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Abstract 

The following thesis examines how sustainable management education can 

empower individuals to foster sustainability engagement. While sustainability has 

been a topic of discussion for several years and has been incorporated into 

curricula, the focus in previous literature has primarily been on avoiding 

unsustainability rather than actively pursuing sustainability. Moreover, the 

emphasis has often revolved around the profitability of sustainability measures. A 

course called "Green Growth" at BI has gained positive feedback from many 

students who have experienced increased sustainability engagement. In this thesis, 

we aim to explore how this course and its participants engage with sustainability. 

Using a qualitative multiple case study approach, interviews were conducted to 

gather insights. The thesis identifies five keyways in which the course influenced 

the students: (1) strengthening their engagement, (2) enabling them to recognize 

diverse types of challenges, (3) imparting knowledge about various pathways and 

possibilities for action, (4) highlighting the importance of overcoming silo 

behavior, and (5) emphasizing the significance of cross-sectional collaboration.  
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1.0 Introduction 

The Executive Master course in "Green Growth" is designed to educate 

executives on how to lead their companies towards greater sustainability and will 

serve as the foundation of our study. The course emphasizes the interconnection 

between financial profitability and sustainability, and helps students distinguish 

between genuine "green value making" and "greenwashing". With sustainability 

increasingly becoming a top priority, organizations that successfully transition 

towards more environmentally friendly practices will have a competitive 

advantage. The course provides an overview of key concepts in green strategy, 

innovation, and green economy, and emphasizes the importance of making green 

initiatives financially profitable and sustainable. The students will gain the 

necessary tools to establish and lead a green economy within their organization, 

and to drive a change process towards a greener future. Moreover, “green growth” 

is designed to equip students with the knowledge and skills needed to successfully 

transition towards a more sustainable and profitable future for their organization.   

The management education course has gained immense praise from its 

past students, solidifying its reputation. Its popularity among aspiring students 

aiming to thrive in the business world of tomorrow is a testament to its excellence. 

This has sparked our curiosity regarding the distinctive qualities that set this 

course apart and make it so popular. Perhaps it is the comprehensive curriculum, 

covering the sustainability aspect of management. Or maybe it's the experienced 

and dedicated faculty who guide students through real-world case studies and 

practical exercises. It could also be the emphasis on fostering critical thinking, 

innovation, and leadership skills, empowering students to navigate the 

complexities of the ever-evolving business landscape. 

The literature on management education delves into the topic of how it can 

empower and engage students and professionals in sustainability. Scholars argue 

that sustainability should not be treated as a mere addition to the curriculum, 

confined to a couple of lecture hours. Instead, it should be integrated throughout 

the entire course (Allen et al., 2017). Additionally, an organization's perspective 

on sustainability plays a crucial role in employee engagement. It is essential to 

consider the different contexts and interpretations of sustainability as an 

organization progresses in its transition towards sustainability (Boons et al., 2013; 

Stouten et al., 2018; Bhattacharya et al., 2023). Therefore, those promoting 
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sustainability within organizations must take into account the dynamics and 

factors specific to each organization (Wickert and De Bakker, 2018). 

Both management education and organizations often prioritize profit 

maximization, lacking a holistic perspective on sustainability (Hermundsdottir and 

Aspelund, 2021; Hoffman, 2021b; Dyck and Caza, 2021; Wickert and De Bakker, 

2018). While all three aspects, economics, environment and social, are equally 

important in the context of sustainability, our master's thesis will specifically 

concentrate on the environmental dimension. The theory suggests that an 

exclusive emphasis on profits, without adopting a comprehensive holistic 

sustainability approach, results in less effective sustainability strategies 

(Hermundsdottir and Aspelund, 2021; Hoffman, 2021b; Dyck and Caza, 2021; 

Wickert and De Bakker, 2018). The theoretical notion discusses the perception of 

sustainability as an economic burden, and it is argued that this perspective lacks 

explanatory power (Hermundsdottir and Aspelund, 2021). By embracing 

sustainable innovations, it is further argued that organizations can create a win-

win situation where both profitability and sustainability are prioritized 

(Hermundsdottir and Aspelund, 2021). Sustainable practices can lead to increased 

profits while simultaneously promoting long-term environmental and social well-

being. This highlights the importance of shifting the focus towards integrating 

sustainability into organizational strategies, ultimately reaping the benefits of a 

more sustainable and prosperous future.  

Furthermore, the value of management education holds significant 

importance for our thesis. The course “green growth” serves as a foundation of 

our research, and our interviews with several students have yielded compelling 

findings. The program encompasses the latest knowledge on the reasons behind 

and methods for adopting green growth practices in organizations to enhance 

profitability. By engaging with the concept of "green growth," the students 

acquired knowledge and skills necessary to comprehend sustainability in its 

entirety. The objective of our thesis is to investigate the following question: How 

can management education enable people in fostering sustainability engagement? 

The participants in this study have shared fascinating insights into their 

understanding of sustainability work and the impact of the “green growth” course 

on their professional endeavors. Several noteworthy findings emerged from the 

study: “I have to say that the engagement the lecturer possessed was completely 

unique, and I think that was something that converted me […]”, “Sustainability 
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should not become something that is created as a small, isolated bubble within the 

company [...]” and  “We have to dare to challenge the regulations, we have to 

work smarter, however, it depends on the attention the matter gets. It also depends 

on the majority's knowledge on the matter”. Therefore, this thesis aims to 

contribute to the theoretical notion on how management students engage in 

sustainability.  

This thesis comprises seven chapters, including the introduction. Chapter 

two is dedicated to a comprehensive literature review, where we delve into the 

theoretical knowledge relevant to the topic. In chapter three, we provide a detailed 

explanation of the methodology employed for this multiple case study. Chapter 

four presents the findings of the study, organized into five sections. The chapter 

begins with a findings table that offers an overview of the key findings. Moving 

on to chapter five, we discuss and analyze the findings in relation to the 

theoretical knowledge presented in chapter two. Chapter six focuses on exploring 

the broader limitations of our study. Finally, chapter seven serves as the 

conclusion, summarizing the entirety of the thesis.  
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2.0 Literature review 

This chapter aims to explore various theoretical concepts that are pertinent 

to our research question. We begin by defining sustainability engagement and 

explore how it is connected to Workplace Pro-Environmental Behavior (WPEB) 

as highlighted by Kennedy et al. (2015). Understanding the significance of pro-

environmental behavior in the context of sustainability within organizations is 

vital. To gain insight into this area, we analyze articles by Howard-Grenville 

(2019), Wright and Nybert (2015), Nolan and Schultz (2015), among others. 

Next, we delve into the topic of sustainability transformation, where we 

examine the prevailing societal belief that organizations can only be considered 

successful if they achieve economic growth. This belief poses challenges for 

sustainability initiatives to gain traction. To shed light on this issue, we review the 

works of scholars such as Wickert and De Bakker (2018), Aust and colleagues 

(2020), Ergene et al. (2021), and several others. 

In the third part of this chapter, we delve into the influence of management 

education on sustainability. We investigate how management education can play a 

crucial role in integrating sustainability principles. By shaping the mindsets of 

managers, education programs can help them understand the importance of 

sustainability in organizational practices. This aspect is discussed in works by 

Berti et al. (2021), Hoffman (2021), Dyck and Caza (2021), and other notable 

researchers in the field. 

These chapters collectively contribute to our thesis by elucidating the 

relevant theoretical concepts required to address our research question effectively. 

2.1 Sustainability engagement 

Sustainable engagement refers to intentional actions aimed at initiating 

positive change in the environment, with the goal of benefiting society. It 

encompasses proactive and responsible behaviors that seek to address 

environmental challenges and promote sustainability. This concept goes beyond 

individual actions and extends to collective efforts, recognizing the 

interconnectedness of social, economic, and environmental systems (Nolan and 

Schultz, 2015; Penner et al., 2005). By emphasizing the prosocial nature of 

sustainable engagement, it highlights the inherent concern and consideration for 

the well-being of others and future generations, emphasizing the importance of 
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working towards a more sustainable and equitable society. Consequently, we can 

assert that sustainability engagement is also a form of prosocial behavior (Nolan 

and Schultz, 2015). 

In the context of professions, the concept of workplace pro-environmental 

behavior (WPEB) is frequently discussed. It refers to a deliberate and coordinated 

series of actions carried out by a collective network of individuals within an 

organization, spanning across departments, teams, and the overall value chain. 

This behavior stems from a shared commitment to a goal that transcends 

individual interests and imbues work with a sense of purpose (Kennedy et al., 

2015; Van Tuin et al., 2020). WPEB can be considered as sustainability 

engagement in the workplace, as it encompasses positive and responsible behavior 

towards the environment. It represents a phenomenon that intertwines self-interest 

with prosocial behavior (Kennedy et al., 2015; Van Tuin et al., 2020; Nolan and 

Schultz, 2015; Penner et al., 2005). 

The driving force behind sustainability engagement is often rooted in 

personal characteristics, particularly the sense of purpose individuals finds in the 

subject (Van Tuin et al., 2020; Kennedy et al., 2015). The outcomes of workplace 

pro-environmental behavior (WPEB) can be observed through the level of 

employee involvement in sustainability-related practices and initiatives, which 

reflects their overall engagement in these endeavors. In addition to a sense of 

purpose, employees' beliefs, attitudes, personal and social norms, self-efficacy, 

self-interest, and past behavior can also influence their engagement (Kennedy et 

al., 2015; Lo et al., 2012; Nolan and Schultz, 2015; Osagie et al., 2016; Allen et 

al., 2017). This implies that sustainability engagement is a highly individualized 

matter, and therefore, different approaches may be required to effectively engage 

employees in this domain.  

Sustainable behavior is often driven by intrinsic motivations and emotions. 

It emerges from a deep sense of personal values and concern for the well-being of 

the environment and future generations (Kennedy et al., 2015; Osagie et al., 2016; 

Allen et al., 2017). This suggests that individuals engaged in sustainability work 

are also undertaking emotional labor, as they navigate the intersection of their 

values and the sometimes conflicting business objectives they encounter. 

Sustainability actors may experience conflicting emotions in relation to their 

sustainability work (Wright and Nyberg, 2012; Pellegrini et al., 2018). These 

conflicting emotions may arise from the tension between their desire to advance 
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sustainability goals and the practical realities or constraints they face within their 

organizational context (Dyck and Caza, 2021; Hermundsdottir and Aspelund, 

2021). Such emotional labor can pose unique challenges for sustainability actors, 

requiring them to navigate and manage their own emotions while striving to drive 

positive change within their work environments. 

Furthermore, it has been observed that when employees experience a 

strong sense of purpose within their job, it positively enhances their work 

engagement (Van Tuin et al., 2020; Kennedy et al., 2015). Hence, it is crucial to 

consider organizational factors when examining sustainability engagement as 

these will affect the engagement of the employees (Bhattacharya et al., 2023). 

This includes the implementation of environmental policies, supportive 

leadership, creating a culture that values sustainability and implementing a 

corporate strategy that will contribute to sustainability engagement over time 

(Kennedy et al., 2015; Bhattacharya et al., 2023).  

When an organization's top management and line managers value and 

promote sustainability, it increases the likelihood of employees understanding and 

embracing sustainability, resulting in higher sustainability engagement. It is 

crucial for managers to encourage and support employees in making 

sustainability-based decisions as part of their daily job responsibilities (Galpin et 

al., 2015). Employees should be empowered to help their colleagues embrace 

sustainability initiatives to the point where they view these efforts as integral to 

their job performance expectations. The success of an organization's sustainability 

strategy depends on the active engagement and commitment of its employees at 

all levels of the company.  

However, based on the individuality of engagement, individuals with low 

initial interest in sustainability can be more effectively engaged through 

incentives, contests, and social norms, whereas those with a high level of interest 

in sustainability may respond better to education and feedback (Pellegrini et al., 

2018; Schultz, 2014). Overall, the organization's role in signaling the importance 

of sustainability is crucial for fostering employee engagement in sustainability 

initiatives. 

Promoting sustainability engagement can serve as a means to effective 

change within an organization. To truly embrace sustainability, organizations need 

to ensure that sustainability measures align with the entirety of the organization, 

through aspects such as HR practices (Galpin et al., 2015; Aust et al., 2020). 
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However, it is crucial to acknowledge that organizational factors alone cannot 

bring about change; rather, individual aspects are closely intertwined with the 

theory. In other words, organizational change cannot be achieved without the 

involvement of employees (Davis and Coan, 2015). Employees also have a 

significant role in promoting sustainability by advocating for change, sharing 

knowledge and expertise, and leading by example (Howard-Grenville et al., 2019; 

Kennedy et al., 2015).  

While intentions to create positive change are crucial, the effectiveness of 

sustainable engagement also depends on the implementation of appropriate 

strategies and the ability to overcome barriers and challenges. It requires a deep 

understanding of the underlying motives and values that drive individuals' actions, 

as well as the consideration of broader systemic factors that influence sustainable 

behaviors. Meaning that all activities meant to enhance sustainability will not be 

effective, this is also based on the individuality of the engagement (Schultz, 2014; 

Kennedy et al.; 2015; Nolan et al., 2015; Pellegrini et al., 2018; Galpin et al., 

2015). 

2.2 Sustainability Transformation  

There is a prevailing belief in society that for an organization to be deemed 

successful, it must achieve economic growth every year. Unfortunately, this 

widely held perception has influenced the theoretical aspects of sustainability 

research, creating a challenge for implementing sustainable practices. One of the 

primary obstacles to achieving a more sustainable organization lies in the 

prioritization of short-term economic gains over long-term sustainability goals 

(Hermundsdottir and Aspelund, 2021; Wickert and De Bakker, 2018; Wright and 

Nyberg, 2017; Ergene et al., 2021; Bocken and Geradts, 2020). The tendency to 

prioritize short-term gains over long-term benefits has been recognized as a 

human bias, whereby we have a propensity to value immediate rewards rather 

than waiting for larger future benefits (Thaler, 2016; Bansal and Desjardine, 

2014). As a result, the concept of sustainability often lacks immediate advantages 

and is consequently deprioritized.  

Businesses are seen as economical institutions and therefore also have a 

natural and way back connection to the economical aspect (Wickert and De 

Bakker, 2018), which is rooted in common sense, as it is evident that without 
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economic success, an organization cannot sustain its existence. However, 

embracing a short-term mindset within organizations and strategies poses a 

significant threat to the long-term sustainability and survival of our planet (Ergene 

et al., 2021; Laverty, 1996; Bocken and Geradts, 2020). This emphasis on the 

economic aspect creates a tension between the economical aspect and the 

environmental aspect, as sustainability necessitates long-term commitment and 

offers long-term benefits, contrasting with the short-term gains provided by the 

economy (Cleveland and Kalamas, 2015; Ergene et al., 2021; Wright and Nyberg, 

2017). 

Organizations often find it easier to address environmental issues that can 

be resolved through technological activities, while grappling with the challenges 

posed by climate change proves more daunting (Wright & Nyberg, 2017). The 

long-term nature of climate change introduces tensions with the economic aspects 

of organizational decision-making, making it a complex problem to tackle. This 

type of work requires a longitudinal approach, recognizing the need for sustained 

commitment and efforts over an extended period (Wright & Nyberg, 2017). 

However, in the current management landscape, the prevalence of hierarchical 

power dynamics perpetuates the dominance of certain groups over others, 

hindering progress towards sustainable practices (Ergene et al., 2021). It becomes 

crucial to detach ourselves from such power imbalances and strive for more 

inclusive and equitable approaches to ensure a sustainable future. It can therefore 

be understood that within the perspective the economical aspect is the focus, if 

there are no or little economic gains the sustainability option will be overruled 

(Aust and colleagues, 2020).  

Sustainability innovation generally has a positive impact on an 

organization's value creation, leading to a win-win situation for successful 

adopters of sustainable practices (Boons et al., 2013; Hermundsdottir and 

Aspelund, 2021). However, this is a complex matter that requires an integrated 

approach, and the existing gap between literature and practice adds further 

difficulty (Hermundsdottir and Aspelund, 2021; Baldassarre et al., 2020). 

Moreover, the uncertainty surrounding the outcomes of sustainability initiatives 

(Hermundsdottir and Aspelund, 2021; Baldassarre et al., 2020) makes it 

challenging for organizations to implement sustainable strategies. 

The way an organization progresses in its transition towards sustainability 

is crucial, as the meaning of sustainability can vary in different contexts (Boons et 
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al., 2013; Stouten et al., 2018). Therefore, sustainability actors must pay attention 

to the dynamics within the organization itself (Wickert and De Bakker, 2018). 

This means that cooperation across the entire organization is necessary to 

successfully implement innovative sustainability actions. Both top management 

and middle managers play significant roles in driving sustainable change 

(Howard-Grenville et al., 2019; Wickert and De Bakker, 2018; Galpin et 

al.,2015). These roles contribute to the organization's readiness for change 

(Wickert and De Bakker, 2018; Stouten et al., 2018) and promote sustainability 

engagement at all levels, fostering a sustainable organizational culture (Howard-

Grenville et al., 2019). 

Sustainability actors have a challenging time conveying the message. This 

is connected to the skepticism towards the economic aspect and the fact that the 

soft gains are more difficult to prove and communicate than the hard facts in the 

economic aspect. Therefore, building relationships with important actors, 

especially within the middle management, where trust and openness is in the 

center will be important. We understand that the sustainability worker's integrity 

must be high for the person to communicate the message (Wickert and De Bakker, 

2018; Schein, 2019; Brulle et al., 2012). It is also important that the sustainability 

actor tries to find immediate gains and resonate with the values and norms of the 

recipients (Wickert and De Bakker, 2018). 

Commonly climate change is perceived as a distant problem, leading to a 

neglect of its present importance and a perception that it is beyond our control. 

Consequently, a diminished sense of personal responsibility emerges. The 

portrayal of the environmental crisis commonly emphasizes negative aspects such 

as doom, cost, and sacrifice, which fosters a pessimistic perspective. 

Communication surrounding sustainability frequently lacks sufficient 

opportunities for action, resulting in weakened attitudes due to cognitive 

dissonance. Messages often focus on fear and guilt, which can contribute to denial 

or avoidance. It is important to note that cultural identity plays a significant role in 

filtering climate messages (Brulle et al., 2012; Druckman and McGrath, 2019; 

Stoknes, 2014). Therefore, based on the above theories, when conveying 

information about sustainability, it is crucial to address and consider these factors. 

To effectively communicate, it is important to understand the appropriate manner 

and audience for the message. Consequently, it becomes essential to devise 

strategies to address the aforementioned challenges. A key element in this process 



GRA 19703   
 

 15 

is establishing relatability with the individuals being communicated to. By 

considering these factors, the messages about sustainability can be effectively 

conveyed. 

The current body of literature pertaining to sustainability transformation 

has neglected to critically examine the political and economic dimensions that are 

intricately linked to sustainability. As a result, the underlying root issues of the 

matter have not been adequately addressed. This highlights the pressing necessity 

for a significant shift in our understanding and approach to sustainability, as well 

as in the conduct of sustainability management research. The field has thus far 

fallen short in fully recognizing and confronting these fundamental issues, 

particularly in relation to their political and economic implications (Ergene et al., 

2021).  

2.3 Management Education and its impact on sustainability  

Since the late 2000s, there has been a growing emphasis on integrating 

sustainability into management education. However, within management theories, 

the prevailing approaches of positive organizational scholarships (POS) and 

critical management studies (CMS) (Dyck and Caza, 2021; Hoffman, 2021a; 

Haigh and Hoffman, 2011; Spicer et al., 2009; Prichard, 2009) have been 

criticized as outdated in the literature. Both approaches have failed to adequately 

prioritize sustainability and the imperative of integrating it into the core of 

management. POS views sustainability as a means to enhance organizational 

profits, while CMS highlights the negative consequences of solely focusing on 

profit-driven objectives (Dyck and Caza, 2021; Haigh and Hoffman, 2011; Spicer 

et al., 2009; Prichard, 2009). By incorporating sustainability into business 

practices, long-term success and positive societal outcomes can be achieved 

(Laverty, 1996).  

Management education plays a crucial role in shaping the mindset of 

managers by educating them to recognize sustainability as an integral part of 

organizational practice. This recognition is essential for the successful 

implementation of sustainability initiatives within organizations. Consequently, 

the literature has emphasized the need for a fresh perspective in management 

theories, one that places sustainability at the center and highlights the importance 

of effective management (Hoffman, 2021a; Hoffman, 2021b, Dyck and Caza, 
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2021). By incorporating sustainability into management education, students can 

actively engage with the subject matter and develop a broader understanding of its 

significance (Bratton and Bratton, 2015; Young et al., 2013; Hoffman, 2021b). 

Such education can also help shift the focus away from purely profit-oriented 

objectives (Dyck and Caza, 2021), promoting a more holistic and responsible 

approach to management practices, such as the “green growth” course offered in 

the executive master’s program at BI.  

However, it is crucial for management education programs to go beyond 

viewing sustainability solely as a financial investment. It is beneficial to teach 

students various approaches and enable them to recognize which approach is most 

effective for their specific circumstances (Dyck and Caza, 2021; Allen et al., 

2017). Emphasizing the maximization of social and ecological well-being while 

maintaining financial viability is essential to effectively educate students about the 

significance of a social and ecological approach (Dyck and Caza, 2021). Further, 

management education should focus on the positive aspects of sustainability and 

explore how organizations can become sustainable rather than simply avoiding 

unsustainability. Additionally, it is important to emphasize the importance of 

understanding and preserving nature itself (Allen et al., 2017; Hoffman, 2021b). 

By adopting a comprehensive approach that considers these factors, management 

education can instill in students a deeper understanding of sustainability and its 

positive implications for organizations and the environment. 

More specifically, research has shown that experiential and social learning 

approaches have been successful in sustainable management education (Berti et 

al., 2021; Heiskanen et al., 2016; Allen et al., 2017). Therefore, a sustainable 

course should incorporate cooperative work that connects activities and case 

studies to real-world contexts, spanning multiple facets of organizational 

operations (Heiskanen et al., 2016; Berti et al., 2021). This approach enables 

students to develop a deeper understanding of the complexities associated with 

sustainability (Berti et al., 2021). Furthermore, it is important for the course to 

focus on how sustainability within organizations is intertwined with the political 

landscape of society. Recognizing the influence of politics, the course should 

highlight the significance of lobbying as an effective means to advocate for laws 

and legislation that guide sustainability efforts (Hoffman, 2021b). By emphasizing 

the connection between sustainability, organizational practices, and societal 
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politics, students can develop a comprehensive understanding of the broader 

context in which sustainability initiatives operate. 

The ethical choices and understanding of students are significantly 

influenced by their personal character, values, actions, capabilities, and social 

connections. As a result, it is crucial to tailor education to meet the individual 

needs of students (Berti et al., 2021; Allen et al., 2017). Additionally, utilizing 

emotions as a learning approach can have diverse effects on students. While 

emotions can enhance engagement, they may also lead to stress for certain 

individuals. Thus, it is important to create a safe space where students can reflect 

on their feelings and experiences. This enables the addressing of negative 

emotions and their transformation into positive learning opportunities. Therefore, 

the management of emotional engagement should be approached with care to 

avoid negative experiences and promote effective learning (Berti et al., 2021). 

When the students have completed a sustainability course students play a 

crucial role as the implementers and adopters of change within organizations 

towards sustainability. However, it is important to acknowledge that they may not 

instantaneously emerge as catalysts for swift change or proactive agents of 

transformation (Heiskanen et al., 2016). The process of implementing sustainable 

practices requires time, effort, and a gradual shift in organizational culture 

(Stouten, 2018). Students, armed with the knowledge and skills acquired during 

their studies, will be potential valuable assets in driving sustainable initiatives 

within their respective organizations. They can contribute to change by advocating 

for sustainable practices, influencing decision-making processes, and inspiring 

others through their actions and commitment to sustainability. Over time, their 

collective efforts and individual contributions can lead to significant progress in 

creating a more sustainable organization. 
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3.0 Research setting and method 
This chapter provides a comprehensive account of the methodology 

employed to address our research question. Its primary aim is to present a clear 

and detailed overview of our step-by-step approach. To begin with, we outline the 

selection of our chosen methodology, clarifying the purpose of our investigation. 

Next, we elaborate on our qualitative research design, emphasizing our utilization 

of a case study approach and employing inductive reasoning. Subsequently, we 

delve into the data collection where we present a table with an overview of data, 

details on our semi-structured interviews, as well as including information on the 

pilot interviews used to refine our interview guide. Furthermore, we also present a 

table summarizing the interview data. Finally, we engage in a discussion 

regarding the reliability and validity of our research, as well as ethical 

considerations. We aim to ensure transparency and allow readers to critically 

assess the robustness of our research process and the credibility of the results 

obtained.  

3.1 Research setting – Green Growth Course 

Our research focuses on analyzing case studies derived from the Executive 

Master of Management course titled «Green Growth as Competitive Advantage» 

offered at BI Norwegian Business School. Our primary objective is to highlight 

the valuable learning experiences gained by students and their subsequent 

contributions towards enhancing sustainability strategies within their respective 

organizations.  

 The executive master's course in «Green Growth» has been specifically 

developed to equip executives with the necessary knowledge and skills to lead 

their companies towards greater sustainability. A key focus of the course is to 

enable students to discern between genuine «green value making» initiatives and 

mere «green washing» practices. It is imperative for organizations to transition 

towards environmentally friendly practices in order to gain a competitive 

advantage in today´s business landscape. The course itself has been created by 

two renowned experts who are widely recognized for their expertise in promoting 

green growth and driving sustainable change. Notably, one of the founders also 

serves as the main lecturer for the course, ensuring that students receive firsthand 

insights and guidance from a distinguished authority in the field.  
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 Furthermore, the course spans over two semesters and comprises five 

gatherings, totaling 150 lecturing hours. Each gathering is designed to provide 

valuable insights and knowledge in different areas related to green growth. The 

first gathering addresses the challenges associated with green growth, while the 

second focuses on green business innovations. The third gathering takes a broader 

perspective, exploring the big picture and the long-term future of sustainable 

development. The fourth gathering concentrates on green accounting for the 21st 

century, and finally, the fifth gathering centers around green strategies and 

implementing theory into practice. These gatherings foster a group learning 

process, emphasizing experiential learning methodologies. Each gathering 

typically extends over approximately four days. The evaluation process includes a 

term paper accounting for 60% of the total grade, where students can demonstrate 

their understanding and application of the course material. Additionally, there is a 

24-hour individual home exam, contributing to 40% of the final grade, which 

further assesses students’ knowledge and critical thinking skills.  

3.2 Selecting methodology 

The purpose of this study is to learn more about sustainability work in 

organizations and how sustainability actors influence the others among them to 

work more sustainable. To understand this phenomenon the predictive theory, or 

context independent knowledge, we already possess from previous readings and 

courses has given us a marginal understanding of the phenomenon (Flyvbjerg, 

2006). In advance, the theoretical notion has given us an understanding of what 

sustainability engagement is. The context dependent knowledge on the other hand 

will provide an understanding of the experience and the heart of the case. The 

closeness to the real world contributes to a nuanced understanding of the 

phenomenon which is crucial when investigating human differences (Flyvbjerg, 

2006; Bell, Bryman and Harley, 2019).  

3.3 A qualitative approach 

This multiple case study is conducted with a qualitative research design 

and a phenomenological approach to the multiple cases (Bell, Bryman and Harley, 

2019; Yin, 2014). Flyvbjerg (2006, p. 240) states that “We need to explore the 

phenomenon firsthand rather than explore maps of them”. Through a 
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phenomenological understanding we aim to understand the human behavior of 

sustainability actors and how they are engaged in sustainability. How the subjects 

interpret the world, and their experiences will determine our findings (Bell, 

Bryman and Harley, 2019). Inductive reasoning aligns with the qualitative 

approach and multiple case study; therefore, we have taken an inductive approach 

to gather our data. Bell and colleagues (2019) describe this as a method where we 

go from specific to general, meaning that we start with specific observations and 

then aim to find patterns within the data. We aim to get this understanding through 

semi-structured interviews (Bell, Bryman and Harley, 2019).  

3.4 Sampling 

In our study, we adhered to the principles of purposeful sampling to select 

participants who would offer valuable insights into our research questions (Patton, 

2002). By intentionally choosing information-rich cases, we prioritized depth of 

understanding over breadth of coverage. Unlike statistical sampling, which aims 

to minimize bias, qualitative sampling embraces the focused examination of 

specific cases as a strength (Patton, 2002). This deliberate selection process 

allowed us to gain profound insights into the intricate dynamics of sustainability 

engagement within organizations. To identify typical cases, we collaborated with 

key informants such as program staff and knowledgeable participants. Their 

expertise helped us identify cases that exemplified typical characteristics (Patton, 

2002). Additionally, we employed snowball sampling, leveraging the connections 

and recommendations of previously interviewed participants. This approach 

expanded our network of informants and contributed to the richness of our data. 

By employing purposeful sampling methodologies, our aim was to achieve 

a deep understanding of sustainability engagement rather than making broad 

generalizations. Through capturing the unique perspectives and experiences of our 

informants, we sought to uncover the complexities inherent in sustainability 

engagement within organizational contexts. Furthermore, by integrating 

theoretical frameworks with rigorous research methodology, we aimed to provide 

a comprehensive analysis of sustainability engagement, shedding light on its 

intricate dynamics and subtle nuances (Patton, 2002).  

According to Patton (2002), sample size in qualitative inquiry does not 

adhere to fixed rules. Instead, it depends on various factors such as the research 
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objectives, the relevance of the information, the stakes involved, the desired 

credibility, and the available time and resources (Patton, 2002). In our study, we 

included a sample size of eight informants, which proved to be highly valuable. 

Although the number of participants was relatively small, it allowed us to delve 

deeply into the phenomenon of sustainability engagement and explore its diverse 

manifestations. By focusing on a smaller number of individuals, we were able to 

capture rich insights and understand the variations within the context of our 

research. This approach provided a level of depth and understanding that would 

have been challenging to achieve with a larger sample size (Patton, 2002).  

3.5 Data  

Table 1: Overview of data  

 

Interviews 11 interviews 

Archive Data Course description, course syllabus list (see 

appendix five).  

 

Informant  Name Position and company Number of conducted 

interviews 

1 Ida Consultant, Consultant 

house  

1 

2 Josefine Account Manager, Food 

retailing 

2 

3 Chris Sustainability Manager, 

Construction industry 

1 

4 Nora CEO, Sustainability 

organization 

1 

5 Eva Sustainability Manager, 

chemical industry 

2 
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6 Isak Consultant, Engineering 

industry 

2 

7 William Sustainability Manager, 

Food retailing 

2 

8 Eskild Consultant, Consultant 

house  

1 

 

Semi-structured interviews 

Before conducting our interviews, we developed a semi-structured 

interview guide that includes questions to address the key areas relevant to our 

research question. This approach provides a flexible framework for the interviews, 

allowing for spontaneous discussions and follow-up questions, while still ensuring 

that we gather the necessary information. The semi-structured format allows us to 

gather rich and in-depth data, while also providing a degree of structure to ensure 

the efficiency and consistency of the data collection process (Kvale, 1996). 

Further the format provides us with personal experiences and the informant's 

subjective understanding of the phenomena.  

We created an interview guide, see appendix one and two, with questions 

that would help cover the topics needed to be able to answer our research 

question. To effectively address our research question, we crafted three core 

questions that are critical to understanding the experiences and stories of our 

informants. Our goal was to gather rich and meaningful data through these semi-

structured interviews, which will provide valuable insights into the topics we are 

investigating. 

Pilot interview  

As part of our master thesis, we conducted a pilot study in the first phase. 

This consisted of three semi-structured interviews with participants from the 

“green growth” course, who are currently working with sustainability in their 

organizations. The interviews were designed to shed light on their personal and 

organizational experiences with sustainability, and how the course may have 
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affected how they work with sustainability. By asking open-ended questions and 

encouraging the participants to talk about their experiences and form a timeline on 

how they have worked over the years.  

Conducting the interviews 

The interviews were either held digitally on Microsoft Teams or physically 

at the informant's office. This was up to the informant, as we noticed that people 

after covid preferred having a digital interview. In advance of the interviews, we 

did not do any preparation except getting familiar with the interview guide and the 

questions we were to ask. In the beginning of the interview process, we confirmed 

that the participants received the consent form and requested their permission to 

record the interview using our phones. We also provided a brief explanation of 

our thesis and the study´s purpose. While adhering to the interview guide to 

ensure that we covered all the intended topics, we allowed for natural 

conversation and elaborated on interesting points. Although each interview had 

some variations, we made sure to cover the same topics in each one. Each 

interview lasted approximately 40-50 minutes.  

Upon complementing the first round of eight interviews, we noticed a 

pattern emerging from our findings. Consequently, we analyzed our data and 

determined that we require three additional interviews to achieve a form of 

theoretical saturation, as suggested by Guest et al. (2006). Conducting additional 

interviews until theoretical saturation is achieved can improve the reliability and 

validity of qualitative research findings. The analysis process is further detailed 

below. 

During the second round of interviews, we aimed to discuss our findings 

with the informants in order to gain a deeper understanding of their perspectives. 

To facilitate this discussion, we selected quotations from the data that we found 

particularly interesting or relevant to our research question (Carlsen et al., 2014), 

see appendix two. We organized these quotations into categories, such as 

“Overcoming Silo Behavior”, and created a presentation in Microsoft PowerPoint 

to share with the informants. During the interviews, we presented the categories 

and the corresponding quotation to the informants, and we asked them open-ended 

questions to encourage reflection and discussion. These questions included 

prompts such as “when you read the quotes, how does this make you feel?” and 

“can you reflect on these quotes and share your thoughts?”. We also asked the 
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informants to discuss how they recognized themselves in the findings or if they 

had any additional insights or perspectives to offer. Overall, this approach allowed 

us to deepen our understanding of the informants' experiences and perspectives 

and helped to ensure that our findings were grounded in their perspectives.  

Processing the data 

To analyze and identify important patterns and findings we applied a 

method similar to a thematic analysis (Braun and Clarke, 2006). Firstly, we 

transcribed the interviews from round one to ensure that all the information we 

collected during the interviews was accurately documented in written form. The 

process of transcription also facilitated the organization and management of the 

data we had gathered. The transcribed interviews consisted of approximately 120 

pages. This contributed to us familiarizing ourselves with the data and gaining an 

understanding of what information is important.  

 Then we started to code our data, see appendix three, by firstly looking at 

what we found the most interesting in the interviews (Braun and Clarke, 2006). 

The codes were mostly inactive and not connected to the research question. We 

applied codes such as “Customer and Sustainability” and “Regulations” to the 

data as some of the first codes. Afterward, we reviewed the codes and searched 

for common themes that were connected to the research question (Braun and 

Clarke, 2006). We found that silo thinking, cooperation, personal motivation and 

engagement were some of the important themes that commonly occur in the 

interviews. Additionally, we also found that “changes of jobs” was an interesting 

theme. After finding the interesting themes we started to review how each of the 

themes answered the research question (Braun and Clarke, 2006). The code we 

then found was active and provided an understanding of the research question.  

3.6 Validity and reliability 

Reliability, replication, and validity are three essential criteria employed to 

evaluate the quality of research findings (Bell et al., 2019). Reliability pertains to 

the degree to which the outcomes of a study can be replicated. In order to enhance 

replicability, researchers must prioritize transparency regarding their data and 

methods to establish trustworthiness. Trustworthiness refers to the extent to which 

readers can evaluate the honesty of researchers in conducting their study and the 
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reasonableness of their conclusions. While practices that enhance methodological 

transparency and replicability are vital for establishing credibility (Pratt et al., 

2020, p. 2), however, it has been noted that attempts to apply transparency and 

replication principles to qualitative research may have unintended consequences 

(Pratt et al., 2020). By imposing "gold standards" practices that are inappropriate 

or potentially harmful to qualitative methods to ensure trustworthy results, there is 

a risk of creating a two-tier system in terms of defining what constitutes good 

research (Pratt et al. 2020).  

Furthermore, it is important to acknowledge that different research 

approaches have their own unique strengths and criteria for establishing 

trustworthiness. Lincoln and Guba (1985) addressed this matter within the context 

of a natural paradigm, proposing techniques like thick description and negative 

case inquiry to enhance the trustworthiness of data. Conversely, Yin (2014) 

approached trustworthiness assessment from a positive standpoint by providing 

qualitative counterparts to external validity, construct validity, and reliability. 

Furthermore, other scholars emphasize the significance of specific qualitative 

methodologies, such as persuasive ethnographic work or process studies, in 

producing high-quality qualitative research (Locke and Golden-Biddle, 1997; 

Langley, 1999).  

Regarding validity, as defined by Bell et al. (2019), it pertains to the 

integrity of the conclusions derived from a research study. During our study, the 

data was collected through semi-structured interviews with eight informants from 

different organizations. While initially, we believed that we had achieved 

theoretical saturation in our interviews as no new categories were emerging, upon 

further reflection and conducting additional interviews, we realized that there was 

more depth to explore within the identified themes. These subsequent interviews 

provided us with deeper insights and perspectives, indicating that our initial 

saturation might have been premature.  

To address this, we went back and conducted three more interviews with 

four different informants, we had the opportunity to delve deeper into the topics of 

interest, allowing for a richer understanding of the subject matter. This deeper 

exploration revealed nuances, complexities, and additional dimensions that were 

not initially apparent. Consequently, we recognized that our initial saturation point 

had not been reached, and there was still more to uncover. Acknowledging the 

potential for further in-depth discussions and interviews, we realized that a more 
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comprehensive theoretical saturation could have been achieved. This recognition 

highlights the importance of being open to iterative data collection and analysis 

processes, as well as the need to continually reassess the point of saturation in 

qualitative research to ensure a robust and comprehensive understanding of the 

phenomenon under investigation. 

Our iterative process of data collection and analysis reflects our dedication 

to enhancing the trustworthiness and credibility of our study. By remaining 

receptive to further in-depth discussions and interviews, we recognize the 

significance of continually reevaluating the point of saturation in qualitative 

research. This approach ensures a thorough and comprehensive understanding of 

the phenomenon under investigation, contributing to the robustness and 

theoretical validity of our findings. 

3.7 Ethical considerations  

The ethical consideration of a study is crucial to obey and is to be 

integrated throughout the whole research. In the beginning of this research process 

the study was approved by NSD, see appendix six. The NSD approval gave us the 

possibility to gather data from the informants. However, ethical matters still 

needed to be considered during the research process. Four ethical considerations 

were especially regarded throughout the research. The four principles that must be 

considered are: whether there is harm to the participants, whether there is lack of 

informed consent, whether there is an invasion of privacy and lastly, whether 

deception is involved (Bell et al. 2019, p. 110-114). 

The potential informants were provided with a consent form along with 

comprehensive information about the study. Appendix four contains the details 

shared with each informant. We found it important to inform the candidates why 

they received the request to participate in this study. The consent form clearly 

states that participation in the research is voluntary, and informants have the right 

to withdraw at any point.  

Additionally, the form guarantees the preservation of the informant's 

privacy and anonymity. This is achieved by assigning pseudonyms to the 

informants and maintaining anonymity regarding the organizations they represent. 

The data provided about the informants is carefully anonymized, ensuring the 
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informants right to privacy. Further, the transcription of the interviews was done 

in a manner so that anonymity was ensured.   

The consent form and the informant's anonymity work together to prevent 

harm and deception throughout the research process. 
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4.0 Findings 

This chapter presents the findings of the study, including quotations from 

the informants and our interpretation of these quotations. Firstly, we highlight the 

most significant finding that enhances engagement in sustainability. Secondly, we 

discuss the identified types of challenges that informants have learned to 

recognize. Thirdly, we present the findings related to pathways of activities and 

potential solutions to address these challenges. Fourthly, we address the findings 

related to overcoming silo behavior within organizations. Lastly, we discuss the 

importance of inviting and involving in collaboration for sustainability. By 

presenting these findings, this chapter offers valuable insights and practical 

implications for individuals and organizations seeking to understand how 

management education enables people in fostering sustainability engagement. 

 

 

Table 2: Findings Table 

 

Description Examples that concretize  

Finding 1: Strengthening engagement in sustainability 

"Green growth" has inspired and provided guidance 

in the informant’s sustainability work. The course 

empowered them to make a positive impact by 

advocating for sustainability and motivating others. 

Personal motivation can be beneficial, however not a 

requirement for improving sustainability. 

The lecturer's passion for sustainability was a 

significant factor in the informant's engagement with 

sustainability work. They feel emotionally connected 

to the "green growth" journey, looking back on it 

with a sense of personal investment and pride. 

Finding 2: Recognizing types of challenges  

Various obstacles that accompany sustainability 

work are acknowledged. The knowledge gained from 

the course has made the informants more cognizant 

of how to handle challenges. The course has enabled 

them to establish networks of like-minded 

individuals, with whom they can discuss challenges, 

fostering a sense of solidarity and encouragement.  

The absence of industry standards makes navigating 

environmental issues challenging. Without a clear 

roadmap it is difficult to address these concerns 

effectively. It is challenging to balance their 

economic goals with sustainability objectives, which 

adds complexity to the decision-making process. 

Frustration with the implementation of new 

regulations is expressed. 
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Finding 3:  Learning about pathways of activities and possibilities 

The informants have acquired knowledge that has 

boosted their self-efficacy in their job. Acquiring this 

knowledge has equipped them with the necessary 

skills and confidence to make sustainability decisions 

and feel confident in their decision-making process. 

The green stairs were frequently used to gain a 

comprehensive understanding of a situation. It was 

crucial to maintain a positive tone and emphasize 

innovation while communicating sustainability. The 

lecturer's focus on opportunities was significant. 

 Finding 4: Overcoming silo behavior 

Breaking down silos leads to successful 

implementation of sustainability strategy. Employees 

can influence by playing an active role in promoting 

innovation, encouraging innovation and fostering 

cooperation. Employees can help create a culture 

prioritizing sustainability and ensure integration into 

every aspect of the organization. 

Several informants emphasized the importance of 

involving all employees in the implementation of 

sustainability within an organization. This 

underscores the need for a collaborative effort 

toward creating and maintaining a sustainability 

strategy, rather than relying solely on the 

sustainability department. 

Finding 5: Inviting and involving in collaboration for sustainability 

Implementing a sustainability strategy requires 

cooperation at all levels. Knowledge sharing is 

emphasized as a means of achieving cooperation. 

Sustainability work is a collective effort that cannot 

be accomplished by a single individual or department 

alone.  

Achieving sustainability within an organization is a 

collective endeavor that necessitates the active 

engagement of all individuals. For successful 

cooperation there is a need for knowledge-sharing, 

idea exchange, and best practice promotion among 

employees and across departments. 

4.1 Strengthening engagement in sustainability 

The informants indicate that "Green growth" has been a source of 

inspiration and guidance in their sustainability work. As a result of completing the 

course, they feel empowered to make a positive impact by advocating for 

sustainability and encouraging others to participate in the process. While personal 

motivation from "Green growth" can be advantageous, it is not mandatory for 

contributing to the company's sustainability efforts. The informants emphasize the 

significance of the lecturer's intrinsic motivation in their sustainability education. 

They indicate that the lecturer's passion for sustainability was a crucial factor in 

their engagement with sustainability work. Many informants express a deep 

emotional connection to the "green growth" journey and reflect on it with a sense 

of personal investment and pride.  
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 The role of the lecturer was highlighted as a crucial factor in the 

informant's learning experience, with their engagement positively influencing the 

informant's own level of engagement in the subject matter. In the case of one 

informant, the course was suggested by their leader, who recommended that their 

employee should take the course to benefit the organization, as stated by Isak: 
“I have to say that the engagement the lecturer possessed was completely unique, and I 

think that was something that converted me. I didn't really know what I was getting 

myself into. I read the course description and thought, 'It has all the right terms about 

green growth', but I guess I didn't fully understand what it actually meant. The 

engagement from the lecturer really rubbed off on me, and it was just such an incredible 

journey that I think was greatly influenced by him as a person.”  
The statement indicates that the course has been an important and crucial 

part of the sustainability journey. The course enabled this informant to work with 

a new passion. However, the engagement from the lecturer was also regarded as 

too much and led to a lack in the course's credibility. One of the informant states 

“If you look at that subject, it can be argued it was designed like some kind of 

sect, with perhaps little substance.” For some of the informants, the preaching 

conveying of the message was perceived as excessive and the focus was taken 

away from the important topics, such as the profitability of sustainability. It can be 

understood as a course that focuses a lot on feelings and psychology, rather than 

how to argue for the profitability of sustainability. Which we have seen presented 

as a challenge in finding one, as Isak states:   
“I was highly motivated and determined to shift the organization's perspective on 

sustainability. I saw the taxonomy coming and I recognized the need to take action. I, 

therefore, aimed to play a part in the transition towards a more sustainable company. [...] I 

wanted to inform the management about the consequences of what they did, because they 

did not possess knowledge about sustainability [...] I thought for a long time that I had 

gotten the management on board with this, but I didn't”.  

The informant stating this also left the organization after a short amount of time. 

When talking to the informants several of the course participants changed jobs 

after finishing the course. Furthermore, Eskild stated:  
“I know that there are several who have taken the subject and end up changing jobs or 

have a desire to change jobs. [...] Often because many individuals feel compelled to apply 

their newly acquired knowledge and skills but find that the framework, they need is not 

available in their current job.”  

The fact that several of our informants changed jobs after the course may suggest 

a sense of helplessness in their previous roles, and a new engagement for 
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sustainability. However, it is important to note that there might not be a causality 

between the course and participants wanting to quit their job, there might be other 

factors influencing the participants' decisions. Therefore, one significant finding is 

that after participating in the course, the informants found difficulties 

implementing the knowledge of sustainability within their organizations.  

4.2 Recognizing types of challenges  

The informants recognize the presence of both internal and external 

obstacles in their sustainability work. Nevertheless, the course has equipped them 

with the knowledge and expertise needed to navigate these challenges effectively. 

Additionally, the course has facilitated the formation of a network of individuals 

who share a common interest in sustainability. This network provides a platform 

for discussing sustainability-related issues and serves as a source of support and 

motivation for the informants. According to the informants, the lack of industry 

standards for sustainability creates difficulties in navigating environmental and 

social issues. For example, one informant emphasizes «The problem also lies in 

the fact that there is no way, or there is insufficient data, to calculate the carbon 

footprint». 

Additionally, the informants struggle to reconcile their economic goals 

with sustainability objectives, adding complexity to the decision-making process. 

The introduction of new regulations and conflicting policies further complicates 

matters and results in frustration among the informants. As one informant 

emphasizes, «So we see that the environmental legislation that we are used to 

sometimes throws a spanner in the works for a sustainable approach in projects». 

When the informant meets the business world, they find it especially 

difficult to maneuver through the laws and regulations set by the government. The 

informants recognize that implementing new regulations can be particularly 

challenging, as it requires a deep understanding of the regulations and how to 

effectively integrate them into existing processes. Some of the regulations have 

been found to contradict each other. One informant emphasized the importance of 

meeting the political industry and conducting lobbying. The informant states: «We 

have to dare to challenge the regulations, we have to work smarter, however, it 

depends on the attention the matter gets. It also depends on the majority's 

knowledge on the matter». The matter is further elaborated by the quotation 
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«some of the challenges we see with the Environment Council are that they [...] do 

not see the societal benefit or the climate emissions or the other following parts». 

The quote suggests that there is a need for strategic engagement with politicians, 

as the laws are contradictory and contribute to ineffective sustainability work.  

When finishing the course, the informants understood the importance of 

standardization as sustainability covers a lot and is understood differently. Some 

focus on environmental emissions and others focusses more on the societal part of 

the matter. Moreover, the use of diverse metrics for assessing sustainability across 

an industry creates confusion for consumers and customers, making it difficult to 

determine what products are truly sustainable. It is emphasized by Josefine that: 
 “In several instances, price is a decisive factor, almost 9 out of 10 times I would say, and 

therefore it is important that the economic factors are considered. For it to make sense in 

our industry I believe that we need a standardization for what is sustainable and what is 

not, this will make it equal”.  

Furthermore, Josefine stated that: 
"When I say 50,000 tons of plastic, they ask 'What is that?' None of my clients would 

understand it. However, if I say one million kroner, that's great. If you save one million 

kroner by choosing a particular product and reducing x amount of plastic, that's 

impressive."  
This quote emphasizes the importance of using relatable and 

understandable terms when communicating sustainability efforts to customers. 

The informants suggest that while large amounts of plastic waste may be 

significant in terms of sustainability impact, it may not resonate with customers as 

much as financial savings would. Therefore, by communicating the financial 

benefits of sustainable choices, such as reduced costs or increased profits, and 

coupling it with tangible sustainability outcomes, such as reduced plastic waste, it 

becomes easier to convey the value of sustainable products or practices to 

customers. 

 It is further discussed in the interviews that the economic aspect of 

sustainability is not covered by the green growth course in a satisfactory manner. 

The informants lack the ability to communicate with the part of the organization 

that focuses on profitability. Further, this may indicate that the sustainability 

strategy is not successfully implemented across the organization.  
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4.3 Learning about pathways of activities and possibilities 

From the course the informants have gained knowledge that has enhanced 

their belief in their ability to perform their job effectively. Obtaining this 

knowledge has equipped them with the necessary skills and confidence to make 

decisions related to sustainability and to feel assured in their decision-making 

abilities. The lecturer´s Green Stairs framework was often referenced as a tool for 

achieving a thorough comprehension of a situation. In terms of communicating 

sustainability, it was vital to maintain a positive tone and prioritize innovation. 

Moreover, the lecturer's motivation and emphasis on possibilities were important 

factors. 

 During the course, the students developed an increased sense of self-

efficacy, as indicated by an anticipated and significant finding. According to one 

of the informants, they now feel confident in their ability to utilize the knowledge 

gained from the course to explain to their superiors and colleagues that although a 

particular action may not make economic sense in the short term, it is still crucial 

to pursue it in the long term. Specifically, Eva stated,  
"I feel that I can use everything I learned in the course to explain to my superiors and 

employees that; OK, it doesn't make economic sense right now, this quartal, or this year, 

but it is the most important thing to do anyway". 

 It seems like they exhibited a greater perceived authority in making 

decisions on the matter. Furthermore, the stairway to Green Growth has been 

highlighted as the theory most used after the course as it functions as guidance 

and analysis providing the informant with an overview of the case. Ida establishes 

this by stating: “I use the stairway to green growth as an understanding of where, 

when, and how to implement different measures in the organization.” This 

specific theory has provided the informants with the possibility to analyze and sort 

information from the different cases they are to handle. One informant used it 

when forming the sustainability report of the organization they work for.  

During the interviews, it was clear that the lecturer stood out to the 

students by communicating positively, but realistically. He was motivational and 

made them feel like they were able to do everything. One informant stated: “First 

and foremost, the lecturer's appearance in the lecture makes it hard to forget what 

he is talking about. He is so engaged”.  Further, Isak supplied: "I have to say that 

the motivation from the lecturer in the course was unique [...] and because of that 
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it was an incredible learning experience.” It was emphasized that one of the most 

important parts of the lecture was: “[...] both poems and activities that were based 

on the emotional aspects and the philosophical. It was several opportunities to 

reflect on what was happening in the world and how we could help through our 

job.”  

When considered collectively, these statements indicate that the lecturer 

plays a crucial role in facilitating the student's learning process. By being 

motivating, and empathetic towards the students, and maintaining a positive tone 

in his communication, the lecturer has been able to empower the students to see 

possibilities in their work. During our interview, Isak stated that: 
 “One of the most positive aspects of the course was that we should not put all the breaks 

on (about growth) we should do it smarter. [...] We are to continue to generate profit and 

pay wages. We are to continue all of this, but not in the matter we have done before. This 

might have been the fact that made me believe in the significance of sustainability work”. 

This statement indicates how the focus on innovation has been regarded as 

crucial for the motivation in continued work with sustainability. A crucial point to 

note is that all the informants highlighted the positive aspects and cases presented 

on the course. This underscores the significance of avoiding communication that 

portrays a sense of doomsday.  

4.4 Overcoming silo behavior  

The importance of breaking down organizational silos for successful 

sustainability implementation was a common theme identified in interviews with 

key informants. Participants noted that silos hinder communication, collaboration, 

and the sharing of information and resources across different departments or 

divisions, leading to a fragmented approach to sustainability. This issue is 

exemplified in the following quote: 
 “Many of those who work with sustainability, work with sustainability, and those who 

work with finance, logistics, or sales, work with that, they know nothing about 

sustainability. It's simply siloed. It's silo thinking, they don't work together, they don't talk 

together, there's no natural harmony between sustainability and economics.” 

   Our informant Josefine clearly states a frustration towards the silo 

thinking in the organization. Sustainability is interrupted by this silo thinking and 

causes sustainability work to be something related to only one department. 

Further, this lack of coordination creates a gap between sustainability and other 
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departments, leading to sustainability not being implemented at the triple bottom 

line.  

Several participants also emphasized the importance of involving all 

employees in sustainability efforts, with one stating that “Sustainability work 

should not be done by the sustainability responsible or sustainability department”. 

This emphasizes the need for a collective effort toward creating and maintaining a 

sustainability strategy rather than relying solely on the sustainability department. 

The statement also points at the need for cooperation and highlights that 

employees who carry out the organization's core activities play a vital role in 

achieving sustainability. It is vital for all departments to contribute to 

sustainability efforts, promoting cross-functional teamwork and collaboration. 

This type of approach can foster a culture of sustainability, ensuring that 

sustainable practices are embedded in the organization's operations. Furthermore, 

involving all employees in sustainability efforts can help create a culture of 

sustainability within the organization.  

 Other informants noted that sustainability should be integrated into every 

aspect of the organization, not just a standalone initiative, as Eva stated: 
 "I want everyone in my organization to be responsible for sustainability because it needs 

to be part of who we are and how our corporate culture is, taking it as economics for example, you 

wouldn't want anyone who doesn't care about the financial framework of the company.". 

The statement underlines the importance of sustainability. The informants 

draw attention to the situation by comparing it to the economic department. No 

department within an organization has the freedom to act independently in 

economic matters, as all departments are bound by budget constraints. Similarly, 

Eva further states that it is crucial for all departments to be obligated to the 

sustainability activities and incorporate them into their respective strategies.  

Additionally, William highlights the importance of extending 

sustainability responsibility to corporate management. It is stated that: “[...] So I 

said “OK, but I, as the sustainability manager, will not talk about those points, the 

managing director will be there and have to do the presentation”. With this 

statement, William points out a specific example where the chance to interrupt 

and challenge the silo thinking within the organization. Furthermore, achieving 

harmony between sustainability and other departments requires a shift in mindset. 

Companies must acknowledge that sustainability is an integral constituent of their 

business strategy and not a separate entity. This requires promoting collaboration 
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and communication between departments to break down silos and foster the 

integration of objectives in the company's overall strategy.  

4.5 Inviting and involving in collaboration for sustainability 

Successful implementation of a sustainability strategy within an 

organization is contingent on the cooperation and collaboration of all stakeholders 

across various levels. Our informants highlighted the significance of knowledge 

sharing as a critical element in promoting cooperation toward sustainability. The 

informants emphasized that sustainability work is a collective effort that requires 

the active involvement of all individuals and departments within the organization. 

Effective cooperation toward sustainability requires the sharing of knowledge, 

ideas, and best practices among employees and departments. This sharing of 

knowledge can occur in many ways, for example through workshops, training, or 

other communication channels. By exchanging knowledge, employees can gain a 

deeper understanding of the organization's sustainability goals and the role that 

they can play in achieving them.  

During our interviews with several informants, a recurrent theme was the 

importance of knowledge sharing and the inclusion of every employee in order to 

foster collaboration towards sustainability goals. One noteworthy quote that 

emerged from these discussions with Ida was: 
“Sustainability should not become something that is created as a small, isolated bubble 

within the company. In order to achieve a change, you must involve people who can succeed. 

Involve everyone from top to bottom where you are." 

This quote underscores the significance of involving employees across all 

levels of the organization to promote sustainable practices, rather than limiting 

such initiatives to a particular sustainability department. Ida also emphasizes the 

importance of listening to the employees working with the core activities in the 

organization. They possess knowledge about which processes can be effectively 

transformed into more sustainable alternatives, as well as identifying the processes 

that might present challenges in achieving sustainability. It is crucial to value their 

insights and ensure their inclusion to foster the successful implementation of 

sustainable activities. Additionally, Eva further elaborates on this aspect: "It's 

about involving people very early. I think if we can develop sustainable plans that 

are actually perceived as something we develop together, and not something that 

is forced upon us from the headquarters." The statements indicate the importance 
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of involving the whole line of the organization in the sustainability decision. That 

will lead to the employees feeling some ownership of the activities applied.  

Indeed, a widespread engagement strategy is deemed essential to foster a 

collective commitment to sustainability throughout the organization. However, 

our informant Josefine pointed out the challenge of balancing sustainability with 

economic considerations:  
“We can have as good cooperation as we want, and everyone wants to, but we still can't 

make it happen because ultimately it's the price that wins.”.  

As previously presented, this quote highlights the tension that often exists 

between sustainability and economic consideration. While cooperation is 

important, it is not always sufficient to overcome economic constraints. Josefine 

also pointed out that there are often other barriers to sustainability besides 

cooperation “There are other things that cause it to stop. It's not the cooperation 

that makes it happen, it's the price and who we're going to sell it to.”. It is 

emphasized here that there often are structural and systematic barriers to 

sustainability that go beyond the cooperation of employees and departments. This 

could be market conditions, regulatory framework, or other factors beyond the 

control of employees or departments. It again discusses the economic issues 

considering sustainability.  

 It may therefore be essential for companies to incorporate a broad-based 

approach to sustainability initiatives that include input and participation from all 

stakeholders. In this way, sustainability efforts can be fully integrated into the 

organization, and they achieve the intended goals. Furthermore, Eva summed up 

the need for innovation and experimentation in sustainability initiatives “(...) and 

then we tried to figure it out together, because all sustainability work is pioneering 

work. If it were easy and if it were just a matter of doing it, we would have done it 

already.” 

This quote highlights the challenges and complexities involved in 

implementing sustainability initiatives within an organization. It suggests that 

there may not be a clear roadmap or established best practices for achieving 

sustainability goals. Therefore, organizations must have an innovative mindset 

and be willing to experiment, learn from failures, and continuously improve their 

sustainability practices.  
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5.0 Discussion 

Our study introduces a novel approach to empower students in 

management education to advocate for enhanced sustainable strategies within 

organizations. Our findings robustly support the notion that management 

education equips students with the requisite knowledge to address sustainability 

challenges and develop strategies that align with sustainable goals. Furthermore, 

we noted a growing imperative among the informants to incorporate sustainability 

into the fundamental strategy of the organization. The study's primary 

contributions include firstly, identifying recurring issues and pathways to action; 

secondly, evaluating the impact of management education; thirdly, acknowledging 

the positive influence of sustainability role models; and fourthly, promoting cross-

organizational collaboration to overcome silo mentality. Our results strongly 

suggest that promoting further management education among students will 

augment organizational proficiency in sustainability and pave the way for a future 

where sustainability strategies are seamlessly integrated across all levels. The 

discussion will aim to answer the research question: How can management 

education enable people in organizations to foster sustainability engagement?  

5.1 Pathways of actions and issue recognition 

Aust and colleagues, (2020); Cleveland and Kalamas, (2015); Ergene et 

al., (2021); Wright and Nyberg, (2017), have all underscored the prevailing 

economic perspective that frequently prioritizes financial gains, potentially 

overshadowing the adoption of sustainable options when the economic benefits 

appear limited or insufficient. Sustainability necessitates long-term commitment 

and offers long-term benefits while the economy provides short-term gains. This 

results in challenges for implementing sustainable practices, as organizations may 

not be able to offer sustainable products at the same or lower prices, perpetuating 

the dominance of the economic perspective (Hermundsdottir and Aspelund, 2021; 

Wickert and De Bakker, 2018; Wright and Nyberg, 2017; Ergene et al., 2021; 

Bocken and Geradts, 2020).   

According to one informant, it is crucial to make sustainability more 

accessible to customers and clients, especially when negotiating with individuals 

who lack understanding or knowledge about sustainability. This necessitates 

alternative methods of communication that incorporate sustainability into 
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everyday language and actions. Instead of explicitly stating the amount of CO2 

saved through a particular action, the informant modified their approach. Instead, 

they emphasized the financial benefits by highlighting that the action saved the 

company one million NOK, in addition to reducing a significant amount of CO2 

pollution. This example highlights the importance of framing sustainability efforts 

in relatable and meaningful terms (Stoknes, 2014). By communicating the 

financial benefits alongside the environmental impact, the informant engaged 

employees more effectively.  

While economic considerations are undoubtedly important, some of the 

informants emphasized that barriers to sustainability go beyond purely economic 

factors, and cooperation factors. Structural and systematic barriers, such as market 

conditions or regulatory frameworks, may pose challenges beyond the control of 

individual employees or departments. As emphasized by Ergene et al. (2021), 

these sustainability challenges, intertwined with political and economic 

dimensions, have not been adequately addressed. Thus, recognizing and 

addressing such structural and systemic barriers becomes crucial in advancing 

sustainability efforts.   

For example, when trying to sell a product, the customers expect 

something. It is emphasized that there is often no predetermined roadmap or 

established practices for attaining sustainability goals. This is also emphasized in 

Stoknes (2014), when talking about psychological barriers in climate change 

communication. By framing sustainability in terms of financial benefits and 

tangible outcomes, such as reduced costs or increased profits, organizations can 

better convey the value of sustainable choices to customers. Effective 

communication strategies that address customer´s values, aspirations, and 

concerns can help overcome psychological barriers and engage customers in 

sustainable practices. Another identified obstacle is the absence of industry 

standards for sustainability, which hinders effective navigation of environmental 

and social issues. This challenge aligns with Laverty's (1996) argument regarding 

the threat of short-termism to sustainability. Furthermore, Ergene et al. (2021), 

Laverty (1996), and Bocken and Geradts (2020) emphasize the peril that 

embracing a short-term mindset within organizations and strategies poses to the 

long-term sustainability and survival of our planet. 

Without clear guidelines and benchmarks, organizations may struggle to 

effectively address sustainability concerns and implement meaningful changes. As 
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highlighted by several informants, strict rules and regulations in society can pose a 

significant barrier to adopting a more sustainable approach in different projects. 

Organizations must navigate these regulations and ensure compliance, which can 

restrict their ability to implement sustainable practices effectively. This finding 

underscores the challenges organizations face in reconciling sustainability 

objectives with regulatory requirements. To overcome this obstacle, one informant 

emphasized the importance of engaging with political influences and conducting 

lobbying efforts, which aligns with Hoffman (2021b). They stressed the need to 

challenge existing regulations and highlighted the perceived lack of understanding 

by the environmental council regarding the societal benefits and climate 

emissions. This suggests a need for strategic engagement with politicians to 

address regulatory inconsistencies and enhance the effectiveness of sustainability 

efforts. The informant´s perspective underscores the importance of proactively 

engaging with policymakers to advocate for regulations that align with 

sustainability goals. By participating in policy discussions, organizations can 

communicate the societal benefits of sustainable practices and influence the 

development of supportive regulations. This strategic engagement with politicians 

can contribute to a more effective and coherent sustainability work. 

The informants in this study not only highlighted the challenges they faced 

in their sustainability work, but also emphasized the positive impact of the “green 

growth” course in helping them overcome these challenges and effectively 

address them in their daily work. The green stairs framework by Stoknes (2020), 

which was frequently mentioned during the interviews, emerged as a valuable tool 

for gaining a comprehensive understanding of the situation and navigating 

sustainability issues. One key aspect where the green growth course made a 

significant difference was when communicating sustainability. The informants 

emphasized the importance of maintaining a positive tone when communicating 

sustainability efforts (Stoknes, 2014). By focusing on the benefits and 

opportunities associated with sustainable practices, organizations can engage 

stakeholders more effectively and promote a positive perception of sustainability 

initiatives. It is crucial to acknowledge that cultural identity significantly 

influences the reception of climate messages (Brulle et al., 2012; Druckman and 

McGrath, 2019; Stoknes, 2014). Therefore, when the lecturer communicated 

messages about sustainability, the emphasis was placed on highlighting benefits 

and opportunities rather than invoking fear and guilt associated with the issues. 
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Furthermore, having a motivational lecturer and his emphasis on 

possibilities were also important factors for how to handle challenges (Stoknes, 

2014). The students developed an increased sense of self-efficacy and felt more 

confident in their ability to use the knowledge gained to explain to their superiors 

and colleagues that although a particular action may not make economic sense in 

the short term, it is still crucial to pursue it in the long term. Which is also 

emphasized by Thaler (2016) where it is stated that humans tend to have a bias 

towards valuing immediate gains rather than waiting for larger future benefits. 

Moreover, the students feel empowered to contribute to the strategy in their 

company because they have the knowledge of sustainability to know how to 

handle a situation. The lecturer played a crucial role in the course by being 

motivating and empathic, as well as maintaining a positive tone in his 

communication, which has empowered students to see possibilities in their work 

with sustainability. 

It is essential to acknowledge the wider implications of the research. 

particularly in relation to economic factors. Sustainability is increasingly 

recognized as a means to gain a competitive advantage in organizations, it is 

important to explore sustainability and how it can contribute to innovation and 

increase profits. Investigating these implications can provide valuable insights 

into the practical implications of the study.  

5.2 Management Education – and how it contributes to 

sustainability engagement 

The course “Green Growth” has proven to be instrumental in fostering a 

deeper understanding of sustainability and generating innovative solutions among 

the students. Through knowledge-sharing and experiential learning, the students 

have disseminated valuable insights and untapped perspectives within their 

organizations (Berti et al., 2021; Howard-Grenville et al., 2019). Individuals can 

play a significant role in promoting sustainable practices within their 

organizations, influencing their company´s sustainability engagement and 

strategy. By sharing knowledge, expertise, and leading by example, the students 

may contribute to shaping the organizational culture and promoting sustainability 

engagement (Howard-Grenville et al., 2019).  
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Furthermore, we can say that the course has successfully achieved the goal 

of fostering a deeper understanding of sustainability as well as encouraging 

students to think critically and creatively about sustainable solutions (Dyck and 

Caza, 2021; Haigh and Hoffman, 2011; Prichard, 2009). Several informants have 

highlighted a significant increase in their knowledge and their newfound ability to 

engage in meaningful discussions about sustainability with fellow students. They 

feel that attending the course has provided them with a fresh perspective, enabling 

them to approach sustainability-related challenges more effectively in their work. 

Management education plays a crucial role in shaping the mindset of 

managers by educating them to recognize sustainability as an integral part of 

organizational practice (Bratton and Bratton, 2015; Young et al., 2013). The 

informants in our study have also emphasized the importance of implementing 

sustainability into the company's strategy and making it a part of their daily work 

routines to embed sustainability into the organizational culture. They believe that 

everyone in the organization should be aware of the sustainability strategy and 

actively contribute to its implementation. By incorporating sustainability into 

business practices and making it a fundamental aspect of organizational strategy, 

long-term success, and positive societal outcomes can be achieved as emphasized 

by Laverty (1996).  

Furthermore, WPEB is often characterized as a combination of self-

interest and pro-social behavior, offering benefits for both individuals and 

organizations (Kennedy et al., 2015). However, despite organizations encouraging 

their employees to take sustainability courses and expressing a desire to benefit 

from them, our informants faced challenges when attempting to implement 

sustainability practices in their respective workplaces. As a result, a significant 

number of students decided to change jobs after experiencing a notable increase in 

their level of sustainability engagement. Many students encountered difficulties 

when trying to integrate sustainability practices within their organizations, which 

potentially influenced their decision to seek new job opportunities that better 

aligned with their sustainability values and aspirations.  

The situations described above highlight the development of self-interest 

and pro-social behavior among the informants during the course. It can be argued 

that the informants who underwent the program exhibited higher levels of 

engagement and WPEB compared to their respective organizations, leading to a 

mismatch in sustainability commitment. This suggests that the organizations were 
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unprepared for the desired level of change, while the informants, having been 

exposed to the course for a year, were ready for organizational transformation. 

Assessing an organization's readiness for change is crucial for successful 

organizational transformation (Stouten et al., 2018). In this case, the pace of 

change initiated by the informants surpassed the organization's readiness, 

ultimately resulting in the informants choosing to change jobs. The emphasis on 

integrating sustainability into management education and practices (Hoffman, 

2021a; Dyck and Caza, 2021) aligns with the informants' experience of being 

well-prepared and committed to sustainability after completing the course. 

However, the challenges faced in implementing sustainability within their 

organizations also highlight the need for organizations to adapt and be prepared 

for the changes that arise from management education initiatives. 

It is evident that the informants had an experience of increased WPEB, and 

their decision to change jobs reflects the importance of organizational 

receptiveness to sustainability initiatives. As an implication, organizations need to 

facilitate a culture that supports and encourages sustainable practices, taking into 

account the knowledge and aspiration of their employees that have undergone 

management education with a focus on sustainability. The organization should be 

more ready to effectively harness the enthusiasm and commitment of employees 

and avoid mismatches that can lead to employee turnover.  

5.3 The positive imperials of role models 

Sustainability engagement, which is connected to the employees' WPEB 

can be enhanced through various strategies. One effective approach is to facilitate 

learning activities for the employees. By providing opportunities for growth and 

development, organizations can foster a sense of purpose and engagement among 

employees, encouraging their active participation in sustainable practices 

(Kennedy et al., 2015; Penner et al., 2005). However, it is worth noting that 

individual engagement also plays a significant role in enhancing sustainability 

engagement, as highlighted by one of the informants. This informant expressed a 

desire to participate in the course “green growth” to increase their own learning, 

which was not facilitated by their organization. This emphasizes that employees' 

own motivation and initiative can also contribute to sustainability engagement 
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(Kennedy et al., 2015; Van Tuin et al., 2020; Nolan and Schultz, 2015; Penner et 

al., 2005). 

It is essential for managers to actively foster and empower employees to 

incorporate sustainability principles into their daily job responsibilities (Howard-

Grenville et al., 2019; Wickert and De Bakker, 2018; Galpin et al. 2015). This will 

further ensure that the organization's sustainability efforts are integrated 

throughout the company. Throughout the interviews, we came to learn that several 

of the informants had been provided with the course “green growth” by their 

manager in order to take the sustainability in the organization a step further. 

Facilitating learning activities for employees is not only a means to ensure high 

engagement (Bratton and Bratton, 2015) but also serves as a powerful tool to 

inspire other colleagues in embracing sustainability initiatives. By integrating 

sustainability practices into their job performance expectations, organizations can 

foster a culture where sustainable actions become an integral part of everyday 

work, creating a ripple effect that extends beyond individual employees (Howard-

Grenville et al., 2019; Kennedy et al., 2015; Galpin et al. 2015). 

Further, the informants have emphasized the significant role of the lecturer 

in their engagement with sustainability matters, highlighting the lecturer's 

importance in shaping their WPEB. One key aspect contributing to this impact is 

the lecturer's positive communication style, which focuses on presenting 

possibilities rather than dwelling on problems. By adopting this approach, the 

lecturer aligns with the principles of sustainability barriers discussed by Stoknes 

(2014). As a result, the course led by the lecturer has become an essential part of 

the informants' sustainability journey, providing them with an opportunity to 

explore and work with a newfound passion in this field. The lecturer's ability to 

foster a positive and empowering learning environment has significantly 

contributed to the informants' engagement and motivation in the pursuit of 

sustainability goals.  

Moreover, the creation of WPEB reflects a commitment to sustainability 

engagement, demonstrating a positive attitude towards the environment. This 

phenomenon combines self-interest with prosocial behavior, as supported by 

studies conducted by Kennedy et al. (2015), Van Tuin et al. (2020), Nolan and 

Schultz (2015), and Penner et al. (2005). Moreover, the sense of purpose that 

individuals derive from their involvement is often the underlying motivation for 

their engagement. In this case, it could be attributed to the lecturer's ability to 
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inspire and make a significant impact on the students. When employees 

experience a strong purpose within their job, it positively enhances the work 

engagement. (Van Tuin et al., 2020; Kennedy et al., 2015). It is imperative to 

acknowledge that when examining sustainability engagement, organizational 

factors like policies, leadership, culture and strategy emerge as critical 

determinants in shaping employee involvement (Bhattacharya et al., 2023; 

Kennedy et al., 2015).  

Despite an overall high engagement for sustainability matters, there is a 

variation in whether this engagement is personally motivated or motivated due to 

job activities and goals. This finding aligns with the theory of WPEB saying that 

engagement for sustainability is influenced by several factors like beliefs, 

attitudes, personal and social norms, self-efficacy and self-interest, among others 

(Kennedy et al., 2015; Lo et al., 2012; Nolan and Schultz, 2015; Osagie et al., 

2016; Allen et al., 2017). This variation in factors influencing the engagement 

may help explain why some informants perceive the green growth course as 

resembling a sect, while others feel inspired by the lecturer's own passion and 

dedication. Those who view it as a sect may have personal beliefs and/or previous 

experiences that clash with that way of conveying a message, leading them to 

perceive it as a course with significant lack of substance. On the other hand, 

individuals who are inspired by the lecturer likely resonate with the positive and 

influential behavior demonstrated, causing their engagement to be further 

positively influenced. This is connected to Berti et al. (2021) findings that the 

student´s ethical choices and understanding are significantly influenced by their 

personal character and capabilities. Effecting organizational change is a complex 

endeavor, often met with numerous challenges. A critical aspect of driving such 

change lies in ensuring the active engagement of employees, as their involvement 

is vital for its successful implementation (Davis and Coan, 2015).  

It is crucial to consider the broader implications when examining the 

influence of an inspiring role model on student engagement and their ability to 

drive change in the sustainability strategy of their business. Our study has 

identified a gap in the existing literature, highlighting the significance of this area 

of research, which appears to be underrated. Moreover, it suggests that practical 

experience and real-world application may hold greater importance than 

theoretical knowledge alone. Consequently, these findings underscore the need for 

more comprehensive research to be conducted in this field. By delving deeper into 
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this topic, we can gain a more thorough understanding of the mechanisms at play 

and their potential implications.  

5.4 Collaboration to break silo mentality 
For an organization's sustainability efforts to permeate all levels of the 

company, it is crucial for managers to encourage and support employees in 

making sustainability-based decisions as part of their daily job responsibilities 

(Galpin et al., 2015). This entails involving everyone in the organization from the 

initial stages and fostering a collective effort toward creating and maintaining a 

sustainable strategy. However, interviews conducted for this study revealed a 

prevailing frustration regarding silo thinking within organizations, which hampers 

the effective integration of sustainability practices throughout the organization and 

confining them to a single department rather than being embraced by the entire 

company. These sentiments may arise from the inherent tension between 

employees' aspirations to advance sustainability goals and the practical realities or 

constraints they encounter within their organizational context (Dyck and Caza, 

2021; Hermundsdottir and Aspelund, 2021).  

One approach highlighted during the interviews is the inclusion of 

corporate management in challenging and interrupting silo behavior within the 

organization. By involving key stakeholders, such as the managing director when 

presenting sustainability initiatives, the perception that sustainability is solely the 

responsibility of the sustainability department can be disrupted. Both top 

management and middle managers can play significant roles in driving sustainable 

change in the organization, this can increase the likelihood of employees to 

understand and embrace sustainability (Howard-Grenville et al., 2019; Wickert 

and De Bakker, 2018; Galpin et al.,2015). However, engagement is individual, 

and if there is no initial interest in sustainability it can be more effective through 

incentives, contests, and social norms (Pellegrini et al., 2018; Schultz, 2014). It is 

also important to emphasize that every activity to enhance sustainability will not 

be effective as it is based on the individuality of the engagement (Schultz, 2014; 

Kennedy et al.; 2015; Nolan et al., 2015; Pellegrini et al., 2018).  

This aligns with the need for cross-functional teamwork and collaboration 

to ensure that sustainable practices are embedded in the organization's overall 

strategy. It also sends a powerful message that sustainability is a priority for the 

entire organization, not just a specific department. Furthermore, involving 
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corporate management and key stakeholders demonstrates leadership and creates 

employee engagement at all levels of the organization to promote sustainability 

practices. This helps shape a culture that is aimed towards sustainability, as 

emphasized by Howard-Grenville et al. (2019). The cultivation of a sustainability-

oriented culture, the implementation of innovative approaches that engage 

stakeholders, and the promotion of collaborative work are essential components of 

creating a work environment that embraces sustainability, as highlighted in the 

concept of WPEB by Kennedy et al. (2015). Through cross-functional teams and 

collaborative efforts, organizations can effectively implement sustainability 

initiatives and engage in discussions that align with strategy planning and goal 

setting. This widespread integration of sustainability practices throughout the 

entire organization addresses the frustration expressed by informants during the 

interviews. By fostering collaboration across departments and involving all 

stakeholders, organizations can establish a culture that embraces sustainability 

that aligns with the strategic goals of the organization.  

Additionally, employees can contribute to promoting sustainability within 

their organization by advocating for change, sharing knowledge and expertise, and 

leading by example, by practicing knowledge sharing across the organization this 

will lead to effective cooperation toward sustainability (Stouten, 2018). This is 

also emphasized throughout many interviews, where cross-functional teams are 

mentioned as a way to share knowledge and build a stronger culture within the 

organization. Sharing knowledge fosters elective cooperation and empowers 

employees to develop a profound understanding of how to advance sustainable 

strategies within the organization. This collaborative approach not only promotes 

a collective effort toward sustainability but also equips individuals with the 

necessary insight to sustainably drive the organization forward. It has been 

emphasized by several informants that integrating sustainability into an 

organization's values and daily practices is of paramount importance.  

Furthermore, according to Galpin et al. (2015), it is crucial to empower 

employees to encourage their colleagues to embrace sustainability initiatives to 

the extent that these efforts become integral to their job performance expectations. 

The implementation of sustainability requires the establishment of clear goals and 

the seamless integration of sustainability efforts into all aspects of an 

organization's operations (Schultz, 2014; Kennedy et al.; 2015; Nolan et al., 2015; 

Pellegrini et al., 2018; Galpin et al., 2015). Additionally, several informants have 
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highlighted the need to discuss and value sustainability on par with economics 

within the organization. Just as no one would expect individuals to disregard the 

financial framework of the company, sustainability should also be embraced and 

prioritized. To achieve a holistic sustainability strategy, it is crucial for every 

individual within the organization to take responsibility for contributing to more 

sustainable activities. This can be accomplished by integrating sustainability into 

the goals and overall strategy of the organization. By aligning sustainability with 

the organization's objectives, it becomes a collective effort where everyone 

recognizes their role in advancing sustainability and actively participates in its 

integration within their respective areas of work. This aligns with the crucial role 

of active engagement and commitment from employees at all organizational levels 

in both the development and implementation of the sustainability strategy 

(Hermundsdottir and Aspelund, 2021; Baldassarre et al., 2020; Galpin et al., 

2015). 

       As an implication, organizations must adopt an innovative mindset and be 

open to experimentation with various approaches. As one of our informants 

pointed out, sustainability work is pioneering in nature, and if there were simple 

solutions, they would have been implemented already. This underscores the 

inherent complexities of sustainability implementation and underscores the 

importance of embracing innovation in this process. Innovation plays a vital role 

at this level, and fostering a culture of exploration is essential which is 

emphasized by Bansal and Desjardine (2014), Stoknes (2020) and Bocken and 

Geradts (2020). The objective here is to optimize resource productivity within the 

organization (Stoknes, 2020). 
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6.0 Limitations 
Our study encountered several limitations that need to be acknowledged. 

Firstly, the sample size of interviews conducted was small, with four participants 

being interviewed two times. As a result, the findings presented in this study offer 

a limited perspective on the phenomena under investigation. Moreover, the lack of 

long-term observation impedes our ability to discern the sustained impact of the 

course on the students. Secondly, the sample composition exhibited limited 

diversity, primarily comprising individuals from the same cohort. This 

homogeneity suggests a potential bias in the results, as participants may have 

undergone similar educational experiences and share similar perspectives. This 

restricts the generalizability of the findings to a broader population.  

Thirdly, the course the students attended was conducted during the covid-

19 pandemic, which might have influenced the participants' perceptions and 

responses. The remote learning context and potential disruptions to regular 

academic activities could have impacted their experiences and perspectives, 

possibly influencing the outcomes. Furthermore, there was a limited variation in 

the voices and perspectives represented in the study. The absence of a broader 

range of participants from different backgrounds and disciplines restricts the 

comprehensiveness and inclusivity of the findings. This may limit the 

transferability of the study´s conclusions to a wider context. Lastly, the study 

acknowledges the inherent subjectivity and potential biases introduced by us 

researchers. The choice of interview questions, interpretation of responses, and 

our presence may have influenced the participant's perspectives and the data 

collected.  

Given these limitations, future research endeavors could address these 

limitations by employing larger and more diverse samples, conducting 

longitudinal studies, and incorporating various data collective methods to enhance 

the robustness and generalizability of the findings. Additionally, to achieve a 

comprehensive understanding of the correlation between organizational and 

individual engagement in sustainability, it would be valuable to examine both 

aspects simultaneously, including accessing organizational data. This comparative 

approach would provide deeper insights and a more holistic understanding of the 

topic. 
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7.0 Conclusion 

Our study on the course "Green Growth" highlights the significance of 

management education in promoting sustainability engagement among our 

informants. We have found that the course plays a crucial role in inspiring and 

empowering students to make a difference in the pursuit of a greener future. The 

presence of an inspirational and empathic lecturer further enhances the 

engagement levels of students, fostering a genuine desire to effect positive change 

upon completing their studies. However, we also recognize the need for further 

research in this field to better understand and refine the impact of the lecturer´s 

role in creating sustainable engagement among students. 

         In addition, we would like to emphasize the significant challenge faced by 

students when they return to their organizations and attempt to implement greener 

changes. Our research highlights the lack of tools and resources available to 

students, hindering their efforts to translate their theoretical knowledge into 

practical action. It is crucial for the course "Green Growth" to address this issue 

by creating additional materials that specifically support students in their 

implementation endeavors. By equipping students with the necessary tools, the 

course can bridge the gap between knowledge acquisition and practical 

implementation, enabling students to drive meaningful and sustainable change 

within their organizations.  

         Overall, our study underscores the value of management education, an 

inspirational lecturer, and the need for preparedness in fostering sustainability 

engagement. We hope that our research contributes to the growing body of 

knowledge in this field and serves as a catalyst for further exploration and action 

towards a more sustainable future. 
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9.0 Appendix 
 

Appendix 1: Interview guide 1 

 
Phase 1 Introduction 

• Introduction of us and purpose of 
study 

• Informed consent/confidentiality – 
permission to record 

• How did you get involved with 
sustainability work/What is your 
experience with sustainability work? 

 
 

Purpose 
This part should 
develop a safe 
environment for the 
respondent. The 
question is easy to 
answer and is meant to 
warm them up. 

Phase 2 Organizational experiences  
• How do you work with 

sustainability in your organization?  
• What are the most important 

experiences from this work? 
• Which elements have you succeeded 

with 
• Is there something that is more 

difficult than other things in this 
work?  

• Have there been any turning points? 
• What focus had innovation for 

sustainable work in this process?  
• Do you have examples of areas that 

it influenced 
• How do you think the knowledge 

from the course could influence your 
work? 

• Is there any structure for knowledge 
sharing within your organization 

• How does your organization allow 
you to apply your learnings from the 
course? 

Purpose 
In this phase we want 
to investigate the very 
core of RQ. We want 
stories of projects 
where the respondents 
influenced the choice 
based on their 
knowledge from the 
course and how they 
proposed the changes.  
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Phase 3 Personal experiences 
• Can you give us some reflections on 

how the course was useful for you 
personally? 

• Do you have any stories about 
experiences from the course? 
Something you remember especially 
well?  

• Has the course in any way affected 
how you view and think about 
sustainability? Examples/stories? 

Purpose 
In this phase we want 
to investigate whether 
the respondent has any 
personal changes due 
to the course. Maybe a 
personal change is 
needed for it to be 
effective. 
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Phase 4 Sustainability  
• Can you tell us about your 

motivation for why you decided to 
attend the course? 

• What influenced your choice?  
• What motivates you when working 

with sustainability? 
Stories/examples?  

Purpose 
Get stories about the 
background of the 
respondent and the 
motivation they have 
for developing within 
the field of 
sustainability. 

Phase 5 Conclusion  
• Summarize the interview 
• Did we understand you correctly 

when (…) 
• Is there anything we did not ask that 

you expected us to ask? 
• Do you know others that could 

contribute to this project? 
• Is it OK for us to follow up 

regarding access to your 
organizations if that is appropriate 

• Is there anything the candidate 
would like to add? 

Purpose 
This phase is to wrap 
up and double-check 
if we have covered 
and understood 
everything correctly. 
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Appendix 2: Interview guide 2 
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Questions we asked during the interviews:  

• When you are reading these quotes, how are you experiencing it?  
• Can you reflect on these quotes?  
• Do you identify with these quotes?  
• How does the road ahead look in relation to the challenges you are facing 

now?  
• Which theories and knowledge from the course can be most useful to you 

in the future 
• Is there anything you wish you had learned but did not through the course? 
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Appendix 3: Coding process 

First time coding 
Experience 
from the 
course 
 

Cooperation 
 

Silo-
thinking 

Laws 
and 
regulati
ons 

Challenges 
with 
sustainability 

Personal 
experience and 
motivation 

Second time coding 
Learning 
about 
pathways of 
activities 
and 
possibilities 

Inviting and 
involving in 
collaboration 
for 
sustainability 

Overcoming 
silo thinking 

Recognizing types of 
challenges 

Strengthening the 
student's 
engagement in 
sustainability 
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Appendix 4: Consent form 
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Appendix 5: Syllabus list 

 



GRA 19703   
 

 67 

 

 



GRA 19703   
 

 68 

Appendix 6: NSD consent 
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