
ABSTRACT

Diversity, equity, and inclusion (DEI) are essential 
for long-term organizational success, yet their 
direct impact on sustainability remains unclear. 
This systematic review examines DEI’s role in 
sustainable business practices by analysing 31 
peer-reviewed articles published within 2022–
2024 through qualitative analysis. Findings 
reveal that companies with strong DEI policies 
achieve more significant innovation, higher 
employee satisfaction, and improved financial 
performance, enhancing sustainability. 
Notably, 75% of studies report a strong positive 
link between DEI and sustainable outcomes. 
The review underscores DEI as a core driver of 
business success and encourages organizations 
to integrate DEI into their strategies. It also 
provides insights and recommendations for 
future research and practical implementation.

INTRODUCTION

As businesses face an evolving global 
landscape, sustainability has become 
increasingly vital, requiring a balance 
between economic growth, environmental 
responsibility, and social well-being (Hai Yen 
et al., 2023). Integrating Diversity, Equity, and 
Inclusion (DEI) is a key strategy in advancing 
sustainability. Organizations that embed 
DEI within their core values go beyond 
compliance, fostering a culture that embraces 
diverse perspectives, enhances innovation, 
strengthens resilience, and supports long-
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term growth (Li & Bacete, 2022). Diversity 
encompasses individuals’ unique attributes, 
such as race, gender, age, ethnicity, and socio-
economic background. Equity ensures fair 
treatment and access by eliminating barriers, 
while inclusion cultivates a culture where all 
employees feel valued and empowered. These 
elements enhance organizational performance 
and positively impact employees, stakeholders, 
and society (Fritz & Gresham, 2024).

PROBLEM STATEMENT 

Research indicates that diverse teams in 
inclusive workplaces drive innovation, enhance 
problem-solving, and improve employee 
engagement and satisfaction. Organizations 
with diverse backgrounds better understand 
customer needs, fostering stronger loyalty 
and satisfaction (Kim et al., 2021). Prioritizing 
DEI also enhances reputation, attracts top 
talent, and strengthens employer branding, 
ultimately boosting financial performance and 
competitiveness. Workplace equity ensures 
fair access to opportunities, fostering a sense 
of belonging and motivation. When employees 
feel valued, turnover decreases, and stability 
improves. Organizations addressing systemic 
inequalities through fair policies cultivate a 
committed, productive workforce essential for 
sustainable growth (Liu et al., 2023). Beyond 
diversity, inclusion ensures that all perspectives 
are acknowledged in decision-making. 
A genuinely inclusive workplace fosters 
psychological safety, empowering employees 
to share ideas freely. Open discussions drive 
innovation, helping organizations tackle 
sustainability challenges while enhancing 
collaboration and teamwork to achieve long-
term goals (Lutfi et al., 2021).

This structured review explores DEI’s role 
in organizational sustainability, emphasizing 
leadership and workplace culture. It examines 
how leadership fosters inclusivity and how DEI 
strategies enhance innovation, resilience, and 
engagement. The study identifies practical 
approaches and challenges in implementation 
through a systematic analysis. The findings 

offer insights into DEI’s impact on sustainability 
and practical guidance for organizations 
integrating DEI into their core strategies.

RESEARCH OBJECTIVES

The research objectives framed using the PICo 
(Population, Interest, and Context) model, 
focusing on the themes of “Leadership and 
Organizational Culture in DEI Initiatives,” 
“DEI Strategies and their Impact on 
Organizational Sustainability,” and “Challenges 
and Opportunities in Advancing DEI for 
Sustainability.”

Research Objective 1: To analyse whether 
leadership and organizational culture 
influence the implementation of DEI initiatives 
within organizations to enhance sustainability.

Research Objective 2: To identify the key 
DEI strategies that contribute to organizational 
sustainability, and how do organizations 
overcome challenges in implementing these 
strategies.

LITERATURE REVIEW

The link between DEI and organizational 
sustainability is gaining attention, emphasizing 
its impact on workplace dynamics. Integrating 
DEI into business strategies fosters inclusivity, 
enhancing employee well-being and 
performance. Sun et al. (2022) highlight how 
equitable access to information and digital 
inclusion promote ethical practices, particularly 
in technology, supporting sustainability. 
Similarly, Wall-Andrews and Luka (2022) 
demonstrate how initiatives like Equity X 
empower women in music production, fostering 
diverse talent and sustainable development. 
These findings suggest that embedding DEI 
into organizational structures addresses social 
justice issues and drives long-term sustainability 
by leveraging workforce diversity. 

The link between DEI and organizational 
sustainability is evident in how businesses 
address environmental challenges. Smith 
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et al. (2022) found that integrating diverse 
stakeholder perspectives enhances 
environmental policies, improving 
sustainability outcomes. Similarly, Canosa 
et al. (2022) showed that RLCs foster climate 
leadership, especially among diverse students. 
These findings highlight the role of inclusive 
education and policymaking in advancing 
sustainability solutions. 

Empathy and community connections 
are vital for advancing organizational 
sustainability through DEI. Frydenberg et 
al. (2022) emphasized fostering empathy 
in children via community engagement, 
suggesting that social responsibility education 
cultivates inclusivity. Organizations can apply 
this by promoting workplace empathy to 
create a more inclusive culture. Similarly, 
Wall-Andrews and Luka (2022) found that 
community support and networking empower 
women in the music industry, demonstrating 
how inclusive policies and strong support 
systems drive professional growth and long-
term sustainability.

DEI is essential for fostering resilient, 
innovative businesses that support 
sustainability. Siller et al. (2022) highlight the 
importance of integrating social justice and 
sustainability into engineering education to 
enhance awareness of technical and societal 
impacts. Zhou and Chibaya (2022) examine 
gender and disability inclusion in Zimbabwe’s 
tourism sector, noting inconsistencies in its 
application. Stott (2022) emphasizes that 
stakeholder collaboration, informed by local 
contexts, is key to sustainable and inclusive 
development. 

DEI practices foster innovation and enhance 
organizational resilience, particularly in global 
crises like COVID-19. Naselli et al. (2022) 
highlight how culturally diverse alternative 
tourism models aid post-pandemic recovery, 
using Tirana as a case study for sustainable 
tourism. Similarly, Muperi (2022) examines 
the media’s role in promoting gender and 

disability inclusion in Zimbabwe’s tourism 
sector, emphasizing the impact of targeted 
funding and capacity-building on sustainable 
practices. 

In conclusion, Integrating DEI into 
organizational strategies enhances 
sustainability by fostering inclusivity, diverse 
perspectives on environmental challenges, 
and stronger community connections, 
ultimately contributing to a more equitable 
and sustainable future.

METHODOLOGY

This study applies the PRISMA framework 
to ensure a clear, consistent, and reliable 
systematic literature review. PRISMA minimizes 
bias and strengthens research quality by 
guiding study selection and inclusion. Three 
key databases- ScienceDirect, ECONBIZ, and 
Scopus were chosen for their extensive peer-
reviewed collections, particularly in business 
management, providing a robust foundation 
for analysis. The PRISMA method includes 
four steps: identification, screening, eligibility, 
and data extraction. Identification involves 
searching databases for relevant studies and 
screening to exclude low-quality or irrelevant 
research. Studies are assessed for inclusion in the 
eligibility stage, and data extraction synthesizes 
key findings. This structured approach 
enhances the review’s credibility, supporting 
future research and practical applications.

Identification

This study adopted a systematic review 
approach to gather substantial relevant 
literature. The process began with selecting key 
terms, followed by identifying related words 
using dictionaries, thesauri, encyclopaedias, 
and past studies. The researcher compiled all 
relevant terms and created search strings for 
use in the Scopus, ECONBIZ, and ScienceDirect 
databases. Through this initial stage, the 
researcher retrieved 755 publications related to 
the research topic from these three databases.
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Screening

The researcher carefully assess relevant 
materials during the screening stage to 
confirm their alignment with the established 
research question(s). This process includes 
selecting studies that explore how diversity, 
equity, and inclusion (DEI) contribute to 
organizational sustainability. At this stage, 
the researcher removes any duplicate papers. 
Initially, she excluded 677 studies, leaving 78 
papers for a more detailed review based on 
specific inclusion and exclusion criteria. The 
primary focus was on literature, a key source 
of practical insights. This process included 
reviews, meta-syntheses, meta-analyses, 
books, book series, chapters, and conference 
proceedings not examined in the most recent 
studies. The review considered only English-
language publications from 2022 to 2024. In 
the end, the researcher did not eliminate any 
papers due to duplication.

Eligibility

In the third stage, the eligibility phase, 78 
articles were selected for further review. At this 
point, the researcher carefully analysed each 
article’s titles and main content to confirm 
they met the inclusion criteria and aligned 
with the research objectives. As a result, the 
researcher excluded 47 articles because they 
fell outside the research scope, had irrelevant 
titles, contained abstracts unrelated to the 
study’s objectives, or lacked full-text access 
supported by empirical evidence. Ultimately, 
she retained 31 articles for the next stage of 
the review.

Data Abstraction and Analysis

This study employed an integrative approach, 
using quantitative methods to identify key 
themes and subthemes. Data collection 
formed the basis for theme identification, 
with 31 selected publications analysed for 
relevant insights (Figure 2). The researcher 
examined existing workplace diversity, 
equity, and inclusion studies, evaluating 

methodologies and findings. By collaborating 
with a colleague, themes were established 
based on the extracted evidence. A logbook 
documented insights, reflections, and 
interpretation challenges. Both researchers 
compared findings to ensure consistency, 
resolving discrepancies through discussion 
and consensus. The researcher refined the 
identified themes to maintain consistency. 
Three experts were involved in reviewing the 
analysis—one specializing in human resources 
and two in business management. Their role 
was to assess and confirm the accuracy of the 
identified issues. During the expert review 
stage, they evaluated each subtheme’s clarity, 
relevance, and appropriateness to ensure it 
aligned with the study’s objectives. This process 
also helped establish domain validity. Based 
on their feedback and suggestions, necessary 
adjustments were made at the author’s 
discretion to improve the overall analysis

Figure 1 Flow Diagram of the Proposed 
Searching Study (Moher et al., 2009)

QUALITY OF APPRAISAL

Following the guidelines outlined by 
Kitchenham and Charters (Kitchenham, 2007), 
after selecting primary studies (PSs), evaluating 
their quality and conducting a quantitative 
comparison is essential. This research adopted 
the quality assessment approach developed 
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by Anas Abouzahra et al. (Abouzahra et al., 
2020), which includes six quality assessment 
(QA) criteria for the systematic literature review 
(SLR). Each criterion was evaluated using a 

three-tier scoring system: “Yes” (Y) with a score 
of 1 if fully met, “Partly” (P) with a score of 0.5 
if partially met but with some limitations, and 
“No” (N) with a score of 0 if not met at all.

Table 2 Quality Assessment Table
Quality Assessment Expert 1 Expert 2 Expert 3 Total Mark

Is the purpose of the study clearly stated? √ √ √ 3

Is the interest and the usefulness of the work 
clearly presented?

√ √ √ 3

Is the study methodology clearly established? √ √ √ 3

Are the concepts of the approach clearly 
defined?

√ √ √ 3

Is the work compared and measured with 
other similar work?

√ √ √ 3

FINDINGS

THEME 1: LEADERSHIP AND ORGANIZATIONAL 
CULTURE IN DEI INITIATIVES

Studies reveal the strong link between 
leadership, organizational culture, and DEI 
efforts. Leadership development programs 
play a pivotal role in fostering inclusive 
workplaces. Majczyk (2022) underscores the 
necessity in Poland for managing diversity, 
combating discrimination, and ensuring equal 
opportunities, especially in homogeneous 
organizations that may overlook DEI concerns. 
Likewise, Holladay et al. (2023) highlight 
the need for structured leadership selection 
to reduce bias and enhance minority 
representation. These findings collectively 
emphasize the importance of intentional 
leadership training and strategic initiatives in 
cultivating inclusive organizational cultures.

Platania et al. (2022) and Goitom (2023) 
highlight the critical role of organizational 
culture in advancing DEI. Platania et al. 
(2022) find that a supportive workplace 
enhances employee attitudes, satisfaction, 
and commitment, though cynicism can 
undermine inclusion efforts. Similarly, Goitom 
(2023) emphasizes anti-oppressive strategies 
and implicit knowledge as key to developing 
early-career social entrepreneurs and fostering 
innovation. Both studies underscore the need 

for organizations to embed DEI through 
equitable practices and continuous capacity-
building.

Azevedo and Jugdev (2022) highlight 
adaptive leadership’s role in advancing DEI, 
emphasizing cultural intelligence as crucial for 
managing diverse teams. This leadership style 
fosters flexibility, enabling leaders to address 
inclusivity challenges and create a cohesive 
work environment. Similarly, Terry and Albritton 
(2022) stress that DEI success hinges on 
leaders’ commitment to dismantling systemic 
barriers. Equity-focused leadership enhances 
marginalized group participation, fostering a 
more inclusive organizational culture.

Ashiq and Warraich (2022) highlight gender 
bias and cultural expectations as key barriers 
to women’s leadership in the library sector, 
advocating for supportive workplace cultures 
and mentoring programs. Similarly, Bishop et 
al. (2022) stress the need to combat structural 
racism in healthcare through collaboration 
and long-term strategies. Both studies 
emphasize organizational commitment and 
targeted efforts to address gender and racial 
inequalities in leadership.

Takahashi et al. (2024) explore how low-
code platforms promote workplace equity 
by making technology accessible to diverse 
individuals. Swaminathan et al. (2023) 
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highlight a global publishing company’s DEI 
initiative, focusing on accountability and 
teamwork to advance DEI across sectors. Both 
studies emphasize the role of technological 
and organizational innovations in fostering 
inclusive environments.

Nurasa et al. (2024) highlight the 
importance of governance and inclusive 
development for promoting DEI in Indonesia’s 
organizational ecosystems, focusing on shared 
understanding and ICT adoption. In contrast, 
Kumari and Eguruze (2022) examine how 
positive deviance and social entrepreneurship 
empowered women during the COVID-19 
pandemic, emphasizing leadership, 
innovation, and inclusivity. Both studies 
advocate for a comprehensive DEI approach 
encompassing governance, innovation, and 
social entrepreneurship.

In conclusion, the literature underscores the 
critical role of leadership and organizational 
culture in advancing DEI. Key strategies 
include intentional leadership development, 
supportive work environments, and 
adaptive leadership to tackle DEI challenges. 
Additionally, technological innovations, 
organizational practices, and a broader focus 
on ecosystems and social entrepreneurship 
are essential for fostering inclusivity. These 
findings offer a comprehensive understanding 
of how DEI can enhance sustainability and 
inclusivity across sectors.

THEME 2: DEI STRATEGIES AND THEIR IMPACT ON 
ORGANIZATIONAL SUSTAINABILITY

Inclusive leadership enhances employee 
engagement and drives organizational 
sustainability. Atiku et al. (2024) found that 
leadership traits such as empathy and a 
non-hierarchical approach improve team 
motivation and innovation. Their study also 
emphasized career growth, job autonomy, 
cross-departmental collaboration, and strong 
supervisory support as key to long-term 
sustainability (Atiku et al., 2024; Mangubhai et 
al., 2022; Gordon, 2024).

Effective communication is vital for DEI 
initiatives, particularly in addressing diverse 
stakeholder needs. Gillberg (2024) introduced 
“business case washing,” where organizations 
strategically frame diversity messages to 
appeal to profit-driven and socially conscious 
audiences. This multivocal strategy helps 
maintain credibility and trust, ensuring long-
term sustainability (Gillberg, 2024; Osorio et 
al., 2024; Karetny et al., 2022).

The COVID-19 pandemic exposed systemic 
inequalities, highlighting the resilience of 
DEI-driven organizations. Lamba et al. (2022) 
and Al Arkoubi et al. (2024) found that those 
prioritizing DEI were better equipped to 
support employees and communities. Virtual 
engagement and inclusive decision-making 
emerged as critical factors in sustaining 
organizations during crises (Diaz-Navarro et 
al., 2024).

Gender inclusion remains central to 
economic recovery post-pandemic. Vázquez-
Parra et al. (2023) highlighted progress 
in workplace equity in Latin America but 
identified ongoing barriers, particularly job 
stability and caregiving responsibilities. 
Addressing these disparities is key to 
sustainable growth and resilience (Mangubhai 
et al., 2022; Garnet, 2023).

The digital economy presents both 
challenges and opportunities for DEI. Jetha et 
al. (2023) stressed the importance of accessible 
workplace technologies to reduce employment 
inequities for individuals with disabilities. 
Similarly, Osorio et al. (2024) proposed a 
stakeholder-driven framework for integrating 
DEI into digital transformation, reinforcing 
the need for human-centred approaches in 
sustainability (Karetny et al., 2022).

Brandhorst et al. (2024) noted that Gen-Z 
prioritizes DEI and sustainability in career 
choices, pushing organizations to embed 
these values into business practices. This 
shift reflects a broader trend toward ethical 
and sustainable workforce expectations, 
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underscoring the importance of integrating 
DEI into organizational structures.

In summary, DEI is an ethical responsibility 
and a strategic imperative. Fostering inclusive 
leadership, effective communication, gender 
equity, and digital accessibility strengthens 
resilience, enhances engagement, and ensures 
sustainable organizational success.

THEME 3: CHALLENGES AND OPPORTUNITIES IN 
ADVANCING DEI FOR SUSTAINABILITY

Integrating Diversity, Equity, and Inclusion 
(DEI) into sustainability efforts presents 
opportunities and challenges. Research 
highlights DEI’s role in fostering sustainable 
practices across industries.

Baruah and Gaudet (2022) examine gender 
equity in Canada’s clean energy transition, 
revealing that societal barriers and inadequate 
policies limit women’s participation. 
Addressing these gaps through systemic 
reforms is crucial for maximizing employment 
potential. Similarly, Hardy (2022) underscores 
the importance of fairness in environmental 
management, emphasizing inclusive decision-
making and equitable resource access.

Bowe et al. (2023) assess workplace DEI 
using an Equity Audit tool, finding varying 
perspectives on DEI measurement and the 
need for more robust frameworks. Likewise, 
Siddiq et al. (2023) explore equitable academic 
collaborations, stressing the importance of 
addressing power imbalances and ensuring 
financial fairness in partnerships.

Duine (2023) highlights the need for 
greater diversity in academic publishing, 
advocating for technological advancements 
and stakeholder collaboration to enhance 
DEI in research. Massimi (2023) critiques 
interpretations of the Common Heritage of 
Humankind principle, urging policymakers to 
adopt more inclusive governance structures 
for fair ocean management.

In conclusion, DEI plays a crucial role in 
sustainable development, but systemic reforms 
are needed to overcome persistent challenges. 
Advancing gender equity, fair environmental 
policies, reliable DEI assessment tools, and 
inclusive collaborations will strengthen 
sustainability efforts. Moreover, innovations 
in publishing and governance can further 
reinforce equity, driving a more inclusive and 
sustainable future.

CONCLUSION

The reviewed studies emphasize the pivotal 
role of leadership and organizational culture 
in advancing DEI initiatives. Leadership 
development fosters inclusive workplaces 
through anti-discrimination policies, equitable 
opportunities, and systemic change, while 
effective selection processes reduce biases 
and enhance representation. Adaptive and 
equity-focused leadership further supports 
workplace inclusivity by addressing historical 
and systemic barriers.

Organizational culture shapes the success 
of DEI efforts, with inclusive environments 
boosting employee commitment and 
innovation. Anti-oppressive strategies, 
continuous capacity-building, and 
technological integration, such as digital 
accessibility tools, enhance workplace equity. 
Accountability measures ensure effective 
DEI implementation across industries. DEI 
strategies significantly impact organizational 
sustainability by promoting inclusive 
leadership, employee engagement, and 
stakeholder trust. The COVID-19 pandemic 
highlighted the need for equitable workplace 
policies, while economic inclusion and gender 
equity remain key priorities. Aligning digital 
transformation with DEI principles ensures 
fair employment opportunities. Advancing 
DEI in sustainability presents challenges and 
opportunities, including gender disparities 
in emerging industries and the need for 
inclusive decision-making in environmental 
management. Refining DEI assessment tools 
and fostering equitable academic partnerships 
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can strengthen research outcomes. 
Governance structures must integrate 
DEI principles to enhance transparency, 
collaboration, and innovation.

In conclusion, DEI is essential for sustainable 
organizational strategies. Leadership 
commitment, inclusive practices, governance, 
and technology collectively foster equitable 
and resilient organizations. Overcoming 
systemic barriers requires continuous reforms 
and strategic innovations, ensuring long-term 
value for diverse stakeholders.

REFERENCES

Abouzahra, A., Sabraoui, A., & Afdel, K. (2020). Model 
composition in Model Driven Engineering: A 
systematic literature review. Information and 
Software Technology, 125(May), 106316. https://
doi.org/10.1016/j.infsof.2020.106316 

Al Arkoubi, K., Mendez-Fernandez, Y., Gionet, P., 
& Canino, T. (2024). The double pandemic: 
diversity, equity and inclusion at Yale University 
School of Medicine in the era of COVID-19. CASE 
Journal, 20(1), 173–199. https://doi.org/10.1108/
TCJ-10-2022-0181 

Ashiq, M., & Warraich, N. F. (2023). Challenges 
and strategies to attain leadership positions 
for female library professionals: A narrative 
review. The Journal of Academic Librarianship, 
49(4), 102743. https://doi.org/https://doi.
org/10.1016/j.acalib.2023.102743 

Atiku, S. O., Itembu-Naunyango, K. A., & Oladejo, O. 
M. (2024). Inclusive Leadership and Employee 
Engagement as Critical Drivers of Sustainability 
in Telecommunication Companies. 
Administrative Sciences, 14(6). https://doi.
org/10.3390/admsci14060126 

Azevedo, A., & Jugdev, K. (2022). Applying Cultural 
Intelligence to Develop Adaptive Leadership. 
Organization Development Journal, 40(4), 56–
70. https://www.scopus.com/inward/record.
uri?eid=2-s2.0-85140848415&partnerID=40&m
d5=14ba6e7b48a7b31c0c1b14330939e881 

Baruah, B., & Gaudet, C. (2022). Creating and 
Optimizing Employment Opportunities for 
Women in the Clean Energy Sector in Canada. 
Journal of Canadian Studies, 56(2), 240–270. 
https://doi.org/10.3138/jcs.2019-0010 

Bowe, A., Drame, E., Duval-Diop, D., Mawhinney, 
L., & Melaco, C. (2023). Measuring DEI within 
workplaces: questioning the theoretical, 
empirical, and practical models. BMS Bulletin 
of Sociological Methodology/ Bulletin de 
Methodologie Sociologique, 159(1), 75–89. 
https://doi.org/10.1177/07591063231184252 

Brandhorst, J. K., Solon, K., Opatrny-Yazell, C., & 
Jensen, D. (2024). Transforming Learners: A 
Programmatic Approach to Helping Students 
Find “The Right Work.” Journal of Management 
Education, 48(2), 340–366. https://doi.
org/10.1177/10525629231187515 

Canosa, E., Trumpey, J., Espinoza Bardales, L. M., & 
Cardoza, J. (2022). Living Learning Communities 
as Climate Change Pedagogy: Understanding 
the Impact of the Sustainable Living Experience 
on Climate Change Leadership among First Year 
Students. Sustainability (Switzerland), 14(21). 
https://doi.org/10.3390/su142114282 

Diaz-Navarro, C., Armstrong, R., Charnetski, M., 
Freeman, K. J., Koh, S., Reedy, G., Smitten, J., 
Ingrassia, P. L., Matos, F. M., & Issenberg, B. (2024). 
Global consensus statement on simulation-
based practice in healthcare. Advances in 
Simulation, 9(1). https://doi.org/10.1186/
s41077-024-00288-1 

Duine, M. (2023). Summary Report APE 2023, 10-
12 January, Berlin, Germany Berlin Re-Visited: 
Building Technological Support for Scholarship 
and Scientific Publishing. Information Services 
and Use, 44(1), 1–13. https://doi.org/10.3233/
ISU-230189 

Fritz, M., & Gresham, A. (2024). Diversity, 
Equity, Inclusion. Nursing Administration 
Quarterly, 48(1). https://doi.org/10.1097/
naq.0000000000000614 

Frydenberg, E., Deans, J., & Liang, R. (2022). 
Building Empathy in Children through 
Community Connections: A Guide for 
Early Years Educators. https://www.
scopus.com/inward/record.uri?eid=2-s2.0-
85192607354&doi=10.4324%2f978100321
3147&partnerID=40&md5=cd3d6b99161e
bba3273527c1cf694db5 

Garnet, D. (2023). Diverted Flight Path: The 
California Art Education Association’s Progress 
Toward Sustainable Runways. Studies in Art 
Education, 64(2), 234–250. https://doi.org/10.10
80/00393541.2023.2180242 

Gillberg, N. (2024). Online corporate communication 
of diversity and inclusion: washing as 
aspirational talk. Equality, Diversity and Inclusion, 
43(9), 39–54. https://doi.org/10.1108/EDI-08-
2023-0250 



31

The Synergistic Role of Diversity, Equity, And Inclusion (DEI) in Advancing Organizational Sustainability: A Structured Review 

Goitom, M. (2023). Tacit Knowledge for Building 
Capacity: Integrating Anti-Oppressive Strategies 
for Inclusive Innovation among Early-Career 
Social Entrepreneurs. Organizational Cultures, 
23(2), 79–104. https://doi.org/10.18848/2327-
8013/CGP/v23i02/79-104 

Gordon, T. M. (2024). Charting the Course for 
Inclusive and Equitable Health Innovation in the 
Wake of the COVID-19 Pandemic. International 
Journal of Health, Wellness, and Society, 14(2), 
127–150. https://doi.org/10.18848/2156-8960/
CGP/v14i02/127-150 

Hai Yen, T. T., Wong, W. K., Al-Abyadh, M. H. A., Muda, 
I., Julca-Guerrero, F., Hishan, S. S., & Islam, M. M. 
(2023). The impact of ecological innovation 
and corporate social responsibilities on the 
sustainable development: Moderating role 
of environmental ethics. Economic Research-
Ekonomska Istrazivanja , 36(3). https://doi.org/1
0.1080/1331677X.2022.2153260 

Hardy, S. D. (2022). Transaction costs for 
collaboration in the watershed management of 
the Cuyahoga River Area of Concern. Regional 
Sustainability, 3(2), 146–156. https://doi.
org/10.1016/j.regsus.2022.07.005 

Holladay, C. L., Cavanaugh, K. J., Perkins, L. D., 
& Woods, A. L. (2023). Inclusivity in Leader 
Selection: An 8-Step Process to Promote 
Representation of Women and Racial/Ethnic 
Minorities in Leadership. Academic Medicine, 
98(1), 36–42. https://doi.org/10.1097/
ACM.0000000000004956 

Jetha, A., Bonaccio, S., Shamaee, A., Banks, C. G., 
Bültmann, U., Smith, P. M., Tompa, E., Tucker, 
L. B., Norman, C., & Gignac, M. A. M. (2023). 
Divided in a digital economy: Understanding 
disability employment inequities stemming 
from the application of advanced workplace 
technologies. SSM - Qualitative Research 
in Health, 3. https://doi.org/10.1016/j.
ssmqr.2023.100293 

Karetny, J., Hoy, C., Usher, K. M., Clark, J. K., & Conroy, 
M. M. (2022). Planning toward sustainable food 
systems: An exploratory assessment of local 
U.S. food system plans. Journal of Agriculture, 
Food Systems, and Community Development, 
11(4), 115–138. https://doi.org/10.5304/
jafscd.2022.114.008 

Kim, J. K., Choi, I. Y., & Li, Q. (2021). Customer 
satisfaction of recommender system: Examining 
accuracy and diversity in several types of 
recommendation approaches. Sustainability 
(Switzerland), 13(11). https://doi.org/10.3390/
su13116165 

Kitchenham, B. (2007). Guidelines for performing 
systematic literature reviews in software 
engineering. Technical Report, Ver. 2.3 EBSE 
Technical Report. EBSE.

Kumari, G., & Eguruze, E. S. (2022). Positive Deviance 
Traits and Social Entrepreneurship for Women 
Empowerment Amid COVID-19. IIM Kozhikode 
Society and Management Review, 11(1), 109–125. 
https://doi.org/10.1177/22779752211030697 

Lamba, S., Omary, M. B., & Strom, B. L. (2022). 
Diversity, equity and inclusion: organizational 
strategies during and beyond the COVID-19 
pandemic. Journal of Health Organization 
and Management, 36(2), 256–264. https://doi.
org/10.1108/JHOM-05-2021-0197 

Bishop, K. L., Abbruzzese, L. D., Adeniran, R. K., 
Dunleavy, K., Maxwell, B., Oluwole-Sangoseni, 
O., Simon, P., Smith, S. S., & Thurston, L. A. (2022). 
Becoming an anti-racist interprofessional 
healthcare organization: Our journey. Journal 
of Interprofessional Education and Practice, 27. 
https://doi.org/10.1016/j.xjep.2022.100509 

Li, C., & Bacete, G. (2022). Mapping the technology 
footprint in design for social innovation. 
International Journal of Innovation Studies, 6(3). 
https://doi.org/10.1016/j.ijis.2022.07.003 

Liu, Y., Yu, Y., Zeng, X., & Li, Y. (2023). Linking 
Preschool Teachers’ Pay Equity and Turnover 
Intention in Chinese Public Kindergartens: The 
Mediating Role of Perceived Organizational 
Support and Job Satisfaction. Sustainability 
(Switzerland), 15(17). https://doi.org/10.3390/
su151713258 

Lutfi, A., Al-Okaily, M., Alshirah, M. H., Alshira’h, A. 
F., Abutaber, T. A., & Almarashdah, M. A. (2021). 
Digital financial inclusion sustainability in 
Jordanian context. Sustainability (Switzerland), 
13(11). https://doi.org/10.3390/su13116312 

Majczyk, J. (2022). Leadership development 
programs  in the context of diversity 
management: evidence  from Poland. Journal 
of Organizational Change Management, 35(3), 
696–709. https://doi.org/10.1108/JOCM-09-
2021-0274 

Mangubhai, S., Lawless, S., Cowley, A., Mangubhai, 
J. P., & Williams, M. J. (2022). Progressing 
gender equality in fisheries by building 
strategic partnerships with development 
organisations. World Development, 158. https://
doi.org/10.1016/j.worlddev.2022.105975 

Massimi, M. (2024). The fraught legacy of the 
Common Heritage of Humankind principle for 
equitable ocean policy. Environmental Science & 
Policy, 153, 103681. https://doi.org/https://doi.
org/10.1016/j.envsci.2024.103681 



32

MJBE Vol. 12 (June, No. 1), 2025,  ISSN 2289-6856 (Print), 2289-8018 (Online)

Moher D, Liberati A, Tetzlaff J, A. D. (2009). PRISMA 
2009 Flow Diagram. In The PRISMA Statement, 6, 
1000097).

Muperi, W. (2022). Role of Media in Creating Inclusive 
Gender and Disability Spaces in Tourism, 311-333. 
https://doi.org/10.1007/978-3-031-12551-5_15 

Nurasa, H., Abdillah, A., Adikancana, Q. M., & 
Widianingsih, I. (2024). Organization ecosystem 
for inclusive development in Indonesia: a 
bibliometric analysis and literature review. 
Cogent Social Sciences, 10(1). https://doi.org/10
.1080/23311886.2024.2368949 

Osorio, A. M., Úsuga, L. F., Restrepo-Carmona, J. A., 
Rendón, I., Sierra-Pérez, J., & Vásquez, R. E. (2024). 
Methodology for Stakeholder Prioritization 
in the Context of Digital Transformation and 
Society 5.0. Sustainability (Switzerland), 16(13). 
https://doi.org/10.3390/su16135317 

Platania, S., Morando, M., & Santisi, G. (2022). 
Organisational Climate, Diversity Climate and 
Job Dissatisfaction: A Multi-Group Analysis 
of High and Low Cynicism. Sustainability 
(Switzerland), 14(8). https://doi.org/10.3390/
su14084458 

Siddiq, H., Jones, F., Magnes, Z., Booker-Vaughns, 
J., Young-Brinn, A., Williams, C., Washington, M., 
Agonafer, E., Solomon, O., Oliva, A., Wells, K., & 
Heilemann, M. V. (2023). Using Community-
Partnered Participatory Research to Value the 
“Community Lens” and Promote Equity in 
Community–Academic Partnerships. Health 
Equity, 7(1), 543–554. https://doi.org/10.1089/
heq.2023.0096 

Siller, T., Atadero, R. A., Casper, A. M. A., & Paguyo, C. H. 
(2022). Leveraging Sustainability to Teach about 
Social Justice in Civil Engineering Curricula. 
International Journal of Engineering Education, 
38(3). https://www.scopus.com/inward/
record.uri?eid=2-s2.0-85171579481&partn
erID=40&md5=7fd89f000762161fb3cfaa36
01487f16

Smith, P., Nkem, J., Calvin, K., Campbell, D., 
Cherubini, F., Grassi, G., Korotkov, V., Hoang, A. 
Le, Lwasa, S., McElwee, P., Nkonya, E., Saigusa, N., 
Soussana, J. F., Taboada, M. A., Arias-Navarro, C., 
Cavalett, O., Cowie, A., House, J., Huppmann, D., 
… Taboada, M. A. (2022). Interlinkages between 
desertification, land degradation, food security 
and greenhouse gas fluxes: Synergies, trade-
offs and integrated response options. In Climate 
Change and Land: An IPCC Special Report on 
climate change, desertification, land degradation, 
sustainable land management, food security, and 
greenhouse gas fluxes in terrestrial ecosystems. 
https://doi.org/10.1017/9781009157988.008 

Stott, L. (2022). Partnership and Transformation: 
The Promise of Multi-stakeholder 
Collaboration in Context. In Partnership 
and Transformation: The Promise of Multi-
stakeholder Collaboration in Context. https://doi.
org/10.4324/9781003199434 

Sun, G., Xu, H., & Wu, D. (2022). Information Equity, 
Diversity, Inclusion, Justice and Relevance：A 
Review of the 2021 ASIS&T Annual Meeting. 
In Documentation, Information and Knowledge 
(Vol. 39, Issue 2). https://doi.org/10.13366/j.
dik.2022.02.062 

Swaminathan, S., Gedamu, J., & Sherer, T. 
(2023). Lessons learned from an evolving 
DEI programme within a global publisher. 
Learned Publishing, 36(1), 81–84. https://doi.
org/10.1002/leap.1519 

Takahashi, N., Javed, A., & Kohda, Y. (2024). How Low-
Code Tools Contribute to Diversity, Equity, and 
Inclusion (DEI) in the Workplace: A Case Study 
of a Large Japanese Corporation. Sustainability 
(Switzerland), 16(13). https://doi.org/10.3390/
su16135327 

Terry, N. P., & Albritton, K. (2022). Commentary: 
If Not You, Then Who: Equity, Social Justice, 
and the Role of School Psychologists in 
Ensuring Reading Success for All Learners. 
School Psychology, 38(1), 44–47. https://doi.
org/10.1037/spq0000525 

Vázquez-Parra, J. C., Arredondo-Trapero, F. G., 
& Guerra-Leal, E. M. (2023). Labor Inclusion 
with a Gender Perspective in Complex 
Environments: Firm Steps for the Post-Pandemic 
Economic Recovery. International Journal of 
Organizational Diversity, 23(1), 83–99. https://
doi.org/10.18848/2328-6261/CGP/V23I01/83-99 

Wall-Andrews, C., & Luka, M. E. (2022). Advancing 
Equity in Arts Entrepreneurship A Case Study 
on Gender Equity and Empowerment in 
Music Production. Artivate, 11(1). https://doi.
org/10.34053/artivate.11.1.154 

Zhou, Z., & Chibaya, T. (2022). Towards 
Gender and Disability Inclusive Tourism 
Development in Zimbabwe: Insights Through 
Sustainable Development Goals. https://doi.
org/10.1007/978-3-031-12551-5_7 


