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Abstract 

In this dissertation, I lay the groundwork for the definition, application, measurement, and 

evolution of a framework for love-based leadership (LBLS) in three separate manuscripts. In 

Manuscript I, I introduce a framework based on the evolution and application of sustainability 

in business since the early 1980s. I leverage synergies between Clingan’s (2015) pedagogy of 

love, social dimensions of behavioral economics and LBLS. In Manuscript II, I take a deeper 

dive into defining the characteristics of love-based leadership to apply it effectively within 

leadership theories that included transformational, authentic and servant leadership. A 

survey was conducted and themes that emerged from the results on love-based leadership 

centered around empathy, human-centered, diplomacy and kindness. I found these themes 

to differ from the characteristics of transformational, authentic, and servant leadership. 

Another difference is that love-based leadership seems to be a learned behavior that opens 

opportunities for it to be taught and spread throughout all levels of an organization and 

community. In Manuscript III, I present results from the love-based leadership section of the 

survey; I found that love-based leadership was positively perceived. I conclude that love-

based leadership can have a positive impact on respondents’ personal lives, their 

communities and business. I recommend support for LBLS, including characteristics of 

communication, diplomacy, empathy, and kindness. 
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Chapter 1. Introduction 

 In this introductory chapter I illustrate the integrative thread that weaves together 

the three articles in this dissertation. I will define the problem addressed, the importance of 

the problem, the theoretical foundations supporting this issue and state my research 

questions and methods. 

I have a background in sustainability, systems thinking, business and ecology. I have 

worked for several years to help business leverage resources to create more resilient and 

sustainable systems, not only within their operations but beyond to benefit the natural 

environment, communities, and economies. It is through these experiences I extracted the 

theoretical foundations of systems theory, pedagogy of love and the social dimensions of 

behavioral economics. 

Much of business sustainability literature since the early 1990s has emphasized 

narrowly defining sustainability and incrementally implementing specific initiatives related to 

a sustainable system into specific areas of business. Only since the mid-2000s has the 

application and integration of sustainability begun to occur more comprehensively across all 

systems of business and subsequent stakeholders. Although the details of the definition of 

sustainability can differ slightly, in this dissertation, sustainability is defined as collective 

action toward a common goal of a healthy environment, communities of wellbeing, and a just 

economy for all stakeholders. 

Perhaps the most recognizable lens of sustainability within the business paradigm is 

that of the triple bottom line, coined by Spreckley (1981) followed by Elkington (1998, 2018, 

2020). The World Commission on Environment and Development brought the term 
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sustainability to the forefront of public discussion in Our Common Future (1987), also known 

as Report of the Brundtland Commission. Authors and sustainability practitioners such as 

Hawken (1993, 2010), Makower (2009) Esty & Simmons (2010), Raworth (2017), Robèrt 

(2004), Savitz (2013), Willard (2002, 2005) and Winston (2014) and business representatives 

such as CEO of Interface, Anderson (2002, 2009) and Chouinard (2005, 2022, 2012) further 

increased discussions around defining sustainability and what it means to community and 

business. 

Purpose 

The purpose of this dissertation is to present a comprehensive and integrated 

framework connecting elements of love-based leadership and social dimensions of 

behavioral economics to business sustainability and systems thinking, thereby helping guide 

businesses and their stakeholders in developing a more transformative state of 

environmental health, social wellbeing, and a just economy. The love-based leadership for 

sustainability (LBLS) framework that I introduce in this dissertation will build from the 

frameworks and applications of sustainable business frameworks and leverage points that 

Meadows (1999) defined as, “The “places within a complex system (a corporation, an 

economy, a living body, a city, an ecosystem) where a small shift in one thing can produce big 

changes in everything” (p. 1). 

For me, the concept of leading with love developed during the early months of 2020 

while there was a call from the U.S. Center for Disease Control for everyone to do their part 

in controlling the COVID-19 virus (CDC, 2021). It seemed to me that individualism, fear, 

increased partisan response and cases of isolation were increasing. 
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 I recognized some of the same responses to sustainability challenges; increased fear, 

what seemed like ineffective responses to the scale of the problem, and an emphasis on 

individualism versus good for the collective. It is through these parallels I began wondering 

about a different and refreshed approach to scaling sustainability solutions. Perhaps, I 

thought, there is room for a new leadership style. One that energizes, unites, and highlights 

positivity in sustainability behavior. I saw the potential scope of positive influence of 

businesses’ sustainability commitments to grow. Not only could businesses passively 

influence sustainability, but they could scale the rate of sustainability adoption among all 

stakeholders if examples of leading with love could be portrayed as status quo and making 

business sense. Through making the connections between sustainability, love and business, I 

began to piece together a theoretical framework that could leverage the power of business 

to create greater sustainability change. Upon learning of Joan Clingan’s (2015) pedagogy of 

love I had an epiphany that a similar pedagogy could be applied but instead of educational 

settings, utilizing business. 

Research Questions 

My three research questions for this dissertation were as follows: 

• Are businesses who identify on the sustainability spectrum utilizing principles of love-

based leadership? 

• Do employees find value in principles of love-based leadership? 

• Does a business impact stakeholders? If so, how can businesses integrate love-based 

leadership to positively influence sustainability in the surrounding culture? 

 I used a mixed-methods and exploratory design, that according to Molina-Azorin et 

al., (2018), 
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…[is] based on the premise that an exploration is needed for one of several reasons: 

measures or instruments are not available, the variables are unknown or there is no 

guiding framework or theory. Therefore, researchers use this design when existing 

instruments, variables, or measures may not be known or available for the population 

or context under study. It is also appropriate when a researcher wants to generalize 

results to different groups, to test aspects of an emergent theory, or to explore a 

phenomenon…(p. 414). 

This allowed for a comprehensive survey design geared toward building a foundational 

definition and understanding of love-based leadership and its relationship to business and 

cultural sustainability. 

Summary 

 I chose a three-article dissertation to reach an audience of professionals working in 

business, nonprofit and other non-academic fields. Manuscript I illustrates the integrated 

love-based leadership for sustainability (LBLS) framework. Manuscript II begins to define the 

parameters, characteristics, and definition of love-based leadership more clearly. Manuscript 

III explores the survey, data and high-level results from the survey I deployed.   
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Abstract I 

 In this perspective article, I evaluate the developments of sustainability in business 

from the early 1990s to 2020 and lays the foundation for transformative change necessary to 

create a more authentically sustainable state—one of environmental health, social wellbeing, 

and just economies. The overview begins with a review of the current state of applied 

concepts and frameworks related to sustainable business. Next, an integrated framework is 

presented that is created from systematically leveraging connections between love-based 

leadership in business and the social dimensions of behavioral economics. This integrated 

framework, herein called The Framework for love-based leadership for sustainability (LBLS), 

could be utilized to create systemic change for a more sustainable future. Through leveraging 

these connections, business could more effectively and consistently drive positive, 

sustainable, and collective change within business culture and communities. The purpose of 

this article is to present a comprehensive and integrated framework systemically connecting 

elements of love-based leadership and social dimensions of behavioral economics to business 

sustainability and community. This new framework will help guide transition for businesses 

and their stakeholders to a transformative state of environmental health, social wellbeing, 

and a just economy. 

Keywords 

Sustainable business, sustainable communities, behavioral economics, systems thinking, 

love-based leadership, transformational leadership, adaptive leadership, compassionate 

leadership, sustainability, sustainability framework 
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Introduction I 

The purpose of this overview is to present a comprehensive and integrated framework 

connecting elements of love-based leadership and social dimensions of behavioral economics 

to business sustainability and systems thinking, thereby helping guide businesses and their 

stakeholders in developing a more transformative state of environmental health, social 

wellbeing, and a just economy. The love-based leadership for sustainability (LBLS) Framework 

introduced in this overview will build from the frameworks and applications of those 

frameworks since the early 1990s and help find leverage points that Meadows (1999) defined 

as the “places within a complex system (a corporation, an economy, a living body, a city, an 

ecosystem) where a small shift in one thing can produce big changes in everything” (p. 1). 

This will maximize the positive impact love-based leadership in business can have on the 

community. 

Sustainability 

The term sustainability was brought to the forefront of the public’s attention by the 

United Nations Brundtland Report (1987) as follows: "Sustainable 

development is development that meets the needs of the present without compromising the 

ability of future generations to meet their own needs” (p. 37). In just these last 34 years, the 

world has changed in drastic ways. In 2020 alone, we experienced continental wildfires across 

Australia, a COVID-19 pandemic, and a global social uprising through the Black Lives Matter 

movement, all systemically related. We have collectively experienced similar trauma and at 

the same time opportunities to create a more resilient, just, and happy world for more, if not 

all, stakeholders. 
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Over this same period, businesses have adopted incremental sustainability initiatives, 

but most have not done enough to transform the system within which they operate. To 

holistically transform systems, we must go beyond the essential and foundational description 

of sustainable development as defined by the Brundtland Report. We must better understand 

the systemic connections and leverage points between what businesses commit to and carry 

out, how our culture responds to business actions, and how businesses respond to changes 

in culture. Through illuminating more effective ways of leadership in business, we can 

essentially change the system toward greater sustainability from within which we currently 

operate. A comprehensive and integrated framework connecting elements of love-based 

leadership and social dimensions of behavioral economics to business sustainability and 

systems thinking can help transition businesses and their stakeholders to a transformative 

state of environmental health, social wellbeing, and a just economy. 

Much of business sustainability research and practice since the early 1990s has 

narrowly defined sustainability and incrementally implementing specific initiatives related to 

a sustainable system into specific areas of business. Only since the mid-2000s has the 

application and integration of sustainability begun to occur more comprehensively across all 

systems of business and subsequent stakeholders. Although the details of the definition of 

sustainability can differ slightly, in this article, sustainability is defined as collective action 

toward a common goal of a healthy environment, communities of wellbeing, and a just 

economy for all stakeholders. Spreckley (1981) first defined private sector sustainability 

utilizing the triple bottom line concept when he argued for business metrics built around 

financial performance, social wealth creation, and environmental responsibility. Six years 
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later, the World Commission on Environment and Development published Our Common 

Future (1987), also known as Report of the Brundtland Commission. This report brought the 

term “sustainable development” to the forefront of global attention, defining it as, 

“development that meets the needs of the present without compromising the ability of 

future generations to meet their own needs” (p. 54). Many of these early distinctions of 

sustainability were of individual and tactical business practices that fit within three silos of 

benefiting people, planet, and profit. These ideas reinforced concepts of development and 

growth as primarily accomplished through profit, expansion, and market domination. 

Sustainable Business Practices 

Hawken (1993) published The Ecology of Commerce which was one of the first 

significant works to introduce principles of ecology to business. This pivotal book introduced 

systems thinking, corporate rights, ethics, and guardianship to the operational side of 

business. This publication put the “spear in the chest” of CEO of Interface, Anderson (Ray C. 

Anderson Foundation, 2021). It served as a moment of epiphany which then led Anderson on 

a drive to what he defined as “Mission Zero”, setting a goal of eliminating any negative 

environmental impact by 2020 (p. 5). Anderson went on to publish two original pieces of 

literature based on his experiences including Mid-Course Correction (2002) and Confessions 

of a Radical Industrialist (2009). Anderson demonstrated that an organization can be 

successful economically while transforming their business model toward a shared 

sustainability vision, achieved through pragmatic action steps and a sense of stewardship for 

the environment and people. 



 

 19 

Elkington (1998, 2020) formalized the triple bottom line concept in the private sector, 

which is the concept of businesses operating against not only a financial bottom line but also 

against social and environmental indicators. With this portrayal, the achievement of 

sustainability was thought to be found where initiatives achieve positive impact in all three 

categories of environment, society, and profit. Elkington (2018) emphasized the purpose 

behind the triple bottom line concept was to not be a list of actions and indicators but rather 

a framework to transform our existing economic models into more sustainable and 

regenerative economic models. The triple bottom line concept is currently one of the most 

widely applied sustainability frameworks within the private sector. Emerging business models 

exist, including B Corporations which are defined as follows: “…a new kind of business that 

balances purpose and profit. They are legally required to consider the impact of their 

decisions on their workers, customers, suppliers, community, and the environment. This is a 

community of leaders, driving a global movement of people using business as a force for 

good” (B Corporation, n.d.). Such businesses have taken Elkington’s original purpose of the 

concept to heart, incorporating it into their business models, visions, and missions, all while 

pushing the power of business sustainability toward creating positive social change. 

 Similar to the impact Hawken (1993) had on broadening the concept of sustainable 

development in the 1990s, he again impacted the breadth of understanding of sustainability 

in the business world when he co-authored Natural Capitalism: Creating the Next Industrial 

Revolution (2000). Hawken expanded upon the triple bottom line to include an entire 

economic system: Capitalism. He introduced concepts such as biological and social 

frameworks for economic systems, as well as what he called design integration which looked 
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at systemic relationships between the environment, people, and profit. This book laid the 

groundwork for a decade of accelerated sustainability momentum within the private sector 

distinguished by the catalyzation through Wal-Mart of The Sustainability Consortium, a 

supply chain sustainability benchmarking tool. 

After Hawken’s works, additional literature continued to address the practitioner 

angle of sustainability integration in the private sector, emphasized tactical, incremental 

initiatives within social, environmental, and profit categories (Brown, 2008; Cramer & 

Karabell, 2010; Esty & Simmons, 2010; Gottfried, 2014; Hock, 2005; Makower, 2009; Savitz, 

2013; Savitz & Weber, 2013; Senge et al., 2008; Sitarz, 2008; Willard, 2002; Willard, 2005). 

Many of these authors provided valuable initiatives framed as good for business that 

sustainability practitioners could implement within a business environment including 

activities such as decreasing energy use, water use, and waste streams. As reporting 

structures such as the Global Reporting Initiative ([GRI] 2021), Carbon Disclosure Project 

([CDP] 2021) and the Wisconsin Green Master’s Program (Wisconsin Sustainable Business 

Council, 2021) grew in popularity, so did incremental initiatives by businesses. 

Around the mid-2000s we began to see comprehensive integration of triple bottom 

line strategies within businesses thanks in part to frameworks such as The Natural Step by 

Karl-Henrik Robèrt et al. (2004). This framework was created primarily for use in communities 

and is also applicable to private sector organizations utilizing futures thinking, systems 

thinking, backcasting, and integrated strategic planning. Robèrt’s systems thinking and 

futures thinking framework complemented real-business sustainability integration by 

Patagonia founder and CEO Chouinard (2005), with Stanley (2012) and Interface CEO 
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Anderson (2009). Chouinard and Anderson authored literature from a CEO’s perspective 

which applied the tactical information shared in the 1990s and early 2000s to a deeper system 

thinking level, incorporating sustainability into organizational visions and missions, all to 

create shared stakeholder value. Within the last five years, the evolution from shareholder 

return and profit to increased emphasis on stakeholder prosperity and governance has gained 

traction (Chandler, 2020; Elkington, 2018, 2020). 

Sustainability in the private sector continues to emerge as a catalyst for addressing 

systemic opportunities internal and external to the direct operations of the business 

(Mykleby, Doherty & Makower, 2016; Winston, 2014). The impacts of sustainability in the 

private sector influence economic conversations and concepts (Elkington, 2020; Raworth, 

2017) and global frameworks such as the U.N. Sustainable Development Goals (2021). 

Business can drive concepts such as happiness and wellbeing (Acevedo, A., 2018; Andrews, 

2006; Brooks, A.C., 2008; Di Tella, R., & MacCulloch, R., 2008; Ura, et. al 2012) and move 

entire economic systems and societal expectations from an extractive mentality to one that 

emphasized resilience, generative, value-adding synergies, and mindfulness. 

In 2019, the sustainable business field shook when The Business Roundtable 

announced their Purpose of a Corporation statement, “signed by 181 CEOS who commit[ed] 

to lead their companies for the benefit of all stakeholders—customers, employees, suppliers, 

communities, and shareholders” (Business Roundtable, 2021). This statement blurred the 

lines between sustainability initiatives within a business and the impact sustainability in 

business can have on all stakeholders, including the natural environment, people, and the 

economy. 
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Shortcomings 

It is uncommon to find a business today that does not address sustainability in one 

manner or another—either by including a statement of solidarity on their website, organizing 

a community clean-up, talking about water efficiency, or committing to a net zero goal by 

2050. Those actions, statements, and commitments are an important step in the correct 

direction; however, they are made within a system that is already itself unsustainable, unwell, 

and unjust, or what Schendler (2021) referred to as a “bad system”. The cumulative result of 

these actions may not be enough to achieve the scale and pace of transformation needed to 

avoid a runaway feedback loop of systems collapse. 

Chouinard, Ellison, and Ridgeway (2011) indicated that in the future sustainability 

would “simply be how business is done”. Pucker (2021) stated, “To some extent, they’ve been 

proven right: The number of companies filing corporate social responsibility (CSR) reports 

that use the GRI (Global Reporting Initiative) standards, the most comprehensive available, 

has increased a hundredfold in the past two decades.” Despite these actions during the same 

period, Pucker goes on to illustrate that carbon emissions, social inequity, and economic 

inequity continued to increase and that sustainability and Environmental, Social and 

Governance (ESG) reporting are not indicators of progress, especially with little third-party 

oversight and consistency. Pucker argues these actions may even be a distraction: 

“…consuming bandwidth, exaggerating gains, and distracting from the very real need for 

changes in mindsets, regulation, and corporate behavior.” 

Another critique of businesses claiming to carry out sustainability actions with no 

meaningful results or impact includes those from Schendler (2021) who wrote as follows: 
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Long hailed as a major piece of the climate solution, sustainable business practices 

have not only fallen short, but they have also even enabled the continued dominance 

of fossil fuel... The issue isn’t only that sustainable business practices don’t scale, 

though this is true and pertinent. The problem is that they 

displace meaningful action… they don’t even need to cut their emissions to be labeled 

a leader. They just need to aspire to it… And yet, over the course of the corporate 

sustainability revolution, climate change went from a concern to a certainty, with 

catastrophic warming beyond 2 degrees Celsius more or less baked in. The seven 

hottest years on record were the last seven years… we’re still dinking around trying 

to figure out how our businesses can go carbon neutral, how we can work “within the 

system” and through “market forces” to solve the climate problem. When some 

businesses make slight progress outside the policy realm, academics, the public, and 

the media praise them up and down. 

Similarly, writer Giridharadas (Taylor, 2020) shared strong critiques of the Business 

Roundtable’s 2019 Purpose of a Corporation statement at the National Association of 

Corporate Directors’ annual summit, in which he stated: 

What the Business Roundtable did not say in that statement was anything about 

actually having the teeth of the law and policy to enforce its new commitment to 

voluntary virtue. So I was skeptical… a stakeholder vision is just a vision, the way my 

New Year's resolutions are just New Year's resolutions. The way to make it real and to 

show their sincerity would be to join the rest of us who are fighting for stakeholder 

capitalism to become the law, which is the only way it actually works. 
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The evolution of private sector sustainability literature and application has led us 

through the building blocks of concepts and definitions to a point in time where, to effectively 

address systemic sustainability challenges, all stakeholders must play a part in elevating 

sustainability commitments and actions. Actions must not occur siloed within business, 

government, or academia, but more comprehensively throughout and across all those 

entities as well as our communities. 

These critiques shine a light on an opportunity to leverage systemic connections to 

diverge business sustainability out of its current feedback loop and into a magnified and more 

impactful, authentic, and meaningful cycle. The echoing sentiment is that the commitments, 

actions, and initiatives conducted by and through business since the early 1990s are helpful 

but will not be effective when they do not transform the current unsustainable system. 

Framework I 

The actions of business sustainability have not been carried out in vain. Business still 

holds a unique piece to solving the bigger sustainability puzzle. Business is agile, innovative, 

and incredibly influential to public policy, consumer behavior, employee attitudes, resource 

consumption, as well as use and regeneration. We wouldn’t be where we are today—talking 

about the next step in transformative systems change—without the experiences, 

foundational understanding, failures, lessons learned, and struggles of business 

sustainability. We can make a shift collectively by implementing the love-based leadership 

for sustainability (LBLS) Framework that addresses such questions as: How do we move 

forward to address our sustainability challenges effectively and truly at a systemic level? 
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What is potentially missing from inspiring business to transform? And what could we leverage 

to create systemic change for sustainability in business and beyond? 

The LBLS Framework (Figure 1) is based on my concept that at the heart of 

sustainability is love—love for the natural environment and the ultimate wellbeing of those 

in our communities and our future. I hypothesize that businesses that have already embarked 

on a journey of sustainability integration are in a good position to further influence positive 

sustainability change outside of their operations. By further integrating and practicing love-

based leadership in their organization and through leveraging elements of the social 

dimensions of behavioral economics, businesses can maximize sustainability change within a 

culture. 

Figure 1. Framework I 

 

Examples of businesses heading in this direction include pioneering company 

Patagonia and other companies who identify as B Corporations. With the rise of public 

conversation around topics such as economic inequity and injustice (B Corporation, n.d.; B 
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Corporation, 2021; Honeyman & Jana, 2019), alternative business models such as B 

Corporations and Brands for Good (B Corporation, 2021; Hofman & Geason-Bauer, 2020; 

Sustainable Brands, 2021), the social justice movement experienced in the United States in 

2020 (Buchanan, L, Bui, Quoctrung & Patel, J., 2020), social sustainability in business (Hofman 

& Geason-Bauer, 2020), and potential lessons learned from experiencing the COVID-19 

pandemic, the collective We have an opportunity to emerge more resilient and more 

sustainable. There has been an awakening that the systems upon which our current 

economic, social, and environmental models are built are fragile, unjust, and in the long-term, 

a failure for all. The LBLS can be a framework to help guide businesses and their stakeholders 

in developing a transformative state of sustainability that creates and operates within a new, 

more sustainable system. 

Love-Based Leadership 

As we face opportunities and the lines between business, policy, environmental, 

social, and economic wellbeing become increasingly intricate and complex, now is the time 

to envision a refreshed leadership strategy in business—one that is led with love and 

empathy. I define love-based leadership as a leadership strategy and style that emphasizes 

empathy, effective communication, diplomacy, influence versus authority, leading with 

pragmatic optimism, and recognizing the human element in business. Love-based leadership 

could also be referred to as compassionate leadership. The concept of love-based leadership 

is based on Clingan’s (2015) pedagogy of love in early childhood education as well as other 

leadership theories such as transformational leadership, authentic leadership, servant 

leadership, and adaptive leadership (Northouse, 2016). Love-based pedagogy is most often 
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applied to early childhood education (Määttä, Kaarina, & Uusiautti, Satu., 2013) and can be 

recognized by efforts to increase compassion, wellbeing, altruism, conflict resolution, and 

diplomacy. Instead of pedagogy as applied in an educational setting, this leadership strategy 

in business is called love-based leadership. 

Although concepts of love may conjure thoughts of extreme emotions, weakness, and 

clouded judgement, I argue the contrary. To lead with love takes incredible strength and 

courage, the discipline of active listening, empathy, and self-confidence. Peck (1978) stated, 

“Love is as love does. Love is an act of will—namely both an intention and an action. Will also 

implies choice. We do not have to love. We choose to love” (p. 81-83). Learning to identify 

the characteristics of these actions and identifying them as love-based leadership techniques 

will create an opportunity for replicability and a theory to enhance sustainability initiatives 

already in motion across the business environment. By examining the core drivers of business 

sustainability through a systemic lens of love-based leadership, we may be able to find and 

optimize leveraging points to scale, as well as elevate and enhance sustainability more deeply 

into the organization and communities. 

A survey completed by Catalyst (Van Bommel, 2021) found that “empathy is an 

important driver of employee outcomes such as innovation, engagement, and inclusion—

especially in times of crisis… Our current research shows that cultivating empathetic 

leadership is an effective strategy to respond to crisis with the heart and authenticity that 

many employees crave—and boost productivity” (p. 1). Data within this survey support part 

of my hypothesis in that empathy, as a characteristic of love-based leadership, is good for 
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business and can be a tool to create positive change with employees which in turn impacts 

their families, communities, and the broader body of stakeholders. 

A couple of prime examples of companies leading with love and compassion include 

Patagonia and Subaru. Patagonia, a B Corporation and member of 1% for the Planet, is rooted 

in a business model of building the best product, causing no unnecessary harm, using business 

to protect nature, not being bound by convention, and being driven by purpose (Patagonia, 

2021). Their commitments and actions have inspired and put pressure on others in the private 

sector to evaluate their purpose beyond financial profit. Other high-profile examples who 

have taken a similar strategic approach to their business include Ben & Jerry’s (2021) and 

Interface (2021). 

Subaru is another company that utilizes love-based leadership within their business. 

A major campaign of theirs is centered around love, as follows: “Love. What makes a Subaru.” 

The company has established this reputation through marketing to the emotions of their 

consumers, and in some cases, making a statement of love-based leadership in the process 

(Passman, 2017). The company also has established what they said, “The Subaru Love 

Promise is our vision to show love and respect to all people at every interaction with Subaru. 

Together with our retailers, we are dedicated to making the world a better place” (2021). 

Their love promise is broken further into different areas of emphasis including the following: 

“Subaru Loves the Earth, Subaru Loves to Care, Subaru Loves to Help, Subaru Loves Learning, 

and Subaru Loves Pets.” 
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Behavioral Economics 

Social dimensions of behavioral economic theory are impacted by the implementation 

of love-based leadership. Some of the assumptions of behavioral economics (Samson, 2014) 

include: humans are social beings with preferences for trust, reciprocity (Berg et al., 1995); 

humans prefer fairness and are impacted by social norms (Akerlof & Kranton, 2010; Dolan et 

al., 2010; Gouldner, 1960); and humans prefer self-consistency (Samson, 2014). Social norms 

as defined by Dolan et. al (2010) are implicit or explicit behavioral expectations or rules with 

a society or group of people (p. 21), and as expectations for a society are elevating to higher 

standards the better society performs (p. 28). Elements of being human also include 

rationalization (March, 1978) and herd behavior (Banerjee, 1992). Some of these elements 

along with characteristics of love-based leadership are largely missing from the broader 

business community. 

Brown (2012) defined love in the following way: 

We cultivate love when we allow our most vulnerable and powerful 

selves to be deeply seen and known, and when we honor the spiritual 

connection that grows from that offering with trust, respect, kindness, 

and affection. Love is not something we give or get; it is something that 

we nurture and grow, a connection that can only be cultivated 

between two people when it exists within each one of them—we can 

only love others as much as we love ourselves. Shame, blame, 

disrespect, betrayal, and the withholding of affection damage the roots 
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from which love grows. Love can only survive these injuries if they are 

acknowledged, healed, and rare” (pp. 105-106). 

Through Brown’s definition, love-based leadership is directly related to the social dimensions 

of behavioral economics. As businesses recognize and integrate love-based leadership into 

their sustainability practices, employees, suppliers, consumers, individual consumer 

advertisements, and sponsored social media content will recognize social norms and 

expectations for society changing. 

Redman & Redman (2014) found that, “The importance of social knowledge as a 

predictor of behavior is especially critical in a normative field such as sustainability, where 

societal values are central in guiding what we ought to sustain and how” (p. 4). Findings 

suggest that “…sustainable behaviors should be positively reinforced and positioned as 

‘normal’ and ‘desirable’. One way to do this is through consciously modeling sustainable 

behaviors in the classroom and building sustainable practices into everyday operations at 

schools” (p. 8). Regarding the LBLS framework, I would argue these same findings could apply 

to the business sector in addition to the classroom and schools. 

When influential brands lead their businesses and marketing messages with love, 

empathy, unity, and inclusion, the potential is there for this to spill into the minds and 

behaviors of consumers. This influence is referred to as behavioral spillover which can be 

defined as, “…the dynamic interrelationships between behaviors, and the processes linking 

these, in order to identify the catalysts that bring about wider behavior change” (Nash et. al, 

2017). Nash, et. al (2017) found that “With particular reference to climate-relevant behavior, 

other research has observed the transfer of energy conservation actions from work to home, 
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predicted by identification with the employer’s environmental ethos” (p. 4). This illustrates 

the potential influence business sustainability can have on employees and therefore a 

broader stakeholder audience. As it relates to the social dimensions of behavioral economics, 

the authors stated, “Norms have also been linked to behavioral spillover processes. Framing 

studies demonstrate that people are increasingly likely to save energy when interventions are 

framed as normative appeals (what other people do) over appeals to save the environment 

or money. Behavioral spillover processes may be encouraged by the perception that engaging 

in certain behaviors is approved and that others do them too” (p. 9). 

 Systems thinking connects business sustainability, love-based leadership, and the 

social dimensions of behavioral economics. Leveraging these connections is precisely where 

is needed to create effective sustainability change in business and our communities. 

Meadows (2008) described a system as a set of interconnected elements that produce a 

pattern and associated behaviors over time and she stated, “Once we see the relationship 

between structure and behavior, we can begin to understand how systems work, what makes 

them produce poor results, and how to shift them into better behavior patterns” (p. 1). 

Systems theory is closely tied to the ecological principles of feedback loops which connect 

individual pieces of a system into a whole. Additionally, systems often contain subsequent 

systems and a change of perspectives can lead to new ways of finding solutions, areas of 

improvement and so on. Due to the interconnected, inherent nature of systems, they can be 

fragile. If one part of a system fails or thrives, it can impact other elements and lead to the 

emergence of a new system. 
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Often, we see only pieces of the system at one time which limits our ability to scale 

solutions to necessary levels. For example, it is easy to feel progress is being made when a 

business completes a list of individual initiatives or completes a sustainability report and 

earns awards. It is also easy to view problems within our society as simply an issue of 

selfishness and uneducated citizens and to disregard alternative leadership models that lie 

outside of our current norm. Recognition of these pieces may be simple an accomplished 

incrementally, but they will not propel our communities to achieve a more sustainable, 

resilient, and just future. 

Multiple models exist within systems theory to help illustrate the concept of 

interconnectedness, which helps individuals contextualize individual pieces and their 

associated leverage points as part of a whole system (Donella Meadows Project, 2021). Being 

able to conceptualize, understand, and analyze opportunities and challenges through a lens 

of systems theory helps to facilitate more effective, scalable, and impactful positive change. 

Conclusion I 

The world, including the world of business, has changed since the early 1990s when 

concepts of the triple bottom line and sustainable development were first introduced. 

Increased consumer and regulatory pressure, risk mitigation, and cost savings among other 

reasons, have driven the private sector to acknowledge and address the environmental and 

social impacts of their operations. As businesses continue to make public statements 

regarding sustainability and as we experience volatility and risk on new levels across the 

globe, there is renewed pressure on the private sector to integrate sustainability principles 

deeply into its strategies and show results. In 2020, we experienced unrest as well as 
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opportunities to create a better future. We are collectively navigating ecological, social, and 

economic shifts, which makes this an ideal time of disruption. Businesses that positively 

leverage their historical roles as highly influential players in society have the power to cause 

less harm, provide more good and change the system itself for greater sustainability. 

Although new business models, such as B Corporations and Brands for Good, are on 

the rise, adopting comprehensive and effective sustainable business models is not the norm 

or standard. The time is ripe for an energetic boost to business sustainability—one that has 

primarily been coasting on benchmarking, producing sustainability reports, creating 

sustainability website landing pages, and dabbling in public disclosures of sustainability 

commitments. To seize this moment, business needs an integrated framework such as the 

love-based leadership for sustainability (LBLS) which builds upon our historical knowledge 

and lessons learned. Through systemically leveraging connections between love-based 

leadership and social dimensions of behavioral economics, businesses that already align with 

sustainability principles are poised to take a more substantial and decisive leadership role in 

elevating and accelerating sustainable behaviors within their organizations and throughout 

their community. It is through these connections that business can be part of the solution 

toward creating more sustainable systems. I hypothesize that future research and analysis on 

stakeholder opinions of love-based leadership in business and its connection to culture will 

illuminate opportunities for businesses and consumers to build new systems to create a more 

sustainable future for all stakeholders. 
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Abstract II 

 This article takes a deep dive into defining the characteristics of love-based leadership 

to apply it effectively within the LBLS framework. I primarily utilized the work of Northouse 

(2016) in researching similar leadership theories from which love-based leadership could 

evolve. These leadership theories included transformational, authentic and servant 

leadership. All four of these leadership strategies have similarities, but the largest difference 

lies within the primary characteristics of each. This article will explore emerging themes and 

key differences between leadership theories based on a survey that was conducted. 

Keywords 

Sustainable business, sustainable communities, behavioral economics, systems thinking, 

love-based leadership, transformational leadership, authentic leadership, compassionate 

leadership, sustainability, sustainability framework 

Introduction II 

 The purpose of this article is to define love-based leadership as is utilized within the 

framework of love-based leadership for sustainability (LBLS). Characteristics of love-based 

leadership can be synonymous with compassionate leadership, empathetic leadership, and 

with specific characteristics of leadership theories including transformational, authentic and 

servant leadership. The core of my theory of love-based leadership is based on Clingan’s 

(2015) pedagogy of love in early childhood education. 

 I embed love-based leadership in the LBLS theoretical framework to maximize and 

increase the rate of positive sustainability change within culture, utilizing business as a 

medium for delivery. The framework assumes that businesses that have adopted 
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sustainability practices are well positioned to leverage love, empathy, and compassion 

through the social dimensions of behavioral economics to increase sustainability behavior 

among stakeholders. 

Unlike the aforementioned leadership theories, well-defined characteristics and metrics do 

not exist for love-based leadership. Identifying the characteristics of love-based leadership 

will create an opportunity for replicability and an established theory to enhance sustainability 

initiatives already in motion across business and their stakeholders. To begin to define this 

leadership theory more clearly, I conducted a survey in 2021 which provided an opportunity 

for respondents to share what love-based leadership meant to them. Those responses are 

discussed within this article to supplement a comprehensive and pragmatic definition of love-

based leadership built upon transformational, authentic and servant leadership as well as 

Clingan’s pedagogy of love. Future research will be discussed which will further enhance and 

solidify a working definition of love-based leadership. As love-based leadership is defined it 

can be utilized within the LBLS to create a more sustainable future for all. 

Love-Based Leadership for Sustainability 

 The LBLS Framework (Figure 2) is based on the concept that love is at the heart of 

sustainability—love for the natural environment and the ultimate wellbeing of those in our 

communities and our future. The LBLS framework could be applied to a range of professional 

and non-professional settings including within business, government, education, and 

personal relationships. For the purposes of this study, the LBLS framework was applied to 

business, specifically within a scenario where a business has already adopted some degree of 

sustainability within its operation. The foundation of the LBLS framework is that “businesses 
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that have already embarked on a journey of sustainability integration are in a good position 

to further influence positive sustainability change outside of their operations. By further 

integrating and practicing love-based leadership in their organization and through leveraging 

elements of the social dimensions of behavioral economics, businesses can maximize 

sustainability change within a culture. 

Figure 2. Framework II 

 

I hypothesized there may be opportunities to leverage love-based leadership within a 

framework relating business sustainability and the social dimensions of behavior economics. 

Through leveraging these synergies, I believe scalable solutions to current sustainability 

challenges exist. Through the power of business, including impacts of product development, 

marketing, employee engagement and political influence, a leadership strategy that 

emphasizes love, compassion and empathy may increase the rate at which sustainability 

practices are adopted within culture. For the purposes of this framework, sustainability is 

defined as environmental health, community wellbeing and economic justness. I theoretically 
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defined love-based leadership as a leadership strategy and style that emphasizes empathy, 

effective communication, diplomacy, influence versus authority, leading with pragmatic 

optimism, and recognizing the human element in business. Love-based leadership could also 

be referred to as compassionate leadership. The concept of love-based leadership is based 

on Clingan’s (2015) pedagogy of love in early childhood education as well as other leadership 

theories such as transformational leadership, authentic leadership, and servant leadership 

(Northouse, 2016). 

For me, the concept of leading with love developed during the early months of the 

COVID-19 pandemic in 2020 while observing responses in the community. The U.S. Centers 

for Disease Control called for everyone to do their part in controlling the virus (CDC, 2021), 

but it seemed that individualism, fear, increased partisan response and cases of isolation 

were increasing. My concept of love-based leadership is not defined by being correct about 

a particular issue but rather empathizing and understanding individual points of view while 

working toward common cultural standards of decency. Leading with love allows room for 

constructive disagreement and the ability to ask questions with the goal of understanding 

and learning from one another. 

A survey completed by Catalyst (Van Bommel, 2021) found that “empathy is an 

important driver of employee outcomes such as innovation, engagement, and inclusion—

especially in times of crisis… Our current research shows that cultivating empathetic 

leadership is an effective strategy to respond to crisis with the heart and authenticity that 

many employees crave—and boost productivity” (p. 1). McDarrah (2021) described the 

dawning of the age of empathetic leadership supported by research, including the Catalyst 
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survey (Van Bommel, 2021), that showed empathy is currently the most important leadership 

skill. He goes on to define empathy as, “…acknowledging that there are other people. To show 

empathy is to know you are not alone. This understanding—the realization that you and your 

neighbors are the same kind of cognizant being—brings us right back to why empathy is so 

crucial for leadership. It begets respect for other people, allows you to have shared 

experiences and all the rest of the common understandings of empathy.” 

The ideation of love-based leadership is built upon Joan Clingan’s (2015) concept of 

the pedagogy of love. She wrote: 

Consider for a moment that love—or a connection to love—is the one 

singular thing that every human on this planet has in common. Each of 

us has at some point loved or been loved, celebrated love or longed for 

love, thought about love or doubted our understanding of love…I hold 

the vision of love becoming a fundamental methodology in all 

academic fields and I hold a vision that is very personal and powerful 

about what that could mean to our planet and all life on it. Even here I 

find myself hesitant to state it. A stated belief that love can heal the ills 

of the world is still called out as Pollyanna and naïve. But I say it 

anyway—I believe with certainty that when we act from love the 

results transform for the good. With love our laws can change, our 

systems can change, and we can in fact begin to heal the world (p. 2). 

Clingan’s own research included studying the work of Gandhi and Dr. Marin Luther 

King, individuals whose leadership styles have made them historic figures. She also points 
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out that the concept to love can be called by many different names including, “wellbeing, 

happiness, presence, respect, equality, liberation, ethic of care, altruism, prosocial behavior, 

positive psychology, [and] compassion” (2015). Recently, love-based pedagogy has been 

most often applied to early childhood education (Määttä, Kaarina, & Uusiautti, Satu., 2013) 

and can be recognized by efforts to increase compassion, wellbeing, altruism, conflict 

resolution, and diplomacy. Instead of pedagogy as applied in an educational setting, I refer 

to this leadership strategy in business as love-based leadership. 

Leadership 

 In this study, the core my theory of love-based leadership is built primarily upon 

Clingan’s pedagogy of love, it also contains elements of well established leadership theories 

such as transformational, authentic and servant leadership. Table 1 illustrates the primary 

characteristics of transformational, servant, authentic and love-based leadership theories. 

Transformational Leadership 

 As described by Northouse (2016), “…transformational leadership is a process that 

changes and transforms people. It is concerned with emotions, values, ethics, standards, and 

long-term goals. It includes assessing followers’ motives, satisfying their needs, and treating 

them as full human beings. Transformational leadership involves an exceptional form of 

influence that moves followers to accomplish more than what is usually expected of them. It 

is a process that often incorporates charismatic and visionary leadership” (p. 161). Behaviors 

of a transformational leader that overlap with my theory of love-based leadership include 

acting as a strong role model, showing competence, articulating goals and a common vision, 

communicating high expectations for the collective, expressing confidence in people’s 
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abilities to achieve goals, and maintaining motivation as well as a strong desire to act with 

morality (Northouse, 2016). 

 Where the needs of others are central to leadership strategy, Northouse (2016) said, 

Transformational leaders set out to empower followers and nurture them in change. 

They attempt to raise the consciousness in individuals and to get them to transcend 

their own self-interests for the sake of others…transformational leadership has 

intuitive appeal. The transformational perspective describes how the leader is out 

front advocating change for others; this concept is consistent with society’s popular 

notion of what leadership means. People are attracted to transformational 

leadership because it makes sense to them. It is appealing that a leader will provide 

a vision for the future (pp. 175-177). 

In this sense, and as Clingan described, love is a universal concept and one that makes sense 

and is familiar to the general population. Love-based leadership therefore could act as a 

catalyst from which positive change in community can occur. Additionally, as elaborated on 

by Posner et al. (1982) regarding conceptual change management, one could argue that 

people find transformational leadership both intelligible and plausible. That is, 

transformational leadership could be effectively utilized if the current way of leading is not 

satisfying current leadership needs and if the characteristics of transformational leadership 

(e.g., individual empowerment) are generally agreed upon by those being transformed or led. 

 Burns (1978), Howell & Avolio (1993) and Shamir et al. (1993) (as cited in Northouse, 

2016) emphasized altruism within transformational leadership through the establishment of 

higher community standards, moral responsibility, and the transcendence beyond individual 
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self-interests for the good of the many. Avolio (1999) (as cited in Northouse, 2016) described 

transformational leadership as fundamentally morally uplifting. “This emphasis sets the 

transformational approach apart from all other approaches to leadership because it suggests 

that leadership has a moral dimension” (p. 177). Subsequent leadership styles within 

transformational leadership that align with those of a love-based leader could include 

considering the moral and ethical consequences of decisions, speaking optimistically about 

the future to maintain positive motivation, reexamining critical assumptions, and helping 

others develop their strengths. 

 Another key similarity between transformational leadership and love-based 

leadership is the reciprocal relationship between leaders and followers. From an ecological 

standpoint, this most closely reflects a mutualistic or symbiotic relationship (Öpik & Peay, 

2016). The love-based leadership for sustainability (LBLS) framework leverages aspects of 

behavior economics to create a positive feedback loop of love-based leadership. As stated in 

Northouse’s (2016) analysis, transformational leadership can also be defined by a reciprocal 

nature, like that of a positive feedback loop. 

Authentic Leadership 

 Attributes of authentic leadership as described by Northouse (2016) are aligned with 

those of love-based leadership. He outlines multiple definitions of authentic leadership 

including from an intrapersonal, interpersonal, and developmental perspective. He includes 

the intrapersonal perspective of Shamir and Eilam (in Northouse, 2016), “suggested that 

authentic leaders exhibit genuine leadership and lead from conviction, and are originals, not 

copies” (p. 196). As an interpersonal process as described by Eagly (2005) (as cited in 
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Northouse, 2016) “…authentic leadership [is] relational, created by leaders and followers 

together. It results not form the leader’s efforts alone, but also from the response of 

followers.” Like transformational and love-based leadership, “Authenticity emerges from the 

interactions between leaders and followers. It is a reciprocal process because leaders affect 

followers and followers affect leaders” (p. 196). Finally, from a developmental perspective as 

described by Walumbwa et al. (2008) (as cited in Northouse, 2016), “…views authentic 

leadership as something that can be nurtured in a leader, rather than as a fixed 

trait…conceptualized authentic leadership as a pattern of leader behavior that develops from 

and is grounded in the leader’s positive psychological qualities and strong ethics” (p. 196). 

Given levels of global uncertainty resulting from implications of the COVID-19 pandemic, 

increases of climate anxiety and geopolitical conflicts on the horizon, aspects that define both 

authentic leadership and love-based leadership may serve a unique purpose at this time in 

history. Northouse (2016) writes, “Authentic leadership helps to fill a void and provides an 

answer to people who are searching for good and sound leadership in an uncertain 

world…similar to transformational and servant leadership, authentic leadership has an 

explicit moral dimension. Underlying both the practical and theoretical approaches is the idea 

that authenticity requires leaders to do what is “right” and “good” for their followers and 

society. Authentic leaders understand their own values, place followers’ needs above their 

own, and work with followers to align their interests in order to create a greater common 

good” (p. 207). 



 

 44 

Servant Leadership 

 Servant leadership serves as an appropriate leadership theory to draw upon in love-

based leadership. As described by Northouse (2016), “Servant leadership emphasizes that 

leaders be attentive to the concerns of their followers, empathize with them, and nurture 

them. Servant leaders put followers first, empower them, and help them develop their full 

personal capacities. Furthermore, servant leaders are ethical and lead in ways that serve the 

greater good of the organization, community, and society at large” (p. 225-226). Greenleaf 

(1970) (as cited in Northouse, 2016) expands upon this definition, stating that servant 

leadership, “begins with the natural feeling that one wants to serve, to serve first. Then 

conscious choice brings one to aspire to lead…The difference manifests itself in the care taken 

by the servant—first to make sure that other people’s highest priority needs are being served. 

The best test…is: do those served grow as persons; do they, while being served, become 

healthier, wiser, freer, more autonomous, more likely themselves to become servants? And 

what is the effect on the least privileged in society; will they benefit, or, at least, will they. 

Not be further deprived” (p. 226). These definitions include ten characteristics of servant 

leadership, all of which overlap with my theory of love-based leadership. These include 

listening, empathy, healing, awareness, persuasion, conceptualization, foresight, 

stewardship, commitment to the growth of people (p. 288). 

Methods & Results 

 Several leadership theories already exist that address aspects of love-based 

leadership. Love-based leadership pulls together specific characteristics of transformational, 

servant and authentic leadership theories and addresses gaps in leadership theories, with the 
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objective to lead with empathy, compassion and understanding. Leading with love ultimately 

motivates others to consider their surrounding stakeholders when making decisions. This 

leadership strategy can be central to the sustainability movement if the goal of sustainability 

is defined as maximizing environmental health, community wellbeing and economic justness. 

Businesses that have a goal of integrating or have already integrated sustainability could 

leverage love-based leadership with their stakeholders to optimize engagement around 

sustainability concepts. Motivation for the business to leverage love-based leadership around 

sustainability includes increased employee attraction, engagement, and retention; 

competitive advantage in the marketplace; access to new customers and markets; product 

innovation and sustainable product innovation; risk identification and mitigation; reduced 

operating costs and cost avoidance (e.g., avoidance of regulatory costs and supply chain 

risks). 

 Of survey items that I deployed in 2021 (Appendix A), three were: 

1. What do you personally think of when you hear the terms love-based 

leadership/compassionate leadership? 

2. Please tell us about your views on how love-based leadership/compassionate 

leadership would be practically employed in a workplace (an organization, a 

company, or a business)? 

3. What impact do you think leading with empathy, kindness, and love in business 

can have on its employees? 

Most responses contained elements of compassion and empathy while others 

conjured thoughts of weakness, unprofessionalism, and clouded judgement. Out of 48 survey 

results, five responses to the item of defining love-based leadership were either ambiguous 

or had a negative or apathetic response to the concept. The remaining 43 responses included 
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leading with consideration of others, emotional intelligence, authenticity, empathy and 

compassion, active listening and conflict resolution, human-centered, conscious capitalism, 

social aspects of sustainability, peace studies, effective and based on universal, enduring 

values. The ambiguous, negative, or apathetic responses included establishing limits if 

practiced, that it does not exist and is wishful thinking, someone had not heard of the theory, 

that “love-based” sounded soft, it is unprofessional and that it results in little implementation 

within the business sector. In response to those responses unfavorable to the theory, based 

on the pedagogy of love as defined by Clingan (2015), I argue that to lead with love takes 

incredible strength and courage, the discipline of active listening, empathy, and self-

confidence. Peck (1978) stated, “Love is as love does. Love is an act of will—namely both an 

intention and an action. Will also implies choice. We do not have to love. We choose to love” 

(p. 81-83) which requires a conscious commitment and subsequent action. Interestingly, 

those who responded ambiguously, negatively, or apathetically to the definition of love-

based leadership responded that love-based leadership would have a positive or very positive 

impact on employees. 

 Although many characteristics of transformational leadership overlap with love-based 

leadership, one primary difference is that transformational leadership treats leadership as a 

personality trait or a predisposition (Northouse, 2016) whereas theoretically, love-based 

leadership is a behavior that can be learned. This is a characteristic of love-based leadership 

that will be further explored in future research in both theoretical terms as well as applied 

situations. Additionally, one of the characteristics of a transformational leader is that they 

have a dominant personality. This would not necessarily be one of the characteristics of a 
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love-based leader. Someone who practices love-based leadership could range from a 

subdued and introverted personality to someone who is more dominant and extroverted. 

 A measurement tool to quantify the effectiveness of the leadership theory has not yet 

been defined. As detailed by Avolio et al., (2009) and Walumbwa et al., (2008) (as cited in 

Northouse, 2016) authentic leadership is measured using the authentic leadership 

questionnaire (ALQ) which “…is a validated, theory-based instrument comprising 16 items 

that measure four factors of authentic leadership” (p. 207). Transformational leadership is 

measured using the multifactor leadership questionnaire (MLQ). Servant leadership, while 

many questionnaires have been used, primarily utilizes the Servant Leadership Questionnaire 

(SLQ) (p. 249). A measurement tool for the love-based leadership theory would likely utilize 

specific aspects of each of the ALQ, MLQ and SLQ as well as integrate metrics and key 

performance indicators from the sustainability industry, including from tools such as the B 

impact assessment (B Corporation, n.d.)., the Global Reporting Initiative (Global Reporting 

Initiative, 2022), the Carbon Disclosure Project (Carbon Disclosure Project, 2021), and the 

U.N. Sustainable Development Goals (2021). 

 Responses to the question of how to practically employ love-based leadership could 

offer suggestions as to how to measure the success of leading with love across contexts. 

Further research into already applied examples of love-based leadership should be 

conducted. Additionally, love-based leadership will most effectively be applied if perceptions 

of this leadership theory are better understood. Therefore, further research should be 

conducted on the public perceptions of love-based leadership and its synonymous leadership 
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titles (e.g., compassionate leadership, empathetic leadership, etc.) as well as how it could be 

effectively applied and measured. 

Conclusion II 

 Throughout this article I have defined love-based leadership as it is utilized within the 

framework of love-based leadership for sustainability (LBLS). Love-based leadership could be 

leveraged to advance principles of sustainability within society if deployed through the LBLS 

in business. Business has the resources to leverage social dimensions of behavioral economics 

to influence sustainability behavior of employees, policy development, resource use and 

other stakeholders. 

 Although leadership theories such as transformational, authentic and servant 

leadership have already been well established, the characteristics, application, and 

measurement of implementation of love-based leadership are not well established. 

Characteristics of love-based leadership overlap with many of the characteristics of 

transformational, authentic and servant leadership. A survey was conducted and themes that 

emerged from the results on love-based leadership centered around empathy, human-

centered, diplomacy and kindness. Results of this survey supported and informed the 

definition of LBLS. This article offers a foundation on which to build further definitive 

characteristics and success metrics as further research is conducted. As these characteristics 

and key performance metrics are defined, replicability and a more widely recognized theory 

of love-based leadership may lead to scaling successful sustainability change necessary to 

address the systemic environmental, social, and economic challenges faced in 2022 and 

beyond. 
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Abstract III 

 This article reviews survey results specific to defining love-based leadership. The 

comprehensive survey explored the synergies between love-based leadership, systems 

theory, and the social dimensions of behavioral economics. The objective of this article is to 

review high-level results of an exploratory and mixed-methods survey to better establish a 

definition of love-based leadership to deploy in the Love-Based Leadership for Sustainability 

(LBLS) framework. 

Keywords 

Sustainable business, sustainable communities, behavioral economics, systems thinking, 

love-based leadership, transformational leadership, authentic leadership, compassionate 

leadership, sustainability, sustainability framework, mixed-methods survey 

Introduction III 

The purpose of this article is to review and analyze results of a mixed-methods survey 

approach to establishing the love-based leadership for sustainability (LBLS) framework 

(Figure 3). The entire survey distributed to participants included sections addressing 

demographic items, items related to systems theory, social dimensions of behavioral 

economics and love-based leadership. 
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Figure 3. Framework III 

 

For the purposes of this article, results from only the section on love-based leadership 

have been analyzed. Within the LBLS framework, sustainability is defined as environmental 

health, community wellbeing and economic justness. Love-based leadership is theoretically 

defined as a leadership strategy and style that emphasizes empathy, effective 

communication, diplomacy, influence versus authority, leading with pragmatic optimism, and 

recognizing the human element in business. Love-based leadership could also be referred to 

as compassionate leadership. The concept of love-based leadership is based on Clingan’s 

(2015) pedagogy of love in early childhood education as well as other leadership theories 

such as transformational leadership, authentic leadership, and servant leadership 

(Northouse, 2016). 

Through leveraging these synergies, business can be part of the solution toward 

creating more sustainable systems. Little research exists on the role love-based leadership, 

deployed through business, could play in amplifying sustainability behaviors and solutions in 
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communities. I assumed that through systemically leveraging the connections between love-

based leadership and social dimensions of behavioral economics, businesses who already 

align with sustainability principles are poised to take a stronger leadership role in elevating 

and accelerating sustainable behaviors within their organizations and subsequently 

throughout their community. It is through these connections that business can be part of the 

solution toward creating more sustainable systems…future research and analysis on 

stakeholder opinions of love-based leadership in business and its connection to culture will 

illuminate new opportunities for businesses and consumers to build new systems for a more 

sustainable future for all stakeholders.” It is through this lens that my initial survey to 

establish a baseline understanding of love-based leadership for sustainability was created. 

Instrument 

 I began with a thorough literature review to discover previously validated instruments 

that relate to love-based leadership. Finding none that specifically emphasized love-based 

leadership in the context of business and community sustainability, the decision was made 

to conduct a rigorous pilot study. The items posed in the pilot study survey were closely 

aligned with items utilized in the literature base by Northouse when determining the levels 

of leadership styles. They included aspects from transformational, authentic, and servant-

based leadership (Northouse, 2016). Additional items were aligned with the characteristics 

of the pedagogy of love (Clingan, 2015). Those participating in the study included doctoral 

committee members, doctoral cohort members, sustainability professionals and those 

familiar with the subject area. They were asked to complete the survey twice across a period 

of approximately four weeks to compare responses and assure repeatability. Responses were 
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consistent, indicating reliability (Lilienfeld et al., 2015). Pilot study participants’ feedback 

provided for an iterative process in revising the instrument. Responses and feedback led to 

changes in the survey including clarifying sentence structure and eliminating redundancy. 

I mapped survey items to key research questions to ensure alignment. Three of the 

four key research questions aligned with survey items in the section addressing love-based 

leadership (Table 1). These research questions were: 

• Do employees find value in principles of love-based leadership? 

• Does a business impact stakeholders? 

• If so, how can businesses integrate love-based leadership to positively influence 

sustainability in the surrounding culture? 

 

Table 1. Items Mapped to Research Questions 

 

This set of survey items in the section addressing love-based leadership best aligned with the 

overall research question of “Do employees find value in principles of love-based 

# Item Research Question

28 Please indicate your level of agreement with the following statement: conflicts within an 

organization/company/business are best resolved through communication, diplomacy, 

empathy, and kindness-all with a goal of continuous learning and unity.

Do employees find value in principles of love-based leadership?

29 How important is it that the leadership (e.g., Owner, CEO, presidents, vice presidents, 

managers) of an organization/company/business lead with empathy and kindness?

Do employees find value in principles of love-based leadership?

30 How important is leading with empathy and kindness to you in your personal life? Do employees find value in principles of love-based leadership?

31 How important is leading with empathy and kindness in your culture (community, family, 

friends, neighborhood, etc.)?

Do employees find value in principles of love-based leadership?

If so, how can businesses integrate love-based leadership to positively influence 

sustainability in the surrounding culture?

32 What do you personally think of when you hear the terms love-based 

leadership/compassionate leadership?

Do employees find value in principles of love-based leadership?

33 Please tell us your views on how love-based leadership/compassionate leadership would 

be practically employed in a workplace (an organization, a company, or a business)?

Does a business impact stakeholders?

If so, how can businesses integrate love-based leadership to positively influence 

sustainability in the surrounding culture?

34 What impact do you think leading with empathy, kindness, and love in business can have on 

its employees?

Do employees find value in principles of love-based leadership?

Does a business impact stakeholders? 

If so, how can businesses integrate love-based leadership to positively influence 

sustainability in the surrounding culture?

35 What impact do you think leading with empathy, kindness, and love in business can have on 

the community at large (i.e., other businesses, customers, neighborhoods, cities, the general 

public)?

Do employees find value in principles of love-based leadership?

Does a business impact stakeholders?

If so, how can businesses integrate love-based leadership to positively influence 

sustainability in the surrounding culture?

36 Please list any businesses who you think lead with love, empathy, and kindness.

37 To what extent docs your primary organization/company/business actively employ love 

based/compassionate leadership?
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leadership?”. Next best were the items “Does a business impact stakeholders?” and “If so, 

how can businesses integrate love-based leadership to positively influence sustainability in 

the surrounding culture?”. Not all items within the survey were aligned with each research 

question. though my study was on the synergies between sections (i.e., love-based 

leadership, systems theory, and social dimensions of behavioral economics), not one area in 

and of itself. 

Methods 

 I used an exploratory mixed-methods survey design, based on the following premise 

by Molina-Azorin et al. (2018): 

 … an exploration is needed for one of several reasons: measures or instruments are 

not available; the variables are unknown or there is no guiding framework or theory. 

Therefore, researchers use this design when existing instruments, variables, or 

measures may not be known or available for the population or context under study. 

It is also appropriate when a researcher wants to generalize results to different 

groups, to test aspects of an emergent theory, or to explore a phenomenon… (p. 414).  

 I collected anonymous data via an eight-week survey. I used a mixed-methods design 

which, “enables the pragmatic researcher to cut across the false dichotomy between 

qualitative and quantitative approaches and make the most efficient use of both paradigms 

for understanding social phenomena” (Creswell, 1994). Additionally, "conducting a mixed-

methods study can enhance the validity and reliability of findings as well as allow for the 

exploration of contradictions found between the quantitative and qualitative results” (Hesse-

Biber, 2010). Table 2 lists survey items and kinds of data. 
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Table 2. Items Aligned with Data & Analyses 

# Item Quantitative Qualitative 

 Indicate your level of agreement with the following statement: 

conflicts within an organization/company/business are best resolved 

through communication, diplomacy, empathy, and kindness—all 

with a goal of continuous learning and unity.  

 X 

 

 

 How important is it that the leadership (e.g., owner, CEO, president, vice 

president, manager) of an organization/company/business lead with 

empathy and kindness? 

X  

 How important is leading with empathy and kindness to you in your 

personal life? 

X  

 How important is leading with empathy and kindness in your culture, 

community, family, friends, neighborhood, etc.)? 

 X  

 What impact do you think leading with empathy, 

kindness have on its employees? 

 X  

 What impact do you think leading w have on the community at large 

cities, the public)? 

 X 

 

I used purposive and convenience sampling methods to recruit participants to 

complete the survey. Purposive sampling “is a form of non-probability sampling in which 

researchers rely on their own judgment when choosing members of the population to 

participate in their surveys” (Alchemer, 2021). With approval by the University of Wisconsin 

– Stevens Point Institutional Review Board (Appendix B),I sent the survey directly to 

individuals who were deemed knowledgeable in sustainability and could contribute to the 

study (Appendix C). I survey was also distributed to targeted associations of individuals (e.g., 

through a sustainability newsletter or industry group). Individuals on the newsletter 

distribution lists of the Wisconsin Sustainable Business Council (WSBC), Sustain Dane, Dane 

Buy Local, B Local Wisconsin, Evolution Marketing and Wisconsin Women in Sustainability 

were all solicited. Convenience sampling, according to Alchemer (2021), “researchers 
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leverage individuals that can be identified and approached with as little effort as possible”. I 

also used it when distributing through LinkedIn and other general business distribution 

channels. 

The survey was distributed directly and indirectly (e.g., via newsletters) to over 500 

individuals. The results yielded 47 responses. I did not have a regional constriction on the 

sample, though through the distribution channels, most were from Wisconsin or the Upper 

Midwest. 

Results 

 The entire survey distributed to participants included sections not analyzed in this 

article, including demographic items, and those related to systems theory, social dimensions 

of behavioral economics and love-based leadership. For the purposes of this article results 

from only the section on love-based leadership have been analyzed. Items and their answers 

were broken into sets to find common themes, in this case, with the goal of defining and 

understanding love-based leadership. Those results have been woven together to begin to 

create a narrative around this definition. The survey items analyzed for this article include: 

1. Indicate your level of agreement with the following statement: conflicts within an 

organization/company/business are best resolved through communication, 

diplomacy, empathy, and kindness—all with a goal of continuous learning and 

unity. 

2. How important is it that the leadership (e.g., owner, CEO, president, vice 

president, manager) of an organization/company/business lead with empathy and 

kindness? 

3. How important is leading with empathy and kindness to you in your personal life? 
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4. How important is leading with empathy and kindness in your culture (community, 

family, friends, neighborhood, etc.)? 

5. What impact do you think leading with empathy, kindness, and love in business 

can have on its employees? 

6. What impact do you think leading with empathy, kindness, and love in business 

can have on the community at large (e.g., other businesses, customers, 

neighborhoods, cities, the public)? 

7. Please list any businesses who you think lead with love, empathy, and kindness. 

 Figure 4 illustrates results for Item 1, “indicate your level of agreement with the 

following statement: conflicts within an organization/company/business are best resolved 

through communication, diplomacy, empathy, and kindness—all with a goal of continuous 

learning and unity”. Most respondents (65%) responded that they agree with that statement. 

About one-third of those (17%) strongly agreed with that statement; the remainder of 

responses were left blank. 

Figure 4. Item 1 Results 

 

 Figure 5 illustrates the comparisons between responses to Items 5 & 6. Overall, 

responses were very similar: slightly more (2%) responded that love-based leadership would 

15.20%

65.20%

16.60%

Indicate your level of agreement with the following statement: 

conflicts within an organization/company/business are best 
resolved through communication, diplomacy, empathy, and 

kindness-all with a goal of continuous learning and unity. 

Agree Strongly agree No response
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have a very positive impact on employees versus the community at large whereas more (4%) 

simply indicated a positive impact love-based leadership. These results may indicate that 

business has a stronger influence on their own employees than on stakeholders outside the 

business which would be expected given the direct and frequent lines of communication and 

influence business has with their employees (e.g., through company newsletters, intranets, 

company meetings and employee engagement programs) compared with stakeholders 

outside of the business. No respondents indicated love-based leadership would have a 

negative impact on either population. One respondent indicated it would have a positive and 

negative impact on employees but not on the surrounding community. 

Figure 5. Items 5 & 6 Results 

 

 Figure 6 illustrates the results comparing the answers to Items 2, 3, & 4. Overall, all 

respondents indicated some level of importance of love-based leadership across the three 

areas (culture, personal life and within organizations/companies/businesses). No 

respondents indicated that love-based leadership was not important in these three areas. 

  

58.70%

19.60%

2.20%

19.60%

56.50%

23.90%

0.00%

19.60%

0.00%

10.00%

20.00%

30.00%

40.00%

50.00%

60.00%

70.00%

A very positive impact A positive impact Both positive and negative impacts No response

Comparison of the impact characteristics of love-based leadership have on employees vs. stakeholders 
within the surrounding community

What impact do you think leading with empathy, kindness, and love in business can have on its employees?

What impact do you think leading with empathy, kindness, and love in business can have on the community at large (i.e., other businesses, customers, neighborhoods, cities,

the general public)?
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Figure 6. Items 2, 3, & 4 Results 

 

Results comparing the items: how important is leading with empathy and kindness in your 

culture (community, family, friends, neighborhood, etc.) vs. how important is leading with 

empathy and kindness to you in your personal life vs. how important is it that leadership of 

an organization/company/business lead with empathy and kindness? 

 Table 3 lists responses to Item 36 that asked, “Please list any business who you think 

lead with love, empathy, and kindness.” Patagonia was listed most frequently, followed by 

Wisconsin company, Artisan Dental. Another local Wisconsin company, Evolution Marketing 

and Ben & Jerry’s and Riverwater Partners were listed three times. Zendesk and Wisconsin-

based Envest Microfinance Cooperative were listed twice. The remaining companies were 

listed once. There were also non-business-specific responses, many of which included the 

general category of B Corporations. 

Table 3. Qualitative Responses 

Specific Businesses #  Non-businesses # 

Patagonia 5 Rebel Green B Corporations  

Artisan Dental 4 Envision Healthcare  

Riverwater Partners 3 Doyenne Group  PFLAG organization  

0.00% 20.00% 40.00% 60.00% 80.00% 100.00% 120.00%

How important is it that the leadership (e.g., Owner, CEO, presidents, vice presidents,
managers) of an organization/company/business lead with empathy and kindness?

How important is leading with empathy and kindness to you in your personal l ife?

How important is leading with empathy and kindness in your culture (community,
family, friends, neighborhood, etc.)?

Comparison of the importance of love-based ledership in respondent's personal life, culture and business

Important Moderately important Very important No response



 

 62 

Specific Businesses #  Non-businesses # 

Evolution Marketing 3 Promega  Fair-trade coffee companies  

Ben & Jerry's 3 Southwest Airlines.  Worker co-ops  

Zendesk 2 Maydm    

Envest Microfinance Cooperative 2 Sodexo    

Vans  Edge Environment    

United Way of Metropolitan 

Chicago 

 Indigenous Pact 

Etsy  

  

Clear Blue Commercial, Inc.  Living Giving Enterprise.    

Eileen fisher  Penzey's Spices    

Marmoset  EZ Office Products.    

ERA  Drake    

Phil Inc.  Alvarado Real Estate 

Group 

  

Harvest Performance  Outpost Natural Foods   

Unaburo  Mondragon Corp   

Keela  Taylor Gu    

Thinx period underwear     

Trader Joe's     

Workshop Architects     

Tribe 9 Foods     

Just Coffee Co-Op     

Chick-fil-A     

Johnson & Johnson     

Cisco     

 

Discussion III 

 Survey results showed that love-based leadership is perceived positively by 

respondents. Results show that love-based leadership can have a positive impact within 

respondents’ personal lives, their communities and within business. There is support from 
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respondents to solve conflicts by utilizing characteristics that define love-based leadership 

including communication, diplomacy, empathy, and kindness. 

 One respondent indicated that love-based leadership could have a negative and 

positive impact on employees within a business. It would be beneficial to this area of research 

to follow-up with this respondent to gain insight on their perspective. A qualitative survey 

item such as, “In what way would love-based leadership have a negative impact on 

employees?” may offer insight into how to further clarify a definition of love-based leadership 

and remove any barriers that may exist in its implementation. 

 The objective of the item set illustrated in Table 3 was to begin to find synergies 

between how respondents perceive the importance of love-based leadership in different 

areas of their lives. Those perceptions could impact the weight sustainability behavior 

centered around love-based leadership (empathy, diplomacy, etc.) could have on the social 

dimensions of behavior economics (morality and ethics, social norms, etc.). For example, if 

respondents responded that love-based leadership is important in a business but not in their 

personal lives this could indicate they believe the burden to advance sustainability behaviors 

falls more on institutions such as business versus individual responsibility. When synergized 

with the social dimensions of behavioral economics (e.g., morality and ethics, peer pressure, 

social norms, etc.) and systems theory, in this example, one would need to look to business 

to be the catalyst to change. 

 The entire survey was comprehensively aimed at identifying synergies, including items 

regarding sustainability, systems theory, social dimensions of behavioral economics within 

the context of a love-based leadership styles, but the survey may have been too lengthy and 
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subjectively framed to obtain uninfluenced and clear answers from respondents. 

Additionally, the regional specificity of survey participants could have influenced the scope 

of perception of the subject area as well as influence of businesses employing love-based 

leadership as defined by the researcher. If the survey was expanded nationally and globally 

with greater objectivity there would be more reliable representation of the understanding of 

love-based leadership for sustainability. 

 I created an original instrument to gain baseline knowledge of how the subject areas 

listed in the previous paragraph are perceived with the goal of finding synergies and leverage 

points to advance love-based leadership in business and community as part of a sustainability 

implementation strategy. Because the survey instrument was original, it was not previously 

tested for reliability and validity which may have added legitimacy and greater quality to the 

survey results. 

 Respondents replied from their individual perspectives and did not represent the 

perspectives and actions of a specific business. In future studies, it would be beneficial to 

understand the difference between individual perspectives of love-based leadership for 

sustainability versus the perspective of a business. Additionally, it will be important for the 

development of love-based leadership and the implementation of the love-based leadership 

for sustainability framework to define the characteristics of love-based leadership more 

clearly and succinctly. Questions to ask in the future could include “Do people in the 

sustainability field find value in empathy and kindness?” and “Are there other principles and 

characteristics that people in the sustainability field find value in regarding leadership for 

sustainability?”. 
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 Finally, given the complexity of how the variables in each subject area fit together, 

without explanation, participants may have interpreted terminology on their own. This 

degrades the survey results and offers a lesson for future survey design and suggests the 

potential value of interviews. 

Conclusion III 

 In conclusion, this article reviewed high-level results of an initial survey deployed by 

the researcher to begin to build a definition and understanding of perceptions of love-based 

leadership for sustainability. When the synergies between love-based leadership, social 

dimensions of behavioral economics and sustainability in business can be leveraged through 

systems thinking, it is hypothesized that sustainability behaviors will increase, creating a 

positive feedback loop between all stakeholders. 
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Chapter 5. Conclusions & Recommendations 

 This concluding chapter summarizes this dissertation’s major findings, limitations, 

discussion, and recommendations. I discuss linkages among the three manuscripts. 

 All three manuscripts within this dissertation lay a groundwork for the definition, 

application, measurement, and evolution of the framework for love-based leadership (LBLS). 

 In Manuscript I, I introduce a framework based on the evolution and application of 

sustainability in business since the early 1980s. I leverage synergies between Clingan’s (2015) 

pedagogy of love, social dimensions of behavioral economics and LBLS, business can play a 

larger role than it ever has in advancing positive sustainability behavior. 

 In Manuscript II, I take a deeper dive into defining the characteristics of love-based 

leadership to apply it effectively within leadership theories that included transformational, 

authentic and servant leadership. I use work of Northouse (2016) in researching similar 

leadership theories from which love-based leadership could evolve. These leadership 

theories included transformational, authentic and servant leadership. Although all four of 

these leadership strategies have similarities the largest difference lies within the primary 

characteristics of each. The themes that emerged from survey results on love-based 

leadership centered around empathy, human-centered, diplomacy and kindness. These are 

different primary characteristics than those from transformational, authentic, and servant 

leadership. Another difference is that love-based leadership seems to be a learned behavior 

which opens opportunity for it to be taught and spread throughout all levels of an 

organization and community. 
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 In Manuscript III, I present results from the love-based leadership section of the 

survey; I found that love-based leadership was positively perceived. I conclude that love-

based leadership can have a positive impact within respondents’ personal lives, their 

communities and within business. There is support from respondents to solve conflicts by 

utilizing characteristics that define love-based leadership including communication, 

diplomacy, empathy, and kindness. 

Recommendations 

 In future surveys and interviews it would be beneficial to explore differences in 

opinion from the perspective of an individual versus that from a business. Survey items could 

be standardized toward each audience to gather additional data. Interviews will be more 

effective in deciphering differences in opinions. Gathering this additional data specific to each 

audience will help further define, at a more granular level, the accepted characteristics of 

love-based leadership for sustainability. 

 Additionally, it would be beneficial to the future application of love-based leadership 

for sustainability to find case studies of LBLS already being applied in business and community 

settings. A clear definition, examples of applied LBLS and a tool to measure the effectiveness 

of LBLS application will aid in building an applied and accepted theory for the LBLS framework. 

This theory could also be contributed to by academics and professionals familiar with the 

subject matter. 

 My hope is that my research and findings contribute to the sustainability work that 

has already been laid across decades. The LBLS framework is not meant to stand alone but to 

leverage other tools and systems that are working toward creating a more sustainable future. 
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The core of this topic was to recognize the human element within sustainability that can so 

often be lost, especially in business. If we care for one another, we may care more for the 

natural environment and the systems in place that either improve or degrade a healthy 

environment, a strong community and a just economy. The LBLS framework and findings from 

this and subsequent research could guide leadership practices within business, policy 

development, other formal organizations, education and between friends, families, and 

neighbors. 
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Appendix A. Instrument 

Welcome! 

My name is Amanda Goetsch, and I'm a doctoral student in the Educational Sustainability Ed.D. program at the 

University of Wisconsin-Stevens Point. I would appreciate your participation in a research study designed to 

determine the impacts of love-based leadership, in business with a sustainability strategy or program, has on 

accelerating sustainability in culture. You are being asked to participate in a survey that should take between 

10-30 minutes depending on the length of your responses.  

I anticipate no risk to you as a result of your participation in this survey other than the inconvenience of the 

time to complete the survey. You could, however, experience some discomfort if you have had an 

uncomfortable interaction with a subject that arises in the process and your completing the survey causes you 

to remember this. While there may be no immediate benefit to you as a result of you participation in this 

study, it is hoped that we may gain valuable information to ultimately benefit the natural environment and 

our communities.  

All completed surveys will be kept in a password protected computer of Amanda Goetsch and will not be 

available to anyone other than my Chair/PI and myself. Surveys may be backed up on an external hard drive in 

case of technical problems.  

Your participation in this study is completely voluntary. You may withdraw from the study at any time with no 

consequences. Your information may be removed from the study at the request of you or the investigator. 

Data may be used for secondary research, after all identifiable information has been removed, without 

additional informed consent required from the participant. The anticipated number of study participants is 

equal or greater than 25. Information provided by participants may be used for commercial profit. Participants 

will not benefit from this potential commercial profit. Once the study is complete, you may request to receive 

the results of this study. If you would like these results, or if you have any questions in the meantime, please 

contact: 

Amanda Goetsch, Ed. D. Student, University of Wisconsin-Stevens Point School of Education, College of 

Professional Studiesagoet891@uwsp.edu 

If you have any complaints about your treatment as a participant in this study or believe that you have been 

harmed in some way by your participation, please call or write: 

David Barry, PhD, IRB Chair, Associate Profession, Sociology 

2100 Main St., University of Wisconsin-Stevens Point & Extension 

Stevens Point, WI 54481715-346-3799 

irb@uwsp.edu  

Although Dr. Barry will ask your name, all complaints are kept in confidence.  

I, as the participant, have read and understand the information provided to me, that my consent is given, that 
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participation is voluntary and that no promises or threats have been made to or against me to obtain my 

consent to participate. I also understand I may withdraw at any time. 

• Yes, I give my consent. 

• No, I do not give my consent. 

 

The purpose of this research is to determine whether love-based leadership, implemented through businesses 

who have a sustainability foundation, can accelerate sustainability in culture. This study is grounded in the 

foundational frameworks of systems theory, love-based leadership theory and the social dimensions of 

behavioral economics. For the purposes of this study, love-based leadership is generally defined as a 

leadership strategy and style that emphasizes empathy, effective communication, diplomacy, influence versus 

authority, leading with pragmatic optimism and recognizing the human element in business. Love-based 

leadership could also be referred to as compassionate leadership. The concept is based on Joan Clingan’s 

pedagogy of love in early childhood education. Research questions include:  

• Are businesses who identify on the sustainability spectrum utilizing principles of love-based leadership? 

• Do employees find value in principles of love-based leadership? 

• Does a business’ values and actions impact stakeholders? 

• If so, how can businesses integrate love-based leadership to positively influence sustainability in the 

surrounding culture? 
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Please read this brief definition of sustainability:  

"Sustainability, comprehensively for the purposes of this study, is defined as environmental health, 

community and social well-being and economic justice and prosperity."  

Please take a moment to consider the definition. Overall, how would you rate your own knowledge of 

sustainability? 

• Extremely knowledgeable 

• Very knowledgeable 

• Moderately knowledgeable 

• Somewhat/minimally knowledgeable 

• I know very little about this subject 

 

4 Regardless of the knowledge you consider yourself to have on the topic of sustainability, please rate your level 

of interest of the field/practice of sustainability. 

• Very high level of interest 

• An above average level of interest 

• Average level of interest 

• Little interest 

• Very little to no interest 

5. If an organization/company/business had a strong commitment to sustainability, how would that impact your 

interest in working with that organization, company or business? 

• Significantly impacts my interest 

• Impacts my interest 

• Moderately impacts my interest 

• Slightly impacts my interest 

• Does not have an impact on my interest at all 

6 What is your current employment status? Check all that apply. 

• Employed full-time 

• Employed part-time 

• Retired, and not employed 

• Retired, and currently employed 

• Temporarily unemployed or laid-off 

• A homemaker 

• A full-time student (e.g., taking 12 or more credits in a term or semester) 
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• A part-time student (e.g., taking less than 12 credits in a term or semester) 

• Not employed, looking for work 

• Not employed, not looking for work 

• Prefer not to answer 

• Other (please use the space below to write-in your response) 

 

 7 What is your primary job title? Please use the space below to write-in your response. 

 8 How long have you worked at your primary place of employment? 

• Less than one year 

• 1-4 years 

• 5-10 years 

• 11-15 years 

• 16-25 years 

• 26 years or more 

 

 9 Is your primary place of employment located in the state of Wisconsin? 

• Yes 

• No 

 

 10 In what region is your primary place of employment located? 

• Central Wisconsin 

• Southeast Wisconsin 

• Southwest Wisconsin 

• South Central Wisconsin 

• Northeast Wisconsin 

• Northwest Wisconsin 

• North Central Wisconsin 

• Unsure (please write-in the name of the WI County where your primary place of employment is 

located) 
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11 In what state is your primary place of employment located? 

▼ AL... 

 12 Please choose the industry that best represents your primary organization/company/business. 

• Agriculture, Forestry, Fishing and Hunting 

• Mining 

• Utilities 

• Construction 

• Manufacturing 

• Wholesale Trade 

• Retail Trade 

• Transportation and Warehousing 

• Information 

• Finance and Insurance 

• Real Estate Rental and Leasing 

• Professional, Scientific, and Technical Services 

• Management of Companies and Enterprises 

• Administrative and Support and Waste Management and Remediation 

• Educational Services 

• Health Care and Social Assistance 

• Arts, Entertainment, and Recreation 

• Accommodation and Food Services 

• Other Services (except Public Administration) 

• Public Administration 

• Other (please write-in your answer below) 

 13 How many employees work at your primary place of employment? 

• 1-50 

• 51-200 

• 201-500 

• 501-1,000 

• 1,001-5,000 

• 5,001 or more 
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 14 As best you can, please estimate your primary organization/company/business' total gross sales volume for 

the fiscal year (January 1, 2019-December 31, 2019). 

• Less than $10,000 

• $10,000 - $24,999 

• $25,000 - $49,999 

• $50,000 - $99,999 

• $100,000 - $499,999 

• $500,000 - $999,999 

• $1 million to less than $5 million 

• $5 million to less than $20 million 

• $20 million to less than $50 million 

• Greater than $5 million 

• Don't know/not sure 

 

 15 Does your primary organization mostly deal business-to-business or directly to the public (i.e., business-to-

customer) 

• Business-to-business 

• Business-to-customer 

• Other (please use the space below to write-in your answer) 

• Don't know/not sure 

 

 16 Please select the option that best describes the ownership of your primary organization/company/business. 

• Private (e.g., owned by a company's founders or a group of private investors) 

• Publicly Traded (e.g., shareholders that own publicly traded stock) 

• Government/Municipal (e.g., a federal, state, county, tribal, or local city service/agency) 

• Don't know/not sure 
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 17 What era was your primary place of employment established? 

• 1949 or earlier 

• 1950 to 1969 

• 1970 to 1989 

• 1990 to 2009 

• 2010 or later 

• Don't know/not sure 

 

 18 Overall, how engaged do you feel with your primary organization/company/business? (e.g., volunteer 

involvement in committees or activities that are outside the requirements of your normal job description; 

participation in employee social functions/programs). 

• Very highly engaged 

• Solidly engaged 

• Moderately engaged 

• Only somewhat/a-little-bit engaged 

• Not at all engaged 

• Not applicable--my organization/company/business does not provide opportunities for extra 

engagement 

 

19 Does your primary organization/company/business have a sustainability statement or commitment? 

• Yes, internal presence only (e.g., No public-facing statement or community outreach) 

• Yes, internal and external presence (e.g., Internal policy and public-facing 

statement/commitment/efforts) 

• No 

• Don't know/not sure 

 

20 Would an organization/company/business' strong commitment to sustainability impact your engagement 

and ultimate retention with that organization, company, or business? 

• Much more likely to engage/retain 

• More likely to engage/retain 

• Somewhat more likely to engage/retain 

• Little impact on likelihood to engage/retain 

• No impact on likelihood to engage/retain 
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21 How involved are you in the sustainability initiatives at your primary organization/company/business? 

• A great deal, I take a leadership position in setting sustainability objectives 

• A lot, I'm actively involved in committees, boards, etc. to support sustainability objectives 

• A moderate amount, I take part in activities when they are offered 

• A little, I am aware of sustainability goals but not actively involved in promoting them 

• None at all 

 

22 How committed and involved do you feel your colleagues are to your primary 

organization/company/business' sustainability goals/commitments? 

• Very committed 

• Committed 

• Moderately committed (e.g., akin to a 50% effort) 

• Only somewhat committed 

• Not at all committed 

 

23 How closely does your primary organization/company/business' sustainability goals and commitments align 

with your own personal sustainability values? 

• My organization's sustainability commitment is much greater than my personal values related to 

sustainability 

• My organization's sustainability commitment is equal to my personal values related to 

sustainability 

• My organization's sustainability commitment is less than my personal values related to 

sustainability 

 

24 Does your primary organization/company/business participate in the Wisconsin Sustainable Business 

Council's Green Master’s Program? 

• Yes 

• No 

• Not applicable (e.g., My company is not located in Wisconsin and is not eligible to participate in 

this program) 

 

25 You indicated that your primary organization/company/business participates in the Wisconsin Sustainable 

Business Council's Green Master's Program. Please select the level that your organization has thus far achieved. 

• Associate 

• Professional 
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• Master 

• Don't know/not sure 

 

26 Is your organization a certified B Corporation? A certified B Corporation is a kind of business that is legally 

required to consider the impact of their decisions on their workers, customers, suppliers, community, and the 

environment. 

• Yes 

• No 

• Don't know/not sure 

 

28 Please indicate your level of agreement with the following statement: conflicts within an 

organization/company/business are best resolved through communication, diplomacy, empathy, and kindness-

all with a goal of continuous learning and unity. 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

29 How important is it that the leadership (e.g., Owner, CEO, presidents, vice presidents, managers) of an 

organization/company/business lead with empathy and kindness? 

• Very important 

• Important 

• Moderately important 

• Somewhat important 

• Not at all important 
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30 How important is leading with empathy and kindness to you in your personal life? 

• Very important 

• Important 

• Moderately important 

• Somewhat important 

• Not at all important 

 

31 How important is leading with empathy and kindness in your culture (community, family, friends, 

neighborhood, etc.)? 

• Very important 

• Important 

• Moderately important 

• Somewhat important 

• Not at all important 

32 What do you personally think of when you hear the terms love-based leadership/compassionate leadership? 

33 Please tell us your views on how love-based leadership/compassionate leadership would be practically 

employed in a workplace (an organization, a company, or a business)? 

34 What impact do you think leading with empathy, kindness, and love in business can have on its employees? 

• A very positive impact 

• A positive impact 

• Both positive and negative impacts 

• A negative impact 

• A very negative impact 

 

35 What impact do you think leading with empathy, kindness, and love in business can have on the community 

at large (i.e., other businesses, customers, neighborhoods, cities, the general public)? 

• A very positive impact 

• A positive impact 

• Both positive and negative impacts 

• A negative impact 

• A very negative impact 

 

36 Please list any businesses who you think lead with love, empathy, and kindness. 

37 To what extent does your primary organization/company/business actively employ love-

based/compassionate leadership? 
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• Most of the time 

• Often 

• About half of the time 

• Very little 

• Never 

•  

39 How important is a diversity, equity and inclusion commitment/statement at an organization, company, or 

business? 

• Very important 

• Important 

• Moderately important 

• Somewhat important 

• Not at all important 

40 How effective do you think equity, diversity, and inclusion policies are in creating a more welcoming work 

environment to those with diverse backgrounds (racial, cultural, LGBTQ+, religious, political, etc.)? 

• Extremely effective 

• Very effective 

• Moderately effective 

• Slightly effective 

• Not effective at all 

•  

41 How effective do you think these policies are in creating a more welcoming work environment to those with 

diverse backgrounds (racial, cultural, political, etc.). 

• Extremely effective 

• Very effective 

• Moderately effective 

• Slightly effective 

• Not effective at all 

 

43 What do you think the scope of impact is (negative or positive) of your place of employment? 

• Local only 

• Local and regional 

• Locally, regional, national 

• Local, regional, national, global 
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• No impact 

 

44 What impact does your organization/company/business have on the natural environment? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 

•  

45 What impact does the environment have on your organization/company/business? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 

46 What impact does your organization/company/business have on the social and cultural community around 

it? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 
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47 What impact does society and culture that surrounds it have on your organization/company/business? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 

 

48 What impact does your organization/company/business have on the economy (local, regional, national or 

global)? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 

49 What impact does the economy (local, regional, national or global) have on your 

organization/company/business? 

• A very large impact 

• A large impact 

• Moderately large impact 

• Somewhat of an impact 

• No impact 

 

50 What influence do advertisements, commercials, brand voice, etc. have on your purchasing decisions? 

• A very strong influence 

• A large influence 

• A moderate influence 

• Somewhat of an influence 

• No influence 
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51 Can you think of a time when a business has impacted the outlook you have on humanity, your community 

or the state of the world? 

• Yes 

• No 

• Don't know/not sure 

 

52 Please describe the time(s) when a business has impacted the outlook you have on humanity, your 

community or the state of the world. 

53 Please indicate how strongly you agree with the following statement: a business's brand and actions have 

the ability to drive cultural change. 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

54 Please indicate how strongly you agree with the following statement: consumers have the ability to drive 

change in the behaviors of business. 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 
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55  

This is the last set of items before we gather a few pieces of information about you (note: all results are reported 

in aggregate-for example, averages and percentages. Your confidentiality is guaranteed, and you will never be 

personally identified in any report). 

The next set of items are on the concepts of social dimensions of behavioral economics. The social dimensions 

of behavioral economics include topics such as trust, reciprocity, honesty and morality, fairness, self-consistency 

and other social norms and behaviors as expectation or rule of a society or group of people (Berg et al., 1995; 

Akerlof & Kranton, 2010; Dolan et al., 2010; Gouldner, 1960; Samson, 2014). 

 

56 Overall, how would you describe the moral and ethical standards in your culture and community? 

• Very moral and ethical 

• Moral and ethical 

• Moderately moral and ethical 

• Somewhat moral and ethical 

• Not at all moral and ethical 

 

57 Do you think your personal actions align with the moral and ethical standards in your culture and community? 

• Always 

• Most of the time 

• About half the time 

• Sometimes 

• Never 

 

58 Do you think organizations'/companies/businesses' actions align with the moral and ethical standards in your 

culture and community? 

• Always 

• Most of the time 

• About half the time 

• Sometimes 

• Never 

 

59 How strongly do you think your economic decisions (e.g., purchasing, donating, etc.) are influenced by 

emotion? 

• Strongly agree 

• Agree 



 

 92 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

•  

60 How strongly do you agree that your economic decisions (e.g., purchasing, donating, etc.) are influenced by 

your culture? 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

61 How strongly do you agree that your economic decisions (e.g., purchasing, donating, etc.) are influenced by 

your political perspectives? 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

62 What role do you think organizations/companies/business should play in solving sustainability 

(environmental, social and economic) challenges? 

• A very significant role 

• A significant role 

• A moderate role 

• Somewhat of a role 

• No role at all 

 

63 What role do you think government should play in solving sustainability (environmental, social and economic) 

challenges? 

• A very significant role 

• A significant role 

• A moderate role 

• Somewhat of a role 

• No role at all 
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64 What role do you think individuals should play in solving sustainability (environmental, social and economic) 

challenges? 

• A very significant role 

• A significant role 

• A moderate role 

• Somewhat of a role 

• No role at all 

 

65 How strongly do you agree with the following statement: I tend to trust senior executives within 

organizations/companies/businesses? 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

66 How strongly do you agree with the following statement: I often tend to trust brands' messages and 

marketing. 

• Strongly agree 

• Agree 

• Neither agree nor disagree 

• Disagree 

• Strongly disagree 

 

67 How important is transparency and honesty to you when it comes to an organization/company/business' 

operations and behavior? 

• Extremely important 

• Very important 

• Moderately important 

• Slightly important 

• Not at all important 
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68 Just a few more questions to go. Please tell us about yourself (note: all results are reported in aggregate-for 

example, averages and percentages. Your confidentiality is guaranteed and you will never be personally 

identified in any report). 

69 What generation are you part of? 

• Traditionalist (born 1925-1945) 

• Baby Boomer (born 1946-1964) 

• Generation X (born 1965-1980) 

• Millennial (born 1981-2000) 

• Generation Z (born 2001-2020) 

 

70 How do you identify with regard to gender? 

• Male 

• Female 

• Non-binary / third gender 

• Prefer not to say 

• Prefer to self-describe (please use the space below to write-in your response) 

 

71 Currently, what is the highest level of formal academic education that you have already completed? 

• Less than high school 

• High school graduate/GED 

• College-level certificate/Technical diploma (e.g., college programs at a level less than an associate 

degree that award certification of competency in a specific skill, such as computer programming 

or sales) 

• Some college, no degree (e.g., took one or more college-level courses) 

• Vocational/Technical degree (e.g., electrical technician, drafting, engineering technician, 

beautician) 

• Associate degree 

• Four- year degree (e.g., bachelor's degree) 

• Post-baccalaureate certificate (above a bachelor's program but does not require all the 

coursework of a master's) 

• Master's degree (e.g., M.S., M.F.A., M.B.A.) 

• Professional degree (e.g., M.D., D.O., J.D.) 

• Doctorate (e.g., Ph.D., Ed.D.) 

 

72 Are you of Hispanic or Latino origin? 
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• Yes 

• No 

• Prefer not to answer 

 

73 What racial background(s) do you most closely identify with? Check all that apply. 

• American Indian or Alaska Native 

• Asian 

• Black or African American 

• Native Hawaiian or Pacific Islander 

• Prefer not to answer 

• Other (please use the space below to write-in your response) 
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Appendix B. Approvals 

6/12/21 
 

Principal Investigator: Perry Cook 

Co-Principal Investigator: 

Protocol Number: 2021-11-06-01 

Protocol Title: Love-based Leadership in Sustainable Business and its Systemic Impact on Culture 

Protocol Approval Date: 06/01/21 

Protocol Expiration Date: 05/31/26 

Review Category: Exempt 

UWSP FWA: 00017591 

 

Dear Dr Cook, 

 

The above-referenced human-subjects research project has been approved by the University of 

Wisconsin-Stevens Point Institutional Review Board (IRB) Committee. This approval is limited to the 

activities described in the approved protocol, and extends to the performance of these activities at each 

applicable sited identified in the application for IRB review. In accordance with this approval, the specific 

conditions for the conduct of this research are listed below, and informed consent from subjects must 

be obtained as indicated. Additional conditions for the general conduct of human-subjects research 

may be detailed below. 

 

Additional Conditions: 

 

All individuals engaged in human-subjects research are responsible for compliance with all applicable 

UWSP Research Policies. The Principal Investigator is responsible for assuring all protocol personnel 

review and adhere to applicable policies for the conduct of human-subjects research. 

 

The IRB maintains an official protocol file for each study to meet the University’s regulatory obligations 

for record keeping. Principal Investigators are responsible for maintaining all records related to the 

protocol, and are required to share with the IRB. The IRB is not responsible for maintaining study 

documents for researchers. 

 

Your project approval expiration date is listed above. Exempt protocols have an automatic 5-year 

approval period. As a courtesy to you, and to reduce administrative burden, the IRB will request an 

annual update from the Principal Investigator on the status of this study. It is your responsibility to inform 

the IRB if the project is complete or still in operation. If the study needs to remain open after year 5, 
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you must submit a new protocol. Lapses in approval should be avoided to protect the safety and welfare 

of enrolled subjects. When you plan to close your study, submit a Protocol Closure Form to 

irb@uwsp.edu. 

 

No changes are to be made to the approved protocol or study documents (i.e., consent forms, surveys, 

etc.…) without prior review and approval of the IRB. To modify an existing protocol, complete the 

Protocol Modification Form and submit to irb@uwsp.edu. 

 

If there are any injuries, problems, or complaints from participants, you must notify the IRB at 

irb@uwsp.edu within 24 hours. 

 

If you have any questions, please contact me. Good luck with your project. 

 

 

Sincerely, 

 

 

 

David Barry, Ph.D. 

IRB Chair 

dbarry@uwsp.edu 
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Appendix C. Invitations & Consents 

Newsletter content for Sustain Dane: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch, you may know me as a sustainability professional and board member of the 

Sustain Dane. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin–Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Newsletter content for B Local Wisconsin: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin–Stevens Point. Based on your involvement in sustainability and B Corps within the state of Wisconsin, 

I’d like to invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 
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This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Newsletter content for Dane Buy Local: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin–Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Newsletter content for the Evolution Marketing, LLC: 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 
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Wisconsin–Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Content for posting in the Women in Sustainability Group via Google: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch, you may know me as a sustainability professional and long-time board member 

of the Wisconsin Sustainable Business Council. Today I’m reaching out to you today wearing my hat as a doctoral 

student at the University of Wisconsin–Stevens Point. Based on your involvement in sustainability within the 

state of Wisconsin, I’d like to invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 
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Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Email solicitation for Women in Sustainability to distribute if participation numbers are low: 

Opportunity to contribute to sustainable business research! My name is Amanda Goetsch, you may know me as 

a sustainability professional and long-time board member of the Wisconsin Sustainable Business Council. Today 

I’m reaching out to you today wearing my hat as a doctoral student at the University of Wisconsin–Stevens 

Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to invite you to take 

part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Email solicitation for Wisconsin Sustainable Business Council to distribute if participation numbers are low from 

the newsletter: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch, you may know me as a sustainability professional and board member of the 

Wisconsin Sustainable Business Council. Today I’m reaching out to you today wearing my hat as a doctoral 

student at the University of Wisconsin–Stevens Point. Based on your involvement in sustainable business within 

the state of Wisconsin, I’d like to invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 
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This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Email solicitation for Sustain Dane to distribute if participation numbers are low from the newsletter: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch, you may know me as a sustainability professional and board member of the 

Sustain Dane. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin–Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Email solicitation for B Local Wisconsin to distribute if participation numbers are low from the newsletter: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 
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Wisconsin–Stevens Point. Based on your involvement in sustainability and B Corps within the state of Wisconsin, 

I’d like to invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

Email solicitation for Dane Buy Local to distribute if participation numbers are low from the newsletter: 

Opportunity to contribute to sustainable business research! 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin–Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 
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Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

LinkedIn message to post publicly (there is potential for individuals in my network to reshare this post): 

My name is Amanda Goetsch. I am a long-time and ever-evolving sustainability professional in the state of 

Wisconsin. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin-Stevens Point. Based on your involvement in sustainability within the state of Wisconsin, I’d like to 

invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

LinkedIn message to potential participant (this will be edited slightly based on who I am reaching out to and 

their contributions to the field of sustainability): 

Hello [insert name here]! I’m reaching out to you today wearing my hat as a doctoral student at the University 

of Wisconsin–Stevens Point. Based on your involvement in sustainability, I’d like to invite you to take part in my 

dissertation research study via a Qualtrics survey: insert link here. I’d be happy to answer any questions you 

may have! Thank you for your time and consideration. -Amanda 

If they have additional questions, I will provide this information: 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 
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This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I will also answer any other questions they may have regarding my research and the survey and process. 

Email message to potential participant (this will be edited slightly based on who I am reaching out to and their 

contributions to the field of sustainability): 

Hello, 

My name is Amanda Goetsch, you may know me as a long-time Wisconsin sustainability professional and 

collaborator. Today I’m reaching out to you today wearing my hat as a doctoral student at the University of 

Wisconsin-Stevens Point. Based on your involvement in sustainable business initiatives within the state of 

Wisconsin, I’d like to invite you to take part in my dissertation research study. 

If you’re interested in participating, you would take complete a Qualtrics survey online (10-30 min.). 

The purpose of this research is to better understand the potential impacts love-based leadership has/does not 

have on business sustainability and how that, in turn, may impact internal and external stakeholders and culture. 

This study is grounded in the foundational frameworks of systems theory, love-based leadership theory and the 

social dimensions of behavioral economics. 

Your contributions could potentially impact business sustainability as well as sustainability in your community 

moving forward. 

I would greatly appreciate your contributions to this research. If you’re interested, please click the following link 

to access the survey: insert link here 

Please feel free to reach out to me at agoet891@uwsp.edu with any questions! 

If individual is not interested, example email #2: 

Thank you [insert name here] for your response! 

I appreciate your time and consideration. If you would like to participate in the future, please feel free to contact 

me. 
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Thank you for your contributions to the field of sustainability and I look forward to collaborating with you in the 

future. 

Kindly, 

Amanda Goetsch, Ed.D. Candidate 

University of Wisconsin–Stevens Point 

agoet891@uwsp.edu 
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