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Abstract

Purpose: As  organizations increasingly = emphasize
sustainability, understanding how leadership styles affect
employee engagement becomes crucial. This research aims to
analyze the effect of transformational leadership on employee
commitment to sustainable practices, highlighting the
mediating role of occupational delight.

Methodology: This study adopted a causal-comparative
research design and a quantitative approach. It collected data
from bank employees with different job responsibilities and
analyzed it using descriptive and inferential statistics following
the PROCESS Macro.

Findings: This study posits that transformational leadership
enhances employee commitment to sustainable work practices
towards sustainability by fostering occupational delight.
The findings suggest that creating a work environment
that promotes fulfillment can significantly contribute to
sustainability practices.

Originality/Value: This study concludes that effective
leadership is essential for employees’ commitment and that
leaders should follow transformational leadership. Further,
the study integrated occupational delight into the relationship
between transformational leadership and employees’
commitment to sustainable work practices.

Implications: The study's findings and conclusion will help
organizations develop a strategic leadership approach in the
competitive business environment.

Keywords: : Transformational leadership, employee commitment,
occupational delight, sustainability practices, SDGs,
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Introduction

As organizations progressively stress sustainability, understanding how leadership styles enhance the
employee commitment to accomplish sustainability becomes crucial. Sustainability has emerged as a
growing public consciousness about environmental challenges globally, driven by the United Nations'
Sustainable Development Goals (SDGs). More effective organizational leadership with sustainability
vision and goal alignment is always needed to inspire and engage the employees toward organizational
sustainability practices. Transformational leadership (TL) is known for its capacity to inspire and engage
followers (Bass & Avolio, 1994; Patiar & Wang, 2016), which is necessary to investigate its influence
in association with the employees’ occupational delight, i.e., a sense of emotional and psychological
fulfillment that employees experience in their roles (Kahn, 1990; Judeh, 2023).

Committed employees are more likely to engage in activities (Teo et al., 2019; Gautam et al., 2024)
that support organizational objectives, including sustainability initiatives. TL emphasizes the role of
leadership styles in fostering a positive and supportive workplace culture (Le et al., 2023), which can
lead to improved employee morale, lower turnover rates, and greater job satisfaction (Ohunakin et al.,
2019). As organizations increasingly prioritize sustainability, it is essential to identify effective leadership
strategies that encourage employee commitment to sustainable practices. It is vital to understand how
leadership can motivate employees to integrate sustainability into their roles. Leadership should enhance
employee engagement by aligning organizational goals with individual values, fostering a sense of
purpose and commitment that drives commitment to sustainability practices.

Despite the existing literature establishing a link between transformational leadership and employee
commitment across various contexts, a significant gap exists in understanding this relationship
concerning sustainable practices. This gap highlights the need for further research. Most studies (e.g.,
Truss et al., 2013; Bailey et al., 2015; Sungmala & Verawat, 2021) concentrate on general employee
engagement and performance outcomes, leaving little exploration of how transformational leadership
directly affects employees’ commitment to sustainability initiatives.

While transformational leadership has been associated with various positive organizational results,
there is insufficient research on its specific impact on employee commitment to sustainable practices.
Many studies fail to distinguish between different types of commitment—such as commitment to
sustainability versus overall organizational commitment. There is a critical need to examine commitment
to sustainability across diverse research contexts. Although occupational delight has been recognized as
an essential factor influencing employee engagement, its role as a mediator between transformational
leadership and commitment to sustainable practices has not been thoroughly investigated. Understanding
this mediating effect is essential for developing effective leadership strategies that promote sustainability
practices by creating a working environment to enhance occupational delight.

This study tends to be context-specificand focused on the banking industry. More specifically, occupational
delight arises from the work environment, warranting investigations into how transformational
leadership can create such environments to enhance employees' occupational delight and influence
their commitment to sustainable practices. Addressing these gaps will lead to a more comprehensive
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understanding of the role of transformational leadership in fostering employee commitment to
sustainable practices, offering valuable insights for researchers and practitioners specially in the similar
context of developing economy like Nepal.

Review of Literature

Theoretical background

The study combines theoretical frameworks to offer a comprehensive understanding of how
transformational leadership impacts employee commitment to sustainable practices, with occupational
delight serving as a mediating factor by integrating perspectives from transformational leadership
theory, employee commitment theory, occupational well-being, and social exchange theory, this research
seeks to clarify the relationships among leadership, employee engagement, and sustainability. This
integrated approach will strengthen the study's theoretical foundation and provide practical insights for
organizations looking to improve their sustainability efforts.

Transformational leadership theory, primarily established by Bass and Avolio (1994), suggests that
leaders can inspire and motivate their followers to attain greater performance levels by connecting with
their values and beliefs. Transformational leaders exhibit idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration (Bass, 1999; Moradi Korejan & Shahbazi, 2016).
These behaviors help build a strong emotional bond between leaders and employees (Gathungu et al.,
2015; Patiar & Wang, 2016), which can strengthen commitment to organizational objectives, including
sustainability initiatives.

Employee commitment theory highlights employees’ psychological bond and loyalty toward their
organization (Meyer & Allen, 1996). This theory divides commitment into three components: affective
commitment (emotional attachment), normative commitment (sense of obligation), and continuance
commitment (perceived costs of leaving). Examining how transformational leadership promotes
effective commitment to sustainability can offer valuable insights into boosting employee engagement in
sustainable practices.

Occupational delight, referring to the joy and satisfaction gained from work, is rooted in theories of
occupational well-being (Kahn, 1990). Kahn’s model emphasizes the significance of personal engagement
at work, indicating that leaders who create a positive work environment can boost employees'
emotional and psychological fulfillment. This sense of delight may play a vital mediating role between
transformational leadership and employee commitment to sustainability.

Social exchange theory suggests relationships are founded on mutual benefits and reciprocity (Blau,
1964). Within the transformational leadership framework, when leaders support and empower their
employees, it cultivates a sense of obligation and loyalty, enhancing commitment to the organization and
its sustainability initiatives (Cropanzano et al., 2017). Occupational delight can be viewed as a beneficial
result of this social exchange, further strengthening employee commitment.

Transformational leadership is defined by its focus on inspiring and motivating employees to achieve
higher performance levels and engage in organizational goals (Bass, 1990). Leaders who adopt this style
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foster an environment of trust, innovation, and collaboration, which can significantly enhance employee
engagement and commitment (Avolio & Bass, 2004). The following conceptual framework has been
proposed to integrate these theoretical perspectives.

Figure 1
Conceptual framework
Occupational
delight (OD)
Transformational |  Employee commitment for
leadership (TL) "|  sustainability practices (ECS)

Empirical reviews

Transformational leadership is a style that centers on inspiring and motivating followers to realize
their full potential and prioritize the organization's interests over their own (Avolio & Bass, 2004).
This approach highlights the importance of vision, innovation, and building strong relationships
between leaders and team members. Transformational leaders promote positive change by cultivating
an environment that encourages creativity and collaboration through visionary thinking, inspirational
motivation, individualized consideration, and intellectual stimulation. Employee commitment to
sustainable practices involves employees' readiness to engage in actions that support environmental and
social sustainability. This commitment is crucial for effectively executing organizational sustainability
initiatives (Cao et al., 2024; Choi & Yu, 2014). When engaged, employees are more inclined to participate
in sustainability efforts, which can enhance organizational performance and reputation.

Transformational leadership and employees’ commitment to sustainability practices. The growing
emphasis on sustainability within organizationshasled researchersto investigate howleadership influences
employee commitment to sustainable initiatives. Transformational leadership prioritizes inspiring and
motivating employees and has emerged as a critical factor in strengthening this commitment (Bass, 1999;
Moradi Korejan & Shahbazi, 2016). Research has consistently indicated that transformational leadership
positively impacts employee behaviors that support sustainability objectives (Asghar et al., 2022; Ren et
al., 2024). Haugh and Talwar (2010) discovered that transformational leaders who communicate a clear
sustainability vision can encourage employees to adopt environmentally friendly behaviors. Employees
who see their leaders as dedicated to sustainability are more inclined to participate in sustainable practices
themselves (Li et al., 2019). Further, transformational leadership has been associated with heightened
psychological empowerment, boosting employee commitment to sustainability. Snyder et al. (2018) found
that transformational leaders who engage employees in decision-making foster a sense of ownership
over sustainability initiatives (Li et al., 2019). This sense of empowerment results in a more significant
commitment to sustainable practices, as employees perceive their contributions as valued. The emotional
bonds fostered by transformational leaders are instrumental in bolstering employee commitment to
sustainability. Abbas et al. (2023) demonstrate that transformational leadership enhances employees'
emotional connection to the organization, leading to a deeper commitment to sustainable practices.
When employees feel emotionally attached to their leaders and the organization, they are more likely

250 The International Research Journal of Management Science



The International Research Journal of Management Science Vol. 9 No.1 Decemb er 2024 | ISSN(P)2542-2510 | ISSN(E)2717-4867

to embrace and embody sustainability values in their actions. Based on the discussion, the following
hypothesis has been developed.

H1: Transformational leadership significantly and positively influences employees’ commitment to
sustainability practices.

Transformational leadership for occupational delight. Occupational delight, the joy and sense of fulfillment
employees find in their work, is increasingly acknowledged as an essential aspect of employee well-
being and organizational success. Occupational delight encompasses the joy and fulfillment employees
experience (Kahn, 1990). Leadership style, workplace culture, and job characteristics can influence
occupational delight. High levels of occupational delight are associated with increased job satisfaction
and engagement, which can enhance commitment to organizational goals, including sustainability
(Bakker et al., 2008).

Transformational leadership, characterized by its focus on inspiration, motivation, and strong
interpersonal connections, is crucial in promoting occupational delight. Transformational leaders
motivate employees by communicating a clear vision and showing enthusiasm for their work. According
to research by Faghihi et al. (2020), these leaders can substantially boost employees' intrinsic motivation,
resulting in increased occupational delight. When employees are inspired by their leaders, they are more
inclined to commit to their roles fully. The individualized consideration aspect of transformational
leadership cultivates strong bonds between leaders and employees. Leaders who genuinely care about
their team members’ well-being create a nurturing atmosphere that boosts occupational delight
(Cherkowski et al., 2020; Karakas & Sarigollu, 2013). This emotional support makes employees feel
appreciated and understood, which enhances their overall job satisfaction. Transformational leaders
foster an environment that nurtures creativity and innovation. Such settings allow employees to explore
new ideas and take initiative, increasing job satisfaction (Bin Saeed et al., 2019; Khan & Khan, 2019).
It is necessary to invest to what extent does leadership style enhance the occupational delight of the
employees resulting in higher commitment. Based on the discussion, the following hypothesis has been
developed.

H2: Transformational leadership positively and significantly increases occupational delight.

Occupational delight and employees’ commitment to sustainability practices. Occupational delight
is crucial in boosting employees' commitment to sustainability practices. It enhances resilience by
nurturing emotional connections, increasing engagement, empowering staft, and fostering a positive
organizational culture (Azab et al., 2019). This resilience, fostered by occupational delight, is a crucial
strength in sustainability practices, as it motivates employees to actively engage in and support sustainable
initiatives. As organizations work toward their sustainability objectives, this focus on occupational delight
can result in a more dedicated and innovative workforce (Men & Robinson, 2018). Employees who feel
occupational delight are more inclined to develop an emotional connection to their organization's values,
including its dedication to sustainability (Men & Yue, 2019). Occupational delight enhances employee
engagement, leading workers to exceed basic job expectations and actively participate in sustainability
initiatives. Engaged employees take pride in their contributions to environmental and social goals,
strengthening their commitment to the organization's sustainability aims. Their proactive approach,
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driven by occupational delight, leads them to commit to sustainability efforts and actively pursue these
goals when they perceive their ideas as valued. A workplace that fosters occupational delight plays a
significant role in creating a positive organizational culture (Men & Yue, 2019). This culture encourages
collaboration and open communication, essential for effective sustainability initiatives. Further,
committed employees are better prepared to navigate the complexities of implementing sustainability
practices and stay motivated despite obstacles (George et al., 2016). Their positive mindset promotes a
proactive approach to addressing sustainability-related challenges. Based on the discussion, following
hypothesis has been formulated:

H3: Occupational delight positively and significantly increases the employees’ commitment to sustainable
practices.

H4: Occupational delight enhances the effect of transformational leadership on employees’ commitment
to sustainable practices.

Methodology

Research design. This study meticulously employs a causal-comparative research design with a quantitative
approach to thoroughly examine the relationship between transformational leadership, occupational
delight, and employee commitment to sustainable practices. The quantitative component involves a
cross-sectional survey to gather data from employees in various commercial banks in Kathmandu.
Study population and sample selection. This research's target population includes employees of
commercial banks in Nepal (approximately 44,000). A meticulous convenience sampling technique has
been employed to ensure a representative sample across different job roles. The sample size is estimated
to be 381, with a 95% confidence interval and a 5% margin of error. Table 1 provides the demographic
profile of the respondents.

Table 1

Demographic profile of respondents

Characteristics Frequency Percentage

Gender Male 202 53.02
Female 179 46.98

Age Below 35 yrs. 38 9.97
35-50 yrs. 185 48.56
51 and more yrs 158 41.47

Job position Assistant level 175 45.93
Officer level 154 40.42
Manager level 52 13.65

Data collection. A structured questionnaire was developed to measure transformational leadership,
occupational delight, and employee commitment to sustainable practices. Bass and Avolio's Multifactor
Leadership Questionnaire (MLQ) (1994), a well-established tool, assessed transformational leadership
behaviors. Similarly, a modified version of Kahn's (1990) engagement scale, another widely recognized
method, was employed to evaluate occupational delight. Likewise, a custom scale, informed by existing
literature, was designed to measure commitment to sustainability initiatives. The questionnaire was

252 The International Research Journal of Management Science



The International Research Journal of Management Science Vol. 9 No.1 Decemb er 2024 | ISSN(P)2542-2510 | ISSN(E)2717-4867

distributed online via email and professional networking platforms, and participants were invited to
complete it anonymously.

Data analysis. Data collected from the surveys were analyzed using the statistical software AMOS inbuilt
SPSS. Descriptive statistics summarizes demographic information and primary variables. Correlation
and regression analyses assessed the relationships between transformational leadership, occupational
delight, and employee commitment to sustainable practices. Mediation analysis was performed using the
PROCESS Macro by Hayes (2013) to evaluate the mediating role of occupational delight.

Scale validation. A measurement model analysis was conducted to evaluate the hypotheses related to
the mediation effect and confirm the validity of the measurements. The results indicating the model's
goodness-of-fit are presented in Table 2.

Table 2

Scale validation

Chi-square/ df CFI TLI RMSEA SRMR
2.193 (p<.01) 0.922 0.902 0.042 0.067

Table 2 illustrates the model's goodness of fit. Additionally, the validity of each variable scale was
assessed using Average Variance Extracted (AVE) values, which were as follows: idealized influence
(0.54), inspirational motivation (0.53), intellectual stimulation (0.52), individual consideration (0.53),
occupational delight (0.51), and employees’ commitment to sustainable practices (0.54). The Variance
Inflation Factor (VIF) values ranged from 1.521 to 1.989, indicating no multicollinearity among the
measurement scales.

Ethical considerations. The study adheres to the ethical guidelines established by the research society.
All respondents provided informed consent, ensuring that they understood the purpose of the research,
their rights, and the measures taken to protect their anonymity and confidentiality.

Results
Test of association. Measurement scales were positively associated with transformational leadership,
occupational delight, and employees’ commitment to sustainable practices (Table 3).

Table 3

Mean, SD, and Correlations between measurement scales

Measurement scale Mean SD 1 2 3 4 5 6
Idealized influence (1) 391 0.92 1

Inspirational motivation (2) 4.01 0.89 0.151 1

Intellectual stimulation (3)  3.99 0.72 0.238 0.245 1

Individual consideration (4) 3.67 1.05 0.132 0.221 0.242 1

Occupational delight (5) 3.75 0.89 0.411%F 0.332*F  0.312%F 0.211* 1
Employees' commitment (6) 3.89 0.89 0.431*%%  0.391%%  0.423**  0.423** 0.432** 1

**Correlations are significant at the 0.01 level (two-tailed)
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Respondents reported being reasonable to moderately satisfied with each component of their dimensions
of transformational leadership, occupational delight, and employees’ commitment to sustainability
practices. Idealized influence (mean = 3.91, SD = 0.92), inspirational motivation (mean = 4.01, SD =
0.89), intellectual stimulation (mean = 3.99, SD = 0.72), and individual consideration (mean = 3.67,
SD = 1.05) are the essential components of transformational leadership to satisfy employees. However,
employees reported comparatively lower satisfaction with the individual consideration dimension of the
leaders.

The results also revealed that occupational delight and employees’ commitment to sustainable practices
are significantly positively correlated with each dimension of transformational leadership.

Test of hypotheses. The study utilized the PROCESS Macro, as outlined by Igartua and Hayes (2021) and
Hayes (2019), to investigate the proposed mediation effect within the model. This method was selected
for its effectiveness in identifying mediation and detecting indirect effects among the variables shown in
Figure 1. The results indicated significant positive effects: a direct effect (TL->ECS: p =.395), an indirect
effect (a*b) (p =.291), and a total effect (TL-> OD -> ECS) (B = .686). These findings support hypotheses
H1, H2, H3, and H4.

Table 4
Direct, indirect, and total effect of the model

Direct effect Total effect Confidence
Transformational Transformational interval
leadership e Indirect leadership —? Relationship Cstat.
Employees effect Employees
commitment to commitment LLCI ULCI
sustainable practices to sustainable
practices
Transformational
leadership ->
Occupational
0.395 0.291 0.686 delight > = ho35 03745 9.83
Employees
commitment
to sustainable
practices

Discussion

This research emphasizes how transformational leadership is crucial in encouraging employees to
commit to sustainable practices by enhancing their occupational delight. Organizations can leverage
transformationalleadership to advance sustainability practices through employees by creating a supportive
and motivating workplace so that employees feel occupational delight. As corporate organizations
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increasingly integrate their objectives with the United Nations' Sustainable Development Goals (SDGs),
comprehending these interactions becomes vital for making substantial strides in sustainability.

The positive relationship between transformational leadership and employee commitment to sustainable
practices aligns with previous studies that underscore the importance of leadership styles in fostering
engagement (Bass & Avolio, 1994; Moradi Korejan & Shahbazi, 2016). Transformational leaders,
characterized by their ability to inspire and motivate, create a culture encouraging employees to adopt
sustainable practices. As highlighted by Haugh and Talwar (2010), leaders who effectively communicate
a sustainability vision enhance employees' likelihood of engaging in environmentally friendly behaviors.
Findings reinforce this by demonstrating that transformational leadership influences overall employee
commitment and specifically targets commitment to sustainability initiatives.

The analysis revealed that the components of transformational leadership—idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration—play a role in
fostering employee commitment to sustainable practices. Interestingly, employees rated idealized
influence and inspirational motivation more positively, while individualized consideration received
lower ratings. This finding aligns with Ohunakin et al. (2019), who highlighted the importance of
leaders offering personalized support and recognition to fully enhance employee engagement. The lower
satisfaction with individualized consideration points to an opportunity for organizations to improve,
offering a hopeful prospect for strengthening commitment to sustainability.

The study establishes occupational delight as an essential mediator between transformational leadership
and employee commitment to sustainable practices. This aligns with Kahn's (1990) engagement theory,
indicating that a supportive workplace fostered by transformational leaders can enhance occupational
delight. Previous research has indicated that well-being at work is vital for employee motivation and
engagement (Bakker et al., 2008; Men & Robinson, 2018). Findings build on this study by showing that
employees who experience greater occupational delight are more dedicated to sustainability initiatives,
underscoring workplace engagement's emotional and psychological aspects.

Based on the findings, organizations should develop transformationalleadership within their sustainability
strategies. Training programs designed to help leaders inspire, engage, and support their teams can create
a workplace atmosphere that promotes feelings of security (Gautam & Gautam, 2024) and occupational
delight that boosts commitment to sustainability efforts. This approach is consistent with the suggestions
of Teo et al. (2019) and Gautam et al. (2024), who highlighted that leadership development directly
impacts employee engagement.

Conclusion

This research underscores the vital role of transformational leadership in enhancing employee
commitment to sustainable practices by increasing occupational delight. The findings affirm that
transformational leadership positively impacts employee engagement and nurtures commitment to
sustainability practices.

The study concludes that transformational leadership's components—idealized influence, inspirational
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motivation, intellectual stimulation, and individualized consideration—play a crucial role in this
commitment. In addition, organizations can boost employee engagement and commitment to
sustainability by offering personalized support and recognition. In this relationship, occupational delight
can significantly enhance the link between transformational leadership and commitment to sustainable
practices. This highlights workplace engagement's emotional and psychological aspects, reinforcing
that a supportive environment can significantly enhance employees' commitment to sustainability
initiatives. This is possible by developing transformational leadership practices in organizations. Given
these insights, organizations should prioritize cultivating transformational leadership as part of their
sustainability strategies. Organizations can create an environment that fosters occupational delight and
strengthens commitment to sustainability efforts by implementing training programs that enable leaders
to inspire and support their teams.

Implications of the study

The findings and conclusions of this study may have implications for the diverse sections including
leadership development programs, creating supportive work environments, and integrating emotional
well-being in sustainability strategies.

Study’s conclusion on positive impact on employees’ commitment suggest organizations invest in training
and development programs that focus on cultivating transformational leadership skills among managers.
By enhancing leaders’ abilities in idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration, companies can create a more engaged workforce committed to
sustainability initiatives.

Further, to foster occupational delight, organizations need to prioritize creating a supportive workplace
culture. This includes recognizing employee contributions, providing personalized support, and ensuring
that employees feel valued. Such an environment can amplify the positive effects of transformational
leadership on employee engagement and commitment to sustainable practices.

Moreover, the conclusion of the study highlights the essence of integrating emotional well-being in
Sustainability Strategies: companies should incorporate the emotional and psychological aspects of
employee engagement into their sustainability strategies. By recognizing the link between occupational
delight and commitment to sustainability, organizations can design initiatives that not only promote
sustainable practices but also enhance employee satisfaction and engagement, ultimately driving better
outcomes for both the environment and the workforce.

Limitations and Future Research Scope

Although this study provides important insights, it is constrained by its focus on the banking sector in
Nepal. Future research should assess how these findings apply to various sectors and cultural contexts.
Additionally, longitudinal studies could explore the long-term impacts of transformational leadership
on employee commitment to sustainability, considering the changing dynamics of the workplace and
sustainability objectives. Investigating the relationship between other leadership styles and commitment
to sustainability could further enhance our understanding of this crucial area.
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