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ABSTRACTS



ELGCB 2025 THE SPILLOVER EFFECT OF ENVIRONMENTAL VOLUNTEERING ON
WORKPLACE ASPIRATIONS: THE MODERATING ROLE OF RELIGIOSITY
IN FOSTERING ALTRUISM AND BIOSPHERIC VALUES

Purpose – Climate change and many environmental catastrophes force corporations and industries to
adjust their business process based on the triple bottom line framework. Since humans are the central
agents of change, investing in human capital on sustainability is not only the duty of industries but
also of business schools through their curriculum. On the other hand, behavioral intervention should
consider the context. Religiosity—a distinctive characteristic deeply embedded in Indonesian society
—can serve as a contextual factor that strengthens pro-environmental behavior among students. By
looking at the correlation between students’ volunteering activities and their intention to pursue a
career in green jobs, this study aims to present empirical evidence on how students’ environmental
activities interact with religiosity can contribute to forming the pro-environmental behaviour –
represented by the preference on green job, which is now timely for organizations.

Design/methodology/approach – A quantitative approach was used in this study through a survey of
students as representatives of the future generation of the green workforce. The data was collected
from 200 university students in Indonesia. A purposive sampling method was used to ensure the
respondents were involved in environmental voluntary activities, and then snowball sampling was
used to e. Given its suitability in handling complex variable relationships in empirical models, the
PLS-SEM technique was applied for hypothesis testing.

Expected Findings – Environmental volunteering activities significantly shape students’ altruistic
and biospheric values. By participating in such programs, students develop a stronger concern for the
welfare of others, reflecting increased altruistic orientation, while also internalizing biospheric
values, such as care for environmental sustainability and ecosystem preservation. Religiosity
moderates this relationship, as highly religious students experience stronger moral resonance during
volunteering, resulting in greater growth in both altruistic and biospheric values compared to those
with lower religiosity. These values influence career preferences, particularly toward green jobs.
Students with strong social and environmental values perceive sustainable careers as meaningful,
aligning personal purpose with ecological and social impact. This indicates that volunteering
experiences not only foster immediate pro- social and pro-environmental behaviors but also provide a
psychological foundation for pursuing sustainability-oriented careers. In organizational settings,
altruism encourages helping behaviors, knowledge sharing, and collaboration, while biospheric
orientation is linked to higher affective commitment and work engagement. Integrating
environmental volunteering into human resource development can promote value-based behaviors
and prepare a workforce aligned with sustainable development goals (SDGs). For younger generations,
exposure to meaningful volunteer experiences can enhance social and environmental awareness,
strengthen moral values, and shape career trajectories toward roles that contribute positively to
society and the environment.
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Originality/value – This study offers a novel perspective by examining the spillover effect of
environmental volunteering on students’ career aspirations. It specifically investigates how these
activities promote altruistic and biospheric values. By emphasizing the role of religiosity as a
contextual moderator—particularly relevant in Indonesia—the study provides new insights into how
cultural and spiritual factors can enhance the impact of volunteering on sustainable career interests.
This approach addresses a gap in the literature by incorporating religiosity into the discussion about
value formation and green job aspirations among future professionals.

Theoretical Contribution – Theoretically, this study extends current models of pro- environmental
behavior by empirically demonstrating that environmental volunteering activities significantly foster
both altruistic and biospheric values among students. It further establishes religiosity as a strong
moderating variable that amplifies the positive relationship between volunteering and these personal
values. This highlights the important role of cultural and spiritual context in strengthening the
effectiveness of value-based interventions. The study also shows how altruistic and biospheric
orientations can drive interest in green jobs, thereby bridging the gap between value orientation,
behavioral intervention, and sustainable career development.

Practical Contribution – In practice, this study indicates that the involvement of individuals in
social volunteering activities contributes to a positive resource spillover from the external to the
workplace environment. These findings can be taken away at two practical levels: industry and
business school curriculum. For industry, the finding indicates that the sustainable business
framework is also one of the indicators for Gen Z workforce preference regarding the organization
they will work with. Implementing the triple bottom line framework is beneficial not only for
increasing the company’s value in the eyes of the customers but also for job seekers. Next, the
findings indicate that involving employees in environmental volunteering activities can increase their
green behavior. For the organizational context, high altruism fosters knowledge sharing that
improves collaboration, while high biospheric values drive green behaviors that enhance operational
efficiency and reduce environmental impact. The study demonstrates that involving employees in
CSR benefits both employees and the organization. For universities, particularly business schools, it is
essential to integrate environmental volunteering activities into the curriculum, such as a
volunteering internship and a student’s case study assignment, to enhance students' biospheric and
altruistic values.

Keywords: Volunteering activities, religiosity, biospheric value, altruistic value, green job, triple
bottom framework, business school curriculum.

Paper type: Research paper



ELGCB 2025 TECHNOLOGY-DRIVEN TOXICITY: CONCEPTUALIZING DARK DIGITAL
LEADERSHIP IN CONTEMPORARY ORGANIZATIONS

Contemporary global business environments are increasingly defined by rapid digital transformation
(Barrett et al., 2021; Cascio and Montealegre, 2016) and complex technological integrations that
significantly reshape organizational practices and leadership dynamics. Within this evolving
landscape, the emergence of digital leadership offers unprecedented opportunities for innovation,
agility, and strategic advantage. However, alongside these promising developments, there exists a
critical, yet underexplored, dark dimension—termed here as "Dark Digital Leadership" (DDL)—
characterized by toxic leadership behaviors amplified by digital technology (Avolio et al., 2014;
Cortellazzo et al., 2019).

This paper introduces and explores the concept of DDL, providing a novel and rigorous theoretical
framework aimed at understanding its emergence, mechanisms, consequences, and moderating
factors within organizational contexts. Drawing on extensive literature from leadership studies, toxic
leadership (Einarsen et al., 2007; Padilla et al., 2007), and digital transformation (Barrett et al., 2021;
Leonardi, 2011), this research investigates how digital technologies interact with dark personality
traits—such as narcissism, Machiavellianism, and psychopathy (Paulhus and Williams, 2002; Jonason
et al., 2012)—and structural organizational affordances to produce uniquely toxic leadership
phenomena.

Specifically, the study delineates how manifestations of DDL, such as algorithmic surveillance,
impersonal feedback systems, and digitally mediated public reprimands, engender significant
psychological and operational distress among employees. These mechanisms intensify technostress
(Tarafdar et al., 2015; Molino et al., 2019), reduce trust and autonomy, and contribute to an
environment of fear and ethical disengagement (Bandura, 1999; Flyverbom, 2016).

The conceptual model presented in this paper identifies key dimensions through which digital tools
exacerbate traditional forms of toxic leadership, resulting in heightened burnout, disengagement, and
organizational instability. Employing Adaptive Structuration Theory (DeSanctis and Poole, 1994), the
Job Demands-Resources (JD-R) Model (Demerouti et al., 2001), and Upper Echelons Theory (Hambrick
and Mason, 1984), the paper demonstrates how digital affordances, leader cognition, and
environmental pressures converge to produce systemic leadership dysfunctions.

Addressing the strategic importance of empowering leadership for fostering resilience and agility in
contemporary global enterprises, this study explores moderating mechanisms capable of mitigating
DDL'sadverse effects. Among the moderators discussed are paradoxical leadership styles (Zhang et al.,
2015), cognitive diversity (Gümüsay et al., 2022), and digital ethical infrastructures (Islamet al.,
2022).These factors are essential for enabling constructive leadership in digitalized environments and
safeguarding psychological safety.

Moreover, the paper underscores the ethical implications of DDL, arguing for stronger accountability
and normative guidance in digital leadership practices. Responsible digital leadership, grounded in
ethical reflexivity and transparency, is vital to mitigating the manipulative potential of technology-
mediated leadership (Willmott, 1998; Ott and Hoelscher, 2023).
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ELGCB 2025 Given the interdisciplinary nature of contemporary leadership challenges, this paper bridges theory
and practice from psychology, organizational behavior, management, and digital ethics. It not only
contributes to academic discourse but offers actionable recommendations for HR leaders,
policymakers, and educators navigating digital transitions. As noted in the manuscript: “The
challenge is not solely technological, but also profoundly ethical and organizational, requiring a
reconceptualization of leadership competencies in the age of digital ubiquity.”

Finally, this research establishes a foundation for empirical studies to test and refine the proposed
conceptual framework. Future investigations may employ mixed-method approaches, longitudinal
SEM designs, and cross-cultural analyses to deepen understanding of DDL in various organizational
settings.

In conclusion, this exploration of Dark Digital Leadership significantly advances theoretical insight
into the convergence of toxicity and technology in organizational life. It contributes meaningfully to
the ongoing conversation on ethical and empowered leadership in global contemporary businesses by
revealing the hidden costs of digital transformation when left unchecked. As stated in the article,
“Recognizing and addressing the dark side of digital leadership is not optional, but a strategic
imperative for future-ready organizations.”



ELGCB 2025 LEADERSHIP ROLE MODELS ACROSS CONTEXTS: DEVELOPING A
TAXONOMY OF ROLE MODEL CHARACTERISTICS

The study of leadership development has attracted increasing scholarly interest and evolved into a
distinct academic discipline (Day et al., 2014; Harrison, 2024). Leadership development is defined as a
social process that builds human capital and social capital (Day, 2000). It evolves through
interpersonal interactions and relational dynamics that shape leadership capabilities over time (Day,
2000). Despite the substantial body of knowledge already available, the extant literature still does not
fully explain how leadership is learned. A key aspect of leadership development involves learning
within social and organizational contexts (Day, 2000), including approaches such as action learning
(Bilhuber Galli & Müller-Stewens, 2012) an experiential learning (Scholtz, 2024). Kempster (2006)
posited that a pivotal component of leadership learning occurs withing a variety of contexts and
situations that facilitate learning through observation. While role models have a considerable impact
on the leadership development of individuals (Vuhuong & Edwards, 2022), individuals often anchor
their learning about leadership from their experience with notable persons, a process that is
fundamental to the shaping of leadership perspectives (Kempster, 2006). This suggests that role
modelling can serve as an important alternative to more traditional forms of leadership development
(Gibson & Barron, 2003). 

In the extant literature, the process of role modeling has been thoroughly discussed as a part of
organizational socialization, and workplace identity construction (Eriksson-Zetterquist, 2008). To
date, however, the subject of role modeling has received limited attention in the domain of leadership
development. It has been asserted that people of outstanding achievements, access, and potential
career trajectories serve as role models to other individuals (Gibson, 2003; Ibarra, 1999; Lockwood &
Kunda, 1997), thus representing a critical component in an individual’s performance enhancement
(Gibson & Barron, 2003) and leadership development in organizational contexts (Vuhuong &
Edwards, 2022). Although role models are widely acknowledged as important in leadership
development, little is known about the defining characteristics of leader role models. This study aims
to address this gap by developing a cross-organizational taxonomy of characteristics that define role
models in the field of leadership development.

The context of management consultancies offers a particular well suited and distinctive setting for
this study. Unlike corporate firms, management consultancies operate with different structural and
career dynamics that influence the acquisition and development of leadership capabilities. The nature
of consulting work – characterized by project-based assignments, high client interaction, and
frequent team changes (Noury et al., 2017) – offers rich opportunities for individuals to repeatedly
observe varying leadership behaviors at various hierarchical levels (Smets et al., 2012), making it a
fertile ground for the identification of role model characteristics.

To conduct the analysis, a multiple case study design was adopted, with three distinct types of
organizational career trajectories selected as cases: (1) careers rooted in management consultancies,
(2) careers situated within corporate firms, and (3) careers involving a crossover from consulting to
corporate settings. The primary focus of this study lies on management consultancies, as their unique
setting creates an environment conductive to the observation of the salient attributes of leader role
models. In addition, corporate firms and crossover trajectories were included to broaden the
analytical scope of this study. Their inclusion allows for the identification of consistent role model
characteristics across diverse contexts, thereby establishing the foundation for a cross-organizational
taxonomy. The findings are based on semi-structured interviews and thematic analysis. 
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The empirical analysis of the data resulted in a coherent, cross-organizational taxonomy with six
aggregated dimensions – Leadership, Empowerment, Inter-Relation, Communication, Professional
Competence, and Management – which capture the essential characteristics that interviewees
associated with leader role models. Each dimension is underpinned by distinct sub-themes, reflecting
both the personal qualities and the concrete practices that inspire followers and shape their own
leadership aspirations.

The findings demonstrated that leader role models exert a substantial influence on the development
of leadership skills for individuals (Vuhuong & Edwards, 2022). Importantly, the findings underscore
that leadership development is fundamentally interpersonal (Day & Dragoni, 2015), highlighting the
role of observational leadership learning as a key mechanism alongside action learning (Bilhuber Galli
& Müller-Stewens, 2012) and experiential learning (Scholtz, 2024). This supports and extends
Bandura’s social learning theory (Bandura, 1977), which emphasizes development through
observation, showing how role models facilitate leadership growth in practical organizational
contexts.

This research offers practical implications for leadership development strategies, by identifying the
characteristics perceived as most influential. Therefore, organizations can more effectively shape
onboarding, staffing, and coaching to support early career development. Theoretically, the study
contributes to the leadership literature by proposing a taxonomy of role model characteristics specific
to observational learning environments.

Keywords: leadership development, role models, management consultancies, case study
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Life insurance is one of the best and only options for long term safety and protection. In promoting
international cooperation and integrating in the insurance sector, Vietnam has step by step
comprehensively developed the insurance market in advanced direction and affirmed this industry as
an effective long-term capital mobilisation channel for the economy (Vietnam’s Ministry of Finance
hereafter referred to as VMoF, 2024). According to the implementation of Resolution No. 57-NQ/TW
on breakthroughs in the development of science, technology, innovation, and national digital
transformation dated 22/12/2024 and Resolution No. 59-NQ/TW on international integration in the
new context dated 24/01/2025, the life insurance aims at providing the diversified services and
products to 15% of Vietnam’s population by 2025 and up to 18% of the population by 2030 which
maintains a sustainable growth and also creates stable insurance agents jobs for the labour market in
the era of digital transformation (Insurance Association of Vietnam hereafter called as IAV, 2025a).
Vietnam’s life insurance industry, including 19 life insurers throughout the country (MoF, 2024),
however, has been facing many difficulties and challenges in reaching consumers to consult and sell
insurance policies in the last two years. Numbers of new life insurance policies and total new life
business premiums seriously faced with continuous decreasing (VMoF, 2023; IAV, 2025b). 
As shown in Figure 1 below, in 2023, numbers of new life insurance policies achieved 1,913,546
remarkably decreased by 44% and total new business premiums achieved VND 28,180 billion highly
dropped by 45%, compared to the year of 2022. In 2024, numbers of new life insurance policies
achieved 1.708.301 continued to decrease by 11% and total new business premiums reached VND
24,512 billion noticeably dropped by 13%, against 2023 (VMoF, 2023; IAV, 2025b).

ELGCB 2025 THE CONTEXT OF LIFE INSURANCE INDUSTRY IN VIETNAM IN THE ERA
OF DIGITAL TRANSFORMATION AND INTEGRATION: PROSPECTS AND
CHALLENGES

Abstract

Figure 1: The depictive chart for number of new life insurance policies and total new life
business premiums of Vietnam’s life insurance industry.
(Source: VMoF, from 2014 to 2023; IAV, 2025b)
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Moreover, Figure 2 below indicated that number of life insurance agents also decreased significantly
in 2023 and 2024. In 2023, number of life insurance agents gained 776,107noticeably decreased by
15% compared to 2022. Continuing in 2024, number of life insurance agents reached 332,617 seriously
reduced by 57% compared to the year of 2023 (MoF, 2023; IAV, 2025b).

Therefore, given the changes in the macroeconomic landscape with digitalisation, including the
increasing use of AI, digital transformation and integration offers significant benefits but also
introduces risks (International Association of Insurance Supervisors, 2024) and the fierce increase in
competition among Vietnam’s life insurers, this study analyses the opportunities and challenges
shaping the Vietnam’s Life Insurance Industry. 

Research problem/question: 
The main research question is: How do the Strategic Breakthroughs in the Digital Transformation and
Integration Era affect the Prospects and Challenges of the context of Life Insurance Industry in
Vietnam? 

Research Objectives: 
The objectives of this project are:
1.To analyse the external factors shaping the strategic breakthroughs in the Era of Digital
Transformation and Integration of Vietnam’s Life Insurance Industry.
2.To analyse the internal factors shaping the internally digital environment of the life insurance
business in Vietnam.
3.To recommend the Prospects and Challenges of the context of Vietnam’s Life Insurance Industry.

Research Contribution:
In terms of contribution to knowledge, this research makes a substantive theoretical contribution
to identify the Prospects and Challenges of The context of Life Insurance Industry in Vietnam in the
Era of Digital Transformation and Integration based on systematically reviewing relevant literatures.
This contribution enhances the academic discourse at the intersection of life insurance business and
technology adoptions in Vietnam’s markets.
In terms of contribution to practice, the study also offers significant practical implications for
identifying strengths and critical gaps in digital practices, particularly concerning to utilise “artificial
intelligence to revolutionize marketing practices and customer interactions represents a significant
breakthrough” (Iwendi et al., 2024). Moreover, the framework reinforces firm responsibilities by
contributing to national economic development in the Era of Digital Transformation in Vietnam.
In terms of contribution to policy, at the policy level, the study contributes to the ongoing
discourse on digital governance by highlighting the need for updated regulatory frameworks that
ensure the ethical application of digitalisation in Vietnam’s life insurance business. It emphasizes the
importance of fairness, transparency, accountability, and impartiality in digital systems especially
Artificial Intelligence driven supports. 

Keywords: life insurance market, digital transformation, prospects, challenges, Vietnam.

Figure 2: The depictive chart for decreasing number of life insurance agents of the life
insurance industry in Vietnam.
(VMoF, from 2014 to 2023; IAV, 2025b)
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ELGCB 2025 STRATEGIC GOVERNANCE AND INNOVATION IN INTERNATIONAL
ORGANISATIONS: RECONFIGURING DECISION-MAKING FOR THE 21ST
CENTURY

In the face of escalating global complexity—driven by technological disruption, geopolitical
fragmentation, environmental risk, and evolving stakeholder expectations—international
organisations (IOs) are being compelled to reconfigure their governance architectures to enhance
adaptability, transparency, and innovation. This paper explores the dynamic interplay between
strategic governance and innovation in international organisations, critically analysing how
governance mechanisms enable or constrain institutional agility, cross-sectoral collaboration, and
systemic innovation capacity. It argues that strategic governance—defined as the intentional
structuring of decision rights, oversight, accountability, and adaptive learning mechanisms—is
essential for IOs aiming to remain relevant, resilient, and future-ready in a rapidly shifting global
order.

International organisations, including multilateral institutions, global NGOs, and transnational
alliances, operate across multiple jurisdictions, cultures, and regulatory environments. This
complexity has historically favoured bureaucratic and compliance-driven governance models that
prioritise stability and legitimacy over experimentation and innovation (Stone, 2013). However, the
rise of wicked problems—such as climate change, digital inequality, global health crises, and forced
migration—demands a paradigmatic shift in how these organisations govern themselves and deliver
impact (Kanie et al., 2019). Strategic governance, in this context, entails cultivating governance
systems that are both normatively legitimate and functionally adaptive, capable of integrating
innovation as a core capability rather than a peripheral function.

The theoretical framework for this study integrates dynamic capabilities theory (Teece, 2007),
institutional theory (Scott, 2014), and public governance innovation models (Sørensen & Torfing,
2016). It posits that international organisations can develop innovation capacity through governance
strategies that foster distributed decision-making, stakeholder co-creation, reflexive learning, and
anticipatory foresight. At the same time, institutional isomorphism and risk-averse cultures can
inhibit such transformation, locking IOs into path-dependent routines and symbolic compliance
practices.

This paper draws on a qualitative comparative case study of four international organisations: the
World Health Organization (WHO), the International Labour Organization (ILO), the World Bank, and
the International Organization for Migration (IOM). These entities were selected based on their
diverse mandates and varying success in institutionalising innovation. Data were collected through 32
semi-structured interviews with senior governance officers, innovation leads, and external evaluators,
alongside document analysis of strategic plans, governance reforms, and innovation lab reports.
Thematic analysis was conducted using abductive coding, enabling iterative engagement between
empirical data and theoretical constructs.
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The findings reveal that strategic governance for innovation requires three critical enablers. First,
distributed leadership and decision-rights reallocation are essential to move beyond siloed hierarchies
and empower local and regional offices to experiment with context-specific solutions. Second,
transversal governance platforms, such as innovation hubs, foresight labs, and multi-stakeholder
coalitions, are necessary to institutionalise cross-sectoral learning and reduce structural inertia.
Third, feedback-informed governance loops, including real-time data dashboards and adaptive
evaluation mechanisms, allow for evidence-based recalibration of strategies and policies in fast-
changing environments.

The study also surfaces tensions and trade-offs. For instance, efforts to decentralise governance and
promote innovation often encounter resistance from entrenched bureaucracies and donor
accountability frameworks that prioritise control over creativity. Several participants described the
paradox of being incentivised to innovate while being measured against rigid compliance metrics.
Moreover, cultural and political sensitivities in host countries can hinder the scaling of pilot
innovations, especially when governance processes lack inclusive stakeholder engagement or local
legitimacy.

Based on the empirical data, this paper introduces the Strategic Adaptive Governance Model (SAGM)
for international organisations. This model comprises four interlinked dimensions: (1) Strategic
alignment, ensuring innovation initiatives are embedded within organisational mission and values;
(2) Networked authority, distributing governance roles across formal and informal actors; (3)
Institutional reflexivity, embedding mechanisms for ongoing self-assessment and learning; and (4)
Ethical stewardship, integrating equity, sustainability, and legitimacy into innovation governance
decisions. The SAGM provides a normative and operational guide for international organisations
seeking to align governance practices with innovation imperatives.

The study has several implications. For policymakers and IO leaders, it provides actionable insights
into how governance reforms can serve as levers for innovation, rather than obstacles. For
international development practitioners and donors, the findings highlight the importance of
designing funding and accountability frameworks that reward adaptive, evidence-informed
governance rather than purely procedural compliance. For scholars, the research contributes to a
growing body of literature that seeks to reconceptualise international public administration as a site
of innovation, not merely rule enforcement.

This paper aligns closely with the conference tracks on Strategic Governance and Innovation in
International Organisations, Leadership for Sustainability and ESG Outcomes, and Responsible and
Ethical Leadership Practices. It speaks to a timely global need: reimagining the governance of
international institutions so they are fit-for-purpose in addressing the intersecting crises of the 21st
century.

In conclusion, the research underscores that innovation in international organisations is not solely a
matter of culture or capacity, but fundamentally a question of governance. By shifting from rigid,
reactive governance models to strategic, adaptive systems, international organisations can become
more agile, inclusive, and impactful in realising their global mandates.



ELGCB 2025 GREEN LEADERSHIP AND THE CHALLENGE OF GREENWASHING:
NAVIGATING AUTHENTICITY IN ESG STRATEGY
ABSTRACT 

As environmental, social, and governance (ESG) frameworks become central to contemporary
corporate strategy, organisations face increasing pressure to demonstrate environmental
responsibility and sustainability leadership. However, the rise of ESG has also been accompanied by a
surge in greenwashing—where firms exaggerate or fabricate environmental initiatives to appear more
sustainable than they truly are. This paper critically examines how green leadership—defined as a
leadership style grounded in ecological consciousness, stakeholder inclusivity, and ethical
authenticity—can counteract greenwashing and reinforce credibility, trust, and long-term value
creation in ESG-driven organisations.

Green leadership is characterised by values-based decision-making, a long-term orientation, and a
willingness to challenge short-term profit imperatives for ecological and social good (Kurucz et al.,
2017; Galpin & Whittington, 2012). In contrast, greenwashing undermines stakeholder confidence,
devalues genuine sustainability efforts, and poses reputational and regulatory risks. The central
argument of this paper is that authentic green leadership provides a vital organisational anchor
against the instrumental and deceptive use of ESG narratives. The research explores the behaviours,
capabilities, and cultural mechanisms through which green leaders promote ESG integrity and
sustainability innovation, particularly in high-risk sectors such as manufacturing, retail, and energy.

The study adopts a comparative case study design involving six multinational firms operating in
Europe and Southeast Asia. These organisations have all publicly committed to ambitious ESG targets
and have experienced either scrutiny for greenwashing or recognition for sustainability leadership.
Primary data were collected through 34 semi-structured interviews with C-suite executives,
sustainability officers, middle managers, and external stakeholders including investors, NGOs, and
auditors. Supplementary data were drawn from corporate ESG reports, third-party audits, and media
investigations. Thematic coding and cross-case synthesis were used to analyse how leadership values,
behaviours, and organisational systems shaped perceptions and realities of ESG authenticity.

Findings reveal three critical roles played by green leaders in navigating the authenticity–
greenwashing tension. First, green leaders act as sense-makers, translating complex ESG goals into
coherent strategies that align with organisational identity and stakeholder expectations. This includes
prioritising transparency in ESG disclosures, communicating both successes and shortcomings, and
resisting the urge to sanitise or exaggerate outcomes. Second, they function as culture shapers,
embedding sustainability values into recruitment, incentive systems, and cross-functional
collaboration. Organisations where sustainability was structurally and symbolically embedded
reported higher internal consistency and lower risk of unintentional greenwashing. Third, green
leaders serve as boundary spanners, engaging with civil society, regulatory bodies, and industry
coalitions to co-develop ESG standards and benchmarks that move beyond performative compliance.
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The study also identifies key challenges green leaders face in maintaining authenticity, including
boardroom tensions between profit and purpose, short-term investor pressures, and inconsistent
global reporting standards. Several interviewees admitted to moments of compromise—where time
constraints, resource limitations, or shareholder demands led to ESG messaging that outpaced actual
progress. In these cases, the presence of strong internal governance and whistleblower protections
helped mitigate reputational fallout and catalyse course correction.

Drawing on these insights, the paper introduces the Green Leadership Authenticity Framework
(GLAF). This model outlines five interdependent pillars for fostering authentic ESG leadership: (1)
values congruence, (2) transparent communication, (3) stakeholder engagement, (4) ethical courage,
and (5) accountability infrastructure. The framework emphasises that green leadership is not merely
about technical knowledge of sustainability but about relational integrity, moral resilience, and
strategic foresight in the face of ESG dilemmas.

Practically, the findings offer actionable guidance for leaders and organisations seeking to enhance
ESG credibility. These include developing ethical leadership training focused on environmental
integrity, integrating third-party sustainability audits into board governance, and using inclusive
storytelling that reflects both achievements and areas for growth. Organisations are also encouraged
to collaborate across sectors to push for harmonised ESG metrics that reduce ambiguity and
greenwashing opportunities.

Theoretically, this paper contributes to the emerging intersection of ethical leadership, sustainability
strategy, and critical ESG scholarship. While previous literature has explored the antecedents of
greenwashing (Lyon & Montgomery, 2023), few studies have focused on leadership as a proactive
force for ESG authenticity. This research positions green leadership as a strategic and ethical capacity
that must be cultivated, especially in high-impact industries navigating climate transitions and
regulatory scrutiny.

In conclusion, the study contends that green leadership offers a counter-narrative to the
commodification of ESG. By modelling authenticity, moral clarity, and system-wide engagement,
green leaders can transform sustainability from a branding exercise into a deep organisational ethos—
one capable of addressing the environmental and ethical demands of our time.



ELGCB 2025 BEYOND CULTURAL STEREOTYPES: BEHAVIORAL EVIDENCE FOR
ADVANCED CROSS-CULTURAL MANAGEMENT FRAMEWORKS

In the context of increasing globalization, the connection between cultural factors and financial
leadership has become an important but not fully studied area of business today. The presence of
these communication channels and technologies makes cultural factors, as well as cultural
differences, increasingly important in the formation and implementation of financial-investment
decisions (Ahlstrom & Bruton, 2010; Chui, Titman & Wei, 2010). In fact, many international
investment deals have failed not because of a lack of capital or technology, but because of cultural
gaps and differences in value views (Weber, Shenkar & Raveh, 1996; Morosini, Shane & Singh, 1998).
These examples show that culture plays a decisive role in cross-border financial leadership, because
leaders not only coordinate financial resources but also manage cultural differences to ensure the
sustainability of investment decisions.

However, most of the research on the impact of cultural factors on financial leadership effectiveness
focuses on developed or developing economies at the country level, while evidence on the role of
culture in financial leadership at the individual and firm levels in emerging markets remains limited.
This gap is particularly important because emerging markets not only contribute increasingly to
global economic growth but also possess distinct cultural-institutional characteristics such as East
Asian culture, family traditions, collectivism, etc. (Boubakri et al., 2013; House et al., 2004), which
may create new and distinctive forms of financial leadership. Therefore, the analysis based on
microdata of investors in Vietnam offers a unique opportunity to broaden the understanding of the
intersection between cultures and financial leadership in the context of globalization.

Using a comprehensive dataset of 975,000 transaction records of 5,000 Vietnamese individual
investors during the period 2013–2015, this study analyzes the cultural dimensions applying
Hofstede’s theoretical framework that influence financial decisions and leadership behavior in
emerging markets (Hofstede, 2001; Chui et al., 2010). The approach of this study aims to fill an
important gap in the cross-cultural management literature at the micro level, providing empirical
evidence on the moderating role of cultural factors on financial leadership effectiveness in specific
institutional and social contexts. Thereby, it provides practical cultural-financial intelligence insights
for global business leaders operating in similar cultural-institutional environments. 

The results of this study point to three important challenges to traditional cross-cultural management
assumptions. First, there is a significant difference between stereotypical assumptions about
acceptance of authority in high Power Distance cultures in Vietnam, with a PDI = 70/100 according to
Hofstede’s cultural dimension framework. The analysis results suggest that the influence of this
cultural dimension may be stronger in individuals with less experience or knowledge. The analysis
results show that the influence of this cultural dimension may be stronger in individuals with less
experience or knowledge. Specifically, the level of respect for authority among VIP investors has a
correlation coefficient of 0.12 with expert recommendations, much lower than the correlation
coefficient of 0.34 among Vietnamese investors in general. 

Quynh Nguyen
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Second, contrary to the traditional theory that Vietnamese culture is strongly collectivist with low
individualism (IDV = 20/100 according to Hofstede’s cultural dimension framework), the impact of
Collectivism does not operate uniformly on all decisions, but selectively depending on the decision
domain. Specifically, the clustering coefficient is 2.3 times higher in information sharing among
investors, but the 40% variance is significantly different in risk tolerance. Third, the findings also
challenge traditional cultural assumptions that Vietnam has low uncertainty avoidance (UAI = 30/100
according to Hofstede’s cultural dimension framework, meaning that Vietnamese people are
comfortable with uncertain choices. Third, the findings also challenge traditional cultural
assumptions that Vietnam has low uncertainty avoidance (UAI = 30/100 according to Hofstede’s
cultural dimension framework), meaning that Vietnamese people are comfortable with uncertain
choices. The research data shows that the level of uncertainty tolerance is not uniform in financial
investment decision-making. Specifically, investors show high caution in adopting new financial
instruments and new regulations in the stock market. 

The findings of this paper propose a “Financial Cultural Intelligence” training model that includes: (1)
developing behavioral observation skills to identify actual cultural influences instead of assumed
stereotypes, (2) developing adaptive management systems that create organizational processes that
can adjust to cultural complexity and change. Last but not least, the results of this study provide
international business managers and multinational investment advisors with perspectives beyond
traditional stereotypes to conduct sophisticated cultural analysis to improve cross-cultural
management strategies through training of the organization's cultural intelligence capabilities.
International business managers, cross-cultural consultants, and global financial services leaders
need to move beyond simplistic cultural theory to cultural intelligence in formulating more effective
market entry strategies and better organizational design decisions.



ELGCB 2025 BRIDGING ADOPTION AND IMPACT: HOW ACCOUNTANTS PERCEIVE AI
IN ACCOUNTING PROCESSES

Purpose – Amid the rapid advancement of digital technology, the integration of Artificial Intelligence
(AI) has emerged as a pivotal innovation with the potential to transform multiple dimensions of the
accounting profession. Within this context, the present study seeks to critically examine the
contribution of AI to enhancing the efficiency of accounting processes, strengthening human resource
competencies, and improving data quality. Particular emphasis is placed on identifying and analyzing
the key factors that influence the adoption of AI technologies in contemporary accounting practices.

Design/methodology/approach – This study employed a purposive sampling technique and utilized
a survey method by distributing questionnaires to collect data from 200 respondents who are
professionally active in the field of accounting, specifically those residing in Indonesia. The objective
was to identify key influencing factors and examine their impact on the efficiency of accounting
processes. Hypothesis testing was conducted utilizing the Partial Least Squares Structural Equation
Modelling (PLS-SEM) approach, which is well-suited for analyzing complex variable relationships
within empirical models.

Findings – This study evaluates the impact of Artificial Intelligence (AI) on the accounting
profession, offering critical insights for both theoretical advancement and practical application. This
finding may be attributed to the absence of standardized integration protocols within accounting
workflows, the limited validation of AI-generated data, and a general lack of trust in the accuracy and
transparency of the underlying algorithms. In contrast, accountants' adoption intentions are
positively and significantly influenced by the perceived quality of information and service provided by
AI systems. These results underscore the importance of users' perceptions regarding the system's
ability to deliver relevant information and reliable services as critical determinants in fostering
adoption. Furthermore, self-efficacy emerges as a significant predictor, positively affecting the
intention to adopt AI. In this context, self-efficacy refers to individuals' confidence in their ability to
effectively utilize AI technologies. Given that AI remains a relatively novel innovation within the
Indonesian accounting sector, personal capability perceptions play a crucial role in shaping adoption
behavior. Additionally, job relevance is found to have a positive impact on adoption intention,
suggesting that individuals' perceptions of AI’s compatibility with their professional tasks
significantly enhance their willingness to embrace the technology. Regarding actual usage behavior,
the study demonstrates a positive and significant relationship between usage intention and actual
implementation, supporting the theoretical assumption that strong intention translates into concrete
action. Moreover, AI adoption in accounting is found to significantly enhance knowledge acquisition,
communication quality, and decision-making quality. 

Originality/value – This study assumes a leading position by recognizing the pivotal role of Artificial
Intelligence (AI) in enhancing accounting efficiency across diverse organizational entities. It affirms
that the adoption of AI extends beyond technical advancements in accounting processes to exert
substantial influence on the human-centric dimensions of the profession. The findings underscore
that AI facilitates accountants in acquiring deeper insights, fostering more effective interactions with
colleagues and clients, and ultimately enabling higher-quality decision-making in their professional
duties. What distinguishes this research is its integration of two robust theoretical frameworks the
Delone and McLean Information Systems Success Model and Technology Acceptance Model 3 (TAM3)
to construct a comprehensive understanding of the determinants influencing accountant’s intentions
and behaviors in adopting AI. By empirically examining variables such as system quality, information
quality, service quality, self-efficacy, and job relevance, the study offers a holistic and contextually
grounded framework tailored to the Indonesian accounting landscape. 

Tazkia Angelie Firdaus, Frank Aligarh
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Theoretical Contribution
This study theoretically extends previous research models related to information system adoption,
particularly in the context of Artificial Intelligence (AI) adoption. Rather than solely focusing on the
determinants of adoption, it also highlights the positive impacts of AI implementation in enhancing
accountants' performance. Thus, this research contributes to the theoretical enrichment of our
understanding regarding the driving factors and strategic implications of AI utilization in accounting
practices.

Practical Contribution
Practically, the study reveals that while system quality does not exhibit a significant effect on
adoption intention, other factors particularly information quality, job relevance, and user self-efficacy
play a critical role in fostering technology acceptance. These insights provide valuable guidance for AI
system developers and organizational decision-makers to prioritize enhancing the relevance,
usability, and user-centered design of AI applications for accounting professionals.

Keywords: Artificial Intelligence, Adoption, Accounting Profession, TAM
Paper type: Research paper



ELGCB 2025 INCLUSIVE DIGITAL LEADERSHIP AND THE ETHICS OF AI IN
GLOBAL HRM

The rapid integration of artificial intelligence (AI) into global human resource management (HRM)
systems has prompted both unprecedented opportunities and complex ethical challenges. As
organisations embrace AI to optimise recruitment, performance appraisal, and talent analytics,
questions of algorithmic bias, transparency, accountability, and inclusivity have become increasingly
urgent. This paper investigates how inclusive digital leadership can mediate the ethical risks
associated with AI-driven HRM and foster equitable, responsible, and culturally sensitive applications
of digital technology in global business environments.

Inclusive digital leadership (IDL) is conceptualised as a leadership approach that combines digital
fluency with a commitment to inclusivity, ethical responsibility, and stakeholder engagement across
technological transformations (Muff et al., 2020; Dhanpat et al., 2023). As digitalisation accelerates,
the role of leaders in ensuring the fair and humane application of AI in people management functions
has never been more critical. This research explores the mechanisms through which inclusive digital
leaders shape AI implementation practices, particularly in multinational corporations (MNCs), and
how their leadership influences employee trust, ethical awareness, and organisational justice.

The theoretical framework of this study is informed by ethical leadership theory (Brown and Treviño,
2006), inclusive leadership (Carmeli et al., 2010), and socio-technical systems theory (Trist and
Emery, 1973). These frameworks collectively argue that technological systems are never neutral but
are socially constructed and mediated through leadership decisions and cultural contexts. As such,
leadership is central to the design, deployment, and governance of AI in HRM, particularly when these
systems are deployed across diverse cultural and legal environments.

This qualitative study draws on 30 semi-structured interviews with HR directors, digital
transformation leaders, and AI developers in global firms across sectors including finance, logistics,
and telecommunications. The organisations represented operate in at least three continents and have
integrated AI into at least one major HR function. The data was analysed using reflexive thematic
analysis, with a focus on identifying leadership practices that supported ethical and inclusive
outcomes in AI implementation.

Findings from this study indicate that inclusive digital leaders engage in four core practices that
mitigate AI-related ethical risks: (1) proactive stakeholder inclusion in system design, (2) transparent
communication about AI decision processes, (3) ethical impact assessments prior to implementation,
and (4) ongoing bias audits and human oversight mechanisms. These leaders consistently prioritised
transparency and accountability, ensuring that AI was not perceived as a ‘black box’ but as a tool
aligned with organisational values and human dignity. They also demonstrated cultural sensitivity in
adapting AI practices to different regional norms and legal standards, thereby reinforcing global
inclusivity.
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Participants highlighted the tension between efficiency gains promised by AI and the potential
erosion of fairness and human connection in HR decisions. Inclusive digital leaders were more likely
to question default settings in vendor-provided AI tools, customise algorithms to local equity
standards, and advocate for the human review of algorithmic outcomes. They also created spaces for
employee feedback and dialogue, particularly in contexts where AI decisions had significant
consequences for employment or advancement. As a result, employees in these firms reported higher
levels of trust in AI-mediated HR processes and perceived greater procedural justice.

The paper offers an original contribution by articulating a model of Ethical-Inclusive Digital
Leadership for HRM, which integrates technology governance with inclusivity and fairness principles.
This model proposes that leadership practices can act as ethical guardrails, reducing the risk of
discrimination and increasing organisational legitimacy. The study also underscores the importance
of digital empathy—leaders’ ability to anticipate and respond to the human impacts of technology—as
a critical competency for 21st-century leadership.

Practically, the study offers several recommendations for organisations. Firstly, leadership
development programmes should include AI ethics and digital responsibility as core competencies.
Secondly, firms should establish cross-functional AI ethics committees, co-led by HR and technology
leaders, to oversee the lifecycle of AI systems. Thirdly, global firms must recognise the role of cultural
context in shaping perceptions of fairness and adapt their systems accordingly. Finally, transparency
mechanisms, such as algorithmic explainability reports and ethics dashboards, should be
institutionalised to support employee understanding and trust.

Theoretically, this study contributes to emerging scholarship at the intersection of leadership, ethics,
and digital transformation. It challenges techno-centric narratives of AI adoption by repositioning
leadership as a moral and relational force within digital HRM ecosystems. In doing so, it aligns with
critical perspectives that call for the humanisation of AI in management and a rebalancing of power
between machines and people (Floridi et al., 2018; Dhanpat et al., 2023).

This paper is relevant to multiple conference tracks including Digital Leadership and Technological
Transformation, Ethical Leadership in the Age of AI, and International HRM and Leadership
Development. It is particularly salient for scholars and practitioners navigating the ethical
complexities of AI deployment across global HR systems and striving to create inclusive, human-
centred digital workplaces.

In conclusion, the study reinforces that digital leadership is not only about technological expertise,
but about cultivating ethical foresight, relational intelligence, and cultural fluency. By centring
inclusion and responsibility, inclusive digital leaders can help organisations harness AI's power
without compromising equity or human dignity.



ELGCB 2025 THE VISIONARY AI-AUGMENTED ADAPTIVE LEADERSHIP:
INNOVATING NOVEL THEORETICAL FRAMEWORKS TO ADDRESS
TECHNOLOGICAL CHALLENGES

Introduction
What type of leadership is required in the rapidly evolving AI era? Artificial intelligence is reshaping
organizations, with the global market projected to reach $826 billion by 2030 (Statista, 2024). Progress
from Artificial Narrow Intelligence (ANI) to Artificial General Intelligence (AGI) and the potential rise
of Artificial Superintelligence (ASI) raises profound leadership challenges. Experts such as Stephen
Hawking and Geoffrey Hinton caution that advanced AI may one day develop its own vision and
mission, potentially conflicting with human values and posing existential risks (Hawking, 2014;
Hinton, 2024).

Xiaolin Chen
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Figure 1:
Development Stages of AI

Note: Peifer et al., 2022

While AI enhances efficiency and decision-making, it also creates complex adaptive and ethical
challenges. Most current leadership theories, which were developed before the AI era, cannot fully
address (Heifetz et al., 2009; Davenport, 2020). This study responds by introducing the AI-Augmented
Adaptive Leadership (AIAAL) framework, integrating adaptive leadership (Heifetz et al., 2009),
spiritual leadership (Fry, 2003), and human flourishing principles (Seligman, 2011), while embedding
AI’s algorithmic logic (Davenport, 2018) as both a partner and an adaptive challenge.

Theoretical Foundations
The AIAAL framework rests on four theoretical pillars: Adaptive Leadership Theory
(Heifetz, 1994; Heifetz et al., 2009) for navigating complex, value-based challenges; Spiritual
Leadership Theory (Fry, 2003) to sustain motivation, ethics, and purpose amid AI’s potential
dehumanization; Paradigm Shift Theory (Kuhn, 1996) to frame AI’s rise as a transformative
revolution; and Sociotechnical Systems Theory (Trist et al., 1960) to align technology with human
needs. Together, these perspectives position AI not just as a tool but as a strategic co- leader
(Davenport & Redman, 2020), calling for leadership that integrates algorithmic logic with human
ethics and well-being.

mailto:xchen@my.ggu.edu
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Research Problem& Gaps
High-profile failures in AI implementation, such as at Anderson Cancer Center and major global
banks (Davenport & Mittal, 2023), demonstrate the urgent need for leadership models that go beyond
technical project management (Davenport & Westerman, 2018). The literature shows limited
empirical work on human-AI leadership interaction, with rare integration of ethical,cultural, and
interdisciplinary perspectives (Aziz et al., 2025). This gap is particularly acute in understanding how
leaders can adaptively integrateAI while safeguarding human dignity (Di Plinio, 2025), trust (Nwafor,
2021), and long-term societal well-being (Hinton, 2023; Seligman, 2011).

Research Objectives
The study aims to:
1. Investigate how AI augments core leadership behaviors.
2. Explore how leadersnavigate AI-induced adaptiveand technical challenges.
3. Identify competencies essentialfor AI-augmented adaptiveleadership.
4. Conceptualize and developthe AIAAL theoretical framework.

Methodology
 An interpretivist qualitative design (Creswell & Poth, 2022b) will be employed to explore leaders’
lived experiences within AI-intensive contexts. Data will be collected through semi-structured
interviews with 12–20 senior and middle leaders across technology, finance, healthcare, and
education sectors, using maximum variation sampling (Omeihe & Harrison, 2024). Abductive
thematic analysis (Braun & Clarke, 2021; Timmermans & Tavory, 2012) will iteratively connect
empirical findings with theoretical constructs. Triangulation with secondary data (market
intelligence, organizational reports, policy documents) will enhance validity and trustworthiness.

Contributions
 This study introduces AIAAL as a novel leadership paradigm that fuses AI’s algorithmic capabilities
with the adaptability of human-centered leadership, extending adaptive leadership theory through
the integration of spiritual leadership principles to maintain meaning and purpose in AI-driven
change. Drawing on paradigm shift and sociotechnical systems theories, it positions AI as both a
complexadaptive challenge and a strategicpartner. Practically, it delivers a competency model for AI-
augmented leaders focused on literacy, ethics, collaboration, and systems thinking (Davenport, 2018),
alongside a governance blueprint to ensure ethical, compliant, and adaptable AI adoption, offering
strategies that balance efficiency with the protection of human dignity and societal well-being.

Significance
 As Geoffrey Hinton warned at GITEX in June 2025, humanity is “entering into the unknown, where
we created an alien being smarter than ourselves. We don’t know how we can guarantee we will stay
in control." The AIAAL framework directly addresses this uncertainty by ensuring leaders develop the
foresight, ethical grounding, and adaptive capacity to guide AI integration responsibly. By embedding
human flourishing (Seligman, 2011) and ethical resilience into AI leadership practice, the framework
seeks to avert mission drift, prevent dehumanization, and promote sustainable value creation.

Conclusion
 The AIAAL framework offers a timely, interdisciplinary, and empirically grounded response to the
leadership void in the AI era. By uniting adaptive leadership, spiritual grounding, and AI
augmentation within a coherent paradigm, this research aims to advance both academicscholarship
and practical leadership capability in navigating the complex, high- stakes terrain of AI-driven
transformation.

Keywords: AI, adaptive leadership, spiritual leadership, paradigm shift, sociotechnical systems,
human flourishing, interdisciplinarity.
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ELGCB 2025 BEYOND THE GLASS CEILING: WOMEN’S LEADERSHIP FOR
SUSTAINABILITY – A LITERATURE REVIEW

The intersection of women’s leadership and sustainability has increasingly attracted scholarly and
policy attention, driven by the recognition that leadership diversity can shape how organizations
respond to complex societal and environmental challenges. The urgency of climate change, social
inequality, and global sustainability transitions has heightened the need to understand how women
leaders contribute to the achievement of the United Nations Sustainable Development Goals (SDGs).
Although an expanding body of literature has explored gender diversity and corporate performance,
the role of women leaders in driving sustainability outcomes remains fragmented and, at times,
contradictory. This paper addresses this research gap by conducting a Structured Literature Review
(SLR) that consolidates the theoretical, empirical, and contextual insights emerging from the past
decade of research on women’s leadership and sustainability.

This study adopts the Structured Literature Review methodology proposed by Denyer and Tranfield
(2003), which emphasizes transparency, replicability, and rigor in evidence synthesis. The review
draws from academic databases such as Scopus, Web of Science, Taylor & Francis, Wiley, and
Springer. The search included keywords such as women’s leadership, board gender diversity, ESG,
CSR, and sustainability, and was limited to peer-reviewed journal articles published between 2015 and
2025. After screening and applying inclusion criteria, 45 relevant papers were selected. The extracted
data were analyzed thematically, revealing seven recurring patterns that collectively explain how
women leaders influence sustainability outcomes across corporate, political, and social contexts. The
review builds on foundational theories that help explain these mechanisms. Kanter’s (1977) Critical
Mass Theory provides a sociological explanation for when gender diversity begins to translate into
meaningful influence. The theory posits that women’s voices become effective only after reaching a
“critical mass,” beyond token representation. Porter and Kramer’s (2011) Shared Value Theory
complements this by framing how leaders integrate profitability with societal impact, redefining the
purpose of business beyond economic performance. Together, these frameworks underpin the
interpretive lens of this review, enabling a multi-dimensional analysis of women’s leadership and
sustainability.

The thematic synthesis identified seven overarching themes.

Critical Mass Threshold: Women’s influence on sustainability is significantly strengthened
when their representation reaches a critical threshold. Studies show that a minimum of three
women on a board is typically needed before gender diversity begins to impact corporate social
responsibility and environmental performance.
Role Differences (CEO vs. Board vs. Committee): The positional authority of women leaders
shapes their impact. Female CEOs and board chairs drive sustainability through strategic vision,
while women on committees tend to influence specific policy and governance domains, such as
audit or CSR committees.
Innovation and Transformation: Women leaders act as catalysts for eco- innovation and digital
transformation. Evidence shows that their leadership correlates with stronger environmental
innovation, green patenting, and digital sustainability initiatives.
Profit–Society Balance: Women leaders often balance profitability and social responsibility
more effectively than their male counterparts. They emphasize stakeholder inclusion, long-term
orientation, and risk moderation, aligning with triple bottom line (TBL) and ESG frameworks.
Contextual Moderators: The influence of women’s leadership is shaped by institutional
contexts, including culture, ownership structures, and regulation. For instance, women directors
in collectivist or family-owned firms often promotesocial welfare agendas, while those in more
transparent regulatory environments strengthen environmental accountability.
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Causality Debate: While most studies find positive correlations between women’s leadership and
sustainability performance, recent work highlights that causality may be bi-directional. Some
firms appoint women leaders after adopting sustainability- oriented strategies, suggesting that
both gender diversity and sustainability evolve together.
Beyond Corporate Boards: Women’s leadership extends beyond the corporate domain. Female
political leaders, NGO executives, and grassroots activists have significantly influenced
sustainability governance, public policy, and social mobilization—broadening the understanding
of leadership in sustainability transitions.

These themes collectively indicate that women’s leadership is not a symbolic gesture of inclusion but
a substantive driver of organizational transformation and societal progress. Women leaders bring
ethical judgment, long-term orientation, and collaborative decision- making styles that align with the
principles of sustainable leadership. However, the review also reveals that this influence is not
automatic—it is contingent upon institutional settings, leadership roles, and organizational culture.

The findings contribute to both theory and practice. Theoretically, this review integrates Critical Mass
Theory and Shared Value Theory to explain how representation and value alignment jointly shape
sustainability outcomes. Methodologically, it advances a structured, evidence-based synthesis that
maps the evolution of the gender– sustainability literature. Practically, the insights emphasize that
gender equity in leadership is not only a moral imperative but also a strategic enabler of innovation,
resilience, and legitimacy in the sustainability agenda.

The paper concludes with a future research agenda that calls for greater methodological rigor through
causal and longitudinal studies, deeper cross-cultural comparisons, and exploration of women’s
leadership beyond corporate governance, including political and social institutions. By moving the
discussion beyond whether women leaders matter to how, when, and under what conditions they
matter, this review contributes to reshaping the discourse on leadership, sustainability, and gender
inclusion—inviting scholars and practitioners alike to move truly beyond the glass ceiling.

Keywords: Women’s leadership, Sustainability, Environmental, Social and Governance (ESG),
Corporate sustainability, Board gender diversity.



ELGCB 2025 UNHEALTHY ORGANISATIONS AS A THREAT TO SUSTAINABLE FUTURES

Organisations are among the most transformative constructs of human civilisation, designed to
coordinate collective effort, achieve complex goals, and serve both internal and external stakeholders.
Their ability to mobilise people, resources, and knowledge positions them as a critical “fourth factor
of production,” alongside land, labour, and capital. Through their mission statements, structural
configurations, operational processes, and leadership styles, organisations develop distinct cultures
and identities shaped by both internal dynamics and the socio-political environments in which they
operate (Di Fabio, 2021).

In today’s globalised and hypercompetitive landscape, organisations face mounting pressures from
stakeholders, regulators, and sustainability frameworks such as the UN Sustainable Development
Goals (SDGs) and Environmental, Social, and Governance (ESG) standards. Despite these
developments, many organisations remain plagued by dysfunction, toxicity, and unethical practices,
posing a significant threat to sustainable development and human well-being across cultures and
regions. Organisational wrongdoing, including fraud, discrimination, corruption, and environmental
harm, undermines efforts to promote peace, justice, equity, and environmental stewardship (Heim &
Mergaliyeva, 2024).

While organisational health has received increasing attention in management and sustainability
literature, existing studies often focus on isolated national or sectoral contexts, particularly within
Western corporate environments. This narrow scope overlooks the cross-cultural dynamics that
influence how organisational dysfunction manifests, is tolerated, and is addressed. Moreover,
dominant theoretical models such as the “Toxic Triangle” (Padilla et al., 2007) and “Normal
Organisational Wrongdoing” (Palmer, 2012) do not sufficiently account for cultural variability in
leadership styles, employee responses, and institutional accountability. There is also limited
integration between organisational health and global sustainability frameworks, particularly
regarding how unhealthy organisations may actively undermine progress toward the SDGs
(Gabbioneta et al., 2023). 

This study addresses these gaps through three key objectives: first, to conceptualize organisational
unhealthiness across cultures, identifying both universal traits and culturally specific manifestations
of toxic leadership and dysfunctional practices; second, to examine the relationship between
organizational unhealthiness and sustainable development, analysing how dysfunctional
organizations hinder progress toward global sustainability goals; and third, to propose culturally
sensitive strategies for designing and managing healthier organizations, focusing on leadership
development, ethical governance, and resilience-building practices that support long-term
sustainability.

Unhealthy organisations, often described as “neurotic,” “toxic,” or “sick”, exhibit patterns of
behaviour that are detrimental to both internal stakeholders and the broader communities they serve.
Leaders who engage in intimidation, emotional volatility, and abuse of power erode trust, suppress
innovation, and foster environments of psychological distress (Oyewunmi et al., 2025; Akinyele &
Chen, 2025; Zaghmout, 2024). Recent cross-cultural studies show that toxic leadership and
organisational unhealthiness are not confined to any one region or sector. For example, research in
East Asia highlights how hierarchical and collectivist cultures may suppress dissent and enable
authoritarian leadership styles (Stahl et al., 2024). In contrast, studies in Western contexts reveal how
hyper-individualism and competitive corporate cultures can foster narcissistic leadership and ethical
erosion (Savas, 2019). Organisational wrongdoing has far-reaching consequences. It not only affects
employee morale and productivity but also undermines public trust in institutions and impedes
progress toward sustainability goals. 

Dr Adebukola E. Oyewunmi
Teesside University, UK
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A recent integrative review highlights the need for a more systematic approach to understanding
organisational wrongdoing within the context of the SDGs, emphasising the importance of
interdisciplinary research and ethical leadership (Heim & Mergaliyeva, 2024). Similarly, Ronnie (2024)
argues that toxic leadership is a major barrier to achieving SDGs 8 and 16, which focus on decent
work, economic growth, peace, and strong institutions. 

This paper draws on comparative case studies from regions including North America, East Asia,
Europe, Latin America, and Africa to illustrate the global prevalence and consequences of
organisational dysfunction. These cases underscore the universality of unhealthy organisational
behaviour and the need for contextually grounded approaches to reform. Organisational health is
defined as the ability of an organisation to align around a clear vision, execute effectively, and renew
itself over time. It is increasingly recognised as a prerequisite for sustainable performance. Healthy
organisations foster psychological safety, inclusivity, and ethical behaviour, enabling employees to
thrive and contribute meaningfully to organisational goals (Alemu, 2025). 

This paper argues that unhealthy organisations represent a profound and underexplored threat to
sustainable futures. Their impact extends beyond internal inefficiencies to societal harm,
environmental degradation, and the erosion of trust in institutions. By examining the nature, causes,
and consequences of organisational unhealthiness across cultures, the study contributes to a growing
body of literature that calls for urgent reform in organisational design, leadership, and culture. The
future of humanity depends not only on technological innovation or economic growth but on the
health, ethics, and resilience of the organisations that shape our lives.
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ELGCB 2025 SPIRITUAL LEADERSHIP AND WORKPLACE OUTCOMES IN INDIAN
BANKING SECTOR: BUILDING A RESILIENT ORGANIZATION

Purpose: In an era of volatile geopolitics and technology-led rapid changes, the Indian banking
industry is aiming for operational excellence while grappling with the challenges of BANI (Brittle,
Anxious, Nonlinear, Incomprehensible). As par the central bank - Reserve Bank of India’s June 2025
Financial Stability Report, India’s financial system remained robust, amidst uncertain global financial
environment. While the role of regulators is important in ensuring a healthy financial system, the role
of institutional leaders is also significant for the same. The previous researchers concluded that
visionary leadership reduces cognitive uncertainty by setting up clear expectations (Bernards, 2023).
Leading with vision could be considered as an effective organizational response to the demands of an
uncertain external environment. It helps in aligning followers’ behaviour with organizational goal by
providing guidance (Maran et al., 2022). On the other hand, Ogundeji et al, (2023) argued that
strategic leadership in banking plays a pivotal role in ensuring resilience and fostering growth during
periods of economic uncertainty. 

All these prevalent research output and the existing business environment offers an interesting
proposition to study the effect of spiritual leadership practices in the Indian banking sector. The
proposed conceptual framework, derived from Fry’s (2003) Causal Model of Spiritual Leadership
indicates ‘Vision’, ‘Hope/Faith’ and ‘Altruistic Love’ as the components of spiritual leadership
construct. Practicing spiritual leadership significantly effects workplace outcomes such as ‘Job
Engagement’ and ‘Organizational Commitment’ – the crucial factors to build organizational
resilience. Further, it has been assumed that presence of ‘Motivation to lead’ as a moderating variable
would strengthen the effect of spiritual leadership on workplace outcomes. The present study
proposes to examine the effect of spiritual leadership on workplace outcomes such as ‘Job
Engagement’ and ‘Organizational Commitment’ in presence of ‘Motivation to lead’ as a moderating
factor. It further proposes to examine whether any difference lies in the perception of public and
private sector bank employees on the effect of spiritual leadership on aforementioned workplace
outcomes. 

Design/methodology/approach: 
The proposed research paper dealing with a perspective on the effect of spiritual leadership on
workplace outcomes vis-à-vis organizational resilience amidst uncertainty, is based on cross-
sectional empirical study. After data collection using the survey instrument, partial least squares
structural equation modelling (PLS-SEM) was applied to check relations between the constructs. 

Findings:      
The findings would be presented as the results of hypotheses testing. 
Practical Implications: 
Banks are a crucial intermediary in the financial system of a country. Our nation is no exception. In
India, banking contributes to more than three-fourths of funding needs of the economy.
Consequently, a robust and resilient banking sector is closely interlinked with overall growth of the
Indian economy. Consequently, an effective and resilient leadership model for the Indian banking
sector is of utmost importance which would be covered in the proposed paper. 

Keywords: spiritual leadership, job engagement, organizational commitment, organizational
resilience, crisis and uncertainty
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Affirmative action, started in 1960s formally from the USA, was designed to address different forms of
inequality, such as discrimination, social exclusion, and marginalisation, through preferential
treatment because people were treated differently based on individual attributes, for instance, skin
colour and sex (Sunam et al., 2022). Despite the legal protection of marginalized groups,
discrimination continues to exist in the society which leads to introduce affirmative action (Ntol and
Anthony, 2025) in other countries for instance, India, Banglades, Malyasis and Nepal too but in 2023,
the USA has completely banned nationwide from using affirmative action in college admission
(Rosenthal, 2023). Nam (2025) argued that the effects of the affirmative action bans did not bring
neutral outcome, rather the women representation in city level law enforcement was reduced but the
USA itself stopped using it in college admission in 2024. Further, Kurtulus (2016) states that the
future of affirmative action is uncertain. With such changing scenario, this research focuses on the
future of affirmative action specially in the context of Nepal civil service employment. 

Nepal is a developing country with the caste system in the past, has started affirmative action
(Reservation system) in 2007 for the first time in civil service employment and has continued to date,
where gender, caste, and ethnicity are the main criteria for disadvantaged groups. In 2007, Nepal had
a unitary system and later it shifted into a federal country. However, the same reservation system is
still in practice and has not undergone any modifications or reviews. This research investigated on the
reservation system in the context of Nepal civil service employment by connecting with the
representative bureaucracy theory. It identified some strategies on how reservation system could be
effective in future in the Nepalese context and suggested to the Government of Nepal to make this
system better in future. 

This is qualitative research. Data were collected from mid-level and senior-level civil service
employees to explore their experiences and perceptions regarding the impact of the reservation
system. Semi-structured interviews (n=14) and focus group discussions were carried out from
purposively selected civil service employees, and NVIVO 12 was used to analyse the collected data. 
Based on the data, some concrete strategies were developed and recommended to improve the
reservation system in the Nepalese context. Six different themes were developed as future strategies
in the context of the Nepalese civil service. 

Findings: Future strategies of affirmative action in Nepal's civil service employment

Theme : 
Future Strategy

Sub-theme 1: Review the current policy.
Sub-theme 2: Develop a real-time database.
Sub-theme 3: Set clear indicators to identify targeted
individuals.
Sub-theme 4: Education and Capacity Development
Sub-theme 5: Support by other policies
Sub-theme 6: Exit policy

ELGCB 2025 FUTURE OF AFFIRMATIVE ACTION: A CASE STUDY OF NEPAL CIVIL
SERVICE EMPLOYMENT.

Rita Lamsal, Dr. Denis Hyams-Ssekasi; University of Greater Manchester, UK
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Regarding future strategies of affirmative action in Nepal civils service, the research found that
reviewing the reservation system first is necessary and then the system modality could be changed to
ensure active representation in civil service employment. Similarly, research found that the real-time
database is necessary to show progress and evaluate the reservation system. Data helps for reviewing
the policy, changing the modality, or taking steps for exit. Real-time database regarding population
structure and civil service employees' structure help for effectiveness of the system. Most of the
findings are supported by literature. The research also found that the targeted individuals need to be
identified based on certain criteria such as income level, socio-economic status, family background, or
HDI (Human Development Index) indicators because as highlighted by Mushariwa and Papacostantis
(2016), people cannot be confirmed as disadvantaged just because of belonging to a targeted group.
Also, capacity enhancement and education need to be ensured for everyone besides poverty and
geographical location. This research also supported Dabgotra and Gupta (2023) that the government
could add more effort for the targeted population to achieve better education and awareness so that
the reservation system could ensure higher benefits. Similarly, Other supporting policies and
programs may need, for instance, some outreach programs to mainstream disadvantaged groups
(Archibong and Sharps, 2013) because only a reservation system is not enough to change marginalized
people's lives and provide equal opportunities for the disadvantaged group (Sunam et al., 2022). Once
equality is ensured, changes can be proved through numerical data and improved HDI score to meet
the goal, then slowly exit strategies could be taken for the reservation system as it is better for the
short term only. 

Hence, this research is useful for the policymakers of Nepal to review and make modifications to the
policy. Overall, this research contributes to the literature by adding a new contextual experience and
to the policymakers of Nepal to improve the system in the future.
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ELGCB 2025 DYNAMIC LEADERSHIP – KEY TO STRENGTHENING THE
EFFECTIVENESS AND SUSTAINABILITY OF CIVIL SOCIETY
ORGANISATIONS (CSOS) IN MALAWI

Context. Increasingly, it is accepted in many developing countries that the state can no longer be the
sole provider of goods and services for eradicating poverty and ensuring sustainable development
among its people (Lekorwe & Mpabanga, 2007). As such, Civil Society Organisations (CSOs) continue
to be recognised by development practitioners as important agents of development (Booth et al.,
2006; Marinkovic, 2014; Lembani, 2018). However, the future sustainability of Malawian CSOs
remains uncertain because of various internal and external challenges. Globally, a combination of
several factors and strategies are considered critical for CSO effectiveness and future sustainability.
Despite the various existing theories, there is a lack of clarity and consensus on key factors that are
instrumental to CSO effectiveness and sustainability (Ghaus-Pasha, 2004 & 2005; Makuwira, 2011).
Using the existing global theories, the study conducted a primary survey and comprehensive literature
review to identify key factors that influence effectiveness and sustainability of CSOs in Malawi. 

Methodology. The survey used a combination of quantitative and qualitative methods to collect data
from 175 diverse CSOs across the country, comprising of international and local CSOs, representing
the supply side or duty bearers; and community-based organisations/structures (CBOs), representing
the demand or recipient side, using a structured questionnaire. The survey used both quantitative and
qualitative approaches in analysing the data generated, focusing on descriptive statistics and
reinforced by qualitative/thematic analysis (Trochim, 2000; Braun & Clarke, 2012; King, 2004).
Additionally, the study conducted an extensive primary and secondary literature review (Creswell,
2012; Qais, 2017; Faryadi, 2018). 

Results. Results from the primary survey show that leadership (with 83.1% score), is one of the eight
key factors that are collectively deemed instrumental to CSO effectiveness and sustainability in
Malawi. Other key factors identified are: Financial Viability (85.2%), Partnerships (84.9%),
Institutional Governance (83.0%), Organisational Capacity (82.8%), Legal and Regulatory Frameworks
(80.3%), Programming Approach (77.2), and Political Environment (72.8%). Leadership, therefore,
constitutes one of the key factors of the civil society organisations’ effectiveness and sustainability
framework (CSO-ES framework) developed by the study to provide guidance towards CSO system
strengthening in Malawi. 

Leadership can be defined as the ability to influence, inspire and motivate people, organizations and
societies to achieve and go beyond their goals (Harrison, 2018; Sturgeon, 2006). The survey results
indicate that, for Malawian CSOs to be effective, visionary and inspirational leadership is key (75%) to
inspire confidence in and support among the people who are needed to achieve organisational goals.
At the same time management needs to mentor staff to enhance their capacity and build their
enthusiasm (43%), so that they can unleash their potential and effectively contribute to
organizational objectives and growth. 
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These results are augmented by findings from literature review on potential key factors influencing
performance of CSOs, that the success of an organization is reliant on the leader’s ability to optimize
human resources (Lwin, 2019), which are considered the life force and energy of CSOs (Sturgeon,
2006; John, 2016). As echoed by Gaventa, (2001), one of the prime factors affecting success or failure
of CSOs is the motivation for staff to get involved. As such, leadership is a survival key for CSO
sustainability in the developing world (Kusi-Appiah, 2006; Lekorwe & Mpabanga, 2007). This
observation is corroborated by research into 68 case studies from around the world which concluded
that in several of the most successful cases of development, their success can be attributed to a large
measure to strong leadership (Zonneveld, 2001).  

The study results also speak to the sustainability leadership model which advances the notion that
sustainability depends on dynamic and ethical leadership with, among other competencies, capacity
to engage in creating transformative change and develop a skilled, loyal, and highly engaged
workforce (Avery & Bergsteiner, 2011; Kouzes & Posner, 2012; Northouse, 2018). Therefore, CSOs
need to develop distinctive leadership qualities and a unique set of actions to drive performance and
promote long term sustainability amidst the complex and increasingly challenging political, socio and
economic environments (Doppelt, 2010; Visser & Courtice, 2011). Therefore, the results from the
primary survey, complemented by findings from literature review provide sufficient evidence on the
importance of dynamic and visionary leadership in influencing CSO effectiveness and sustainability in
Malawi. The revelation fills the knowledge gap on lack of clarity and consensus on key factors that
influence CSO effectiveness and sustainability; and therefore, adds to the literature on CSO
leadership and sustainability within the Malawian CSO landscape as well as in other developing
countries’ context. 

Conclusion. The study has revealed that leadership plays an important role in the management of
CSOs; and that to be effective and sustainable, CSOs need visionary and motivational leaders to
articulate the vision, develop clear strategies, inspire and mobilize others to follow. Such leaders will
enhance staff motivation and commitment, push forward the development agenda and in turn
promote effectiveness and sustainability. The study is an original piece in several aspects (Guetzkow
et al., 2004; Phillips & Pugh, 2010; Gill & Dolan, 2015). Firstly, such a detailed and systematic
empirical study on CSO effectiveness and sustainability has not been carried out before in Malawi.
Further, the study revelation on leadership fills the knowledge gap on lack of clarity and consensus on
key factors that influence CSO effectiveness and sustainability and hence adds to the literature on
CSO development agenda in Malawi and other developing countries’ context. Additionally, the study
revelation contributes an original and valuable insight into the relationship among dynamic
leadership, CSO effectiveness and sustainability; and provides guidance to decision makers and
implementers towards enhancing CSO system strengthening in Malawi for transformational change
and long-term sustainability. The study recommends that, if CSOs in Malawi have to improve, be
more effective, and sustained, leadership development needs to become a priority on their
development agenda, to provide inspiration, strategic oversight and guidance. Secondly, CSOs must
strive to have leadership that is visionary, and inspirational to provide the much-needed guidance for
organizational effectiveness and sustainability.

Keywords: Civil Society Organisations, Leadership, Development, Effectiveness, Sustainability 
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ELGCB 2025 LEVERAGING AI IN THE SUPPLY CHAIN OF TRANSNATIONAL
EDUCATION

Swift globalisation in Education field leads to rise of Transnational education (TNE) that programme
and courses are delivering across the borders (Moquin, 2024). Any institute that want to have any
place in the market demand and higher quality needs should use technology like Artificial
Intelligence.AI is able to transform the supply chain in the TNE by increasing efficiency and
improving learning facilities also make decision making faster and more accurate (Sirkeci and Lo
2023). 

This research Examines how can AI technologies enhance the efficiency and effectiveness of supply
chain processes in transnational education and challenges that institutes care confronting. 
Through a review of existing literature and findings, its show that AI artificial intelligence (AI)
explores into the methods of how creating intelligent machines, algorithms and programs that lead to
the creative problem-solving abilities by system or machine that have traditionally done by humans
By utilizing Artificial intelligence that have effect on minimising labour also enhancing supply chain
process also quality standards, streamline procedures and supply chain responsiveness, efficiency and
productivity enhance in entire businesses (Amirkolaii et al., 2017)AI in education is making
administrative tasks more simplify by automating processes like admissions and student supports that
is leading to reducing resources work load and allowing staffs to have more focused on strategic plan
and task that have added value for institute. As an example, AI chatbots can offer 24/7 support to
students (Sirkeci and Lo 2023). 

According to Knisley (2024) Integrated generative AI allows supply chain decision-makers to have
faster and data-driven discussions with virtual assistants, enhancing their problem-solving abilities.
This technology enables staffs to focus on complex issues and refine workflow designs. Incorporating
generative AI and foundational models can significantly enhance supply chain capabilities.
Integration of AI in TNE supply chain will help educational institute from different countries work
together more efficient by enabling them to talk together and share resources that is leading to
enhance collaboration between university and their partners 

the research aim is to innovate and improve the delivery and management of transnational education
through the strategic use of AI technologies.

There are important issues that need to be solved when using AI in supply chain of education included
Dara privacy and make sure accurate input also considering partners abilities to access technology
and both sides are benefit. As AI is changing higher education, use it responsibility is more important
due to fairness. Teaching centres are under pressure to balance pros and cons of new technology. AI
tools are hanging very quickly and needs to help everyone understand it. By facilitating discussions
and providing resources on the ethical implications of AI, CTLs can encourage a thoughtful approach
to its integration in education. It’s very important to provide training for tutors and staffs to use
benefit of AI in supply chain that will lead to improve teaching and learning outcomes (Wargo and
Anderson 2024).

UNESCO has developed A competency framework for both students and Tutors. this framework is
informing students and teachers about potential and risk of AI. this framework aim is to give students
skills and knowledge and value needed to efficiency use AI (Fengchun et al., 2024).
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Using AI in the supply chain of transnational education (TNE) can significantly boost and enhance
operational efficiency also male learning process more personalize and improve collaboration.
Addressing challenges will be crucial for future of education business .
This study is Considering AI in the Supply Chain of Transnational Education from qualitative lenses
as gathering data and analysing data are non-numerical also data are comprehending concepts and
opinions or experiences. This method is allowing for collect depth information about issue and
creating a new research concept (Bhandari, 2022). Thematic analysis is the best method to analysis
data gathered from qualitative data. Its flexible and useful in many areas (Braun et al., 2019, p. 844).
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ELGCB 2025 THE IMPACT OF ESG INVESTING ON PORTFOLIO PERFORMANCE IN THE
UK FINANCIAL MARKET

Environmental, Social, and Governance (ESG) investing has emerged as a transformative force in
global financial markets, with the United Kingdom positioned at the forefront of this shift. As
investors increasingly prioritize sustainability alongside profitability, ESG-oriented investment
strategies have gained traction among institutional and retail investors alike. This study explores the
impact of ESG investing on portfolio performance within the UK financial market, assessing whether
ESG-compliant portfolios deliver competitive financial returns compared to conventional investment
strategies.

The research is motivated by the growing integration of ESG principles into financial decision-
making, driven by regulatory reforms, stakeholder activism, and climate-related financial disclosures.
The UK government’s commitment to achieving net-zero carbon emissions by 2050 and the Financial
Conduct Authority’s (FCA) push for transparent ESG reporting have catalyzed the adoption of
sustainable finance practices (FCA, 2021). Moreover, the London Stock Exchange Group (LSEG) has
introduced ESG scores and sustainability indices, such as the FTSE4Good Index, to guide investors in
evaluating corporate responsibility and long-term value creation (LSEG, 2023).

This study employs a quantitative research design, analyzing the performance of ESG-focused
portfolios relative to traditional equity portfolios over a six-year period (2018–2024). Data is sourced
from publicly available platforms including the FTSE Russell, Morningstar UK, and the UK Office for
National Statistics (ONS). ESG scores are obtained from LSEG and MSCI, while financial performance
metrics such as annualized returns, volatility, and Sharpe ratios are calculated using historical fund
data. The sample includes UK-based mutual funds and exchange-traded funds (ETFs) with explicit
ESG mandates, as well as comparable non-ESG funds matched by sector and market capitalization.
The analysis reveals that ESG portfolios in the UK exhibit comparable, and in some cases superior,
risk-adjusted returns relative to their conventional counterparts. Specifically, ESG funds demonstrate
lower volatility and higher Sharpe ratios, suggesting more efficient risk management and resilience
during market downturns. These findings align with prior research indicating that ESG integration
can enhance portfolio stability and investor confidence (Friede, Busch & Bassen, 2015). Additionally,
sectoral analysis shows that ESG portfolios tend to overweight industries such as renewable energy,
technology, and healthcare, which have experienced robust growth in recent years.

Investor sentiment data from the Bank of England and Unbiased UK surveys further supports the
upward trend in ESG investing. A 2023 report by Unbiased UK found that 57% of UK investors now
hold ESG investments, with younger demographics—particularly Gen Z and millennials—leading the
shift toward sustainable finance (Unbiased UK, 2023). This generational preference underscores the
evolving values of investors who seek to align their financial goals with ethical and environmental
considerations (Moussa, 2024).

However, the study also acknowledges limitations and challenges in ESG investing. The lack of
standardized ESG rating methodologies across providers can lead to inconsistent assessments of
corporate sustainability. Moreover, greenwashing—where companies exaggerate their ESG credentials
—poses a risk to investor trust and market integrity (OECD, 2022). To address these concerns, the UK
government and regulatory bodies have introduced initiatives such as the Green Finance Strategy and
the Sustainability Disclosure Requirements (SDR), aimed at enhancing transparency and
accountability in ESG reporting (HM Treasury, 2023).
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In conclusion, this research contributes to the growing body of literature on sustainable finance by
providing empirical evidence on the performance of ESG investments in the UK context. The findings
suggest that ESG investing not only aligns with ethical and environmental goals but also offers
competitive financial returns, making it a viable strategy for long-term portfolio management.
Policymakers, asset managers, and investors can leverage these insights to refine ESG frameworks,
promote responsible investing, and support the transition to a more sustainable economy.



ELGCB 2025 PSYCHOLOGICAL CONTRACTING: A PROPOSAL FOR A COMPASSIONATE
APPROACH POLICY TO LEADERSHIP IN HIGHER EDUCATION (HE)

Context / Background
Higher Education (HE) is experiencing rapid, disruptive transformation. Traditional command-and-
control teaching approaches are proving inadequate amid shifting student expectations, increased
focus on well-being, and technological innovation. Educators are being called to adopt stronger
leadership, emotionally aware, and adaptive (Slimi, 2023). As their role shifts from knowledge-
deliverer to learning facilitator, new pedagogical models must centre on compassion, mutual growth,
and trust.

Research Aim
This conceptual paper proposes a new model of teaching and leadership in HE by integrating three
key constructs related to leadership from different disciplines, like coaching and psychology -
Integration of the Intentional Change Theory (ICT) (Boyatzis & McKee, 2006) - Compassionate
leadership with Self Determination Theory (SDT) (Taylor, Passarelli, and Van Oosten, 2019) and
Psychological Contracting (Rousseau, 1990) and Coaching practice. The aim is to explore how this
integrated approach may improve teaching practice and relationships, increase teacher engagement
and emotional wellbeing, and reshape teaching policy in HE.

Rationale
Blending Intentional Change Theory (Boyatzis & McKee, 2006) and Self Determination Theory
(Taylor, S.N., Passarelli, A.M. and Van Oosten, E.B., 2019) offers a robust theoretical framework and
practical guidance applicable to HE that integrates compassionate and sustainable self-directed
framework to support teacher and student development through vision-led engagement. This vision
can be embedded in teaching via teaching and coaching contracting integrated to it.

Psychological contracting refers to individuals’ beliefs about mutual expectations and obligations.
Although extensively studied in workplace settings (Rousseau, 1990; Schalk & Roe, 2007), its
application to classroom teaching remains mainly underexplored. In HE, an implicit psychological
contract has an important role to play throughout a teaching and learning journey between educators
and students, from the first to the last class shaping motivation, trust, and performance
(Demirkasımoğlu, 2014).

Drawing from coaching literature, the practice of contracting is key in establishing clarity and
relational expectations in coaching partnerships (Gettman, Edinger & Wouters, 2019). Applied to
teaching, this lens can reveal how early-stage teacher–student interactions shape long-term
engagement. Group coaching, rather than team coaching for this research, introduces the concept of
the “container”, the coach’s ability to hold emotional discomfort while enabling growth (Wrogemann,
2016). Similarly, teachers must navigate classroom emotions to create psychological safety.
These models position teaching as a facilitative process that supports students in shaping aspirational
futures and personal growth. Recent work by Lim, Patel, and Shahdadpuri (2024) affirms the efficacy
of coaching-informed teaching in HE, particularly in reducing anxiety and enhancing performance
and well-being. Their study, centred on encouraging discovery and inquiry over direct instruction,
supports the relevance of coaching principles in academic settings.
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Methodology
This proposed qualitative case study (Gerring, 2007) will investigate how psychological contracting
and coaching-informed practices operate within teaching. Data will be gathered through classroom
observations and semi structured interviews, from one Institution, BPP University, a Global education
provider, with a predominant international student presence, The Professional Standards Framework
2023, developed by Advance HE, is the current observation framework used within BPP, combines
they will support deep thinking and self-awareness of teaching practice. Thematic analysis (Braun &
Clarke, 2006) will be used to analyse the data, due to the advantages this method offers through the
flexibility to identify patterns and comprehend the data. While empirical work has not yet
commenced, both authors draw on extensive teaching and coaching experience to shape the study
design. The study will also explore how contracting is conducted and perceived by both educators and
students. Ethics approval will be requested in accordance with institutional timelines. 

Expected Findings
Although results are not yet available, the study anticipates that coaching-contracting approaches,
when integrated with compassionate leadership, will:

·Foster a sense of mutual respect and shared responsibility between teachers and students.
·Lead to improved academic engagement and adaptive leadership capacity among educators.
·Student-teacher engagement.
·Creation of a safe space for teaching and collaboration.

Implications
This research seeks to fill a critical gap in literature by extending psychological contracting theory
from staff development to teaching. By framing the educator as both a coach and a container, the
paper offers a practical, emotionally intelligent framework for relational teaching in HE. It also
informs institutional HE policies related to faculty development, pedagogical design, and
compassionate leadership training.

Limitations
As a conceptual proposal, the scope of this study is initially limited to a single institution and a small
group of educators. Future work will require broader validation across disciplines and student groups.
Ethical dimensions, particularly regarding observation transparency and the readiness of both tutors
and students to engage in coaching relationships, will be carefully addressed in further studies.
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ELGCB 2025 ECONOMIC DUALITY AND TRANSGENDER INCLUSION IN URBAN INDIA:
EVIDENCE FROM DELHI- NCR, INDIA

Transgender individuals in India continue to face systemic socio-economic exclusion despite recent
notable legal recognition and policy advancements. This study introduces the concept of economic
duality—the concurrent participation of transgender individuals in both mainstream employment and
survival economies, such as sex work and begging. The phenomenon reflects the limitations of
current inclusion frameworks that emphasize access but overlook structural inequities, wage
disparities, and social stigma. Using primary survey data from 335 transgender individuals in Delhi-
NCR, this study employs descriptive statistics and binary probit regression to analyse the
determinants of participation in mainstream and survival economies. The model considers key
demographic variables such as gender identity, education level, and income quintile, with marginal
effects estimated and plotted for interpretation. Higher education and income levels significantly
increase the probability of engagement in mainstream economies, while transgender identity is
independently associated with reduced access. Conversely, low income and limited education
correlate strongly with survival economy reliance. Notably, even those in formal employment often
supplement income through informal work, reinforcing the reality of economic duality. The findings,
interpreted through Amartya Sen's Capability Approach and Queer Political Economy, reveal that
formal economic inclusion does not guarantee dignity, stability, or empowerment. The study
advocates for structural interventions—such as affirmative hiring, wage equity, and targeted financial
services—to dismantle economic duality and promote sustainable economic inclusion for transgender
individuals in India.

Keywords: Transgender, mainstream economies, survival economies, economic duality,
marginalization
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ELGCB 2025 STUDENT RETENTION IN HIGHER EDUCATION: A THEORETICAL
FRAMEWORK OF STRATEGIC INTERVENTIONS IN GREECE

The high rates of dropout in Higher Education remain a serious, multifaceted issue that needs to be
tackled worldwide. According to surveys conducted by Eurostat in 2024, the adult students enrolling
in Colleges and Higher Education reach the explicit 44,2%, increasing almost by 1% every year
(Eurostat, 2025) expecting to accomplish 45% by 2030. Even though the numbers show an increase in
adults’ pursuit of their right of education, it seems that they usually meet challenges in fulfilling their
academic goals and therefore their graduation. Especially when adults face academic challenges,
socioeconomic imbalance, added by psychological difficulties, result in underachievement and
dropout. Under these circumstances, the need for specialized, evidence-based programs tailored to
this target group is undoubtedly rising. 

Major dropout factors globally
According to UNESCO (2025) the global gross enrolment ratio in tertiary education has risen from
19% to 43% an increase of more than 100% since 2000. Europe and Northern America and Eastern and
South-Eastern Asia have the highest ratios in 2021 followed by Central and Southern Asia and Sub-
Saharan Africa which have ratios at or below 30%. Even though the enrolments are on a constant rise,
the dropout rates still remain at high levels. 

Research has shown that the dropout has a significant impact on institutions leading to financial loss
and reduced subsidies (Acevedo, 2023). However, the reasons vary in each continent, showing that the
issue must be dealt with tailor-made measures. Nevertheless, common ground among the globe,
concerning the reasons of dropout, shows that these can be personal and social problems, poor
academic performance, financial difficulties, psychological and other mental issues as well as
institutional dissatisfaction (Lorenzo-Quiles, Galdón-López and Lendínez-Turón, 2023; Angelica and
Diaz, 2023; Cabrera, Dalagan and Lugo, 2025).

The annual report from the Hellenic Authority for Higher Education (2023) in 2022 concerning
graduations, ranked Greece last among all European countries, with a rate of only 9.8%, which is far
from the European average (23.9%). The highest shares of graduates among students in Europe are
found in Ireland (35.4%) and France (30.7%). This is a significant factor to take into account and
extend research on this particular area.

Dropout factors in the Greek Higher Education
Despite increased international focus on dropout interventions, Greek higher education lacks
systematic, evidence-based frameworks addressing both academic and wellbeing-related dropout
factors. This paper proposes an integrated theoretical model tailored to the emerging Greek private
higher education landscape. Some surveys, the ones conducted by Karalis, Sakkoulis and Vergidis
(2025), Stylianou and Milidis (2024) and Androulakis et al. (2021), report that the main reasons of
dropout in a large-scale public university are mainly personal and family difficulties, time
management, academic underachievement and financial factors. Along with these findings, an
intervention such as a ‘’Writing Centre’’ has been established in one institution in the Greek Tertiary
Education to promote inclusiveness in the community, regardless of the students’ individualized
needs (Samioti, 2023). In our case, to our knowledge, evidence-based interventions remain
underexplored in the Greek academic literature. 
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ELGCB 2025 Interventions for students at-risk of dropout
Most of the surveys around the world agree on the fact that dropout occurs during the first academic
year and intervention programmes must be applied within this specific academic time frame (Pei and
Zaki, 2025; Reed et al., 2009) Allegedly, identifying the early signs of students at-risk are vital in order
to act proactively and prevent them from dropout. AI-tools such as software and detection platforms
can play a significant role in this procedure (Times Higher Education, 2024).

The challenge is to interweave tailor-made intervention programmes according to individual risk
factors. Successful intervention programmes (Reed et al., 2009) have pinpointed that designing
structured courses for first year students can lead to success and increased grades compared to a low-
intervention programme. Apart from the figures, Stanford University issued a report at the annual
World Happiness Report (Pei and Zaki, 2025) analysing the need to examine interventions on social
connection and ties among the students by identifying behavioural patterns which can lead to
happiness, wellbeing and therefore satisfaction and retention. Additionally, HERO-based (Hope,
Efficacy, Resilience, Optimism) interventions can be embedded in order to maximize the results in
restricting the high rates of dropout in Higher Education (Jaffu et al, 2024). 

To the best of our knowledge, a holistic intervention plan combining academic support with an
emphasis on wellbeing, such as successful evidence-based high-intervention courses designed to
provide both learning (Reed, 2009) and wellbeing strategies (Jaffu et al., 2024; Pei and Zaki, 2025)
have not yet been accommodated in the Greek Higher Education which is not just timely but essential
for the Greek academic context.
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ELGCB 2025 VALUE CREATION STRATEGIES AND PERFORMANCES OF
HUMANITARIAN MEDICAL LOGISTICS IN AFRICA AND ASIA.

The escalating occurrence of floods, earthquakes, hurricanes, tsunamis, mudslides and human
activities such as wars, terrorist attack have led to continuous need and provision of emergency aid
worldwide (Huang, 2021). Humanitarian logistics is the strategic coordination of the efficient
transportation of commodities and services from sources of donation to destinations of consumption,
with the primary objective of mitigating the hardships faced by the vulnerable, (Timperio et al., 2022).
In this context, humanitarian medical logistics encompasses the transportation and warehousing of
humanitarian relief supplies to those in need to preserve their lives (Praneetpholkrang et al., 2021).
Humanitarian Medical Logistics (HML) has gained increasing importance amid recurring health crises,
natural disasters, and conflicts in resource-constrained settings. Despite its central role in ensuring
effective healthcare delivery, HML in Africa and Asia continues to face systemic barriers such as
infrastructural deficits, coordination gaps, and chronic resource limitations. These persistent
challenges underscore the need for robust value creation strategies (VCS), particularly through the
adoption of Information Communication Technology (ICT) and innovation (Huang, 2021; Malmgren,
2021; Sharp, 2019).
Despite the critical importance of these strategies, prior research has predominantly focused on
commercial supply chains or general humanitarian logistics in developed regions, leaving significant
empirical and theoretical gaps regarding their application and effectiveness in HML within Africa and
Asia. Notably, the intersection of ICT and innovation in these contexts, as well as the moderating role
of communication, remains underexplored (Behl & Dutta, 2019; Kovács & Tatham, 2021; Dubey et al.,
2018). To address this research gap, this research addresses the following research questions.
1.How does information communication technology (ICT) influence the performance of humanitarian
medical logistics in Africa and Asia?
2.How does innovation influence the performance of humanitarian medical logistics in Africa and
Asia?
3.What is the moderating effect of communication on the relationship between value creation
strategies (ICT and Innovation) on the performances of Humanitarian medical logistics in Africa and
Asia.
To investigate these questions, this study conducted a comprehensive review of relevant literature,
focusing on the theoretical frameworks underpinning value creation strategies and their application
in humanitarian logistics. This study applies the Resource-Based View (RBV) theory, typically utilised
in corporate and commercial sectors, to humanitarian logistics, a field that remains relatively
underexplored (Barney, 2021: Dubey et al., 2020). This study also introduces empirical validation of
the moderating effect of communication on the relationship between VCS and HML performance. The
finding that communication does not significantly moderate this relationship challenges existing
assumptions, offering new theoretical insights into logistics performance in crisis settings (Kovács &
Tatham, 2009).
This research provides empirical evidence on how value creation strategies strengthen HML
performance in two regions (Africa and Asia) most affected by logistical bottlenecks. A quantitative
design was employed, using survey data from 371 respondents across six international humanitarian
organizations operating in Nigeria, Uganda, South Sudan, Lebanon, Afghanistan and Syria.
Participants included logisticians, procurement and program officers and managers directly involved
in medical supply chain operations. Data analysis, carried out through descriptive statistics, simple
and multiple linear regression and hierarchical regression using SPSS. 
The study finds that both ICT and innovation exert significant positive effects on the performance of
HML in Africa and Asia, these findings align with Kumar & Singh (2022), who emphasise the role of
advanced technologies and innovative practices in improving supply chain performance in resource-
limited settings. Surprisingly, communication while directly improving logistics performance did not
moderate the influence of ICT and innovation, reflecting the urgency and infrastructural constraints
unique to humanitarian contexts. The findings add to debates on communication’s moderating role,
showing that while it supports coordination and decision-making, its influence on the link between
value creation strategies and performance is less significant than expected (Liu et al., 2022).
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ELGCB 2025 Theoretically, the research extends the Resource-Based View (RBV) by demonstrating that ICT and
innovation constitute strategic resources that enhance responsiveness, resilience, and operational
efficiency. Practically, the findings highlight the need for investment in ICT infrastructure and
innovative delivery models such as drones and mobile health units to strengthen last-mile delivery in
fragile regions.

The research bridges critical gaps in the intersection of digitisation, strategic partnership, innovation,
and logistics performance in humanitarian operations. The findings provide actionable insights for
practitioners, and academics, emphasising the importance of integrating ICT and innovation into
organisational strategies to enhance the resilience, responsiveness, and effectiveness of humanitarian
medical logistics in Africa and Asia. This research informs best practices and lays the framework for
more sustainable and adaptive medical logistics systems in crisis-prone environments. Additionally,
the research provides empirical evidence to inform policy reforms, enabling policymakers to align
VCS strategies for humanitarian medical logistics with international best practices.



ELGCB 2025 DIGITAL INCLUSION METRICS:A STRATEGIC LEADERSHIP TOOLS FOR
AN EFFECTIVE DIGITALLYENABLED PUBLIC SERVICE
TRANSFORMATION

As the public sector worldwide experiences a surge in digital transformation, the potential for
enhanced access, engagement, and service delivery has become a fundamental aspect of digitally
enabled service transformation, especially in the public sector. Nevertheless, this progress is
accompanied by a persistent and often overlooked challenge of ensuring that these advancements are
inclusive and equitable.

Digital inclusion, acknowledged as vital for social and economic development, is still inconsistently
defined and assessed across different governance contexts. This issue is underpinned by the lack is a
vital strategictool to assess the inclusion of any digitally enabled service, i.e. a unified framework to
evaluate inclusivity of the services offered through digital means.
Recent studies show that digitalinclusion is stronglyassociated with leadership, which sets the
direction of any service transformations while retaining the public sector ethos albeit the new delivery
means. This link is widely acknowledged as being central to organisational success, social equity, and
national development in an increasingly digitised world. However, the absence of the tools presents a
significant leadership challenge with strategic consequences.
The problem intensifies as governments digitise essential services such as healthcare and education.
When these platforms are delivered without the use of a unified digital inclusion yardstick, they may
excludemany segments of communities, especially those who are already marginalised by digital and
social barriers.

For instance, the metrics developed by prominent institutions such as the World Bank (WB) and
World Economic Forum (WEF) – although have deemed a useful strategic tools in facilitating leaders
across the globe to action on digital exclusion, entail several crucial shortcomings. The limited and
frequently out-of-date focus of the WB and WEF metrics is a major criticism, as it reduces their
usefulness for policymaking. These frameworks frequently overlook important factors including the
quality, cost, and purposeful use of digital technology in favour of overemphasising fundamental
access,such as internet connectivity and device

ownership. Particularly in low-income contexts, measuresof digital skills and usage are still in their
infancy and frequently fall short of capturing the breadth of digital literacy or its significance for civic
engagement, work, and education. Furthermore, it is challenging to target marginalised groups since
national-level data aggregation hides within-country differences across gender, income, location, age,
and disability. Indicators of gender and diversity are usually absent, and crucial elements like digital
identification, cybersecurity, financial inclusion, trust and cultural context are routinely disregarded.
The timeliness and accuracy of insights are further compromised by the use of antiquated survey
instruments, a lack of contextual relevance, and a lack of use of big data techniques. Therefore, for
policymakers seeking to bridge the digital gap through focused, evidence-based measures, these
indicators offer littlepractical use. As a result, this lack of consistency complicates the assessment of
how effectively digital transformation initiatives are advancing socialequity and accessfor everyone
and inadvertently reinforce the existing inequalities.
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This proceeding contends that inclusion should be recognised as both a technical matter and a
leadership hurdle (Bagheri and Harrison, 2020). The process of digital transformation mirrors the
choices, values, and priorities of those steering innovation in the public sector. Without embedding
inclusion into the leadership agenda, it will not be integrated into digital strategies or evaluation
tools. As a result, leaders who are either unaware of or unresponsive to society's diverse needs might
unintentionally develop systems that continue to exclude, all while appearing to make progress.
Subsequently, using a systematic literature review approach, the proceeding aims to examine the
current state of digital inclusion metrics and understand how they were used as a strategic tool to
impede digital divide in implementing digitally enabled service transformation in public sector, across
different contexts. It focuses on comprehending the notions of the significant differences in the
definition, dimensions and indicators of measurement, laying out the foundation for further studies
in this area.

This study adds to academic discussions on ethical public service, responsible innovation, and
inclusive digital futures by presenting digital inclusion as a leadership and governance issue (Peng,
2022). It supports SDGs 10 (Reduced Inequalities) and 16 (Peace, Justice, and Strong Institutions) and
is consistent with conference themes of strategic governance, technology change, and empowering
leadership. The study urges a move away from fragmented approaches and towards intersectional,
governance-driven frameworks, highlighting the significance of leadership that reflects a variety of
social needs. Inclusion must be ingrained as a strategic

priority in an era of growing digital governance, as it is crucial for the legitimacy and efficacy of digital
transformation projects as well as for fairness.



ELGCB 2025 INFLUENCE OF THE 3CS OF ENTREPRENEURIAL RESOURCES ON
WOMEN’S ENTREPRENEURSHIP: INSIGHTS FROM NIGERIAN WOMEN
ENTREPRENEURS

Women-owned businesses are booming in Sub-Saharan Africa (SSA), yet our empirical understanding
of the challenges and impacts of human, social and financial capital on women entrepreneurs’
experiences and growth-orientated opportunities remains limited. The main purpose of this paper is
to explore the elements and influence of the 3Cs of entrepreneurial resources (human, social and
financial capital) on the performance of women-owned enterprises as well as the experiences of
women entrepreneurs. This article analyses the findings obtained from a qualitative study based on
in-depth interviews with 20 Nigerian women entrepreneurs who have been running businesses for up
to five years. Qualitatively, this article explored the impacts and challenges of entrepreneurial
resources. The research reveals that entrepreneurial resources are interlinked and combine in order to
influence, positively or negatively, the capability of women entrepreneurs as well as their ability to
grow their businesses. The lack of these resources results in many women enterprises being informal,
micro, or small and growth averse, and also suffering high closure or failure rates. This article
provides an original perspective on how the access to entrepreneurial resources influences women
entrepreneurship in the SSA context, that is under-explored and under-theorized in the literature due
to the difficulties associated with collecting primary data there. 

Keywords: Women entrepreneurship; Entrepreneurial resources; 3Cs of Human, Social and Financial
capital; SDG 5: Gender Equality; SDG10: Reduced inequality; Sub-Saharan Africa
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ELGCB 2025 HOW DOES THE INTRODUCTION OF A FOUR DAY WORK WEEK
CONTRIBUTE TO SUSTAINABLE WORK PRACTICES WHILE ALSO
IMPACTING THE PRODUCTIVITY LEVELS AND WELL-BEING OF
WORKERS IN GREECE

The global discourse on sustainable work practices has reignited interest in the structure of the
workweek and its effects on employee well-being, productivity, and organizational resilience. From
the 70hourweeks of the Industrial Revolution to Ford’s establishment of the
40 hour week in 1926 (GROSSE, 2018), working-time reform has historically been driven by social
pressure, labor advocacy, and progressive leadership. In today’s context,the Four Day Work Week
(FDWW) emerges as a bold response to the challenges of modern labor, particularly burnout,
workaholism, and declining mental health (CHUNG, 2022).
This study examines the extent to which the FDWW can support sustainable business practices while
enhancingproductivity and psychological well-being for employees in Greece, a country with notably
high levels of workplace dissatisfaction and stress (GALLUP WORKPLACE CONSULTING & GLOBAL
RESEARCH). Grounded in an extensive literature review (including leadership theory, occupational
stress models, and the sociology of work), this research approaches the FDWW as a broader leadership
and cultural shift rooted in autonomy, focus, and human-centered values (PANG, 2023).
A mixed-methods approach was employed: qualitative interviews were conducted with international
experts (such as AlexSoojung-Kim Pang, author of Work Less, Do More – Designing the 4-Day Week
and a leading advocate of the FDWW internationally), Greek professionals in psychology and
sociology, and executives from Skroutz, the first Greek company to pilot the FDWW. In parallel, a
quantitative survey was conducted with 367 private-sector employees, using binary-choice
questions(e.g., Yes/No) to capture clear trends in perceptions of work–life balance, stress/burnout,
productivity, and sustainability.
Remarkably, within only six days the survey yielded 367 responses, reflecting both the simplicity of
the design and the high level of employee engagement with the topic. However, the use of binary-
choice questions also limits the depth of analysis compared to Likert-type scales.
The findings are compelling: 95% of respondents expect reduced anxietyand burnout, 98% anticipate
improved work–life balance, and over 86% consider the FDWW realistic in their workplace. These
results provide one of the first empirical insights into Greek employees’ perceptions of the FDWW,
offering new knowledgein a national context that has not been widely studied in international
literature.
International research supportsthese expectations. Studiesshow that compressed or flexible schedules
can boost productivity, lower absenteeism, and enhance employee engagement (QUICK & TETRICK,
2003), especially when guided by empowering leadership (GOLDEN, 2012).
However, caution is necessary: when flexibility is applied without clear boundaries or strategic
direction, it may increase stress through role ambiguity and competition (PANG, 2023). Therefore, the
successful implementation of the FDWW depends on leadership styles that promote psychological
safety, inclusion, and adaptability.
Given Greece’s socioeconomic climate, characterized by economic instability and widespread burnout,
the FDWW is especially timely. Research on occupational stress and workaholism suggests that
reducing working hours can improve health, motivation, and talent retention,
equipping organizations to meet the cognitive and emotional demandsof modern work. This study
highlights the need for leadership that moves beyond presenteeism and embraces strategic,
sustainable models of productivity, where performance is measured by focus and purpose, not hours
spent.
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Moreover, the FDWW represents a shift in management philosophy toward results-driven leadership
that values employee autonomy and strategic focus. Participating companies internationally have
reported not only increased performance, but also higher job satisfaction and stronger employer
branding. These developments demonstrate how working-time reform can serve as both an
organizational innovation and a public-health intervention, tackling burnout before it escalates into
long-term absenteeism or turnover.
In the Greek context, the implementation of the FDWW could align with national strategies to
modernize labormarkets and address youth unemployment. By adoptinginnovative work models,
companies can appeal to new generations seeking meaningful, balanced careers.
Furthermore, the FDWW may contribute to gender equalityin the workplace by offering more
equitable time distribution in caregiving and domestic responsibilities.
From a policy perspective, encouraging pilot programs and offering tax incentives could stimulate
wider adoption, particularly in knowledge, intensive sectors. Future research should explore the
longitudinal effects of the FDWW on team cohesion, leadership trust, and organizational resilience
during crisis periods.
Ultimately, this research offers actionable insights for leaders, HR professionals, and policymakers in
Greece and internationally. By integrating the Four Day Workweek into a broader framework of
leadership and organizational reform centered on well-being, institutions can foster more equitable,
creative,and resilient workplaces—responding not only to the burnout crisis but also to the future of
work itself.
Additionally, this study emphasizes the critical role of leadership education and development in
facilitating the FDWW transition. Business schools and executive training programs must now
incorporate flexible work design and well-being-centered leadership as core competencies. Equipping
current and future leaders with the tools to manage distributed teams, lead with empathy, and
measure performance based on outcomes rather than hours is essential for embedding sustainable
change.
Technology also plays a vital role in enabling the FDWW. Digital tools for project management,
asynchronous communication, and time tracking allow teams to maintain productivity across
reduced-hour schedules. Organizations that invest in smart digital infrastructure are better
positioned to realize the benefits of compressed workweeks without compromising service quality or
output.
This research advocates for a reimagining of leadership and HRM not as a control mechanism but as a
catalyst for transformation. By shifting the organizational mindset from time-based control to value-
based collaboration, the FDWW becomes not just a work schedule, but a philosophy of sustainable
and human-centered growth.
Limitations of this study include the non-probability sampling method and theuse of binary- choice
survey questions, which constrain the generalizability of the results. Future studies should employ
larger representative samples, Likert-type scales, and longitudinal designs to strengthen the evidence
base. 
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ELGCB 2025 BEYONDBINARIES: DETERMINANTS AND IMPEDIMENTS OF FINANCIAL
INCLUSION AMONG TRANSGENDER INDIVIDUALS IN DELHI-NCR, INDIA

Financial inclusion is essential for the dignity, security, and self-reliance of marginalized
communities, particularly the transgender population. Despite growing interest in financial
accessibility, studies focusing on the determinants and barriers of financial inclusion for transgender
individuals remain limited. This study surveyed 335 transgender participants in Delhi-NCR, India,
using a purposive sampling technique. Data were analyzedwith descriptive statistics and a probit
model to identify key factors influencing financial inclusion. Results reveal that 60 % of respondents
possessformal accounts, but engagement with formal savings (45 %) and credit (4.2 %) remains
limited. Education and income significantly enhance financial inclusion, with tertiary education and
higher income levels positively influencing all indicators. Conversely, participation in survival
economies, such as sex work and begging, emerges as a critical impediment, reducing the likelihood
of financial inclusionby up to 44.5
%. Barriers such as ID mismatch with gender identity(52.5 %), lack of documentation (42 %), and
discrimination (17.6 %) further hinder access. The study underscores the potential of digital financial
inclusion to mitigate these challenges, though adoption remains constrained by generational effects
and systemic barriers. The study advocates for targeted policy reforms, including financial institution
sensitization, inclusion in gender budgeting, streamlined documentation, expanded digital banking
infrastructure, inclusive education, and mainstream employment opportunities. Ultimately, it aims to
inform policymakers and stakeholders and foster a more inclusive and equitable financial ecosystem.

Keywords: Financial Inclusion, Transgender, Barriers,Digital Banking, Marginalization
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ELGCB 2025 NAVIGATING SUSTAINABILITY TRADE-OFFS: INVESTIGATING THE
RELATIONSHIP BETWEEN DYNAMIC CAPABILITIES, PROACTIVE
ENVIRONMENTAL STRATEGY IN NIGERIAN SMES

SMEs play a crucial role in economic development contributing about 40% GDP in developing
economics development (Otache & Usang, 2022). In South Africa for instance SMEs contribute about
76% and 57% to employment and GDP respectively, 71% and 70% to employment and GDP
respectively in Ghana, 50% and 70% to employment and GDP respectively in Nigeria (Otache &
Usang, 2022). Despite their contribution to economies, more recently, the impact of their operations
has contributed to environmental imbalance/pollution often due to trade-offs for financial gains (Ali
et al., 2023). SMEs in developing nations are often faced with making a trade-off between
implementing proactive environmental strategy (PES) for environmental sustainability and building
dynamic capabilities (DCs) for financial benefits (Ali et al., 2023; Ibrahim & Mahmood, 2022). Naseem
and Rehman (2023) suggest the need for SMEs to develop and implement appropriate strategic
measures to overcome this challenge. Relative to the trade-off situation, recent studies including
Nand et al. (2023) and Ünal and Sinha (2023) have attempted to address the trade-offs firms often
encounter when implementing their sustainability capabilities, but no empirical literature has
attempted to investigate the effect of these trade-offs on performance of firms developing DCs while
simultaneously pursing a PES.

Additionally, despite the significant literature on PES and dynamic capabilities, scholars argues that
few empirical studies have paid little attention to the extent of relationship between PES and DCs.
Bhatia (2021) suggest that exploring this relationship may potentially position firm to improve their
chances to rapidly respond to changing environmental concerns and offer measures that may likely
improve firms’ capabilities to cope in the business environment. This view is supported by Bhatia et
al. (2025) and Mahmood et al. (2025) calling for a further research model on extent of relationship
between PES and DCs to understand how firm can navigate sustainability challenges. 
This study addresses these gaps and contributes to knowledge firstly, by empirically analysing the
extent of the relationship between dynamic capabilities and PES, and extend the DC literature into
the PES/sustainability field. Secondly, the study contributes to sustainability trade-offs literatures
(Bianchi et al., 2022; Figge & Hahn, 2020; Fracarolli-Nunes et al., 2020; DiVito & Bohnsack, 2017) by
exploring the trade-offs situation between PES and DCs, and how it affects SME performance in
developing economy. Thirdly, sustainability issues are a growing concern in developing countries, and
more research is needed (Griffin et al., 2022; Bhatia et al., 2025) to extend the limited sustainability
literature in a developing country context. This is imperative as environmental issues connect with
driving forces of economic growth and development in developing economies (Su & Gao, 2022).
Specifically, the study contributes to the extant sustainability literature by providing a nexus of the
relationship between DCs and PES in a developing country context. 

The study adopts the natural resource-based view theory to investigates how firms develop dynamic
capabilities through sustainability initiatives and the potential trade-offs effects that arises from
implementing DCs and PES. The anticipated finding suggests that while PES can independently
enhance environmental sustainability (Chan et al., 2022), trading off DCs for PES may lead to weaker
financial performance due to reduced innovation and market adaptability ((Heaton, Teece & Agronin,
2023). Conversely, trading off PES for DCs does not harm environmental outcomes but limits the
structural and legitimacy benefits PES provides, highlighting that both are complementary and that
managing this trade-off is essential for balanced performance. A cross-sectional design will be
employed using survey data from Nigerian SME owner/managers. Data will be analyzed using
Covariance based structural equation modelling via SPSS AMOS version 29. 
The practical implications resulting from the findings of this study, will reveal the extent to which
SMEs implement environmental policies and regulations in a developing country context. It will serve
as a means of promoting SMEs environmental resource awareness and education in designing
appropriate processes and procedures for developing eco-friendly products among business
managers/owners.
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