	Table. 1. Comparison to other inclusion climate constructs 
	 
	 

	Measurement 
	Definition 
	Scale Items
	Results from studies that adapt or adopt measure (or similar)
	Comparison between the construct and PICLD

	Organizational Diversity and Inclusiveness Scale (Mulqueen et al., 2012)
	Combines the two terms diversity and inclusiveness (DI):
Diversity (DI) - "extends requirements (Affirmative Action and Equal Employment Opportunity, which specifically designate protected classes of people) to include a broad range of qualities that make people unique." 
	28-item scale
1. My manager values the different opinions of employees.
2. My manager tries to understand others’ experiences from their perspective.
3. My manager treats me with respect. 
4. My manager recognizes the contributions of all employees.
5. My manager is open to being persuaded by people who view things differently from him or her.
6. My manager fosters a welcoming environment for the team.
7. At this organization, I have seen evidence that diverse and inclusive teams are more successful at generating new business than teams that are less diverse and/or inclusive. 
8. At this organization, I have seen evidence that diverse and inclusive teams generate more innovative ideas and solutions than teams that are less diverse and/or inclusive.
9. At this organization, I have seen evidence that diverse and inclusive teams deliver greater customer experiences than teams that are less diverse and/or inclusive.
10. Rewards and recognition are fair. (Note: This is distinct from the annual performance management review.) 
11. The distribution of rewards and recognition is appropriately balanced among individuals and teams.
12. Rewards and recognition systems are inclusive of all locations. (Note: This is distinct from the annual performance management review.) 
13. I am aware of the diversity council.
14. The purposes of the diversity council have been communicated to me.
15. I understand the value that the diversity council brings to this organization.
16. I understand the inclusion mission.
17. The diversity and inclusion mission is directly linked to this organization’s strategic imperatives or business results.
18. The people in my department value my ideas and opinions.
19. The people in my department treat one another with respect. 
20. In my department, new team members feel welcomed and encouraged.
21. The people in my department feel supported and included. 
22. In my department, a buddy or mentoring system is effectively utilized.
23. In my department, we have people with diverse talents and perspectives. 
24. My department’s hiring practices are aligned with the company’s diversity and inclusion mission.
25. I am offered meaningful work assignments and opportunities. 
26. My manager has encouraged me to attend diversity and inclusion training. 
27. My manager communicates the measurable impacts that diversity and inclusion practices have on our business. 
28. My manager encourages employees to be involved in diversity and inclusion events.
	Mulqueen et al. (2012) found interpersonal skills are directly correlated with versatility and leveraging diversity which promotes an inclusive organizational culture 
	Measure employees' perceptions of managers' interpersonal skills and their role in fostering organizational diversity and inclusiveness. The new PICLD scale will measure employees' perceptions of organizational climate to be inclusive of leadership demographic diversity and their ability to develop interpersonal relationships with diverse leaders.

	Climate for Inclusion Scale (Nishii, 2013)
	“Relational sources of bias by ensuring that identity group status is unrelated to access to resources, creating expectations and opportunities for heterogeneous individuals to establish personalized cross-cutting ties, and integrating ideas across boundaries in joint problem solving.” 
	31-item scale (full version)
Dimension 1: Foundation of equitable employment practices
1. This [unit] is committed to having diverse employees well-distributed throughout the organization.
2. The employment/HR practices of this [unit] are fairly implemented. 
3. This [unit] has a fair promotion process. 
4. The performance review process is fair in this [unit].
5. In this [unit], the unique needs of employees are met by flexible benefit programs. 
6. This [unit] invests in the development of all of its employees. 
7. Employees in this [unit] receive "equal pay for equal work." 
8. This [unit] provides safe ways for employees to voice their grievances. 
9. People in this [unit] can count on receiving a fair performance review. 
Dimension 2: Integration of differences
1. In this [unit], employees are comfortable being themselves. 
2. This [unit] is characterized by a non-threatening environment in which people can reveal their "true" selves.
3. Promoting diversity awareness is a priority of this [unit]. 
4. This [unit] values work-life balance. 
5. In this [unit], people's differences are respected. 
6. Employees in this organization are actively encouraged to take advantage of work-life balance programs.
7. This [unit] commits resources to ensuring that employees are able to resolve conflicts effectively.
8. Employees of this [unit] are valued for who they are as people, not just for the jobs that they fill.
9. In this [unit], people often share and learn about one another as people. 
10. This [unit] has a culture in which employees appreciate the differences that people bring to the workplace.
11. Intergroup relations (i.e., between different races, workgroups, age groups, etc.) tend to be characterized by respect and trust within this [unit].
Dimension 3: Inclusion in decision making
1. In this [unit], employee input is actively sought. 
2. It is clear that this [unit] perceives employee input as a key to its success. 
3. Employees in this [unit] are empowered to make work-related decisions on their own.
4. In this [unit], people's ideas are judged based on their quality, and not based on who expresses them.
5. This [unit] has a climate for healthy debate. 
6. In this [unit], everyone's ideas for how to do things better are given serious consideration.
7. Employees in this [unit] are encouraged to offer ideas on how to improve operations outside of their own areas.
8. In this [unit], employees' insights are used to rethink or redefine work practices. 
9. Top management exercises the belief that problem-solving is improved when input from different roles, ranks, and functions is considered.
10. Employees in this [unit] engage in productive debates in an effort to improve decision making.
11. This is an [unit] in which employees make use of their own knowledge to enhance their work.
	Ashikali et al. (2021) adapted Nishii's (2013) scale to develop an 8-item Inclusive Climate Scale. This scale assesses the inclusive climate of a Netherlands public sector organization, both at the individual and team levels. 

Adamovic et al., 2022 adopted Nishii's Climate for Inclusion Scale for their study and found that positive climate for inclusion moderates the relationship between ethnicity and job self-efficacy, boosting job self-efficacy among ethnic minorities. This research also found that a positive climate for inclusion is associated with reduced depressive symptoms.

Brimhall (2019) adopted Mor Barak's Inclusion-Exclusion Scale (Mor Barak, 2017) to measure climate for inclusion. Longitudinal multilevel path analyses revealed that transformational leaders contribute to fostering inclusion perceptions, increasing employee organizational commitment, and enhancing work performance.
	While the measure focuses on eliminating interpersonal bias regarding gender, the PICLD measure is broader to include all demographics that could make a leader diverse.

	Perceived Group Inclusion Scale (PGIS; Jansen et al., 2014)
	“The degree to which an individual perceives that the group provides him or her with a sense of belonging and authenticity.” 
	16-item scale
This group…
1. Gives me the feeling that I belong.
2. Gives me the feeling that I am part of this group.
3. Gives me the feeling that I fit in.
4. Treats me as an insider.
5. Likes me.
6. Appreciates me.
7. Is pleased with me.
8. Cares about me.
9. Allows me to be authentic.
10. Allows me to be who I am.
11. Allows me to express my authentic self.
12. Allows me to present myself the way I am.
13. Encourages me to be authentic.
14. Encourages me to be who I am.
15. Encourages me to express my authentic self.
16. Encourages me to present myself the way I am.
	Şahin et al. (2019) adapted the PGIS to measure felt inclusion and discovered that it mediates the connection between deep-level dissimilarity (attributes that are less visible or easily detected) and work-related outcomes, such as job satisfaction, work-related stress, turnover intentions, career commitment, and career advancement motivation. They also found that a climate of inclusion moderates the relationship between deep-level dissimilarity and felt inclusion. In this context, a positive inclusion climate buffers the negative connection between perceived dissimilarity and felt inclusion.  

Santuzzi et al. (2021) examined the workplace environment's impact on employees' perceptions of commonly used forms for disclosing disabilities. They assessed inclusion using the PGIS and found that a more inclusive workplace increases employees' perceptions of the appropriateness of disability disclosure forms, reduces negative emotions, and boosts positive emotions.
	This measure focuses on group-level inclusion without examining interpersonal relationships. In contrast, the new PICLD measure will examine employees' perception of diverse leaders' group inclusion and their interpersonal relationships with demographically diverse leaders. 

	Inclusive Climate Scale (Nelissen et al., 2017)
	“Extra-role behavior that is intended to benefit people with disabilities at work.” 
	5-item scale
1. In my team people with disabilities are accepted.
2. In my team people with disabilities are helped.
3. In my team people with disabilities are treated as other colleagues. 
4. In my team we are attentive to the needs of people with disabilities. 
5. In my team we are attentive to the opportunities of people with disabilities. 
	Nelissen et al. (2017) found that inclusive climate moderated the relationship between employee’s prosocial motivation and inclusive behavior, such that high inclusive climate made the relationship weaker and low inclusive climate made the relationship stronger. 

Luu (2019) found that disability inclusive climate mediates the relationship between benevolent leadership and three components of employee well-being (i.e., perceived discrimination, job satisfaction, and need for recovery). 
	The measure focuses on the acceptance and treatment of colleagues with disabilities in their team. In contrast, the new PICLD measure is inclusive of various unique characteristics that extend beyond disabilities and includes all demographic traits.

	Workgroup Inclusion Scale (Chung et al., 2020)
	“The satisfaction of both belongingness and uniqueness in that an increased sense of belongingness does not necessarily imply a diminished sense of individual uniqueness.” 
	10-item scale
1. I am treated as a valued member of my work group. 
2. I belong in my work group. 
3. I am connected to my work group. 
4. I believe that my work group is where I am meant to be.
5. I feel that people really care about me in my work group. 
6. I can bring aspects of myself to this work group that others in the group don’t have in common with me.
7. People in my work group listen to me even when my views are dissimilar.
8. While at work, I am comfortable expressing opinions that diverge from my group.
9. I can share a perspective on work issues that is different from my group members. 
10. When my group’s perspective becomes too narrow, I am able to bring up a new point of view. 
	Chung et al. (2020) found that work group inclusion was positively related to diversity climate and leader inclusiveness. Additionally, work group inclusion positively correlates with employees' performance, creativity, and helping behavior. 
	The measure focuses on inclusive climate at the group level. In contrast, PICLD will measure inclusive climate based on employees' perceptions of leadership demographic diversity inclusion and their interpersonal relationships with them. 

	Inclusive Leadership Scale (Al-Atwi and Al-Hassani, 2021)
	Examines leadership behaviors via a multidimensional construct (i.e., supporting team members, ensuring justice and equity, shared decision making) that promote employees belongingness.
	25-item scale
My leader…
1. Really cares about my wellbeing.
2. Cares about my general satisfaction at work.
3. Stays in touch within my workgroup.
4. Shows concern for my needs and feelings.
5. Is a good role model for care and acceptance in group interactions.
6. Asks me to verbalize what I have appreciated about being part of the group.
7. Treats me as equally as he/she treats others, without discrimination.
8. Gives me honest and fair answers.
9. Is able to suppress personal biases against me.
10. Enacts policies to provide fairness for group members and ensure a lack of bias.
11. Demonstrates that different group members (e.g. physical disability, ethnic minority) are not stereotyped but treated like others in the group.
12. Uses my workgroup's suggestions to make decisions that affect us.
13. Makes decisions that are based only on his/her own ideas. (R)
14. Encourages me to engage in productive debates in an effort to improve decision-making.
15. Give me opportunities to discuss how to integrate the perspectives offered.
16. Ensures that groupmembers' participation in decision-making has been truly shared within or across tasks.
17. Is open to hearing new ideas.
18. Asks for the input of all team members.
19. Values my personal competence.
20. Appreciates my unique attributes (e.g. abilities, attractiveness, intelligence, or talent).
21. Pays special attention to soliciting different points of view and approaches.
22. Makes me feel that he/she desires to interact and maintain a diverse workforce.
23. Is always ready to support me if I introduce an unpopular idea or solution at work.
24. Supports group members who sometimes may need to complete tasks in non-traditional ways.
25. Provides the encouragement and emotional support necessary to ensure I continue presenting new ideas.
	Ashikali et al. (2021) discovered that inclusive leadership moderates the negative connection between team ethnic-cultural diversity and inclusive climate in a positive way, such that when both team ethnic-cultural diversity and inclusive leadership are high, the adverse relationship between team diversity and inclusive climate is mitigated. 

Javed et al. (2019) found that inclusive leadership positively correlates with innovative work behavior, and this relationship is mediated by psychological safety. 

Choi et al. (2017) discovered that inclusive leadership positively impacts employee well-being and innovative behavior, with person-job fit serving as a mediator in both relationships.
	Examines leadership behaviors that foster employees' sense of belongingness, whereas the new PICLD will measure if employees believe that leaders with demographic diversity are included within the organization and their ability to interact with them. 

	
	
	
	
	

	Table. 2. Development of 13 original items
	 

	Item
	Representation rating for face
validity (Phase 2)

	Item 1: In our organization, we think positively about leaders from diverse demographic backgrounds.
	100%

	Item 2: In our organization, we accept and understand leaders from diverse demographic backgrounds.
	100%

	Item 3: In our organization, leaders’ diverse demographic backgrounds are discussed openly.
	98.4%

	Item 4: In our organization, leaders’ diverse demographic backgrounds are taken into account.
	93.4%

	Item 5: In our organization, we advocate working with leaders from diverse demographic backgrounds.
	96.7%

	Item 6: In our organization, we see the advantage of having leaders from diverse demographic backgrounds.
	100%

	Item 7: In our organization, we have opportunities to work with leaders from diverse demographic backgrounds.
	100%

	Item 8: In our organization, it is important to include leaders from diverse demographic backgrounds.
	100%

	Item 9: In our organization, we expect to work with leaders from diverse demographic backgrounds.
	100%

	Item 10: In our organization, leaders from diverse demographic backgrounds are ignored.
	34.4%

	Item 11: In our organization, we are comfortable working with leaders from diverse demographic backgrounds.
	98.4%

	Item 12: In our organization, we try to retain leaders from diverse demographic backgrounds.
	96.7%

	Item 13: In our organization, it is transparent that leaders are representative of diverse demographic backgrounds.
	98.4%

	Notes: N= 61

	 



	Table. 3. The relevance ratings on the item scale by eight experts 
	 
	 
	 
	 

	 
	Expert One
	Expert Two
	Expert Three
	Expert Four
	Expert Five
	Expert Six
	Expert Seven
	Expert Eight
	Expert in Agreement
	I-CVI
	UA

	Item 1
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 2
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 3
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 4
	0
	1
	1
	0
	0
	1
	0
	0
	3
	.38
	0

	Item 5
	0
	1
	1
	0
	1
	0
	1
	0
	4
	.50
	0

	Item 6
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 7
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 8
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 9
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 10
	0
	0
	0
	0
	1
	1
	1
	1
	4
	.50
	0

	Item 11
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 12
	0
	1
	1
	1
	1
	1
	1
	1
	7
	.88
	0

	Item 13
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	 
	 
	 
	 
	 
	 
	 
	 
	 
	S-CVI/Ave
	.87
	 

	Proportion Relevance
	.69
	.85
	.92
	.77
	.92
	.92
	.92
	.85
	S-CVI/UA
	 
	.69

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Table. 4. The relevance ratings on the item scale by eight experts (two items deleted)  
	 
	 

	 
	Expert One
	Expert Two
	Expert Three
	Expert Four
	Expert Five
	Expert Six
	Expert Seven
	Expert Eight
	Expert in Agreement
	I-CVI
	UA

	Item 1
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 2
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 3
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 6
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 7
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 8
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 9
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 10
	0
	0
	0
	0
	1
	1
	1
	1
	4
	.50
	0

	Item 11
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	Item 12
	0
	1
	1
	1
	1
	1
	1
	1
	7
	.88
	0

	Item 13
	1
	1
	1
	1
	1
	1
	1
	1
	8
	1
	1

	 
	 
	 
	 
	 
	 
	 
	 
	 
	S-CVI/Ave
	.94
	 

	Proportion Relevance 
	.81
	.91
	.91
	.91
	100
	100
	100
	100
	S-CVI/UA
	 
	.82






	
Table. 5. Fornell-Larcker Criterion

	 
	1
	2
	3
	4

	DOL (1)
	0.917
	 
	 
	 

	IGC (2)
	0.595
	0.732
	 
	 

	PICLD (3)
	0.495
	0.664
	0.738
	 

	Satisfaction (4)
	0.698
	0.614
	0.549
	0.831

	Notes: DOL= Diversity-oriented leadership, IGC= Intercultural group climate, PICLD= Perceived inclusion climate for leader diversity


Table. 6. Heterotrait-Monotrait Ratio (HTMT)

	 
	1
	2
	3
	4

	DOL (1)
	–
	 
	 
	 

	IGC (2)
	0.667
	–
	 
	 

	PICLD (3)
	0.504
	0.729
	–
	 

	Satisfaction (4)
	0.793
	0.721
	0.600
	–

	Notes: DOL= Diversity-oriented leadership; IGC= Intercultural group climate; PICLD= Perceived inclusion climate for leader diversity
 



	Table. 7. Structural Model Results
	 
	 
	 
	 

	Relationships
	β
	STDEV
	t-value
	P 

	DOL → Satisfaction
	0.490
	0.082
	6.000
	0.000

	Intercultural → Satisfaction
	0.213
	0.093
	2.283
	0.011

	PICLD → Satisfaction
	0.166
	0.098
	1.687
	0.046

	Notes: β= beta; STDEV= Standard deviation; P= p-value; DOL= Diversity-oriented leadership; PICLD= Perceived inclusion climate for leader diversity






	

Table. 8. Respondent Demographics  
	 

	
	 N

	%


	Gender
	
	

	Male
	80
	43.7

	Female
	97
	53.0

	Other
	6
	3.3

	Age
	
	

	18—29 years
	57
	31.1

	30—39 years
	66
	36.1

	40—49 years
	35
	19.1

	50—59 years
	13
	7.1

	60+
	12
	6.6

	Education
	
	

	High school
	28
	15.3

	Some college (no degree)
	63
	34.4

	Associates degree
	21
	11.5

	Bachelors degree
	62
	33.9

	Graduate degree
	9
	4.9

	Occupations
	
	

	Hotel
	52
	28.4

	Restaurant
	61
	33.3

	Bar/Club
	5
	2.7

	Café/Bakery
	10
	5.5

	Catering/Food Service
	12
	6.6

	Tourism
	21
	11.5

	Events
	7
	3.8

	Cruising
	15
	8.2










	Table. 9. Descriptives and Correlations 
	 
	 
	 
	 

	 
	M
	SD
	1
	2
	3
	4
	5

	PICLD (1)
	5.506
	1.103
	–
	0.558**
	0.400**
	0.419**
	-0.302**

	Justice (2)
	5.051
	1.464
	 
	–
	0.240**
	0.572**
	-0.559**

	Performance (3)
	6.324
	0.616
	 
	 
	–
	0.172*
	-0.152*

	Engagement (4)
	4.186
	1.548
	 
	 
	 
	–
	-0.558**

	Turnover (5)
	3.628
	1.909
	 
	 
	 
	 
	–

	Notes: N=183, **= p <.001; *= p <.05; M= Mean; SD= Standard Deviation
	 

	
Table. 10. Standardized loadings, Cronbach’s alpha, composite reliabilities and AVE

	Item
	Label
	Standardized loading
	Cronbach’s alpha
	CR
	AVE

	PICLD
	 
	 
	0.958
	0.963
	0.686

	In our organization, we think positively about leaders from diverse demographic backgrounds.
	PICLD_1
	0.848
	 
	 
	 

	In our organization, we accept leaders from diverse demographic backgrounds.
	PICLD_2
	0.844
	 
	 
	 

	In our organization, we are understanding of leaders from diverse demographic backgrounds.
	PICLD_3
	0.875
	 
	 
	 

	In our organization, we advocate working with leaders from diverse demographic backgrounds.
	PICLD_4
	0.789
	 
	 
	 

	In our organization, we see the advantage of having leaders from diverse demographic backgrounds.
	PICLD_5
	0.904
	 
	 
	 

	In our organization, we have opportunities to work with leaders from diverse demographic backgrounds.
	PICLD_6
	0.833
	 
	 
	 

	In our organization, it is important to include leaders from diverse demographic backgrounds.
	PICLD_7
	0.789
	 
	 
	 

	In our organization, we expect to work with leaders from diverse demographic backgrounds.
	PICLD_8
	0.822
	 
	 
	 

	In our organization, leaders from diverse demographic backgrounds are not ignored.
	PICLD_9
	0.809
	 
	 
	 

	In our organization, we are comfortable working with leaders from diverse demographic backgrounds.
	PICLD_10
	0.789
	 
	 
	 

	In our organization, we try to retain leaders from diverse demographic backgrounds.
	PICLD_11
	0.786
	 
	 
	 

	In our organization, it is transparent that leaders are representative of diverse demographic backgrounds.
	PICLD_12
	0.842
	 
	 
	 

	Organizational Justice
	 
	 
	0.943
	0.956
	0.786

	Overall, I’m treated fairly by my organization
	FAIR_1
	0.943
	 
	 
	 

	In general, I can count on this organization to be fair. 
	FAIR_2
	0.947
	 
	 
	 

	In general, the treatment I receive around here is fair. 
	FAIR_3
	0.941
	 
	 
	 

	Usually, the way things work in this organization are not fair. R
	FAIR_4
	0.730
	 
	 
	 

	For the most part, this organization treats its employees fairly. 
	FAIR_5
	0.941
	 
	 
	 

	Most of the people who work here would say they are often treated unfairly. R
	FAIR_6
	0.790
	 
	 
	 

	Job Performance
	 
	 
	0.914
	0.933
	0.698

	I adequately complete assigned duties.
	PER_1
	0.829
	 
	 
	 

	I meet formal performance requirements of the job.
	PER_2
	0.813
	 
	 
	 

	I don't neglect aspects of the job that I am obligated to perform. 
	PER_3
	0.804
	 
	 
	 

	I fulfill responsibilities specified in the job. description.
	PER_4
	0.862
	 
	 
	 

	I engage in activities that can positively affect my performance evaluation.
	PER_5
	0.828
	 
	 
	 

	I perform tasks that are expected of me.
	PER_6
	0.873
	 
	 
	 

	Job engagement 
	 
	 
	0.954
	0.963
	0.813

	Being a member of this organization is very captivating. 
	EGMNT_1
	0.913
	 
	 
	 

	I am really into the “goings-on” in this organization. 
	EGMNT_2
	0.857
	 
	 
	 

	Being a member of this organization makes me come “alive”. 
	EGMNT_3
	0.927
	 
	 
	 

	Being a member of this organization is exhilarating for me.
	EGMNT_4
	0.914
	 
	 
	 

	I am highly engaged in this organization.
	EGMNT_5
	0.914
	 
	 
	 

	I am committed to this organization.
	EGMNT_6
	0.884
	 
	 
	 

	Turnover Intention
	 
	 
	0.946
	0.961
	0.861

	I am starting to ask my friends/contacts about other job possibilities.
	TURNI_1
	0.913
	 
	 
	 

	I am thinking about quitting my job.
	TURNI_2
	0.954
	 
	 
	 

	I intend to leave this company within the next six months.
	TURNI_3
	0.921
	 
	 
	 

	I often look to see if positions in other firms are open.
	TURNI_4
	0.923
	 
	 
	 

	

	 
	 
	 

	
Table. 11. Fornell-Larcker Criterion

	Variable
	1
	2
	3
	4
	5

	Engagement (1)
	0.902
	 
	 
	 
	 

	Justice (2)
	0.589
	0.886
	 
	 
	 

	PICLD (3)
	0.426
	0.579
	0.828
	 
	 

	Performance (4)
	0.173
	0.240
	0.415
	0.835
	 

	Turnover (5)
	-0.564
	-0.558
	-0.308
	-0.155
	0.928

	Notes: N= 183; PICLD= perceived inclusion climate for leader diversity



	Table. 12. Heterotrait-Monotrait Ratio (HTMT)
	 

	Variable
	1
	2
	3
	4
	5

	Engagement (1)
	–
	 
	 
	 
	 

	Justice (2)
	0.609
	–
	 
	 
	 

	PICLD (3)
	0.441
	0.598
	–
	 
	 

	Performance (4)
	0.178
	0.255
	0.435
	–
	 

	Turnover (5)
	0.586
	0.591
	0.319
	0.162
	–

	Notes: N= 183, PICLD= Perceived inclusion climate for leader diversity



[bookmark: _Toc135055202]Phase 5: Literature Review and Hypothesis Development 
3.5.1. PICLD and Organizational Justice
In organizational behavior literature, fairness is often embedded in “organizational justice.” Organizational justice refers to how one perceives outcome distribution fairness (Adams, 1965); fairness of the outcome decision based on processes and procedures (Leventhal, 1976); and fairness in interpersonal treatment and being provided unbiased information when enacting procedures (Bies and Moag, 1986). Organizational fairness can be defined as how employees perceive the fairness of decisions due to the allocation or outcome distributions, the processes for decision-making, and how employees interpret treatment in terms of procedures, distributions, and relational interactions (Matta et al., 2017; Wolfe et al., 2018). Research has positively linked organizational justice to organizational citizenship behavior (Gurbuz et al., 2016), knowledge sharing (Akram et al., 2017), innovative work behavior (Akram et al., 2016), and performance (Yardan et al., 2014). In contrast, when organizations are believed to be unfair in their practices by employees, it could lead to negative repercussions such as deviant behaviors (Demir, 2011), and higher turnover intention (Soltis et al., 2013). Previous studies have revealed various antecedents of organizational justice. Organizational factors such as culture and leadership can influence employees’ perceptions of organizational justice. For example, organizational climate directly impacts organizational justice (Tavangarmarvasti et al., 2020). When an organization shows concern for and cares about employee well-being through organizational support, it can positively influence their overall justice perceptions (Eisenberger et al., 2002). Also, the relationship between inclusive leadership and OCB was revealed to be partially mediated by organizational justice (Tran and Choi, 2019). 
Inclusion has been conceptualized by Mor Barak (2000) as a continuum for the degree in which employees perceive to be involved with important organizational processes (Cho and Mor Barak, 2008). To foster a sense of inclusion, a climate must be developed, so that employees see that diverse leaders have the ability to be themselves, are treated as insiders, but also given the opportunity to gain insight from and utilize team member differences (Boekhorst, 2015; Dwertmann and Boehm, 2016; Ellemers et al., 2013; Nishii, 2013; Shore et al., 2011). Furthermore, integrating employees into organizational practices is crucial to fulfilling their psychological needs and desire for belongingness by forming and establishing relationships with other organizational members (Chaudhry et al., 2021), especially with those on the management hierarchy who are diverse. On the other hand, employees' sense of belonging and self-esteem can be lowered if they feel they are being ignored or rejected (Neubauer et al., 2017) when organizational practices do not provide pathways for them to develop a meaningful relationship with demographically diverse leaders. 
According to the Social Exchange theory (SET), the notion of time is a critical characteristic where one accrues knowledge from previous actions and forms expectations regarding future obligations (Blau, 1964; Gouldner, 1960). It has been suggested that attributions of justice do not have a specific start or end time due to expansive time bracketing (Colquitt et al., 2013). Employees in a social exchange relationship evaluate justice as an ‘entity’ as opposed to an ‘event’ based on their ability to form significant and meaningful interactions. Therefore, organizations that actively promote the inclusion of demographic diversity among leaders, can ignite employees’ justice perceptions because inclusionary work practices allow them to form meaningful social connections and interpersonal relationships with diverse leaders, while judging the fairness of policies due to their integration. When organizations promote an inclusion climate for leader diversity, it could signal to employees that diverse perspectives are valued on the management hierarchy, in turn it could have an influence on their attitudes such as perceived organizational justice. Moreover, when organizations show that they value, support, and respect leader diversity it can signal to employees that the organization is trying to instill a sense of psychological belonging and commitment for leaders who come from diverse demographic backgrounds (Belias and Koustelios, 2014). In turn, employees will evaluate the exchange relationship as positive, in which they reciprocate with increased levels of perceived organizational justice (Colquitt et al., 2001) in support of diversity and inclusion initiatives established by the organization to promote an inclusionary working climate that fosters the acceptance of leader diversity. The following hypothesis is proposed: 
H1: PICLD will have a positive influence on organizational justice. 
[bookmark: _Toc135055195]3.5.2. PICLD, Organizational Justice, and Performance
	Borman et al. (2003) defined performance as “the total expected value to the organization of the discrete behavioral episodes that an individual carries out over a standard period of time.” Organizational factors such as culture (Paais and Pattiruhu, 2020) and climate (Pradoto et al., 2022) have both been found to positively influence performance. 
Belongingness and uniqueness serve as key elements in Shore et al.'s (2011) conceptualization of inclusion in work groups, leading to higher performance. Prior research shows that organizational fairness, as it relates to procedural and distributive aspects of the decision-making process, positively influences employees' performance due to attitudinal changes (Cho and Sai, 2013). Furthermore, perceptions of organizational fairness magnify employees' trust in leadership and their organizational performance (Cohen-Charash and Spector, 2001; Rubin, 2009). An empirical study conducted by Chung et al. (2020) revealed that workgroup inclusion has a positive relationship with employee performance. 
While research on fairness at the individual level has contributed towards theoretical advancement via their explanations of relationships between perceived organizational fairness and different work behaviors, a collective approach towards investigating fairness might be more appropriate to account for social contexts to explain higher-level outcomes (Mossholder et al., 1998; Naumann and Bennett, 2000). Employees are highly influenced by how others get treated in terms of fairness, which dictates their perceptions of overall fairness (Li and Cropanzano, 2009; Naumann and Bennett, 2000), ultimately influencing their work performance. 
[bookmark: _Hlk125712429]Based on SET (Blau, 1964), fairness perceptions are related to high-quality exchange relationships (Wayne et al., 2002) between the organization and employees, and both parties are mutually invested in the concerns and interests of the other party (Shore et al., 2006). Both parties are guided by an obligation to reciprocate favorably and avoid actions outside reciprocity norms (Gouldner, 1960), which has been linked to higher levels of employee performance (Wayne et al., 1997). Additionally, employees could offer reciprocal acts to promote collectivity (Molm, 2010), such as practices that encourage organizational inclusion of diverse leaders. The characterization of reciprocal actions, which extend beyond two parties to involve a third party is known as indirect reciprocity (Flynn, 2005; Molm et al., 2007; Peng et al., 2014), that is, benefits received for performed actions that derive from subjects who are not the original beneficiary (Alexander, 2017). Shore et al. (2011) indicate that a climate of inclusion can only be established when organizational practices treat all social groups consistently fairly. Fostering fairness is a crucial aspect of inclusion because it helps develop trust among employees toward the organization (Chaudhry et al., 2021). One of the critical aspects in fostering fairness perceptions is the application of consistent procedures that are free from and avoid bias (Cohen-Charash and Spector, 2001; Colquitt et al., 2001). Therefore, organizations that promote an inclusive climate that supports the acceptance of leaders from diverse demographic backgrounds should ignite fairness perceptions within employees, where they become motivated to reciprocate to the collective in favor of diverse leaders’ fair and inclusive treatment by indirectly improving work performance. Moreover, social exchange relationships are also operationalized by expected psychological contracts, between the employee and organization (Buttner et al., 2010). The psychological contract entails employees' belief in the organization's capacity to fulfill commitments and obligations within the employee-organization relationship (Morrison and Robinson, 1997; Rousseau, 1989). When organizations fulfill their psychological contract by demonstrating their commitment to fair organizational climates for those who come from diverse backgrounds (Avery and McKay, 2006), such as the inclusion of diverse leaders, employees will in turn reciprocate with higher levels of performance. The following hypothesis is proposed: 
[bookmark: _Hlk125712442][bookmark: _Toc135055196]H2: Organizational justice will mediate the relationship between PICLD and employee work performance.
3.5.3. PICLD, Organizational Justice, and Engagement 
	Schaufeli et al. (2002) defined employees work engagement as “a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption” (p. 74). Vigor refers to the willingness to invest in work with high energy and mental resilience. Dedication refers to one’s attribution of work significance. Absorption refers to paying undivided attention to and being fully engrossed by one’s work (Schaufeli et al., 2002). 
Prior research reveals various antecedents have positive impacts on employee engagement. More specifically, all three dimensions of organizational justice, including distributive justice (Lamprakis et al., 2018), procedural justice (Özer et al., 2017), and interactional justice (Pirzada et al., 2020) were shown to have a positive relationship with work engagement. Findings from Alias et al.’s (2020) study indicates two factors, readiness for change and goal orientation, positively relate to work engagement (Alias et al., 2020). Rai and Maheshwari (2020) reveal job characteristics to be an antecedent of work engagement. Human resource management and strategies, such as organizational policies and procedures, training and career development, compensation and incentive programs have all been found to have a positive influence on engagement (Wushe and Shenje, 2019). Furthermore, the relationship between diversity practices and engagement was found to be mediated by trust climate (Downey et al., 2015). The relationship between organizational culture and work engagement was mediated by informal learning in older employees in a public sector organizational setting (Uhunoma et al., 2020). 
Based on Blau’s SET (1964), organizational investments toward improving leader demographic diversity can increase employee perceptions of fairness (Stewart et al., 2011). Organizational fairness is a critical variable in literature because it was revealed that behaviors are motivated by self-interest and concerns for others' fairness (Kahneman et al., 1986). When organizations go beyond merely stating their commitment to diversity (Gould et al., 2020) and develop a concrete strategy to create an inclusive environment for diverse leaders, including policies that encourage their acceptance, it can ignite a positive response from employees toward the organization’s ethical culture (Rabl et al., 2020). Consequently, employees reciprocate to this positive environment with greater levels of attachment and effort (i.e., engagement), driven by their belief in the organization’s active support for all forms of diversity and fair practices (Muir and Hoyland, 2015). 
[bookmark: _Hlk132100705]Adopting the SET lens helps explore employees’ judgment on policy fairness, such as PICLD, ultimately influencing their engagement. The quality of organizational practices (i.e., PICLD) affects the quality of workplace relationships (Brunetto et al., 2020) developed between employees and leaders from diverse demographic backgrounds. Employees can choose to partake in indirect exchanges where they contribute resources that benefit the collective of the organization or fellow employees (Cropanzano and Mitchell, 2005), such as actively participating in inclusionary practices that promote diverse leaders’ inclusion. Employees often show concern for both themselves and others who are faced with conflict in inclusive climates (i.e., PICLD) (Rahim and Bonoma, 1979). Simply altering representation to be more diverse is not enough. Inclusion climates must be fostered to allow leaders who come from historically marginalized groups to thrive and make positive contributions (Chantarat et al., 2023). When organizations induce efforts to address diversity it can cultivate organizational justice perceptions within employees (Triana and García, 2009). Employees will view this as an opportunity to form a deeper understanding of collective goals aimed at promoting the integration of demographic differences (Nishii, 2013) to achieve fair inclusion of leaders from diverse backgrounds. Through successful interactions with diverse leaders, employees can evaluate the fairness of inclusionary work policies and positively reciprocate by becoming more engaged. The flow on advantage is providing employees with supportive resources to develop meaningful relationships with diverse leaders, diverse leaders benefit from inclusion, and together this helps the organization by increasing engagement (Cropanzano et al., 2007; Farr-Wharton et al., 2016) due to perceptions of fairness in organizational policies. Based on the SET (1964), employees’ job engagement may be enhanced if organizational practices are believed to be fair because it promotes a positive work environment that promotes the inclusion of diverse leaders, increasing their desire to be more engaged. When employees perceive their organizations promote fairness in their practices, it positively enhances employees’ job engagement aimed at the collective organization. The following hypothesis is proposed: 
[bookmark: _Hlk125712491][bookmark: _Toc135055197]H3: Organizational justice will mediate the relationship between PICLD and employee work engagement.
3.5.4. PICLD, Organizational Justice, and Turnover Intention
	Tett and Meyer (2006) defined turnover intention as a “conscious and deliberate willfulness” to leave the organization for alternative employment opportunities. Prior research reveals antecedents of turnover intention include organizational factors, such as error management culture, green human resource management, and perceived fairness (Islam et al., 2020; Lam et al., 2002; Wang et al., 2019). To better retain and attract employees, organizations must have a robust organizational climate where employees believe that they are part of the team and are guided by clear organizational goals to help assist with collaboration efforts, which leads to increased cooperation (Alkahtani, 2015). On the contrary, discouraging organizational climates can increase employee turnover intent (Alkahtani, 2015), which is guided by their fairness perceptions regarding rules and regulations (Aryee et al., 2002; Ding and Lin, 2006). 
An inclusive climate should make employees believe that organizational practices are designed to treat all members fairly by increasing their sense of value based on their contributions to the organization (Jolly and Self, 2020). By adopting fair organizational policies, including fostering an inclusive climate that promotes diversity among leaders, organizations can reduce employees’ perceptions of bias and inequality, which assists in their retention. This strategy establishes a culture of equity, where decisions related to recruitment, hiring, and compensation for diverse leaders are made in a manner that is impartial and equitable (Amis et al., 2020). Based on SET, it is believed that when organizations foster an inclusive climate that encourages the acceptance of leaders from diverse demographic backgrounds, it can ignite employee perceptions of fairness. Organizations show they are fair by appreciating and attempting to value diversity through words and actions (Sabharwal, 2014), such as policies designed to promote the acceptance of leader diversity. In turn, employees develop beliefs that the organization values and promotes all organizational members’ well-being (Otto and Mamatoglu, 2015) through fair practices and integration into organizational objectives, encouraging the inclusion of leaders from diverse demographic backgrounds. When members of an organization believe they are treated and integrated into organizational procedures fairly (Otto and Mamatoglu, 2015), in terms of adopting policies that encourage the acceptance of diverse demographic leaders, they will reciprocate positively by lowering turnover intentions. If employees believe that barriers are removed to improve leader diversity (i.e., PICLD), it can reinforce their commitment to the organization (Ragins et al., 1998) because it enhances perceptions that diverse perspectives are fairly respected and valued. Organizations can signal to employees that they value diversity and their commitment to creating a fair and equitable environment through an inclusive climate, which in turn leads to employee retention (Kossek et al., 2006). The inability of an organization to promote inclusive practices that embrace diversity among leaders can lead to employee demotivation (Obenauer and Langer, 2019), which may arise from employees perceiving organizational practices as unfair. When organizations signal to employees that policies are unjust, practices are unfair, and opportunities are unequally distributed (Cropanzano and Mitchell, 2005), this could in turn lower their commitment and increase their desire to leave the organization (Brockner et al., 1992). The following hypothesis is proposed:
H4: Organizational justice will mediate the relationship between PICLD and employee turnover intention.
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