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ABSTRACT

The main purpose of this field study is to examine the mediating role of employee voice in the effect of inclusive
leadership perceptions on innovative work behaviors of employees working at different hierarchical levels in the
manufacturing sectors. 415 employees in total were voluntarily included in the survey study. The findings obtained in
this direction revealed that employees' perceptions of inclusive leadership positively affect their innovative work
behavior attitudes and that employee voice has a mediating role in the relationship between these two variables. In this
context, the sectoral results of the research are discussed, the limitations of the study are stated and certain suggestions
are made for the employees working in managerial positions.
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1. Introduction

One of the most important factors that contributes to the growth of an organization and its ability to
gain a competitive advantage is the cultivation of innovative work behavior throughout the production
industries 1. The need for innovation is becoming more closely linked to the caliber of leadership within
these firms. Inclusive leadership, which involves embracing multiple ideas, actively encouraging employee
participation, and fostering a supportive environment, has been acknowledged as a crucial driver in fostering
creativit®®®l. The implementation and impact of this leadership style vary in production sectors due to the
inherent variances in the operational dynamics of these businesses!® 4,

When it comes to establishing a culture in which innovation is frequently fostered and developed, this
can be a challenging endeavor for production organizations because of their emphasis on efficiency, process
optimization, and output quality*>4l, As the relationship between innovative work behavior practices and
inclusive leadership is examined, the idea of "employee voice" becomes clear and calls for a more in-depth
analysis of its effects in work environments!*®l. Employee voice refers to the degree to which employees feel
empowered to communicate their ideas, opinions, and concerns regarding workplace matters*6-8l, |t serves
as an important indicator of the effectiveness of inclusive leadership. The fundamental basis of this
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relationship is that inclusive leadership techniques inherently cultivate an environment where employee
voice can thrivel®, Transparency, accessibility, and support for a range of viewpoints are traits of this type
of leadership, and they foster an environment where staff members feel appreciated and comfortable offering
their opinions!?-22, This mutually beneficial relationship implies that the existence and promotion of
employee voice may not only be a consequence of inclusive leadership, but also a reinforcing factor that
amplifies its influence on organizational innovation®, Inclusive leadership promotes a professional work
environment that values open communication and a variety of perspectives?. It harnesses the input of
employees to encourage innovative work behavior(®!, Therefore, studying the relationship between inclusive
leadership and innovative work behavior is crucial.

Prior research has thoroughly examined the influence of leadership on innovation!®-°%, However, there
is a significant lack of information regarding the precise contribution of inclusive leadership in promoting
innovative work behavior by means of employee voice. Existing research frequently examines leadership
styles in a broad manner, without exploring the intricacies of inclusive leadership and its distinct role in
fostering an innovative culture within hierarchical and varied workplaces. research conducted by Bel8 and
Mokhber et al.*l have emphasized the overall significance of leadership in fostering innovation. However,
these research have not particularly examined the inclusive leadership paradigm.

Recent research conducted by Javed et al.’l and Qi et al.®! has begun to investigate the connections
between inclusive leadership and innovation. However, they frequently fail to prioritize the crucial
importance of employee voice. Our study aims to fill these gaps in knowledge and offer practical insights for
professionals in the manufacturing industry.

This study aims to address this gap by investigating how employee voice mediates the impact of
inclusive leadership on the innovative work behaviors of employees across various hierarchical levels in the
manufacturing sectors. This research contributes to the wider knowledge of leadership and innovation by
emphasizing the importance of inclusive leadership. It also provides specific insights into how inclusivity in
leadership can improve employee participation and creativity. Furthermore, this study integrates up-to-date
discoveries and approaches to guarantee a modern comprehension of the subject. This inquiry is crucial for
leaders and managers, as it emphasizes the necessity of creating customized strategies to address employee
voice. By doing so, it enables the realization of the complete potential of inclusive leadership in cultivating a
sustainable culture of innovation.

2. Conceptual Framework
2.1 Inclusive Leadership

Organizational studies have recently focused on inclusive leadership because of its impact on creativity,
employee engagement, and organizational performance. Inclusive leadership values multiple perspectives
and creates an environment where all employees feel appreciated and empowered to contribute, unlike
directive or transactional leadership[*,

Inclusive leadership has its roots in wider conversations about diversity and inclusion in the corporate
environment. Originally grounded in the civil rights movements and the advocacy for equal job opportunities,
the notion has now developed to cover a more comprehensive comprehension of how varied views might be
utilized for the achievement of organizational success®Y. The initial theoretical underpinnings were shaped
by transformational leadership ideas, which emphasized the significance of leaders in inspiring and
motivating employees. Nevertheless, inclusive leadership goes beyond just inspiring others and involves
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actively cultivating an atmosphere of psychological safety, where employees feel confident in expressing
their thoughts and concerns without worrying about facing any negative consequences*!l.

Inclusive leadership differs from other leadership styles in some fundamental aspects. For example,
transformational leaders prioritize the task of inspiring and motivating individuals to surpass their personal
interests in order to benefit the firm. Although this approach acknowledges the importance of employee
feedback, it does not prioritize the deliberate inclusion and utilization of various perspectives as a valuable
strategic resource. Besides, transformational leadership motivates employees to be innovative, while
inclusive leadership guarantees that a wide range of ideas are consistently incorporated into decision-making
processes, hence expanding the range and effectiveness of new solutions®. Transactional leadership on the
other hand, is a management approach that relies on a system of incentives and consequences to effectively
oversee staff. This approach is successful in attaining immediate objectives but frequently fails to cultivate a
culture of ongoing innovation and creativity. As a result of this, transactional leadership's emphasis on
regularity and organization may hinder innovation, while inclusive leadership actively promotes
unconventional thinking by valuing all contributions equally™. Another example of leadership style is
servant leadership. Servant leaders place a high priority on the needs of their people and strive to assist them
in developing and achieving their maximum capabilities. This approach exhibits similarities with inclusive
leadership in its emphasis on prioritizing the welfare of employees. Thus, servant leadership promotes the
growth of employees, while inclusive leadership explicitly focuses on incorporating multiple viewpoints and
opinions to foster creative practices™" %4,

2.2 Innovative Work Behavior

The term "Innovative Work Behavior" (IWB) is becoming an increasingly significant topic in the fields
of organizational psychology and business management[?6271, It refers to the behaviors and processes that
employees engage in in order to contribute to innovation inside their respective firms?32°l, This concept
comprises more than just the development of new ideas; it also entails the execution and application of these
ideas in a manner that leads to a beneficial influence on the processes, products, or services of a company.
The concept of IWB is complex and may be described by three primary aspects: the development of ideas,
the promotion of ideas, and the execution of ideas.

The "idea generation" stage is the part that forms the basis of the concept of innovative business
behavior and reveals the first stage in the operationalization of this concept. In this stage of the innovation
process, individuals recognize issues, requirements, or opportunities and come up with new ideas or
solutions®. This stage marks the beginning of the innovation process. When it comes to this phase,
creativity is quite important because it requires thinking creatively and imagining options that have not been
considered to this point in timel263132, After the conception of an idea, it is necessary to effectively convey
and supporting it. ldea promotion stage entails supporting the idea, receiving support from others, and
persuading stakeholders of the idea's worth and viability™®. Proficiency in communicating and adeptness in
managing organizational politics and dynamics are essential for this®¥. The ultimate phase - idea realization
- entails transforming the concept into actuality. Proficiency in project management, adeptness in
surmounting obstacles, and unwavering determination to successfully conclude the project are necessary for
this endeavor®®l. It encompasses the pragmatic utilization of the idea, including the creation, advancement,
and execution of modifications to procedures, products, or services. In short, the "idea realization™ process is
the act of applying novel concepts in the form of novel products or procedures within a businessl,

Innovative Work Behavior is shaped by a multitude of factors, encompassing both individual and
organizational aspects?53, Individually, factors such as creativity, intrinsic motivation, specialized abilities
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(domain-specific skills), and a proactive personality can improve individual innovative work behavior.
Organizational variables encompass elements such as the style of leadership, organizational culture, the
resources allocated for innovation, and the existence of enabling structures and processes that encourage
innovation®"%8], The importance of Innovative work behavior resides in its capacity to boost organizational
performance and flexibility in a swiftly evolving business environment®, Organizations that cultivate a
culture of innovation and encourage innovative work behavior among their employees can attain long-lasting
growth, sustain a competitive edge, and adapt more efficiently to market needs and technology
advancements(%-42],

2.3. Inclusive Leadership, Employee Voice and Innovative Work Behavior

By exerting a diverse influence on multiple aspects of workplace dynamics, including creativity,
employee voice behavior, and innovation, inclusive leadership has risen to a prominent position within the
dynamic environment of organizational management®32344l This has allowed it to achieve a prominent
position. This leadership paradigm is increasingly acknowledged for its ability to empower and leverage the
diverse range of ideas, experiences, and skills present inside a business, hence creating an environment that
promotes creativity*>*3, The primary impact of Inclusive Leadership is in its capacity to foster a deep sense
of inclusion and esteem among employees, hence enhancing their inclination to generate ideas and actively
participate in innovative initiativestl,

Inclusive Leadership is distinguished by behaviors and practices that recognize and value the
contributions of all employees, irrespective of their history, identity, or position within the organization. This
leadership strategy is defined by researchers based on several important features, including openness,
accessibility, and the creation of a supportive climate that fosters dialogue and the exchange of varied
ideast”#®l. Inclusive leaders have the skills to effectively promote cooperation, identify and address
prejudices, and establish avenues for all employees to engage in decision-making procedures. This leadership
style entails not just acknowledging diversity but also utilizing it to achieve the overall success of the firm®°l,

The relationship between inclusive leadership and innovative work behavior is characterized by a
dynamic interaction, with inclusive leadership serving as a catalyst for innovative work behavior0-2],
Inclusive leadership cultivates an organizational atmosphere that highly regards diversity and inclusivity,
hence stimulating the creation, advancement, and achievement of creative ideas “°. Inclusive leaders foster a
conducive climate that promotes the appreciation and respect of employees, thereby encouraging the
expression of their distinct thoughts and viewpoints, which are crucial for fostering innovation®!. These
leaders are skilled at harnessing the diverse cognitive resources and creative potential of their teams,
resulting in improved problem-solving abilities, increased adaptability, and superior innovation outcomest®?,
This leadership strategy diminishes the apprehension of failure and fosters psychological security,
empowering people to undertake risks and explore novel concepts without the dread of retaliation or
mockery®*54, Moreover, the implementation of inclusive leadership techniques improves the cooperation
between different departments and the incorporation of many perspectives, which are essential for the
intricate problem-solving necessary in the field of innovation®. Studies show that organizations with
inclusive leaders are more likely to have higher levels of innovative work behavior®:56:4557.584659 Erom this
perspective, the first hypothesis in the research is formed as given below.

H1: Inclusive leadership has a positive effect on innovative work behavior.

Employee voice refers to the ability of employees to openly express their thoughts, suggestions,
concerns, and opinions about their work and the workplace®®. However, the term is not just about
communication; it serves as a crucial channel for organizations to gain insight into the extensive pool of
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information, experiences, and viewpoints inside their workforce®!l, This mechanism plays a crucial role in
improving decision-making processes, strengthening organizational practices, and stimulating innovation®,
By promoting the inclusion and careful evaluation of varied perspectives, employee voice not only fosters a
more democratic and inclusive organizational atmosphere but also greatly contributes to the cultivation of a
culture that is open to change and ongoing enhancement(?3, The strategic significance of employee voice
rests in its capacity to connect individual perspectives with organizational development, thereby cultivating a
dynamic environment where innovation is encouraged, and organizational resilience is enhanced!l.

The relationship between employee voice and innovative work behavior is tightly intertwined through
the dynamics of feedback, engagement, and empowerment(®¢¢1 \When employees perceive that their
opinions are acknowledged and respected, it not only improves their sense of psychological security and
readiness to offer suggestions, but also fosters a climate of innovation and originality®®. The employee's
voice serves as a catalyst for innovative work behavior by offering an opportunity for the presentation of new
and creative ideas and solutions that may not arise through conventional hierarchical routes®®. Moreover, the
process of expressing ideas verbally, along with support from the organization, facilitates the conversion of
individual discoveries into collaborative efforts towards creativity. This process is made easier by leadership
styles that promote active involvement and acknowledge the importance of varied perspectives®l. Studies
indicate that fostering an environment that promotes employee voice leads to increased opportunities for
experimentation, risk-taking, and collaborative problem-solving, all of which are essential for fostering
innovation[’®". 621 This perspective leads to another hypothesis to be tested in the research model.

H2: Employee voice has a positive effect on innovative work behavior.

Employee voice behavior refers to a role behavior in an organization that promotes employees to
constructively question their supervisors or colleagues in order to recommend adjustments and
improvements to work-related procedures, even if they have differing opinionst”2. Employee voice refers to
a constructive behavior that focuses on support, development, and improvement, rather than opposition,
complaining, or protesting?. Morrison(”! defines employee voice behavior as the deliberate expression of
employees' thoughts, recommendations, and worries regarding work-related matters, with the aim of
enhancing organizational or unit-based activities’®. Van Dyne et al.’"l propose that voice behavior can be
assessed using two different ways. The first strategy involves employees implementing measures and
providing ideas for change, while the second approach focuses on procedures that guarantee employee
involvement in decision-making processes and enhance the evaluation of fairness.

Given that inclusive leaders demonstrate favorable relational leadership qualities such as transparency,
pertinence, and accessibility in their engagements with subordinates, it is regarded that inclusive leadership
as a significant asset for enhancing employee voicel?!l. Choi et al.["™ found that inclusive leaders are effective
in generating valuable resources for their workforce. Inclusive leaders demonstrate a willingness to actively
listen and engage in discussions on both current and novel methods in order to accomplish desired
organizational objectives?Y. Inclusive leaders establish a non-threatening atmosphere for employees to
discuss their opinions by consistently aligning their voices and actions. Inclusive leaders cultivate high-
quality relationships and demonstrate fairness in allocating resources to employees, irrespective of their
ability. This made it easier for employees to feel that their efforts were valued fairly and that they met the
requirements for voice behaviorl”®. Furthermore, inclusive leaders fostered an environment where employees
were motivated to share their distinctive thoughts, concerns, and suggestions. They accomplished this by
appreciating and demonstrating genuine interest in their contributions and overall welfarel’’].
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Empirical research confirms that inclusive leadership is directly linked to a higher level of employee
voicel?21619771 This means that when leaders demonstrate behaviors that foster inclusivity, employees are
more inclined to express their opinions with confidence.

H3: Inclusive leadership has a positive effect on employee voice.

Moreover, the inclusion of employee voice as a mediating factor in the impact of inclusive leadership on
innovative work behavior emphasizes its function in not only enabling the articulation of innovative concepts,
but also in guaranteeing that these concepts are listened to, taken into account, and put into action®%221%],
This approach successfully connects the potential for innovation that is naturally present in inclusive
leadership with the actual execution of creative activities. The employee voice acts as a feedback system that
guides leaders about the efficacy of inclusion initiatives and the innovation requirements of the business,
thereby establishing a dynamic cycle of communication and innovation[*sl, Consequently, this leads to a
more dynamic, innovative, and adaptable organization®™*, The relationship between inclusive leadership,
employee voice, and innovative work behavior can be considered as a synergistic interaction. In this dynamic,
leadership inclusivity promotes employee engagement and participation, which in turn enhances the
organization's innovative capacities™™®!. In the light of these inferences, the final hypothesis within the scope
of the research is as follows and the figure presenting the hypotheses is provided below.

H4: Employee voice has a mediating role in the relationship between inclusive leadership and
innovative work behavior.

The research model, in which the relationships between the dependent, independent and mediating
variables used within the scope of the study are shown schematically, is as follows.

Employee Voice

Inclusive Leadership »{Innovative Work Behavior

Figure 1. Research Model

3. Materials and Methods

The study's materials and procedures are thoroughly described in this section. The material provides an
explanation of the measures, analysis, and demographics of the respondents as well as the data gathering
process.

3.1 Respondents and Data Collection

The population of the research consists of production companies in Gaziantep province. The sample
consists of the employees of the manufacturing companies in Gaziantep province, selected by convenience
sampling method. Due to time and cost constraints, the questionnaire was applied to the employees of the
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manufacturing companies (2 carpet, 3 machinery) that have R&D centers. The reason for the selection of
manufacturing companies is the capacity of enterprises with R&D departments to exhibit innovation as a
business behavior. Interviews were made with the human resources departments of the manufacturing
companies and the questionnaires were collected through the human resources departments of the companies
that accepted to participate in the research. Since 47 of the 500 surveys distributed were not answered and 38
were incomplete, the sample of the research consists of 415 people. 21.4% of the employees are women, and
78.6% are men. 33.7% of the employees are between the ages of 18-29, 51.6% are between the ages of 30-45,
and 14.7% are between the ages of 46 and over. In terms of education level, 12.5% of the participants are
primary school graduates, 50.8% are high school graduates, 21.7% are associate degree graduates, 12.3% are
undergraduate graduates, and 2.7% are graduate graduates. In terms of work experience, 25.1% of the
employees have 1-4 years of work experience, 40.2% have 5-10 years of work experience, and 34.7% have
11 years or more of work experience.

3.2 Measures

Inclusive leadership and Employee voice scales in the study were carried out with a five-point Likert-
type scale (1=Strongly Disagree, 5=Strongly Agree). Innovative work behavior scale was carried out on a 7-
point Likert-type scale (Never =0, Almost Never=1, Rarely=2 Sometimes=3 Often=4 Very Often=5
Always=6).

Inclusive Leadership Scale: In the study, the scale developed by Carmeli et al. 2, which consists of 9
expressions and three dimensions as openness (3 expressions), availability (4 expressions) and accessibility
(2 expressions) was utilized. The Turkish validation of the scale was conducted by Siiriicii and Maslak¢1 ],
The reliability of the scale was found to be 0,91.

Employee Voice Scale: The scale developed by Van Dyne & LePinel™, which consists of sixth
expressions. The Turkish validation of the scale was conducted by Arslan and Yener™, The reliability of the
scale was found to be 0,91.

Innovative Work Behavior Scale: The scale developed by Janssenf2, which consisting of nine
expressions and three dimensions as idea generation (3 expressions), idea development (3 expressions) and
idea realization (3 expressions), was used. Eroglu et al.’® used the scale, which they validated in Turkish, in
their study. The reliability of the scale was found to be 0,91.

4. Data Analysis and Results
4.1. Measurement Model

Data analysis descriptive, correlation, and regression analyses were performed with SPSS 22.0, and
confirmatory factor analysis was performed with AMOS 22.0.

Table 1. The Goodness of Fit Statistics

Goodness of Fit %2 df CMIN/D  AGFI IFI CFI TLI RMSEA
Values F

Inclusive 51.888 18 2.883 931 .992 .992 .985 .067
Leadership

Employee Voice 15.242 5 3.048 .966 .996 .996 .992 .057
Innovative Work 44.426 21 2.116 .952 .994 .994 .989 .052
Behavior

Measurement 477.425 234 2.040 .900 .980 .980 976 .050
Model
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As shown in Table 1, according to the criteria of goodness of fit values of the scales and measurement
model used in the study, it is seen that the scale values are between the limits of good fit®%,

Along with the validity analysis statistics obtained, the average variance (AVE) values explained by the
structure of the structural variables, composite reliability (CR) values, Cronbach Alpha internal consistency
coefficients and the relationships between the variables are presented in Table 2.

Table 2. Mean, Std. Deviation, Average Variance Extracted (AVE), Composite Reliability (CR), Cronbach Alpha, and Correlations

MEAN SD CR AVE 1 2 3
1.Inclusive 3.54 1.18 .98 .85 (.92)
Leadership
2. Employee Voice  3.72 1.26 .97 .83 494™ (.95)
3. Innovative Work  3.52 1.17 .97 .80 .595™ 641" (.93)

Behavior

Note:** p < 0.01, Significant at the 0.05 level, n = 415, Cronbach’s Alpha reliability values are given in parentheses.

When Table 2 is examined, it is seen that there is a positive relationship between inclusive leadership
and innovative work behavior and between inclusive leadership and employee voice. Additionally, it has
been found that employee voice and innovative work behavior are positively correlated. In order to ensure
convergent validity in a CFA model, the CR value must be greater than .70 and the AVE value must be
greater than .50, It is seen that the CR values of the research variables are between .92 and .97, the AVE
values are between .77 and .82 and CR>AVE and the scales provide component validity®?,

In the next part of the research, the structural equation model shown in Figure 2 was established to test

the research hypotheses.
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Table 3. SEM findings

Tested Path Estimate SE. CR P
Inclusive Leadership > Innovative Work Behavior 455 .57 8.047 il
Employee Voice > Innovative Work Behavior 450 A7 8.047 il
Inclusive Leadership > Employee Voice .587 .06 9.690 il

The hypotheses were tested on the structural model with latent variables. The research model provided
goodness of fit values (x2/df=2.357; AGFI= .896; IF1=.973; TLI =0.973; CFI =.969.; RMSEA=0.04). As
illustrated in Table 3, the structural equation modeling analysis results indicate that inclusive leadership
positively and significantly affects employee voice and innovative work behavior. It was also found that
employee voice affects innovative work behavior. As a result, Hypotheses H1, H2, and H3 are supported.

In order to test the mediating role of employee voice in the effect of inclusive leadership on innovative
work behavior, regression analysis based on the bootstrap method in Figure 3 was conducted. Analyses were
conducted using Process Macro developed by Hayes (2018). Analyses were conducted by selecting Model 4.
In the analyses, the bootstrap technique and 5000 resampling options were preferred. In order to support the
research hypothesis in mediation effect analyses conducted with the bootstrap technique, the values in the 95%
confidence interval (Confidence interval, Cl) obtained as a result of the analysis should not include the value
(0)[96].

RZ=.2443

Employee Voice

a= .4940™

c=.595"

Innovative Work
Behavior

Inclusive Leadership

c'=.368""

Indirect effect x on y =.227 Note:**p<.001

Figure 3. Mediating Model

Table 4. Process Macro Analysis Results

M (Employee Voice) Y (Innovative Work Behavior)
Estimate Variables B S.E. B S.E.
(IncI:(sive Leadership) 494 045 ’ 3687 039
M (Employee Voice) - - 459" .037
Constant 1.855™" 170 AT2 .390
R?=.2443 R?=.513
F (1;413) =133,4933; p<.001 F (2:412) =217,132; p<.001
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***p<0.001, n= 415

As a result of the analysis, inclusive leadership has a significant positive effect on employee voice (path
a) (P = .494, p<.001, 95% CI [.43, .61]). The coefficient of determination shows that 24.43% of employee
voice (R2=.2443) is explained by inclusive leadership. Employee voice has a significant positive effect on
innovative work behavior (path b) (B = .459, p<.001, 95% CI [.15, .45]). Inclusive leadership has a
significant positive effect on innovative work behavior (B = .368, p<.001, 95% CI [.25, .54]). The coefficient
of determination shows that 51.30% of innovative work behavior (R2=.513) is explained by inclusive
leadership and employee voice. In the absence of mediating employee voice, the total effects of inclusive
leadership on innovative work behavior (path c), that is, the total effects (f = .595, p<.001, 95% CI [.52, .67])
were also found to be significant. With the inclusion of employee voice as a mediating variable in the model,
the calculated indirect effects of inclusive leadership on innovative work behavior (B = .227, p<.001, 95% CI
[.17, .29]) were found to be significant. As a result, Hypotheses H4 is supported. According to these findings,
employee voice has a partial mediating role in the effect of inclusive leadership on innovative work behavior.
Because Boostrap confidence interval values do not include the value of 0 (zero)®.

The analysis revealed the indirect effects of inclusive leadership on innovative work behavior through
employee voice. This result shows that employees who can easily express their ideas and thoughts through a
communication and interaction-oriented work environment created by the inclusive leader increase their
innovative work behaviors.

5. Discussion

Within the scope of this field study, the relationships between inclusive leadership, employee voice and
innovative work behavior, which were the subject of the research, were revealed, and in this regard, the
mediating role of employee voice between inclusive leadership and innovative work behavior was examined.
Upon examining the existing literature, it becomes apparent that there is a scarcity of studies that
simultaneously address these three factors within the same research paradigm. Furthermore, these studies
vary in terms of their focus and objectives.

It was found that employees' perceptions of inclusive leadership positively and significantly predicted
their innovative work behavior attitudes (p<0.001). This outcome aligns with the findings derived from
numerous studies in the field of management and organizational behavior literature [504522557.58,83,59,584]
Employees' increased awareness of inclusive leadership directly boosts their involvement in creative
processes, enabling them to actively contribute to the organization's growth and adaptation in a fast-evolving
business environment. The presence of this positive association emphasizes the significance of leadership
strategies that encourage diversity in order to foster a dynamic and innovative organizational climate (],

Another finding that emerged as a result of the research analysis is that employee voice is a significant
predictor of innovative work behavior (p<0.001). Similar findings have been found in studies conducted on
the two variables mentioned in the literature[®®8, Employee voice provides an environment for employees to
communicate and exchange new ideas, concerns, and suggestions. These inputs are essential during the
stages of generating and implementing innovative solutions. By establishing this accessible means of
communication, it promotes employees to offer distinct viewpoints and ideas, cultivating an environment
that values innovation and trial and error. Employees' sense of ownership and responsibility towards
innovative solutions is strengthened by the validation of employee input through voice mechanisms. This not
only fosters a climate that is conducive to innovation, but it also increases employees' motivation to engage
in and drive innovative behavior processes!®.

10
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Another important finding of this study, which reveals the relationships between inclusive leadership,
and employee voice is that inclusive leadership has a positive and significant effect on predicting employee
voice. Upon examining the literature in the relevant field, it is evident that studies with comparable results
can be identified in this particular direction[62219.20.77]

As a result of the mediation analysis conducted, which is the main purpose of the research, to determine
the mediating role of employee voice in the effect of inclusive leadership on innovative work behavior, it
was determined that employee voice has a mediating role in the relationship between inclusive leadership
and innovative work behavior. This finding suggests that employee voice has an increasing role in the effect
of inclusive leadership on innovative work behavior. In this respect, it is possible to evaluate the necessity of
creating a participatory and embracing environment with inclusive leadership and increasing employee voice
to ensure employee participation in innovation processes.

The relationship between inclusive leadership and employee voice is both positive and significant since
it is based on the fundamental aspects of trust, psychological safety, and respect that inclusive leadership
fosters inside a company. Inclusive leaders foster diversity, equity, and inclusion to establish an

organizational atmosphere that values and respects all employees, regardless of their position or background
[22,19]

6. Conclusion and Recommendations

Previous studies have frequently indicated a clear correlation between inclusive leadership and
innovative work behavior. Our research, however, shows that employee voice plays a vital role as a
mediating component. This finding emphasizes the need of cultivating a setting in which employees feel
empowered to articulate their views and concerns. Inclusive leadership not only fosters direct innovation but
also strengthens the structures that support it. This research also offers useful insights into the customization
of inclusive leadership approaches for businesses with hierarchical structures and operational complexity,
with a specific focus on the manufacturing sector. This specialized focus addresses a gap in the existing
literature, which has mostly examined these dynamics in broader or service-oriented settings.

The results of the field study emphasize the interdependence between inclusive leadership, employee
voice, and innovative work behavior, indicating a direct route for firms to cultivate a culture of innovation.
The observed positive associations indicate that firms aiming to improve innovation should give priority to
the advancement and execution of inclusive leadership practices. Effective leadership fosters an environment
that promotes employee satisfaction and engagement, resulting in greater employee input and involvement.
Additionally, it stimulates the innovative potential of the workforce by harnessing the varied perspectives
and ideas that arise from an inclusive culture.

Based on these outcomes, it is advised that businesses allocate resources towards leadership
development initiatives that prioritize the values of inclusion, including active listening, empathy, and the
promotion of varied perspectives. Leaders should undergo training to identify and minimize prejudices, as
well as establish effective ways for employees to share their opinions and have them addressed. In addition,
implementing structured channels for employee input, including as suggestion boxes, regular town hall
meetings, and inclusive decision-making bodies, can promote the sharing of ideas and concerns, therefore
fostering innovative work behavior.

Creating a psychologically safe workplace for employees, in which they are able to take risks and
express dissenting ideas without fear of adverse consequences, should also be a primary goal for
organizations. This is something that may be accomplished by the clear communication of organizational
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principles that place an emphasis on diversity and inclusion, as well as through the acknowledgment and
reward of innovative initiatives and the constructive use of employee feedback.

A concerted effort from all levels of the organization, from the highest level of management all the way
down to individual team leaders, is required in order to put these recommendations into practical use.
Organizations are able to unlock the potential for innovation that lies within their workforce by cultivating an
organizational culture that values inclusive leadership and employee voice. This allows the organizations to
drive development and ensure sustainability in a business landscape that continuously evolves.

The implications of our findings have broader significance beyond the specific context of this study.
They propose further applications in other organizational contexts where innovation is crucial. For example,
the concepts of inclusive leadership and encouraging employee input can be adjusted to fit various cultural
and organizational settings in order to boost global creativity. Subsequent investigations could examine these
dynamics in various sectors and geographical areas to verify and expand upon our discoveries.

6.1 Limitations of the Research

When conducting an analysis of the findings of a research study, it is important to take into account the
associated limitations. The method of surveying was utilized in order to acquire the data for this study, which
investigated the impact of employees' degrees of inclusive leadership and employee voice perceptions on the
levels of innovative work behavior. Since the variables that are the subject of the research include the
perception of the employees in the managerial level at the workplace, the ability of the employees at the
workplace to express their own ideas, concerns and perspectives in an original way and without fear of social
or workplace consequences, and the evaluation of the behaviors of the employees in the workplace in which
they generate new ideas and implement new ideas and then use new ideas to solve problems, it was deemed
more appropriate to obtain the data through self-assessment. The survey method, on the other hand, has the
potential to generate the problem of common method variance because all of the data are collected at the
same time, from the same people, and cross-sectionally -at a single point in time- ®71, It was decided to do a
confirmatory factor analysis on the survey items in order to ensure that this issue would not impede the
findings of the research.

This study was conducted using correlational analysis. In future studies, designing longitudinal and
experimental study designs may be appropriate to enhance cause-effect correlations. Furthermore, the
findings in this study are restricted to the specific sample group. Future research should be undertaken
comprehensively across other sectors and with greater sample sizes.

Author contributions

Conceptualization, HA, AA and BGY; methodology, HA.; software, HA; validation, HA, AA and BGY;
formal analysis, HA; investigation, HA and AA.; resources, AA.; data curation, BGY; writing—original
draft preparation, HA, AA and BGY; writing—review and editing, HA, AA and BGY; visualization, AA;
supervision, HA; project administration, AA and BGY. All authors have read and agreed to the published
version of the manuscript.

Conflict of interest
The authors declare no conflict of interest.

12



Environment and Social Psychology | doi: 10.59429/esp.v9i8.2723

References

1.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

Chandler G N, Keller C, Lyon, D W. Unraveling the Determinants and Consequences of an Innovation-Supportive
Organizational Culture. Entrepreneurship Theory and Practice 2000; 25(1): 59-76.
https://doi.org/10.1177/1042258700025001061

Javed B, Khan AK, Quratulain S. Inclusive Leadership and Innovative Work Behavior: Examination of LMX
Perspective in Small Capitalized Textile Firms. The Journal of Psychology 2018; 152(8): 594-612.
https://doi.org/10.1080/00223980.2018.1489767.

Nasifoglu Elidemir S, Ozturen A, Bayighomog S. W. Innovative Behaviors, Employee Creativity, and Sustainable
Competitive Advantage: A Moderated Mediation. Sustainability 2020; 12(8), 3295.
https://doi.org/10.3390/su12083295

Liu CH. Creating competitive advantage: Linking perspectives of organization learning, innovation behavior and
intellectual capital. International Journal of Hospitality Management 2017; 66:13-23.
https://doi.org/10.1016/j.ijhm.2017.06.013

Qi L, Liu B, Wei X, et al. Impact of inclusive leadership on employee innovative behavior: Perceived
organizational support as a mediator. PLOS ONE 2019; 14(2): 1-14. https://doi.org/10.1371/journal.pone.0212091
de Jong JPJ, Den Hartog DN. How leaders influence employees’ innovative behaviour. European Journal of
Innovation Management 2007; 10(1): 41-64. https://doi.org/10.1108/14601060710720546

Fang YC, Chen JY, Wang MJ, et al. The Impact of Inclusive Leadership on Employees’ Innovative Behaviors: The
Mediation of Psychological Capital. Frontiers in Psychology 2019; 10. https://doi.org/10.3389/fpsyg.2019.01803
Shore LM, Chung BG. Inclusive Leadership: How Leaders Sustain or Discourage Work Group Inclusion. Group &
Organization Management 2021; 47(4): 105960112199958. https://doi.org/10.1177/1059601121999580.

Popli S, Rizvi IA. Leadership style and service orientation: the catalytic role of employee engagement. Journal of
Service Theory and Practice 2017; 27(1): 292-310. https://doi.org/10.1108/jstp-07-2015-0151

Popli S, Rizvi IA. Exploring the relationship between service orientation, employee engagement and perceived
leadership style: a study of managers in the private service sector organizations in India. Journal of Services
Marketing 2015; 29(1): 59-70. https://doi.org/10.1108/jsm-06-2013-0151

Atan J bin, Mahmood NHN. The role of transformational leadership style in enhancing employees’ competency for
organization performance. Management Science Letters 2019; 9(13): 2191-2200.
https://doi.org/10.5267/j.msl.2019.7.033

Radchenko EP, Shamsunov SH, Tishchenko Y, et al. Public-Private Partnership Projects In Increasing Efficiency
Of Penal Institutions Production Sector. European Proceedings of Social and Behavioural Sciences 2020;
https://doi.org/10.15405/epsbs.2020.10.03.50

Williams A, Sulef P, Vrbka J. Business Process Optimization, Cognitive Decision-Making Algorithms, and
Artificial Intelligence Data-driven Internet of Things Systems in Sustainable Smart Manufacturing. Journal of Self-
Governance and Management Economics 2020; 8(4): 39. https://doi.org/10.22381/jsme8420204

Yu 'Y, Cheng H. Environmental Taxes and Innovation in Chinese Textile Enterprises: Influence of Mediating
Effects and Heterogeneous Factors. Sustainability 2021; 13(8): 4561. https://doi.org/10.3390/su13084561

Zheng JY, Li YN, Yuan H. The Influence of Inclusive Leadership on Innovative Behavior and Job Performance in
Chinese IT Enterprises -Employee Voice Behavior as Mediating Variables. The Journal of the Korea Contents
Association 2022; 22(2): 501-513. https://doi.org/10.5392/JKCA.2022.22.02.501

Jolly PM, Lee, L. Silence is not Golden: Motivating Employee Voice through Inclusive Leadership. Journal of
Hospitality & Tourism Research 2020; 45(6): 109634802096369. https://doi.org/10.1177/1096348020963699
Morrison EW. Employee Voice and Silence. Annual Review of Organizational Psychology and Organizational
Behavior 2014; 1(1): 173-197. https://doi.org/10.1146/annurev-orgpsych-031413-091328

LePine JA, Van Dyne L. Voice and cooperative behavior as contrasting forms of contextual performance:
Evidence of differential relationships with Big Five personality characteristics and cognitive ability. Journal of
Applied Psychology 2001; 86(2): 326—336. https://doi.org/10.1037/0021-9010.86.2.326

Alang T, Stanton P, Rose M. Enhancing Employee Voice and Inclusion Through Inclusive Leadership in Public
Sector Organizations. Public Personnel Management 2022; 51(3): 009102602210855.
https://doi.org/10.1177/00910260221085583

Qi L, XuY, Liu B. Does justice matter in voice? Inclusive leadership and employee voice: the moderating role of
organizational justice perception. Frontiers in Psychology 2023; 14. https://doi.org/10.3389/fpsyg.2023.1313922
Carmeli A, Reiter-Palmon R, Ziv E. Inclusive Leadership and Employee Involvement in Creative Tasks in the
Workplace: The Mediating Role of Psychological Safety. Creativity Research Journal 2010; 22(3): 250—260.

Qi L, Liu B. Effects of Inclusive Leadership on Employee VVoice Behavior and Team Performance: The Mediating
Role of Caring Ethical Climate. Frontiers in Communication 2017; 2. https://doi.org/10.3389/fcomm.2017.00008
Jiang J, Ding W, Wang R, et al. Inclusive leadership and employees’ voice behavior: A moderated mediation
model. Current Psychology 2020; 41(9): 6395-6405. https://doi.org/10.1007/s12144-020-01139-8

13



Environment and Social Psychology | doi: 10.59429/esp.v9i8.2723

24.

25.

26.

217.

28.

29.

30.

3L

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42,

43.

44,

45,

46.

Rawat PS, Lyndon S, Pradhan MR, et al. Employee reactiveness and inclusive leadership: time to manage
emotional diversity. South Asian Journal of Business Studies 2020; 10(3): 357-376. https://doi.org/10.1108/sajbs-
02-2020-0042

AlMulhim AF, Mohammed SM. The impact of inclusive leadership on innovative work behavior: a mediated
moderation model. Leadership & Organization Development Journal 2023; 44(7): 907-926.

De Jong JP, Den Hartog DN. Innovative work behavior: Measurement and validation. EIM Business and Policy
Research 2008; 8(1): 1-27.

Venketsamy A, Lew C. Intrinsic and extrinsic reward synergies for innovative work behavior among South African
knowledge workers. Personnel Review 2024; 53(1): 1-17. https://doi.org/10.1108/pr-02-2021-0108

Bos-Nehles A, Bondarouk T, Nijenhuis K. Innovative work behaviour in knowledge-intensive public sector
organizations; the case of supervisors in the Netherlands fire services. The International Journal of Human
Resource Management 2016; 28(2): 379-398. https://doi.org/10.1080/09585192.2016.1244894

Wynen J, Boon J, Kleizen B, et al. How Multiple Organizational Changes Shape Managerial Support for
Innovative Work Behavior: Evidence From the Australian Public Service. Review of Public Personnel
Administration 2019; 40(3): 491-515. https://doi.org/10.1177/0734371x18824388

Bogilovié S, Bortoluzzi G, Cerne M, et al. Diversity, climate and innovative work behavior. European Journal of
Innovation Management ahead-of-print 2020; https://doi.org/10.1108/ejim-03-2020-0100

Grobben E. Effective line manager behaviours that stimulate innovative work behaviour of employees in the three
different phases of IWB: idea generation, idea promotion and idea realization at knowledge intensive service-
oriented organizations [Master's thesis]. University of Twente; 2022.

Janssen O. Job demands, perceptions of effort-reward fairness and innovative work behaviour. Journal of
Occupational and Organizational Psychology 2000; 73(3): 287-302. https://doi.org/10.1348/096317900167038
Muchiri MK, McMurra AJ, Nkhoma M, et al. Mapping Antecedents of Innovative Work Behavior: A Conceptual
Review. The Journal of Developing Areas 2020; 54(4): https://doi.org/10.1353/jda.2020.0047

Woods SA, Mustafa MJ, Anderson N, et al. Innovative work behavior and personality traits Examining the
moderating effects of organizational tenure. Journal of Managerial Psychology 2018; 33(1): 29-42.
https://doi.org/10.1108/jmp-01-2017-0016

Battistelli A, Odoardi C, Cangialosi N, et al. The role of image expectations in linking organizational climate and
innovative work behaviour. European Journal of Innovation Management ahead-of-print 2021;
https://doi.org/10.1108/ejim-01-2021-0044

Kmieciak R, Trust, knowledge sharing, and innovative work behavior: empirical evidence from Poland. European
Journal of Innovation Management 2020; 24(5): https://doi.org/10.1108/ejim-04-2020-0134

Koednok S, Sungsanit M. The influence of multilevel factors of human resource practices on innovative work
behavior. The Journal of Behavioral Science 2018; 13(1): 37-55.

Sumual T, Sumual S, Setyaningsih S, et al. Innovation work behavior: new model to successful organization.
Review of multidisciplinary education, culture and pedagogy 2023; 3(1): 8-28.

Nguyén TPL. Innovative work behavior of Vietnam telecommunication enterprise employees. Management
Science Letters 2019; 9(8): 1169-1180. https://doi.org/10.5267/j.msl.2019.4.023

Qawasmeh E, Abd Wahab N. Achieving Competitive Advantage (CA) Through the Role of Training and
Compensations Practices on Innovative Work Behavior (IWB): A Study in Jordan Islamic Banks. International
Journal of Academic Research in Economics and Management Sciences 2022; 11(2):
https://doi.org/10.6007/ijarems/v11-i2/13335

Dabouba A, Amro Al-Madadha, Ahmad Samed Al-Adwan. Fostering Firm Innovativeness: Understanding the
Sequential Relationships between Human Resource Practices, Psychological Empowerment, Innovative Work
Behavior, and Firm Innovative Capability. International Journal of Innovation Studies 2023; 8(1): 76-91.
https://doi.org/10.1016/j.ijis.2023.12.001

Setiyawami S, Djurubassa GMP, Biso H, et al. Analysis Of Factors Affecting Innovative Work Behavior In The
Digital Era: Case Study Of Manufacturing Companies In Indonesia. Maker : Jurnal Manajemen 2023; 9(2): 241—
251. https://doi.org/10.37403/mjm.v9i2.630

Fu Q, Cherian J, Ahmad N, et al. An Inclusive Leadership Framework to Foster Employee Creativity in the
Healthcare Sector: The Role of Psychological Safety and Polychronicity. International Journal of Environmental
Research and Public Health 2022; 19(8): 4519. https://doi.org/10.3390/ijerph19084519

Gong L, Liu Z, Rong Y, et al. Inclusive leadership, ambidextrous innovation and organizational performance: the
moderating role of environment uncertainty. Leadership & Organization Development Journal ahead-of-print 2021;
https://doi.org/10.1108/l0dj-06-2020-0253

Javed B, Fatima T, Khan AK, et al. Impact of Inclusive Leadership on Innovative Work Behavior: The Role of
Creative Self-Efficacy. The Journal of Creative Behavior 2020; 55(3): 769—782. https://doi.org/10.1002/jocb.487
Shakil RM, Memon MA, Ting H. Inclusive leadership and innovative work behaviour: the mediating role of job
autonomy. Quality & Quantity 2023; 57(4): 707-721. https://doi.org/10.1007/s11135-021-01102-0

14



Environment and Social Psychology | doi: 10.59429/esp.v9i8.2723

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

Fausti G. A study examining the relationships between empowering leadership, organizational inclusive culture,
collective mindfulness and well-being in workplaces [Master's thesis]. Universiteit Utrecht; 2022.

Al-Atwi AA, Al-Hassani KK. Inclusive leadership: scale validation and potential consequences. Leadership &
Organization Development Journal 2021; 42(8): 1222-1240. https://doi.org/10.1108/lodj-08-2020-0327
Mavrokordatos A. Cultivating creativity: The relationship between inclusive leadership, psychological safety,
vitality, openness to experience and creative work involvement [Doctoral dissertation]. Stellenbosch: Stellenbosch
University; 2015.

Mansoor A, Farrukh M, Wu Y, et al. Does inclusive leadership incite innovative work behavior? Human Systems
Management 2020; 40(1): 93-102. https://doi.org/10.3233/hsm-200972

Sharma L, Agarwal P, Joshi BP, et al. A study of impact of inclusive leadership on innovative behaviors and
diversity at workplace. Environment & Social Psychology 2023; 9(1): https://doi.org/10.54517/esp.v9i1.1721
Veli Korkmaz A, van Engen ML, Knappert L, et al. About and beyond Leading Uniqueness and Belongingness: a
Systematic Review of Inclusive Leadership Research. Human Resource Management Review 2022; 32(4): 100894.
https://doi.org/10.1016/j.hrmr.2022.100894

Zhao F, Hu W, Ahmed F, et al. Impact of ambidextrous human resource practices on employee innovation
performance: the roles of inclusive leadership and psychological safety. European Journal of Innovation
Management 2023; 26(5):1444-1470. https://doi.org/10.1108/ejim-04-2021-0226

Zeng H, Zhao L, Zhao Y. Inclusive Leadership and Taking-Charge Behavior: Roles of Psychological Safety and
Thriving at Work. Frontiers in Psychology 2020; 11(62):1-11. https://doi.org/10.3389/fpsyg.2020.00062
Gallegos PV. The Work of Inclusive Leadership. Diversity at Work: The Practice of Inclusion, (2014). 177-202.
https://doi.org/10.1002/9781118764282.ch6

Kuknor SC, Bhattacharya S. Inclusive leadership: new age leadership to foster organizational inclusion. European
Journal of Training and Development 2022; 46(9): 771-797. https://doi.org/10.1108/ejtd-07-2019-0132

Guo Y, Jin J, Yim SH. Impact of Inclusive Leadership on Innovative Work Behavior: The Mediating Role of Job
Crafting. Administrative Sciences 2023; 13(1): 1-17. https://doi.org/10.3390/admsci13010004

Srivastava S, Singh LB. Inclusive Leadership And Innovative Work Behavior: Mediating Role Of Thriving At
Work. Corporate Governance Insight 2022; 4(2): 47-63. https://doi.org/10.58426/cgi.v4.i2.2022.47-63

Wu G, Li M. Impact of inclusive leadership on employees’ innovative behavior: A relational silence approach.
Frontiers in Psychology 2023; 14. https://doi.org/10.3389/fpsyg.2023.1144791

Dundon T, Wilkinson A, Marchington M, et al. The Meanings and Purpose of Employee Voice. The International
Journal of Human Resource Management 2004; 15(6): 1149-1170.
https://doi.org/10.1080/095851904100016773359

Wilkinson A, Fay C. New times for employee voice? Human Resource Management 2011; 50(1): 65-74.
https://doi.org/10.1002/hrm.20411

Basheer MF, Saleem M, Hameed WU, et al. Employee voice determinants and organizational innovation: Does the
role of senior manager matter. Psychology and Education Journal 2021; 58(3): 1624-1638.

Zhang Z, Liang Q, Li J. The Curvilinear Relationship between Employee Voice and Managers’ Performance
Evaluations: The Moderating Role of Voice Consensus. Sustainability 2022; 14(16): 9970.
https://doi.org/10.3390/s5u14169970

Sibunruang H, Kawai N. The proactive nature of employee voice: The facilitating role of supervisor developmental
feedback. Journal of Management & Organization 2023; 1-19: https://doi.org/10.1017/jmo0.2023.38

Rees C, Alfes K, Gatenby M. Employee Voice and engagement: Connections and Consequences. The International
Journal of Human Resource Management 2013; 24(14): 2780-2798.

Yoo J. Customer power and frontline employee voice behavior. European Journal of Marketing 2017; 51(1): 238—
256. https://doi.org/10.1108/ejm-07-2015-0477

Shin D, Woodwark MJ, Konrad AM, et al. Innovation strategy, voice practices, employee voice participation, and
organizational innovation. Journal of Business Research 2022; 147: 392—-402.
https://doi.org/10.1016/j.jbusres.2022.04.015

Nazir S, Shafi A, Asadullah MA, et al. Linking paternalistic leadership to follower’s innovative work behavior: the
influence of leader—-member exchange and employee voice. European Journal of Innovation Management ahead-
of-print 2020; https://doi.org/10.1108/ejim-01-2020-0005

Ganjali A, Rezaee S. Linking Perceived Employee Voice and Creativity. Interdisciplinary Journal of Management
Studies (Formerly known as Iranian Journal of Management Studies) 2016; 9(1): 175-191. doi:
10.22059/ijms.2016.55041

Sax J, Torp SS. Speak up! Enhancing risk performance with enterprise risk management, leadership style and
employee voice. Management Decision 2015; 53(7): 1452—-1468. https://doi.org/10.1108/md-10-2014-0625
Akinwale OE. Employee voice: speaking up in organisation as a correlate of employee productivity in oil and gas
industry - an empirical investigation from Nigeria. Serbian Journal of Management 2018; 14(1): 97-121.
https://doi.org/10.5937/sjm14-15308

15



Environment and Social Psychology | doi: 10.59429/esp.v9i8.2723

72.

73.

74.

75.

76.

77.

78.

79.

80.

81.

82.

83.

84.

85.

86.

87.

88.
89.
90.
91.
92.
93.
94.

95.
96.

Van Dyne L, LePine JA. Helping and Voice Extra-role Behavior. Evidence of Construct and Predictive Validity,
Academy of Management Journal 1998; 41: 108-119.

Morrison EW. Employee voice behavior: Integration and directions for future research. The Academy of
Management Annals 2011; 5(1): 373-412.

Van Dyne L, Ang S, Botero IC. Conceptualizing Employee Silence and Employee Voice as Multidimensional
Constructs. Journal of Management Studies 2003; 40 (6): 1359-1392.

Choi SB, Tran TBH, Park BI. Inclusive leadership and work engagement: Mediating roles of affective
organizational commitment and creativity. Social Behavior and Personality: an international journal 2015; 43(6):
931-943.

Hollander EP. Inclusive leadership: The essential leader-follower relationship. New York: Routledge; 2012.
Younas A, Wang D, Javed B, et al. Inclusive leadership and voice behavior: the role of psychological
empowerment. The Journal of Social Psychology 2023; 163(2): 174-190.

Siiriicii 1, Maslakg1 A. Kapsayici liderlik 6lgeginin Tiirkgeye uyarlanmasi: gegerlik ve giivenirlik ¢alismasi. dogus
Universitesi dergisi 2021; 22(2): 201-215.

Arslan A, Yener S. Isgoren sesliligi dl¢eginin tiirkce’ye uyarlanmasi ¢alismasi. Journal of Management and
Economics Research 2016; 14(1): 173-191.

Eroglu A, Topcu MK, Basim HN. Bireysel Yenilik¢i Davraniglarin Caligma Arkadaslari ile Catigma ve Isten
Ayrilma Niyeti Uzerine Etkileri: Kamu Sektériinde Bir Arastirma. Business and Economics Research Journal 2018;
9(1): 123-136.

Kline RB. Principles and practice of structural equation modeling (4th Edn.) London: The Guilford Press; 2016.
Hair JF, Black WC, Babin BJ, et al. Multivariate data analysis: Pearson new international edition. Essex: Pearson
Education Limited; 2014.

Alwali J. Innovative work behavior and psychological empowerment: the importance of inclusive leadership on
faculty members in Iragi higher education institutions. Journal of Organizational Change Management 2024; 37(2):
374-390. https://doi.org/10.1108/JOCM-03-2023-0084

Hafeez M, Paracha UK, Panatik SA. Mediating Role Of Psychological Empowerment In The Relationship
Between Inclusive Leadership And Innovative Work Behavior In Health Care Sector. International Journal of
Management Research and Emerging Sciences 2019; 9(1): 140-148. https://doi.org/10.56536/ijmres.v9il.44
Taylor A, Santiago F, Hynes R. Relationships among leadership, organizational culture, and support for innovation.
Effective and Creative Leadership in Diverse Workforces 2019; 11-42. https://doi.org/10.1007/978-3-030-02348-
52

Miao R, Lu L, Cao Y, et al. The High-Performance Work System, Employee Voice, and Innovative Behavior: The
Moderating Role of Psychological Safety. International Journal of Environmental Research and Public Health 2020;
17(4): 1150. https://doi.org/10.3390/ijerph17041150

Cooper B, Eva N, Fazlelahi FZ, et al. Addressing common method variance and endogeneity in vocational
behavior research: A review of the literature and suggestions for future research. Journal of VVocational Behavior
2020; 121: 103472. https://doi.org/10.1016/j.jvb.2020.103472

Bel R. Leadership and innovation: Learning from the best. Global business and organizational excellence 2010;
29(2): 47-60.

Denti L., Hemlin S. Leadership and innovation in organizations: A systematic review of factors that mediate or
moderate the relationship. International Journal of Innovation Management 2012; 16(03): 1240007.

Mokhber M, Khairuzzaman W, Vakilbashi A. Leadership and innovation: The moderator role of organization
support for innovative behaviors. Journal of Management & Organization 2018; 24(1): 108-128.

Peacock J. Geographies of mentorship: Black women and the Civil Rights Movement, a case study of Septima
Clark and Ella Barker. University of Louisville; 2008.

Moss G. Inclusive leadership. Routledge; 2019.

Marques J. The Routledge companion to inclusive leadership. Routledge; 2021.

Patterson KA. Servant leadership: A theoretical model. Regent University; 2003.

Giirbiiz S. Sosyal bilimlerde araci, diizenleyici ve durumsal etki analizleri. Ankara: Seckin Yayincilik; 2019.
Hayes A. F. Introduction to mediating, moderating and conditional process analysis: A refresion based approach
(Second Edn.) New York: The Guilford Press; 2018.

16



