and culture building. Only
leadership without culture is like sowing seeds on barren land — it can germinate, but it won't thrive.

6. CONCLUSION

This study was performed to shed light on how leadership transformation driven management
sustainable business through organizational culture sustainability, especially in the industry that has
environmental impact as big as energy, manufacturing, transport and construction. With data from 287
participants, the study not only confirm a direct link between leadership transformation and sustainable, but
also clarify the role important mediator of organizational culture.
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The results of the study confirm all three initial hypotheses. First of all, transformational leadership
has a strong impact on sustainable organizational culture (H1: 8§ = 0.60, p < 0.001). This shows that leaders
who know how to inspire can build an environment where sustainability is a priority. Second, sustainable
organizational culture promotes sustainable business management (H2: § = 0.50, p < 0.001), demonstrating
that green culture leads to green action. Finally, organizational culture plays an intermediate role between
transformational leadership and sustainable business management (H3: indirect effect 8§ = 0.30, p < 0.01). In
other words, leadership influences not only directly but also indirectly through shaping culture.

The greatest contribution of the study providing empirical evidence of this mediating mechanism in
the context of heavy industries, an area that has received little attention in previous studies [40]. This
particularly interesting because it emphasizes that sustainability is not just a matter of technology or policy,
but also a way of organizing thinking and acting. This finding expands on Bass's (1999) theory of
transformational leadership, showing that culture is the key to turning visions into reality. Personally, this is an
important step forward, especially when applied to the reality of Southeast Asia, where heavy industries are
growing rapidly but often lack a clear sustainability strategy.

Practical implication

These results provide many practical lessons for organizations in heavy industry. First, research
suggest that companies should invest in transformational leadership development as a core strategy to drive
sustainability. This can be done through training programs that focus on building a vision and inspiring. For
instance, an energy company might host a course where managers learn how to shape emissions reduction
goals and encourage employees to participate. A construction company take a similar approach: after a
sustainability workshop, managers began to integrate resource savings into their project plans, and the results
were impressive.

Moreover, organizations need to reinforce a culture of sustainability with concrete actions. This can
include internal communication about the importance of sustainability, rewarding employees for green
initiatives, or incorporating sustainability indicators into performance reviews. Take a look at Orsted, a
Danish energy company that has switched from fossil fuels to renewable energy. Their success comes not
only from technology but also from the organizational culture where every employee understands and
supports the green vision [41]. This is a clear demonstration that culture can transform an entire industry.

Finally, the study encourages managers to view culture as a strategic lever, not just a secondary factor.
Instead of just focusing on regulatory compliance, they should invest in changing employee mindsets. This
takes time, but as this study data shows, the long-term benefits are significant.

Theory Implication

In theory, the study adds to the knowledge treasure trove of transformational and sustainable
leadership by confirming the mediating role of organizational culture. Bass's theory (1999) is already well-
known for explaining how leadership influences performance, but the study expanded on it by showing that
culture is an essential bridge to achieving sustainability goals. This is also in line with Schein's (2010) view that
culture shapes organizational behavior. Combining these two theories, research create a tighter framework
that better understands how leadership drives long-term change.

Limitations

Despite its validity, the study still has some limitations. Firstly, the cross-sectional design makes it
difficult for to affirm cause and effect. The data shows the relationship, but to know for sure whether
transformational leadership is actually causing change in culture and sustainable management, it needs more
long-term research. Second, relying on self-reported data can lead to bias, when participants respond in a way
they think is "right" instead of reflecting reality. The study tried to mitigate this with standard scales, but data
from independent sources such as the company's sustainability report, would be more reliable. Finally, the
study was limited to Vietnam. This helps the results to be focused, but also reduces the ability to apply it
widely. For example, in the service or technology industries, the factors affecting sustainability can differ
significantly.
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Future research

To overcome the limitations, research suggest some new directions. First, a longitudinal study would
be useful, tracking organizations over the years to see how transformational leadership impacts culture and
sustainability over time. Second, consider other factors such as pressure from shareholders or legal regulations,
as they can affect this relationship. For example, in closely monitored industries such as energy, regulation can
amplify the effectiveness of leadership. In addition, expanding the study to other regions such as Europe or
North America will help test whether our findings are globally applicable. National cultural differences can
create interesting transformations that study hasn't explored yet.
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