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Abstract. In an ever-changing business environment, organizations must be able to adapt to 

remain relevant. Change is no longer a one-time occurrence but a constant that needs to be 

managed effectively. This research aims to analyze the role of value-based leadership in shaping 

an organizational culture that supports sustainable change. The research method employed is a 

literature review with a qualitative approach using descriptive analysis. Data for this research 

were gathered from Google Scholar within the timeframe of 2004-2024. The findings indicate that 

leaders with a value-based approach play a crucial role in shaping an organizational culture that 

supports sustainable change. They are responsible for communicating and reinforcing core values, 

developing a focused vision, building trust and team member engagement, as well as promoting 

continuous learning. Additionally, they must be adept at managing conflicts, considering 

sustainability aspects in resource management, and confronting uncertainty with flexibility and 

adaptability. Value-based leaders also need to ensure that proposed changes align with the 

interests of all organizational stakeholders. 
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1.   Introduction 

In the dynamic business landscape that continues to evolve, organizational adaptability has become the key 

to maintaining relevance. Transformation is no longer a one-time phenomenon but a necessity that demands 

effective management and high flexibility. Organizations must continually explore adaptation strategies, 

strengthen their systems, and cultivate a culture responsive to change [1]. This positions them to confront 

diverse challenges in an ever-changing environment. 

The role of organizational culture in shaping the behavior, communication, and collaboration of members is 

a vital factor in successfully adapting to market dynamics. A robust culture rooted in change-supporting values 

serves as the primary foundation for organizations to face evolving challenges [2]. A culture that promotes 

innovation, resilience, and openness to new ideas encourages members to think critically, take risks, and engage 

in continuous learning. A progressive and adaptive organizational culture not only becomes a strategic asset but 

also a key driver of long-term success in navigating inevitable changes in a competitive market [3]. 

Leadership plays a foundational role in shaping and reinforcing organizational culture, creating a productive 

and inclusive work environment. Value-based leadership, emphasizing principles of ethics, integrity, and 

fairness, not only sets the strategic direction of the organization but also shapes the norms and values that 

underpin interactions and decision-making throughout the organizational hierarchy. Visionary leadership 

inspires organizational members to adopt values aligned with the company's vision and mission, fostering an 

empowering, collaborative, and innovative work culture [4]. Value-focused leadership not only influences 

overall organizational performance but also shapes the identity and reputation of the organization in the eyes of 

external stakeholders [5]. 

In the context of organizational dynamics, the values upheld by leaders play a crucial role in shaping a 

strong and sustainable culture. When leaders prioritize values such as integrity, collaboration, and innovation in 

their leadership, it not only lays the foundation for the long-term success of the organization but also inspires 

members to adopt attitudes and behaviors aligned with those values. Integrity in leaders' actions and decisions 
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establishes a strong basis of trust among organizational members, while collaboration fosters team spirit and 

cross-departmental cooperation [6]. Moreover, an emphasis on innovation encourages organizational members 

to think creatively, generate new solutions, and adapt to rapid environmental changes. Value-based leadership 

not only shapes a culture that supports continuous change but also serves as a cornerstone in creating an 

adaptive and responsive organization. 

Achieving sustainable change requires organizations to undergo cultural transformation that goes beyond 

surface-level changes. This transformation process not only demands strong commitment from all organizational 

members but also consistency in applying values that promote the desired change. Deep-seated cultural 

transformation involves the exploration and renewal of core values that underpin behavior and decision-making 

at all levels of the organization [7]. When these values are consistently applied in every aspect of organizational 

life, from decision-making to daily actions, they become the primary drivers of sustainable change. Strong 

commitment to this cultural transformation enables organizations to adapt to evolving market dynamics, face 

new challenges, and remain relevant in an era filled with uncertainty. Cultural transformation is not only an end 

goal but also a continuous and ongoing process in the journey toward organizational excellence. 

Although awareness of the importance of value-based leadership and organizational culture has increased, 

there is still uncertainty about how the interaction between these factors effectively shapes a culture that 

supports sustainable change. Therefore, there is an urgent need for further in-depth research to explore the 

dynamics involved in this process. Such deeper research is expected to provide more detailed insights into how 

the values championed by leaders concretely influence organizational culture, and conversely, how the formed 

organizational culture influences leadership practices. The results of such research will provide valuable 

contributions to business practitioners and academics in developing more effective strategies for managing 

organizational change, taking into account the complexity of the relationship between value-based leadership 

and organizational culture that supports innovation and adaptation. 

1.1  Leadership 

Leadership is the process by which an individual or a group of people influences and directs others or a 

group to achieve specific goals [8]. It involves the use of interpersonal skills, communication, and decision-

making to inspire, motivate, and guide team members or an organization. A leader plays a central role in 

coordinating the efforts of individuals or groups, aligning vision and goals, and addressing challenges and 

obstacles that may arise in achieving desired outcomes [9]. Leadership is not just about holding formal authority 

or a specific hierarchical position but also about earning trust and respect from others through reliability, 

integrity, and competence. As change agents, leaders must also be capable of bringing about positive 

transformations within organizations or communities by identifying opportunities, developing strategies, and 

mobilizing necessary resources [10], [11], [12]. Thus, leadership is not merely about control or command but 

rather a collaborative process involving relationship building, people development, and value creation. 

1.2  Values 

Values refer to the principles, beliefs, or moral standards held by individuals, groups, or organizations as 

guides for their behavior, decisions, and interactions with their surrounding environment [13]. These values 

form the basis for judgments about what is considered important, right, or worthwhile in personal, social, and 

professional life. They reflect individual or group preferences or priorities regarding certain aspects such as 

honesty, integrity, loyalty, fairness, and responsibility. These values are often internalized from experiences, 

education, and culture, and can influence an individual's behavior and decisions in various contexts. 

Additionally, values can also serve as social bonds, uniting individuals or groups in a shared identity or common 

purpose [14]. In the organizational context, values are often articulated in the form of mission, vision, or a code 

of ethics and serve as the foundation for shaping a unique and supportive organizational culture. Therefore, 

values play a significant role in guiding individual behavior and shaping dynamics within groups or 

organizations. 

1.3  Organizational Culture 

Organizational culture refers to a set of values, norms, beliefs, attitudes, and behaviors collectively 

embraced and internalized by members of an organization [15]. It reflects the unique identity of the organization 

and influences how individuals interact, collaborate, and make decisions within it. Organizational culture shapes 

the work environment, which may encompass aspects such as levels of trust, communication, collaboration, 

innovation, adaptation, as well as attitudes towards risk and change. A strong and positive culture can enhance 

organizational performance by creating an environment supportive of growth, learning, and creativity [16]. 

Conversely, a culture that is unhealthy or not aligned with the organization's goals can hinder initiatives, trigger 
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conflicts, and impede change. Therefore, understanding and managing organizational culture are key for leaders 

and managers to effectively achieve organizational goals and facilitate necessary changes to remain relevant and 

competitive in dynamic markets. 

1.4  Sustainable Change 

Sustainable change refers to an ongoing transformation process within an organization, system, or society, 

aimed at creating stable and enduring changes over time [17]. This concept highlights the importance of 

adopting change as an integral part of daily operations, rather than merely as a response to crisis situations or 

urgent circumstances. Sustainable change requires long-term commitment from all stakeholders to continuously 

adapt to the evolving environment and enhance organizational performance and sustainability [18]. It involves 

efforts to build organizational capacity, shift mindsets, and improve existing processes, systems, and practices to 

be more efficient, effective, and responsive to market demands, technology, and social environments. Thus, 

sustainable change is not just about creating one-time alterations but rather a philosophy and strategic approach 

that leads to sustainable improvements in quality, competitiveness, and relevance of the organization in the long 

run. 

 

2.   Method 

The research method employed is a literature review with a qualitative approach using descriptive analysis. 

Data for this research were gathered from Google Scholar within the timeframe of 2004-2024. Initially, 50 

articles were identified, however, through strict selection based on relevant inclusion and exclusion criteria 

pertaining to the research topic, only 27 articles were used as the research sample. The article selection process 

was based on relevance to the research topic, research methodology quality, and depth of analysis presented in 

the articles. After selecting the articles, data from each article will be analyzed descriptively to identify main 

themes, patterns, and significant findings related to the role of value-based leadership in shaping an 

organizational culture that supports sustainable change. This descriptive analysis will aid in understanding and 

presenting a comprehensive overview of the contributions of previous research to the selected topic. 

 

3.   Result and Discussion 

Leaders who adopt a values-based approach play a crucial role in shaping and maintaining an 

organizational culture that supports continuous change [19]. A robust and inclusive organizational culture serves 

as an invaluable foundation for sustainable change. In this context, values-based leadership introduces moral 

and ethical dimensions that act as a compass for the direction of organizational change, while ensuring that these 

values permeate all aspects of organizational life. 

One crucial aspect of values-based leadership is the capacity to effectively communicate and reinforce the 

core values that serve as pillars for the organization. Effective leaders not only articulate these values verbally 

but also demonstrate commitment and consistency in everyday practices [20]. For example, if integrity is 

deemed a core value within an organization, leaders must be able to exemplify integrity in every aspect of 

organizational life, from decision-making processes to interactions with team members. By doing so, leaders 

create an environment where cherished values are not only articulated rhetorically but also consistently applied 

in real practices, thus strengthening a resilient and sustainable organizational culture. 

Values-based leadership also considers the importance of developing a clear and purposeful vision. This 

vision should align with the organization's values and provide compelling guidance on the desired direction and 

the reasons why achieving these goals is crucial. With a strong vision, leaders can motivate team members to 

move forward with enthusiasm and drive the necessary changes to achieve established goals [21]. Thus, a 

clearly defined vision can serve as a driver for unity of action and inspiration within the organization, forming a 

solid foundation for sustainable change efforts. 

In addition to reinforcing organizational values and formulating a clear vision, leaders who embrace a 

values-based approach also play a crucial role in building trust and engaging team members. They create an 

environment where every individual feels heard, valued, and encouraged to contribute maximally, while 

ensuring that strong relationships are built and collaboration is facilitated. Values-based leaders foster an 

inclusive organizational culture where innovative ideas can flourish, and change is encouraged sustainably [22]. 

In such an environment, team members feel empowered to actively participate, creating an atmosphere where 

creativity and cooperation can thrive optimally, leading to the achievement of more meaningful organizational 

goals. 
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In addition to the aforementioned aspects, the importance of values-based leadership is also reflected in its 

efforts to promote continuous learning and development within the organization. Leaders act as catalysts in 

creating an environment where mistakes are viewed as opportunities for learning and growth rather than failures 

to be avoided. An organizational culture that supports continuous change evolves through ongoing learning 

processes and adaptation to rapidly changing environmental dynamics [23]. By emphasizing continuous 

learning, values-based leaders build a strong foundation for innovation and sustainable performance 

improvement, enabling organizations to compete and thrive amidst complex and dynamic challenges. 

In the context of shaping a culture that fosters sustainable change, the role of values-based leadership is 

crucial. Through a series of coordinated actions, including communication of core values, development of a 

clear and purposeful vision, building trust and inclusive engagement, as well as promoting continuous learning, 

values-based leaders guide the organization towards its desired direction. In this process, leaders not only ensure 

that change occurs but also ensure that it happens sustainably, while still adhering to the values upheld by the 

organization. Thus, values-based leadership not only serves as the primary driver of organizational change but 

also stands at the forefront of ensuring that change occurs consistently and sustainably over time. 

Furthermore, it is important to recognize that implementing sustainable change requires a deep 

understanding of the differences and complexities inherent in organizational culture. Values-based leaders are 

expected to have the capacity to manage conflicts effectively and create space for open dialogue, thereby 

facilitating a deeper understanding of the needs and perspectives of individuals within the organization. By 

adopting this approach, leaders can build a strong foundation for productive collaboration and foster the trust 

needed to achieve sustainable change. Therefore, awareness of the dynamics of complex organizational culture 

and the ability to manage differences are key to successful and sustainable change efforts within an organization 

[24]. 

Moreover, values-based leadership also requires serious attention to sustainability aspects in organizational 

resource management. The concept of sustainability not only applies to the physical environment but also 

encompasses social and economic dimensions [25]. In this regard, leaders must be able to consider the long-

term impacts of their decisions and actions on the three pillars of sustainability: people, planet, and 

organizational profitability. They need to adopt a holistic and responsible approach, ensuring that their efforts 

not only optimize organizational performance in the short term but also enhance societal well-being, preserve 

environmental sustainability, and maintain long-term profitability. By integrating sustainability aspects into 

decision-making processes and daily operations, values-based leaders can play a significant role in building 

socially responsible and sustainable organizations. 

In an era of rapid change, values-based leadership is demanded to possess the ability to navigate uncertainty 

and ambiguity wisely. They are expected to be visionaries who are not only strong but also flexible, open to new 

ideas, and innovative solutions. In this context, flexibility and adaptability become paramount in ensuring that 

the organization remains relevant and competitive in a rapidly changing market. Successful values-based leaders 

will be able to combine firmness in upholding the integrity of organizational values with the ability to adapt to 

changes occurring in both external and internal environments [26]. They lead not only by considering current 

conditions but also by looking ahead, anticipating forthcoming changes, and preparing the organization to face 

them with a proactive and responsive attitude. Thus, values-based leadership becomes a solid foundation for 

organizations to navigate the currents of uncertainty and achieve long-term success. 

Lastly, but equally important, leaders based on values must ensure that any proposed changes are aligned 

with the interests of all stakeholders of the organization. This includes employees, customers, society, and the 

environment. By integrating perspectives from various stakeholders in the decision-making process, leaders can 

ensure that every change made not only benefits the organization as a whole but also adds value to the entire 

ecosystem around it [27]. Through an inclusive and value-centered approach, leaders can build strong consensus 

and create sustainable positive impacts, strengthening the bond between the organization and the communities it 

serves. Thus, values-based leaders act as effective bridges between the needs and aspirations of various 

stakeholders, ensuring that every step taken brings sustainable benefits to all involved parties. 

Overall, the role of values-based leadership in shaping an organizational culture that supports sustainable 

change demonstrates inevitable complexity. To achieve this goal, leaders are faced with a wide and diverse 

range of responsibilities. Firstly, they need to effectively communicate and internalize the values held by the 

organization. Furthermore, the development of an inclusive and clear vision is key to guiding the desired 

direction of change. Building trust through collaboration and transparency is also an inseparable aspect. 

Additionally, the importance of promoting continuous learning and conflict management cannot be overlooked, 

while resource sustainability must be considered in every decision made. Furthermore, the ability to be flexible 

in the face of change and adaptation is crucial in ensuring the organization's relevance in a rapidly changing 

environment. Lastly, but not least, leaders must consider the interests of all organizational stakeholders, from 
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employees to society and the environment. By integrating all these aspects, values-based leaders can lead 

organizations towards a sustainable, inclusive, and successful future. 

 

4.   Conclusion 

Leaders with a values-based approach play a key role in shaping an organizational culture that supports 

sustainable change. They are responsible for communicating and reinforcing core values, developing a focused 

vision, building trust and team member engagement, as well as promoting continuous learning. Additionally, 

they must be adept at managing conflict, considering sustainability aspects in resource management, and 

confronting uncertainty with flexibility and adaptability. Value-based leaders also need to ensure that proposed 

changes align with the interests of all organizational stakeholders. Recommendations that can be provided based 

on the research findings include: 1) Effective Communication: Leaders should continuously communicate core 

values and organizational vision clearly and convincingly to all team members. 2) Trust Building: Leaders 

should prioritize building strong and inclusive relationships among team members to create an environment 

where every individual feels heard and valued. 3) Conflict Management: Leaders should have skills in managing 

conflict and creating space for open dialogue that allows for deeper understanding of the needs and perspectives 

of individuals within the organization. 4) Resource Sustainability: Leaders should consider the long-term impact 

of their decisions and actions on people, the planet, and organizational profitability. 5) Adaptation to Change: 

Leaders should be flexible vision bearers and open to new ideas and innovative solutions. 6) Consideration for 

All Stakeholders: Leaders should ensure that proposed and implemented changes align with the interests of all 

organizational stakeholders. By implementing these recommendations, value-based leaders can be more 

effective in shaping an organizational culture that supports sustainable, inclusive, and successful change. 

References 

[1] N. G. Torlak, Organizational Change Management Strategies in Modern Business, 1st ed., vol. 12. IGI 

Global, 2016. doi: 10.4018/978-1-4666-9533-7. 

[2] C. Felipe, J. Roldán, and A. Leal-Rodríguez, “Impact of Organizational Culture Values on 

Organizational Agility,” Sustainability, vol. 9, no. 12, p. 2354, Dec. 2017, doi: 10.3390/su9122354. 

[3] C. G. Worley and E. E. Lawler, “Built to Change Organizations and Responsible Progress: Twin Pillars 

of Sustainable Success,” in Research in Organizational Change and Development, 2010, pp. 1–49. doi: 

10.1108/S0897-3016(2010)0000018005. 

[4] D. Karwan, H. Hariri, and R. Ridwan, “Visionary Leadership: What, Why, and How,” in Proceedings of 

the 2nd International Conference on Progressive Education, ICOPE 2020, 16-17 October 2020, 

Universitas Lampung, Bandar Lampung, Indonesia, EAI, 2021, pp. 1–23. doi: 10.4108/eai.16-10-

2020.2305217. 

[5] N. Z. da Camara, “Identity, Image and Reputation,” in Reputation Management, Berlin, Heidelberg: 

Springer Berlin Heidelberg, 2011, pp. 47–58. doi: 10.1007/978-3-642-19266-1_6. 

[6] A. S. Engelbrecht, G. Heine, and B. Mahembe, “Integrity, ethical leadership, trust and work 

engagement,” Leadership & Organization Development Journal, vol. 38, no. 3, pp. 368–379, May 2017, 

doi: 10.1108/LODJ-11-2015-0237. 

[7] B. A. Barker Scott and M. R. Manning, “Designing the Collaborative Organization: A Framework for 

how Collaborative Work, Relationships, and Behaviors Generate Collaborative Capacity,” J Appl Behav 

Sci, vol. 60, no. 1, pp. 149–193, Mar. 2024, doi: 10.1177/00218863221106245. 

[8] A. S. Cahyono, L. Tuhuteru, S. Julina, S. Suherlan, and A. M. A. Ausat, “Building a Generation of 

Qualified Leaders: Leadership Education Strategies in Schools,” Journal on Education, vol. 5, no. 4, pp. 

12974–12979, 2023, Accessed: Mar. 17, 2023. [Online]. Available: 

https://jonedu.org/index.php/joe/article/view/2289 

[9] A. M. A. Ausat, S. Suherlan, T. Peirisal, and Z. Hirawan, “The Effect of Transformational Leadership 

on Organizational Commitment and Work Performance,” Journal of Leadership in Organizations, vol. 

4, no. 4, pp. 61–82, Mar. 2022, doi: 10.22146/jlo.71846. 

[10] A. Basir, E. D. Puspitasari, C. C. Aristarini, P. D. Sulastri, and A. M. A. Ausat, “Ethical Use of 

ChatGPT in the Context of Leadership and Strategic Decisions,” Jurnal Minfo Polgan, vol. 12, no. 1, 

pp. 1239–1246, 2023, doi: https://doi.org/10.33395/jmp.v12i1.12693. 

[11] M. A. K. Harahap, S. Sutrisno, D. Mahendika, S. Suherlan, and A. M. A. Ausat, “The Role of 

Emotional Intelligence in Effective Leadership: A Review of Contemporary Research,” Al-Buhuts, vol. 

19, no. 1, pp. 354–369, 2023, doi: https://doi.org/10.30603/ab.v19i1.3429. 



Journal of Contemporary Administration and Management (ADMAN) 

ISSN: 2988-0394 Print / 2988-3121 Online 

Vol 2, Issue 1, April 2024, Page 430-435 

DOI: https://doi.org/10.61100/adman.v2i1.165 

pg. 435 
 

[12] A. Zen, S. Siminto, M. A. K. Harahap, Y. B. Prasetya, and A. M. A. Ausat, “Effective Leadership: A 

Literature Review of Concepts, Characteristics, and Best Practices,” Innovative: Journal Of Social 

Science Research, vol. 3, no. 2, pp. 2209–2219, 2023, doi: https://doi.org/10.31004/innovative.v3i2.430. 

[13] J. Hyatt and J. Gruenglas, “Ethical Considerations in Organizational Conflict,” in Conflict Management 

- Organizational Happiness, Mindfulness, and Coping Strategies [Working Title], IntechOpen, 2023. 

doi: 10.5772/intechopen.1002645. 

[14] R. Mifsud and G. Sammut, “Worldviews and the role of social values that underlie them,” PLoS One, 

vol. 18, no. 7, p. e0288451, Jul. 2023, doi: 10.1371/journal.pone.0288451. 

[15] D. A. Jerab and T. Mabrouk, “The Role of Leadership in Changing Organizational Culture,” SSRN 

Electronic Journal, 2023, doi: 10.2139/ssrn.4574324. 

[16] Y. M. Kundi, M. Aboramadan, E. M. I. Elhamalawi, and S. Shahid, “Employee psychological well-

being and job performance: exploring mediating and moderating mechanisms,” International Journal of 

Organizational Analysis, vol. 29, no. 3, pp. 736–754, May 2021, doi: 10.1108/IJOA-05-2020-2204. 

[17] K. Beycioglu and Y. Kondakci, “Organizational Change in Schools,” ECNU Review of Education, vol. 

4, no. 4, pp. 788–807, Dec. 2021, doi: 10.1177/2096531120932177. 

[18] Q. Iqbal, N. H. Ahmad, and H. A. Halim, “How Does Sustainable Leadership Influence Sustainable 

Performance? Empirical Evidence From Selected ASEAN Countries,” Sage Open, vol. 10, no. 4, p. 

215824402096939, Oct. 2020, doi: 10.1177/2158244020969394. 

[19] J. Boeske, “Leadership towards Sustainability: A Review of Sustainable, Sustainability, and 

Environmental Leadership,” Sustainability, vol. 15, no. 16, p. 12626, Aug. 2023, doi: 

10.3390/su151612626. 

[20] A. Baquero, “Authentic Leadership, Employee Work Engagement, Trust in the Leader, and Workplace 

Well-Being: A Moderated Mediation Model,” Psychol Res Behav Manag, vol. Volume 16, pp. 1403–

1424, Apr. 2023, doi: 10.2147/PRBM.S407672. 

[21] Prof. Dr. A. Al-Baidhani and A. Alsaqqaf, “The Effect of Leadership on Employees’ Motivation,” SSRN 

Electronic Journal, 2023, doi: 10.2139/ssrn.4329264. 

[22] N. Pless and T. Maak, “Building an Inclusive Diversity Culture: Principles, Processes and Practice,” 

Journal of Business Ethics, vol. 54, no. 2, pp. 129–147, Oct. 2004, doi: 10.1007/s10551-004-9465-8. 

[23] M. K. Linnenluecke and A. Griffiths, “Corporate sustainability and organizational culture,” Journal of 

World Business, vol. 45, no. 4, pp. 357–366, Oct. 2010, doi: 10.1016/j.jwb.2009.08.006. 

[24] A. Errida and B. Lotfi, “The determinants of organizational change management success: Literature 

review and case study,” International Journal of Engineering Business Management, vol. 13, pp. 1–15, 

Jan. 2021, doi: 10.1177/18479790211016273. 

[25] M. Fischer et al., “The Concept of Sustainable Development,” in Sustainable Development, 

SPRINGER, 2023, pp. 17–27. doi: 10.1007/978-3-031-25397-3_2. 

[26] V. Žydžiūnaitė, “Leadership Values and Values Based Leadership: What is the Main Focus?,” Applied 

Research In Health And Social Sciences: Interface And Interaction, vol. 15, no. 1, pp. 43–58, Dec. 

2018, doi: 10.2478/arhss-2018-0005. 

[27] Q. Wang, H. Hou, and Z. Li, “Participative Leadership: A Literature Review and Prospects for Future 

Research,” Front Psychol, vol. 13, pp. 1–12, Jun. 2022, doi: 10.3389/fpsyg.2022.924357. 


