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partnership based on trust, creates the prerequisites for 
successful leadership (Mirzani, 2023). The study is de-
signed to investigate sustainable leadership. Although the 
research on sustainable leadership is interesting, there is 
not enough attention given to the topic by researchers. 
The review of books on Google books shows that only 
3.3 percent of books focusing on leadership research are 
dedicated to sustainable leadership topics. The authors 
present in the article the literature review on sustainable 
management and its application in the organization to 
reach sustainability. The novelty of research  – linking 
leadership and sustainable management and showing the 
bridge between sustainable leadership and the applica-
tion of sustainability in an organization. The paper has 
several sections. First, it starts with a discussion about 
leadership and sustainable management. Next, the au-
thors present the scientific literature with leadership style 
approaches, distinguishing the main factors influencing 
specific leadership. In the next section, the authors pre-
sent the leadership style literature related to bibliometric 
analysis. Finally, the authors present the conclusions. In 
preparing the article, such research methods were used: 
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Abstract. The ability to lead and effectively manage change is one of the most critical factors in leadership. In today’s 
changes in the economy and social well-being, various leadership styles are being used, which are applied in the context 
of the processes of today’s globalization. Leadership has become a highly significant concept in the twenty-first-century 
context. The scientific literature presents and analyses various leadership styles but does not sufficiently provide practi-
cal tools to identify the possibilities of human potential and ensure sustainable management. To improve the microcli-
mate and interpersonal trust of the institution, the most crucial role is played by leadership style, change management, 
creativity, and giving feedback. The article formulates tasks: to reveal the transformation of attitudes toward leadership 
by comparing the factors of different leadership styles that influence the team’s focus on achieving the sustainable goals 
set by the organization. The results of the paper show sustainability could be reached in the organization if the organi-
zation’s managers apply sustainable leadership practices.  
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Introduction 

Leadership is determined by choosing the right behav-
ior pattern to achieve organizational and employee goals. 
Considering the current situation of a specific organiza-
tion and communicating the necessary changes, the best 
leadership style is chosen, which motivates and empow-
ers employees to achieve the best company results. Lead-
ership styles in the 21st century are very advanced, and 
practical mentoring tools are increasingly being used to 
unlock employees’ human potential by choosing the right 
vision and developing followers. Applying sustainable 
leadership (Hargreaves & Fink, 2004) could improve an 
organization’s competitive advantage and ensure sustain-
able entrepreneurship. Competitive advantage is also de-
termined by the development of information technology 
(IT) and the cooperation of virtual teams, implement-
ing organizational goals and the choice of employees to 
work remotely, attracting talented employees from differ-
ent national or international regions. A manager’s abil-
ity to effectively lead and inspire employees to cooper-
ate, highlighting the organization’s values and creating a 
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methods of analysis and synthesis of scientific literature, 
comparative analysis, bibliometric analysis, and analysis 
of secondary data.

1. Leadership and sustainable management 

Effective knowledge management and human resources 
require leaders to achieve company goals and construc-
tively apply acquired and helpful knowledge (Fatoki, 
2021). The transition of leadership from the industrial 
age to the knowledge era makes knowledge-based lead-
ership a critical factor (Zahrani, 2022) in organizations 
meeting open innovation challenges. Business leaders 
need knowledge management (KM) capabilities (i.e., 
infrastructure and processes) to foster open innovation. 
Open innovation is becoming increasingly important as 
a source of competitive advantage for a company. Open 
innovation (OI) has become a valuable tool for gain-
ing a competitive advantage and improving organiza-
tional performance. Various studies have examined how 
knowledge-based leadership influences innovation in 
the OI paradigm (Naqshbandi & Jasimuddin, 2018). An 
important role is played by the entrepreneurial leader-
ship approach in organizing resource areas to capture 
value creation effectively. The importance of entrepre-
neurial leadership extends to open innovation. Research 
for leaders’ traditional social and technical contributions 
(Faridian, 2023). Due to COVID-19, the inclusion of vir-
tual teamwork and the ability to thrive in a digital envi-
ronment is very relevant today, with more than 90% of 
the world living in countries with travel restrictions (Sal-
cedo et al., 2020; Larson et al., 2017). Virtual mobility is 
an effective way to gain international experience develop 
international awareness (Faridian, 2023), and develop the 
necessary skills of an international virtual team, such as 
leadership, trust, motivation, and communication (Lind-
ner & O’ Brian, 2019). Global Virtual Teams (GVTs) are 
teams that communicate via technology across geograph-
ic and national boundaries (Li et al., 2017) that enable 
organizations to combine knowledge, skills, and abilities 
to complete a task with dispersed individuals. Christofi 
et al. (2015) also mention that a sustainable leader is cru-
cial in seeking to implement sustainability in an organi-
zation successfully.

2. Leadership style factors

Sustainable performance (SP) has become an obligation 
of every organization globally, which has captured the 
attention of recent researchers. Following the green the-
ory, this study examines the impact of corporate social 
responsibilities (CSR) and transactional and transforma-
tional leadership on the SP (Widisatria & Nawangsari, 
2021). Transformational leadership is one of the best 
styles to achieve the goals of a sustainable organization 
by using best practice tools and empowering followers. 
This was also confirmed by the research of Piwowar-
Sulej and Iqbal (2023), applying Bibliometric research in 

network analysis, summarizing the relationship between 
leadership styles and sustainability effectiveness by ap-
plying the rigor of systematic literature reviews of arti-
cles indexed in the Scopus database. The study findings 
showed that the most discussed leadership styles were 
sustainable and transformational. In the Table 1 below, 
we will examine leadership style factors. And the factors 
presented in Figure 2 according to leadership styles can 
be measured by leaders and employees.

Table 1. Leadership style factors

Leadership 
styles Factors Authors 

Inno vative 
leader ship

Education and mentoring; 
search for new models; 
organizational culture, 
organizational behavior; 
the creativity of 
employees; continuous 
learning; positive reaction 
to innovations; openness 
to new opportunities; 
creating innovations; 
competitive advantage, 
effective corporate 
communication; 
monitoring of the external 
environment; trend 
insights and more. 

Tsai (2011);  
Iqbal et al. (2020, 
2021a, 2021b); 
Gillan et al. 
(2021);  
Dai et al. (2021); 
Demircioglu and 
Wal (2021)

Trans-
forma-
tional 
leadership 

The ability to see leaders 
in their followers; 
adaptation to change; 
social values; rational 
decisions; a new look at 
old problems; innovative 
visions; organizational 
culture; promoting 
creative thinking; 
successful conflict 
resolution; promoting 
the independence and 
creativity of employees, 
etc.

Northouse 
(2009); Yukl 
(2012); Navickaitė 
(2012); Estevão 
et al. (2019); 
Žukauskas and 
Korsakienė (2019); 
Židonis and 
Andriuškevičienė 
(2019);  
Davidaviciene and 
Majzoub (2022); 
Iqbal et al. (2020, 
2021a, 2021b, 
2022)

Trans-
actional 
leader ship

Effective distribution of 
work and tasks in the 
team; clear delegation 
of duties; exchange 
of employees and the 
organization; clear 
rewards for implementing 
specific tasks; exchanges 
between the leader and his 
followers, etc.

Iqbal et al. (2020, 
2021a, 2021b, 
2022)

Liberal 
leader ship

Long-term operational 
goals; the leader’s 
responsibility for the 
final result; motivated 
employees; highly qualified 
experts; organizational 
goals are aligned with 
employees; Adequate 
conditions are created for 
employees, etc.

Khan et al. (2015) 
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Leadership 
styles Factors Authors 

Situational 
leadership 

Adapting to a specific 
situation; applying 
leadership styles according 
to the maturity of 
employees; applying 
leadership styles 
according to employees’ 
competencies; adapting 
to the changing needs of 
employees; applying for 
support according to the 
needs of employees, etc.

Northouse (2009); 
Collinson et al. 
(2011); Yukl 
(2012), Waite 
(2013)

Autocratic 
leadership 

Strong leadership 
dominance, employee 
discipline, and obedience; 
a motivating environment 
is created through a 
structured program of 
rewards and punishments, 
etc. 

Khan et al. (2015) 

Servant 
leadership 

Altruistic leadership 
approach; employee 
inspiration; building better 
organizations; creating a 
just and safe world; setting 
goals higher than your 
needs; this style is relevant 
for service organizations, 
especially educational, 
social, and healthcare 
organizations.

Greenleaf (2007) 

In this article, we will present more about transfor-
mational and innovative leadership styles, which are cur-
rently widely analyzed and studied by various scholars. 
And the factors presented in Figure 2 according to lead-
ership styles can be applied by the business management 
team accordingly. Additional research and question-
naires, the SEM method, which is used to show causal 
relationships between variables, etc., are also needed. 
Transformational leadership primarily focuses on the 
growth and development of the leader and followers 
while meeting and overcoming challenges: the transfor-
mational leader primarily empowers others to indepen-
dently solve problems and use their powers and oppor-
tunities to make the jointly agreed vision a reality. The 
traits and characteristics of transformational leadership, 
which focus on organizational change, implementing and 
creating change, have several important components that 
help achieve that change. It’s about creating a vision for 
the organization and wanting followers to realize it, be-
ing proud of your followers, and showing that we are all 
equal members of the group. Based on fundamental 
moral values, a transformational leader formulates goals 
and activity methods and thus initiates change. It en-
courages followers to improve through continuous self-
reflection and empowers them to commit to the organi-
zation and take responsibility for achieving its vision. A 
leader’s primary goal of having group members 

relinquish their interests for the good of the group fosters 
a culture of cooperation and independent decision-mak-
ing. On the other hand, he treats followers as individuals 
and not just as group members. He constantly provides 
feedback and considers each follower’s abilities and 
needs. Such leadership is based on emotions, values, 
ethical principles, and standards. Thus, change is one of 
the key features of transformational leadership. Various 
researchers also analyze the ability to adapt to various 
changes. Many people take care of their personal needs 
first, but in the case of transformational leadership, if you 
want to succeed, you need to consider the needs of the 
whole group. States that transformational leadership is 
the ability to make real changes for the organization and 
its employees. This type of leader promotes growth 
among employees and the development of organizations 
themselves. Another important trait of a transformation-
al leader is the ability to see the leaders in their followers 
and a real concern for the needs of their employees. 
Northouse (2009) states that it is a process that aims to 
connect individuals, increasing the leader’s and his fol-
lowers’ motivation to achieve common goals emphasizes 
transformational leadership aspects of social justice, de-
mocracy, and commitment to creating public goods. 
Some of authors in which the author analyzes how trans-
formational leadership ensures the sustainability of 
change, only once again confirms the importance of such 
factors as a detailed and formally approved plan; profes-
sional change leadership team; departmental coopera-
tion; as many support groups as possible, etc. Transfor-
mational leader can direct the individual needs of em-
ployees in such a way that it serves the interests of the 
whole group and the organization’s good (Widisatria & 
Nawangsari, 2021). Thus, personal needs must contribute 
to work for organizational success. Caldwell and Shaver 
(2012) identified the characteristics of a transformation-
al leader that characterize this type of leader. These are 
orientation to change, seeking agreement, charisma, 
dedication, principles and values, and self-evaluation. 
Briefly describing these characteristics, it can be said that 
change is associated with the desire to work together as 
a team to achieve common goals and the organization’s 
interests. The agreement is a transformational leader’s 
quest to find justice at work, the development of a learn-
ing organization, and the continuous learning of follow-
ers. Charisma is the ability to create an atmosphere of 
cooperation and implement and generate employees’ 
ideas. Commitment is related to meeting the needs of 
followers and fulfilling obligations. Principles and val-
ues – an attribute that helps to increase the organization’s 
effectiveness, following certain moral principles, guided 
by values, and finally. Does institutional innovation mean 
self-evaluation that helps motivate followers correctly 
and appropriately, rewarding them for their work and 
contributing to the organization’s performance? Analyz-
ing the transformational leadership style, one of the most 
important leadership factors is communication and em-
powerment to solve challenges independently, focused 

End of Table 1
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on the growth of the leader and followers, orientation to 
changes, and implementing the desired result. The group-
ing is based on the leader’s competencies. Distinguishes 
three important levels of the leader’s communication 
skills. Here, a leader who can create a good communica-
tion system with employees plays a very important role: 
1. personal communications (personal, interpersonal, 
collaborative, empathy, etc.); 2. team communication 
(appropriate feedback, discussion, and consultation plat-
form that involves each team member in the organiza-
tion’s activities); 3. strategic and external communica-
tions (communication and cooperation with external 
partners, joint strategic projects, strategic sessions, etc.). 
According Židonis and Andriuškevičienė (2019), the fol-
lowing characteristics of a transformational leader can be 
distinguished: 1. Leader’s charisma (positive qualities di-
rected at followers, creating an emotional connection); 2. 
The leader’s ability to inspire (expressing and presenting 
the organization’s vision to followers, positive motivation 
to succeed); 3. Intellectual promotion (leader’s ability to 
encourage followers to solve complex problems and find 
the best solutions); 4. Individual attention to followers 
(leader’s ability to be interested in his followers, advise 
and educate, individually teach), share experience 
(Židonis & Andriuškevičienė, 2019). Enabling manage-
ment is one of the most important factors that help to 
achieve operational efficiency and, at the same time, con-
trol and inspire the entire community (Židonis & 
Andriuškevičienė, 2019). As a transformational leader, 
the manager must be characterized by certain factors and 
qualities, such as various personal and social traits, as 
mentioned above by other scientists. The main ability of 
a transformational leader is to communicate, remain 
honest, be a learner, and constantly improve, to be able 
to take responsibility, and to be able to focus not only on 
results and tasks but on employees. Based on fundamen-
tal moral values, a transformational leader formulates 
goals and action methods and thus initiates the changes 
needed here and now. It encourages followers to improve 
through continuous self-reflection and empowers them 
to commit to the organization and take responsibility for 
achieving its vision. A leader’s primary goal of having 
group members relinquish their interests for the good of 
the group fosters a culture of cooperation and independ-
ent decision-making. On the other hand, he treats fol-
lowers as individuals and not just as group members. He 
constantly provides feedback and considers each follow-
er’s abilities and needs. The most important features: are 
the pursuit of innovation, consideration of individual 
needs, common goal pursuit, continuous improvement, 
and learning. And here, one of the most important prac-
tical tools is leadership mentoring. Thus, the leader’s 
competence is mentoring and empowering followers to 
collaborate. So, to be a mentor, the leader must be able 
to apply various practical tools, and perhaps the most 
important here is self-knowledge tools such as Self-
coaching, Emotional inteligency (Boyatzis & Sala, 2004) 
and Enneagram (Ruso & Hudson, 1999; Chesnut, 2013; 

Narancho, 1991; Zada et al., 2018) and practical use of 
various leadership styles according to the needs of fol-
lowers. Organizational culture and behavior is also a very 
important factor. Academics who study organizational 
culture as their research topic believe that organizational 
culture is complex. This will influence various employee 
attitudes and behaviors; believed that employees could 
create a satisfactory work environment when there is a 
healthy culture in the organization, thus a positive atti-
tude towards the employee’s work. Therefore, researchers 
in various fields have emphasized the relationship be-
tween organizational culture and employee behavior. 
Showed a positive correlation between organizational 
culture and employee job satisfaction. Consistent with 
the findings of our study. Recent scientific research has 
shown that cultural intelligence is crucial for interna-
tional teams and effective decision-making. Today’s 
changes and leadership styles require a multidimension-
al approach, with the help of which leaders can effec-
tively achieve goals and grow followers, and this has been 
proven in various studies. The paradigm of transforma-
tional leadership (TL) perfectly reflects how organiza-
tional culture and cultural intelligence influences consist-
ency, and this field has been researched in the USA, Eu-
rope, UAE, et al. Davidaviciene et al. (2020a) also note 
that more empirical research is needed to understand 
how the different types of leadership in various virtual 
teams differ. This study is an important contribution to 
studying transformational leadership in the real work-
place, and the findings of the researchers’ study showed 
that better decisions could be made. Therefore, transfor-
mational leadership plays an important role in strength-
ening the decision-making processes of virtual teams 
(VTs). The hypothesis “H2: transformational leadership 
has a positive effect on VT decision-making processes” 
is hypothesized and is consistent with previous literature 
on the impact of TL on decision-making in the US and 
Europe. Researchers working with virtual teams need to 
be more careful in conceptualizing and operationalizing 
leadership and should strive for consistency across re-
search or clarify their boundary conditions. The theo-
retical significance of this study on TL is that it builds on 
other researchers’ research on decision-making in vir-
tual teams where a transformational leadership paradigm 
has been applied. More importantly, we did not try to 
explain all the factors that directly impact VT decisions, 
but we identified the four most important research fac-
tors: conflict, relationship conflict, transformational lead-
ership, and cultural intelligence (Davidaviciene & Maj-
zoub, 2022). Cultural intelligence (CQ) refers to the abil-
ity of individuals to function in different cultural con-
texts (Wood et  al., 2014). CQ is a four-dimensional 
construct and is used as the culture quotient.The four 
dimensions of this construct are metacognition, which 
refers to the processes that individuals apply to under-
stand knowledge about different cultures (Wood et al., 
2014); cognition, which includes the knowledge indi-
viduals have about cultural values and norms; 
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motivational, which is the ability of individuals to direct 
their efforts to learn, understand and understand the 
characteristics of different cultures and participate in in-
tercultural communication despite possible challenges 
(Bernardo & Presbitero, 2017); and behavior that is re-
lated to actions created by employees of different cultures 
through verbal and non-verbal actions. Analyzing the 
style of innovative leadership, the leader’s responsibility 
is increasing. It is noticed that the organization must 
have a system of praise that encourages new, original 
projects (Tsai, 2011). In conclusion, it should be noted 
that innovation is not only the responsibility of leaders. 
The whole team becomes the source of innovation. In-
novative leadership is shared leadership, and an innova-
tive leader is a visionary, a team mobilizer, a promoter of 
creative thinking, and a rational manager; monitoring of 
the external environment and insights into trends are 
becoming more and more relevant for leadership. Com-
munication is key to collective creativity and knowledge 
sharing in modern organizations. Since effective knowl-
edge management is essential for creating organizational 
innovations, the next chapter focuses on their essential 
aspects. Summarizing leadership styles, we can conclude 
that the role of the leader is very important when analyz-
ing his competencies, and research reveals that the most 
successful conflicts are resolved using transformational 
leadership, but this cannot be unequivocally asserted. 
Therefore a deeper analysis and more detailed research 
in this area are needed, looking at various aspects of 
leadership, communication, conflicts decision-making 
style and discovering new ways of decision-making. All 
the discussed elements of the expression of innovative 

leadership can be implemented only after creating an ef-
fective organizational communication system. One of the 
essential competencies of an innovative leader in an or-
ganization of effective organizational communication. 
The leader selects communication channels and estab-
lishes procedures to create a context so that employees 
want to work and the organization can function, com-
munication must be frequent, repetitive, and enthusias-
tic; operative and systematic informing of all community 
members, without exception, about the goals and reasons 
for changes and process improvement, means, current 
and future changes, problems, crises and ways to over-
come them. They can influence their attitudes and behav-
ior at work by communicating and disseminating the 
organization’s vision to employees and realizing their vi-
sion. Only where there is good interaction between the 
leader and the employees will be appropriate. Innovative 
leadership is shared leadership, and an innovative leader 
is a visionary, a team mobilizer, a promoter of creative 
thinking, and a rational manager; monitoring of the ex-
ternal environment and insights into trends are becom-
ing more and more relevant for leadership. Communica-
tion is key to collective creativity and knowledge sharing 
in modern organizations. Since effective knowledge 
management is essential for creating innovations in the 
organization, the next chapter focuses on their essential 
aspects.

3. Results of the bibliometric analysis study 

The authors processed a bibliometric analysis for 2020–
2023 to find contemporary trends and gather the most 

Figure 1. The prevalence of the most frequently used keywords used in author’s publications, according to the search of 
“leadership” in the database “Vos viewer” (source: compiled by the author based on the results of the Vos viewer database) 



G. Kondrotaitė, A. Burinskienė

452

popular keywords among the authors in the research 
field. After introducing the keywords: “leadership” in the 
base “Vos viewer,” the results of the authors’ publications 
were found, which were used to create bibliographic 
maps, which are depicted in Figures.

Figure 3 demonstrates the prevalence of the most fre-
quently repeated keywords used by the authors, which 
are from the results of publications obtained in the Vos 
viewer database. As a result of this bibliometric analysis, 
a bibliographic map was generated with the most fre-
quently repeated articles’ authors, used by the authors’ 
most commonly repeated words. Typically, circles on 
bibliometric maps can be of different colors, which sepa-
rate clusters to show which keywords are closer to each 
other, and circles are also in various sizes and indicate 
the importance of the keyword; the brighter the mean-
ing of the word is, the more important. The lines indicate 
the relationships between the elements. The brightness 
of the lines identifies the strength of the connection, and 
the different distances between the keywords define the 
intensity of the links. The closer the circles are to each 
other, the greater the interface between them.

However, in this case, in Figure 1, we can see the 
analysis of keywords that are associated indicated that 
four clusters exist in the analyzed number of science 
articles. The first cluster marked in green focuses on 
employee-related aspects. The second cluster, marked in 
blue, is oriented to the motivation of the workers. The 
third cluster, colored in yellow, focuses on the teacher’s 
(trainer) role in building workers’ competencies and 
skills. The last (fourth) cluster presented in red focuses 
on the woman as the leader’s role in the workplace. 

However, in this case, in Figure 2, we can see that 
all the significant words  “effect”, which occurred 1795 
times, “employee”, which occurred 1556 times, “influ-
ence”, which occurred 1248 times, “performance”, which 
occurred 1068 times, “questionaire”, which occurred 
1011 times, the size of the bigest circles, as much as the 
color, “transformational leadership”, which occurred 911 
times, “sample”, which occurred 873 times, “teacher”, 
which occurred 820 times, “respondent”, which oc-
curred 642 times, “review”, which occurred 509 times, 
“originality value”, which occurred 478 times,  “mediating 
role”,  which occurred 509 times, “design methodology 

approach”, which occurred 437 times, “severent leader-
ship” which occurred 420 times, are distinguished by 
size, which means that they are essential, much less 
significant are “population”, which occurred 414 times, 
“women” which occurred 410 times, much more less 
since the size of the circles is somewhat smaller “signifi-
cant principal”, “mediator”, “case study”,  “school lead-
er”,  “structural equation modeling”,  “work motivation”, 
“spss”, “data collection technique”, “sampling technique”, 
“documentation”, “barrier”, “space”, “square”. It should 
also be noted that all keywords are interdependent, but 
the distances of the connections are different.

Leadership citations by the author are reflected in 
Figure 3, where 12,948 documents were found by author 
citation. Iqbal et al. (2020, 2021a, 2021b,) authors pre-
sented data from bibliographic method articles, where 
the established relationship between “leadership and SP” 
was found. Only a few studies showed a direct effect of 
leadership on SP, lean innovation (Iqbal et al., 2020), psy-
chological safety (Iqbal et al., 2020), organizational learn-
ing (Iqbal et al., 2020), structural empowerment (Sulasmi 
et  al., 2020), managers’ perceived rewards and benefits 
(Patiar & Wang, 2019), and knowledge management on 
the relationship between “leadership and SP” .

In addition, previous studies from countries such as 
China, Pakistan, Malaysia, Indonesia, India, and Brunei 
have provided empirical evidence of the direct effects of 
sustainable leadership on SP through psychological safety 
(Iqbal et al., 2020), organizational learning (Iqbal et al., 
2020), structural empowerment (Sulasmi et  al., 2020) 
and frugal innovation (Iqbal et al., 2021b). Quantitatively 
studied Australia’s identified transformation mechanism 
and a transactional “management-SP” relationship based 
on managers’ perceived compensation and benefits prac-
tices (Iqbal et al., 2021b). However, their study did not 
suggest a mediating effect of corporate reputation on the 
relationship between “responsible leadership and envi-
ronmental performance”.

Conclusions

The paper presents a systematic literature review on sus-
tainable leadership and fills the research gaps, identify-
ing that transformational leadership style could suit the 
change of organization into being sustainable. Leadership 

Figure 2. The prevalence of the most frequently used 
keywords used in author’s publications, according to the 

search in the database “Vos viewer”

Figure 3. Leadership citations by author  
in the database “Vos viewer” 
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styles significantly impact analyzing factors and achieving 
sustainable organizational goals. The decisions made by 
the leader depend very much on the skill and the ability to 
motivate the team members. Organizations must under-
stand and assess the underlying factors influencing team 
performance and seek to improve competitive advantage 
in the marketplace. This article guides organizational lead-
ers on how to apply different leadership factors, focusing 
on team member needs, level of engagement, and techno-
logical, social, e-emotional, and cultural literacy. A leader 
aspires to mentor and nurture followers, to seek the best 
solutions through Social Intelligence (SQ), Emotional in-
telligence (EQ), and Cultural intelligence (CQ), and ap-
ply practical tools accordingly. Results of the bibliometric 
analysis show that sustainable leadership is still an unre-
searched topic, as “sustainability” is not mentioned among 
top terms and not appears in any cluster. The presentation 
of the theoretical method should be measured in practice, 
creating the best strategies for the motivation and poten-
tial of the business and employees. The research results 
could be interesting for practitioners seeking to encour-
age applying the sustainability concept in the organization. 
The authors revised and recommended links among lead-
ership elements. Future research should include a review 
of industries-based leadership aspects. 
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