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Abstract  
More diverse work teams are very common these days. The situation of more diverse teams 
requires a typical leadership style, inclusive leadership. This research proposes that inclusive 
leaders are able to motivate employees to engage in their work and to enhance employee 
performance. Further, we expect that inclusive behavior of the employee mediates this effect 
and perceived team diversity moderates the relationship between inclusive leadership and 
inclusive behavior of the employee. This research follows a cross-sectional research design, in 
which a survey approach is used. This is a dyad study, employees and their supervisors are 
linked together. Based on linear regression, the data of 122 dyads revealed that inclusive 
leadership relates to more work engagement through employee inclusive behavior and relates 
to performance. There is no evidence for stronger relations in diverse versus non-diverse work 
environments. 
 
Keywords: Inclusive leadership, inclusive behavior, work engagement, employee 
performance, perceived team diversity.  
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1. Introduction 
Over the last decades, working groups have become more and more diverse. Team diversity 
refers to the composition of differences among employees, such as gender, age, race, tenure, 
job position, ethnicity and education (Gonzalez & DeNisi, 2009). Not only the number of 
women of all ages in workgroups has increased in the past decade (Centraal Bureau voor de 
Statistiek, 2020), but also demographic trends reveal that modern societies have become 
increasingly diverse (Álvarez, 2010). A diverse society and the search for talent in an 
organization contribute to a greater diversity in the workplace. An increasing amount of 
companies recognize the importance of diversity within their organization. These two trends 
might be linked: the increase of diversity in society has a consequential effect on diversity in 
the workplace.  In addition, the diversity is increased by the shortage of professionals, with the 
consequence that organizations are making effort to recruit talent within all groups in a society, 
whether it concerns men and women, different generations, employees with different 
preferences or cultural backgrounds. The globalization of organizations also contributes to 
more diverse teams.  

Nowadays, the sales markets of organizations are international. Cultural diversity in the 
workplace helps organizations that operate abroad. In this sense, a good diversity policy is an 
important strategy to meet the challenges that companies face in the coming years (Michael 
Page, 2018). However, many organizations with diverse teams lack an inclusive environment 
where the employees feel comfortable, according to the Social Economic Council (de Ruiter, 
2020). The population of this research is working in science, technology, engineering and 
mathematics (STEM) sector. The current situation in STEM is that women, ethnic and racial 
minorities are still under-represented (Verdugo-Castro, García-Holgado, & Sánchez-Gómez, 
2019).  According to Botella, Rueda, López-Iñesta, & Marzal (2019), the number of female 
students enrolled in the STEM sector has been decreasing in the last twenty years, while the 
number of women resigning from technological job positions remains high.  

The more team diversity will increase, the more leaders have to be aware of creating an 
inclusive environment (Nishii & Rich, 2014) where every employee perceives trust and 
acceptance (Brimhall et al., 2017). Leadership is an influential driver at an organization (Choi, 
Tran, & Kang, 2016). According to Gilbreath and Benson (2004), a leader in an organization 
significantly influences the employee well-being and innovative behavior. A leader can 
influence the employee well-being by work demands, control and social support of the leader 
(Gilbreath & Benson, 2004). According to Breevaart et al. (2013), the daily behavior of the 
leader influences the daily work engagement of employees. Leadership affects the functioning 
of employees and how they perceive their work. The influence of a leader is characterized by 
the quality of the communication and cooperation between the leader and the employees.  

The changing situation of more diverse teams in organizations, requires a new type of 
leadership, inclusive leadership. Inclusive leadership refers to leaders who are accessible and 
available in their interactions with followers (Carmeli et al., 2010). The term ‘inclusion’ 
focuses on the value of employees in the organization for their unique characteristics and 
inclusion creates an ambiance where employees are comfortable to share their true selves 
(Nishii, 2013). Diverse workgroups have different ideas to solve organizational problems and 
perform higher quality work since it brings a broader set of ideas, perspectives and approaches 
(Knouse & Dansby, 1999). Nevertheless, according to Bourke & Espedido (2019), an inclusive 
leader is required to guarantee the high performance of a diverse team.  
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Leaders who behave inclusive, facilitate belongingness and value for uniqueness to the 
employees in such a way that employees feel included in the work group (Randel et al., 
2018). Employees who experience a high level of inclusion, created by their supervisor, 
demonstrate inclusive behaviors. Employees who listen to colleagues, take their perspectives 
into account and dare to ask for help, show inclusive behavior.  

Leaders can make a big difference to employees and their well-being. Employees are the most 
important capital of organizations (Bryson, Pajo, Ward, & Mallon, 2006), where engaged 
employees offer a competitive advantage to organizations. Engaged workers are positive, 
motivated and in a state of high energy when engaged (Bakker & Albrechts, 2018). The value 
of engaged employees is high for organizations and an inclusive leader is able to influence that 
positively. Besides, when an inclusive leader can ensure that an employee also behaves 
inclusive, this can increase the commitment of a work group and motivate the work group 
members to handle their work in a flexible manner (Carmeli, Reiter-Palmon, & Ziv, 2010). 
When an employee feels included in the workgroup, this results in better performance. 
Furthermore, employees who show greater levels of value based commitment to their 
organization will be more likely to engage in knowledge sharing and can achieve higher levels 
of performance (Cesário & Chambel, 2017). An inclusive leader is able to facilitate employees’ 
perception of inclusion, psychological empowerment, creativity and job performance. To 
enhance employee performance, a workgroup rely more on inclusive leadership (Ye, Wang, & 
Guo, 2019). For that reason, this research focuses on determining how inclusive leadership and 
inclusive behavior of supervisors affects the inclusive behavior of employees in diverse teams. 
In addition, the research investigates how inclusive behavior of supervisors and employees 
affects the employee engagement and performance in diverse teams.  

It is suggested that inclusive leadership might be the solution to ensure that diverse teams 
improve employee performance. How diverse teams in an organizations are, really depends on 
the type of organization and the sector it operates in. The STEM sector is currently not a very 
diverse sector. The problem is that organizations have a low level of diversity, or in case they 
already have a high level of diversity, they should create a more inclusive environment 
(McKinsey & Company, 2020). With increased diversity, organizations are recognizing the 
need to create inclusive workplaces; yet little is known about how leaders can enhance 
workplace inclusion (Brimhall et al., 2016). Furthermore, it is still unknown which effect team 
diversity has on the relationship between inclusive behavior of the supervisor/inclusive 
leadership and inclusive behavior of the employee, while this effect is very important due to 
the increase of diverse teams. Therefore, the aim of this research is to find whether inclusive 
leadership/inclusive behavior of the supervisor will increase the inclusive behavior of 
employees, the work engagement and employees performance. Moreover, the possible effects 
of team diversity on the relation between inclusive leadership and inclusive behavior of the 
employee will be researched in this study. Randel et al. (2018), already found that inclusive 
leadership will increase employee engagement and performance. This research will study what 
effect inclusive behavior of the employee will have on this relationship as a mediator. This 
leads to the following overall research question:  

Does inclusive leadership/behavior relate to more work engagement and performance through 
employee inclusive behavior and are these relations stronger in diverse versus non-divers work 
environments?  

In order to answer this question, firstly, the effects on inclusive leadership and inclusive 
behavior on work engagement and performance are discussed extensively with the help of 
existing literature at Chapter 2.  
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The possible relations will be described in detail in the theoretical framework in the form of 
hypotheses. After explaining the method of the current study at Chapter 3, the results are 
presented at Chapter 4. In the discussion section, Chapter 5, an answer to the research question 
will be formulated, and the results are discussed. To conclude, suggestions for future research 
will be given. This study contributes to the literature by investigating the role of an inclusive 
leader and the relationship with inclusive employees and employees’ outcomes. The study 
shows that inclusive leaders play an important role in creating and maintaining a positive 
environment in which employees are willing to engage and perform. 
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2. Theoretical framework 
2.1 Team diversity  

Organizations become more diverse, for example due to the increasing globalization, the influx 
of women, or cross-functional collaboration. Team diversity refers to the composition of 
differences among employees, such as gender, age, race, tenure, job position, ethnicity and 
education (Gonzalez & DeNisi, 2009). Diversity is a characteristic of a social grouping 
(Knippenberg & Schippers, 2007). One can make a distinction between surface level diversity 
and deep level diversity in teams. The surface level is easily detectable, for example differences 
in  skin color or language. Deep level diversity is not directly visible, for example differences 
in personality, values and beliefs.  

Diversity management focuses on managing diversity in a team or organization. Diversity in 
terms of race, ethnicity, gender, sexual orientation, socio-economic status, age, physical 
abilities, religious beliefs, political beliefs, or other ideologies. Mor Barak et al. (2016) suggest 
that diversity management also leads to greater performance at work groups and organizational 
levels. The use of diverse teams makes singular challenges and results in suboptimal 
performance (Horwitz & Horwitz, 2007).  

Many organizations use team diversity as a strategic priority, since diversity can provide 
positive outcomes like an increased level of creativity and innovation (Groysberg & Connolly, 
2013). Organizations with global teams understand that a diverse workgroup can be the primary 
source of competitive advantage. In theory, diverse workgroups have different ideas to solve 
organizational problems, these workgroups perform higher quality work since it brings a 
broader set of ideas, perspectives and approaches. The percentage of diversity in the workgroup 
presents the actual effects of diversity (Knouse & Dansby, 1999).  More diversity also produces 
group cohesion and greater group effectiveness. In contrast, Knippenberg, de Dreu and Homan 
(2004) stated that diversity can have both positive and negative effects on performance of the 
workgroup through information/decision-making processes. 

The fact that diverse groups have different ideas, opinions, thoughts, norms and values and 
beliefs, have also some negative effects. For example, increased confusion due to 
miscommunication (Martin, 2014). Miscommunication can arise due to the large differences 
within the team or because not everyone speaks his/her native language. According to Martin 
(2014), other disadvantages of team diversity are dysfunctional conflicts, difficulty to achieve 
harmony and a loss of productivity due to the differences in view and interpretation of 
information (Auh & Menguc, 2005). When employees’ education, background, and skill-based 
diversity increases, also task-related conflicts and debates increase (Jehn, Northcraft, & Neale, 
1999). According to Auh & Menguc (2005), employees are most comfortable with others of 
similar values and backgrounds which is a huge disadvantage of team diversity. There are 
workgroups who are better able to take advantage of the benefits of diversity than others. 
Although, according to Knippenberg, de Dreu and Homan (2004, p. 1011) “the relationship of 
diversity with elaboration and performance is likely to be curvilinear rather than linear, with 
diversity stimulating elaboration and enhancing performance (contingent on ability) up to a 
point, beyond which more diversity no longer benefits performance and might even be 
detrimental to performance (i.e., an inverted U-shape)”. This means that diverse workgroups 
have positive effects and are able to perform well, although, the negative effects of diversity 
appear with even more diversity.  
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However, the effects of team diversity in the workplace also depend upon the leader of the 
team. If the organizational leader  is able to manage the team, it can enhance the positive effects 
and reduce the negative effects of team diversity (Martin, 2014). For that reason, most 
organizations are willing to create a diverse environment these days. A lot of organizations that 
previously employed workgroups consisting of mainly men and mostly from a single cultural 
or ethnic group are now employing women and others with different ethnic and cultural 
backgrounds, because of the important positive effects team diversity could have (Jackson, 
1996). Knouse and Dansby (1999) found that a small amount of diversity in workgroups is 
optimal to perform higher quality work. The optimal diversity percentage in a workgroup with 
only men is 30%. However, this does not apply to a workgroup which also consists of women, 
in that case, a workgroup has a higher level of effectiveness when the level of gender diversity 
is up to 50%. Besides the positive effects of diversity on team level, positive individual effects 
of working amidst diversity may be individual growth and learning (Jackson, 1996). 

Although diversity presents certain challenges, however, diversity provides benefits when a 
leader is able to manage the workgroup (Randel et al., 2018). Hence, organizations are willing 
to have an inclusive approach in managing diverse workgroups. Evidence in literature has 
shown that diversity and inclusion cannot be separated from each other when it comes to 
managing diverse workgroups (Ikeije & Lekan-Akomolafe, 2015).  

 

2.2 Importance of leadership 

Leadership is an influential driver at an organization (Choi, Tran, & Kang, 2016). Employees 
can learn from their leaders what behavior is expected, rewarded and punished. Leaders are an 
important and likely source by their assigned role, their status and success in the organization, 
and their power to affect the behavior and outcomes of others (Brown, Treviño, & Harrison, 
2005). According to Bandura (1986) anything that can be learned via direct experience can also 
be learned by experience, via observing others’ behavior and its consequences like the 
relationship between leader and follower. This is based on the social learning theory of Bandura 
(1963). This theory indicates the importance of observing and modelling the behaviors, 
attitudes, and emotional reactions of others.  

Gilbreath and Benson (2004) stated that a leader in an organization significantly influences the 
employee well-being and social behavior.  According to social exchange theory, ‘‘social 
behavior is an exchange of goods, material goods but also non-material ones, such as the 
symbols of approval or prestige’’ (Homans, 1958, p. 606). In other words, individual behavior 
is contingent on rewarding actions from others (Muethel & Hoegl, 2013). For example, the 
principle of reciprocity, if a supervisor behaves nice to an employee, it is very likely that the 
employee will behave nice to the supervisor as well as to others. Leadership involves the leader, 
the follower, and the relationship between these two (Graen & Uhl-Bien, 1995). A leader must 
be able to supervise employees in a way that it positively affects the psychological factors at 
the workplace such as social support and job control. Gilbreath and Benson (2004) suggested 
that if employees rated the behavior of their supervisor above average, there is a probability of 
63% that the psychological well-being score of the employees would also be above average. 

A leader can influence the employee well-being by work demands, control and social support 
of the leader. Leadership affects the functioning of employees and how they perceive their 
work. The influence of a leader is characterized by the quality of the communication and 
cooperation between the leader and the employees.  
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These interactions between leader and employee are evaluated in terms of high- and low quality 
exchanges (Graen & Uhl-Bien, 1995). In case of high quality, the relationship is characterized 
by respect and trust; and in case of low quality, the relationship is characterized by a lack of 
trust.  

Leaders play an important role in the feelings and experiences of employees. A leader has to 
be aware of the importance of creating an inclusive workplace when diversity in workgroups 
is growing (Nishii & Rich, 2014). Leaders of diverse workgroups need to know how to perform 
in a way that maximizes the advantages of diversity and performance of the group. For creating 
an inclusive workplace, a leader must be encouraged to improve the work experience and 
effectiveness of the workgroup (Randel et al., 2018). For that reason, inclusive leadership might 
be the right leadership style to manage diverse teams.   

 

2.3 Inclusive leadership  

To increase diversity and inclusion in an organization, leadership is valuable. Mor Barak and 
Cherin (1998, p.91) define inclusion “as the extent to which individuals can access information 
and resources, are involved in work groups, and have the ability to influence decision-making 
processes”. Inclusion represents a person’s ability to contribute fully and effectively to an 
organization. Employees feel more included in the organization when they feel accepted and 
valued by leaders (Brimhall et al., 2017). Inclusive leadership is defined as “behaviors that 
collectively facilitate employees’ perceptions of belongingness to the work group and that 
encourage group members contributing their uniqueness to achieving positive group outcomes” 
(Randel et al., 2018, p. 191). 

An inclusive work environment and an inclusive leader are important for diverse teams, since 
inclusion creates a culture of equality between the different team members (Nishi, 2013). 
Inclusive leadership facilitates group members’ perception of inclusion, which leads to group 
identification, psychological empowerment, creativity, job performance and reduced turnover 
(Randel et al., 2018). Some examples of inclusive leadership behavior are supporting 
individuals as group members, ensuring justice and equity within the group, promoting 
individuals’ perspectives and abilities to work in the group, challenging member assumptions, 
sharing compelling vision, developing members, establishing difficult goals (Randel et al., 
2018). 

Inclusive leadership, which differs from other leadership styles, refers to leaders who are 
accessible and available in their interactions with followers (Carmeli et al., 2010). These two 
aspects of an inclusive leader lead to an open leader who is willing to listen to employees and 
paying attention to new opportunities and cultivate high quality relationships with employees 
(Carmeli et al, 2010). In this way, an inclusive leader cultivates a new context for employees 
and this contributes to employee well-being. 

Other leadership styles, like transformational leadership, empowering leadership, servant 
leadership, authentic leadership and leader-member exchange have different characteristics. 
Transformational leaders influence employees “by broadening and elevating followers' goals 
and providing them with confidence to perform beyond the expectations specified in the 
implicit or explicit exchange agreement” (Dvir, Eden, Avolio, & Shamir, 2002, p. 735).  
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The difference with inclusive leadership is that transformational leadership focuses more on 
motivating and developing employees while inclusive leaders have more focus on accepting 
employees for who they are and are open to allow them to contribute their unique 
characteristics (Randel et al., 2018). Empowering leadership is a leader who “behaves whereby 
power is shared with subordinates and that raises their level of intrinsic motivation” 
(Srivastava, Bartol, & Locke, 2006, p. 1240). Empowering leaders focus on the sharing of 
power, teaching and coaching, while inclusive leaders encourage belongingness of the 
employee (Randel et al., 2018). Servant leaders focus on the responsibility of the employee for 
success for the organization. The focus of this leadership is on developing and creating success 
for the employees and the organization while inclusive leadership focuses on tending to 
member needs for work group belonging or uniqueness (Randel et al., 2018). Authentic leaders 
“behaves that draws upon and promotes both positive psychological capacities and a positive 
ethical climate, to foster greater self awareness, an internalized moral perspective, balanced 
processing of information, and relational transparency on the part of leaders working with 
followers, fostering positive self-development” (Walumbwa, Avolio, Gardner, Wernsing, & 
Peterson, 2008, p. 94). Authentic leaders focus on authentic leader actions and behaviors, while 
inclusive leaders focus on ensuring the employees experience acceptance and are able to 
contribute their unique characteristics (Randel et al., 2018). Leader-member exchange 
leadership shows that leaders form relationships with employees that vary in quality, and that 
these relationships “reflect the extent to which the leader and subordinate exchange resources 
and support beyond what is expected based on the formal employment contract” (Liden, 
Erdogan, Wayne, &Sparrowe, 2006, p. 723). Leader-member exchange leadership focuses on 
facilitating the positive exchange of resources and support between leaders and members, while 
inclusive leadership encourages belongingness and creates the feeling of employees to 
contribute their uniqueness is valued and welcome in the organization (Randel et al., 2018).  

Randel et al. (2018) conceptualize inclusive leadership as a multiple leader behavior that focus 
on creating value for group members, in a way they feel part of the group and feel unique while 
contributing to group processes and outcomes. Inclusive leaders increase inclusion by serving 
as a role model. An employee perceives inclusion by the relation with the leader, but also by 
observations of the other relationships with all work group members (Randel et al., 2018). 
Besides, leaders cultivate a social context for employees to speak up and contribute their inputs. 
For this reason, inclusive leadership contributes to employee well-being (Choi et al., 2016). 
According to Hollander (2009), inclusive supervisors are all the time supportive to the 
employees. Encouraging inclusive leadership increases the work experience of the workgroup 
members and the effectiveness of their groups and organization (Randel et al., 2018).  
 
 
2.4 Inclusive environment  

The term ‘inclusion’ focuses on the value of employees in the organization for their unique 
characteristics and inclusion creates an ambiance where employees are comfortable to share 
their true selves (Nishii, 2013). When an employee is accepted as a valued member in the 
organization, is recognized for unique features and is encouraged to participate in the 
workplace, there is inclusion. Another aspect of inclusion is perceiving commonality among 
group members (Mor Barak, 2013). According to Shore et al. (2011), the definition of inclusion 
is the degree to which an employee perceives that he or she is an esteemed member of the work 
group through experiencing treatment that satisfies his or her needs for belongingness and 
uniqueness. As feelings of acceptance increase, so do feelings of inclusion.  
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Inclusion should be reflected in an organization’s culture, practices and relationships that are 
in place to support a diverse workgroup (Ikeije & Lekan-Akomolafe, 2015). Besides, inclusion 
also means absence of discrimination, favouritism and unfair treatment of a minority group 
within the workgroup; and respect for individual differences. 

There are three aspects which represent personal inclusion; decision making, information 
networks and participation (Shaw & Allen, 2009). According to Mor and Cherin (1998), an 
including feeling is critical in the workplace with no distinction between a paid employee or 
volunteer. Previous research suggests that employees who feel included in their work 
environment improve organizational commitment, trust, well-being, creativity and innovation 
(Brimhall et al., 2014) since the employees are comfortable to share themselves and are 
accepted members.  

Employees also report higher job satisfaction and reduced intention to leave the organization 
when they feel included (Brimhall et al., 2017).  Moreover, inclusion has been linked to a 
decrease in conflict, stress, job withdrawal, and organizational turnover. (Hopkins et al., 2010). 
When there is a high degree of inclusion in the workgroup, employees often identify strongly 
with their workgroup and feel psychologically empowered (Randel et al., 2018).  

Shore et al. (2011) presents an inclusion framework, Figure 1. This framework proposes that 
uniqueness and belongingness work together to create feelings of inclusion. In case of a high 
level of belongingness with a high level of value in uniqueness, the included feeling is reached. 
High belongingness in combination with low value in uniqueness results in assimilation. There 
is a high degree of participation with adaptation to the new group, but hardly any cultural 
preservation and no deliberate participation with the employees’ own background. In case of a 
low level of belongingness and a high level of value in uniqueness, the employee differentiated, 
as a result, the employees no longer participate equally in the workgroup. An employee feels 
excluded when the level of belongingness is low and the level of value in uniqueness is also 
low. This means an employee does not have the feeling to belong to the workgroup.  

 

Figure 1. Inclusion framework (Shore et al., 2011) 

The inclusion framework shows how important these high levels are in terms of inclusion. An 
inclusive leader is able to create a high level of belongingness and value in uniqueness in a 
workgroup. An inclusive environment helps to create a workplace in which employees from 
diverse groups and cultures can perform to the best of their ability (Ikeije & Lekan-Akomolafe, 
2015). 
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To leverage the benefits of diversity in workgroups is by creating an inclusive environment 
(Mor Barak, 2013). Short at al. (2011) found that when employees feel included in the 
workplace, their unique characteristics are recognized and they feel important in a diverse 
organization, work outcomes improve like job satisfaction and organizational commitment. 
Employees who have diverse work groups identify with others who have the same 
characteristics and therefore feel more included (Mor Barak et al., 2016). When workgroups 
are less diverse, an employee can feel excluded because of the misfit in the group. This 
excluded feeling can cultivate distrust and disengagement, which can lead to turnover 
(Bernstein, Sacco, Young, Hugenberg, & Cook, 2010).  

According to the achieving quadrant D of Janakiraman (n.d.), Figure 2, organizations with an 
inclusive environment as well as a diverse workgroup are able to experience high levels of 
collaboration, engagement, and retention which provides competitive advantages. Only an 
inclusive environment, without diversity, leads to low competitive advantage and collaboration 
and high levels of morale, engagement and retention. High levels of diversity in combination 
with a low level of inclusion experience low levels of collaboration, engagement and retention 
which also provides a low level of competitive advantages. Both levels of diversity and 
inclusion are low means there are competitive advantages, collaboration, morale, engagement 
and retention, but all are on an average level.  

 
Figure 2. Achieving Quadrant D (Janakiraman, n.d.) 

An inclusive environment results in decreased conflicts, intention to leave, stress, job 
withdrawal and organizational turnover (Mor Barak et al., 2006).  

 

2.5 Inclusive behavior  

Inclusive behavior differs from inclusive leadership. Inclusive behavior is how people integrate 
with each other (Shore, Cleveland, & Sanchez, 2018). While inclusive leadership is managing 
employees or a team. Persons who experience a high level of inclusion, created by their 
supervisor, demonstrate different behaviors. Inclusive behavior has the following 
characteristics; curiosity, cultural intelligence, collaboration, commitment, courage and 
consciousness (Farber, n.d.), see Figure 3.   
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Figure 3. Behaviors of inclusive people (Farber, n.d.) 

Employees who behave curiously have an open mind, employees with the behavior of cultural 
intelligence are socially aware, intentional orientated, and effective in cross cultural 
interactions. Collaborating employees create and leverage the thinking of diverse groups. 
Employees who feel included behave committed to diversity since the objectives at the 
workplace are in line with their personal values. Employees who behave courageous dare to 
indicate their strengths and weaknesses. The consciousness behavior of employees means that 
they recognize the consequences of their daily actions. Inclusive behavior also contains 
willingness to listen and discuss new ways for achieving work goals. Employees who listen to 
colleagues, take their perspectives into account and dare to ask for help show inclusive 
behavior. Moreover, complimenting colleagues, asking questions and sharing problems are 
also actions which belong to inclusive behavior (Shore et al., 2018). Inclusive behavior of 
employees can increase the commitment of a work group and motivate the work group 
members to handle their work in a flexible manner (Carmeli et al., 2010).  

The same characteristics of behavior also apply to supervisors. When a supervisor behaves 
inclusive, the characteristics of an inclusive leader become visible. For example, supervisors 
who show respect and recognition to others, show appreciation for different voices and 
encourage open communication are behaving inclusive. As well, supervisors who cultivate 
participative decision making and problem solving processes behave inclusive (Pless & Maak, 
2004). Supervisors who behave inclusive, inspire employees to communicate openly, are 
listening, have concerns for the interests, expectations and feelings of the employees, are 
available to provide assistance and are beneficial to employees in multiple ways (Choi et al., 
2016). Again, the social exchange theory (Homans, 1958) holds, if a supervisor behaves 
inclusive to an employee, it is very likely that the employee will behave inclusive to the 
supervisor as well as to others. 

Supervisors have a major influence on employees and the work environment according to the 
social learning theory of Bandura (1963), and should therefore be aware of the important role 
they have in inclusive behavior of employees (Nelissen, Hülsheger, van Ruitenbeek, & Zijlstra, 
2015). According to this theory, leaders are able to influence the behavior of employees. The 
influence of a leader is characterized by the quality of the communication and cooperation 
between the leader and the employees.  
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An inclusive leader is the role model for setting new trends in inclusive behavior of employees 
(Groysberg & Slind, 2012). The inclusive behavior of the supervisor affects the behavior of the 
employee, resulting in the following hypotheses: 

Hypothesis 1: Inclusive leadership/inclusive behavior of the supervisor is positively related to 
inclusive behavior of the employee. 

For creating an inclusive workplace, a leader must be encouraged to improve the work 
experience and effectiveness of the workgroup (Randel et al., 2018). Inclusive leadership might 
be the right leadership style to manage diverse teams. Inclusive leadership is valuable for 
diverse teams through the focus on minorities while valuing all employees for their unique 
characteristics and belongingness. Inclusive behavior of the supervisor can influence the 
behavior of employees when employees feel comfortable in the workgroup. Leadership is an 
influential driver at a diverse organization (Choi, Tran, & Kang, 2016). Employees can learn 
from their leaders what behavior is expected, rewarded and punished. With increased diversity, 
organizations are recognizing the need to create inclusive workplaces by an inclusive 
supervisor, since employees could be less comfortable in a diverse workgroup. The need for 
an inclusive environment is also high in a non-diverse workgroup, although being excluded 
might be less of an issue in an homogenous environment, and this attenuate the relationship 
between inclusive supervisor and inclusive behavior of the employee. Supervisors are able to 
create an inclusive environment by their inclusive behavior and this effect is even bigger in an 
environment where there is a lot of diversity. This shows the impact of diversity on an inclusive 
work environment where as well the leader as the employee behaves inclusive. Taken all 
together, team diversity influences the relationship between inclusive leadership/inclusive 
behavior of the supervisor and inclusive behavior of the employee. For that reason, the 
following hypothesis states: 

Hypothesis 2: The positive relationship between inclusive leadership/inclusive behavior of the 
supervisor and inclusive behavior of the employee is moderated by perceived team diversity, 
such that inclusive leadership/inclusive behavior of the supervisor and inclusive behavior of 
the employee are stronger positively related when perceived diversity is high rather than low. 

 

2.6 Engagement  
 
Work engagement only refers to the relationship of the employee with his or her work and is 
defined as “positive, fulfilling, work-related state of mind, characterized by vigor (high levels 
of energy while working, willingness to invest effort in work, and persistence in the face of 
difficulties), dedication (sense of enthusiasm, inspiration, pride, and challenge), and absorption 
(being happily engrossed in one’s work, whereby time passes quickly and one has difficulties 
detaching)” (Langelaan, Bakker, van Doornen, & Schaufeli, 2006, p. 528). Research has shown 
that engagement at work is relevant to interpret the performance and well-being of the 
employee, both at the individual and team levels. A high level of work engagement ensures an 
interesting work environment for employees and positive effects like happiness, joy and 
enthusiasm (Bakker & Demerouti, 2008). Work engagement is influenced by resources in the 
work climate and by employees (Costa et al., 2014). According to Hudie, Yun, & Fuqiang 
(2017) work engagement in general means that employees are fully committed to work, and 
that they are willing to offer their own personal time for work and work extra.  
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Employee engagement refers to the relationship of the employee with the organization and 
his/her work. “Employee engagement is defined in general as the level of commitment and 
involvement an employee has towards their organisation and its values” (Anitha, 2014, p. 319). 
Highly engaged employees are energetic and have a positive attitude towards work. As a result, 
engaged employees actively participate in their work climate (Costa, Passos, & Bakker, 2014). 
Moreover, an engaged employee is intellectually and emotionally involved with the 
organization and is passionate about his/her work goals (Cesário & Chambel, 2017). According 
to Macey & Schneider (2008), engaged employees experience high levels of energy and 
enthusiasm about their work. High levels of engagement lead to more organizational 
commitment, personal initiative, innovative behavior at team level and higher performance 
(Schaufeli, 2013). As the engaged employees are more committed to the organization, they are 
likewise willing to work more and help colleagues (Halbesleben & Wheeler, 2008). Besides, 
engaged employees meet job requirements more effectively and are inclined to seek feedback 
from the supervisor for performing better (Lu, Wang, Lu, Du, & Bakker, 2014).  

The work environment of an employee is one of the most important factors that determine how 
engaged an employee is with the organization. A meaningful workplace that ensures focus and 
harmony for the employees contributes to work engagement. According to Kahn (1990), 
supportive and trusting relationships between co-workers and a supportive workgroup relates 
to more work engagement. In addition, leadership is also an important factor for work 
engagement. Leaders are responsible for communication and support. When employees feel 
important and meaningful in the workgroup, this leads to more engagement (Anitha, 2014).  

As said before, a leader in an organization significantly influences the employee well-being 
and innovative behavior (Gilbreath and Benson, 2004). An important factor for affecting work 
engagement is leadership, since a leader is a source of satisfaction and motivation of the 
employee. The degree of an employees’ work engagement is positively linked with inclusive 
leadership. A leader who behaves inclusive shows availability, accessibility and openness and 
will arrange beneficial resources to the employees, which motivates the employees to engage 
in their work (Choi, Tran & Park, 2015).  

An inclusive leader is the role model for setting new trends in inclusive behavior (Groysberg 
& Slind, 2012). This is clearly reflected in the Job Demands-Resources model of Bakker and 
Demerouti (2007). The Job Demands-Resources model (Figure 4) is a model that studies the 
functioning of employee wellbeing. The model consists of two main elements: job demands 
and job resources. Job requirements are about the physical, social or emotional characteristics 
of the job and work environment. The job resources include organizational or social factors 
that help the employee pursue goals. The balance between these two factors says a lot about 
the experienced stress levels and the well-being of the employees. Positive outcomes include: 
higher productivity, low absenteeism and good working relationships. Negative outcomes: lack 
of focus, more mistakes and more absenteeism.  
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Figure 4. The Job Demands-Resources Model (Bakker & Demerouti, 2007) 

The positive perceptions of inclusive leaders contributes to the possible job resources of 
employees, by emphasizing alignment, value congruence, trust, and justice. These job 
resources help the employees in further engaging in the workgroup and in their responses to 
the organization (Choi et al., 2015). Besides, an inclusive leader minimizes the job demands of 
the employee by circumventing bureaucracy and adequately managing organizational change. 
According to Schaufeli (2015) leadership has an indirect effect on work engagement through 
lowering job demands and increasing job resources.  

Supervisors can foster trust relationships between themselves and the employees. This will lead 
to higher levels of work engagement (Alfes, Truss, Soane, Rees, & Gatenby, 2013). Employees 
become engaged with their work when it is possible to fully commit with their work (Rich et 
al., 2010). Therefore, being accessible, open and available to the employees’, a supervisor can 
have a positive effect on work engagement. When inclusive leaders show their inclusive 
behavior, this builds trust for employees. As a result, this increases employee psychological 
safety and through an increase in trust the organizational engagement of an employee increases 
as well (Schaubroeck, Lam & Peng, 2011). These findings are in line with previous studies on 
the JD-R model, which have shown that job resources such as autonomy as well as feedback, 
social support and supervisory coaching are positively associated with work engagement.  

 

2.7 Performance  
Employee performance refers to the behavior of employees in the workplace and how they 
perform their job obligations. Employee performance involves characteristics as work 
effectiveness, quantity, quality and efficiency. Employee performance indicates whether 
employees are able to perform their work tasks properly (Donohoe, 2019). “Higher 
performance implies some mix of improved efficiency, improved effectiveness, and/or higher 
quality” (Goodhue & Thompson, 1995, p. 213). 

Employees are searching for exchange relationships in the workgroup, since they expect to 
derive benefits from such relationships. These exchange relationships create more trust 
between the employees which results in a better performance of the employee. Being perceived 
as trustworthy by co-workers is associated with higher performance (Dirks & Skarlicki, 2007). 
The social exchange theory (Homans, 1958), as mentioned before, is the base of these exchange 
relationships between employees and their supervisor.  
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Supervisors who differentiate between subordinates are more likely to cultivate high employee 
performance than supervisors who do not differentiate. Like supervisors who divide tasks by 
employees who can perform the tasks without problems instead of tasks that are too ambitious 
for them  (Liden, Erdogan, Wayne, & Sparrowe, 2006). This approach creates trust by 
employees in the workgroup. According to Dirks and Skarlicki (2007), employees who are 
perceived as trustworthy in terms of capability and integrity by their supervisors can experience 
performance implications. 

In a diverse workgroup, the effectiveness of a leader is very important for employee 
performance (Cesário & Chambel, 2017). When an employee feels included in the workgroup, 
the positive attitudes and behaviors are better developed in terms of performance. Positive 
attitudes and behaviours are important in the workplace, since they lead to productive thinking, 
productive relationships and productive working. Furthermore, employees who show greater 
levels of commitment to their organization will be more likely to engage in knowledge sharing 
and can achieve higher levels of performance (Cesário & Chambel, 2017). According to the 
study of Schaufeli (2015), leadership has a direct relationship with organizational outcomes 
such as performance.  

Inclusive leadership also contributes to employee engagement, as said before. According to 
Anitha (2014), an important way to enhance employee performance is to focus on fostering 
employee engagement. Several studies observed that employee engagement initially results in 
greater employee performance (Halbesleben, 2010). An inclusive leader is able to facilitate 
employees’ perception of inclusion, psychological empowerment, creativity and performance. 
To enhance employee performance, a workgroup relies more on inclusive leadership (Ye, 
Wang, & Guo, 2019). The role of the leader is crucial in driving performance in a globally 
diverse and inclusive environment (Janakiraman, z.d.). Expecting inclusive behavior of the 
supervisor is positively related to inclusive behavior of the employee and inclusive behavior 
creates trust in the workgroup, this also contributes positively to employee engagement and 
employee performance. For that reason, the following hypothesis states:  

Hypothesis 3: Inclusive leadership/inclusive behavior of the supervisor 3(a) and inclusive 
behavior of the employee 3(b) is positively related to employee engagement, as rated by the 
employee, and employee performance, as rated by the supervisor.  

The inclusive behavior of the employee depends on the inclusive behavior of the supervisor, 
as explained in the social exchange theory. The social exchange relationship is an intervening 
variable: Advantageous and fair ‘transactions’ between strong relationships (employee and 
supervisor), produce effective work behavior and positive employee attitudes. Due to the 
influence of a supervisor, the more a supervisor behaves inclusive, the more an employee 
behaves inclusive and the more this affects the employee engagement and performance (social 
learning theory) expecting that inclusive behavior of the supervisor and of the employee is 
positively related to employee engagement and performance. Moreover, supervisors are able 
to create an inclusive environment by their inclusive behavior and influence the inclusive 
behavior of employees. For that reason, the fourth and fifth hypotheses are:  

Hypothesis 4: The relation between inclusive behavior of the supervisor, work engagement 
4(a) and employee performance 4(b) is mediated by inclusive behavior of the employee. 

Hypothesis 5: The effect of inclusive leadership/inclusive behavior to work engagement and 
employee performance is mediated by inclusive behavior (employee) and moderated by team 
diversity.  
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2.8 Research model 
The resulting four propositions are summarized in the research model in Figure 5 below.  

Figure 5. The research model 
 
2.9 Summary 

To summarize, the literature that is presented describes several knowledge about diverse teams 
and the advantages and disadvantages of diverse teams in an organization. The performance of 
diverse teams with an inclusive leader and inclusive behavior of leaders and employees is also 
discussed. An inclusive leader contains the characteristics to facilitate all employees’ 
perception of belongingness to the workgroup and they encourage employees for their 
uniqueness to achieve positive group outcomes. Especially in diverse workgroups, inclusive 
leadership is essential for the focus on minorities while valuing all employees for their unique 
characteristics. Besides, a leader is a source of satisfaction and motivation of the employee. 
Inclusive leaders are able, with their characteristics, to motivate employees to engage in their 
work and to enhance employee performance.  
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3. Research method 
The aim of this study is to find out how supervisors in diverse teams can successfully support 
their employees and create a safe but challenging workplace where people are enabled to work 
at their best. The research design is meant to propose a methodology to solve the research 
question and apply data analysis in a structured way. This will be researched by fitting a linear 
regression model on the data.  
 
3.1 Participants 

This research follows a cross-sectional research design, in which a survey approach is used. 
Data will be collected by means of quantitative surveys, see Appendix A1 and A2. Individual 
persons from non-diverse organizations, preferably in the STEM sector in the Netherlands will 
be approached and asked if they and their colleague or supervisor are willing to participate. 
The potential respondents were approached personally to participate in the survey. After 
searching for persons who work in a non-diverse environment via personal network and 
LinkedIn, the employee is approached in person or by telephone. The surveys were distributed 
in a physical way, given personally or sent by post to the participant and the participant gives 
the survey to his/her supervisor. The survey also includes an envelope in which the 
questionnaire can be returned free of charge. Later, due to the Covid-19 crisis, the survey is 
also distributed in a digital way by sending an email to the participant with two links; one link 
for the employee survey and one link for the supervisor survey that has to be sent by the 
employee him/herself to the supervisor by email. Since the crisis, most people work from home 
due to government regulations and do not have the opportunity to pass the survey on to their 
supervisor. For that reason, the survey is also distributed in a digital way.  

These individual persons who have been approached for the survey are from the own network, 
like family and friends. The respondents were asked to fill in the survey themselves, without 
supervision. Only fully completed surveys were included in this study. To describe some basic 
features about the used data, general information about the sample are presented in Figure 6, 
Figure 7 and Figure 8. Figure 6 shows the proportion of men and women among the 
respondents, 69.6% are men and 28.6% are women. As can be seen in Figure 7, most 
respondents are working in the STEM sector, 66.4%, meaning that the investigated sample has 
not very diverse work teams. Although, according to Figure 8, most of the respondents 
indicates that their work team moderately diverse (36.8%) or diverse (27.8%).  
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Figure 6. Gender of respondents 

 

 

Figure 7. Respondents working in the STEM sector 

 

 

Figure 8. Team diversity of respondents 
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3.2 Measures 

Two types of surveys exist, respectively for the employee a fifteen minute survey with 133 
questions about the supervisor, the work group and about him/herself. Whereas for the 
supervisor a five minute survey with 46 questions about the employee, the workgroup and 
him/herself. The questionnaire contains a random number to match part one (to be completed 
by the employee) and part two (to be completed by the supervisor). It is not possible to link a 
specific questionnaire or number to a specific individual.  

In the survey, a number of statements are given, for which the respondent is asked to rate the 
extent to which the statement applies to him or her. The survey measures constructs via multiple 
questions. Multiple questions measuring the same construct were done to improve internal 
consistency of the construct. Every construct has at least three questions in the survey. The 
constructs which will be used in this research are team diversity, inclusive behavior of 
employee, inclusive leadership, work engagement and employee performance. To analyse 
these constructs the related questions in the survey were used.  

Work engagement is only rated by employees and not by supervisors. There were nine items 
based on Schaufeli, Bakker, and Salanova (2006). An example item is I feel happy when I am 
working intensely. The work engagement scale is reliable with ⍺=.844. Participants could give 
their answer using a 7-point Likert scale from 1 = Never to 7 = Always. Employee performance 
is only rated by the supervisors. There are four items based on Williams & Anderson (1991). 
The performance scale is reliable with ⍺=.836. An example item is The employee at hand 
adequately completes assigned duties. Participants could give their answer using a 7-point 
Likert scale from 1 = Strongly disagree to 7 = Totally agree. Inclusive leadership is only rated 
by employees and not by supervisors. There are twenty items based on Shore et al. (2018). The 
inclusive leadership scale is reliable with ⍺=.933.  An example item is My supervisor 
encourages open and frank communication. Participants could give their answer using a 7-
point Likert scale from 1 = Strongly disagree to 7 = Totally agree. Employee inclusive behavior 
is only rated by employees and not by supervisors. There are twelve items based on Shore et 
al. (2018). The inclusive behavior (employee) scale is reliable with ⍺=.736.  An example item 
is I take my colleagues perspectives into account when I need to make a decision. Participants 
could give their answer using a 7-point Likert scale from 1 = Never to 7 = Always. In order to 
evaluate team diversity, participants were asked to rate their team on diversity with eight items. 
Which were based on (van Dick, van Knippenberg, Hägele, Guillaume, & Brodbeck (2008). 
The team diversity scale is reliable with ⍺=.708.  An example item is How different are the 
members of your team in general? Participants could give their answer using a 5-point Likert 
scale from 1 = Not divers to 5 = Very diverse. Team diversity is rated by employees and 
supervisors, in order to create a better representation of the actual diversity in the group. This 
is done by computing a new mean variable for team diversity, combining the average values 
of team diversity rated by the employee and the average values of team diversity rated by the 
supervisor. The Likert Scales are chosen since the consideration criteria is certain and the 
reliability of results is considered higher than others, besides, this type of survey is considered 
as easy to use (Chomeya, 2010).  

The last part of the survey, which are the personal questions, were asked via a dichotomous 
scale or as an open question. The survey measures constructs via multiple questions. Multiple 
questions measuring the same construct were done to improve internal consistency of the 
construct. Every construct has at least three questions in the survey.  
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The constructs which will be used in this research are team diversity, inclusive behavior of 
supervisor and employee, inclusive leadership and employee engagement. To analyse these 
constructs the related questions in the survey were used. 

 

3.3 Data analysis 

All survey data were collected in two datasheets, sorted by employees and supervisors. To find 
out if inclusive leadership relates to more work engagement and employee performance 
through employee inclusive behavior and if these relations are stronger in diverse versus non-
divers work environments, both surveys are combined in one datasheet. Every relevant 
construct can be measured this way, some constructs like work engagement, inclusive behavior 
of the employee and inclusive leadership are only rated by employee, employee performance 
is rated by the supervisor and team diversity is rated by both.  

For the analyses IBM’s SPSS statistics will be used. Before the data analysis can start, the data 
has to be prepared. When more than 5% of the data is missing, this row of a participant will be 
deleted. This in order to maintain an equal weight of the survey for each participant. A step-
by-step plan has been made for the data analysis. To check the data for outliers, both Tukey 
box plots and Mahalanobis distances will be used. To test the reliability of the survey, 
Cronbach's alpha will be computed for each variable.  The variables are work engagement 
(dependent variable), employee performance(dependent variable), inclusive behavior of the 
employee (dependent variable and mediator), inclusive leadership (independent variable) and 
team diversity (moderator). The Cronbach’s alpha measures internal consistency and 
homogeneity of the questions which were included in the survey. The Cronbach’s alpha is a 
value which can lie between 0 and 1 and the higher this value, the better the internal 
consistency. For the analysis, a correlation matrix for all variables will be created to give 
insight in the direct relations between the variables. This is needed for testing the hypotheses, 
even as a linear regression analysis to test the moderation and mediation effects. In addition to 
the regression analysis, a Process Macro (Hayes, 2018) for the last hypothesis, the moderated 
mediation tests will be done for the indirect effect or whether this is stronger for teams that 
have higher or lower team diversity. 
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4. Results 

In this section the results of the empirical study are described, aimed at exploring the effects of 
diverse teams on inclusive leadership and inclusive behavior and how this contributes to 
employee engagement and performance.   

4.1 Missing value analysis and outliers 
 
The data was explored to detect missing values and outliers. This is a dyad study, employees 
and their supervisors are linked together. It happens that only the employee or only the 
supervisor has completed the survey. In that case, the surveys cannot be linked together. These 
participants (employees or supervisors) have therefore been deleted. While starting with 146 
employee rows, the deletion resulted in ending up with 122 employees, and with 140 supervisor 
rows, the deletion resulted in ending up with 122 supervisors, which were used to perform the 
analyses. 

Appendix B1 shows the frequency table displaying the number of missing values for each mean 
variable, work engagement, employee performance, inclusive leadership, employee inclusive 
behavior and team diversity. No signs of missing data structurally existed. As a general rule, 
variables containing missing data on 5% or fewer of the cases can be ignored (Tabachnick & 
Fidell, 2001). Only the mean variables inclusive leadership and team diversity have missing 
values in one of the items regarding these mean variables. For inclusive leadership, there is one 
missing value at item ‘my supervisor keeps criticizing others for the mistakes they have made’. For 
team diversity there are fifteen missing values, all at item ‘How different are the members of 
your team in general?’. This does not affect the mean value for the mean variables, the missing 
values could therefore be ignored. In order to check if the missing data is random, the Little’s 
Missing Completely At Random (MCAR) test is done in SPSS. The output in Appendix B1 
shows that the p-value (significance) is .430, which means the missing data is random since 
there is no significant evidence for the missing data is not random.  

To check the data for outliers, both Tukey boxplots and Mahalanobis distances were presented 
(Appendix B2). The boxplots show some outliers, but these are all within the margins of the 
answer possibilities. There is no highlighted sample to be an outlier on multiple variables. This 
was confirmed with the computation of the Mahalanobis Distances.  
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4.2 Reliability results  

The reliability of the questionnaire is tested by calculating Cronbach's alpha for each concept. 
The Cronbach’s alpha scores for each concept and the corresponding variables which belong 
to each concept are given in Table 1 below. Nunnaly (1978) has indicated 0.7 to be an 
acceptable reliability coefficient, so that a summarized or average score can be made for the 
corresponding concept. The SPSS output from the reliability analyses is given in Appendix B3.  

Table 1 
Cronbach's alpha scores for each variable and corresponding variables 

Variable Cronbach’s 
Alpha 

Corresponding variables Deleted 
variables 

Cronbach’s 
Alpha if item 
deleted 

Engagement 0.844 Eng_1, Eng_2, Eng_3, 
Eng_4, Eng_5, Eng_6, 
Eng_7, Eng_8, Eng_9 

- 0.844 

Performance 0.836 PER1_BY_L, 
PER2_BY_L, 
PER3_BY_L, PER4_BY_L 

- 0.836 

Inclusive 
leadership 

0.938 IncL_1_1, IncL_1_2, 
IncL_1_3, IncL_2_1, 
IncL_2_2, IncL_2_3, 
IncL_3_1, IncL_3_2, 
IncL_3_3, IncL_4_1, 
IncL_4_2, IncL_4_3, 
IncL_5_1, IncL_5_2, 
IncL_5_3_notrev 

IncL_5_3_n
otrev 

0.947 

Inclusive 
behavior 

0.781 IB_1, IB_2, IB_3, IB_4, 
IB_5, IB_6, IB_7, 
IB_8_notrev, IB_9, IB_10, 
IB_11, IB_12 

IB_5  0.832 

Team 
diversity  

0.760 PD_Age, PD_Gender, 
PD_Ethnicity, 
PD_Education, PD_Values, 
PD_Overall 

 - 0.760 

Table 1 shows that the Cronbach’s alpha for the all variables meet the benchmark value of 0.7. 
Furthermore, Cronbach's alpha for the variable inclusive leadership can be improved by 0.009 
by removing one variable from the analysis, despite the score for this item is reversed first. For 
the variable inclusive behavior Cronbach’s alpha can be improved by 0.051, but it is chosen 
not to do remove any variable, since this incremental change is deemed to be too small to be 
worth deleting a variable. All variables for each concept are kept in the analysis.  
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4.3 Direct relations between variables 
 
The bivariate correlations between the variables and the corresponding variables are shown in 
Table 2 (Appendix C1), the correlation matrix. The first thing that stands out from the 
correlation matrix is that all variables are significantly positively correlated with each other, 
except for team diversity. Team diversity is only positively correlated with inclusive leadership. 
However, the correlation coefficient is fairly low for most correlations.  

Table 2  
Correlation Matrix 

 1. 2. 3. 4. 5. 
1. Engagement 1     
2. Performance .270** 1    
3. Inclusive Leadership .354** .356** 1   
4. Inclusive Behavior .456** .196* .359** 1  
5. Team Diversity -.110 -.160 -.191* -.099 1 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 

The variable team diversity shows the perceived team diversity, rated by the employee and 
supervisor. For team diversity the Pearson correlation indicated that there is a non-significant, 
weak relationship between the other variables, except for inclusive leadership. For this variable, 
the mean score of perceived team diversity rated by the employee and the mean score of 
perceived team diversity rated by the supervisor are averaged for the variable team diversity.  

To test hypothesis 1, the correlation matrix is used in order to find direct relationships. 
Hypothesis 1: Inclusive leadership/inclusive behavior of the supervisor is positively related to 
inclusive behavior of the employee. Inclusive leadership, rated by the employee, shows a 
significant correlation, r =.359 with inclusive behavior of the employee, rated by the employee. 
Hypothesis 1 is supported since this relation is significant with p<.05.  

Additionally, hypothesis 3: Inclusive leadership/inclusive behavior of the supervisor 3(a) and 
inclusive behavior of the employee 3(b) is positively related to employee engagement, as rated 
by the employee, and employee performance, as rated by the supervisor.  Inclusive leadership 
has a significant correlation, r=.354 with work engagement, rated by the employee and r=.356 
with employee performance, rated by the supervisor. Inclusive behavior of the employee shows 
a significant relation with both work engagement and employee performance, although the 
correlation with work engagement is stronger with r=.456 compared to employee performance 
with r=.196. This means hypothesis 3(a) and 3(b) are supported. 

In conclusion, based on the correlation matrix, hypotheses 1 and 3 are confirmed, as all 
relations are significant with p<.05. Inclusive leadership and inclusive behavior of the 
employees have a major influence in work outcomes as engagement and performance. 
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4.4 Moderating relationship 
 
To test hypothesis 2, the positive relationship between inclusive leadership/inclusive behavior 
of the supervisor and inclusive behavior of the employee is moderated by perceived team 
diversity, such that inclusive leadership/inclusive behavior of the supervisor and inclusive 
behavior of the employee are stronger positively related when perceived diversity is high rather 
than low, a moderator analysis is done. This analysis examines whether the relationship 
between the independent variable, inclusive leadership and the dependent variable inclusive 
behavior, by the moderator team diversity is affected. All three variables are being treated as 
continuous. Below is the conceptual diagram of the relationships for the model, see Figure 9.  

 
Figure 9. Moderator analysis 

The moderator analysis is done with the use of the Process Macro (Hayes, 2018) to carry out a 
moderated multiple regression. The results of the process analysis are presented in Appendix 
D1. The overall model was significant, R2 =.173, F(3, 188)=8.204, p<.001. 

Like the correlation matrix showed, the more a supervisor behaves in an inclusive way, the 
more an employee will behave inclusive. Although it was suggested in hypothesis 2, the 
process analysis revealed that the interaction term was statistically non-significant (b=-.168, 
p=.208), indicating that team diversity is not a significant moderator of the relationship between 
inclusive leadership and inclusive behavior of the employee. The relationship between 
inclusive leadership and inclusive behavior is positive and significant (b =.791, p=.047), the 
conditional effect of team diversity on inclusive behavior is positive, but non-significant 
(b=.890, p=.227), see Table 3. This means that the positive relationship between inclusive 
leadership and inclusive behavior of the employee holds and this relationship is not depending 
on the perceived  team diversity. The interaction between these variables is shown in Figure 
10. 
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Figure 10. Conditional effects of inclusive leadership on inclusive behavior among high and low 

perceived team diversity. 

The relationship in the lower diversity scenario is a bit more steeper and positive than in the 
higher diversity scenario. Employees that perceive higher inclusive leadership and low 
diversity show more inclusive behavior than employees perceiving high inclusive leadership 
while higher diversity. However, the regression shows no significance in this relationship. 
Concluding from this, hypothesis 2 is not supported.  

 

  



28 
 

4.5 Mediating relationships 

The four-step method of Baron and Kenny (1986) was used to test hypothesis 4: The relation 
between inclusive behavior of the supervisor, employee work engagement 4(a) and employee 
performance as rated by the supervisor 4(b) is mediated by inclusive behavior of the employee. 
This mediator analysis examines whether the relationship between an independent variable 
(inclusive leadership) and a dependent variable (engagement and performance) by a mediator 
(inclusive behavior) is certified, see Figure 11. Appendix D2 shows the output Tables of the 
analysis.  

 
Figure 11. Mediator analysis 

The first step of the mediation model is the regression of inclusive leadership on engagement. 
This regression was significant, b=.273, t(120)=4.141, p<.01. Step 2 showed that the regression 
of inclusive leadership on the mediator inclusive behavior of the employee was significant, 
b=.508, t(120)=4.209, p<.01. Step 3 of the mediation process showed that the mediator on 
engagement is significant, b=.500, t(120)=5.617, p<.01. The last step is the regression of 
inclusive leadership and inclusive behavior on engagement. It is found that inclusive behavior 
mediates the relation between inclusive leadership and engagement, as after including inclusive 
behavior into the model, both still show a significant relation with engagement (b=.169, p<.05; 
b=.414, p<.01).  

The SPSS output does not show whether the indirect effect is statistically significant. The Sobel 
(Sobel, 1982) test is used to analyze whether there actually was mediation used. The Sobel test 
found that the mediation of inclusive behavior in the relationship between inclusive leadership 
and engagement is significant (Sobel test statistic = 3.061, p<.01). Therefore hypothesis 4(a) is 
supported.  

The same method is applied to test hypothesis 4(b). The first step is the regression of inclusive 
leadership on performance. The regression was significant, b=.280, t(120)=4.172, p<.01 with 
inclusive leadership as dependent variable. Step 2 is the same, the regression of inclusive 
leadership on the mediator inclusive behavior of the employee was significant, b=.508, 
t(120)=4.209, p<.01. Step 3 of the mediation process showed that the mediator inclusive 
behavior of the employee on performance is significant, b=.218, t(120)=2.184, p<.05. The last 
step is the regression of inclusive leadership and inclusive behavior on performance. It is found 
that inclusive behavior does not mediate the relation between inclusive leadership and 
performance. As after including inclusive behavior into the model, inclusive leadership still 
shows a significant relation with performance (b=.258, p<.01), however, inclusive behavior of 
the employee does not show a significant relation with performance (b=.087,p=0.396).  
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That the relationship between inclusive behavior and performance is non-significant suggests 
that inclusive behavior of the employee not mediates the relationship between inclusive 
leadership and performance.  

The Sobel test found that the mediation of inclusive behavior of the employee in the 
relationship between inclusive leadership and performance is non-significant (Sobel test 
statistic = .836, p<.403). Therefore hypothesis 4(b) is not supported. 
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4.6  Moderated mediation analysis  

Hypotheses 5 states that the effect of inclusive leadership/inclusive behavior to work 
engagement and employee performance is mediated by inclusive behavior (employee) and 
moderated by team diversity. Figure 12 shows the conceptual diagram of the moderated 
mediation relationship. Again, Process Macro (Hayes, 2018) is used to perform this 
moderation-mediation multiple regression, see Appendix D3 for the output tables and Table 3 
for the results from process analysis moderated mediation.  

 

Figure 12. Conceptual diagram of moderated mediation relationship 

The analysis started with the dependent variable engagement. The first part of the output 
contains the regression of inclusive behavior onto perceived team diversity, inclusive 
leadership and their interaction. The interaction between inclusive leadership and team 
diversity is statistically non-significant (b=-.168, p=.208), suggesting that team diversity does 
not moderates the relation between inclusive leadership and inclusive behavior. Figure 13 
shows this interaction.  

 
Figure 13. Interaction between inclusive leadership and inclusive behavior at three points along the 

scale of team diversity. 
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In Figure 13 slopes of the relationship between inclusive leadership and inclusive behavior at 
three points along the scale of team diversity are presented. These three points represent -1 
standard deviation, the mean and +1 standard deviation and reflect low, medium and high levels 
of perceived team diversity. The slopes are becoming more positive as we move from high to 
low perceived team diversity. This suggests that employees that perceive higher inclusive 
leadership and high perceived team diversity show less inclusive behavior than employees 
perceiving high inclusive leadership while higher perceived team diversity.  
 
The second part of the output table contains the regression of engagement onto inclusive 
behavior and inclusive leadership. Both, inclusive leadership and inclusive behavior are 
positive and significant predictors of engagement (b=.161, p=.019 and b=.372, p=.0001). 
 
The next part in the output table is the indirect effect of inclusive leadership on engagement. 
The table shows that the null does fall between the lower and upper limit of the 95% confidence 
interval. This means that team diversity does not moderate the indirect effect of inclusive 
leadership on engagement. Figure 14 shows that employees who perceive more team diversity 
show a stronger negative relationship than employees who perceive less team diversity, 
however, that relationship is also negative. Although this relations are not significant, it means 
that the more perceived team diversity, the weaker the relationship between inclusive 
leadership and work engagement.   

 
Figure 14. Conditional effects of inclusive leadership on employees’ work engagement among high 

and low perceived team diversity. 
 
The last part of the output table in Appendix D3, tests contrast of the indirect effect involving 
different levels (low, medium, high) of the moderator team diversity. All three confidence 
intervals contains the null, indicating that all pairwise contrasts of the indirect effect involving 
the three points of perceived team diversity were all non-significant.  
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Additionally, the same analysis is done with dependent variable performance. Again, the first 
part of the output table contains the regression of inclusive behavior onto perceived team 
diversity, inclusive leadership and their interaction. The results are not changed,  the interaction 
between inclusive leadership and team diversity is statistically non-significant (b=-.168, 
p=.208).  

The second part of the output table contains the regression of performance onto inclusive 
behavior and inclusive leadership. Inclusive leadership is a positive and significant predictor 
of performance (b=.260, p=.001), although, inclusive behavior is a positive but non-significant 
predictor (b=.065, p=.505).  

Again, at the indirect effect part of the output table, the null does fall between the lower and 
upper limit of the 95% confidence interval. This means that team diversity does not moderate 
the indirect effect of inclusive leadership on performance. All three confidence intervals 
contains the null, indicating that all pairwise contrasts of the indirect effect involving the three 
points (low, medium, high) of perceived team diversity were all non-significant. Figure 15 
shows that employees who perceive more team diversity show a somewhat stronger positive 
relationship than employees who perceive less team diversity. Although this relations are not 
significant, it means that the more perceived team diversity, the stronger the relationship 
between inclusive leadership and employee performance.   

 

Figure 15. Conditional effects of inclusive leadership on employees’ work engagement among high 
and low perceived team diversity. 

To conclude, hypothesis 5 is partly supported. The relationship between inclusive leadership 
and work engagement is mediated by inclusive behavior. However, the relationship between 
inclusive leadership and employee performance is not mediated by inclusive behavior and none 
of the relationships are moderated by team diversity.  
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Table 4  
Results from process analysis moderation, mediation and moderated mediation  

Variable Model 1 Model 2 Model 3 
 Outcome variable; 

Inclusive behavior 
Outcome variable; 
Engagement 

Outcome variable;  
Performance 

Inclusive 
leadership 

0.791* 0.161* 0.260** 

Team diversity 0.890   
Inclusive behavior  0.372** 0.065 
    
R2-Change 0.011   
F-test  8.204** 18.383** 8.887** 

** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
N=122 
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5. Discussion 

In this research, the effects of diverse teams on inclusive leadership and inclusive behavior and 
how this contributes to employee engagement and performance was investigated. The aim of 
this research was to find whether inclusive leadership/inclusive behavior of the supervisor will 
increase the inclusive behavior of employees and the engagement of employees. Furthermore, 
the possible effects of team diversity on the relation between inclusive behavior of the 
supervisor, inclusive leadership and inclusive behavior of the employee are researched in this 
study.  

Partial support for the proposed model was found. First, it was found that inclusive leadership 
is positively related to inclusive behavior of the employee. Also, inclusive leadership and 
inclusive behavior of the employee were positively related to work engagement and employee 
performance. This means the more inclusive a supervisor is, the more an employee will behave 
inclusive and the more employees will be engaged in their work and perform better. However, 
the positive relationship between inclusive leadership and inclusive behavior of the employee 
is not depending on perceived team diversity. The analysis showed that employees who 
perceive higher inclusive leadership and low diversity show more inclusive behavior than 
employees perceiving high inclusive leadership with higher diversity, although this finding was 
not significant. Furthermore, it was found that inclusive behavior mediates the relation between 
inclusive leadership and work engagement and that inclusive behavior does not mediate the 
relation between inclusive leadership and performance. This implies that the relationship 
between inclusive leadership and work engagement is stronger with employees who behave 
inclusive, while the relationships between inclusive leadership and employee performance is 
not significantly stronger with employees who behave inclusive. These results are further 
discussed in this section.  

 
5.1 Theoretical implications  
 
This research is a relevant contribution to the existing literature and findings regarding 
inclusive leadership, inclusive behavior and team diversity. This study contributes to the 
literature by investigating the role of an inclusive leader and the relationship with inclusive 
employees and employees’ outcomes like work engagement and performance. The study 
showed that inclusive leaders play an important role in creating and maintaining a positive 
environment in which employees are willing to engage and perform. Besides, the effect of 
team diversity on the relationship between inclusive leadership and inclusive behavior is 
researched. With the increased team diversity the last decades, the need to create an inclusive 
workplace is very high. This research gives some insights in how to manage an inclusive 
work environment. Some findings of previous literature were confirmed, and some new 
findings lead to new viewpoints on inclusiveness and team diversity and offer openings for 
new research perspectives.  

Firstly, the positive relationship between inclusive leadership, work engagement and employee 
performance was confirmed by this research. This relationship is also found by Ye, Wang and 
Guo (2019), Schaufeli (2015), Choi, Tran and Park (2015). However, Ye et al., (2019) focuses 
on the effect between inclusive leadership and team innovation with a moderation of 
performance pressure.  
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While Schaufeli (2015) found an indirect effect of leadership on engagement and a direct effect 
of leadership on performance. Moreover, Choi et al., (2015) researched the effect of inclusive 
leadership on employees’ procrastination. For these reasons, the positive relationships between 
inclusive leadership, engagement and performance in this research is a added value to existing 
inclusive leadership literature, work engagement literature and employee performance 
literature, expanding the conclusions of previous research to a more generalizable conclusion.  

Secondly, this study contributes to inclusive leadership literature, work engagement literature 
and employee performance literature by investigating two different sides of a mediating role 
on the effect of inclusive leadership in relation to work engagement and employee 
performance, namely inclusive behavior of the employee. In the existing literature, there is no 
research with inclusive behavior as a mediator found. In this research, the variable inclusive 
behavior of the employee mediates the relationship between inclusive leadership and work 
engagement, but did not mediate the relationship between inclusive leadership and employee 
performance. This implies that the mediator inclusive behavior of the employee only accounts 
for the influences between inclusive leadership and work engagement. Inclusive leaders are 
able, with their characteristics, to motivate employees to engage in their work which also leads 
to a higher performance (Anitha, 2014). This finding is also an addition to existing work 
engagement literature, since this relationship is stronger due to the inclusive behavior of 
employees. Although, this mediation does not apply to the relationship between inclusive 
leadership and employee performance, which means that the employee does not benefit from 
their own inclusive behavior in terms of performance.  

Some conclusions contradict or differ from other findings in literature. More specifically, no 
significant relations were found with the variable team diversity except for inclusive leadership 
and also, team diversity is not recognized as a moderator for the relation between inclusive 
leadership and inclusive behavior of the employee. Even though, this moderation contributes 
to the diversity literature, since team diversity as a moderator is a new concept in existing 
literature. Inclusive leadership and inclusive behavior of the employee are not strongly 
positively related when perceived diversity is high rather than low, since there is no relation 
found between the variables. This is opposed to the research of Brimhall et al. (2014). Their 
research shows the impact of diversity on an inclusive work environment where as well the 
leader as the employee behaves inclusive. Their findings illustrate how organizational climates 
of diversity and inclusion affect employee well-being. One reason for these contradictory 
findings could be that Brimhall et al. (2014) use some different variables like perception of 
inclusion, job satisfaction and intention to leave and use inclusion as a mediator. Another 
reason could be the scope of participants. Their research is based on data from 363 employees 
of a large urban public child welfare agency in the western United States. This research was 
executed among very differential jobs and sectors, and could, therefore, lead to new 
conclusions. Furthermore, their research examined a bigger sample, which could lead to more 
significant relations. If these relations are based on coincidence or if they really exist in a bigger 
sample, should be taken into account in further research. 
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To conclude, this research contributes to the existing literature with new findings, such as the 
strong direct relationships between inclusive leadership and inclusive behavior, work 
engagement and employee performance, the mediated effect of inclusive behavior of the 
employee between the positive relation of inclusive leadership and work engagement and the 
not-moderated effect of team diversity between the positive relation between inclusive 
leadership and inclusive behavior.  

5.2 Practical implications 
 
The findings of this study confirmed the expected positive relationship between inclusive 
leadership and inclusive behavior of the employee. It appears that an inclusive leader acts like 
a role model for employees to also engage in inclusive behaviors (Groysberg & Slind, 2012). 
This finding underlines the major influence supervisors have on employees (Bandura, 1963), 
and supervisors should therefore be aware of the important role they have in inclusive behavior 
of employees (Nelissen, Hülsheger, van Ruitenbeek, & Zijlstra, 2015). The positive relation 
between inclusive leadership and inclusive behavior of the employee, which is confirmed in 
this research, is a good addition to the evidence already available in the literature. Like 
Groysberg & Slind (2012) suggested, an inclusive leader is the role model for setting new 
trends in inclusive behavior of employees.   

The results also suggest that inclusive leaders stimulate employees’ work engagement and 
performance. Therefore, the recommendation for organizations is to invest in inclusive 
leadership. Diverse companies need more inclusive leaders who encourage an inclusive 
environments and inclusive behavior of the employees. This can be created by investing in 
inclusive leadership training and also diversity training. Leaders play an important role in the 
feelings and experiences of employees. A leader has to be aware of the importance of creating 
an inclusive workplace when diversity in workgroups is growing (Nishii & Rich, 2014). 
Especially in diverse workgroups, inclusive leadership is essential for the focus on minorities 
while valuing all employees for their unique characteristics. Besides, a leader is a source of 
satisfaction and motivation of the employee. Inclusive leaders are able to motivate employees 
to engage in their work and to enhance employee performance. For that reason, creating a 
diverse organization with an inclusive leader can increase positive outcomes like more 
inclusive behavior, work engagement and employee performance.     

In order to enhance work engagement, the advice is that supervisors focus on encouraging 
inclusive behavior of employees, because of its strong relationship. Besides, the direct relation 
between inclusive leadership and employee performance is also quite strong. Furthermore, 
inclusive behavior of the employee strengthens the relationship between inclusive leadership 
and engagement, since it is a full mediator for this relationship. Inclusive behavior of 
employees can increase the commitment of a work group and motivate the work group 
members to handle their work in a flexible manner (Carmeli et al., 2010), which leads to more 
engaged employees. According to the research of Schaufeli (2015), leadership had an indirect 
effect on work engagement and a direct effect on employee performance. Therefore, it remains 
important for supervisors to focus on an inclusiveness environment for employees for more 
positive individual outcomes like work engagement and employee performance.  

Although, this research showed that inclusive behavior of the employee does not strengthen 
the relationship between inclusive leadership and employee performance.   
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5.3 Limitations  
 
There are some limitations in this research that need to be discussed. To start, cross-sectional 
data was used, this hinders insights in cause-effect analyses. It is difficult to establish cause-
and-effect relationships using cross-sectional studies, since they only represent a one-time 
measurement of both the alleged cause and effect. Since cross-sectional studies only study a 
single moment in time, they cannot be used to analyse behavior over a period of time or 
establish long-term trends.  

Secondly, the sample size after deleting incomplete data of employees and/or supervisors is 
122 dyads. To check what kind of sample size would be appropriate, a Power Analysis with 
the program GPower is done. According to GPower, a sample size of 88 dyads is 
recommended. The power of the test on the basis of the realized sample size of 122 dyads is 
also checked with the GPower program. The power of this test is  (1-β err prob) = .97, an 
excellent score. However, team diversity has only a positive relation with inclusive leadership 
and some relations between variables were weak, for example the relation between inclusive 
behavior and performance, so the 122 dyads could be a limitation in this research in terms of 
team diversity.  

Furthermore, as this research is based on a quantitative research design, this opens up questions 
regarding underlying mechanisms and motives of both employees and supervisors. By using 
qualitative research regarding this topic, inherent motives of employees and supervisors 
regarding inclusive behavior, work engagement and employee performance could be exposed. 

Moreover, almost all questions were answered on a 5-point or 7-point Likert Scale. However, 
the use of a Likert Scale can lead to biased answers since people are inclined to choose the 
midpoint and to avoid the extremes on the scale (Raaijmakers, 2000). All questions in this 
research are sensitive to this bias due to the 5-point or 7-point scale, and the answers may 
therefore not be a true view of reality.  

Lastly, it is possible that the Covid-19 crisis has an effect on the participants of this research 
and thus on the results. At the start of collecting the data in February 2020, participants 
experienced the ‘normal’ working conditions. As later, most of the participants worked from 
home due to the crisis. There could be an effect of Covid-19 on inclusive leadership and its 
effectiveness, but also the extent to which employees feel included in the workgroup. This 
crisis has not taken into account, while it could play a major role in this research due to the 
changing work environment of supervisors and employees and their interrelationship.  

5.4 Further Research 
 
To start, this year the work environment of almost all supervisors and employees has changed 
drastically from working at the company to working from home with no physical contact with 
colleagues. This is due to the Covid-19 crisis and therefore many companies introduced 
working from home as the new way of working in the future as well. The changing work 
environment can for instance lead to another leadership style or difference in the workgroup 
which causes effects on work engagement and employee performance. Therefore, this new 
way of working, working from home, and its effects must be investigated in further research.  
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Furthermore, in this research no relations between team diversity and the other variables were 
found, except for inclusive leadership. To  find evidence for these relations, as it is confirmed 
by other researches, in further research the sample size has to be larger. 

Hypothesis 4b, the relation between inclusive leadership and employee performance is 
mediated by inclusive behavior of the employee,  is not supported, since inclusive behavior of 
the employee did not mediate the relationship between inclusive leadership and employee 
performance. The results of the correlation matrix show all variables are significantly positively 
correlated with each other, except for team diversity. Since inclusive behavior of the employee 
did have a direct effect as an independent variable on employee performance, further research 
could be performed on this relationship instead of the mediating relationship. Although, the 
evidence for this relationship is not strong, since the significance of this relationship could be 
based on coincidence due to the many variables tested at once in the research model, also called 
the multiple testing problem. Further research is needed whether this relation really exists. This 
could lead to new insights and questions, for example if inclusive behavior of the employee 
could indeed increase employee performance.  

Lastly, there is a lot of research about the advantages of diversity and inclusiveness. 
Unfortunately, most of it is only theoretically. There should be more research in practice for 
implementing the right strategies to create an inclusive environment and/or inclusive 
leadership. Since organizations are seeking to increase team diversity and an inclusive 
environment. Due to globalization, diversity has become unthinkable and provides the variety 
of perspectives which are beneficial for organizations. More research is needed for applying 
an inclusive environment in a diverse organization in practice. For diversity, there are a lot of 
measures which were used successfully, like hiring a diverse range of employees, this should 
be similar for inclusion measures. Hiring a diverse range of employees contributes to the 
perception of inclusion, according to the literature review. This can be the start of seeking an 
inclusive workplace in practice. Although, there is more research needed for the 
implementation of inclusion in the workplace, for example more cross-sectional research in 
diverse organizations.  
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6. Conclusion 

The researched hypotheses and statistical evidence described in the results section of this report 
lead to several conclusions.  

First, this study provides an insight on how inclusive leadership affects inclusive behavior of 
the employee, work engagement and employee performance in diverse teams. The results show 
that team diversity does not necessarily create a stronger relationship between inclusive 
leadership and inclusive behavior of the employee. This means that there is no significant 
evidence for this relationship. However, results also showed that employees that perceive 
higher inclusive leadership and low team diversity more inclusive behavior than employees 
perceiving high inclusive leadership with higher perceived team diversity. In practice, the 
diversity in a team does not play a major role in the relationship between inclusive leadership 
and inclusive behavior of the employee, according to this research.  

Furthermore, employees who behave inclusive have a positive relation with work engagement 
and employee performance. Although, inclusive behavior of the employee does not mediate 
the relationship between inclusive leadership and employee performance, which means that the 
employee is not benefiting immediately from their own inclusive behavior in terms of 
employee performance, but it gives employees a good feeling about themselves and about their 
workplace which results in higher engagement.  

To answer the research question, whether inclusive leadership/behavior relate to more work 
engagement and employee performance through employee inclusive behavior and whether 
these relations are stronger in diverse versus non-diverse work environment, inclusive 
leadership/behavior of supervisor relates positively to work engagement through employee 
inclusive behavior and relates positively to performance. There is no evidence for stronger 
relations in diverse versus non-diverse work environments.  

To conclude, inclusive leadership and inclusive behavior of the employees have a major 
influence in work outcomes as engagement and performance. The most important message 
from this research is that inclusive leadership is related to work engagement and employee 
performance, and should be taken into account when creating and maintaining a diverse, 
positive working environment. 
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8. Appendix 

Appendix A1: Employee survey 

Introduction 

The intention of this research project is to investigate how supervisors can successfully support their 

employees and create a safe but challenging workplace where people are enabled to work at their best. 

Your input from an employee's perspective is important for us to understand your work environment.  

We would like to point out the following before you start with filling in the survey:  

• Filling in the questionnaire is fully voluntary and will take about 15 min of your time. 

• There will be no consequences if you do not participate or stop participation. 

• The information provided by you will be handled strictly anonymously. Only the researchers 

of the Technical University Eindhoven will see your data and it won’t be shared with third 

parties.  

• The survey document does include a random number on the backside to match Part 1 (to be 

filled in by you) and Part 2 (to be filled in by your supervisor) of this research project. We 

are not able to trace back a specific survey/code to a specific individual. 

 

Instructions 

The questionnaire starts on the next page. First we like to ask you to respond to a variety of statements. 

Afterwards, we ask you to provide some personal background information. Each statement includes a 

couple of answer possibilities. Please indicate your answer with a circle around the chosen option. For 

the success of this research it is very important that you answer all questions. If you doubt about an 

answer, please choose the answer that best reflects your opinion. There are no right or wrong answers.  

We would like to ask you to fill in the questions of Part 1 and send it back to TU Eindhoven in the 

provided, post-paid envelope. Moreover, we would like you to forward Part 2 of this research to your 

supervisor. Your supervisor is the one who is responsible for your performance evaluation. The 

envelope for your supervisor contains the questionnaire Part 2, instructions, and a separate post-paid 

retour envelop.  

 

Thank you in advance for your contribution to this project! 

 

Name student, x.xxxx@student.tue.nl 

Janna Behnke, j.behnke@tue.nl (Research coordinator)  

mailto:j.behnke@tue.nl
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Part 1: (to be filled in by the employee) 
 
Your work 

Choose the answer category that best reflects your opinion. 
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1 At my work, I feel bursting with energy. 1 2 3 4 5 6 7 

2 At my job, I feel strong and vigorous. 1 2 3 4 5 6 7 

3 When I get up in the morning, I feel like 
going to work. 

1 2 3 4 5 6 7 

4 I am enthusiastic about my job. 1 2 3 4 5 6 7 

5 My job inspires me. 1 2 3 4 5 6 7 

6 I am proud of the work that I do. 1 2 3 4 5 6 7 

7 I feel happy when I am working intensely. 1 2 3 4 5 6 7 

8 I am immersed in my work. 1 2 3 4 5 6 7 

9 I get carried away when I am working. 1 2 3 4 5 6 7 

10 I would be very happy to spend the rest of my 
career with this organization. 

1 2 3 4 5 6 7 

11 I do not feel a strong sense of belonging to my 
organization. 

1 2 3 4 5 6 7 

12 I enjoy discussing my organization with 
people outside it. 

1 2 3 4 5 6 7 

13 I listen to my colleagues ideas. 1 2 3 4 5 6 7 

14 I take my colleagues perspectives into account 
when I need to make a decision. 

1 2 3 4 5 6 7 

15 I ask colleagues for help when I face a work-
related issue. 

1 2 3 4 5 6 7 

16 I provide insights to my colleagues about how 
I do my work. 

1 2 3 4 5 6 7 

17 I organize social gatherings for all colleagues. 1 2 3 4 5 6 7 

18 I engage in collaborations with a variety of 
colleagues. 

1 2 3 4 5 6 7 

19 I share problems with my colleagues. 1 2 3 4 5 6 7 

20 I punish colleagues for making mistakes. 1 2 3 4 5 6 7 

21 I ask colleagues to share their opinions. 1 2 3 4 5 6 7 

22 I compliment colleagues on their strengths. 1 2 3 4 5 6 7 

23 I ask questions to be sure I understand my 
colleagues’ intentions. 

1 2 3 4 5 6 7 

24 I ask questions to my colleagues to get to 
know them better. 

1 2 3 4 5 6 7 
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Choose the answer category that best reflects your opinion. 
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1 
I improve my network of relations with colleagues to 
make my job easier. 1 2 3 4 5 6 7 

2 
I am always looking for ways to improve the network 
of relations with colleagues from other departments 
that can be useful for my work 

1 2 3 4 5 6 7 

3 
I improve my network of relations with connections 
outside of our company to make my job more 
productive. 

1 2 3 4 5 6 7 

4 I am proactively searching for new contacts. 1 2 3 4 5 6 7 
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1 I have freedom in carrying out my work. 1 2 3 4 5 

2 I can decide for myself how to do the work. 1 2 3 4 5 

3 I can participate in decisions that affect my work. 1 2 3 4 5 

4 I need to work very fast. 1 2 3 4 5 

5 I have too much work to do. 1 2 3 4 5 

6 I have to work extra hard to finish something. 1 2 3 4 5 
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1 After work, I tend to need more time than in the past in order to relax and 
feel better. 

1 2 4 5 

2 During my work, I often feel emotionally drained. 1 2 4 5 

3 After working, I have enough energy for my leisure activities. 1 2 4 5 
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Your Supervisor 

The following questions will ask for your opinion about the relationship to your supervisor or the behavior of 

your supervisor. There are no right or wrong answers. Please provide an answer that best represents your 

perceptions. 

 

 

  
 
 
My supervisor… 
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1 Sets high standards for performance by his/her own behavior.  1 2 3 4 5 

2 Works as hard as he/she can. 1 2 3 4 5 

3 Works as hard as anyone in my team. 1 2 3 4 5 

4 Sets a good example by the way he/she behaves. 1 2 3 4 5 

5 Explains company decisions. 1 2 3 4 5 

6 Explains company goals. 1 2 3 4 5 

7 Explains how my team fits into the company. 1 2 3 4 5 

8 Explains the purpose of the company's policies to my team. 1 2 3 4 5 

9 Cares about team members’ personal problems. 1 2 3 4 5 

10 Shows concern for team members’ wellbeing. 1 2 3 4 5 

11 Treats team members as equals. 1 2 3 4 5 

12 Takes the time to discuss team members’ concerns patiently. 1 2 3 4 5 

13 Suggests ways to improve my team’s performance.  1 2 3 4 5 

14 Encourages team members to solve problems together.  1 2 3 4 5 

15 Encourages team members to exchange information with one 
another. 

1 2 3 4 5 

16 Encourages team members to express ideas/suggestions. 1 2 3 4 5 

17 Listens to my team’s ideas and suggestions.  1 2 3 4 5 

18 Gives all team members a chance to voice their opinions. 1 2 3 4 5 
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1 I ask my supervisor to coach me. 1 2 3 4 5 

2 I ask whether my supervisor is satisfied with my work. 1 2 3 4 5 

3 I look to my supervisor for inspiration. 1 2 3 4 5 

4 I ask my supervisor for feedback on my job performance. 1 2 3 4 5 

5 I ask my supervisor for advice. 1 2 3 4 5 
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Choose the answer category that best reflects your opinion. 

 

 

 
 
 
My supervisor… 
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1 Always gives me positive feedback when I perform 
well. 

1 2 3 4 5 6 7 

2 Gives me special recognition when my work is 
very good. 

1 2 3 4 5 6 7 

3 Commends me when I do a better than average job. 1 2 3 4 5 6 7 

4 Personally compliments me when I do outstanding 
work. 

1 2 3 4 5 6 7 

5 Frequently does not acknowledge my good 
performance. 

1 2 3 4 5 6 7 

6 Shows respect and recognition for others. 1 2 3 4 5 6 7 

7 Shows appreciation for different voices. 1 2 3 4 5 6 7 

8 Encourages open and frank communication. 1 2 3 4 5 6 7 

9 Cultivates participative decision making and 
problem solving processes. 

1 2 3 4 5 6 7 

10 Makes everyone feel comfortable in the team. 1 2 3 4 5 6 7 

11 Has the best interest for each team member in mind 1 2 3 4 5 6 7 

12 Helps employees to fulfil their needs within the 
work team. 

1 2 3 4 5 6 7 

13 Judges ideas of others based on their quality, and 
not based on who expressed them. 

1 2 3 4 5 6 7 

14 Makes fair decisions regarding employees. 1 2 3 4 5 6 7 

15 Offers equal development possibilities for all 
employees. 

1 2 3 4 5 6 7 

16 Gives others personal authority to take decisions 
which make work easier for them.  

1 2 3 4 5 6 7 

17 Actively seeks for input of others when decisions 
have to be made. 

1 2 3 4 5 6 7 

18 Empowers others to make work-related decisions 
on their own. 

1 2 3 4 5 6 7 

19 Creates a non-threatening environment in which 
others can reveal their true selves. 

1 2 3 4 5 6 7 

20 Appreciates the differences that people bring to the 
workplace. 

1 2 3 4 5 6 7 

21 Gives serious consideration to the ideas of others 
for how to do things better. 

1 2 3 4 5 6 7 

22 Encourages others to use their strengths. 1 2 3 4 5 6 7 

23 Helps others to further develop themselves 1 2 3 4 5 6 7 

24 Keeps criticizing others for the mistakes they have 
made. 

1 2 3 4 5 6 7 
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Choose the answer category that best reflects your opinion. 

 
How often do you engage with you supervisor (e.g. ask questions, update on processes, etc.)? 
☐ Once per day ☐ Every other day ☐ Once per week ☐ Every other week ☐ Less than every 

second week 
 
Your organization 

The following questions refer to your direct work environment. The work group is the work unit that 
you are officially part of (can be a team or a department for example).  
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1 My supervisor definitely understands my 
problems and needs. 

1 2 3 4 5 6 7 

2 If I needed help at work I could count on my 
supervisor. 

1 2 3 4 5 6 7 

3 I expect to have an effective working relationship 
with my supervisor. 

1 2 3 4 5 6 7 

4 My supervisor can be trusted to make important 
decisions concerning my work.  

1 2 3 4 5 6 7 

5 The things that I value in life are very similar to 
the things that my supervisor values. 

1 2 3 4 5 6 7 

6 My personal values match my supervisor’s 
values. 

1 2 3 4 5 6 7 

7 My supervisor’s values provide a good fit with 
the things that I value in life. 

1 2 3 4 5 6 7 

8 I need my supervisor to decide what work tasks 
should be done. 

1 2 3 4 5 6 7 

9 I need my supervisor to transfer knowledge. 1 2 3 4 5 6 7 

10 I need my supervisor to discuss the work. 1 2 3 4 5 6 7 

11 I need my supervisor to correct mistakes. 1 2 3 4 5 6 7 

12 I need my supervisor to help to solve problems. 1 2 3 4 5 6 7 

 

My work group… 
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1 …gives me the feeling that I belong. 1 2 3 4 5 
2 …gives me the feeling that I am part of this group. 1 2 3 4 5 
3 …treats me as an insider. 1 2 3 4 5 
4 …allows me to express my authentic self. 1 2 3 4 5 

5 …encourages me to present myself the way I am. 1 2 3 4 5 

6 …encourages me to be who I am. 1 2 3 4 5 
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The term "diverse organization" is used which is defined as: An organization in which employees 
show a great variety regarding e.g. ethnicity, gender, age, social background, and/or work-related 
expertise. 

 
 

How different are the members of 
your team with respect to their: 

Not 
diverse 

Slightly 
diverse 

Moderately 
diverse Diverse Very 

diverse 

Age 1 2 3 4 5 
Gender 1 2 3 4 5 
Ethnic background 1 2 3 4 5 
Educational background 1 2 3 4 5 
Personal values 1 2 3 4 5 

How different are the members of 
your team in general? 1 2 3 4 5 

 

 

How many women work in your direct work environment?  

No women 
 

☐ 

Some women 
 

☐ 

About as many 
women as men 

☐ 

Mostly women 
 
☐ 

Only women 
 

☐ 
 
 

How many colleagues with a different nationality than the Dutch nationality 
(called internationals below) work in your direct work environment?  

 
No internationals 

 
☐ 

Some 
internationals 

 
☐ 

About as many 
internationals as 
Dutch citizens 

☐ 

Mostly 
internationals 

 
☐ 

 
Only internationals 

 
☐ 
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1 A diverse organization can overcome future challenges 
better than an organization that is not diverse. 1 2 3 4 5 

2 Organizations that are diverse have an advantage when it 
comes to achieving progress. 1 2 3 4 5 

3 I value diversity in organizations because the 
organizations benefit from it. 1 2 3 4 5 
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About yourself 

 

Background information 

1 Please indicate your gender identification: 
□   Female      □  Male      □   Others: 

__________________________________ 

 

 
2 Please indicate your age: ______ years 

3 Are you a Dutch citizen? □   No             □  Yes    

4 How long do you work for your current 
company?    ______ years 

5 How many hours do you work based on your 
contract? ______ hours 

6 What is your function within your company?  

7 
Do you work in the STEM sector? 
(STEM: Science, Technology, Engineering, 
Mathematics) 

□   No             □  Yes    

 

 
Thank you very much for your participation! 
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1 I always know how I feel. 1 2 3 4 5 
2 I can distinguish my own emotions well.  1 2 3 4 5 
3 I am aware of my own emotions. 1 2 3 4 5 
4 I am aware of the emotions of the people around me.  1 2 3 4 5 
5 I know which feelings others experience. 1 2 3 4 5 
6 When I look at other people, I can see how they feel. 1 2 3 4 5 
7 I am in control of my own emotions.  1 2 3 4 5 
8 I can suppress my emotions easily. 1 2 3 4 5 
9 I do not let my emotions take over. 1 2 3 4 5 
10 I can make someone else feel differently.  1 2 3 4 5 
11 I can alter another person's emotional state.  1 2 3 4 5 
12 I can boost or temper the emotions of others. 1 2 3 4 5 
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Appendix A2: Supervisor survey 

Introduction 

The intention of this research project is to investigate how supervisors can successfully support their 

employees and create a safe but challenging workplace where people are enabled to work at their best. 

Your input as supervisor is of great importance for this research. Your survey will complete the data 

provided by your employee, which in total will give us a comprehensive picture of the work 

environment.  

We would like to point out the following before you start with filling in the survey:  

• Filling in the questionnaire is fully voluntary and will take about 5 minutes of your time. 

• There will be no consequences if you do not participate or stop participation. 

• The information provided by you will be handled strictly anonymously. Only the researchers 

of the Technical University Eindhoven will see your data and it won’t be shared with third 

parties.  

• The survey document does include a random number on the backside to match Part 1 (to be 

filled in by your employee) and Part 2 (to be filled in by you) of this research project. We are 

not able to trace back a specific survey/ code to a specific individual. 

 

Instructions 

The questionnaire starts on the next page. First we like to ask you to respond to a variety of statements. 

Afterwards, we ask you to provide some personal background information. Each statement includes a 

couple of answer possibilities. Please indicate your answer with a circle around the chosen option. For 

the success of this research it is very important that you answer all questions. If you doubt about an 

answer, please choose the answer that best reflects your opinion. There are no right or wrong answers. 

We would like to ask you to fill in the questions of Part 2 and send it back to TU Eindhoven in the 

provided, post-paid envelope.  

 

Thank you in advance for your contribution to this project! 

 

Name student, x.xxxx@student.tue.nl 

Janna Behnke, j.behnke@tue.nl (Research coordinator) 

  

mailto:j.behnke@tue.nl
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Part 2: (to be filled in by the supervisor) 
 
Your employee’s performance and behavior 

 
The following questions refer to the specific employee who you received the survey from. Please choose 

the answer category that best reflects your opinion thinking about this particular employee.  

 

Your organization 
 
The following questions refer to your direct work environment. The work group is the work unit that 
you are officially part of (can be a team or a department for example).  
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St
ro

ng
ly

 d
is

ag
re

e 

D
is

ag
re

e 

So
m

ew
ha

t d
is

ag
re

e 

Sl
ig

ht
ly

 a
gr

ee
 

So
m

ew
ha

t a
gr

ee
 

A
gr

ee
 

To
ta

lly
 a

gr
ee

 

1 …fulfills responsibilities specified in the job 
description. 

1 2 3 4 5 6 7 

2 …performs the tasks that are expected of 
him/her. 

1 2 3 4 5 6 7 

3 …meets formal performance requirements of the 
job. 

1 2 3 4 5 6 7 

4 …adequately completes assigned duties. 1 2 3 4 5 6 7 

5 …orients new colleagues even though it is not 
required. 

1 2 3 4 5 6 7 

6 …is always ready to help or to lend a helping 
hand to colleagues. 

1 2 3 4 5 6 7 

7 …is willing to give his/her time to help 
colleagues. 

1 2 3 4 5 6 7 

 
 
My work group… 
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1 …gives me the feeling that I belong.  1 2 3 4 5 
2 …gives me the feeling that I am part of this group. 1 2 3 4 5 
3 …treats me as an insider. 1 2 3 4 5 
4 …allows me to express my authentic self. 1 2 3 4 5 
5 …encourages me to present myself the way I am. 1 2 3 4 5 
6 …encourages me to be who I am. 1 2 3 4 5 
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Please choose the answer that best reflects your opinion 

 
 
In the following the term "diverse organization" is used which is defined as: An organization in which 
employees show a great variety regarding e.g. ethnicity, gender, age, social background, and/or 
work-related expertise. 

 

How different are the members of 
your team with respect to their: 

Not 
diverse 

Slightly 
diverse 

Moderately 
diverse Diverse Very 

diverse 

Age 1 2 3 4 5 
Gender 1 2 3 4 5 
Ethnic background 1 2 3 4 5 
Educational background 1 2 3 4 5 
Personal values 1 2 3 4 5 

How different are the members of 
your team in general? 

1 2 3 4 5 

 
 

How many women work in your direct work environment?  

 
No women 

☐ 

 
Some women 

☐ 

About as many 
women as men 

☐ 

 
Mostly women 

☐ 

 
Only women 

☐ 
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1 I need to work very fast. 1 2 3 4 5 
2 I have too much work to do. 1 2 3 4 5 
3 I have to work extra hard to finish something. 1 2 3 4 5 
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1 A diverse organization can overcome future challenges 
better than an organization that is not diverse. 1 2 3 4 5 

2 Organizations that are diverse have an advantage when 
it comes to achieving progress. 1 2 3 4 5 

3 I value diversity in organizations because the 
organizations benefit from it. 1 2 3 4 5 
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How many colleagues with a different nationality than the Dutch nationality (called internationals below) 
work in your direct work environment? 

 
 

No internationals 
☐ 

 
Some 

internationals 
☐ 

About as many 
internationals as 
Dutch citizens 

☐ 

 
Mostly 

internationals 
☐ 

 
 

Only internationals 
☐ 

 

About yourself 

 

1 Please indicate your gender identification □   Female      □  Male      □   Others: 
_______________________________

 
 
 

2 Please indicate your age  ______ years 

3 Are you a Dutch citizen? □   No             □  Yes    

4 
How long do you work for your current 
company?    ______ years 

5 
How many hours do you work based on your 
contract? ______ hours 

6 How many employees do you supervise?  

7 
Do you work in the STEM sector? 
(STEM: Science, Technology, Engineering, 
Mathematics) 

□   No             □  Yes    

Thank you very much for your participation! 
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1 I always know how I feel. 1 2 3 4 5 
2 I can distinguish my own emotions well.  1 2 3 4 5 
3 I am aware of my own emotions.  1 2 3 4 5 
4 I am aware of the emotions of the people around me.  1 2 3 4 5 
5 I know which feelings others experience. 1 2 3 4 5 
6 When I look at other people, I can see how they feel.  1 2 3 4 5 
7 I am in control of my own emotions.  1 2 3 4 5 
8 I can suppress my emotions easily.  1 2 3 4 5 
9 I do not let my emotions take over. 1 2 3 4 5 
10 I can make someone else feel differently.  1 2 3 4 5 
11 I can alter another person's emotional state.  1 2 3 4 5 
12 I can boost or temper the emotions of others.  1 2 3 4 5 
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Appendix B1: Frequency Table displaying the number of missing values for each mean 
variable (1), Missing Value Analysis shows also mean and standard deviation of variables (2)  
and Little’s missing completely at random test (3).  

 
Statistics 

 Engagement Performance Inclusive_Leadership Inclusive_Behavior Team_Diversity 

N Valid 122 122 122 122 244 

Missing 0 0 0 0 0 
 
 
Univariate Statistics 

 N Mean Std. Deviation 

Missing No. of Extremesa 

Count Percent Low High 

Engagement 122 5.3880 .61280 122 50.0 1 0 

Performance 122 6.1250 .62345 122 50.0 0 0 

Inclusive_Leadership 122 5.2716 .79236 122 50.0 7 0 

Inclusive_Behavior 122 4.8770 .55930 122 50.0 2 0 

Team_Diversity 122 2.7796 .50968 122 50.0 1 0 

a. Number of cases outside the range (Q1 - 1.5*IQR, Q3 + 1.5*IQR). 

 

 

 
EM Meansa 

Performance Engagement Inclusive_Leadership Inclusive_Behavior Team_Diversity 

6.1236 5.3867 5.2667 4.8756 2.6863 

a. Little's MCAR test: Chi-Square = .624, DF = 1, Sig. = .430 
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Appendix B2: Tukey boxplots and Mahalanobis distances 
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Appendix B3: Cronbach’s Alpha 

Engagement of employee, as rated by the employee 

 
Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on 

Standardized 

Items N of Items 

.844 .846 9 

 
 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Op mijn werk bruis ik van 

energie. 
43.19 25.840 .528 .411 .832 

Als ik werk voel ik me fit en 

sterk. 
43.16 26.314 .493 .404 .835 

Als ik ‘s morgens opsta heb ik 

zin om aan het werk te gaan. 
43.11 25.094 .552 .351 .829 

Ik ben enthousiast over mijn 

baan. 
42.76 24.646 .563 .388 .827 

Mijn werk inspireert mij. 43.18 23.620 .593 .444 .824 

Ik ben trots op het werk dat ik 

doe. 
42.75 23.051 .663 .548 .816 

Wanneer ik heel intensief aan 

het werk ben, voel ik mij 

gelukkig. 

42.94 25.129 .476 .273 .837 

Ik ga helemaal op in mijn werk. 43.12 23.729 .644 .468 .819 

Mijn werk brengt mij in 

vervoering. 
43.72 23.095 .549 .377 .831 
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Performance of employee, as rated by the supervisor 

 
Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on 

Standardized 

Items N of Items 

.836 .839 4 

 
 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

…vervult de 

verantwoordelijkheden die zijn 

gespecifieerd in de functie 

beschrijving. 

18.3934 3.662 .653 .464 .799 

…verricht de taken die worden 

verwacht van hem/haar. 
18.3197 3.624 .783 .625 .745 

…voldoet aan de formele 

prestatie eisen van de functie. 
18.3770 3.724 .630 .413 .809 

…voert de toegewezen taken 

adequaat uit. 
18.4098 3.748 .614 .461 .816 
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Inclusive leadership (supervisor), as rated by the employee 

 
Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.938 .943 15 

 
 

Item-Total Statistics 

 

Scale Mean 

if Item 

Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Zorgt ervoor dat iedereen zich prettig voelt in het team. 75.43 144.462 .733 .649 .933 

Heeft het belang van elke teamlid in gedachten. 75.56 143.805 .763 .739 .932 

Helpt medewerkers om hun behoefte te vervullen binnen 

het team. 
75.55 143.964 .792 .753 .931 

Maakt een beoordeling van ideeën van anderen 

gebaseerd op de inhoud en niet op degene die het idee 

heeft aangedragen. 

75.47 146.032 .689 .563 .934 

Maakt eerlijke beslissingen met betrekking tot 

medewerkers. 
75.21 146.570 .782 .733 .932 

Biedt gelijke ontwikkelingsmogelijkheden voor alle 

medewerkers aan. 
75.27 146.371 .679 .619 .934 

Geeft anderen persoonlijk autoriteit om beslissingen te 

nemen die het werk voor hen vergemakkelijken. 
75.19 146.009 .697 .632 .934 

Gaat actief op zoek naar inbreng van anderen wanneer er 

beslissingen moeten worden genomen. 
75.60 149.732 .590 .538 .937 

Stelt anderen in staat om zelf werk gerelateerde 

beslissingen te maken. 
75.10 149.016 .696 .667 .934 

Creëert een niet-bedreigende omgeving waarin anderen 

hun ware zelf kunnen onthullen. 
75.17 146.173 .706 .587 .934 

Waardeert de verschillen die mensen meebrengen naar 

de werkvloer. 
75.16 149.193 .690 .626 .934 

Geeft serieus aandacht aan de ideeën van anderen over 

hoe dingen beter kunnen. 
75.20 143.719 .799 .738 .931 

Moedigt anderen aan om hun sterke kanten te gebruiken. 75.15 142.937 .815 .747 .931 

Helpt anderen om zich verder te ontwikkelen. 75.24 145.613 .731 .672 .933 

Blijft anderen bekritiseren vanwege de fouten die ze 

hebben gemaakt. 
75.82 150.770 .347 .229 .947 
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Inclusive behavior of employee, as rated by the employee  

 
Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.781 .820 12 

 
 
Item-Total Statistics 

 

Scale Mean 

if Item 

Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Ik luister naar de ideeën van mijn 

collega's. 
56.30 43.767 .617 .550 .750 

Ik neem het perspectief van mijn 

collega's mee als ik een beslissing 

moet maken. 

56.33 42.768 .629 .585 .747 

Ik vraag mijn collega's om hulp als ik 

een werk gerelateerd probleem 

tegenkom. 

56.34 43.963 .525 .530 .756 

Ik geef inzicht in mijn werkzaamheden 

naar mijn collega’s toe. 
56.43 44.826 .494 .393 .760 

Ik organiseer sociale bijeenkomsten 

voor alle collega's. 
59.06 48.418 .017 .234 .832 

Ik werk samen met een 

verscheidenheid aan collega's. 
56.86 46.567 .227 .184 .787 

Ik deel problemen met collega's. 57.08 42.853 .537 .376 .754 

Ik straf collega's voor het maken van 

fouten. 
56.25 46.770 .192 .240 .792 

Ik vraag collega's om hun mening te 

delen. 
56.75 41.877 .650 .563 .743 

Ik geef collega's complimenten over 

hun sterke punten. 
56.93 42.161 .588 .432 .748 

Ik stel vragen om er zeker van te zijn 

dat ik de intenties van mijn collega's 

goed begrijp. 

56.70 43.218 .587 .559 .751 

Ik stel vragen aan mijn collega's om ze 

beter te leren kennen. 
56.77 44.178 .506 .377 .758 
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Team diversity, as rated by employee and supervisor 

 
Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.760 .764 12 

 
 
Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Diversity: Leeftijd 31.24 40.324 .327 .400 .752 

Diversity: Geslacht 32.33 37.215 .534 .568 .726 

Diversity: Ethische 

achtergrond 
32.25 37.975 .451 .509 .737 

Diversity: Educatieve 

achtergrond 
31.49 40.978 .280 .327 .757 

Diversity: Persoonlijke 

waardes 
31.42 38.635 .497 .524 .732 

Hoe verschillend zijn de 

mensen van je team in het 

algemeen? 

31.36 38.073 .605 .647 .722 

Diversity: Leeftijd 31.17 40.476 .356 .315 .748 

Diversity: Geslacht 32.18 38.860 .380 .472 .746 

Diversity: Ethische 

achtergrond 
32.25 40.152 .323 .469 .753 

Diversity: Educatieve 

achtergrond 
31.55 41.435 .307 .323 .753 

Diversity: Persoonlijke 

waardes 
31.43 41.097 .343 .329 .749 

Hoe verschillend zijn de 

mensen van je team in het 

algemeen? 

31.32 41.669 .386 .356 .746 
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Appendix C1: Correlation Matrix 

 
Correlations 

 Engagement Performance Inclusive_Leadership Inclusive_Behavior Team_Diversity 

Engagement Pearson Correlation 1 .270** .354** .456** -.110 

Sig. (2-tailed)  .003 .000 .000 .226 

N 122 122 122 122 122 

Performance Pearson Correlation .270** 1 .356** .196* -.160 

Sig. (2-tailed) .003  .000 .031 .077 

N 122 122 122 122 122 

Inclusive_Leadership Pearson Correlation .354** .356** 1 .359** -.191 

Sig. (2-tailed) .000 .000  .000 .035 

N 122 122 122 122 122 

Inclusive_Behavior Pearson Correlation .456** .196* .359** 1 -.099 

Sig. (2-tailed) .000 .031 .000  .277 

N 122 122 122 122 122 

Team_Diversity Pearson Correlation -.110 -.160 -.191 -.099 1 

Sig. (2-tailed) .226 .077 .035 .277  
N 122 122 122 122 122 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Appendix D1: Linear regression analysis moderation  
 
Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Inclusive_Leadership 122 2.53 6.60 5.2716 .79236 

Valid N (listwise) 122     
 
Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Team_Diversity 244 1.25 4.38 2.6863 .57329 

Valid N (listwise) 244     

 

Process analysis by Hayes (2018) 

IB = Inclusive Behavior 

IL = Inclusive Leadership 

TD = Team Diversity 

 
Model  : 1 
    Y  : IB 
    X  : IL 
    W  : TD 
 
Sample 
Size:  122 
 
************************************************************************** 
OUTCOME VARIABLE: 
 IB 
 
Model Summary 
          R       R-sq        MSE          F        df1        df2          
p 
      ,4154      ,1726      ,3044     8,2036     3,0000   118,0000      
,0001 
 
Model 
              coeff         se          t          p       LLCI       ULCI 
constant      ,9650     2,1914      ,4403      ,6605    -3,3746     5,3045 
IL            ,7914      ,3943     2,0070      ,0470      ,0105     1,5722 
TD            ,8899      ,7322     1,2154      ,2266     -,5600     2,3399 
Int_1        -,1679      ,1326    -1,2659      ,2080     -,4304      ,0947 
  
Product terms key: 
 Int_1    :        IL       x        TD 
 
Covariance matrix of regression parameter estimates: 
           constant         IL         TD      Int_1 
constant     4,8022     -,8578    -1,5848      ,2838 
IL           -,8578      ,1555      ,2837     -,0516 
TD          -1,5848      ,2837      ,5361     -,0963 
Int_1         ,2838     -,0516     -,0963      ,0176 
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Test(s) of highest order unconditional interaction(s): 
       R2-chng          F        df1        df2          p 
X*W      ,0112     1,6026     1,0000   118,0000      ,2080 
---------- 
    Focal predict: IL       (X) 
          Mod var: TD       (W) 
 
Data for visualizing the conditional effect of the focal predictor: 
Paste text below into a SPSS syntax window and execute to produce plot. 
 
DATA LIST FREE/ 
   IL         TD         IB         . 
BEGIN DATA. 
     4,4792     2,3051     4,8279 
     5,2716     2,3051     5,1484 
     6,0639     2,3051     5,4688 
     4,4792     2,8646     4,9051 
     5,2716     2,8646     5,1512 
     6,0639     2,8646     5,3972 
     4,4792     3,4241     4,9824 
     5,2716     3,4241     5,1540 
     6,0639     3,4241     5,3256 
END DATA. 
GRAPH/SCATTERPLOT= 
 IL       WITH     IB       BY       TD       . 
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Appendix D2: Linear regression analysis mediation (Baron & Kenny, 1986) 
 
Mediation analysis hypothesis 4(a)  
 
Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .354a .125 .118 .57559 

2 .359b .129 .121 .74272 

3 .456c .208 .202 .54756 

4 .500d .250 .237 .53529 

a. Predictors: (Constant), Inclusive_Leadership 

b. Predictors: (Constant), Inclusive_Behavior 

c. Predictors: (Constant), Inclusive_Behavior 

d. Predictors: (Constant), Inclusive_Behavior, Inclusive_Leadership 
 

 
 
 
ANOVAe 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 5.681 1 5.681 17.148 .000a 

Residual 39.757 120 .331   
Total 45.438 121    

2 Regression 9.772 1 9.772 17.715 .000b 

Residual 66.196 120 .552   
Total 75.968 121    

3 Regression 9.459 1 9.459 31.548 .000c 

Residual 35.979 120 .300   
Total 45.438 121    

4 Regression 11.341 2 5.670 19.789 .000d 

Residual 34.098 119 .287   
Total 45.438 121    

 a. Predictors: (Constant), Inclusive_Leadership 

b. Predictors: (Constant), Inclusive_Behavior 

c. Predictors: (Constant), Inclusive_Behavior 

d. Predictors: (Constant), Inclusive_Behavior, Inclusive_Leadership 

e. Dependent Variable (M1,M3, M4): Engagement, Dependent Variable (M2): Inclusive_Leadership 
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Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3.946 .352  11.211 .000 

Inclusive_Leadership .273 .066 .354 4.141 .000 

2 (Constant) 2.794 .593  4.714 .000 

Inclusive_Behavior .508 .121 .359 4.209 .000 

3 (Constant) 2.950 .437  6.752 .000 

Inclusive_Behavior .500 .089 .456 5.617 .000 

4 (Constant) 2.479 .465  5.331 .000 

Inclusive_Leadership .169 .066 .218 2.563 .012 

Inclusive_Behavior .414 .093 .378 4.444 .000 

a. Dependent Variable (M1,M3, M4): Engagement, Dependent Variable (M2): Inclusive_Leadership 

 
 
Mediation analysis hypothesis 4(b)  
 
Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .356a .127 .119 .58504 

2 .359b .129 .121 .74272 

3 .196c .038 .030 .61396 

4 .363d .132 .117 .58572 

a. Predictors: (Constant), Inclusive_Leadership 

b. Predictors: (Constant), Inclusive_Behavior 

c. Predictors: (Constant), Inclusive_Behavior 

d. Predictors: (Constant), Inclusive_Behavior, Inclusive_Leadership 
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ANOVAe 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 5.958 1 5.958 17.407 .000a 

Residual 41.073 120 .342   
Total 47.031 121    

2 Regression 9.772 1 9.772 17.715 .000b 

Residual 66.196 120 .552   
Total 75.968 121    

3 Regression 1.798 1 1.798 4.771 .031c 

Residual 35.979 120 .300   
Total 45.438 121    

4 Regression 6.207 2 3.103 9.046 .000d 

Residual 40.824 119 .343   
Total 47.031 121    

 a. Predictors: (Constant), Inclusive_Leadership 

b. Predictors: (Constant), Inclusive_Behavior 

c. Predictors: (Constant), Inclusive_Behavior 

d. Predictors: (Constant), Inclusive_Behavior, Inclusive_Leadership 

e. Dependent Variable (M1, M3, M4): Performance, Dependent Variable (M2): 

Inclusive_Leadership 
 

 

 
 

 
Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 4.649 .358  12.993 .000 

Inclusive_Leadership .280 .067 .356 4.172 .000 

2 (Constant) 2.794 .593  4.714 .000 

Inclusive_Behavior .508 .121 .359 4.209 .000 

3 (Constant) 5.062 .490  10.333 .000 

Inclusive_Behavior .218 .100 .196 2.184 .031 

4 (Constant) 4.341 .509  8.533 .000 

Inclusive_Leadership .258 .072 .328 3.585 .000 

Inclusive_Behavior .087 .102 .078 .851 .396 

a. Dependent Variable (M1,M3, M4): Performance, Dependent Variable (M2): Inclusive_Leadership 
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Appendix D3: Linear regression analysis moderated mediation  

Process analysis by Hayes (2018) 
         
Model  : 7 
    Y  : ENG 
    X  : IL 
    M  : IB 
    W  : TD 
 
Sample 
Size:  122 
 
 
Part 1 
OUTCOME VARIABLE: 
 IB 
 
Model Summary 
          R       R-sq        MSE          F        df1        df2          
p 
      ,4154      ,1726      ,3044     8,2036     3,0000   118,0000      
,0001 
 
Model 
              coeff         se          t          p       LLCI       ULCI 
constant      ,9650     2,1914      ,4403      ,6605    -3,3746     5,3045 
IL            ,7914      ,3943     2,0070      ,0470      ,0105     1,5722 
TD            ,8899      ,7322     1,2154      ,2266     -,5600     2,3399 
Int_1        -,1679      ,1326    -1,2659      ,2080     -,4304      ,0947 
 
Product terms key: 
 Int_1    :        IL       x        TD 
 
Test(s) of highest order unconditional interaction(s): 
       R2-chng          F        df1        df2          p 
X*W      ,0112     1,6026     1,0000   118,0000      ,2080 
---------- 
    Focal predict: IL       (X) 
          Mod var: TD       (W) 
 
Data for visualizing the conditional effect of the focal predictor: 
Paste text below into a SPSS syntax window and execute to produce plot. 
 
DATA LIST FREE/ 
   IL         TD         IB         . 
BEGIN DATA. 
     4,4792     2,3051     4,8279 
     5,2716     2,3051     5,1484 
     6,0639     2,3051     5,4688 
     4,4792     2,8646     4,9051 
     5,2716     2,8646     5,1512 
     6,0639     2,8646     5,3972 
     4,4792     3,4241     4,9824 
     5,2716     3,4241     5,1540 
     6,0639     3,4241     5,3256 
END DATA. 
GRAPH/SCATTERPLOT= 
 IL       WITH     IB       BY       TD       . 
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Part 2 
OUTCOME VARIABLE: 
 ENG 
 
Model Summary 
          R       R-sq        MSE          F        df1        df2          
p 
      ,4858      ,2360      ,2917    18,3831     2,0000   119,0000      
,0000 
 
Model 
              coeff         se          t          p       LLCI       ULCI 
constant     2,6189      ,4594     5,7012      ,0000     1,7093     3,5285 
IL            ,1608      ,0676     2,3769      ,0191      ,0268      ,2947 
IB            ,3720      ,0895     4,1582      ,0001      ,1949      ,5492 
 
Part 3 
****************** DIRECT AND INDIRECT EFFECTS OF X ON Y ***************** 
 
Direct effect of X on Y 
     Effect         se          t          p       LLCI       ULCI 
      ,1608      ,0676     2,3769      ,0191      ,0268      ,2947 
 
Conditional indirect effects of X on Y: 
 
INDIRECT EFFECT: 
 IL          ->    IB          ->    ENG 
 
         TD     Effect     BootSE   BootLLCI   BootULCI 
     2,3051      ,1505      ,0680      ,0364      ,3036 
     2,8646      ,1155      ,0466      ,0380      ,2192 
     3,4241      ,0806      ,0416      ,0137      ,1758 
 
      Index of moderated mediation: 
        Index     BootSE   BootLLCI   BootULCI 
TD     -,0624      ,0566     -,1860      ,0343 
 
 Pairwise contrasts between conditional indirect effects (Effect1 minus 
Effect2) 
    Effect1    Effect2   Contrast     BootSE   BootLLCI   BootULCI 
      ,1155      ,1505     -,0349      ,0317     -,1041      ,0192 
      ,0806      ,1505     -,0699      ,0634     -,2081      ,0384 
      ,0806      ,1155     -,0349      ,0317     -,1041      ,0192 
--- 
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Model  : 7 
    Y  : PER 
    X  : IL 
    M  : IB 
    W  : TD 
 
Sample 
Size:  122 
 
Part 1 
OUTCOME VARIABLE: 
 IB 
 
Model Summary 
          R       R-sq        MSE          F        df1        df2          
p 
      ,4154      ,1726      ,3044     8,2036     3,0000   118,0000      
,0001 
 
Model 
              coeff         se          t          p       LLCI       ULCI 
constant      ,9650     2,1914      ,4403      ,6605    -3,3746     5,3045 
IL            ,7914      ,3943     2,0070      ,0470      ,0105     1,5722 
TD            ,8899      ,7322     1,2154      ,2266     -,5600     2,3399 
Int_1        -,1679      ,1326    -1,2659      ,2080     -,4304      ,0947 
 
Product terms key: 
 Int_1    :        IL       x        TD 
 
Test(s) of highest order unconditional interaction(s): 
       R2-chng          F        df1        df2          p 
X*W      ,0112     1,6026     1,0000   118,0000      ,2080 
---------- 
    Focal predict: IL       (X) 
          Mod var: TD       (W) 
 
Data for visualizing the conditional effect of the focal predictor: 
Paste text below into a SPSS syntax window and execute to produce plot. 
 
DATA LIST FREE/ 
   IL         TD         IB         . 
BEGIN DATA. 
     4,4792     2,3051     4,8279 
     5,2716     2,3051     5,1484 
     6,0639     2,3051     5,4688 
     4,4792     2,8646     4,9051 
     5,2716     2,8646     5,1512 
     6,0639     2,8646     5,3972 
     4,4792     3,4241     4,9824 
     5,2716     3,4241     5,1540 
     6,0639     3,4241     5,3256 
END DATA. 
GRAPH/SCATTERPLOT= 
 IL       WITH     IB       BY       TD       . 
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Part 2 
OUTCOME VARIABLE: 
 PER 
 
Model Summary 
          R       R-sq        MSE          F        df1        df2          
p 
      ,3605      ,1300      ,3439     8,8871     2,0000   119,0000      
,0003 
 
Model 
              coeff         se          t          p       LLCI       ULCI 
constant     4,4169      ,4987     8,8562      ,0000     3,4294     5,4045 
IL            ,2604      ,0734     3,5457      ,0006      ,1150      ,4058 
IB            ,0650      ,0971      ,6687      ,5050     -,1274      ,2573 
 
Part 3 
****************** DIRECT AND INDIRECT EFFECTS OF X ON Y ***************** 
 
Direct effect of X on Y 
     Effect         se          t          p       LLCI       ULCI 
      ,2604      ,0734     3,5457      ,0006      ,1150      ,4058 
 
Conditional indirect effects of X on Y: 
 
INDIRECT EFFECT: 
 IL          ->    IB          ->    PER 
 
         TD     Effect     BootSE   BootLLCI   BootULCI 
     2,3051      ,0263      ,0394     -,0462      ,1102 
     2,8646      ,0202      ,0305     -,0350      ,0861 
     3,4241      ,0141      ,0241     -,0273      ,0712 
 
      Index of moderated mediation: 
        Index     BootSE   BootLLCI   BootULCI 
TD     -,0109      ,0206     -,0594      ,0253 
 
 Pairwise contrasts between conditional indirect effects (Effect1 minus 
Effect2) 
    Effect1    Effect2   Contrast     BootSE   BootLLCI   BootULCI 
      ,0202      ,0263     -,0061      ,0115     -,0332      ,0142 
      ,0141      ,0263     -,0122      ,0231     -,0664      ,0283 
      ,0141      ,0202     -,0061      ,0115     -,0332      ,0142 
--- 
 

 
 

 


	Abstract
	Contents
	List of Tables
	List of Figures
	1. Introduction
	2. Theoretical framework
	2.1 Team diversity
	2.2 Importance of leadership
	2.3 Inclusive leadership
	2.4 Inclusive environment
	2.5 Inclusive behavior
	2.6 Engagement
	2.7 Performance
	2.8 Research model
	2.9 Summary

	3. Research method
	3.1 Participants
	3.2 Measures
	3.3 Data analysis

	4. Results
	4.1 Missing value analysis and outliers
	4.2 Reliability results
	4.3 Direct relations between variables
	4.4 Moderating relationship
	4.5 Mediating relationships
	4.6  Moderated mediation analysis

	5. Discussion
	5.2 Practical implications
	5.3 Limitations

	6. Conclusion
	7. References
	8. Appendix

