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Abstract

This study aimed to examine role of responsible leadership in conflict management and sustainable
performance of faculties in higher education institutions of Southern Region, KP, Pakistan. The
accountability, transparency and consideration of the various stakeholder interests are main aspects of
responsible leadership that would have great impact on harmony within institutions and long-term
performance. The research utilized quantitative research design and structured questionnaire for
collecting primary data and analyzed by using descriptive statistics, correlation and regression
techniques. The results show that responsible leadership is influencing conflict management and
sustainable performance in higher institutions to greater extent. It is concluded that good leadership
has positive influence on conflict management and sustainable performance. The leaders who are fair,
ethical and transparent in favour of employees manage conflict in positive way and contribute to ositive
academic climate. The outcomes give invaluable feedback to policy makers, university administration
and academic leaders in order to insure the responsible leadership behaviour for the institutional
sustainability.

Keywords: Responsible Leadership, Conflict Management, Sustainable Performance, Higher
Education

Introduction

In today's fast-changing organizational behavior world, responsible leadership has become crucial
paradigm to tackle not only immediate concerns but long-term objectives. Responsible leadership is
an area of study that has received a great deal of scholarly attention because it has the potential of
handling the difficult balances involved in making ethical decisions, engaging with stakeholders and
sustainable organizational outcomes. Responsible leadership is fundamentally about behaving the right
way, with transparency, accountability, and a real caring for all stakeholders, employees, customers,
communities, and society at large (Dharmawan et al., 2024). This leadership practice goes beyond the
standard management model, and involves incorporating moral aspects into all aspects of
organisational decision making and strategy formulation. This study focuses on the role of leadership
in tackling intergroup conflicts in organisations, develop values that will help them perform sustainably
(Doh & Quigley, 2014). By identifying and addressing conflict early and in a manner that maintains
the harmony of group and its relationships, responsible leaders are essential in preventing conflict.
The responsible leaders set the stage for inclusive environments by embodying empathy, active
listening, and an appreciation of difference, which helps in understanding instead of division and
dysfunction (Javed et al., 2020; Khanam et al., 2023). Such leaders are mediators who help the parties
work out a compromise and solve problem together, avoid giving a single solution, make all parties
feel heard, respected and fairly treated (Khanam et al., 2023; Kang & Chuan, 2011). Although there is
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an awareness of the importance of responsible leadership in conflict management and sustainable
performance, there are still gaps in knowledge on mechanisms how relationships operate. There is
limited research looking pathways that explain relationship amid neighbourhood conditions and child
health and wellbeing (Mayasari et al., 2024; Bapuji, 2015). One important process through which
responsible leadership can impact the outcomes of organizations is through workplace flexibility,
includes the flexible work schedules, telecommuting, job sharing, and other features that allow
employees to balance work demands and personal needs (Willett et al., 2024; Davidescu et al., 2020).
In the same way, inequality in the workplace is a major challenge and can affect the effectiveness of
the leadership practices and halter sustainable performance (Bapuji, 2015; Garcia-Prieto et al., 2003).
Grasping the interplay of these mediating variables in relation to responsible leadership is crucial for
crafting holistic solutions to enhance organizations there are still gaps in knowledge on mechanisms
how these relationships operate. The current research is an attempt to fill the above-mentioned gaps; it
investigates the connections between Responsible Leadership (RL) and Conflict Management (CM)
and Sustainable Performance (SP) in Higher Education Institutions (HEI) in Southern Region of KP,
Pakistan. This study not only examines these connections but also delves into mediator that is
workplace flexibility and inequality, offering insights into effective conflict management strategies for
leaders to foster sustainable performance in academic environments. The results offer meaningful
information for policy makers, university leaders and managers, and academic leaders and managers
who are interested in improving their institutional effectiveness as well as sustainability.

Problem Statement

It is well known how important responsible leadership is for conflict management and sustainable
performance in higher institutions. The relationship amid responsible leadership, conflict solution and
sustainability is complex. In today's rapidly changing work environment, management plays a
balancing act with the institutions and the welfare of employees. Responsible leadership can be
significantly influenced by a variety of factors in context. This study analyzes these relationships and
intends to add new perspectives to existing knowledge. This study denotes to understanding how
responsible leadership is able to effectively manage conflicts in institutions and how that will result in
better dynamics and successful institutions. It examines the role of responsible leadership in
developing sustainable and adaptive organizational culture that will lead to long term success, retention
and satisfaction of employees. The study offers practical insights for leaders on ensuring performance
resilience.

Literature Review

The responsible leadership has critical role to play in conflict management in terms of fostering
fairness, ethical decision making and transparency since responsible leaders do not only resolve
conflicts successfully, they ensure that potential problems are resolved before they arise (Székely &
Knirsch, 2005). This proactive strategy has role in ensuring sustainable performance in long-run as
maintaining the healthy working environment is maintained (Aravidou, Triantari & Zervas, 2025). The
leadership theory is used to gain followers' motivation to achieve higher performance and personal
development. The responsible leadership is ethically accountable, making decisions and having a long
term vision (Maryam et al., 2013; Pantouvakis & Vlachos, 2020). Institutional relationships based on
reciprocal exchanges and guided by notions of fairness, trust and respect, apply to social exchange
theory. As per the equity theory, individuals evaluate themselves with others in their work place as
well, and thus fairness may lead dissatisfaction and conflict diverse effects (Shinde, 2025).

Responsible Leadership & Conflict Management
The responsible leadership has now become critical notion in growth and performance of higher
educational establishments since universities are embedded in intricate social, pedagogical, and
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management settings where numerous expectations, issues and needs intersect (Maryam, Suandi,
Silong & Omar, 2013). These settings invariably lead to hostilities between faculty, administration,
students and the management (Nasser & Aini, 2016). Responsible leadership creates a structure for
dialogue, collaboration, and constructive problem solving to take place in higher education institutions.
Ethical leaders, with transparent and accountable behavior, make it an open and fair place to resolve
conflicts. When leaders are responsible, fair, and empathetic, they have the better chance of solving
conflicts and tensions at workplace. They inspire free communication, respect, and collaboration in
problem solving which results in reduced destructive conflict and increased constructive
communication by employees. Studies reveal that ethical and responsible leadership behaviors assist
employees to gain restored capacity of resolving conflicts and minimize task and relationship conflicts
at workplace (Babalola et al., 2016; Garg & Mishra, 2019; Kang & Chuan, 2011). Thus, hypothesis is:
Hi: There is significant association between responsible leadership and conflict management.

Responsible Leadership & Sustainable Performance

The responsible leadership is a concept that has gained a significant role in the development of
institutions of higher learning since the universities are not only supposed to excel academically, but
to exercise ethical governance, social responsibility, and longevity (Vasile & Daniela, 2021). Leaders
have a direct influence on sustainable performance and this is because they have influence on the
vision, strategies, and practices that universities adopt for the long term. Responsible leaders compel
institutions to think basis, ensuring academic activities have long-term educational and societal impacts
(Maak, 2007; Doh & Quigley, 2014). Stakeholders are more willing to engage positively with
institutional actions, are cooperative and supportive of institutional leadership, they are more involved
in achieving strategic goals (Voegtlin et al., 2012) if they are able to believe in the leadership within
institutions. These values create conducive academic environment for faculty to be empowered to
pursue academic endeavors in field of teaching and research. The appreciation and recognition of
workers' efforts make him/her committed to the goal of the organization which leads to increase in
productivity, creativity and output of institution as a whole (Kwarteng et al., 2024). Thus, hypothesis
is:

Hi: There is significant association between responsible leadership and sustainable performance.

Impact of Responsible Leadership on Conflict Management

The responsible leadership in common with respectable to follows in conflict management enable
institutions of higher learning to have tuneful working environment, build stronger collaboration and
overall improve the performance of institution (Muff, Liechti & Dyllick, 2020). The ability of
responsible leaders to focus on ethical decision making and fairness makes a significant impact on
conflict management. They make institutional policies and decision-making processes carried out in
open and unbiased manner, minimizing misconceptions and portrayal of bias as main causes of conflict
in institutions (Tastan & Davoudi, 2019; De Clercq & Pereira, 2023). Accountable leaders listen to
different perspectives, decide fairly and contribute towards reaching mutually agreeable resolutions to
concerns of all concerned parties (Kaitelidou et al., 2012; Guinot et al., 2021). Such practices help
leaders build trust and credibility in community, vital for stabilizing and building the institution that
be repressed but they are chances of enhancement, conversation and learning of organizations. The
participative approach has benefit of making institutional decision making more valid and helps in
searching for creative solutions if the problem is complicated (Kwon & Kim, 2025). Thus, hypothesis
is:

Ha: There is significant impact of responsible leadership on conflict management.
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Impact of Responsible Leadership on Sustainable Performance
The responsible leadership fosters sustainable performance by fostering the ethical management,
teamwork, innovation and research, student development and relationships among stakeholders (Liao
& Zhang, 2020; Amran & Kusbramayanti, 2007). The sustainable performance in education is long-
term efficacy of teaching, research in institution [94]. The promotion of ethical governance and
transparency is one of the biggest contributions made by the leaderships in higher education towards
ensuring sustainable performance. In this linking, ethical leadership enables the faculties to concentrate
on their work of teaching, research and community work which in turn boosts the productivity,
innovation and reputation of the institution (Kwarteng et al., 2024; Mseti, 2023). Therefore, the
responsible leadership enhances stakeholder engagement and relationships, which are mutually
beneficial to institutions and societies (Székely & Knirsch, 2005; Maak, 2007). These acts help to build
up institutional reputation and support global sustainable development targets (Muff et al., 2020). The
good governance improves reputation and competitiveness on the world stage and ensures institutions
will be successful over time (Miotto et al., 2020; Abdelaziz, 2022). Thus, hypothesis is:
Ha: There is significant impact of responsible leadership on sustainable performance.

Figure 1 Theoretical Framework

Theoretical Framework

The Role of Responsible Leadership in Conflict Management and Sustainable Performance

Conflict
Management
(Cm)

Responsible
Leadership
(RL)

Sustainable
Performance
(sp)

Research Methodology

The current research design is quantitative, aiming to examine hypothesized relationships between
responsible leadership, conflict management, and sustainable performance in the higher education
context. Population consisted of 2,444 teachers of higher education institutions in southern region of
KP, Pakistan. The sample is 344 as determined by using Yamane formula (n = N/(1+Ne?)) Under
probability sampling, the method of purposive sampling was used and 322 questionnaires were
returnable and analyzed. The primary data has been collected by structured questionnaires which have
been adapted from responsible leadership scale (Xuecheng et al., 2022), conflict management scale
(Chan et al., 2008), and sustainable performance scale (Inayat et al., 2022). A 5-point Likert scale was
used. Measures were ensured for the validity and reliability with the known measurement scales.
Descriptive, correlational, regression analyses, and t-tests were used as statistical tools for hypotheses
testing.

Results of Study

Table 1 Descriptive Statistics
Variable N Minimum Maximum Mean SD
Responsible Leadership 322 1.3 4 3.2614 0.79188
Conflict Management 322 1.6 4 3.428 0.68928
Sustainable Performance 322 1.63 4 3.3866 0.64102
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Table 2 Correlations Analysis

Variables 1 2 3
Responsible Leadership 1 A424%* S542%*
Conflict Management A424%* 1 :
Sustainable Performance 542%% 1

** Correlation significant at 0.01 level

The results of correlation procedure while exmaining the association among research variabnles
validate that there are significant relationships (association) between responsible leadership and
conflict management (r=.424, p=.000) and, responsible leadership and sustainable performance
(r=.542, p=.000). thus, based upon the results from the correlation procedure, hypothesis about the
association is accepted.

Table 3 Regression (Conflict Management)

Model B SE Beta t Sig.
Constant 2.223 0.156 14.224 0
Responsible Leadership 0.369 0.05 0.424 7.41 0

R?>=.180, F=54.911, p=.000

Table 4 Regression (Sustainable Performance)

Model B SE Beta t Sig.
Constant 1.955 0.144 13.56 0
Responsible Leadership 0.439 0.043 0.542 10.335 0

R?>=.294, F=106.802, p=.000

The reggression procedure was used to examine the cause-&effect relationship among the resarch
variables in order to confirm predictability of conflict management and sustainable performance
through responsible leadership to further confirm the influence of predicting varibale (responsible
leadership) on ciretion variables (conflict management and sustainable performance) of study. The
results show that responsible leadership is very significant predictor of conflict management (= .369,
p=.000) and sustainable performance (f=.439, p=.000), hypothesis 2 is accepted from results of
regression procedure.

Discussion

The results show that there is significant impact of responsible leadership in conflict management and
sustainable performance. The ethical, fair leaders create organizational conditions based on
cooperation, openness and trust in conflict processes which sustain conflict management activities.
The responsible leadership reduces interpersonal stress, helps to eliminate obstacles for open
communication, and helps to promote constructive problem solving (Kang & Chuan, 2011). These
findings support previous studies found that responsible leadership helps to sustain performance of
organization over promoting ethical governance, cooperation between different organizational
stakeholders, innovation and engagement (Amran & Kusbramayanti, 2007). The ethical principles
practiced by the leaders can help the faculties concentrate on teaching, research, and community works,
hence enhancing the productivity of institution and its reputation (Mseti, 2023). Leadership practices
promote employee engagement, commitment and productivity, an important aspect of sustainable
performance in encouraging the institutional outcomes through facilitating responsible practices and
values.
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The responsible higher education leader is inclusive, all voices are heard, and that as the leaders
involved take the stakeholders into a lively dialogue, the institution is always attentive to needs and
concerns of stakeholders (Angelos & Vlachos, 2020). The workplace flexibility can alleviate stress,
increase the working satisfaction, and eliminate conflicts that take place because of work-life balance
issues as a mediator between responsible leadership and conflict management (Haider, Akbar, Tehseen,
Poulova & Jaleel, 2022). Thus, this inclusion will assist in establishment of collaborative space wherein
different viewpoints can influence policy-making and formation of decisions (Chan, Huang & Ng,
2008). Then, workplace flexibility is capability of employees to amend tasks and working hours, to
meet the personal needs, enhanced productivity and finally, sustainable performance, where workers
are involved and inspired leading towards the desired and leading outcomes. Through ethical behavior,
respected environment, responsible leaders develop culture of collaboration, trust and academic rigor
and defines culture of institutions caught up by competitive situations.

Conclusion

The present study upon the role of responsible leadership in managing conflicts and sustainable action
as leadership behaviors play crucial role in influencing environment within organization, relationships
with employees and long-term institutional performances. The research supports the fact that
responsible leadership is one of major factors that affects the performance of organization and its
survival. Cooperative, open and trustful environments that support conflict management activities are
created by responsible, ethical and fair leaders. The conflict management contributes to a reduction in
communication stress and facilitates constructive conflict solving with the support of leadership. The
responsible leadership is positive influence in conflict, sustainable performance in universities. Ethical
practice, fairness, accountability and transparency lead to positive reactions to conflicts, promoting
collaboration, respect and decision-making. These leadership techniques increase cohesion, resource
management and culture of trust within organisation, which are crucial for sustainable results.

Managerial Implications

1. The responsible leadership should be reinforced by training and development activities based on
ethical decision-making, fairness, and transparency that may inspire the workforces for realizing
more outcomes.

2. The universities should implement the policies that promote flexible working in universities,
such as flexible schedules and telecommuting which may inspire the concerned empolyees for
attaining the success.

3. The responsible leadership alinged with organizational practices fostering collaboration and
inclusive atmosphere for employees working in different units that may encourage them to
achieve assigned tasks.

Future Research Directions

1. There is a need to examine impact of responsible leadership in different cultural and regional
contexts. Perform longitudinal research designs to describe developments over time toward the
knowledge contributions.

2. There is a dire need to take other mediational factors into account, such as organizational trust
and employee engagement that may help the employees and institutions for realizing the desired
leading outcomes.

3. The qualitative approach that may be included to future research is interview or case study to
capture the comprehensive views of the faculty, workforces, and administrators about role of the
responsible leadership.
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