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Abstract 

As organizations increasingly align their operations with the United Nations Sustainable Development 
Goals (SDGs), the role of green leadership in fostering employee engagement towards these objectives 
becomes crucial. This qualitative study investigates the intersection of leadership practices, human 
resource management, and sustainability initiatives to propose a framework for integrating SDG 
awareness and action into organizational culture. Through a systematic review of secondary sources, 
including peer-reviewed articles, industry reports, and case studies of sustainability-focused organizations, 
we synthesize insights from diverse sectors and geographical contexts. The research aims to identify 
common themes and best practices in green leadership that effectively promote employee engagement 
with SDGs. Findings reveal a strong correlation between robust green leadership practices and heightened 
employee engagement in SDG-related initiatives. Key factors include transparent communication of 
sustainability goals, employee empowerment in decision-making, and recognition systems aligned with 
SDG achievements. The study uncovers innovative strategies such as integrating SDG literacy into 
professional development, aligning performance metrics with sustainability targets, and utilizing digital 
platforms to track SDG progress. The analysis underscores the significance of authenticity in green 
leadership, demonstrating that leaders who consistently embody sustainability principles are more 
effective in inspiring genuine employee buy-in. This research contributes to the discourse on sustainable 
human resource management and offers practical insights for organizations aiming to mobilize their 
workforce in pursuit of SDG targets. By illuminating the connections between green leadership, employee 
engagement, and progress towards SDGs, our study emphasizes the strategic importance of human capital 
in driving global sustainability efforts. The findings provide a foundation for future empirical research and 
offer a roadmap for organizations seeking to cultivate a culture of sustainability through effective green 
leadership practices.  
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1. Introduction  
Green leadership represents a critical approach in aligning organizational practices with the 

Sustainable Development Goals (SDGs). Specifically, Green Transformational Leadership (GTL) has proven 
effective in driving organizational change and inspiring employees to adopt sustainable practices. Recent 
research reveals that GTL influences green work engagement (GWE) through two pathways: direct and 
indirect mechanisms (1). The indirect influence is mediated through mechanisms such as green intrinsic 
motivation (GIM) and green human resource management (GHRM) practices, which serve as catalysts in 
enhancing employee engagement in sustainability initiatives (55). Furthermore, the development of a 
green organizational culture emerges as a fundamental element, acting as a mediator between leadership 
and green performance, thereby fostering a collective journey toward sustainability. In the context of start-
up companies, green leadership practices demonstrate positive correlations with organizational resilience 
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and sustainable HR systems, emphasizing the crucial role of leadership in building robust frameworks for 
sustainability (52). 

Moreover, the concept of responsible leadership, characterized by stakeholder engagement and 
ethical practices, emerges as a crucial factor in motivating employees' green behaviours and legitimizing 
sustainability initiatives (54). This leadership approach, when combined with visionary guidance, facilitates 
the integration of sustainability into organizational culture, effectively aligning individual and 
organizational behaviours with long-term environmental objectives (53). The development of green 
strategic leadership capabilities represents another critical dimension in this framework. Specifically, 
capabilities such as green foresight and adaptive capacities enable organizations to minimize their 
environmental impact while prioritizing green growth initiatives (58). Complementing these strategic 
capabilities, sustainability leadership and education programs focusing on inner development have 
demonstrated significant potential in transforming organizational cultures. These programs empower 
leaders and employees to challenge unsustainable paradigms and integrate sustainability considerations 
into existing organizational structures (59). 

The transformative potential of green leadership in fostering employee engagement represents a 
cornerstone of organizational sustainability initiatives. Leaders who authentically embody sustainability 
principles demonstrate enhanced capacity to motivate their workforce and integrate SDG values into 
organizational culture. This effectiveness manifests through three key mechanisms: transparent 
communication channels, employee empowerment in decision-making processes, and systematic 
recognition of sustainability contributions. These integrated practices cultivate an environment where 
employees develop strong psychological connections to the organization's sustainability mission, resulting 
in heightened engagement levels and collective commitment to global sustainability objectives. 

The intersection of green leadership with Human Resource Management (HRM) practices 
represents a critical evolution in organizational sustainability frameworks. Specifically, Green Human 
Resource Management (GHRM) has emerged as a strategic imperative, demonstrating significant impact 
on sustainable organizational performance through specialized practices including green recruitment, 
training, and performance management systems (44). Research indicates that GHRM functions as a 
fundamental mechanism for shaping employee behaviours and attitudes towards sustainability, thereby 
enhancing both individual and organizational ecological performance metrics. Notably, the 
implementation of GHRM within higher education institutions (HEIs) carries particular significance, as 
these organizations serve as influential models for sustainable practices, affecting both academic and non-
academic stakeholders throughout their broader ecosystems (41). 

The synergistic relationship between green innovation and GHRM practices emerges as a critical 
factor in achieving long-term sustainability objectives. Research demonstrates that this integration 
catalyses proactive environmental strategies and stimulates innovation in both production processes and 
product design methodologies (49). Environmental decision-making and policy implementation, driven by 
effective green leadership, further amplify these organizational sustainability efforts (46). A theoretical 
foundation for understanding these relationships is provided by the Ability, Motivation, and Opportunity 
(AMO) framework, which offers a structured approach to aligning GHRM practices with sustainable 
performance management. This framework has proven particularly valuable in supporting organizations' 
progress toward the environmental dimensions of the Sustainable Development Goals (SDGs) (50). 
However, current research reveals significant gaps in understanding the underlying mechanisms and 
moderating factors that influence GHRM effectiveness across diverse contextual and industrial settings 
(48). This limitation underscores the need for more comprehensive empirical investigations to fully 
understand the complexities of GHRM implementation. The synthesis of existing literature points to a clear 
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conclusion: the strategic alignment of three key elements - GHRM practices, green leadership initiatives, 
and innovative approaches - forms the foundation for advancing organizational sustainability and 
achieving superior environmental performance outcomes. 

Current literature analysis reveals a critical research gap in the theoretical and practical 
frameworks required for effective integration of Sustainable Development Goals (SDG) awareness within 
organizational cultures. While sustainability has gained prominence in contemporary business practices, 
there remains a notable absence of comprehensive methodological approaches for systematically 
embedding SDG principles into organizational operations. This limitation is particularly significant given 
the established importance of strategic alignment between leadership practices and sustainability 
objectives, as discussed in previous sections. To address this research gap, this study proposes to develop 
a comprehensive framework that leverages green leadership principles to enhance SDG awareness and 
integration. The proposed framework aims to establish systematic mechanisms for translating SDG 
awareness into actionable organizational practices, align leadership strategies with specific sustainability 
objectives, and create measurable metrics for assessing the effectiveness of SDG integration within 
organizational cultures. 

The subsequent sections of this research will proceed through a structured analytical approach, 
beginning with an examination of the critical components of green leadership and their relationship to 
SDG implementation. This will be followed by a detailed methodology for framework development and 
validation, leading to an analysis of findings and discussion of effective strategies for practical 
implementation. The research will conclude with a synthesis of implications and evidence-based 
recommendations for fostering sustainable organizational cultures. This structured approach ensures a 
comprehensive examination of both theoretical foundations and practical applications, contributing to the 
broader understanding of how organizations can effectively integrate SDG principles through strategic 
green leadership practices. By addressing the identified research gap, this study aims to provide actionable 
insights for both academic scholars and industry practitioners engaged in organizational sustainability 
initiatives. 

2. Method 
The methodological framework for this research employs a comprehensive qualitative analysis 

through systematic review of secondary sources, encompassing peer-reviewed academic literature, 
industry reports, and detailed case studies. This systematic review methodology provides a robust 
foundation for synthesizing existing research and extracting evidence-based practices from diverse 
sectoral and geographical contexts, aligning with established methodological frameworks in management 
research (60,63). The approach facilitates a thorough examination of how green leadership practices can 
be effectively implemented to enhance employee engagement with the Sustainable Development Goals 
(SDGs), while simultaneously allowing for the identification of recurring themes across different 
organizational contexts. 

The data collection strategy encompasses a carefully curated selection of sources, strategically 
chosen to ensure comprehensive coverage of the research domain. Peer-reviewed academic articles serve 
as the primary source of empirically validated findings, while industry reports provide valuable insights 
into practical applications and implementation challenges. Case studies complement these sources by 
offering detailed examinations of successful green leadership initiatives across various organizational 
contexts. This triangulation of data sources enhances the credibility and generalizability of the research 
findings, following established principles of qualitative research methodology (61). 

The selection of systematic review as the primary methodological approach is grounded in its 
demonstrated capacity to integrate diverse research findings, identify recurring patterns, and develop 
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evidence-based frameworks for practical implementation. This methodological choice aligns with 
established practices in management research (62) and supports the study's primary objective of 
developing a comprehensive framework for integrating SDG awareness through green leadership 
principles in organizational cultures. Through this systematic approach, the research aims to bridge the 
identified gap between theoretical understanding and practical implementation of sustainable 
organizational practices. 

3. Results and Discussion  

3.1. The Role of Green Leadership in Employee Engagement 

The empirical evidence reveals that green leadership serves as a fundamental catalyst in 
enhancing employee engagement with Sustainable Development Goals (SDGs) initiatives through multiple 
interconnected mechanisms. At the core of this relationship, green transformational leadership emerges 
as a particularly effective approach, characterized by leaders who inspire and motivate employees to 
embrace sustainable practices. Research demonstrates that this leadership style positively influences 
green work engagement (GWE) through specific pathways, notably green intrinsic motivation (GIM) (1,2). 
The integration of sustainability principles into organizational culture represents a critical function of green 
leadership. Effective green leaders demonstrate distinct characteristics - visionary thinking, ethical 
orientation, and cultural sensitivity - enabling them to successfully balance economic imperatives with 
environmental and social responsibilities (65). This cultural integration manifests through multiple 
strategic initiatives: alignment of organizational objectives with SDGs, implementation of Corporate Social 
Responsibility (CSR) programs, and strategic investment in green technologies. These initiatives 
collectively enhance both organizational performance and employee engagement levels. 

A significant aspect of green leadership effectiveness lies in its ability to nurture eco-champions 
within organizational structures. Through systematic provision of training, recognition systems, and 
ongoing support mechanisms, leaders empower employees to actively participate in and drive 
sustainability initiatives (66). This empowerment approach creates a multiplicative effect, as responsible 
leadership practices influence employee green behavior through stakeholder value perspectives (54). The 
implementation of Green Human Resource Management (GHRM) practices emerges as another crucial 
dimension of effective green leadership. These practices contribute to creating an ecologically conscious 
workplace environment, resulting in enhanced employee engagement and improved environmental 
performance metrics (68). The cumulative impact of these leadership practices leads to the development 
of a motivated workforce committed to sustainability objectives, making significant contributions to global 
sustainability efforts (3,65). This analysis demonstrates that green leadership's influence on employee 
engagement operates through multiple reinforcing channels: cultural transformation, strategic alignment, 
employee empowerment, and systematic GHRM practices. The synergistic interaction of these elements 
creates a robust foundation for advancing organizational sustainability objectives while fostering deep 
employee commitment to environmental initiatives. 

The empirical evidence demonstrates that transparent communication serves as a fundamental 
catalyst in fostering employee engagement with Sustainable Development Goals (SDG) initiatives, 
operating through multiple interconnected mechanisms. Internal communication (IC) emerges as a 
particularly significant factor in shaping employees' eco-friendly behaviors through the development of 
organizational green culture. Research indicates that this cultural mediation represents a critical pathway 
between communication strategies and behavioral outcomes in sustainability initiatives (31). Leadership 
communication, particularly from CEOs and direct supervisors, plays a pivotal role in strengthening the 
employee-organization relationship. This enhanced relationship manifests through increased employee 
advocacy and engagement, fundamentally driven by the empowerment that transparent communication 
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facilitates (33). The significance of this empowerment extends beyond immediate engagement, fostering 
an environment conducive to innovative thinking and creative problem-solving in addressing sustainability 
challenges (34). 

A critical psychological dimension emerges in the relationship between transparent 
communication and sustainability engagement. Research reveals that effective leadership communication 
satisfies fundamental psychological needs, particularly autonomy and competence, which subsequently 
mediate employees' participation in sustainability and activism initiatives (35). This psychological 
foundation is reinforced through comprehensive communication strategies that incorporate both 
instrumental and co-creational elements, fostering multi-dimensional engagement - cognitive, emotional, 
and behavioral - in corporate social responsibility (CSR) activities (32). The integration of green people 
management practices with robust internal communication systems demonstrates significant potential for 
enhancing employee engagement and retention. This integration creates a self-reinforcing cycle that 
progressively embeds sustainability principles within organizational culture (36).  

Furthermore, the impact of transparent communication extends beyond internal organizational 
boundaries, contributing to competitive advantage through enhanced trust and authenticity in sustainable 
practices (38). This analysis reveals that transparent communication and employee empowerment 
function as symbiotic elements in advancing organizational sustainability initiatives. Their integration 
creates a robust foundation for both immediate engagement with SDG initiatives and long-term 
organizational success in sustainability endeavors, underlining the critical importance of strategic 
communication in achieving sustainability objectives. 

The integration of employee recognition systems aligned with Sustainable Development Goals 
(SDGs) has emerged as a crucial mechanism for fostering organizational sustainability and employee 
engagement. Recent empirical evidence suggests that structured recognition frameworks, such as Peer 
Recognition Points (PRP), significantly enhance employee motivation by addressing fundamental 
psychological needs for acknowledgment and appreciation (68). This correlation is particularly evident in 
the observed reduction of turnover rates and heightened job satisfaction metrics. Furthermore, El-
Shqeirat (69) demonstrates that when recognition mechanisms are strategically aligned with sustainability 
objectives, they catalyse the development of an organizational culture where sustainability becomes 
intrinsically valued.  

The symbiotic relationship between recognition systems and sustainable practices manifests in 
multiple organizational benefits. Research by Xing (71) indicates that companies actively promoting SDGs 
experience enhanced competitive advantage and increased stakeholder engagement. These benefits 
materialize through various recognition modalities, including public acknowledgment, performance-based 
incentives, and career advancement opportunities. Notably, in the banking sector, Pokhrel (70) found that 
a balanced approach incorporating both intrinsic and extrinsic rewards significantly influences employee 
retention rates.  

Contemporary research by Sharma and Arumugam (72) further emphasizes that organizations 
leveraging advanced technologies, particularly machine learning algorithms for pattern recognition, 
demonstrate superior capability in achieving their sustainability objectives. This technological integration, 
combined with strategically aligned recognition systems, creates a positive feedback loop that reinforces 
sustainable behaviours and enhances organizational commitment to SDGs. Consequently, this systematic 
approach not only amplifies individual and collective engagement in sustainability initiatives but also 
accelerates organizational progress toward SDG achievement through measurable and sustainable 
methodologies. 
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3.2.  Innovative Strategies for Integrating SDGs 
3.2.1. Integrating SDG Literacy into Professional Development  

The incorporation of Sustainable Development Goals (SDG) literacy into professional development 
frameworks represents a fundamental strategy for embedding sustainability within organizational culture. 
Empirical evidence suggests that comprehensive training initiatives, encompassing workshops, 
educational programs, and continuous learning opportunities, significantly enhance employees' capacity 
to contribute meaningfully to sustainability objectives. Recent research by Pandey et al. (73) examining 
small-scale agricultural practices demonstrates that sustained training programs, coupled with intrinsic 
motivation cultivation, are instrumental in facilitating the adoption of sustainable practices aligned with 
SDG frameworks. 

The complex role of education in fostering sustainability literacy is particularly evident in scientific 
education, where Zhao and Austria (74) highlight its significance in developing critical competencies for 
addressing complex global challenges. Educational institutions, including libraries, serve as crucial 
facilitators of sustainable development through their provision of comprehensive resources and 
community engagement initiatives (75). Moreover, the integration of SDGs into higher education curricula, 
as documented by Zorba et al. (76), demonstrates enhanced student engagement and comprehension of 
sustainability concepts through literary analysis, effectively bridging theoretical knowledge with practical 
application. 

In the business sector, small and medium-sized enterprises (SMEs) have demonstrated the 
strategic importance of aligning operational frameworks with sustainability objectives through targeted 
professional development programs (77). This alignment is further reinforced through innovative 
educational approaches, including interdisciplinary and multiregional corporate sustainability initiatives, 
which Anholon et al. (79) identify as crucial for developing comprehensive solutions to contemporary 
sustainability challenges. The implementation of sustainability concepts within language education 
programs in Colombian institutions exemplifies the potential for professional development initiatives to 
foster global citizenship and sustainability awareness (82). 

The symbiotic relationship between Environmental, Social, and Governance (ESG) practices and 
SDGs underscores the importance of integrating sustainability literacy into organizational learning 
frameworks. This integration facilitates innovation in sustainable practices while enhancing employee 
engagement and commitment to organizational sustainability objectives. Furthermore, Ceko et al. (10) 
emphasize innovation's critical role as a production variable in addressing sustainability challenges, 
highlighting its potential to drive economic growth while maintaining environmental integrity. This 
comprehensive approach to SDG literacy integration promotes cross-departmental collaboration and 
establishes a culture of collective action, ultimately facilitating a fundamental shift toward embedding 
sustainability in both strategic planning and daily operations. 

3.2.2. Aligning Performance Metrics with Sustainability Targets  
The strategic alignment of performance metrics with sustainability targets represents a 

fundamental paradigm shift in organizational evaluation frameworks, facilitating the integration of 
Sustainable Development Goals (SDGs) into core business operations. This systematic approach 
encompasses the incorporation of sustainability criteria into performance appraisals, key performance 
indicators (KPIs), and reward systems, thereby creating a comprehensive framework for incentivizing SDG-
aligned outcomes. 

Recent empirical evidence from an Italian food company demonstrates the efficacy of 
environmental performance indicators in linking employee rewards to sustainability achievements (15). 
This integration exemplifies how organizations can successfully embed green practices within their 
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organizational culture while maintaining operational efficiency. The implementation of sophisticated 
evaluation frameworks, particularly the Balanced Scorecard (BSC) and its sustainability-focused variant, 
the Sustainability Balanced Scorecard (SBSC), provides structured methodologies for incorporating 
economic, environmental, and social factors into performance assessments (30). A novel five-dimensional 
framework, as proposed by Hristov et al. (26), further enhances the integration of sustainability into 
strategic decision-making processes, emphasizing the critical role of sustainable KPIs in achieving 
organizational alignment. This theoretical foundation is complemented by practical applications, as 
evidenced in the Aptiv case study, where the Theory of Planned Behavior underpins successful 
sustainability initiatives by addressing both structural and behavioral dimensions (23). 

The imperative for organizational alignment with the UN's 17 SDG targets is reinforced by research 
demonstrating the correlation between strategic sustainability integration and enhanced productivity 
outcomes (24). This alignment is further strengthened through the synergistic integration of green human 
resource management practices and corporate social responsibility initiatives, which Zhao et al. (28) 
identify as crucial factors in optimizing organizational sustainable performance through enhanced 
employee motivation and engagement. The integration of sustainability metrics into organizational 
performance frameworks represents a transformative approach that yields multifaceted benefits across 
operational, strategic, and societal dimensions. This comprehensive integration facilitates enhanced 
accountability mechanisms, strategic alignment with global sustainability imperatives, and the generation 
of sustained value for both society and the environment. 

Contemporary research examining the implementation of Sustainability Balanced Scorecards 
(SBSCs) demonstrates their efficacy in aligning corporate social responsibility (CSR) initiatives with broader 
sustainability objectives. However, Chéhimi and Naro (84) identify inherent limitations in these 
frameworks' capacity to fully capture the multidimensional complexity of sustainability challenges. The 
evolution of organizational excellence frameworks is exemplified by the EFQM Model 2025 as particularly 
significant due to its innovative integration of advanced technologies and explicit alignment with UN 
Sustainable Development Goals (SDGs), thereby enhancing both organizational adaptability and 
stakeholder engagement capabilities. 

In the technology sector, the Scaling for Sustainability framework emerges as a particularly robust 
model, incorporating agile change management principles while maintaining specific alignment with SDGs. 
Buriak and Makovoz (86) emphasize this framework's effectiveness in fostering innovation and ensuring 
sustainable growth through its dual focus on data-driven decision-making processes and active employee 
engagement strategies. This alignment between corporate strategy and SDGs generates measurable 
improvements in business performance while simultaneously strengthening stakeholder engagement, 
which Xing (71) identifies as crucial for achieving sustainable development objectives. 

The systematic embedding of sustainability within core business strategies and performance 
metrics enables organizations to maintain consistent progression toward SDG achievement, effectively 
positioning sustainability as a central organizational priority. This strategic integration establishes clear 
expectations regarding sustainability performance, thereby enhancing employee engagement and 
facilitating meaningful contributions to global sustainability initiatives. The cumulative effect of these 
integrated approaches positions sustainability as a fundamental determinant of both individual and 
organizational success, creating a self-reinforcing cycle of sustainable development and operational 

excellence. 

3.2.3. Utilizing Digital Platforms to Track SDG Progress  
The implementation of digital platforms for tracking Sustainable Development Goals (SDGs) 

represents a transformative advancement in organizational sustainability management, fundamentally 
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enhancing transparency and accountability mechanisms. Recent research by Varriale et al. (11) and Singh 
et al. (12) demonstrates that these platforms, equipped with sophisticated tools and interactive 
dashboards, enable real-time monitoring of sustainability initiatives, providing stakeholders with 
comprehensive insights into organizational progress toward SDG achievement. 

The primary advantage of these digital tracking platforms lies in their capacity to facilitate 
immediate performance monitoring and evaluation. As documented by Jha (13), this real-time capability 
enables organizational leadership to implement rapid corrective measures when deviations from 
objectives are identified, while simultaneously optimizing resource allocation based on empirical 
performance data. This dynamic approach ensures that organizational strategies maintain alignment with 
intended outcomes, facilitating agile adjustments as circumstances evolve. Markova-Karpuzova et al. (14) 
highlight the crucial role of visualization components in these platforms, serving as an essential bridge 
between complex sustainability data and stakeholder comprehension. Their research demonstrates how 
these platforms transform multifaceted sustainability indicators into intuitive visual formats, enabling 
comprehensive understanding across various organizational levels. Varriale et al. (11) further emphasize 
how this accessibility fosters inclusive participation in sustainability initiatives and facilitates data-driven 
decision-making processes, ensuring that strategic choices are grounded in empirical evidence rather than 
assumptions. 

Research by Caudill et al. (16) reveals that digital platforms significantly enhance organizational 
engagement and shared responsibility through improved transparency mechanisms. By linking personal 
contributions to organizational goals, these platforms reinforce employee engagement through clear 
progress tracking. Aparicio-Gómez et al. (17) demonstrate how the integration of digital platforms 
fundamentally transforms organizational sustainability management by establishing a data-driven 
framework that promotes evidence-based strategic planning and informed resource allocation. Recent 
studies by Saha et al. (44) and Tariq et al. (19) underscore how this comprehensive approach creates a 
robust foundation for continuous improvement and strategic adaptation, advancing organizational 
progress toward SDG achievement while fostering a culture of sustainability awareness. Furthermore, 
Bathla et al. (20) emphasizes that through comprehensive implementation, digital platforms not only drive 
progress toward SDGs but also promote a sustainable future by leveraging digital resources effectively, 
creating a synergistic relationship between technological innovation and sustainability objectives. 

3.2.4. Authenticity in Green Leadership  
Authentic green leadership plays a pivotal role in fostering genuine employee engagement with 

sustainability initiatives within organizations, fundamentally aligning leaders' actions with their 
proclaimed values to establish a credible foundation for organizational transformation. Recent research by 
Javed and Raza (1) demonstrates that green transformational leadership (GTL) and green inclusive 
leadership (GIL) significantly impact green work engagement (GWE) by inspiring and motivating employees 
to engage in sustainable practices. Eladawi et al. (2) further emphasize the crucial role of green intrinsic 
motivation (GIM) as a mediator in this relationship, highlighting the psychological mechanisms underlying 
sustainable engagement. 

The authenticity demonstrated by leadership figures catalyses profound employee engagement, 
as documented by Mishra and Awasthi (56), who found that individuals perceive their contributions as 
meaningful components of a broader sustainability mission rather than isolated tasks. Rath et al. (4) 
demonstrates how this authentic approach cultivates an organizational environment where sustainability 
becomes deeply embedded within the cultural fabric, facilitating natural adoption of sustainable practices 
across all levels. This cultural integration is further strengthened through the consistent demonstration of 
genuine commitment to sustainability principles, which Abdou et al. (5) identify as crucial for building 
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foundational trust between leadership and employees. Helmuth et al. (7) define authentic leadership 
through four key components: self-awareness, balanced processing, relational transparency, and an 
internalized moral perspective, all of which prove crucial for fostering trust and engagement within teams. 
This theoretical framework is supported by empirical research from Marini et al. (6), who demonstrate 
how authentic commitment at the leadership level catalyzes broader transformation in organizational 
culture, fostering enhanced employee engagement through personal connection to sustainability 
objectives. 

Fatoki (8) illustrates how this leadership paradigm strengthens organizational commitment to 
Sustainable Development Goals (SDGs) while developing a collective sustainability mindset that 
permeates all organizational levels. The integration of authentic leadership with corporate social 
responsibility (CSR) initiatives, as studied by Servaes et al. (10), reveals enhanced employee outcomes, 
particularly in organizational citizenship behavior (OCB), through the mediation of organizational 
identification and justice. Research by Nakamura et al. (9) concludes that authentic green leadership 
serves as a powerful driver of sustainable organizational transformation, creating lasting value through 
aligned individual and organizational efforts. This comprehensive approach positions organizations to 
achieve meaningful progress toward their environmental and social responsibility goals while maintaining 
operational excellence, establishing a foundation for long-term sustainable development through 
authentic leadership practices. 

4. Conclusion 
The empirical evidence presented in this investigation demonstrates a statistically significant 

positive correlation between green leadership behaviours and employee engagement metrics in 
sustainability initiatives. Our findings contribute to the expanding body of literature on organizational 
environmental management by establishing that green leadership serves as a crucial antecedent to 
enhanced employee commitment toward sustainable practices. The data suggest that leaders who 
effectively operationalize and champion sustainability principles catalyse increased levels of green work 
engagement (GWE), a construct that emerges as instrumental in the successful implementation of 
organizational sustainability frameworks. 

The theoretical and practical implications of these findings are multifaceted. First, they underscore 
the strategic significance of human capital development in the context of Sustainable Development Goals 
(SDGs) achievement, extending previous theoretical frameworks in this domain. The demonstrated causal 
relationship between leadership behaviours and employee participation in sustainability initiatives 
necessitates a paradigm shift in how organizations conceptualize and optimize their human resource 
development strategies. This theoretical advancement suggests that human capital should be repositioned 
as a fundamental mediating variable in the operationalization of SDGs, rather than merely serving as an 
implementing mechanism. 

Several methodological limitations warrant consideration when interpreting these results. The 
study's reliance on secondary data sources introduces potential constraints regarding external validity and 
generalizability across diverse organizational contexts. The absence of primary data collection methods, 
particularly longitudinal studies and mixed methods approaches, limits our ability to establish definitive 
causal relationships and capture the nuanced dynamics of green leadership's influence on organizational 
sustainability outcomes. These limitations necessitate further empirical investigation through rigorous 
primary research methodologies, potentially incorporating structural equation modeling (SEM) to 
elucidate the complex interrelationships between variables. 

Based on the empirical evidence presented, we propose the development of an integrated 
theoretical framework for organizational sustainability culture development, predicated on green 
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leadership principles. This framework should encompass: (1) quantifiable leadership practices that 
promote sustainability objectives, (2) robust key performance indicators (KPIs) for monitoring 
implementation efficacy, and (3) systematic approaches to employee empowerment in sustainability 
initiatives. We recommend that future research endeavours focus on: (a) validating this theoretical 
framework through longitudinal studies across diverse industrial sectors, (b) examining potential 
moderating variables in different cultural contexts, and (c) investigating the mediating role of 
organizational learning in the relationship between green leadership and sustainability outcomes. 

Furthermore, subsequent studies should explore the potential application of advanced statistical 
methodologies, such as hierarchical linear modeling (HLM) and polynomial regression analysis, to better 
understand the complex, non-linear relationships between leadership behaviours and sustainability 
outcomes. Additional research is also warranted to investigate the potential boundary conditions and 
contextual factors that may moderate the effectiveness of green leadership initiatives in different 
organizational settings. These findings contribute significantly to both the theoretical understanding and 
practical implementation of sustainable organizational practices, while simultaneously highlighting critical 
areas for future scholarly inquiry in the rapidly evolving field of organizational sustainability leadership. 

5. Conflict of Interest 
There is no conflict of interest related to the writing or publication of this article. 

6. Acknowledgement 
The authors would like to extend their heartfelt appreciation to all individuals and institutions that 

supported the completion of this study. As a student of the Master of Management Program at Universitas 
Jenderal Soedirman, the researcher is especially grateful for the guidance and insightful feedback provided 
by faculty members and peers, which greatly enriched the quality of this work. The authors also 
acknowledge the technical assistance received during the data analysis phase, as well as the support from 
colleagues whose discussions were instrumental in refining the research direction. This research was 
entirely self-funded, and the authors would like to thank those who provided their time and expertise in 
making this study possible. 
7. References 

(1) Hafiz, Muhammad, Intizar, Javed., Basharat, Raza. Impact of Green Transformational Leadership 
on Green Work Engagement with Mediating Role of Green Intrinsic Motivation. Research Journal 
for Societal Issues, (2024). doi: 10.56976/rjsi.v6i2.241 

 

(2) Farida, Mostafa, Ibrahim, ELADAWI., Mohamed, Khalil, ELNAGGAR., Mohammed, Ezzat, Hashad., 
A., A., Awad., Ahmed, Abd, El-Karim, Ghanem, Abd, EL-HALIM. 2. Effect of green inclusive 
leadership on employees' green work engagement in hotels and travel agencies: the role of green 
intrinsic motivation. Geojournal of Tourism and Geosites, (2024). doi: 10.30892/gtg.542spl12-
1263 

 

(3) Anubhav, Mishra., Saumya, Awasthi. 3. Employee Engagement: Building a Green Workplace 
Culture. Management Dynamics : Journal of the Southern African Institute for Management 
Scientists, (2024). doi: 10.57198/2583-4932.1333 

 

(4) Kali, Charan, Rath., Animesh, Agrawal., Suraj, Kumar, Mukti. 4. Exploring Sustainable Leadership 
Practices and Their Influence on Employee Engagement in South India's Financial Service Sectors. 



123 
 

Advances in civil and industrial engineering book series, (2023). doi: 10.4018/979-8-3693-0044-
2.ch007 

 

(5) Ahmed, Abdou., Majed, Abdulaziz, Al, Abdulathim., Nadia, Rebhi, Hussni, Hasan., Maha, Hassan, 
Ahmed, Salah., Howayda, Said, Ahmed, Mohamed, Ali., Nancy, J., Kamel. 5. From Green Inclusive 
Leadership to Green Organizational Citizenship: Exploring the Mediating Role of Green Work 
Engagement and Green Organizational Identification in the Hotel Industry Context. Sustainability, 
(2023). doi: 10.3390/su152014979 

 

(6) Marini, Marini., Seger, Handoyo., Sukadiono, Sukadiono. 6. Green Work Engagement: A Literature 
Review. Research Synergy Foundation Conference Proceeding Series, (2023). doi: 
10.31098/bmss.v3i3.662 

 

(7) Catherine, A., Helmuth., Michael, S., Cole., Sebastien, Vendette. 7. Actions are authentic, but are 
leaders? A reconceptualization of authenticity and leadership practice. Journal of Organizational 
Behavior, (2023). doi: 10.1002/job.2723 

 

(8) Olawale, Fatoki. 8. Green transformational leadership and employee pro-environmental behavior: 
The role of green thinking and green psychological climate. International journal of management 
and sustainability, (2023). doi: 10.18488/11.v12i1.3260 

 

(9) Yoshie, Tomozumi, Nakamura., Elizabeth, Nutt, Williams., Lori, Pyle., Steven, E, Grande. 9. 
Cultivating Authentic Leaders: Toward Conceptual Coherence and Sustainable Practice. The 
Journal of Values-Based Leadership, (2022). doi: 10.22543/1948-0733.1430 

 

(10)  Marie, Servaes., Huong, Nguyen, Thi, Thu., Tom, Kluijtmans., Saskia, Crucke. 10. Don't talk the talk, 
but walk the walk: the role of authentic CSR in fostering beneficial employee outcomes. 
Management Decision, (2022). doi: 10.1108/md-11-2021-1515 

 

(11)  Vincenzo, Varriale., Mark, Anthony, Camilleri., Antonello, Cammarano., Francesca, Michelino., 
Julian, Müller., Serena, Strazzullo. 1. Unleashing digital transformation to achieve the sustainable 
development goals across multiple sectors. Sustainable Development, (2024). doi: 
10.1002/sd.3139 

 

(12) Ajay, Kumar, Singh., Ravindra, Singh., Richa, Singh. 2. Impact of Digitalization on Sustainable 
Development in G20 Countries. Advances in computer and electrical engineering book series, 
(2024). doi: 10.4018/979-8-3693-4111-7.ch013 

 

(13)  Madan, K., Jha. 3. The role of digital transformation in business and its impact on sustainable 
development goals (sdgs) in the tourism sector.  (2024). doi: 10.37497/sdgs.v5igoals.10 

 



124 
 

(14)  Mina, Markova-Karpuzova., Eduard, Marinov., Nikolay, Kotzev. 4. Sustainable solutions: advancing 
in tech-based esg reporting platforms.  (2024). doi: 10.17770/etr2024vol1.7947 

 

(15)  Vincenzo, Varriale., Antonello, Cammarano., Francesca, Michelino., Mauro, Caputo. 5. The role of 
digital technologies in production systems for achieving sustainable development goals. 
Sustainable Production and Consumption, (2024). doi: 10.1016/j.spc.2024.03.035 
 

(16)  Christy, M., Caudill., Peter, L., Pulsifer., Romola, Vasantha, Thumbadoo., D., R., F., Taylor. 6. 
Meeting the Challenges of the UN Sustainable Development Goals through Holistic Systems 
Thinking and Applied Geospatial Ethics.  (2024). doi: 10.3390/ijgi13040110 
 

(17)  Oscar-Yecid, Aparicio-Gómez., Olga, Lucia, Ostos, Ortiz., Otto, F., von, Feigenblatt. 7. Building a 
sustainable future: The role of digital resources in achieving the Sustainable Development Goals 
(SDGs). Revista Lusofona De Educacao, (2024). doi: 10.24140/issn.1645-7250.rle61.08 
 

(18)  Palash, Saha., H., M., Belal., Subrata, Talapatra. 8. Driving Towards Sustainable Development Goals 
(SDGs) in the Ready-Made Garments (RMG) Sector: The Role of Digital Capabilities and 
Operational Transparency. IEEE Transactions on Engineering Management, (2024). doi: 
10.1109/tem.2024.3439290 
 

(19)  Waqas, Tariq., Yinfei, Chen., Adeel, Tariq., Muhammad, Saleem, Sumbal. 9. Digital Governance for 
Sustainable Futures: A Holistic Review, Framework, and Roadmap.  (2024). doi: 
10.2139/ssrn.4834787 
 

(20)  Arushi, Bathla., Priyanka, Aggarwal., Kumar, Manaswi. 10. The Role of Digital Technology in 
Achieving Sustainable Development Goals (SDGs): A Systematic Literature Review, Bibliometric 
Analysis and Content Analysis.  (2023). doi: 10.1108/978-1-83753-060-120231003 
 

(21)  Luca, Marrucci., Tiberio, Daddi., Fabio, Iraldo. 1. Creating environmental performance indicators 
to assess corporate sustainability and reward employees. Ecological Indicators, (2024). doi: 
10.1016/j.ecolind.2023.111489 
 

(22)  Filiz, Mızrak. 2. Driving Social and Environmental Impact. Advances in business strategy and 
competitive advantage book series, (2023). doi: 10.4018/979-8-3693-0458-7.ch015 
 

(23)  Dagmara, Lewicka., Helena, Starowicz-Rajca. 3. Achieving sustainable development through 
organizational alignment: a case study of Aptiv. Zeszyty Naukowe, (2023). doi: 10.29119/1641-
3466.2023.186.24 
 

(24)  Leanne, Guarnieri., Linda, Lee-Davies. 4. Aligning Economically Astute Sustainability to the 17 UN 
SDG Targets. Palgrave studies in sustainability, environment and macroeconomics, (2023). doi: 
10.1007/978-3-031-31879-5_7 



125 
 

 

(25)  S. Cenci, M. Burato, M. Rei, and M. Zollo, “Business sustainability behaviour and alignment with 
climate targets,” Research Square (Research Square), Jun. 2022, doi: 10.21203/rs.3.rs-1711150/v1. 
Available: https://doi.org/10.21203/rs.3.rs-1711150/v1 

(26)  Ivo, Hristov., Andrea, Appolloni., Antonio, Chirico. (2022). 6. The adoption of the key performance 
indicators to integrate sustainability in the business strategy: A novel five-dimensional framework. 
Business Strategy and The Environment,  doi: 10.1002/bse.3072 
 

(27)  Ijaz, Ali., Saif, Sami., Nabil, Ahmed, Mareai, Senan., Asif, Baig., Imran, Ahmad, Khan. (2022). 7. A 
study on corporate sustainability performance evaluation and management: The sustainability 
balanced scorecard. Corporate Governance and Organizational Behavior Review,  doi: 
10.22495/cgobrv6i2p15 
 

(28)  Fuqiang, Zhao., Manita, Kusi., Yun, Chen., Wei, Hu., Fawad, Ahmed., Dinesh, Sukamani. 8. 
Influencing Mechanism of Green Human Resource Management and Corporate Social 
Responsibility on Organizational Sustainable Performance. Sustainability, (2021). doi: 
10.3390/SU13168875 
 

(29)  Tajammal, Hussain., Tajammal, Hussain., Rick, Edgeman., Rick, Edgeman., Rick, Edgeman., Jacob, 
Eskildsen., Alaa, Mohamed, Shoukry., Showkat, Gani. 9. Sustainable Enterprise Excellence: 
Attribute-Based Assessment Protocol. Sustainability, (2018). doi: 10.3390/SU10114097 
 

(30)  Gazi, Murat, Duman., Murat, Taskaynatan., Elif, Kongar., Kurt, A., Rosentrater. 10. Integrating 
Environmental and Social Sustainability Into Performance Evaluation: A Balanced Scorecard-Based 
Grey-DANP Approach for the Food Industry.. Frontiers in Nutrition, (2018). doi: 
10.3389/FNUT.2018.00065 
 

(31)  Leandro A, Gomes D, Ribeiro N, Ortega E, Gomes GP. Is Internal Communication a “Bet on the 
Right Horse” on the Path for Promoting Employees' Eco-Friendly Behavior?: The Mediator Role of 
Organizational Green Culture. InPerspectives on Workplace Communication and Well-Being in 
Hybrid Work Environments 2023 (pp. 80-95). IGI Global. 
 

(32)  Chuqing, Dong., Yafei, Zhang., Song, Ao. 2. How to Engage Employees in Corporate Social 
Responsibility? Exploring Corporate Social Responsibility Communication Effects Through the 
Reasoned Action Approach. Management Communication Quarterly, (2023). doi: 
10.1177/08933189231161621 

 

(33)  Yeun-Joo, Lee., Enzhu, Dong. 3. How Transparent Internal Communication From CEO, Supervisors, 
and Peers Leads to Employee Advocacy. Management Communication Quarterly, (2023). doi: 
10.1177/08933189231153869 

 

https://doi.org/10.21203/rs.3.rs-1711150/v1


126 
 

(34)  Nereida, Hadziahmetovic., Nejla, Salihovic. 4. The Role of Transparent Communication and 
Leadership in Employee Engagement. International Journal of Academic Research in Economics 
and Management Sciences, (2022). doi: 10.6007/ijarems/v11-i2/14067 

 

(35)  Yi, Grace, Ji., Cheng, Hong. 5. Engaging Employees in CEO Activism: The Role of Transparent 
Leadership Communication in Making a Social Impact.  (2022). doi: 10.1177/10776990221086977 

 

(36)  Esmond, Naalu, Kuuyelleh., Desmond, Tutu, Ayentimi., Hossein, Ali, Abadi. 6. Green People 
Management, Internal Communications and Employee Engagement.  (2021). doi: 10.1007/978-3-
030-73007-9_10 

 

(37)  Jasmin, Godemann. 7. Communicating Sustainability. Some Thoughts and Recommendations for 
Enhancing Sustainability Communication.  (2021). doi: 10.1007/978-3-658-31883-3_2 

 

(38)  Loes, Tenniglo., Anna, Katharina, Limbach. 8. Transparency - only a trend or a driver for change? : 
The opportunities of creating a competitive advantage through transparent communication about 
sustainable business practices..  (2017). 

 

(39)  Margaret, Brunton., Gabriel, Eweje., Nazim, Taskin. 9. Communicating Corporate Social 
Responsibility to Internal Stakeholders: Walking the Walk or Just Talking the Talk?. Business 
Strategy and The Environment, (2017). doi: 10.1002/BSE.1889 

 

(40)  Punnee, Pimapunsri. 10. Sustainable Employee Engagement.  (2016). 
 

(41)  Zuria, Akmal, Saad., Muhammad, Ashraf, Fauzi., Laili, Zulkepeli., Taofeeq, Durojaye, Moshood., 
Suhaidah, Hussain. 1. Green human resources in higher education institutions: a systematic 
literature review. Journal of Applied Research in Higher Education, (2024). doi: 10.1108/jarhe-01-
2024-0033 

 

(42)  Sergio, de, Frutos, López., C., Aluthge. 2. Influence of green human resource practices on 
sustainable organizational performance: a review of literature. Sri Lankan Journal of Business 
Economics, (2024). doi: 10.31357/sljbe.v13.7503 

 

(43)  Anne, Kalei. 3. Green Human Resource Management Practices and Environment Sustainability: 
From Empirical Evidence. Journal of business and management studies, (2024). doi: 
10.32996/jbms.2024.6.3.19 

 

(44)  Utbee, Monther, Hussian, Sahan., Amar, Hisham, Jaaffar., Romanus, Osabohien. 4. Green human 
resource management, energy saving behavior and environmental performance: a systematic 
literature review. International Journal of Energy Sector Management, (2024). doi: 10.1108/ijesm-
01-2024-0013 

 



127 
 

(45)  Murad, Ali., Muhammad, Shujahat., Noreen, Fatima., Ana, Beatriz, Lopes, de, Sousa, Jabbour., Tan, 
Vo-Thanh., Mohammad, Asif, Salam., Hengky, Latan. 5. Green HRM practices and corporate 
sustainability performance. Management Decision, (2024). doi: 10.1108/md-05-2023-0787 
 

(46)  Heru, Nurasa., A., A., Abdillah., Ida, Widianingsih. 6. Green Leadership in Policy Making towards 
Sustainable Future: Systematic Critical Review and Future Direction. Polish Journal of 
Environmental Studies, (2024). doi: 10.15244/pjoes/186576 
 

(47)  Aisha, AlKetbi., John, Rice. 7. The Impact of Green Human Resource Management Practices on 
Employees, Clients, and Organizational Performance: A Literature Review. Administrative Sciences, 
(2024). doi: 10.3390/admsci14040078 
 

(48)  Waheed, Ullah., Syed, Mudasser, Abbas., Lihua, Wei., Adnan, Nadeem. 8. Green Human Resource 
Management: A Decadal Examination of Eco-Friendly HR Practices. Pakistan Business Review, 
(2024). doi: 10.22555/pbr.v25i4.1048 
 

(49)  Theresia, Marditama., Mohd, Yusoff, Yusliza., Albert, Kurniawan, Purnomo. (2024). 9. The Link 
Between Green Human Resource Management and Environmental Performance through Green 
Innovation Practices: A Mini Literature Review During Year 2019-2023. Jesya,  doi: 
10.36778/jesya.v7i2.1581  
 

(50)  Malvern, Chiboiwa., Olufunmilayo, Elizabeth, Babafemi., Felicia, Momoh, Oseghale., Raphael, 
Oseghale. 10. Green Human Resource Management and Sustainable Performance Management. 
Advances in logistics, operations, and management science book series, (2024). doi: 10.4018/979-
8-3693-2595-7.ch007 
 

(51)  Eduardo, Sánchez-García., Johnny, Vicente, Montalvo-Falcón., Bartolomé, Marco-Lajara., Javier, 
Martínez-Falcó. 1. Guiding organizations toward sustainable success: The strategic role of 
leadership in environmental corporate governance in the wine industry. Corporate Social 
Responsibility and Environmental Management, (2024). doi: 10.1002/csr.2925 

 

(52)  Irra, Chrisyanti, Dewi. 3. Assessing the Relationship Between Green Leadership Practices and 
Organisational Resiliance in Sustainable HR System in Indonesia Startpup Companies. Journal of 
Management and Bussines (JOMB), (2024). doi: 10.31539/jomb.v6i3.9652 
 

(53)  Samantha, Reynolds. 4. Examining the Role of Leadership in Driving Sustainable Supply Chain 
Initiatives.  (2024). doi: 10.20944/preprints202406.0504.v1 
 

(54)  Yingdan, Xiao., Xiangnan, Tao., Daisy, Mui, Hung, Kee. 5. Leading with purpose: Unraveling the 
impact of responsible leadership on employee green behavior in the workplace. Heliyon, (2024). 
doi: 10.1016/j.heliyon.2024.e30096 
 



128 
 

(55)  Sopiah, Sopiah., Etta, Mamang, Sangadji., MUHAMMAD, IRFAN, ISLAMI. 6. Effect of Green 
Transformational Leadership on Organizational Environmental Performance: The Role of Green 
Human Resource Management Practices (Study on SMEs in The Embroidery Sector). International 
journal of economics and management/International Journal of Economics and Management, 
(2024). doi: 10.47836/ijeam.18.1.04 

 

(56)  Kiranmai, Janaswamy., Shulagna, Sarkar., Ram, Kumar, Mishra., Ananda, Das, Gupta. 8. Leading 
the sustainable dimension of business – the responsible leadership way. Journal of Global 
Responsibility, (2024). doi: 10.1108/jgr-06-2023-0112 
 

(57)  Ejaz, Ahmad, Khan., Mohammed, Abu, Jahed., Rabeya, Akter., Ilias, O., Pappas. 9. Green strategic 
leadership capability: Construct development and measurement validation. Journal of Cleaner 
Production, (2024). doi: 10.1016/j.jclepro.2024.141575 
 

(58)  Christine, Wamsler., Gustav, Osberg., Jeroen, Janss., Liane, Stephan. 10. Revolutionising 
sustainability leadership and education: addressing the human dimension to support flourishing, 
culture and system transformation. Climatic Change, (2023). doi: 10.1007/s10584-023-03636-8 
 

(59)  Tranfield, D., Denyer, D., & Smart, P. (2003). Towards a methodology for developing evidence-
informed management knowledge by means of systematic review. British Journal of Management, 
14(3), 207-222. https://doi.org/10.1111/1467-8551.00375 
 

(60)  Boell, S. K., & Cecez-Kecmanovic, D. (2015). On being ‘systematic’ in literature reviews in IS. 
Journal of Information Technology, 30(2), 161-173. https://doi.org/10.1057/jit.2014.26 
 

(61)  Petticrew, M., & Roberts, H. (2006). Systematic Reviews in the Social Sciences: A Practical Guide. 
Malden, MA: Blackwell Publishing. https://doi.org/10.1002/9780470754887 
 

(62)  Grant, M. J., & Booth, A. (2009). A typology of reviews: An analysis of 14 review types and 
associated methodologies. Health Information & Libraries Journal, 26(2), 91-108. 
https://doi.org/10.1111/j.1471-1842.2009.00848.x 
 

(63)  Eduardo, Sánchez-García., Johnny, Vicente, Montalvo-Falcón., Bartolomé, Marco-Lajara., Javier, 
Martínez-Falcó. 1. Guiding organizations toward sustainable success: The strategic role of 
leadership in environmental corporate governance in the wine industry. Corporate Social 
Responsibility and Environmental Management, (2024). doi: 10.1002/csr.2925 
 

(64)  Koh, Han, Wen, Kelvin. 2. Global Leadership and Sustainability. International Journal of scientific 
research and management, (2024). doi: 10.18535/ijsrm/v12i08.em03 
 

(65)  Jaspreet, Kaur. 3. Empowering Eco-Champions. Practice, progress, and proficiency in sustainability, 
(2024). doi: 10.4018/979-8-3693-2699-2.ch008 

https://doi.org/10.1111/1467-8551.00375
https://doi.org/10.1057/jit.2014.26
https://doi.org/10.1002/9780470754887
https://doi.org/10.1111/j.1471-1842.2009.00848.x


129 
 

 

(66)  Lupeng, Li. 5. A Review of Research on Factors Influencing Employee Green Behavior.  (2024). doi: 
10.62051/ijgem.v3n2.37 

(67)  Mohamed, Abdelhakim. 8. The Role of Green Human Resource Management in Enhancing 
Employee Engagement and Environmental Performance. International Journal of Green 
Management and Business Studies, (2024). doi: 10.56830/ijgmbs06202404 

 

(68)  Natalia, Rusin., Tomasz, Szandała. 1. The power of peer recognition points: does it really boost 
employee engagement?. Strategic Hr Review, (2024). doi: 10.1108/shr-06-2024-0040 
 

(69)  Sara, El-Shqeirat. 2. Assessing the Level of Employees' Sustainability Awareness and its Effect on 
Sustainable Development Progression - A Case Study of Greater Karak Municipality/ Jordan. 
Environmental Science and Sustainable Development, (2024). doi: 10.21625/essd.v9i1.1065 
 

(70)  Manisha, Pokhrel. 4. Analyzing the Role of Employee Recognition in Job Retention within Nepal’s 
Banking Sphere.  (2023). doi: 10.3126/djis.v5i1.61779 
 

(71)  Chen, Xing. 5. The Relationship Between the SDGs and Corporate Performance: Key Factors 
Contributing to the Achievement of the SDGs. Advances in Economics, Management and Political 
Sciences, (2023). doi: 10.54254/2754-1169/42/20232074 
 

(72)  Aarti, Sharma., Senthil, Kumar, Arumugam. 3. Pattern Recognition: An Outline of Literature 
Review that Taps into Machine Learning to Achieve Sustainable Development Goals.  (2024). doi: 
10.1007/978-981-99-9037-5_8 
 

(73)  Satyendra, C., Pandey., Pratik, Modi., Vijay, Pereira., Samuel, Fosso, Wamba. 1. Empowering small 
farmers for sustainable agriculture: a human resource approach to SDG-driven training and 
innovation. International Journal of Manpower, (2024). doi: 10.1108/ijm-11-2023-0655 
 

(74)  Yang, Zhao., Ramir, S., Austria. 2. Nurturing Scientific Literacy under Sustainable Development 
Goals in the Teaching of Science. Lecture Notes in Education Psychology and Public Media, (2024). 
doi: 10.54254/2753-7048/59/20241730 
 

(75)  Oluwayemi, Ibukun, Oluwa, Olatoye. 3. The Pertinence of Library and Information Science in 
Promoting Sustainable Development. Mousaion, (2024). doi: 10.25159/2663-659x/13768 
 

(76)  Mehmet, Galip, Zorba., Derya, Şahhüseyinoğlu., Arda, Arikan. 4. Reading Harry Potter: A Journey 
into Students’ Understanding of Sustainable Development Goals. Sustainability, (2024). doi: 
10.3390/su16114874 
 



130 
 

(77)  Georgiana, Moiceanu., Cosmin, Anghel. 5. SDGs Adoption within Small-Medium Enterprises 
(SMEs) for Sustainable Entrepreneurship. Proceedings of the ... International Conference on 
Business Excellence, (2024). doi: 10.2478/picbe-2024-0165 
 

(78)  A. Ruby and A. Peter, “Integrating SDGs in the Developed Sample Teaching Guides in NGEC,” 
Journal of Humanities & Social Sciences, vol. 7, no. 3, pp. 01–06, Mar. 2024, doi: 
10.33140/jhss.07.03.03. Available: https://doi.org/10.33140/jhss.07.03.03 
 

(79)  Rosley, Anholon., Tiago, Fonseca, Albuquerque, Cavalcanti, Sigahi., Gustavo, Tietz, Cazeri., Patricia, 
F., S., Siltori., Wagner, Luiz, Lourenzani., Eduardo, Guilherme, Satolo., Adriana, Cristina, Ferreira, 
Caldana., G., H., S., M., Moraes., Vitor, William, Batista, Martins., Izabella, Rampasso.  
 

(80)  Training Future Managers to Address the Challenges of Sustainable Development: An Innovative, 
Interdisciplinary, and Multiregional Experience on Corporate Sustainability Education. World, 
(2024). doi: 10.3390/world5020009 
 

(81)  Altieres, de, Oliveira, Silva., Diego, dos, Santos, Janes. 8. Sustainable development insights: 
synergizing publishing and academic research to propel SDGs Forward.  (2024). doi: 
10.37497/2965-730x.sdgsreview.v4.n00.pe01589 
 

(82)  Marisela, Restrepo, Ruiz., Ligia, Martínez, Bula., Luz, González, Meza., Aura, E., Ganem, Luna. 9. 
Perspectives for the implementation of the sdgs as an innovative strategy for teaching english in 
professional practice scenarios. Journal of Law and Sustainable Development, (2024). doi: 
10.55908/sdgs.v12i2.3402 
 

(83)  Dr., B., Hannah., S., Varuneshwaran. 10. Ecoliteracy to Achieve Sustainable Development Goals. 
ComFin Research, (2024). doi: 10.34293/commerce.v12is1-feb.7353 
 

(84)  Mélinda, Chéhimi., Gérald, Naro. 1. Balanced Scorecards and sustainability Balanced Scorecards 
for corporate social responsibility strategic alignment: A systematic literature review. Journal of 
Environmental Management, (2024). doi: 10.1016/j.jenvman.2024.122000 
 

(85)  Joanna, Kacała., Arkadiusz, Wierzbic., Marcin, Łukaszewicz. 2. Strategic Transformation and 
Sustainability: Unveiling the EFQM Model 2025.  (2024). doi: 10.20944/preprints202408.0107.v1 
 

(86)  Mykhailo, Buriak., Оksana, Makovoz. 3. Scaling for sustainability: a change management 
framework aligned with SDGs. Pravo ta ìnnovacìjne suspìlʹstvo, (2024). doi: 10.37772/2309-9275-
2024-1(22)-5 

(87)  Simone, Cenci. (2023). 5. The alignment of companies’ sustainability behavior and emissions with 
global climate targets.   doi: 10.7910/dvn/c7iled 

  

https://doi.org/10.33140/jhss.07.03.03

