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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 DEl and sustainable outcomes.
The review underscores DEl as a core driver of
business success and encourages organizations
to integrate DEl 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
DEl 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 positivelyimpactemployees, 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
DEl 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 thatall 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 DEl’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
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offerinsightsinto DEl'simpact on sustainability
and practical guidance for organizations
integrating DEl 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 DEl Initiatives,
“DEl  Strategies and their Impact on
Organizational Sustainability,” and “Challenges
and Opportunities in Advancing DEl for
Sustainability”

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

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

LITERATURE REVIEW

The link between DElI 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
empowerwomenin music production, fostering
diverse talent and sustainable development.
These findings suggest that embedding DEI
into organizational structures addresses social
justiceissues and drives long-term sustainability
by leveraging workforce diversity.

The link between DEl 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 DEIl. 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.

DEl 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.

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

In  conclusion, Integrating DEl 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. ldentification involves
searching databases for relevant studies and
screening to exclude low-quality or irrelevant
research. Studies are assessed forinclusioninthe
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

26

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

Record identify
through ECONBIZ
searching

Record identify
through Science
Direct searching

Record identify
through Scopus
searching
(n=312)

Identification

(n=276) (a=167)

Y I’ &
b Records after)screened
5 Scopus (n= 38), ECO_‘E[Z (n=18), Science
4 Direct (a5 24)
w (Total =78) Records excluded
Follow the criterion;
@=0) removed Non English <
2022
Conference, Book, Review
In Press
Besides Social science,
B Business, Management and
& Article access for Accounting
@ ellgibihtr (n=67T)
& (n=78)
Full text excluded.
b Studies included in qualitative Due to the out of field.
3 analysis Title not significantly.
E (n=31) Abstract not related on the
objective of the study.
No Full text access.
(n=47)

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

QUALITY OF APPRAISAL

Following the qguidelines 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? J \ \/ 3

Is the interest and the usefulness of the work \ \ \ 3
clearly presented?

Is the study methodology clearly established? J \ \/ 3

Are the concepts of the approach clearly S S S 3
defined?

Is the work compared and measured with \ \ \ 3
other similar work?

FINDINGS

THEME 1: LEADERSHIP AND ORGANIZATIONAL
CULTURE IN DET 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 DEl 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
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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 DEl 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 DEIl 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 DEl 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 DEIl approach
encompassing governance, innovation, and
social entrepreneurship.

In conclusion, the literature underscores the
critical role of leadership and organizational
culture in advancing DEIl. 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).
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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
DEl-driven organizations. Lamba et al. (2022)
and Al Arkoubi et al. (2024) found that those
prioritizing DEl 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. Vazquez-
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
DEl 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 DEl 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
DEl into organizational structures.

In summary, DEl 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
(DEl) into sustainability efforts presents
opportunities and challenges. Research
highlights DEl'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 DEl 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
DEl 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.
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In conclusion, DEI plays a crucial role in
sustainabledevelopment, butsystemicreforms
are needed to overcome persistent challenges.
Advancing gender equity, fair environmental
policies, reliable DEIl 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 DEl 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
DElI 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 DEl 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
DEl principles to enhance transparency,
collaboration, and innovation.

In conclusion, DEl 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.
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