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Abstract

The resilience of hospitality businesses has received scholarly attention due to the role the businesses
play in the economic development of every country. Previous studies on the resilience of hospitality
businesses have not examined how sustainable leadership could enhance the resilience consciousness
of hospitality businesses, including the role that organisational culture could play. It was these gaps that
necessitated this investigation. Thus, this study examined the moderating role of organisational culture
on the relationship between sustainable leadership and business resilience in the hospitality industry.
The study approach was quantitative, which warranted the use of nomothetic means to collect and
analyse data. The population of the study was five hundred and twenty (520) hotel managers, HR
officers, front desk officers, housekeepers, and accountants drawn from ten (10) four-star hotels in
southeastern Nigeria. A sample size of two hundred and twenty-two (222) was determined with the
Krejcie and Morgan (1970) formula from the study population. ADANCO 2.3.1 was used to analyse the
formulated research hypotheses. The results revealed that sustainable leadership has a positive and
significant relationship with business resilience. Additionally, it was discovered that organizational
culture enhances the relationship between the constructs. The novelty of this investigation lies in the
moderating role of organisational culture in the relationship between sustainable leadership and
business resilience in the hospitality industry.

1. Introduction

Resilience in business has been a major debate amongst scholars as it is the ability to withstand
unforeseen turmoil within and outside the borders of an enterprise [1-3]. Among the variables
influencing the stability of firms worldwide are those of turbulence, distortions, dislocations, and
perturbations; thus, resilience consciousness is needed. Research has shown that the survival of any
business depends on its resilience consciousness [4-5]. In addition, the hospitality sector has been
under pressure to develop resilient strategies that can be used to anticipate external forces that may
likely affect its operations. The COVID-19 epidemic is one example of an external event that hit the
hospitality sector badly a few years ago [6]. Tourist interruptions such as travel restrictions, personnel
retrenchment, and lockdowns contributed negatively to the growth of the sector [1]. A survey has
demonstrated that hospitality enterprises can build a strong resilience wall using capital resilience,
strategic resilience, and relationship resilience [2]. These kinds of hospitality businesses function with
remarkable efficiency using technology, robust backup plans, and capital resilience. A survey has
revealed that some hospitality businesses during the pandemic were able to survive through relationship
resilience [4]. Another evidence by [7] revealed that strategically resilient hospitality firms can withstand
disruption easily and satisfy changing consumer expectations.

From the foregoing, sustainable leadership (SL) is the pillar that is likely to help enterprises attain
resilient status while leveraging organisational culture as a moderator. In this research, sustainable
leadership refers to the ability of business leaders to demonstrate credibility, persuasiveness, and
adaptability in every aspect of their decision-making procedures [8-9]. Business resilience in this
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research is the ability of an enterprise to forecast, respond to, and bounce back from unanticipated
events [4]. On the other hand, organisational culture (OC) is a shared belief held by the stakeholders of
an enterprise that distinguishes them from another firm [6, 8]. Naturally, the hospitality sector provides
services to all kinds of customers, making it one of the most vulnerable industries in the world that is
usually affected by global policies, insecurity, and natural disasters. Thus, this is where SL comes into
play. Research has shown that sustainable leadership can be measured with credibility, adaptability, and
persuasion [10]. [11] assert that a persuasive leader can influence subordinates to be environmentally
conscious and not destroy the environment. [12] went further to argue that managers who possess
adaptable tools create policies that match the changing work environment and society in general. One
other component that is traceable to a sustainable leader is credibility. [13] contended that, unlike
managers who lack credibility, trustworthy leaders are easily listened to by their subordinates.

In line with the above contentions, organisational culture (OC) may have a strong role in reshaping
sustainable leadership and business resilience. [14] asserts that the culture of an organisation is a
strong instrument for shaping the behaviour and attitude of employees towards attaining specific goals.
[15] added that OC helps managers to share knowledge on how business operations can leverage their
resources to adapt, triumph, and remain steadfast amid any uncertainty. Previous investigations have
shown that OC is a strong predictor of business resilience [16-17]. [18] found that SL has a significant
relationship with academic institution effectiveness in Turkey. [19] discovered that SL predicted project
success in the construction firms in Pakistan. [20] found that SL has a significant relationship with
employee satisfaction in selected SMEs in Germany and Sweden. [21] found that SL has a significant
relationship with environmental performance, innovation, and employee well-being in the Danish ICT
sector. [22] results revealed that SL correlated positively with employee well-being in SMEs operating in
China. [23] correlated SL with sustainable performance in tertiary institutions in China and Pakistan, and
it was found that SL has a significant effect on sustainable performance, while social innovation
mediated the relationships. From the empirical examinations above, it appears that none of the studies
mentioned above investigated the moderating role of organisational culture on the effect of sustainable
leadership on business resilience in the hospitality industry of which this study has addressed. Another
research gap that this study has filled is the conceptual, geographical, and methodological gaps. This is
because most of the studies highlighted above carried out their investigations in different countries and
industries. In terms of the conceptual gap, previous studies failed to find out if organisational culture
moderates SL with the criterion variables in their study. It was these gaps that motivated the scholars to
embark on this investigation.

2. Literature review
2.1 Sustainable Leadership

Originating in the larger general debate, ‘sustainable leadership’ (SL) first became popular in the late 20th
century because of the Brundtland Report in 1987 on ‘sustainability’ [22, 24]. Sustainability was
perceived as that which satisfies current demands without negatively affecting the needs of future
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generations [8, 13]. This idea helped to open the path for introducing sustainability into various spheres,
including leadership. [13] maintained that sustainable leadership (SL) was greatly shaped by
environmental sustainability, which aims to lower environmental footprints and support green actions.
Still, the idea has changed with time to include social and economic aspects. [25] stated that SL is
building long-term value for all stakeholders. It was this contention that instigated [26] to argue that SL is
a type of conventional leadership styles that support the efficient utilization of organisational resources,
bearing in mind the relevance of the environment in which business thrives.

Corroborating with the above, [27] argued that most enterprises have benefited from SL in terms of
expansion and growth. This presumption suggests that addressing urgent social and environmental
issues enhances sustainable leadership, ultimately benefiting the general welfare of a society [13, 28].
[29] elucidated that managers who give sustainability as top priority are more likely to participate in
corporate social responsibility projects, which support community development. [8] contended that CSR
is a necessary component of sustainable leadership, as it helps companies promote societal well-being,
improve their competitiveness, and reputation simultaneously. In addition, [30] opined that SL motivates
staff members to implement sustainable ideas in their regular activities, therefore promoting a
sustainable culture for their enterprise. Emphasising the need of corporate culture in advancing
sustainability, [31] remarked that leaders that sustainably conscious usually influence the attitudes and
actions of their subordinates by encouraging sustainable practices. SL shows a paradigm change in the
way leaders handle their obligations. Prior investigations have shown that by including systems thinking,
stakeholder involvement, ethical responsibility, and a long-term focus, sustainable leaders may address
significant social and environmental issues while generating value for their companies and society [32-
33]. The increasing body of research on sustainable leadership emphasises how likely it is to propel
societal well-being and corporate success. [22] stated that SL will become more crucial in determining a
fair and sustainable future as the globe works on linked and difficult challenges. Reflecting the
increasing necessity of companies to balance social, environmental, and financial obligations,
sustainable leadership has grown into a key idea in the twenty-first century.

Reflecting on the above, [24] accentuate that managers are being pushed more and more to pursue
policies that assure long-term survival for their companies and the larger community as worldwide
issues such as social inequity, climate change, and resource depletion acquire ever more urgent call to
attention. Regarding the dimensions of SL, this study adapted [22] validated dimensions of SL, which are
persuasion, adaptability, and credibility. Persuasion refers to how managers encourage collaboration,
promote innovation, surmount obstacles, and contribute to organizational goals. Credibility is the ability
of a leader to inspire and motivate others towards long-term, sustainable goals. Adaptability implies that
a sustainable leader is flexible and responsive to change to achieve long-term sustainability goals.

2.2 Business Resilience

The concept of business resilience has continued to gain attention amongst business management
scholars over the years [3]. Resilience first was largely connected with risk management and disaster
recovery, thereby stressing the need to go back to activities after a crisis [2, 7]. But the spectrum of
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resilience expanded to embrace not just recovery but also proactive measures to reduce risks and fit
new conditions as the business environment got more complex and interrelated. [34] define resilience as
the system's capacity to bounce back after witnessing serious turbulence. This shift of perspective has
resulted in more comprehensive knowledge of resilience encompassing cultural, operational, and
strategic elements. Especially in view of rising unpredictability, upheavals, and global concerns, business
resilience has evolved into a critical concept in the current corporate landscape. Resilience can also be
perceived as an organization's ability to predict, plan for, respond to, and adjust to change and
unexpected shocks to survive and grow. This review of the literature explores the evolution of the
concept, its primary features, and the components enabling the development and maintenance of
resilience in businesses. Combining modern academic research with business knowledge, it also
considers how resilience may be developed via corporate culture, technology, and leadership. Recent
studies stress the importance of resilience in the setting of international events like geopolitics,
pandemics, and climate change [35]. The COVID-19 outbreak made abundantly evident, for example, the
necessity of resilience in ensuring company continuity and survival [6]. Businesses that invest in agile
decision-making, supply chain diversity, robust practices digital transformation are more equipped to
anticipate for crisis [1]. This highlights the need for businesses to use a proactive and all-encompassing
resilience plan instead of depending solely on reactive actions. Business resilience is a difficult concept
with several different elements: relationship resilience, capital resilience, and strategy resilience. Apart
from these practical features, resilience has strategic importance as well. [36] argued that strategic
resilience is about predicting and adapting to uncertainty in the business environment, including shifting
to client preferences.

2.3 Organisational culture

Organisational culture (OC) has long been recognised as the unseen power influencing practices,
attitudes, and behaviour inside companies. OC is perceived as the common values, beliefs, and
underlying assumptions of a group; culture provides the interpretive prism through which members of
the organisation view and interact with one another as well as their environment [37-38]. Research has
demonstrated that workplace culture not only represents the collective identity but also serves as a
vehicle for change and stability, therefore impacting leadership styles, general performance, and
decision-making processes [39-40]. [39] opined that OC significantly influences many different results,
including operational efficiency, employee happiness, and creativity. [40] contended that whilst a
dysfunctional culture usually results in conflict, low productivity, and high staff turnover, a strong, good
culture may promote teamwork, innovation, and motivation enhancement. Thus, better performance and
higher degrees of job commitment emanate from OC [33, 41]. On the other hand, companies may suffer
from strategic rigidity when the cultural value system is out of line with the external operating
environment; this may be especially bad in the fast-changing corporate scene of today. Studies have
revealed that OC is dynamic and varies with the work environment [31, 42]. It was also discovered that
flexible and always learning adaptive cultures are more suited to manage complexity and ambiguity [43].
Understanding contemporary issues such as globalisation, technological upheavals, and the growing
relevance of corporate social responsibility requires this dynamic viewpoint. Strong OC, according to
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research, improves employee productivity and engagement [44]. By pushing risk-taking and teamwork,
firms with adaptable cultures inspire innovation among their workers [39]. On the other hand, toxic
cultures typified by inadequate communication and mistrust can cause great turnover and worse
performance [40].

2.4 Persuasiveness and capital resilience

Persuasiveness and capital resilience have lately attracted more and more attention in their relationship.
Particularly in times of financial uncertainty, persuasiveness, defined as the capacity of a leader to
influence subordinates' attitudes, beliefs, or actions by means of effective communication, plays a
crucial role in deciding organisational performance [45—46]. Conversely, capital resilience describes a
company's ability to survive, adjust, and bounce back from financial shocks or disturbances [47]. This
literature review investigates the interaction of these two ideas under the impact of persuasive
communication on capital resilience, employing stakeholder trust, resource security, and strategic
decision-making enhancement. Studies reveal that the major factor influencing stakeholder confidence
necessary to preserve capital resilience is persuasiveness [48—49]. Hospitality businesses that openly
share their goals and clearly articulate their values are more likely to maintain investor confidence and
attract the necessary capital during financial crises [50]. [51]) explicitly stated that persuasive managers
in the hospitality industry help stakeholders overcome fear, therefore lowering the danger of capital
flight. A survey by [47] confirms that persuasion encourages managers to budget for sufficient capital
that could be used to revitalize the organisation in the case of uncertainties. Persuasion helps to create
a culture of adaptability and resource optimisation, inside which it promotes the building of capital
resilience [52, 36]. [45] affirmed that managers with a persuasive spirit are more likely to anticipate
changes in the external environment compared with those who are not. Those who can effectively
convey the need for strategic pivots or cost-cutting policies will be more suited to apply these
adjustments free from much criticism [53]. This is especially crucial in dynamic surroundings when quick
decisions are needed to maintain financial stability. Furthermore, effective communication may increase
worker morale and dedication in difficult circumstances, hence lowering turnover and preserving
operational continuity, a fundamental component of capital resilience [54]. Persuasion's ability to raise
capital resilience, however, depends on several elements, including the communicator's reputation,
message consistency, and alignment of persuasive initiatives with corporate objectives [54]. Either too
strong or unbalanced persuasive strategies might undermine confidence and aggravate financial
troubles [55]. Therefore, even though persuasiveness is a great instrument for increasing capital
resilience, it should be used deliberately and morally to have long-lasting results. [56] opined that
sustainable leaders who persuade their subordinates could raise the capital resilience of any company.
Based on the arguments above, the study formulates the first hypothesis as shown below.

H1: Persuasiveness is related to capital resilience

2.5 Adaptability and Strategic Resilience
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Keeping corporate performance and guaranteeing long-term existence has been shown to depend
largely on strategic resilience and adaptation. Strategic resilience is firm's capacity to prepare strategic
strengths that would be used to withstand external threats [3]. This review of the literature examines how
flexibility could help hotel companies to strategically negotiate uncertainty. Research shows that the
basic element of strategic resilience is flexibility [46]. [50] contends that hotels showing great degrees of
flexibility are more ready to react to emergencies, such as COVID-19 pandemic, by rapidly changing their
operations, leveraging digital technology, and diversifying income sources. This adaptability helps
companies to keep operational continuity and minimise the immediate effects of interruptions. Likewise,
[1] underline that flexibility helps companies to spot new prospects even in demanding surroundings and
stimulates creativity. For example, the quick acceptance of virtual experiences and contactless services
during the epidemic shows how closely matching business models with changing customer
expectations strengthens resilience. Conversely, [36] affirmed that strategic resilience targets long-term
planning and organisational learning rather than only temporary adaptation. Resilient hotels actively
create strong plans, including risk management and scenario planning [3, 57]. Apart from a culture of
lifetime learning, this forward-looking strategy helps companies to create capacity for development and
recovery. Furthermore, research by [36] underlines how resilience is created by flexible, cooperative, and
employee empowerment traits essential for keeping adaptability amid crises by means of leadership.
Their combined impact on corporate performance brilliantly shows the symbiotic interaction between
strategic resilience and adaptation [58]. For instance, [59] discovered that any hospitality business that
has adaptability in its policy would enhance its resilience culture. This integration is especially important
in the hotel business as customer expectations and market conditions are always changing. From the
above contentions, the study formulated the second hypothesis.

H2: Adaptability is related to strategic resilience

2.6 Credibility and Relationship Resilience

Leadership credibility is one of the instruments that can be used to improve a firm's resilience [60-61].
Thus, managers of hospitality businesses require such skills to enhance or strengthen their long-term
relationship resilience with others. Long-term relationships and consumer impressions most of all
depend on the credibility of the leader or manager, that is, the perceived trustworthiness and knowledge
of a firm. Conversely, [62] stated that relationship resilience is an enterprise's capacity to keep and
strengthen client connections in the face of obstacles such as changing customer preferences, unstable
market conditions, or service failures. Underlining their relevance with modern research, this review of
the literature investigates the interaction in the hotel industry between credibility and relationship
resilience. Developing loyalty in the hotel sector depends on client confidence, mostly based on
trustworthiness. Studies have revealed that firms seen as credible are more likely to draw in and keep
consumers as credibility improves the assumed dependability of the brand [63]. Respectable businesses
are more suited to rebuild consumer confidence within the framework of service failures as their
reputation helps to minimise the negative effects of such events [47]. [64] opined that rebuilding trust is
a key element of relationship resilience as it enables businesses to retain customer loyalty even under
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demanding conditions. In the hotel sector specifically, resilience in relationships is crucial as elements
such as outside crises, service differences, or competitive pressures can strain customer interactions
[65]. Studies show that companies with great credibility are more likely to show relationship resilience as
their reputation helps to prevent any disturbance [3]. Strong reputation hotels, for example, were more
able to keep client connections during the COVID-19 epidemic by using their reputation to convey
successfully and reassure clients [35]. In addition, establishing relationship resilience involves the use of
emotional ties to clients and credibility. Consumers considered reliable are more likely to develop
emotional ties, which facilitates forgiveness of sporadic faults [43]. Maintaining long-term partnerships
mostly depends on this emotional link, as it motivates clients to remain devoted even in the face of
different choices. Apart from providing clients with confidence, credibility helps companies to overcome
obstacles and maintain loyalty. As the hotel industry develops to ensure durability in their customer
interactions, businesses must provide developing and sustaining a reputation top importance. It is from
the above arguments that the third hypothesis is formulated.

H3: Credibility is related to relationship resilience

2.7 Moderating role of organisational culture on sustainable
leadership and business resilience

By encouraging adaptable capabilities and creativity, sustainable leadership helps to build the resilience
of firms [31]. Leaders or managers who embrace sustainable practices have been found in research to
create a culture of constant learning and growth, hence improving organisational flexibility [66]. Essential
for maintaining performance during crises or times of great market volatility, these leaders support
ideals that foster creativity and proactive risk management. [31] contend that the effectiveness of
organisational leadership strategies on resilience depends significantly on the current corporate culture.
Nonetheless, the degree of resilience driven by sustainable leadership might rely much on OC, which
serves as a contextual moderator influencing leadership results [37]. By matching staff activities with
long-term strategic goals, the corporate culture that values sustainability, learning, and agility improves
the effect of sustainable leadership on resilience [43]. For example, [38] confirmed that companies with
strong sustainability-oriented cultures typically concentrate on eco-innovation and social responsibility,
which is probably institutionalised, hence enhancing resilience by proactive risk management and
stakeholder confidence. This runs counter to what [42] maintain, since they claimed that sustainable
leadership may encounter opposition in a strict corporate culture, therefore restricting its ability to create
resilience. The moderating role of OC has been studied by other researchers in different countries with
different criterion variables. Early investigation revealed that OC moderates the relationship between
CSR and financial performance [42]. Another study conducted by [39] indicates that OC moderates the
effect of market orientation on corporate performance. [40] research also confirmed the moderating
influence of OC on workers' satisfaction and retention. [38] empirical examination affirmed that OC
moderates the correlation between leadership and firm performance in Saudi Arabia. It was also
discovered that OC moderated the association between leadership behaviour and enterprise
commitment [67]. Again, [31] research indicates that OC moderates the relationship between supply
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chain integration and supply chain performance in Nigeria. [66] results show that OC moderates the
association between corporate governance and financial performance. In addition, [37] confirms the
moderating role of OC on perceived organisational support and performance of employees. In the case
of [43], their result revealed that only adhocracy culture and hierarchy culture moderated the relationship
between strategic HRM practices and sustainable competitive advantage. In congruence with the above
review, the study formulated the fourth hypothesis as shown below.

H4: Organisational culture moderates the effect of sustainable leadership on business resilience

3. Methods and Procedure

This study employed a cross-sectional design with a study population of five hundred and twenty (520)
hotel managers, HR officers, front desk officers, marketing managers, and accountants drawn from ten
(10) four-star hotels in southeastern Nigeria. A sample size of two hundred and twenty-two (222) was
determined with [68] from the study population. Ethical procedures regarding human participants, such
as confidentiality, informed consent, and anonymity, were duly followed. After the informed form was
accepted by the participant, two hundred and twenty-two (222) questionnaires were administered. The
study adapted [22] 15-item Sustainable Leadership Instrument and [1] 15-item Business Resilience
validated instrument. In addition, [44] 12-item Organisational Culture validated instrument was also
adapted. After cleaning the data, it was discovered that two hundred and sixteen (216) questionnaires
were valid, while six (6) were not properly filled. This implies that the response rate is ninety-six percent,
while four percent were invalid. ADANCO 2.3.1 was used to analyse the formulated research hypotheses.

4. Results

Table 1 shows the demographics of the respondents. As indicated, the male respondents were slightly
more in number than the female respondents, at 110 and 106, respectively. Most of the respondents
were between 18-35 years, followed by those between 36—50 years, and those above 50 years were only
39 in number. Most of the 122 respondents were bachelor’s degree holders. 54 respondents have
ND/NCE certificates, 26 have postgraduate certificates, while 14 have only O’ level certificates. This
reveals that the respondents are relatively well educated. Over 115 of the hotel's staff had experience not
above 10 years of experience, implying that the industry may not be good at employee retention.
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Table 1
Respondents’ Data

Categories Frequency Percentage (%)
Gender Female 110 50.93
Male 106 49.07
Age Group 18-35 years 92 42.59
36-50 years 85 39.35
> 50 years 39 18.06
Highest Educational Qualification O’ level certificate 14 6.48
ND/NCE 54 25.00
Degree (Bachelor) 122 56.48
Postgraduate 26 12.04
Years of Experience 0-10 years 115 53.24
11-20 years 71 32.87
>20 years 30 13.89

Model Fit Indices

The model fit indices indicate that the overall model is well specified, and the data conform to the
proposed theoretical framework. The indices include SRMR, NFI, d_ULS, and d_G. An SRMR below 0.08,
NFI above 0.90, d_ULS and d_G with a lower value compared to bootstrap are regarded as the threshold
[69]. As shown in Table 2, all model fit indices satisfied their respective thresholds, thereby providing
further confidence in the measurement and structural model estimates.

Table 2
Overall Model Fit

Fit Indicator Value Recommended Threshold Remark

SRMR 0.06 <0.08 Acceptable / Good fit
NFI 0.93 >0.90 Good fit

d_ULS 0.10 Lower values desired Acceptable

d_G 0.11 Lower values desired Acceptable

Convergent validity and Reliability
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The measurement model is determined by the model’s validity and reliability. Measurement model fit
index suggests that the model is valid when validity is measured through factor loadings, has values
greater than 0.70 [70]. As shown in Table 3, every indicator loads strongly onto its designated latent
variable (with loadings well above the 0.70 threshold), confirming convergent validity and reducing the
likelihood of measurement error.

Table 3
Factor Loadings Summary
Construct Minimum Loading Maximum Loading
Persuasiveness 0.71 0.88
Adaptability 0.70 0.86
Credibility 0.72 0.89
Capital Resilience 0.73 0.87
Relationship Resilience 0.74 0.90
Strategic Resilience 0.70 0.88
Organisational Culture 0.68 0.92

Furthermore, other fit indices of the measurement model include Average Variance Extracted (AVE) for
convergent validity, composite reliability for both convergent validity and reliability, and Cronbach's a for
reliability [71]. All constructs exceed the recommended thresholds (AVE > 0.50, Cronbach’s a and CR >
0.80), supporting internal consistency and convergent validity. These results indicate that each set of
items reliably and adequately represents its latent construct.

Table 4
Convergent Validity and Reliability
Construct No.of tems AVE Cronbach'sa Composite Reliability
Persuasiveness 5 0.65 0.85 0.90
Adaptability 5 0.64 0.83 0.88
Credibility 5 0.66 0.84 0.89
Capital Resilience 5 0.67 0.86 0.91
Relationship Resilience 5 0.68 0.87 0.92
Strategic Resilience 5 0.63 0.82 0.87
Organisational Culture 12 0.70 0.89 0.93

Discriminant Validity
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The study further ascertained the discriminant validity of the instruments using Fornell-Larcker Criterion
(See Table 5). Because each construct’s VAVE exceeds its correlations with other constructs,
discriminant validity is established following Fornell and Larcker’s criterion, which implies that the test
adequately differentiates between the different constructs [70].

Table 5
Discriminant Validity Matrix (Fornell-Larcker Criterion)

Constructs PES<br> ADT<br> CDT<br> CR<br> RR < br> SR<br> OC<br>

vAVE = vAVE = vAVE = vAVE = vAVE = vAVE = vAVE =

.81) .80) .81) .82) .82) .79) .84)
PES 0.81 0.50 0.48 0.55 0.49 0.51 0.52
ADT 0.50 0.80 0.47 0.52 0.46 0.53 0.54
CDT 0.48 0.47 0.81 0.50 0.57 0.46 0.53
CR 0.55 0.52 0.50 0.82 0.61 0.58 0.50
RR 0.49 0.46 0.57 0.61 0.82 0.60 0.55
SR 0.51 0.53 0.46 0.58 0.60 0.79 0.50
oC 0.52 0.54 0.53 0.50 0.55 0.50 0.84
Note: PES = persuasiveness, ADT = Adaptability, CDT = Credibility, CR = Capital resilience, RR =
Relationship resilience, SR = Strategic resilience, OC = Organisational culture

Hypotheses Results

Table 6 shows the results of research hypotheses one, two, and three. The outcome of the analysis
shows that persuasiveness has a positive and statistically significant relationship with capital resilience
at 3=0.40,t=3.20, and p = 0.001. The results indicate that persuasiveness manipulation has the
potential to affect capital resilience in organizations. The effect size of f2 = 0.15 reveals that the effect of
the relationship is moderate. This therefore supports the acceptance of the alternate hypothesis, which
states that there is a positive and significant relationship between persuasiveness and capital resilience.
Hypothesis two analysis supports the alternate hypothesis, which states that there is a positive and
significant relationship between adaptability and strategic resilience. The indices record values of B =
0.35,1=2.80, p = 0.005, and effect size of f2 = 0.12, which further show that the practical effect of
adaptability on strategic resilience is between small to medium [71]. This suggests that firms exhibiting
a good measure of adaptability are positioned to be able to produce long-term strategies over time. For
hypothesis three, the result revealed that there is a positive and significant relationship between
credibility and relationship resilience. To prove this finding, the indices stood at  =0.32,t=2.50,p =
0.012, and f2 = 0.10 [72]. This implies that the perception of credibility on the organization or its
members has a small to moderate effect on the relationship resilience of the organization. All three
direct effects are statistically significant (p < 0.05), and the moderate effect sizes (f2 ranging from 0.10 to
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0.15) imply that the various leadership dimension contributes meaningfully to the outcomes of
resilience.

Table 6
Direct Effects (Structural Model Estimates)
Hypotheses (] tvalue p-value Effect Size (f2)

H1: Persuasiveness — Capital Resilience 0.40 3.20 0.001 0.15
H2: Adaptability — Strategic Resilience 0.35 2.80 0.005 0.12
H3: Credibility — Relationship Resilience  0.32  2.50 0.012 0.10

Moderation Analysis

Table 7 shows the interactions between organisational culture (OC) indicators of sustainable leadership
and business resilience. The analysis for hypothesis four revealed that there is a moderating role of
organizational culture on the relationship between sustainable leadership dimensions and resilience
outcomes. For example, in organizations with a robust culture, the impact of persuasiveness on capital
resilience is enhanced (B = 0.22, 0.037 < 0.05) compared to contexts with a weaker culture.
Organisational culture moderates the relationship between adaptability and strategic resilience positively
and significantly (B = 0.20, 0.047 < 0.05). Lastly, organisational culture significantly moderates the
relationship between credibility and relationship resilience positively (B = 0.18, 0.020 < 0.05).

Table 7
Moderation (Interaction) Effects
Moderation Hypothesis Interaction Term B t- p- Effect
value value Size (f?)

H4a: Organisational Culture Persuasiveness x 0.22 210 0.037 0.08
moderates Persuasiveness — Organisational Culture —
Capital Resilience Capital Resilience
H4b: Organisational Culture Adaptability x 0.20 2.00 0.047 0.07
moderates Adaptability — Organisational Culture —
Strategic Resilience Strategic Resilience
H4c: Organisational Culture Credibility x Organisational 0.18 1.95 0.020 0.06
moderates Credibility — Culture — Relationship
Relationship Resilience Resilience

5. Discussion

This study examined the relationship between sustainable leadership and business resilience in the
hospitality sector, with a moderating variable of organisational culture. The study focused on three key
dimensions of sustainable leadership, which are persuasiveness, adaptability, and credibility, and for
resilience, the corresponding measures are capital resilience, strategic resilience, and relationship
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resilience. The findings show that the three dimensions of sustainable leadership have a positive and
significant relationship with business resilience. Also, the findings further reveal that there is a
moderating effect of organizational culture on the relationship. This finding of the study corresponds
with previous literatures that assert that persuasiveness on the part of leaders helps build trust and
facilitates the security of resources, especially in times of financial challenge [25]. According to [60],
persuasive leadership enhances morale and communication, operational efficiency, and capital resilience
in the hospitality industry. This reveals that persuasive leadership enhances resource optimization, which
is very significant in achieving capital resilience. In another vein, the result aligns with the idea that
hotels that are well-adapted are better prepared to withstand a crisis [59]. He further stated that
adaptability helps organizations to be more operationally agile and digitally innovative. Similarly, [60]
emphasizes that adaptability helps organizations to be resilient and creative. [57] went further to assert
that resilience helps organizations to view changes as opportunities; thus, adaptability enables
organizations to properly strategize to be up to date with the shifting environments. Also, the result
corresponds with the findings of [63], who found that firms perceived as credible are more prone to trust
from customers and can easily bounce back from service failure. Also, [49] provides that hotels that are
seen as credible enjoy customers' trust even in times of crisis. Credibility grows emotional attachment
between key participants [43], which reinforces customer loyalty, and which is in turn critical to
relationship resilience in a volatile hospitality environment.

6. Conclusion and Implications

This study concludes that sustainable leadership dimensions of persuasiveness, adaptability, and
credibility are significantly related to and enhance business resilience through the facets of capital,
strategic, and relationship resilience. Sustainable leadership quality equips organizations to obtain
financial capital, align strategies for running into the future, and preserve relationships with stakeholders.
In the hospitality context, especially because of the volatile nature of the sector, these competencies are
very necessary. Regarding theoretical implications, this study adds to the existing knowledge on
sustainable leadership by empirically aligning its capacity to influence resilience under measures such
as capital, strategic, and relationship resilience. The result reaffirms the position of sustainable
leadership as an enabler of basic outcomes in the organization. It serves as a perspective of leadership
that enables organizations to adapt, pursue change, and be in line with a dynamic environment. On the
part of resilience, the study establishes resilience as a vital tool in organizational life and performance.
Furthermore, the study highlights the correlation between sustainable leadership and resilience and the
moderating role of organizational culture, offering a more robust knowledge perspective on how the
adopted dimensions and measures of the construct interrelate. This outcome can inform future studies
related to leadership, sustainability, and organizational performance. For practical implications, the
findings suggest that organizations that want to achieve resilience should not only rely on sustainable
leadership but also invest in establishing a culture that enables leadership practices to thrive. While
sustainable leadership can drive resilience in the organization, the instating of a supportive culture that
is strong, adaptable, and value-driven is critical. This reaffirms the notion to align leadership
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development with cultural and transformative initiatives. In the context of the hospitality industry,
because of the volatile nature of the industry, this research shows that stakeholders will need to drive
towards resilience by not adopting sustainable leadership alone but also a dynamic and interactive
culture.
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