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This research aims to understand the nexus between inclusive 
leadership, job engagement and turnover intention while 
understanding the role of employee self-efficacy in the 
hospitality industry of Pakistan. We collected 307 samples from 
the employees working in hotels, restaurants, marriage halls, 
guest houses in Pakistan. Electronic survey was conducted 
utilizing a convenient sampling technique of the non-probability 
sampling method. The study's findings reveal that the inclusive 
leadership is positively associated with employee self-efficacy 
and job engagement while inclusive leadership is negatively 
associated with employee self-efficacy. Results further show that 
self-efficacy mediated the associations between inclusive 
leadership and job engagement and inclusive leadership and 
turnover intention. Study carries important implications for 
employees, managers, and organizations of the hospitality 
sector.  
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Introduction 
 
Inclusive leaders are human beings organized, great target market contributors, prepared to take 
advantage of the skills and inspirations in their organizations. They display restraint, seeing, slight-
mannered, and certainly intrigued via the usage of others. An inclination for the well-known can 
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shield this form of pioneer from the beginning of grasping change. Inclusive management is by 
using all resources owed a famous theme over a couple of years, perceiving that the ordering 
fashion isn't typically awesome. Emphatically inclusive leaders show hopefulness, enhance joint 
attempts, and are sincere(J. Ryan, 2006). They apprehend the importance of the colleague in 
collaboration. They care regularly about their corporation succeeding than their non-public 
experience of self-desires.  
 
They apprehend even the faulty thought with a stop aim to energize better ones. Representative 
turnover is a vast component in an independent mission's fundamental difficulty. Supplanting 
employees can affect a business corporation's profitability, prices, and in general execution. On 
the occasion that you may gauge your personnel's turnover goal, you could decide the opportunity 
of your body of workers leaving your association. This causes you to determine out where you 
could find out chances to lower your selected turnover. The turnover reason, similar to turnover 
itself, can be deliberate and automatic. Willful turnover(Karthik, Subramanyam, Shrivastava, & 
Joshi) happens at the equal time because the consultant settles on the selection to head away all on 
his own. Typically, a willful turnover goal happens whenever the consultant sees some other open 
door as advanced to his present characteristic.  
 
This includes extra compensation, greater acknowledgment, or a more and more beneficial place. 
It can likewise show up while the representative wants to depart for well-being or family reasons. 
On the occasion that a representative design to deliberately surrender from a function, this is a 
willful turnover motive, as properly. Then all another time, the computerized turnover expectation 
is an estimation of whether or not or now not or no longer the association is said plans to expel an 
employee from a function, inflicting the turnover. This can arise if an affiliation isn't always 
content with a consultant's professional execution and makes a choice to hearth him. It likewise 
takes place whilst an enterprise organization desires to dispense with positions due to monetary 
weights or downturns in the company.  
 
This theory is reliable and useful that is why I have this theory because this beneficial for my 
research. In the theoretical framework the social cognitive theory is used. The theory that gives 
prominent explanations to self-efficacy is social cognitive theory. Social Cognitive Theory (SCT) 
deals with cognitive and emotional events, environmental factors, and aspects of behavior. Social 
Cognitive Theory (SCT) is an interpersonal level theory that emphasizes the dynamic interaction 
between people (personal factors), their behavior, and their environments (Luszczynska & 
Schwarzer, 2005). 
 
Employee performance(Brayfield & Crockett, 1955), employee engagement(Macey & Schneider, 
2008), and job satisfaction is vital for each organization. These attitudes are stricken by many 
variables like highbrow & bodily abilities, their qualification, schooling, revel in, way of life, 
praise structures, career development possibilities, coworkers’ behaviors, authority and duty, 
paintings overload, and structure of the agency. Practically employees face the foremost trouble 
of work overload. Every employee faces his work overload, the pressure at work, and personal 
existence which in the long run affect their overall performance and process pride. So, the problem 
assertion for this research is formulated as follows: “What is the impact of work overload on 
activity delight and effect of process satisfaction on employee performance and employee 
engagement”. 
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How inclusive leadership can affect the overall performance of the employees and the way their 
self-efficacy consequences their process engagement in the hospitality industry(Slattery, 2002). 
The hospitality enterprise is the maximum commercial orientated enterprise in recent times and 
mediating position of self-efficacy of overall performance can affect the managerial position of 
the employees. 
 
It has been determined in the previous literature that strong studies have been conducted about 
inclusive leadership and how much it's far essential for the employee to have the leadership traits 
among them. Most importantly whilst the self-efficacy is present, the task engagement develops 
within the workplace. We will examine especially consciousness on the mediating position of self-
efficacy while reading the relationship between inclusive management qualities and turnover 
intentions. This analysis will carry the social and attributive elements and will look for the 
institutions between independent and dependent variables. The associations will deliver us insight 
to search for the elements to improve the overall performance of the employee through growing in 
them the features of management by controlling their intentions and feelings. 

 
Literature Review 
 
Inclusive leaders are particularly focused on fostering a healthy atmosphere in a diverse 
environment in which all team members have the chance to be themselves. (Shore, Cleveland, & 
Sanchez, 2018), who first introduced the concept of inclusive management, described it as "terms 
and actions by leaders that show an invitation and respect for the contributions of subordinates." 
(Carmeli, Reiter-Palmon, & Ziv, 2010) believes that inclusive control specializes in collaborative 
courting and leadership and subordinate structures to examine the leadership process. Inclusive 
leadership posits that leaders want to pay hobby and be mindful of their subordinates 'dreams, 
assemble a harmonious dating with subordinates and sell subordinates' organizational participation 
by showing transparency, productivity, and accessibility. “Inclusive management can shape the 
whole artwork condition, triumph over boundaries amongst human beings with first rate 
backgrounds, and beautify art work coordination and awesome team performances” 
 
Self-efficacy grows to be described as how confident a person has become that he or she can be in 
a role to finish or perform a first-rate educational challenge (Staw & Boettger, 1990). Perceived 
self-efficacy isn't always a measure of capabilities humans possess however as an opportunity a 
notion about what they may do with those abilities below one-of-a-kind devices of 
organizational/environmental conditions (Bandura, 1997b).  
 
Indeed, several studies have been performed for this reason, but the turnover intention is examined 
in most studies instead of actual employee turnover because it is most difficult to assess the actual 
actions of employee turnover. Organizations have not been able to reveal employee data in most 
situations (O. Mitchell, Mackenzie, Styve, & Gover, 2000), and so it is difficult to get access to 
the employee who has quit an organization and researched variables contributing to their choices 
(Firth, Mellor, Moore, & Loquet, 2004). However, (Fang, Chen, Peng, Zhao, & Ci, 2001) revealed 
that the purpose of turnover can safely be used as a replacement for the actual action of turnover, 
and several researchers have indeed been shown to do this.  
 
Hypothesis 1: Inclusive leadership is positively associated with employee self-efficacy. 
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The current takes a look at advanced novel theoretic insights on how worker modern conduct 
became affected by inclusive management (Molero, Pérez-Fuentes, & Gázquez, 2018). Innovation 
worried trade, which with the aid of its nature (i.e., Variety) required inclusiveness, openness, and 
beneficial resource.  
 
Hypothesis 2: Inclusive leadership is positively associated with employee job engagement. 
 
Firstly, even as the chief show more openness, it'll listen to employee’s new view-aspect, interest 
in the way that might enhance worker’s paintings ordinary overall performance, and discuss the 
manner to attain worker’s goal with the employee(Carmeli et al., 2010). Through openness, the 
chief may additionally want to assist the worker to be prepared for the assignment and decrease 
the procrastinations for undertaking problem. Organizations are benefitted from the resource of 
their leaders (Scanlan & Johnson, 2015), via upgrades, several competencies, and getting the fine 
result for his or her industrial organization agency. 
Accordingly, this takes a look at ambitions to analyze factors that assist employees to live in social 
corporations (Sikora & Ferris, 2014). 
 
Hypothesis 3: Inclusive leadership is negatively associated with employee turnover intentions. 
 
Employee engagement has been thru and largely associated with (Kahn, 1990) studies on non-
public engagement and (Schaufeli et al., 2002) research on artwork engagement. (Kahn, 1990) 
described personal engagement as “the harnessing of business corporation individuals’ selves to 
their paintings roles; in engagement, humans lease and precise themselves bodily, cognitively, and 
emotionally within the route of role performances”.(Schaufeli et al., 2002) define engagement “as 
a tremendous, pleasurable, artwork-related USA of America of thoughts this is characterized with 
the aid of way of energy, strength of mind, and absorption”.  
 
Hypothesis 4: Self-efficacy is positively associated with employee job engagement. 
 
Nurturing self-efficacy can be achieved by undertaking a series of studies to correctly resolve 
broad upsetting circumstances, watching others achieve major milestones, providing practical 
assistance, and sustaining the genuine personal body and emotional conditions (Wood & Bandura, 
1989). Self-efficacy refers to the assumption that one can handle the irritating conditions of the 
lifestyle efficiently, through inspiration, intellect, knowledge, and gestures. Opposing effects have 
been determined at the same time as excessive self-efficacy has brought about placing 
unreasonable goals.  
 
Hypothesis 5: Self-efficacy mediates the relationship between inclusive leadership and job 
engagement. 
Hypothesis 6: Self-efficacy is positively associated with employee turnover. 
Hypothesis 7: Self-efficacy mediates the relationship between inclusive leadership and turnover 
intentions 
 
Social cognitive theory 
 
Social Cognitive Theory (SCT) deals with cognitive and emotional events, environmental factors, 
and aspects of behavior. Social Cognitive Theory (SCT) is an interpersonal level theory that 
emphasizes the dynamic interaction between people (personal factors), their behavior, and their 
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environments (Luszczynska & Schwarzer, 2005). According to SCT, the behavior is a function of 
what one would expect to happen as reinforcement for a particular behavior.  

 
Data, Variables and Methodology: 
 
 
Independent Variable                           Mediator                                        Dependent Variable 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Gathering data is a vital aspect of science. Using various techniques here, necessary data and 
information are collected. Data is obtained naturally or artificially. One important factor is that the 
data collection process was pursued on ethical consideration. This study conducted all ethical 
measurements as respondents were provided with full information about the subject and purpose 
of the analysis before in-person. Besides, it is possible to split this phase into two main categories. 
We gathered the information through the process of the survey in which the questionnaire 
methodology was used.  
 
A survey consists of a collection of predetermined questions that were given to a sample (Bull, 
Shambrook, James, & Brooks, 2005) describes the population as "the complete set of all members, 
cases, or components that the researcher wants to conclude about." Researchers' real population is 
employees of different hotels, rest houses, guest houses, etc., and identify the population before 
selecting the sample size for any analysis (Wilson, 2010). Relevant at or below 0.000. 0.05. 
Turnover purpose and work engagement with a value of 0.00 that is lower than 0.05 are the 
variables between which there is no meaningful correlation. Similarly, there is an essential link 
between inclusive leadership and the goal of turnover.  
 
Further reactions with a p-value of 0.00 to inclusive management and work participation, inclusive 
leadership, and self-efficacy with a p-value of 0.000. 
 

Inclusive 
Leadership 

Self-Efficacy 

Turnover 

Intentions 

Job 
Engagement 
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Model Summary 

Model R R Square Adjusted R 
Square 

Std. An error of 
the Estimate 

1 .129a .017 .014 .65100 
2 .134b .018 .011 .65167 

 
This study was performed to explore the relationship between inclusive leadership, self-efficacy, 
work engagement, and the purpose of turnover; the study findings will help address the research 
questions. Each research question in the study deal with that question's hypothesis. The first H1 
hypothesis was connected to an empirical analysis of the correlation between inclusive leadership 
and self-efficacy. Based on this analysis, it can be concluded that there is a positive significant 
relationship. The results of H2 concluded that inclusive leadership and job engagement have a 
strong positive significant relationship. H3 deals with the relationship of inclusive leadership and 
employee turnover intentions and the relationship between them are positively significant. Fourth 
Hypothesis H4 results concluded the relationship between self-efficacy and job engagement and 
the result is positively significant. In the hypothesis of H5, there is a relationship between inclusive 
leadership and job engagement under the intervening effect of self-efficacy and has a partial 
mediation between them. In the hypothesis of H6, there is a strong positive impact between self-
efficacy and employee turnover. In the hypothesis of H7, there is a strong positive relationship 
between inclusive leadership and turnover intentions under the mediator of self-efficacy. 

 
Discussion and Conclusion: 
 
As data from hotels and restaurants proved difficult to collect, roughly half the responses were 
collected directly from students, resulting in data skewed to younger age groups and shorter work 
lengths. However, because 31 percent of hotels in Auckland surveyed by (Giavalisco et al., 2004) 
suggested that half of their employees were under 25, the use of student (and thus youth) data in 
this study is considered to have influenced, although not invalidated, findings. The research was 
carried out in an environment-dependent on youth Labour and prone to employee turnover, but the 
results of this study indicate that training is likely to reduce problems in the workplace, such as 
fraud and employee turnover. Therefore, caution should be used to extrapolate the results to other 
cultures, especially those in which workers are older and less transient. It is regrettable that more 
data on accurate service lengths and attrition has not been gathered, as this would have enabled a 
more thorough study of the relationship between employee turnover and other issues. To check 
the nature of the relationship between preparation and actions such as fraud and wrongful 
dismissal, further study is also suggested. 
 
This study has contributed empirically to several known interactions between the variables that 
have been tested both directly and indirectly to provide answers to research questions and to 
achieve the associated research goals set out in the current study introduction chapter. Current 
research has gathered data from the hospitality industry after questionnaire screening and coding 
of variables. After data collection, multiple analysis processes were needed to analyze the data 
using SPSS 21.0, while both measurements and structural models were analyzed and evaluated. 
Also, the statistical findings of the current research are, according to previous reports, justifiable.  
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