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Abstract

Within an organization, leadership is thought to have a particularly significant impact on creativity and innovation.
The promotion of employee well-being and competitive advantage through inclusion is a critical component of global
company and is suggested as a novel way to diversity management. This study aimed to investigate how inclusive
leadership plays a vital role in generating innovative work behavior. This study collected data from managerial-level
employees of various businesses. This study suggests that industry leaders should adopt an inclusive leadership style to
enhance employees innovative work behavior and overall industry performance.
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1. Introduction

Inclusion is a crucial aspect of global business, promoting
competitive advantage and employee health, and is
proposed as a unique diversity management approach.
(Roberson, 2006; Thompson & Matkin, 2020). Inclusive
leadership, introduced in 2006, refers to a leader’s words
and actions that acknowledge and appreciate others’
contributions. (Nembhard & Edmonson, 2006; Korkmaz
et al., 2022), and the concept of leaders who are visible,
accessible, and available in their interactions with
followers has evolved significantly. (Carmeli et al., 2010).

A novel approach to leadership is inclusive leadership,
and effective team leadership is essential to raising team
productivity. This research investigates the connection
between creative work practices and inclusive leadership.
It puts out a conceptual framework with inclusive
leadership and innovative work practices.

Organizations may unleash individual potential and
foster an atmosphere where all talent can flourish and
develop by implementing inclusive leadership (Li &
Tang, 2022; Rajun et al., 2022; Shah et al., 2022). It makes
heterogeneous teams more capable of outperforming
homogeneous ones and unleashes collective intelligence.
Although they are uncommon, inclusive leaders can be
identified, trained, and developed. Building diverse and
inclusive workplaces is vital, and the key to accomplishing
this is inclusive leadership (Malik et al., 2017).

Research on inclusive leadership, a trending style for
managing diverse workplaces, is limited. This study
examines the relationship between inclusive leadership
and innovative work performance. Leaders can be
extremely important in developing and defining different
programs that promote inclusiveness in the workplace
(Siyal et al., 2023; Ogunsola et al., 2024). In groups
and organizations, leadership is frequently viewed as a
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multifaceted and intricately designed process. (Gardner
et al., 2010; Guo & Yim, 2022; Khattak et al., 2022). This
study provides a range of characteristics for inclusive
leader behavior that businesses can implement to reap
the rewards of workplace inclusion. Inclusive leaders
communicate a clear message that they want members to
share and exchange unique talents and to use them in their
work practices by highlighting the value of individuality.
When employees feel valued, and at ease speaking up and
expressing themselves, they become more intrinsically
motivated and have more energy to work on innovative
and creative tasks. (Atwater & Carmeli, 2009; Ashikali et
al., 2020; Dai & Fang, 2023). This research contributes to
understanding leadership’s role in developing competitive
advantage and extends previous research on antecedents
of employee innovative behavior.

2. Methodology

Existing literature prescribes primary data as a source
of information for this research. The current paper uses
an interview schedule and questionnaire to collect data.
Respondents for the study included managerial level
employees from various businesses belonging to different
industries in Bangalore City. Responses were collected
through Google forms. After a one on one discussion
and orientation regarding the objectives, a pilot study
was conducted in order to elicit responses. The data is
analysed for further discussion and inferences.

The businesses chosen for the research are highly focused
on innovation and operate in complex and dynamic
economic environments. Managerial level employees at
these organizations therefore have creative roles and are
required to demonstrate innovative work behavior.

2.1 Problem Statement

Diversity and inclusion issues not only impact culture
but also product quality and the client experience.
Innovation is critical for the success of the creative
economy, and diverse teams contribute significantly to
bridging gaps with their unique ideas and perspectives.
The volatile work environment and evolving mindsets
necessitate adaptation to changing leadership needs.
Reinvention should start from the top, with inclusive
leadership exemplified by leaders fostering a diverse,
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equitable workplace that bridges gaps. Organizations
may help people reach their full potential and foster a
more productive and collaborative work environment by
adopting inclusive leadership.

Exclusion has a greater chance of resulting in health
problems, resignations, and dissatisfaction at work than
bullying or harassment. Individuals who feel excluded
from their job are more likely to resign and have a lower
sense of commitment, involvement, and belonging.
Team psychological safety affects team, individual, and
organizational effectiveness, making it a performance
issue for the company.

2.2 Research Gap

Diversity and leadership are two emerging themes.
(Ghosh et al., 2014) However, the developing areas of
leadership, diversity, and culture receive relatively little
attention in HRD research. (Callahan, 2007; Hollander et
al., 2008; Al Wali et al., 2021) There is less research based
on empirical data, and there is a need to examine inclusive
leadership with real time data from organizations. To
gain new insights into the expanding field of inclusion.
Further research is needed on the relationship between
inclusive leadership, and an inclusive work environment,
fewer research using samples from various sector have
been done to examine the relationship between inclusive
leadership and innovative work behaviour. The study adds
to the body of knowledge in a number of ways. The study
first examines the mechanisms that connects Innovative
work behavior and inclusive Leadership.

2.3 Research Question

In what direction does inclusive leadership influence and
increases innovative work performance?

2.4 Research Objectives

1. To investigate the relationship between inclusive
leadership and innovative work behaviour

2. To examine whether inclusive leadership encourages
creative work practices among employees.

3. To provide possible practical implications for inclusive
leadership for the companies.
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Figure 1.
Source: Authors’ work

3. Key Discussions

Innovative work practices and inclusive leadership are
positively correlated and contribute to increased employee
involvement in creative work suggesting that inclusive
leadership is a key factor between inclusive leadership and
employee creativity. Employees at the managerial level
concur that the three primary tenets of inclusive leadership
are accessibility, availality, and openness. Characteristics
like being receptive to fresh perspectives, chances to
enhance work procedures, the organisational intended
goals, and innovative approaches to achieving them are
important. Organisations should focus on incorporating
these principles as a part of their work practices to sustain
in the present day competitive landscape. Inclusive leaders
should be open to discuss the organization’s desired goals
and new ways to achieve them. The employees will look
forward that the manager is available for professional
discussions, encourage employees to express their view so
as to create an atmosphere inclusivity in the workplace.

Employees occasionally embrace the opportunities to help
enhance an established procedure, piece of technology,
good or service, or workplace culture. Though the
responses indicates moderate level inclusivity. Employees
though their work behavior can develop inclusive
culture. Employees frequently see chances to positively
impact their department, company, customers, or work
environment. Employees will rarely characterize issues
more broadly in an effort to understand them better.
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Conceptual framework of the study.

Sometimes, workers see opportunities to improve things
in their area, company, or interaction with clients.
Employees look for new tools processes, or working ways
on a regular and occasional basis. Employees often come
up with innovative ways and solutions to work issues and
resolve them. They also sporadically inspire significant
organization members to embrace novel concepts and
implement the same. When implementing new methods
into an already-existing procedure, technology, good, or
service, they frequently amend any deformities leading to
better performance. Employees frequently methodically
incorporate creative ideas into workflow procedures
and occasionally integrate fresh concepts for enhancing
an already-in-use procedure, technological product, or
service in to regular tasks.

This research suggests that inclusive workplace practices
are positively impacted by leaders’ behaviour. Leaders
play an essential role in promoting inclusivity. As a result,
it makes sense and is imperative that leaders acquire
new skills and encourage inclusive behaviour. This study
provides a range of characteristics for inclusive leader
behaviour that businesses can implement to reap the
rewards of workplace inclusivity. The suggested leadership
framework offers academics and practitioners several
ways to study the inclusion domain. This study contributes
to the theory of inclusive leadership and its impact on
innovative employee work behaviour in the different
industries through effective mechanisms.
leadership boosts innovation, employee engagement,

Inclusive
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problem-solving abilities, and customer service, fostering
a positive organizational culture.

4. Conclusion and Directions of
Future Research

Researchers are urged to examine the literature from
a range of additional sources outside the ones listed in
this study to investigate more recent paths. The popular
management strategy for diverse businesses, known as
inclusive leadership, has not received much research. An
extensive single corporate case may be examined; research
on numerous businesses across several industries can be
conducted to gain a comprehensive understanding of
inclusive leadership and creative work practices in Indian
companies. In addition, other industries besides the IT
sector may be examined for inclusiveness and innovative
work practices.
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