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 ABSTRACT 
 This study is iimportant ibecause iit iprovides iinsights iinto itheiifactors ithat icontribute ito iiwork iengagement 

iand ithe irole iof iinclusive ileadership iand ipsychological idiversity iin ipromoting iemployee iengagement iand 

iwelfare. iIn ithe ifirst imodel iof ithe iHierarchical iRegression iAnalysis, iit iis seen ithat iInclusive iLeadership 

icould istatistically iexplain iwork iengagement. iSince iInclusive iLeadership ican iexplain iwork iengagement, 

iit imeans ithe ifirst ihypothesis iof ithe iresearch iis isupported. iBut iin ithe isecond, ithird iand ifourth imodels 

iof ithe iHierarchical iRegression iAnalysis, iwhen ipsychological idiversity iinteracts iwith iinclusive ileadership, 

iit iis ifound ithat ithe iinteraction icannot istatistically iexplain iwork iengagement. iThis imeans ithat ithe 

ipsychological idiversity idoesn’t ihave ian ieffect ion ithe irelationship iof iinclusive ileadership iand iwork 

iengagement. iThe ifindings iof ithis istudy ican ihelpiorganizations idevelop effective ileadership istrategies iand 

imanage idiversity ieffectively, iwhich ican ilead itoiimproved organizational iperformance iand iemployee 

isatisfaction. 

Keywords: iInclusive ileadership, ipsychological idiversity, iwork iengagement, iAfghanistan, iHierarchical 

iregression 

 

INTRODUCTION 
 Leadership ihas ibeen iwidely iand iin-depth iexamined iduring ithe ipast ifew idecades. iIt iis ichallenging ito 

iemphasize ihow isignificant iand icrucial iit iis. iAuthorities iand ischolars, ihowever, iare iunlikely ito iconcur 

ion ithe isignificant iimportance iof ileadership iand ithe isupport ithat iit irequires (Johnson i& iMaclean, i2008). 

iIn ia ibroader isense, ileadership idiversity iinvolves imany ifactors, iincluding ia imix iof iindividuals, iattitudes, 

itraits, iand iinput, ibesides ithe imethod ithat iis idesigned ito imake ithe iresulting icombination ifunction 

isimilarly. iOn ithe iother ihand, iinclusive ileadership iis ithe icapacity ineeded ito ihandle ithe imany iviewpoints 

ito iachieve ithe iintended igoals iin ian iefficient imanner. iHollander (2008) ihas iconcluded ithat iinclusive 

ileadership iis iinevitably iabout ithe iconnections ithat ican iaccomplish isignificant igoals ifor imutual ibenefit 

ibetween ileaders iand ifollowers. iDoing ithings iwith ipeople irather ithan ito ithem iis irequired iby ithe 

ifundamental iand ivital iinclusion iof ithese ileadership isuccess ilevels. iAdditionally, ione iof iits igoals iis ito 

iimprove idecision-making iabilities iand iachieve idesired ioutcomes iwithout irelying isolely ion ione iperson's 

iexpertise. iThus ihe ihas isuggested ithat iinclusive ileadership iensures ian ienvironment ithat iminimizes 

ipartiality iin iinput iand ioutput ifor iall iparticipants iwhile ipromoting iand iappreciating icooperation iand 

icompetitiveness ias ivital iparts iof ithe iparticipatory iprocess. iIn iaddition, iit iwas inoted ithat iinclusive 

ileadership ihas ithe ipower ito iinfluenceipolitical idiscourse, iwhere iits ieffects iare iparticularly ifocused ion 

igaining ithe iconsent iof ithe government iand itaking itheir iresponsibility. Nembhard iand iEdmondson (2006) 

ihave idefined iinclusive ileadership ias ileaders iwho iexpress itheir iwillingness ito iaccept iand iappreciate ithe 

iresponsibilitiesi ofiothers. They ialso idefine iinclusive ileadership ias ithe iargument ior iactions iof ithe ileader. 

iThe iword i"inclusive" iconnotes ibeing ia irespected isupplier iand ifully iaccountable ifor iyour icommitment 

ito iachieving ithe ifinest iresults iat iany ilevel. iThere iis ialready ia isignificant iamount iof iresearch ithat 

iillustrates ihow ito ihandle ichallenging icircumstances iin ian iorganization. iEmployees ithat iare 

isufficientlyiengaged iin itheir iworkivalueitheir irelationships iwithicoworkers iand iorganizational leaders 

(Schneider i& iMacey, i2010).  iAccordingly, imotivated iindividuals iwho iare iactively iinterested iin itheir 

iwork ihave ia ipositive, iproductive irelationship iwith iit (Kahn, i1990). iPrevious istudies iin ithis iarea ihave 

itypically iused ione iof itwo imethods ito ianalyze iengagement iexperiences (Kahn, i1990). iPsychological 

iconditions ifor iinvolvement iare ione istrategy. iwhereas ia iperson imust ihave iaccess ito ipersonal iresources, 
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ifeel ipsychologically isafe, iand ihave ia ijob ithat ibecomes isufficiently imeaningful ito ibe iengaged iin itheir 

icareer (May, iet ial, i2004). iThe ijob idemand-resources imodel iis ianother iapproach ithat ibases iparticipation 

ion ithe iaccessibility iof ipractical iemployment iresources (Baker i& iDemerouti, i2014). iScholars iwho ihave 

ireorganized ithe iacademic iliterature ihave ifound ithat iacademic iresearch ilags ibehind iadvancements iin 

ipractice (Macey i& iSchneider, i2008). iThis iis iparticularly iclear iin irelation ito ithe ipart iinclusive ileadership 

iplays iin iboosting iemployee iengagement. i 

 Prior istudies iin ithis iarea ihave ilooked iinto ia ivariety iof iinfluencing ielements. iHowever, iit ihas ibeen 

idiscovered ithat ileadership iand iits imany itaxonomies ihave ithe imost iimpact ion iemployee iengagement iof 

iall ithe ivariables (Loannidou, iet ial, i2016). iIn ia isimilar ivein, icontemporary iresearch ihas idemonstrated ia 

ilink ibetween iinclusive ileadership iand iemployee iengagement iin ia ivariety iof icontexts. iSimilarly, iearlier 

iresearch iindicates ithat ipsychological idiversity iis ione iof ithe ikey iconstructs ithat iunderlie ithe irelationship 

ibetween iinclusive ileadership iand ia ivariety iof iindividual-level ibehaviors, iincluding ipsychological 

idiversity, iemployee ijob isatisfaction, iand iorganizational icitizenship ibehavior (Choi, iet ial, i2015). iHowever, 

ithere ihasn't ibeen ia ilot iof iresearch idone iin ithe ipast, iparticularly iin ideveloping icountries ilike 

iAfghanistan, ion ithe iimpact iof iinclusive ileadership ion iemployee iengagement. iThis istudy imakes ithe icase 

ithat iinclusive ileadership iinfluences iwork iengagement iand ithat ipsychological idiversity iplays ia irole iin 

imediating ithis ieffect. iAs ia iresult, ithe icurrent istudy imight itheoretically isuggest ithat, iin ithe icontext iof 

iAfghanistan ias ia iwar-torn icountry, iinclusive ileadership ihas ia ipositive iimpact ion iwork iengagement 

ithrough ithe imediation iof ipsychological idiversity. iTo ithe ibest iof ithe iresearcher's iknowledge, ithis istudy 

iis ia ipioneering ieffort iin ithe icontext iof iAfghanistan. iThe ireason ifor ichoosing iorganizations iin 

iAfghanistan iis idue ito ia idecline iin iworker iengagement, iwhich ihas ian iimpact ion ithe iorganization's 

iexpectations. iEvery iorganization ihas ia igoal ifor iexpansion iand isustainability. iThus, iin ithe imodern iworld, 

iorganizations iare irepresented iby iboth itheir iexecutives iand itheir istaff. iEmployers istrive ifor iengaged 

iworkers iand iinvest ia ilot iof imoney iin iimproving iwork iengagement. iOrganizations itake ithe iinitiative 

ithrough itheir ileaders isince iworkers iare irecruited ito ido ispecific itasks. iAlthough ithere iis ino iconcrete 

ievidence ilinking ia ileader's iactions ito ifollowers' iparticipation, ithe itheory iargues ithat ipsychological 

idiversity iis ia ikey ifactor iin ithis irelationship. iEach iemployee imust ibe icommitted ito iand ibelieve iin ithe 

icompany's idrivers, ibeliefs, iand ivalues ito iachieve ithis. iThis istudy iinvestigates ihow iinclusive ileadership 

iaffects iwork iengagement iand icalculates ithe iinfluence iof ipsychological idiversity. iIt ialso ilooks iat ihow 

ipsychological idiversity imight iact ias ia imediator ibetween iinclusive ileadership iand iwork iengagement. iThe 

iarticle iconsists iof ifive iparts, ithe ifirst ipart iis ithe iintroduction, ithe isecond ipart iis ithe iliterature ireview, 

ithe ithird ipart iincludes ithe itheoretical iframework, ithe ifourth ipart iis ithe ianalysis, iand ifinally ithe 

iconclusion. 

LITERATURE REIVEW 
  Ainumber iof ieconomists ihave iexamined ithe irelationship ibetween iinclusive ileadership iand iwork 

iengagement ifrom ivarious iangles. iThe iliterature ireview iregarding ithe irelationship ibetween iinclusive 

ileadership iand iwork iengagement iare: iBing iand ihis icolleagues (2017) ihave iconducted ieffects iof iinclusive 

ileadership ion iemployee ivoice ibehavior iand iteam iperformance: iThe imediating iof icaring iethical 

ienvironment iwith ia idescriptive imethodology iin iChina. iThe ifindings ishowed ithat iinclusive ileadership 

iwas ipositively icorrelated iwith iemployee ivoice ibehavior iat ithe iindividual ilevel iand iteam iperformance 

iat ithe iteam ilevel iand ithat ia icaring iethical ienvironment imediated iboth ithe irelationship ibetween iinclusive 

ileadership iand iemployee ivoice ibehavior iat ithe iindividual ilevel iand ithe irelationship ibetween iinclusive 

ileadership iand iteam iperformance iat ithe iteam ilevel. iRodreguiz (2018) ihas iconducted iresearch ion 

iinclusive ileadership ion iwork iengagement: ithe imoderating ieffect iof ipsychological idiversity ienvironment 

ithe iperiod ifocus iis ifrom i2004 ito i2018. ihe idecided ito iuse ia iregression ianalysis iusing iAndrew iHayes’ 

iPROCESS itool ion iSPSS iwas iused. iAccording ito icorrelation iresults, iinclusive ileadership ihas ia istrong, 

ifavorable irelationship iwith iemployee iengagement. iHence, iinclusive ileaders ican iplay ia icrucial irole iin 

ireducing ibusiness iand iemployee iissues iin iorganizations ithat imay ior imay inot ihave ia icongruent 

ienvironment iby iworking itogether iand iincorporating idifferent istyles iof ithinking. iYo (2018) ihas isought 

ithe iimpact iof iinclusive ileadership ion iemployee iengagement iby iusing ia idescriptive istatistical ianalysis 

isampling iresearch imethod. iAccording ito ithis iempirical istudy, iinclusive ileadership iis ia igood iindicator 

iof iemployee iengagement. iIn iother iwords, iinclusive ileadership iincreases iemployee iengagement, iand 

iemployees irespond ifavorably ito ileaders iwho iare imore idecisive iin itheir iactions. iThis istudy ifocused ion 
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ileadership; ihowever, iinclusive ileadership iplaced ia istrong iemphasis ion itwo-way icommunication ibetween 

ileaders iand iemployees. iHuyen iand iothers (2019) iconducted ithe iimpact iof iinclusive ileadership ion ijob 

iperformance ithrough ithe imediators iin i2019 iin iChina. iusing ia istructural iequation imodel iapproach ito 

ianalyze ithe isurvey idata ifrom irespondents iwho iworked ifor iinterior idesign iand iconstruction icompanies, 

iinclusive ileadership ihas ia ifavorable iimpact ion ikey ideterminants ilike iemployee iwell-being, iperson-job 

ifit, iand iinnovative ibehavior. iEmployee iwell-being iand ithe iperson-work ifit; ihowever, ihad ino iappreciable 

idirect iinfluence ion ijob iperformance. iThe istudy ialso ifound ithat iinventive iactivity imediates ithe 

irelationship ibetween iperson-job ifit iand iwork isuccess. iA irelationship ibetween iemployee iwell-being iand 

ijob iperformance imay ialso ibe imediated iby itwo iother ifactors, iincluding imutual iregard iand iintrinsic 

imotivation ibased ion ithe iresearch. iEmmanuel (2020) ihas iexamined ithe iimpact iof iinclusive ileadership ion 

iinnovative iwork ibehavior iperiod itime iof i2020 iwith ia iquantitative iresearch imethodology iavailability iand 

imeasurement. iAccording ito ithis iempirical istudy, iinclusive ileadership iis ia igood iindicator iof iemployee 

iengagement. iIn iother iwords, iinclusive ileadership iincreases iemployee iengagement, iand iemployees 

irespond ifavorably ito imore idecisive ileaders iin itheir iactions. iThis istudy ifocused ion ileadership; ihowever, 

iinclusive ileadership iplaced ia istrong iemphasis ion itwo-way icommunication ibetween ileaders iand 

iemployees. iPriyadarshini i& iRajappan (2020) ihave iexamined ithe ieffect iof iinclusive ileadership ion iwork 

iengagement. iusing iWarpPLS ito iexamine ithe idata. iThe iresults iof ithe istudy ishow ia istrong icorrelation 

ibetween iinclusive ileadership iand iwork iengagement. iAlso, ithe iresults ishow ithat iinclusive ileadership iand 

iwork iengagement ihave ia imoderating ieffect ion iperson-job ifit. iAccording ito ithe istudy, iinclusive 

ileadership ibehaviors iby iimmediate isuperiors iencourage iand ifacilitate ireciprocal iwork iamong itheir 

isubordinates. iWahab iand iothers (2021) ihave isought iinclusive ileadership iand iemployee iengagement 

ithrough ithe imediating irole iof ipsychological iempowerment iin iAfghanistan. iThree ihypotheses iwere 

icreated iand ivalidated iusing iquantitative itechniques iand istructural iequation imodeling iwith iSmart iPLS 

isoftware ito icalculate ithe ilink ibetween ithe ivariables iindicated. iAccording ito ithe istudy's ifindings, 

iinclusive ileadership ihas ia ibig iimpact ion iemployee iengagement. iResults ifurther iindicate ithat ithe ilink 

ibetween iinclusive ileadership iand iemployee iengagement iis imediated iby ipsychological iempowerment. 

iAslan iand iothers (2021) iconducted iresearch ion ithe ieffect iof iinclusive ileadership ion iwork iengagement 

iin iTurkey iin i2021 iusing iSPSS iand iAMOS isoftware iwas iapplied. iThe ifindings ishowed ithat 

ipsychological isafety ipartially imediates ithe irelationship ibetween iinclusive ileadership iand iwork 

iengagement iand ithat iinclusive ileadership iis ia istrong ipredictor iof iwork iengagement. iAccording ito ithe 

iresearch, iinclusive ileadership ihas ia ifavorable iand isignificant iimpact ion iwork iengagement, iwhich 

isuggests ithat iinclusive ileadership iraises iwork iengagement. iBao (2021) isought iinclusive ileadership iand 

iwork iengagement ithrough ia imoderated imediation imodel iin i2021 iby iusing ihierarchical iregression 

ianalysis iand ithe iprocessing itechnique icreated iby iHayes's iapproach. iThe ifindings idemonstrate ithat 

iinclusive ileadership, ithrough iperson-job ifit, iis ifavorably iassociated iwith iemployee iwork iengagement. 

iThe ifindings ialso ishow ithat ithe ifavorable idirect association between iinclusive leadership iand person job 

ifit ias iwell ias ithe iindirect irelationship ibetween iinclusive leadership and work engagementivia iperson job fit 

iare imoderated iby iemployees' isense iof iresponsibility. iJin iand ihis icolleagues (2023) ihave iused ia isurvey 

idesign ias ia iresearch imethod ito iassess ithe ieffect iof iinclusive ileadership ion iinnovative iwork ibehavior. 

iThe idata iwas ianalyzed iusing iSPSS iand iMplus's istructural iequation imodeling. iThe istudy idemonstrated 

ithe irelationship ibetween iinclusive ileadership iand icreative iworkplace ipractices. iThe itheory iof iinclusive 

ileadership iis ieffectively isupplemented iby iresearch ion iinclusive ileadership iin ithe icontext iof iChinese 

iculture. i 

 The iliterature ireview iregarding ithe irelationship ibetween ipsychological idiversity iand iwork iengagement 

iare: iYee iand ihis icolleagues (2014) ihave iexamined ithe ieffect iof ia ipsychological ienvironment ifor 

icreativity ion ijob isatisfaction iand iwork iperformance iwith ia iquantitative isurvey imethod iin iMalaysia. iThe 

ipurpose iof ithis istudy iwas ito ilook iinto ihow ijob iperformance iand ijob isatisfaction iare iaffected iby ia 

icreative ipsychological ienvironment. iThe ifindings iindicate ithat iall ivariable iassociations iwere ipositively 

iand isignificantly iconnected iamong ielectrical iengineers iwho ionly iworked iin ithe iKlang iValley: ijob 

isatisfaction iand iwork iperformance, ia ifavorable ipsychological ienvironment ifor icreativity, ithe 

ipsychological ienvironment ifor icreativity, iand iwork iperformance iwas ifound ito ibe imediated iby ijob 

isatisfaction. iRaina i& iNarayanan (2018) iused ia iprimary istudy iapproach ito iexamine ithe iimpact iof 

iworkforce idiversity's iprimary idimension ion iemployee iengagement iover ithe ilong iperiod ibetween i1997 
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iand i2017. iThe iimpact iof iworkforce idiversity ion iresults iat ithe ifirm ilevel ihas ibeen iexamined iin ia iwide 

irange iof istudies. iAccording ito ithe ireview, igender iand iother ifactors iwere istudied iless ifrequently ithan 

ithe ieffects iof iage ior igenerational idisparities. iAge, ialong iwith igenerational iand itemporal idifferences, 

ihad ia isubstantial icorrelation iwith iengagement, ialthough igender iand iother ifactors ihad ino imeaningful 

iinfluence. iJayavardana i& iPryashantha (2019) istudied ithe ieffect iof iworkforce idiversity ion iemployee 

iperformance iin iSrilanka iin ithe iyear i2019 iand iused ia iquantitative istudy itechnique. iThe ifindings ishowed 

ithat ithere iwas ia ipositive iand isignificant irelationship ibetween iage idiversity iand iemployee iperformance. 

iIncreased iage idiversity iwas ifound ito ibe ipositively icorrelated iwith iemployee iperformance, iaccording ito 

ithe ifindings iof iall ithese istudies. iThe iresults iof ithe ianalysis iindicated ithat ithere iwas ia isignificant iand 

ipositive irelationship ibetween ieducational ibackground idiversity iand iemployee iperformance. iLyndon iand 

ihis icolleagues (2020) iare iexamined ithe iemployee ireactiveness iand iinclusive ileadership: itime ito imanage 

idiversity iemotional iin ithe itime iconsuming i2020 iwith iqualitative iresearch imethodology iin iIndia. iThe 

iresults idemonstrated ithat isupervisors ihad iemotionally ireactive iand inegative iworkers. iThe iobservation 

irevealed ithat iproviding iindividualized ifeedback iand icoaching ihelped ienhance iefficacy. iThey ifelt 

ienergized iby istrategies ilike idelegating. iThe iinvestigation ialso irevealed ithat ifreedom ito iexperiment iand 

iempowerment iboth iemerged ias ieffective isupport imechanisms. i iAlshaabani iand iothers (2021) ihave 

isearched ithe iimpact iof idiversity imanagement ion iemployees’ iengagement: ithe irole iof iorganizational itrust 

iand ijob iinsecurity iwithin ithe iperiod itime i2021 iby iquantitative iresearch imethodology. iFindings ishow 

ithat idiversity imanagement ipositively iand isignificantly iaffects iemployees' iengagement, iand ithis 

iassociation iis istrongly iand ieffectively imoderated iby iorganizational itrust iand ijob iinsecurity. iAs ia iresult 

iof ireviewing ithe iliterature iof ithe iprevious iempirical istudies, iit ican ibe iconcluded ithat ithey iall ifound ia 

ipositive iand ieffective irelationship ibetween iinclusive ileadership iand iwork iengagement. 

 

THEORETICAL FRAMEWORK 

THEORIES OF INCLUSIVE LEADERSHIP 

 The iconcept iof iinclusive ileadership iwas ifirst iexplored iin iWestern ieducation. iLeader iinclusivity iis 

idefined iby iNembhard iand iEdmondson (2006) ias ia ileader's iverbal iand ibehavioral iperformance ito 

iencourage iand ivalue istaff iinput. iAccording ito iHollander (2012), iinclusive ileadership iaims ito icreate ia 

ipartnership ithat iis imutually iadvantageous ifor iboth ileaders iand itheir isubordinates. iThe iidea iof iinclusive 

ileadership iis ian iextension iof iHollander's iidea iof ileadership iestablished iby i (Carmeli, et al, 2010). iIt iis 

icharacterized ias ia ileader's iability ito idemonstrate iopenness, iaccessibility, iand iconnection iwith ifollowers. 

iIn ilater iresearch ion iinclusive ileadership, ithis istrategy ihas ibeen ifrequently iused i (Choi, et al, 2016). 

iAccording ito ithis iframework, iinclusive ileaders iprove ithat ithey iare iindependent ithinkers. iTo icreate ian 

ienvironment iwhere iall iemployees iare itreated iequally iand ithere iis ino idiscrimination ibetween imembers 

iof ithe iin-group iand ithe iout-group, iinclusive ileadership iis inecessary i (Nishii, 2013). iThe iinclusive 

ileadership istyle iis icharacterized iby ian iemphasis ion ibeing ipeople-oriented, iethical, iand ifair. iIt ialso 

idemands iequitable itreatment iconcerning ithe iattitudes iof isubordinates iand iis iconvinced iof ithe iimportance 

iof iorganizational icoherence i (Liu & Qi, 2017). iNembhard i& iEdmondson (2006) ihave iadvocated iinclusive 

ileadership iin ithe ifield iof imanagement, iwhich ientails ithe ispeech iand ibehavioral iperformance iof ileaders 

iin imotivating itheir isubordinates ito iwork iand iparticipate. iThey ialso isupported ithe ifunction iof ivicarious 

ilearning iin ibuilding ian iinclusive ienvironment. iAccording ito iHirak iand ihis ipartners (2012), iinclusive 

ileadership isignificantly iimproved ithe ipsychological istability iof isubordinates. i 
THEORIES OF WORK ENGAGEMENT 

Kahan's i(1992) iwork iserved ias ia isource iof iinspiration ifor iRothbard i(2001), iwho idefined iengagement 

ias ia itwo-dimensional imotivational iconstruct ithat iincludes iattention i(the icognitive iavailability iand iamount 

iof itime ione ispends ithinking iabout ia irole) iand iabsorption i(the iintensity iof ione's ifocus ion ia irole).Some 

iwho iview iwork iengagement ias ithe iadvantageous iantithesis iof iburnout itake ia iquite idifferent itack i 

(Maslach, et al, 2001). iMaslach iand ihis icolleagues (1997) iclaim ithat ithe ithree iburnout icharacteristics iare 

ithe iexact iopposites iof iengagement, iwhich iis idefined iby ienergy, iinvolvement, iand iefficacy. iJob 

iengagement iis idescribed iand ioperationalized iin iits iown iright ias ia ipositive, irewarding istate iof imind 

ithat iis imarked iby ivigor, idevotion, iand iabsorption i (Schaufeli, et al, 2002). iThe itwo imain isigns iof 

iburnout, itiredness, iand icynicism, iare iseen ias ithe iexact iopposites iof ivitality iand idedication i (Schaufeli 

& Taris, 2005). iAs iwe've iseen, irather ithan ithe iwork iposition ior ijob ifunction, ithe iorganization iserves ias 

ithe istandard iin ibusiness icontexts. iBoth iacademic iconceptualizations ithat icharacterize iengagement iin 
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itheir iown iright icontain ielements ithat iare ibehavioral-energetic i(vigor), iemotional i(dedication), iand 

icognitive i(absorption). 

 

THEORIES OF PSYCHOLOGICAL DIVERSITY 

The imain iviewpoints ion idiversity ican itheoretically ibe idivided iinto ithree icategories. iFirst, isocial iinjustice 

iin iorganizations iis ithe isubject iof ithe imoral-ethical iapproach iand ithe idiscrimination iand ifairness 

iperspective i (Ely & Thomas, 2001). i iThe isecond iapproach iis iorganizational iand ieconomic, iwhich 

iprimarily ifocuses ion ihow idiversity iaffects iresults irelating ito ithe iworkplace i (Milliken & Martins, 1996). 

i iThird, ithe iintegration-and-learning iperspective iis ifounded iby iEly i& iThomas (2001) ion ithe iidea ithat 

idifferent iemployees' italents, iexperiences, iand iinsights imay ibe iuseful iresources ifor ilearning iand ichange, 

iare ivalued iin ithe iworkgroup ifor iachieving iits iobjectives. iThe iunderlying ideep-level idiversity i(such ias 

iattitudes, iopinions, iinformation, iand ivalues) ithat itakes itime ifor igroups ito iemerge ihas isince ibeen 

idistinguished iby iresearchers ifrom isurface-level idiversity i(like idemographic icharacteristics) ithat iare imore 

iimmediately iapparent i (Jackson, et al, 1995). i iLastly, ithe ivirtue iethics iapproach iof iMilliken i& iMartins 

(1996) iis imore iin iline iwith ideep-level idiversity iand iemphasizes ithe irole iof iemotions ilike iforgiveness 

iand ifavor iin ireducing ibias, ipreventing irigid isocial icategorization, iand ieliminating ithe iconflicts iof 

iemploying ia idiverse iworkforce ias iopposed ito ithe ibusiness icase ifor idiversity. iThe ivalue iethics iapproach 

ialso iincludes irespecting iconnections iand iaccepting ieach iperson's iuniqueness, iin iaddition ito 

iacknowledging ithe ivariety iof iemotions iin ithe iworkplace i (Wallace, et al, 2014). iIn iaddition ito iD&I 

ipolicies, irules, iand iprocedures, ileaders imust ibe iable ito icommunicate ithe iimportance iof idiversity 

iinternally ifor ifirms ito ibecome itruly iinclusive i (Barak, 2015). iWith iexamples iof iopenness, iaccessibility, 

iand iavailability ithat istrengthen ithe ipositive ibenefits iof idiversity ion ithings ilike iperformance, 

iengagement, iwork ihappiness, iand iperceived iorganizational isupport, ithis iparticular ileadership istyle 

ifavorably iaffects ihow iemployees isee iinclusion i (Blomme, et al, 2015). iEmployee iengagement iconsequently 

iincreases ias ia iresult iof ithese ieffects. 

EMPIRICAL ANALYSIS 
 In ithis ipart, ithe ifindings iof ithe istudy iare igiven iin itwo isections. iThe ifirst isection iincludes icorrelations, 

ihierarchical iregression ianalysis, iand iinteraction itables. iLastly, idemographic icomparisons iamong ithe 

ivariables iwere imade iby idifference itests iin ithe ithird isection. 

CORRELATION ANALYSIS i 

 To iexamine ithe irelationships ibetween ivariables, ia ibivariate icorrelation ianalysis iis idone. iIn ithis ianalysis, 

iPearson iProduct iMoment iCorrelation iMethod iis iconducted. iThe imeans, istandard ideviations, iand 

icorrelations irelated ito iall ifactors iare ipresented iin iTable i1. iAll icorrelations iare isignificant iat ithe i0.01 

ilevel iand iimply iweak-to-mediator irelationships, iranging ifrom i0.018 ito i0.426. i i 

TABLEi1: i iMEANS, STANDARD DEVIATION AND iCORRELATIONS FOR STUDY VARIABLES  

 i 
 i i Mean i SD i 1 i 2 i 3 i 

1. iInclusive iLeadership i 4.34 0.14 1 i   

     i  

2. iWork iEngagement i 4.16 0.17  i0.426** i 1 i  

      

3. iPsychological iDiversity i 4.38 0.3  i-0.062 i 

(p=0.230) 

-0.018 

(p=0,728) 

1 i 
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** iCorrelation iis isignificant iat ithe i0.01 ilevel (2 itailed) i 

 As iseen iin iTable i1, ia imoderate ipositive irelationship ihas ibeen ifound ibetween iinclusive ileadership iand 

iwork iengagement (r i= i0.426, ip i< i0.01). iBut iinclusive ileadership iand iwork iengagement ihave ino 

isignificant irelationship iwith ipsychological idiversity. İ 

HIERARCHICAL REGRESSION ANALYSIS 
 Hierarchical iregression ianalysis iwas idone ito iestablish istatistically ithe imediator's iimpact. i iTo isee ithe 

ivariables iin ieach imodel iregardless iof itheir idegrees iof isignificance, ithe iregression iin iSPSS iwas 

iperformed iin ienter imode. i 

 TABLE 2: RESULTS OF HIERARCHICAL REGRESSION ANALYSIS FOR WORK 

ENGAGEMENT  

Dependent iVariable: iWork iEngagement 

Variables i 

 i 

 i i 

Beta i 

 i i 

t i 

p i 

Step i1 i  i i  i i  i i 

Inclusive iLeadership i 

R= i0,426; iR2= i0,182; iF= i83.935; ip= i0,001 i 

 i i 

0.426 i 

 i i 

9.162 i 

 i i 

0,000 

Step i2 i  i i  i i  i i 

Inclusive iLeadership i i 

 i i 

0.427 

 i i 

9.144 i 

 i i 

0,000 i 

Psychological iDiversity i 

 

 iR= i0,427; iR2= i0,180; iF= i41876; i= i0,000 

0.008 i 0.180 i 0,857 

Step i3 i  i i i i iDependent iVariable: iPsychological 

iDiversity 

 i  i i  i i 

Inclusive iLeadership i i 

 i i 

0.062 

 i i 

1.444 i 

 i i 

0,230 i 

 

 iR= i0,062; iR2= i0,004; iF= i1.444; ip i= 

i0,230 

Step i4 i  i i  i i  i i 

Inclusive iLeadership i i 

 i i 

0.427 

 i i 

9.144 i 

 i i 

0,000 i 

Psychological iDiversity 0.010 i 0.180 i 0,857 
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Interaction i 

R= i0,062; iR2= i0,004; iF= i736; ip= i0,480 

-0,066 -1.162 i 0,246 i 

 
 In ithe ifirst imodel, iit iis iseen ithat iInclusive iLeadershipicould istatisticallyiexplain work engagement 

(R2=0.182, ip i= i0.000 i< i0.05). iSince iInclusive iLeadership ican iexplain iwork iengagement, iit ican ibe isaid 

ithat ithe ifirst ihypothesis iof ithe iresearch iis isupported. i 

 But iin ithe isecond, ithird iand ifourth imodels, iwhen ithe imediator iinteracts iwith ithe iindependent ivariable, 

iit iis ifound ithat ithe iinteraction icannot istatistically iexplain ithe idependent ivariable i(R2 i= i0.004, ip i= 

i0.480 i> i0.05). iThis imeans ithat ithe imediator idoes inot ihave ian ieffect ion ithe irelationship iof iindependent 

iand idependent ivariable. i i 

DIFFRENCE TEST 

 Researchers icaniexamineitheidifferencesibetweenistudyivariables ibasedion demographic ifactors using   SPSS's 

idifference itests. iParametric iand inon-parametricitestsiareibothiaipartiof idifferential ianalysis. iNon-parametric 

itests iwere iutilized iin ithis istudy isince ithe isample isizes ifor ithe ivarious igroups iwere iinsufficient ito 

iperform ia iparametric itest iand ithe irequirements ifor ithe ivariables' inormality ihad inot ibeen imet. iBecause 

itheiexamined ivariables ihaditwo igroups, ithe iMann-Whitneyirank isum itest iwas iutilized iasia inon parametric 

ianalysis. iOnly isignificant ifindings iare ipresented iin ithis isection. i i 

ORGANIZATION i i 

TABLE 3 THE DIFFERENCE OF INCLUSIVE LEADERSHIP ON CATEGORICAL 

ORGANIZATION  

 Categorical 

iorganization i N i Mean iRank i Sum iof iRanks i 
Significance i 

Level i 

 Gov 23 4.35 100  

Inclusive 

iLeadership i 

NGO 267 4.34 1158.78 

0.516 i Private i 90 4.35 i 391.56 i 

Total i 380 i  i 

 
 To idetermine ithe idifference iin ithe icategorical iorganization iof iInclusive iLeadership, ithe iMann-Whitney 

irank isum itest iwas iapplied. i iThe ifindings iindicate ithat ithere iis ino idifference iin iinclusive ileadership 

ibetween ithe iemployees iin iall icategories (µRank iGovt= i4.35, iµRank iNGO=4.34, iµRank iPrivate i=4.35) 

ithat iis istatistically isignificant (p= i0.516 i> i0.05). 

 

 

CONCLUSION 

 Theistudy iinvestigates ithe iimpact iof iinclusive ileadership ion iwork iengagement iwith imediating 

iroleiofipsychologicalidiversity. Initheistudyitheicorrelationianalysis, iHierarchical iRegression iAnalysis iand 

idiffrence itest iwas iused iwhich icorrelation ianalysis idetermined istadard ideviation, imean iand imedian. 

iHierarchical iregression ianalysis ispecify ithe iinteractions ibetween ivariables. iDiffrence itest iassesses ithe 

idifference iin ithe icategorical iorganization iof iInclusive iLeadership ibetween ithe iemployees iin iall 
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icategories. iThe iresults iof icorrelation ianalysis ishow ia imoderate ipositive irelationship ibetween iinclusive 

ileadership iand iwork iengagement. iBut iinclusive ileadership iand iwork iengagement ihave ino isignificant 

irelationship iwith ipsychological idiversity. iThe iresult iof ihierarchical iregression ianalysis iin ithe ifirst imodel 

iof ithe iHierarchical iRegression iAnalysis idemonstrates ithat iInclusive iLeadership icould istatistically iexplain 

iwork iengagement. iSince iInclusive iLeadership ican iexplain iwork iengagement, iit imeans ithe ifirst 

ihypothesis iof ithe iresearch iis isupported. iBut iin ithe isecond, ithird iand ifourth imodels iof ithe iHierarchical 

iRegression iAnalysis, iwhen ipsychological idiversity iinteracts iwith iinclusive ileadership, iit iis ifound ithat 

ithe iinteraction icannot istatistically iexplain iwork iengagement. iThis imeans ithat ithe ipsychological idiversity 

idoesn’t ihave ian ieffect ion ithe irelationship iof iinclusive ileadership iand iwork iengagement. iThe iresult iof 

idiffrence itest ishow ithat ithere iis ino idifference iin iinclusive ileadership ibetween ithe iemployees iin iall 

icategories iit imeans ithat itiis istatistically isignificant. iSince iinclusive ileadership ihas ia ipositive irelationship 

ion iwork iengagement, ithen ithe iAfghan ibusiness icommunity ican iuse iit iin ia ipositive iway, ibut ion ithe 

iother ihand, ipsychological idiversity ihas inot iestablished iany ikind iof imediating irelationship ibetween ithe 

iother itwo ivariables, iso ithis iresearch istates ithat ithis ivariable has ino iinfluence ion ithe iperformance iof 

iemployees iin iorganizations. iAccording ito ithe iresults iobtained ifrom ithis iresearch ithat iIV ihas ia ipositive 

irelationship ion iDV, iso iit iis isimilar ito ithe iprevious istudies iin ithe iliterature, ibut ithe imediating i ivariable 

iof ithis iresearch iis inegative ihence ithe iprevious istudies iint iliterature ishow ia ipositive icorrelation. iThe 

ireason ithat iforced ime ito iconduct ia iresearch iunder ithis ititle iwas ithe inewness iof ithe isubject iin 

iAfghanistan, ithat inot ienough iresearch ihas ibeen idone ion ithis itopic iand iit iis istill ian iopportunity ifor 

iAfghan iresearchers ito ibenefit ifrom ithe iresults iof ithis iresearch. iThis istudy iis iimportant ibecause iit 

iprovides iinsights iinto ithe factors ithat icontribute ito iwork iengagement iand ithe irole iof iinclusive ileadership 

iand ipsychological idiversity iin ipromoting iemployee iengagement iand iwelfare. iThe ifindings iof ithis istudy 

ican ihelp iorganizations idevelop ieffective ileadership istrategies iand imanage idiversity ieffectively, iwhich 

ican ilead ito iimproved iorganizational iperformance iand iemployee isatisfaction. 
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