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Abstract: The concept of inclusion has moved beyond being a social construct and has received
widespread attention from organisational scholars and practitioners due to its varied effects on
employee behaviours and sustainable organisational outcomes. This study tests the impact of
inclusive leadership on the withdrawal behaviours of employees. Perceived insider status is used
as a mediator and distributive justice as a moderator. This study has collected data from nurses,
physicians, and paramedics of selected tertiary hospitals in Pakistan. A convenience sampling
technique was used to collect data. A total of 264 responses were analysed using the PLS-SEM
approach. Results found that inclusive leadership was positively related to perceived insider status
and negatively related to employee withdrawal. Perceived insider status mediated the link. The
impact of inclusive leadership on perceived insider status was stronger when distributive justice was
high. This study offers multiple theoretical and practical implications, as it uses justice theory as a
mechanism to explain boundary conditions around the effects of inclusive leadership on employee
perceptions of being insiders, managing employee withdrawals, and improving sustainability in
employee relations.

Keywords: inclusive leadership; perceived insider status; employee withdrawal; justice theory; inclusion

1. Introduction

The modern business world emphasizes inclusion as a key organisational characteris-
tic that is important for gaining a sustainable competitive advantage. Initially, inclusion
was perceived as an approach to managing diversity in organisations by offering equal and
just opportunities to distinct segments of society, including women, minorities, the disabled,
and people of colour [1]. Apart from demographic diversity, researchers now focus on
inclusion-based employees’ attitudinal, behavioural, and needs-based diversity [2]. Inclu-
sion is defined as the extent to which employees perceive that they are valued members of
the workgroup and experience the treatment that satisfies their needs for belongingness and
uniqueness [2]. This conceptualisation of inclusion by Shore et al. proposes that inclusion
must consider individuals’ two important needs, i.e., need for belongingness (the need to
establish and improve sustainability in interpersonal relationships) and uniqueness (the
need to maintain a distinct perception of self). In other words, it is to firstly acknowledge
the fact that employees display some uniqueness in terms of their needs, feelings, and
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self-concept, and, secondly, they also need to display their uniqueness in an organisation
such that their voice is being heard.

When applying such inclusive strategies, managers enable employees to embrace
diversity and make employees feel that they are insiders in the workplace [3]. In such a
situation, employees may offer their full potential in various challenges to foster a conducive
environment in organisations [3]. Such an environment, supported by inclusive leaders,
will help employees shape their perception of inclusion and willingness to remain in the
organisation and engage in citizenship behaviours [4]. Past research has found positive
impacts of inclusive leadership on a variety of outcomes. For example, a meta-analytic
study of 184 studies has found a positive impact of inclusive leadership on employee
discretionary behaviours, such as innovative work behaviour, voice behaviour, and task
performance. The study also found that psychological safety, identification with the leaders,
and quality of leader-member exchange are important mediators in these links [5]. Research
suggests that inclusive leadership can enhance involvement in creative work [6]. Although
enough empirical evidence is present regarding the importance of inclusive leadership for
organizationally relevant variables, research on inclusive leadership is still in its infancy,
and the most fundamental questions remain unexplored [2].

For example, a study presented a theoretical model after a thorough review of the
literature based on social identity theory [7]. They proposed that inclusive leaders facilitate
belongingness (sharing decision-making, supporting individuals as group members, and
maintaining equity and justice), value uniqueness (encouraging diverse contributions
and supporting contributions), and can develop followers’ perception of being insiders
(inclusion), which will, in turn, reduce their turnover intention. This study thus extends its
proposition by providing empirical evidence for this theoretical model.

Inclusive leaders are organisational leaders who embrace inclusion and belongingness
and can garner employee support, gain loyalty, and increase employee satisfaction and
happiness [8]. Research suggests that inclusive leaders are those who treat individuals and
groups transparently and fairly. They base their perceptions solely on distinct qualities
individuals possess rather than considering stereotypes as the basis for their attitude.
Secondly, inclusive leaders value, regard, and accept the uniqueness of each individual.
Thirdly, inclusive leaders consider individuals’ uniqueness as a resource for teams and
organizations by integrating diverse points to improve the quality of decision-making.
Thus, by engaging in such behaviours, inclusive leaders create an environment of inclusion
and belongingness. Fourthly, inclusive leaders ensure justice and equity [9,10].

It is also believed that inclusive leadership as a philosophical approach is more hu-
manistic than other leadership styles, as it is a person-centred approach, in contrast to
organisation-centred approaches [11]. Inclusive leadership is relationship-oriented, fo-
cuses on affective behaviours, and is grounded in principles of social justice [8]. Inclusive
leadership is relationship-oriented, focuses on affective behaviours, and is grounded in
principles of social justice [8]. More specifically, inclusive leaders focus more on nurturing,
collaboration, and building reciprocal relationships, as opposed to conventional hierar-
chical relationships that focus on mere compliance and submission [8]. Inclusive leaders
fulfil employee needs of belongingness and value for uniqueness in order to foster a sense
of both inclusion and being insiders. This sense of belonging, achieved through inclu-
sive practices, is fluid and mutable, which changes with time, especially when there are
multiple stereotypes and insecurities already available against marginalized communities
and personalities [12]. Therefore, establishing sustainable employee relationships is a key
challenge today’s leaders face in corporations and other organizations [13].

A study reviewed the literature on inclusive leadership to provide conceptual clarification
and the nomological net of inclusive leadership [14]. Their review proposed that inclusive
leadership satisfies employees’ needs for uniqueness and belongingness and, thus, creates
an “employee feeling of being home” (p. 1). By providing equitable access to employees,
inclusive leaders enable them to feel that they are an insider in their organisation.
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They also suggested numerous avenues for future research. For example, they noted
that Western cultures dominate research on inclusive leadership. Very little research has
been conducted on Eastern cultures [14]. Although Eastern cultures regard hierarchy more
than Western cultures, employees in these cultures are less likely to argue with their leaders;
therefore, how inclusive leadership impacts attitudes and behaviours in Eastern cultures is
an important topic of future research. This review also noted that research had ignored the
perceived insider status construct, which offers greater contributions concerning inclusive
leadership and employee outcomes. Insider status is an immediate outcome of leader
behaviour, which eventually impacts employee behaviours in the workplace [15].

A recent study that employed the Delphi method and interviewed panels of experts
found that certain variables related to employees are also important for improving corporate
sustainability. Variables such as employee relations, a feeling of connectedness, fairness in
wages and other resources, the provision of equal opportunities, equitable working hours, and
free association are elated in corporate sustainability [16]. This study thus provides empirical
evidence of such leadership behaviours that promote connectedness and belongingness, which
in connection to institutionalized justice, will improve sustainability in employee relationships
by enhancing feelings of being insiders and being connected [17,18].

Therefore, the major objective of this research is to test the impact of inclusive lead-
ership on employee insider status and employee withdrawal behaviour, the two major
forms of maintaining sustainable relationships among leaders and employees. Moreover,
employee perception of distributive justice is modelled as a moderator between inclusive
leadership and insider status.

2. Model and Hypotheses
2.1. Inclusive Leadership and Perceived Insider Status

The notion of inclusive leadership reflects leader behaviour that regards employee
voice in managerial decision-making [10]. In the field of management, the concept of
inclusion was first introduced by [19], such that the “words and deeds by a leader or
leaders that indicate an invitation and appreciation for others’ contributions” are considered.
Inclusive leadership creates a situation in which both employees and leaders are in a win-
win position as the views and expressions of employees are taken into consideration by
leaders [20].

Inclusive leaders are considered highly valuable leaders who embrace their employees
at all levels and provide greater support; thus, they create an inclusive organisational
climate [21]. Inclusive leadership contains three major foci: (1) leaders display a greater level
of tolerance toward employees’ views, embrace employee errors rationally, and provide
greater support and guidance to employees. (2) Leaders invest their time and resources
in the training of the employees, celebrating their achievements and avoiding negative
dispositions, such as jealousy and cynicism towards employees [22]. Inclusive leaders treat
employees transparently and fairly, display a positive attitude towards employees, and
have an equal share in organisational benefits.

Inclusive leadership may share some conceptual similarities with other leadership
styles, such as empowering leadership or ethical forms of leadership. However, it also holds
a unique nature in employee inclusiveness, uniqueness, belongingness, and acceptance [7].
Inclusive leadership does not focus on employee transformation to new behaviours; rather,
it focuses on leader behaviour that creates space for employees’ voices, views, and abili-
ties [20]. Inclusive leadership emphasizes paying attention to employees’ need to be part of
a group. Inclusive leadership makes leaders accessible to employees. Despite the minimal
overlap between inclusive leadership and other leadership styles, it is noted that inclu-
sive leadership has certain unique tenets untapped by other leadership styles [7]. More
specifically, inclusive leadership’s role in creating employee feelings of inclusion, and being
part of a core group with the leader, are important. Research in these dimensions is still
in its infancy; however, available evidence suggests that inclusive leadership is related
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positively to perceived organisational support, which further fosters employee innovative
behaviours [23].

Research suggests that inclusive leaders provide support and assistance to their em-
ployees instead of giving orders and controlling their behaviours through punitive mea-
sures. Inclusive leaders offer their employees the requisite resources, autonomy, and
freedom to perform their tasks [6,20]. In this way, inclusive leaders can develop positive
attitudes in team members.

At the same time, there exists a kind of relational leadership. A key characteristic of
inclusive leaders is their openness. By being open to varying ideas and views, they can
invite and embrace people with differing viewpoints. They can create an environment
where no one can feel excluded [6,20]. They can also offer strong emotional and socio-
economic support to their employees. By doing so, they can send a strong message across
organisations that leaders are open enough to accept different and alternate ideas and
voices [20,24].

Inclusive leadership also sends a message that employees’ unique contributions are
recognised and welcomed [21]. This leadership style also reflects leaders’ willingness to
provide support, whether tangible or intangible, to employees in their time of need [23].
Moreover, inclusive leadership also engages employees in decision-making.

Despite the importance of inclusive leadership in leadership research and its impact
on employee involvement and inclusion, the empirical relationship between inclusive
leadership and perceived insider status remains untapped.

A study from Pakistan found that inclusive leadership positively develops employee
trust in leadership and leader integrity, fostering employee citizenship behaviours [4]. They
further argue, using causal attribution theory, that inclusive leaders, by their openness
and inclusion, can change employee attributions, which can further impact their attitudes
and behaviours.

Inclusive leaders also encourage employees to share their teams’ voices and present
new and innovative ideas that challenge the status quo [24]. Inclusive leadership also
increases employees’ perceptions of organisational support, thus resulting in positive
organisational behaviours [23].

Perceived insider status is the employee’s perception of being included in organiza-
tional workings [25]. Perceived insider status is an employee’s feeling about the space
they have occupied in workgroups and teams. It is also thinking about how they are being
valued in the organizations [26]. With regard to belongingness, employees’ perceptions are
divided into two groups: the inner group and the outer group. Employees who are high on
perceived insider status will associate themselves with the inner group and show greater
dedication and commitment to their organization [27].

Sustainability in employee–organisation relationships receives enormous focus from
academics and practitioners [28]. Employees’ attitudes and behaviours towards organiza-
tions are determined by the way they think they are being treated in their organizations.
Stamper and Masterson (2002) operationalised the perceived insider status that represents
the employee–organisation relationships, which is defined as the “extent to which an em-
ployee of an organisation perceived him–herself as an insider to a specific organisation” [25].
Feelings of perceived inside status enable employees to think of having both a “personal
space” and a sense of belonging in the organisation [26].

Insider status suggests reciprocity of employee behaviours beyond traditional transac-
tional exchanges. Sustainability in employees’ relationships, mutual trust, respect, regard
for each other, formal authority, and support from leadership are key factors that garner
employee behaviours favouring organisations [29].

Research indicates that employees who feel they are provided ample support for any
domain-relevant skills, and feel that they enjoy insider status in the organisation, engage
in positive behaviours [27–29]. Perceived inside status positively relates to organisational
citizenship behaviour and mediates the impact of perceived organisational support and
organizational citizenship behaviour and deviant behaviour [25]. Perceived organisational
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membership [25] covers three dimensions, including belonging, mastering, and need
fulfilment. Belonging dimensions include three constructs that refer to the relatedness of
employees within the organisation: perceived personal space and recognition of insider
status (perceived insider status), the feeling of possessiveness (psychological ownership),
and self-definition with the work group (organisational identification). A study tested the
belonging section of the POM model to determine its discriminant validity and its impact
on important organisational outcomes, such as job satisfaction and turnover intention [30].
The results of a multiple regression analysis of a sample of 347 workers indicate that the
amount of variance explained by perceived insider status in job satisfaction and turnover
intention was greater than the other two predictors of the model, such as psychological
ownership and organisational identification. Authors suggest that perceived insider status
has received few empirical studies that warrant the need to establish its construct validity
and nomological net [30].

Perceived insider status refers to the sense of belonging in the organisation, which is
developed through one’s mutual and sustainable relationships with relevant others in the
organisation [31]. Research on antecedents to perceived insider status reveals that perceived
organisational support positively relates to insider status. A study of 271 supervisor-
subordinate dyads in China found that perceived insider status mediated the positive
impact of delegation on innovative behaviour [32].

As perceived insider status is regarded as the individual perception of being an ‘insider’
in organisational processes, research has identified constructs similar to perceived insider
status, such as ‘inclusion’ (the degree to which an employee feels that they are a part of
critical organisational processes) and “access to information, connectedness to co-workers
and ability to participate in and influence the decision-making processes” [33]. The theory
of perceived insider status suggests that organisational procedures and the leader–follower
relationship, based on transparency and fairness, will greatly enhance ‘insider’ perception
among employees and improve sustainability in employee relations [25,34]. Research on
the theory of authentic leadership suggests that authentic leaders who display genuine and
transparent behaviours in organisations include followers in decision-making by offering
their suggestions, inviting their feedback, and allowing them to speak their minds [35].

Earlier research on insider status reported a positive impact of organisational level
factors, such as perceived organisational support [25,32]. In a study of 210 employees in
Canada, authors found that an organisational climate characterised by justice and fairness
is positively related to perceived insider status. The study also found the importance of
leader–member exchange quality in strengthening the positive impact of pro-diversity
practices with perceived insider status [34]. The research also suggests that perceived
insider status, coupled with leader–member exchange, enhances the employee feeling of
organisation-based self-esteem, thus improving task performance. Within the relational
model, which considers ‘social inclusion’ and sustainable interpersonal relationships as
basic human needs, authors suggest that perceived insider status may send an important
clue of inclusion among employees, which will foster their task performance and may
decrease withdrawal behaviours [34].

Globally, making an inclusive environment in organisations is considered obligatory
partly because of its impact on performance and partly due to the legal obligations of
maintaining justice and ending discrimination. A study on diversity management used
a large survey sample of US employees. It tested the role of diversity policies and in-
clusive leadership on work group effectiveness and their differential effects on people of
colour and whites. The study found that inclusive leadership practices were more effec-
tive for people of colour than whites and were more effective than simply the diversity
policy [1]. This study implies that making the policies is not sufficient; how managerial
practices embrace diversity and promote inclusion is important for work group effective-
ness and harmony [36]. Inclusive leadership removes barriers that prevent employees
from participating in organisational activities and helps them maintain membership in the
organisations [24,37]. Although specific studies testing the relationship between inclusive
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leadership and insider status are scarce, empirical studies have found a positive impact of
inclusive leadership on psychological safety and psychological empowerment [38]. This
study posits that:

Hypothesis 1. Inclusive leadership is positively and significantly related to perceived insider status.

A stronger sense of perceived insider status is rooted in employee sense-making of
being important to the organisation. On the one hand, this sense fulfils the employee’s
need for inclusion, agency, and control. On the other hand, it increases the employee’s
sense of being a responsible citizen [25]. Such a sense of responsibility and citizenship will
likely be positively related to organisational attitudes, such as job satisfaction [32], affective
commitment [31], intention to stay [39], and organizationally supportive behaviours such
as task performance and innovative behaviours [32].

The organisational inducement model suggests that employee contributions depend
upon the inducements provided by employers [40]. These inducements, in the shape of
organisational support, a delegation of authority, time demands, or inclusive leadership,
will motivate employee contributions in the same direction and persistence wherein in-
ducements are perceived to be useful and significant. Perceived organisational support,
and participative decision-making as a form of organisational inducement, are signifi-
cant predictors of insider status and organizational citizenship behaviour [40]. Perceived
insider status mediates the relationship between inducements and organizational citizen-
ship behaviour. Employees’ perception of insider status will be a significant facilitator in
this link.

When employees speak up their minds in organisations, leaders typically consider
them troublemakers and don’t value their unique contributions [41]. Such a situation can
result in employee isolation, victimisation, and punishments, resulting in lower levels of
employee well-being and higher levels of employee withdrawals [42].

However, inclusive leaders, on the other hand, provide emotional support, openness
for dissenting voices, and opportunities for creative ideas by developing an environment of
psychological safety and insider status perceptions [43]. This way, they are able to reduce
employee withdrawals. Thus, this study infers that:

Hypothesis 2. Perceived insider status will be negatively related to employee withdrawal behaviour.

Hypothesis 3. Perceived insider status will mediate the relationship between inclusive leadership
and employee withdrawal behaviour.

2.2. Inclusive Leadership and Procedural Justice

Transparency and justice are highly regarded values in social and organisational
lives [44]. Fairness in organisations, termed organisational justice, consists of three foci, i.e.,
procedural justice, interactional justice, and distributive justice. Procedural justice refers to
employees’ perceptions about procedures and policies prevailing in organisations [45,46].
The literature supports the notion that procedural justice in organisations ignites employee
cooperative behaviours and increases task performance [47]. Although procedural justice
is about how work is regulated in organisations, distributive justice is related to fairness in
work outcomes received by workers [48].

However, interactional justice relates to fairness in interpersonal communication and
information sharing [48]. Procedural justice, compared to its two other related dimen-
sions, such as distributive justice and interactional justice, is more strongly related to
organisational outcomes, such as organisational citizenship behaviour and organisational
commitment [49,50].

Distributive justice is strongly related to pay and other organisational outcomes,
whereas interactional justice is related to the relationship between employees and supervi-
sors [25]. Our study has focused on procedural justice because it is not only strongly related
to organisational outcomes, but it is a more institutionalised form of justice in the leadership
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literature [49–51]. It may strengthen and improve sustainability in employee relations. A
recent study has found that employment relationships based on mutual investments can
improve organizational sustainability [18].

A study collected data from IT professionals from Turkey and found a positive impact
of inclusive leadership on work engagement [44]. They also found an important role
for procedural justice between inclusive leadership and work engagement. They also
suggested checking other justice perceptions, such as distributive justice and interactional
justice in relation to inclusive leadership, to see their synergetic effects on employees’
perceptions and behaviours. Procedural justice is strongly linked with the concept of
fairness in managerial decision-making, and it further fosters positive behaviours in the
employees in the employees [52]. Research has outlined the role of justice perceptions in
a link between leadership styles and positive organisational behaviours, such as creative
behaviours [53], satisfaction with the job, intrinsic motivation satisfaction with the job [52],
intrinsic motivation, and commitment to the organisation [52,54].

Research in ethical forms of leadership has also considered justice perception as
an important aspect and has also considered justice perception an important boundary
condition for leadership effectiveness and commitment to the organisation [52]. Research in
ethical forms of leadership has also considered justice perception as an important aspect of
the same, and it has also considered justice perception as an important boundary condition
for leadership effectiveness [55]. Therefore, the absence of procedural justice and fairness
can lead to undesired and unethical behaviours, such as counterproductive work behaviour,
revenge, retaliation, and emotional exhaustion [45,51].

The literature also suggests that higher levels of procedural justice signal two feelings
in the group members: that they feel that they are being valued by the leaders in the
organisations, and that being a member of the group is a matter of pride and self-identity
for them [45]. To put it differently, when individuals receive fair and transparent treatment,
they feel themselves as part of the inner group and will be willing to accept and embrace
leadership decisions and their outcomes, comply with procedural rules and laws, and
maintain their memberships in the group and organisations [45].

Research suggests that procedural justice offers employees an opportunity to partic-
ipate in decision-making, thus achieving importance in leader-employee relations [45].
Procedural justice also allows employees to share their voices in organisations and, thus,
to receive support from supervisors and organisations [50]. Procedural justice is rooted
in leader behaviour characterised by equity in leader-follower relationships, allowing
employees to impact organisational outcomes [56].

Hypothesis 4. Distributive justice will moderate the relationship between inclusive leadership and
insider status. The impact of IL on insider status will be higher when DJ is higher than lower.

3. Data and Methodology
3.1. Participants and Procedures

This study was conducted in public sector hospitals in Pakistan. Data were collected
from physicians, nurses, and para-medical staff. The health sector in Pakistan had been
a major focus recently due to the COVID-19 outbreak. This sector experiences significant
changes, such as a great inflow of funds, new recruitments, deaths of healthcare workers
due to COVID-19, heightened focus from media, etc. [57]. Therefore, this study focused
on the health sector to test the effects of inclusive leadership on withdrawal behaviour.
Leadership studies in the Pakistani health sector are already scarce [58]. Respondents were
contacted through institutional heads after getting approval.

3.2. Measures

To measure inclusive leadership a 9-item scale was used [6]. This model contains three
dimensions: accessibility, openness, and availability. Sample items include: “The manager
is open to hearing new ideas”, “The manager encourages me to consult them on emerging
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issues”, and “The manager is ready to listen to my requests” for openness, accessibility,
and availability, respectively.

Employee withdrawal behaviour was measured using a 4-item scale [59]. A sample
item includes “I sometimes consider taking on another job”.

Distributive justice was measured using the 5-item scale developed by [60]. A sample
item includes “Do those outcomes reflect the effort you have put into your work?”. Partic-
ipants were asked to refer to the outcomes they receive from the leaders in terms of pay,
evaluations, assignments, promotions, and other rewards.

A scale developed by [25] was used to measure insider status. A sample item includes
“I feel I am an insider/outsider in my work organization”.

The responses were recorded on a 5-point Likert scale, where 1 refers to “strongly
disagree” and 5 refers to “strongly agree”.

3.3. Participant Profiles

The population of this study was composed of doctors, nurses, and para-medical
staff working in eight tertiary care hospitals in the twin cities of Pakistan, i.e., Islamabad
and Rawalpindi. Due to different challenges in the recruitment of participants in this
study, a convenience sampling technique was applied to collect data. Similar studies
from Pakistani healthcare participants, conducted by researchers who do not belong to
the healthcare sector, have also used the convenience sampling technique, e.g., [58]. Apart
from a variety of skills, these three groups have an important role in the organizational
culture of hospitals. They become united on common issues with hospital leadership and
also reflect an ideal diversity.

The G*Power software was used to determine the suitable size of the sample. Based
on the view of the parameters of the model, the software results suggest that the minimum
sample size should be 109 respondents to obtain statistical power [61].

A total of 300 questionnaires were distributed. Out of these, 270 were returned. Six
questionnaires were discarded because of incomplete information. A total of 264 question-
naires are useable, thus constituting an 88% response rate. Table 1 shows the demographic
profile of the sample. There was 44 percent of females, and 42 percent of nurses participated
in the study.

Table 1. Participants details.

Number Percent

Gender

Female 116 44
Male 148 56
Total 264 100
Age
less than 30 41 15.5
31–40 194 73.5
41 & above 29 11.0
Total 264 100
Job Position
Nurses 111 42
Physicians 72 27
Paramedics 81 31
Total 264 100
Education
14 years education 57 22
16 years education 15 43
18 years education and above 92 35
Total 264 100.0



Sustainability 2022, 14, 14257 9 of 19

3.4. Model Estimation

This study used partial least square structural equation modelling (PLS-SEM) to test
the hypotheses of this study, following the guidelines of Hair et al. [62]. The PLS-SEM
technique is popularly used in the causal-predictive model to explain and predict the
models [63]. A popular two-step approach has been used to analyse and interpret the
data, as recommended by Hair, Hult, Ringle, and Sarstedt [62,64]. In the first step, the
measurement model is estimated and, in the second step, the structural model is tested. For
a better measurement model, the accepted value of factor loadings is 0.708 with a t-statistic
of ±1.96. Values of 5% of the confidence interval should not contain zero [65,66]. The
value of factor loading, up to 0.50, is also adequate in some cases [62]. The results of the
measurement model are displayed in Tables 2 and 3. Figure 1 also shows the values of
various estimates.

Table 2. Reliability and Validity.

Constructs Items Factor Loadings Cronbach’s Alpha Composite
Reliability (CR)

Average Variance
Extracted (AVE)

Distributive justice

DJ1 0.805

0.845 0.889 0.616

DJ2 0.784

DJ3 0.795

DJ4 0.783

DJ5 0.758

Inclusive leadership

IL1 0.740

0.892 0.913 0.540

IL2 0.760

IL3 0.780

IL4 0.763

IL5 0.744

IL6 0.740

IL7 0.757

IL8 0.757

IL9 0.545

Insider status

INS1 0.740

0.845 0.886 0.563

INS2 0.745

INS4 0.723

INS5 0.743

INS6 0.767

INS8 0.787

Withdrawal Behaviour

WB1 0.771

0.723 0.827 0.544
WB2 0.715

WB3 0.726

WB4 0.738
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Table 3. HTMMT Approach.

Age Distributive
Justice Experience Gender Inclusive

Leadership
Insider
Status

Moderating
Effect 1 Withdrawal

Age
Experience 0.474 0.031
Gender 0.234 0.022 0.297
Inclusive leadership 0.088 0.900 0.054 0.062
Insider status 0.056 0.812 0.047 0.047 0.836
Moderating Effect 1 0.079 0.457 0.053 0.046 0.382 0.613
Withdrawal 0.060 0.734 0.102 0.107 0.721 0.824 0.565
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4. Empirical Analysis

Construct reliability and validity are estimated in measurement model analysis, as
this study has used reflective constructs represented by indicators. Therefore, to know
the contribution of each indicator to its focal construct, criteria of factor loadings are
applied [62,67]. The value of factor loading surpassing 0.708 will indicate sufficient indicator
reliability; however, in some cases, values above 0.050 should be retained [65,66]. Table 1
presents Smart PLS output for the values of outer loadings. All outer loadings fulfil the
requisite criteria, except for two items in insider status that were deleted due to factor
loadings of less than 0.50. This indicates an overall better indicator reliability of the
constructs of the model. The second approach to knowing construct reliability is the
estimate of Cronbach’s Alpha or composite reliability [68,69]. Composite reliability (CR) is
used to check whether all indicators represent the same focal construct [70]. The acceptable
value for both estimates is that the value should be above 0.50. Again, values of Cronbach
Alpha and CR are greater than 0.50, thus indicating better reliability.

Average variance extracted (AVE) criteria are applied to test convergent validity.
Convergent validity checks whether all items of a particular construct converge on the
same construct and share at least fifty percent variance [71]. AVE values greater than 0.50
are reflective of convergent validity. Again, Table 1 indicates that values of AVE are greater
than 0.50. Therefore, the convergent validity is also confirmed.
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The measurement model also includes the estimation of discriminant validity. Dis-
criminant validity estimates whether differently conceptualised constructs are actually
and empirically different and do not overlap [62,71]. Table 2 presents the results of the
Heterotrait–monotrait (HTMT) ratio of correlations, popularly called the HTMT approach.
All the values of HTMT are less than 0.90, thus indicating discriminant validity [62,71,72].

The second step after the measurement model is testing the structural model. This
study followed a five-step approach to estimate the structural model [62]. Results of the
structural model are displayed in Table 4 and Figure 2. The first step includes examining
multicollinearity issues among exogenous variables in the framework. The results in Table 4
indicate no multicollinearity issue in the model, as all VIF values are less than 3.3 [73].

Table 4. Hypotheses testing results.

β SD T Stat 5.0% 95.0% p Values f2 Q2 VIF R2

Age→WD 0.017 0.055 0.307 0.016 −0.075 0.380 1.30
Exp→WD −0.062 0.054 1.144 −0.062 −0.150 0.126 1.355

Gender→WD 0.000 0.049 0.003 0.000 −0.079 0.499 1.112
IL→ PIS 0.486 0.068 7.094 0.486 0.371 0.000 0.270 0.386 2.561 0.659

PIS→WD −0.659 0.031 21.272 −0.661 −0.711 0.000 0.768 0.242 1.004 0.428
IL→ PIS→WD −0.320 0.050 6.405 −0.405 −0.239 0.000

IL ∗ DJ→ PIS 0.352 0.043 8.178 0.350 0.279 0.000 0.239 1.224

Note: IL = inclusive leadership; DJ = distributive justice; IS = insider status; WD = withdrawal behaviour;
Exp = experience.
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In the second step, values of beta coefficients are obtained through PLS-SEM using the
bootstrapping method with 5000 resampling. We have used age, gender, and experience
as control variables in the model. The impact of all these variables is insignificant, thus
showing no difference among groups based on age, gender, and experience regarding
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inclusive leadership perceptions and its impact on other variables in the model. Table 4
indicates that beta values for all hypotheses are in the stated direction and are significant.
Thus, all hypotheses are accepted. For example, the first hypothesis is concerned with the
positive relationship between inclusive leadership and insider status. The results suggest
that the beta coefficients are β = 0.486, t = 7.094 (>1.96), and p < 0.05. It indicated that
inclusive leadership has a positive and significant impact on insider status.

The second hypothesis was concerned with a negative and significant impact of
perceived inside status on withdrawal behaviour, which was also supported (β = −0.659;
t = 21.272; p < 0.05). The third hypothesis proposed mediation of insider status between
inclusive leadership and withdrawal behaviour. Results of specific indirect effect found
support for this hypothesis (β = −0.320; t = 6.405; p < 0.05).

The fourth hypothesis was concerned with moderating the role of distributive justice.
It was hypothesized that the impact of inclusive leadership on insider status would be
stronger when distributive justice is high rather than low. An interaction term between
inclusive leadership and distributive justice was created to test this hypothesis, which was
regressed on insider status. Results of this interaction term (moderating effect) are signifi-
cant (β = 0.352; t = 8.178; p < 0.05). Additionally, a moderation graph was also developed to
see the moderating effect. Figure 3 indicates the conditional effect of distributive justice,
such that the impact of inclusive leadership on insider status is strong when distributive
justice is also high.
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Figure 3. Moderation of withdrawal.

The graph in Figure 3 represents the synergistic effect where higher levels of dis-
tributive justice enhance the effect of inclusive leadership on insider status or, in other
words, when there is a change in the level of distributive justice it enhances the bivariate
relationship between inclusive leadership and insider status [74]. The graph specifies that
the lines are not parallel, demonstrating that the interaction effect is supported. The high
distributive justice is relatively steeper and increased marginally as inclusive leadership
changes from low to high. Thus, the relationship between inclusive leadership and insider
status becomes stronger with high levels of distributive justice. But, for low levels of dis-
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tributive justice, the slope is less steep: it progresses towards flatness, indicating a weaker
relationship between inclusive leadership and insider status when the justice is low.

After checking path results for hypothesized relationships, f2 values are estimated
to see each path’s relative strength and relevance [62]. Table 4 indicates that inclusive
leadership has a large effect size with insider status (f2 = 0.270). The effect size of insider
status with withdrawal is large (f2 = 0.768). Values of R square are also calculated to see
how much exogenous variables of the model explain variance in endogenous variables
of the model. Results indicated that model predictors explain 66% and 43% variance in
insider status and withdrawal behaviour, respectively [75].

5. Conclusions and Policy Implications
5.1. Conclusions

This study tests the impact of inclusive leadership on insider status and employee
withdrawal behaviour and checks insider status as a mediator between inclusive leadership
and withdrawal. At the same time, distributive justice moderated the link between inclusive
leadership and withdrawal. To do so, we collected data from employees in health sector
organisations and obtained the results of partial least square structural equation modelling
through Smart PLS to confirm that all the hypotheses being studied in our paper hold.

The first hypothesis studied in our paper was about the impact of inclusive leadership
on perceived insider status. Results found support for this hypothesis. These results are
consistent with the theory of organizational justice, such that when leaders engage in
behaviours that ensure interpersonal transparency and value their employees and their
input in decision-making, it signals employees to feel included and regarded in their
organisations. The concept of perceived insider status includes employees’ needs for
belongingness, relatedness, feeling of possessiveness, mastery, and need fulfilment [26].
Inclusive leaders, through their non-discriminant behaviours, fulfil employee expectations
for justice [76]. Theoretically, inclusive leadership behaviours will enhance employees’
perceived insider status. This study offers empirical evidence for this theoretical proposition.
Overall, empirical studies on the nomological net of insider status are scarce; this study,
thus, offers an important contribution towards sustainable employee relations [30].

The second hypothesis studied in our paper was about the impact of insider status
on employee withdrawal behaviour. Research has acknowledged the role of perceived
insider status in employee retention [29]. Research has also found a negative link between
perceived insider status and negative gossip about organizations and a form of withdrawal
behaviour [56]. Yet, a very recent study from China also found a negative association
between perceived insider status and employee withdrawal [77].

The research on inclusion also supports the notion that, when employees feel that
they are an insider and that they are part of a core group with a leader, they are likely to
develop a sense of being a responsible person and will maintain citizenship behaviours,
and thus, are likely to remain in the organisation [43]. Such an environment of trusting
relationships between leaders and employees discourages employee withdrawal behaviour
and enhances sustainability in employee relationships [17].

The third hypothesis studied in our paper was about the mediation of perceived
insider status between inclusive leadership and employee withdrawal behaviour. The
results obtained in our paper also supported this hypothesis. Our finding is in line with
the evidence suggesting that insider status is an important mediating mechanism, linking
different HR-related practices, leadership styles, and other predictors with employee
attitudes and behaviours [40,78]. Reviewing the literature on voice and its effects on
various levels in organizations, Bashshur and Oc [79] contended that individuals’ voices, if
heard and acknowledged, will result in positive outcomes such as OCB and other relevant
variables. However, once their voice is not heard, people will engage in withdrawal
behaviours, including absenteeism, tardiness, lack of commitment, and intention to quit the
organization. To work in this direction, this study thus provided a framework suggesting
that inclusive leadership, which is a voice-acknowledging leadership style, will enhance the
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employee feeling of insider status; in other words, the employees working with inclusive
leaders will consider that they are being heard. Such feelings will negatively impact
withdrawal behaviours.

The fourth hypothesis studied in our paper was about moderating the role of distribu-
tive justice between inclusive leadership and insider status. The results and moderation
graph obtained in our paper supported this hypothesis as well. Justice perceptions offer im-
portant boundary conditions for nurturing positive behaviours among employees [51,80,81],
and the organisational justice model offers greater insight into how employees develop
insider status [25]. In addition, research has outlined the relationship between inclusive
leadership justice perceptions. For example, Cenkci, Bircan, and Zimmerman [44] found
positive mediation of procedural justice between inclusive leadership and work engage-
ment. However, they also proposed that distributive justice can function as an important
boundary condition for the effects of inclusive leadership on employee behaviours. To
work in this direction, this study has thus answered the calls of research and filled this
gap to know that mere interaction and formal procedures are not necessary. Equitable
distribution of resources, powers, and autonomy among employees are keys to positive
employee behaviours.

This study, therefore, argues that inclusive leadership will be strongly related to
employee insider status when distributive justice is high. Inclusive leaders also offer
some sort of justice in the organisations by treating employees fairly and providing equal
opportunities to employees. However, in contrast to interactional and procedural justice,
distributive justice may affect employees’ feeling of being valued by leaders. Therefore,
distributive justice, in conjunction with inclusive leadership, will affect employees’ feelings
of perceived insider status.

A study used organisational membership theory to know how HR practices, focusing
on belongingness, need fulfilment, and mattering, are related to older workers’ intention
to stay [39]. The study found that when older workers experienced HR practices tailored
to providing needs satisfaction, belonging, and mattering, they perceived higher levels of
insider status, which developed their intention to stay. The study also used interactional
and procedural justice to mediate HR practices and insider status.

5.2. Theoretical Implications

Results are in line with the justice theory, which posits that employees have greater
regard for fairness and transparency in leader behaviour that increases their perception
of being valued in organizations [82]. Leadership behaviours that support fairness and
transparency in the distribution of resources in the organizations will result in employees’
perception of feeling at home. Such a conducive environment will increase employee reten-
tion and engagement and discourage withdrawals [3]. It will also improve sustainability
in employee relationships with their leaders. Such sustainability is important for overall
organizational sustainability [18]. This study also contributes to country or culture-specific
studies. Pakistan is a collectivist society where group orientation and cooperation are highly
valued [83]. People in Pakistan have a strong desire for belongingness, social inclusion, and
‘collective will’ [84]. Therefore, our study contributes to the understanding that leadership
styles and practices that promote inclusion, justice, and collectivism will result in harmo-
nious group behaviours, foster employee retention, and mitigate withdrawals [37,85].

5.3. Practical Implications

Several studies in the nursing literature focus on leaders’ behaviour that supports
retention and decreases withdrawal behaviours. However, the findings of this study
suggest that leaders’ behaviours that focus on inclusion and satisfaction of employees’
needs of belongingness and uniqueness will create an environment where they will feel
that they are a member of the in-group, and thus experience less withdrawal behaviour.

This study also offers contributions regarding distributive justice perceptions of nurses,
such that inclusive leaders who also provide equitable rewards for nurses’ contributions will
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be more effective than others. The findings of this study are important for nurses, as nurses in
the Pakistani environment have fewer decision-making opportunities and other important
organisational events, and thus, seldom feel part of an inner group. Therefore, promoting
inclusive leadership will have greater effects on nurses’ retention and satisfaction.

5.4. Limitations and Extensions

Despite various strengths, this study also has a few limitations. For example, this study
employs a cross-sectional design, which could result in a limited causality relationship. In
our sample, data were collected through a convenience sampling technique which may
have ignored some important respondents. Therefore, future research should employ a
more diverse sample and collect data through probability sampling techniques. This study
has tested the role of inclusive leadership and used distributive justice as a moderator.
Future research may use interactional and procedural justice as a moderator.

Organisations have become extensively diverse; therefore, healthcare leaders need to
develop an inclusive environment characterised by justice and fairness to get a greater potential
of employees by developing a match with them. It will make cohesive teams, but it will also
help leaders manage employee withdrawals. This study uses the structural equation model to
test the impact of inclusive leadership on insider status and employee withdrawal behaviour,
checks insider status as a mediator between inclusive leadership and withdrawal, and checks
how distributive justice moderated the link between inclusive leadership and withdrawal.
Extensions of our paper include applying the approaches used in our paper to analyse issues
relating to leadership [86–89] and employees [90], as well as to analyse other issues such
as capital structure [91], the stock market [92–97], tax aggressiveness [98], production [99],
consumers [100], purchasing intention [101], macroeconomics [102–104], energy [105,106], and
some issues in sustainability [107–114].
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