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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.

© 2021 The authors, under a Creative Commons Attribution
Non-Commercial 4.0

*Corresponding author: misbahprincess2009@gmail.com

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

38



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Vol.1, No.1, June 2021

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, & Gazquez, 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
y
Job
Engagement
Inclusive
>  Self-Efficac
Leadership y
Turnover
Intentions

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.
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Model Summary

Model |R R Square | Adjusted R |Std. An error of
Square the Estimate

1 129*1.017 014 .65100

2 134°  [.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 HS, 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.

43



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Vol.1, No.1, June 2021

References:

Ahmad, R., & Cartwright, M. (2014). Laser ignition of energetic materials: Wiley Online Library.

Ainsworth, S., & Purss, A. (2009). Same time, next year? Personnel Review.

Ajzen, 1., & Fishbein, M. (2005). The influence of attitudes on behavior.

Babbie, E. (2010). Research design. The practice of social research, 85-88.

Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning, antecedents and outcomes
of employee engagement: A narrative synthesis. International Journal of Management
Reviews, 19(1), 31-53.

Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Key questions regarding work engagement.
European journal of work and organizational psychology, 20(1), 4-28.

Bakker, A. B., & Bal, M. P. (2010). Weekly work engagement and performance: A study among
starting teachers. Journal of occupational and organizational psychology, 83(1), 189-206.

Bakker, A. B., & Demerouti, E. (2017). Job demands—resources theory: taking stock and looking
forward. Journal of occupational health psychology, 22(3), 273.

Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work engagement: An
emerging concept in occupational health psychology. Work & stress, 22(3), 187-200.

Ballout, H. 1. (2009). Career commitment and career success: moderating role of self-efficacy.
Career Development International.

Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioral change. Psychological
review, 84(2), 191.

Bandura, A. (1982). Self-efficacy mechanism in human agency. American psychologist, 37(2),
122.

Bandura, A. (1986). Fearful expectations and avoidant actions as coeffects of perceived self-
inefficacy.

Bandura, A. (1994). Social cognitive theory and exercise of control over HIV infection. In
Preventing AIDS (pp. 25-59): Springer.

Bell, N. E., & Staw, B. M. (1989). 11 People as sculptors versus sculpture: the roles of personality
and personal control. Handbook of career theory, 232.

Blau, P. M. (1964). Exchange and power in social life. New Brunswick.

Bledow, R., Schmitt, A., Frese, M., & Kiihnel, J. (2011). The affective shift model of work
engagement. Journal of Applied Psychology, 96(6), 1246.

Bong, M. (2009). Age-related differences in achievement goal differentiation. Journal of
educational psychology, 101(4), 879.

Bowling, M., & Veloso, M. (2002). Multiagent learning using a variable learning rate. Artificial
Intelligence, 136(2), 215-250.

Choi, S. B., Tran, T. B. H., & Kang, S.-W. (2017). Inclusive leadership and employee well-being:
The mediating role of person-job fit. Journal of Happiness Studies, 18(6), 1877-1901.

Choi, S. B., Tran, T. B. H., & Park, B. L. (2015). Inclusive leadership and work engagement:

Mediating roles of affective organizational commitment and creativity. Social Behavior and
Personality: an international journal, 43(6), 931-943.

Choi, Y., & Chan, A. P. (2015). PROVEAN web server: a tool to predict the functional effect of
amino acid substitutions and indels. Bioinformatics, 31(16), 2745-2747.

Chu, C.-S., Kou, H.-S., Lee, C.-J., Lee, K.-T., Chen, S.-H., Voon, W.-C., . . . Lai, W.-T. (2006).
Effect of atorvastatin withdrawal on circulating coenzyme Q {10} concentration in
patients with hypercholesterolemia. Biofactors, 28(3, 4), 177-184.

44



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Vol.1, No.1, June 2021

Chuah, G. E. (2010). Days of Change: A Malaysian Novel: Chuah Guat Eng.

Dyer, L., & Kochan, T. A. (1994). Is there a new HRM? Contemporary evidence and future
directions.

Easterby-Smith, M., Thorpe, R., & Lowe, A. (2002). 2nd. Management Research: An Introduction.
London, Sage Publications.

Easterby-Smith, M. T., & Thorpe, R. (2002). R. and Lowe, A.(2002). Management research: An
introduction, 2, 342.

Pawar, I. A., & Chakravarthy, V. (2014). Factors influencing employee turnover infusion
healthcare organization. International Journal of Management Research and Reviews,
4(9), 834.

Pearce, C. L., & Ensley, M. D. (2004). A reciprocal and longitudinal investigation of the
innovation process: The central role of shared vision in product and process innovation
teams (PPITs). Journal of Organizational Behavior, 25(2), 259-278.

Pless, N., & Maak, T. (2004). Building an inclusive diversity culture: Principles, processes, and
practice. Journal of business ethics, 54(2), 129-147.

Rajasekar, S. P. P., and Chinnathambi, V.(2013). Research methodology, 1-20.

Sharifirad, G. R., Tol, A., Mohebi, S., Matlabi, M., Shahnazi, H., & Shahsiah, M. (2013). The
effectiveness of nutrition education programs is based on the health belief model compared
with traditional training. Journal of education and health promotion, 2.

Sharifirad, M. S. (2013). Transformational leadership, innovative work behavior, and employee
well-being. Global Business Perspectives, 1(3), 198-225.

Shore, L. M., Cleveland, J. N., & Sanchez, D. (2018). Inclusive workplaces: A review and model.
Human Resource Management Review, 28(2), 176-189.

Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & Singh, G.
(2011). Inclusion and diversity in workgroups: A review and model for future research.
Journal of Management, 37(4), 1262-1289.

Shortridge-Baggett, L. M. (2001). Jaap J. van der Bijl, Ph.D. Scholarly Inquiry for Nursing
Practice, 15(13), 189-207.

Sias, P. M., & Cahill, D. J. (1998). From coworkers to friends: The development of peer friendships
in the workplace. Western Journal of Communication (Includes Communication Reports),
62(3), 273-299.

Uzoka, F.-M. E., Osuji, J., & Obot, O. (2011). Clinical decision support system (DSS) in the
diagnosis of malaria: A case comparison of two soft computing methodologies. Expert
Systems with Applications, 38(3), 1537-1553.

Ventura, M., Salanova, M., & Llorens, S. (2015). Professional self-efficacy as a predictor of
burnout and engagement: The role of challenge and hindrance demands. The Journal of
Psychology, 149(3), 277-302.

VilCiauskas, L., Tuckerman, M. E., Bester, G., Paddison, S. J., & Kreuer, K.-D. (2012). The
mechanism of proton conduction in phosphoric acid. Nature chemistry, 4(6), 461-466.

Wang, D., & Liu, Q. (2016). Learning to draw samples: With application to amortized mle for
generative adversarial learning. arXiv preprint arXiv:1611.01722.

Yang, L., Parkin, D. M., Ferlay, J., Li, L., & Chen, Y. (2005). Estimates of cancer incidence in
China for 2000 and projections for 2005. Cancer Epidemiology and Prevention
Biomarkers, 14(1), 243-250.

Yin, R. K. (2013). Validity and generalization in future case study evaluations. Evaluation, 19(3),
321-332.

Zeigarnik, A. V. (2007). Bluma Zeigarnik-A memoir. Gestalt theory, 29(3), 256.

45



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Vol.1, No.1, June 2021

Zhang, Y.-q., Xie, B.-j., & Gan, X. (2005). Advance in the applications of konjac glucomannan
and its derivatives. Carbohydrate Polymers, 60(1), 27-31.

Zhu, W., May, D. R., & Avolio, B. J. (2004). The impact of ethical leadership behavior on
employee outcomes: The roles of psychological empowerment and authenticity. Journal
of Leadership & Organizational Studies, 11(1), 16-26.

Zimmerman, B. J., & Martinez-Pons, M. (1990). Student differences in self-regulated learning:
Relating grade, sex, and giftedness to self-efficacy and strategy use. Journal of Educational
Psychology, 82(1), 51.

46



