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Abstract 

Inclusive leadership has received a lot of attention in the last couple of years, this positive 

leadership style has been linked to work engagement in several studies. However, the 

underlying aspects of this relationship remained unexplored. This cross-sectional quantitative 

research examines the role of happiness at work and person-group fit in the relationship 

between inclusive leadership and work engagement. It was expected that happiness at work 

mediated the relationship and that person-group fit moderated the relationship. The moderated 

mediation model was grounded using empirical theories and findings from earlier studies. In 

order to test the hypotheses, quantitative data of 183 respondents was collected. The results 

showed a positive relationship between inclusive leadership and work engagement, partially 

mediated by happiness at work. Furthermore, the results showed a moderating effect of 

person-group fit on this relationship. Notable is that if person-group fit is split into two factors 

(supplementary & complementary fit) only complementary fit has a significant moderating 

effect. With these findings, this study contributed to the growing field of inclusive leadership 

research and further examined its relationship with work engagement. Furthermore, this study 

contributed to practical ways of creating engagement in new generations. 

 

Key words: inclusive leadership, person-group fit, happiness at work, work 

engagement 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



3 

 
 

Table of contents 

Introduction ........................................................................................................................................... 4 

Theoretical Framework ........................................................................................................................ 7 

The relationship between inclusive leadership and work engagement ......................................... 7 

The mediating role of happiness at work ........................................................................................ 9 

Methodology......................................................................................................................................... 13 

Research design ............................................................................................................................... 13 

Sample .............................................................................................................................................. 14 

Procedure ......................................................................................................................................... 15 

Measuring items .............................................................................................................................. 16 

Results .................................................................................................................................................. 19 

Preliminary results .......................................................................................................................... 19 

Regression analysis .......................................................................................................................... 20 

Additional analysis .......................................................................................................................... 23 

Discussion ............................................................................................................................................. 25 

Reference list ........................................................................................................................................ 31 

Appendices ........................................................................................................................................... 42 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



4 

 
 

Introduction 

 

In today’s work environment energetic, dedicated and fully engaged employees are needed, as 

the quality of human capital is crucial to the success of organizations (Lu et al., 2014). Work 

engagement is not only important to the organization, but also to the individual employee 

(Shuck et al., 2011), this is why this topic has gained much attention from organizational 

researchers. Work engagement is defined as a positive, fulfilling, work-related state of mind, 

characterized by vigor, dedication, and absorption (Shaufeli et al., 2002). Work engagement is 

by many scholars determined as a stimulus for organizational success and employee outcomes 

(Lai et al., 2020; Shaufeli & Bakker, 2010). Employees who feel emotionally connected to 

their organization work harder, stay longer, and motivate others to do the same. Furthermore, 

higher work engagement leads to customer loyalty, a better service climate, organizational 

commitment and extra role behaviour Shaufeli & Bakker, 2004; Salanova & Shaufeli, 2008; 

Salanova et al., 2005; Robertson & Cooper, 2011). Hence, boosting employee work 

engagement has become a primary concern for many organizations (Shuck et al., 2011). 

 Positive leadership styles have been linked to work engagement in several longitudinal 

studies (Biggs et al., 2014; Chughtai et al., 2014; Fletcher, 2016; Li & Liao, 2014; Mehmood 

et al., 2016). Cenkci et al. (2020) even described leadership as a vital driver to enhance work 

engagement, the researchers found that especially inclusive leadership has a strong influence 

on work engagement. Inclusive leaders lay a focus on good relationships with and between 

their followers, to create an environment in which employees can share their perspectives, 

experience psychological safety, and inspire creativity and innovation (Shore & Chung, 

2021). Inclusive leaders create more diverse and creative workplaces where employees feel 

connected to and supportive of one another (Hollander, 2012; Javed et al., 2017). Inclusive 

leader’s efforts are specifically focused on fostering group members’ perceptions of both 

belonging and value for uniqueness as a group member (Randel et al., 2018, p. 192). Due to 

the advantages employees experience created by inclusive leadership, work engagement 

emerges. This is in line with social exchange theory (Blau, 1964) which describes a reciprocal 

relation between two or more parties, due to positive interactions between the two. However, 

how the relationship between inclusive leadership and work engagement is formed, is not 

fully clear yet. Despite the importance of inclusive leadership in enhancing work engagement,  

few studies have examined what underlies this relationship (Bao et al., 2022). 
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Although studies of Zhou (2018) and Cenkci et al. (2020) explain how inclusive leadership 

impacts work engagement, an important potential mediator has remained unexplored. Ghadi et 

al. (2023) suggest that happiness at work (HAW) plays a crucial role in enhancing work 

engagement. Nowadays, people are more and more thinking about how we want to live our 

lives, instead of only focussing on what we do for a living, consequently, happiness in today’s 

workplace is not an afterthought, but a driving force (Moss, 2023). This focus shift is also seen 

in the societal shift from financial survival towards quality of life (Moccia, 2016). Moccia 

(2016, p. 144) stated ‘the new millennium goal is to be happy at work’. Unhappiness at work is 

not only a drain for the employee, but unhappiness also leads to more turnover, less performance 

and less efficiency (Blau & Boal, 1987). According to the broaden-and-build theory feelings of 

happiness at work will enhance work engagement (Brown & Leigh, 1996; Fredrickson, 2001). 

It is thus important that organizations enhance happiness at work. Inclusive leadership can 

create happiness, through leader-member exchange, which focusses on creating qualitative 

relationships that target belongingness and uniqueness within a group (Graen & Uhl-Bien, 

1991). This indicates that the position of an individual within a group is also a key factor to 

consider.           

 This study furthermore explores employees’ person-group fit (PG fit) in the relationship 

between inclusive leadership and happiness at work. Astakhova (2016) argues that employees 

generally have a need to fit into their work environment and therefore seek jobs that match, 

cherish organizations that provide fit and leave environments that do not fit. Fit has a positive 

impact on well-being and reduces emotional exhaustion levels and psychological satisfaction 

due to the positive feelings that are created when they experience a match in needs, desires, 

preferences, and rewards (Lin et al., 2014). Following optimal distinctiveness theory (Brewer, 

1991) it can be argued that person-group fit can be an important moderator in the relationship 

between inclusive leadership and happiness at work. Inclusive leadership focusses on 

relationships with followers, especially by creating uniqueness as well as belongingness for 

individuals in a group, which leads to wellbeing and happiness (Volmer et al., 2012). This 

relationship is strengthened if there is a high person-group fit.    

 This study suggests that person-group fit as well as happiness at work, have an impact 

on the relationship between inclusive leadership and work engagement. A moderated mediation 

model is proposed, with happiness at work as the underlying mechanism in the relationship 

between inclusive leadership and work engagement, and person-group fit as the moderator of 

the underlying mechanism. This leads to the following research question: 
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“To what extent is inclusive leadership related to work engagement mediated by happiness at 

work and is this relation moderated by person-group fit?’’ 

 

 This study contributes to the existing literature in several ways. First, according to 

Inceoglu et al. (2018) research on relational forms of leadership and their outcomes is scarce. 

Inclusive leadership is a form of relational leadership that was only recently researched, 

which means it is a relatively new concept. This study adds to the existing literature, by 

providing more insight into the effects and outcomes of this leadership style (Inceoglu et al., 

2018). Secondly, this study also unpacks the black box that is the influence of happiness at 

work as a mediator, this deepens our understanding of how the underlying mechanisms are 

related to each other. Further examination of happiness at work is important, as there is an 

increasing shift in what is important for employees at work (Moccia, 2016). For many 

organizations it is beneficial to know how they can capitalize on this shift and create 

happiness at work. Furthermore, Frey (2008) argues that happiness at work is overlooked by 

many scholars, resulting in Fisher (2010) calling for further research in this area. Furthermore, 

the importance of team context in the inclusive leadership process is addressed by several 

authors, but it is not adequately researched yet (Shore et al., 2022; Korkmaz et al., 2022). This 

study will take a first step in closing this gap in literature. Additionally, this study builds on 

recent work by Nijs et al. (in press), who found that person-team fit was even more effective 

than inclusive leadership in relation to autonomy, belongingness and competence. It is 

interesting to see if this study will support this mechanism by examining related, but different 

outcomes to determine which of these variables is most influential. 

This study offers valuable practical insights for organizations, as this study can provide 

more insight into how to reach organizational success and positive employee outcomes. As 

work engagement is a critical driver for business success it is important to know how 

organizations can get employees to be more engaged in their work (Lai et al., 2020; Shaufeli 

& Bakker, 2010). This study examines how organizations can do this by introducing several 

ways to enhance work engagement. 
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Theoretical Framework 

The relationship between inclusive leadership and work engagement 

The concept of work engagement was first introduced in the 1990’s,  human capital became 

more and more important for organizations because of the increase in knowledge work 

(Buckingham & Coffman, 1999).  Organizations needed their employees to put more 

psychological effort into their jobs, which resulted in a new approach for employee 

motivation: engagement (Kahn, 1990). Later on, scholars picked up the concept of work 

engagement and defined it as “a positive, fulfilling, work-related state of mind, characterized 

by vigor, dedication and absorption” (Shaufeli et al., 2002, p. 702). Vigor is characterized by 

having high levels of energy, willingness, and perseverance in dealing with workplace duties 

and difficulties. Dedication is characterized by a sense of significance, enthusiasm, 

inspiration, pride, and challenge. In other words, dedication refers to the knowledge, 

enthusiasm, and honour an individual has in the workplace. Absorption is characterized by 

having an emotionally stimulating preoccupation with work. Work engagement can achieve 

organizational success and positive employee outcomes. Shaufeli and Bakker (2010) found 

that engaged employees have higher levels of energy and dedication and have a strong focus 

on work. Furthermore, engaged employees are more attentive, connected and focused on their 

tasks as well as their performance (Lai et al., 2020). 

Work engagement can be created by inclusive leadership (Cenkci et al., 2020). 

Inclusive leadership is defined as “the behaviour that ensures belongingness by supporting 

inclusion, preserving equity and sharing decision-making while preserving the followers’ 

uniqueness” (Randel et al., 2018). This type of leadership is seen as an extension of relational 

leadership and revolves around including employees more in the processes and decision 

making, instead of only giving orders (Shore et al., 2011; Carmeli et al., 2010). An inclusive 

leader tries to achieve inclusion, “the degree to which an employee perceives that he or she is 

an esteemed member of the workgroup through experiencing treatments that satisfies his or 

her need for belongingness and uniqueness” (Shore et al., 2011, p. 1265). Korkmaz et al. 

(2022) described four dimensions of inclusive leadership, (1) fostering employees’ 

uniqueness, which focusses on supporting and empowering employees and promoting 

diversity (2) strengthening belongingness within a team, which involves building 

relationships, equality and shared decision making (3) showing appreciation, mainly for 

employees’ efforts and contributions and (4) supporting organizational efforts, which includes 

a focus on inclusion and being open to organizational changes.  
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The social exchange theory provides a framework explaining why inclusive leadership 

can enhance engagement (Saks, 2006; Erden, 2009). This theory states that every relationship 

consists of costs (negative elements) and rewards (positive elements) (Blau, 1964). These 

costs and rewards are formed through consecutive interactions between two or more parties 

(Mitchell et al., 2012; Cropanzano et al., 2017). Ghadi et al. (2013) state that the interactions 

between leader and follower cause obligations from one party to another. If one party provides 

a service, the other party feels obliged to show gratitude when the opportunity presents itself 

(Blau, 1964; Cropanzano et al., 2017). Inclusive leaders provide several positive elements in 

the relationship: they are accessible, listen to preferences and needs, create trust and promote 

better working conditions (Carmeli et al., 2010; Volmer et al., 2012; Tse et al., 2013). Due to 

these ‘rewards’, employees will reciprocate this by demonstrating positive work attitudes, 

such as work engagement (Li & Cropanzano, 2009). Work engagement is thus influenced by 

leadership style (Strom et al., 2014). 

Inclusive leadership may, in comparison to other leadership styles, play a unique and 

strong role in fostering work engagement, because this type of leadership has a strong focus 

on meeting the uniqueness and belongingness needs of the employees, whereas other forms of 

leadership diverge in this regard (Rodriguez, 2018). According to Randel et al. (2018) this 

satisfaction of the employees’ needs of belongingness and uniqueness inspires them to fully 

engage in their work. Several studies found a positive relationship between inclusive 

leadership and work engagement. For example, Aslan et al. (2021) found a strong positive 

relation between inclusive behaviour of a leader and how engaged employees were. They 

stated that inclusive leaders provide useful resources that motivate employees to contribute to 

their job role. Several other studies found the same positive effect between the two variables 

(Choi et al., 2015; Charlton & Eschleman, 2019; Kristof-Brown et al., 2005; Ly, 2023; 

Nguyen & Tsang, 2023; Bao et al., 2023; Vogel & Feldman, 2019). 

Inclusive leaders provide their employees with positive interactions, activities and 

support, employees want to return this favour, by putting more effort into their work and going 

the extra mile. Hence, the expectation is that there is a direct relationship between inclusive 

leadership and work engagement. This leads to the following hypothesis: 

H1: Inclusive leadership has a positive effect on work engagement 

 

While research found a direct effect between the two variables, some studies examined 

mediators that partially explained the effect of inclusive leadership on work engagement, for 
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example: organizational commitment, employee creativity, psychological safety and person-

job fit (Choi et al., 2015; Charlton & Eschleman, 2019; Kristof-Brown et al., 2005; Ly, 2023; 

Nguyen & Tsang, 2023; Bao et al., 2023; Vogel & Feldman, 2009). In this study happiness at 

work will be examined as a mediator variable, this will be explained in the next paragraph. 

The mediating role of happiness at work 

Happiness is a fundamental emotion to human experience (Diener & Diener, 1996). Happy 

people are more successful, have a greater memory and a greater overall well-being. 

Consequently, creating happiness should be a goal for organizations (Fisher, 2010). Happy 

employees experience higher levels of motivation and a stronger sense of well-being, whereas 

unhappy employees experience daily feelings of anxiety and frustration (Lyubimorsky et al., 

2005). Happiness at work is described as an umbrella concept of positive moods, emotions, 

and attitudes towards three work-related concepts, the work itself,  the job including 

contextual factors and the organization as a whole. Important indicators for happiness at work 

are (1) engagement, the cognitive involvement and enjoyment of the work, (2) job 

satisfaction, judgements about pay, co-workers, supervisors and the work environment and (3) 

affective commitment, the feelings of attachment, belonging and value to the organization. 

Kun and Gadanecz (2022) defined the overall quality of the workplace as a key determinant 

of happiness. This quality is strongly influenced by the leader (Block, 2003; Wang et al., 

2005; Ilies et al., 2007). Inclusive leaders try to enhance this quality by creating qualitative 

relationships with and between their followers (Shore et al., 2011). 

 The leader-member exchange (LMX) theory helps to explain how inclusive leaders 

build strong relationships with their team members (Graen & Uhl-Bien, 1991). This theory is 

an extension of the social exchange theory, applied to leadership. The theory states that most 

effective leadership processes occur when leaders and followers can develop mature 

relationships, resulting in gaining access to the many benefits these relationships bring (Graen 

& Uhl-Bien, 1991). Inclusive leaders are accessible for their team members, ready to listen to 

concerns and deal with emergent issues in the workplace (Carmeli et al., 2010). With this 

behaviour they send clear signals to their team members that they care for their interests and 

give feelings of trust and safety (Carmeli et al., 2010). The formed relationships lead to trust, 

respect, mutual obligation, and partnership, which contribute to enhancing followers’ well-

being (Volmer et al., 2012; Tse et al., 2013). Inclusive leadership is focused on the creation of 

these kinds of qualitative relationships with their followers, which leads to wellbeing and 

eventually happiness (Volmer et al., 2012). Based on the existing literature it is expected that 
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inclusive leadership has a positive influence on happiness at work, which leads to the following 

hypothesis: 

H2: Inclusive leadership has a positive effect on happiness at work 

 

Ouweneel et al. (2012) state that a specific state of happiness can create engagement. 

This is because feelings of happiness can lead to broadened thinking, which results in 

absorption, dedication and vigor, which are determinants of work engagement (Brown & 

Leigh, 1996). The broaden-and-build theory states that positive emotions, like happiness, can 

broaden people’s thinking (Fredrickson, 2001). Brown and Leigh (1996) argue that this 

broadened thinking enhances extensive exploration of relevant information in the work 

environment and the amount of effort put into one’s work activities, which is an important 

aspect of work engagement. 

This is in line with the findings of Ghadi (2023), which suggest that happiness at work 

plays a crucial role in enhancing work engagement. They found that happy employees find 

their organization more enjoyable, leading to higher levels of engagement. This finding is 

associated with earlier research that also found a positive relation between happiness and 

engagement (Reijseger et al., 2017; Rodríguez Muñoz et al., 2014). DeStasio et al. (2019) 

found that feelings of happiness lead to positive emotions and positive work outcomes, such 

as work engagement. This leads to the third hypothesis: 

 

H3: Happiness at work has a positive influence on work engagement 

 

Inclusive leadership can enhance feelings of fit and belongingness, which create 

happiness (Shore et al., 2011). Jha et al. (2023) also found that inclusive leadership had a 

positive effect on happiness at work, mediated by an inclusive climate. Bakker et al. (2014) 

found that happiness created work engagement. Happiness at work thus plays a crucial part in 

the relationship between inclusive leadership and work engagement. The relationship between 

inclusive leadership and work engagement is mediated by happiness at work, explained through 

the leader member exchange theory and broaden-and-build theory. This leads to the following 

hypothesis: 

H4:  Happiness at work mediates the relationship between inclusive leadership and work 

engagement 
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The moderating role of person-group fit 

The fit an employee has with their work group is a meaningful reference point for 

organizations, as this fit is related to satisfaction, commitment and performance (Kristof-

Brown et al., 2005; Shin & Choi, 2010; Werbel & Gililand, 1999). Person-group fit (PG fit) is 

defined as “the compatibility between individuals and their work groups’’ (Kristof, 1996., p. 

7). This fit can enhance compliance with important group norms and help promote group 

performance, coworkers who experience fit are more likely to give and receive valuable 

resources from coworkers (Feldman, 1984; Kristof-Brown et al., 2005). Person-group fit 

exists when there is interpersonal congruence between an individual and other members of 

their workgroup or team (Judge & Ferris, 1992; Kristof-Brown et al., 2005; Werbel & 

Gilliand, 1999). For congruence to exist there needs to be comparison between the goals, 

values and personality traits of the team (Kristof-Brown et al., 2005; Adkins et al, 1996). This 

congruence is split into (1) complementary fit, the need to be unique in a team and (2) 

supplementary fit, the need to fit into the team.      

 The optimal distinctiveness theory (ODT) describes that individuals strive to achieve 

the best balance between belongingness (similarity) and uniqueness (distinctiveness) when 

managing their relationship (Brewer, 1991). This theory explains relationships between 

individuals and their team members and how individuals try to conform with the group 

without losing their own uniqueness and values (Leonardelli et al., 2010). If individuals feel 

too assimilated (lacking distinctiveness) they may experience feelings of identity loss, but 

when individuals feel too unique (no similarities), they may experience feelings of loneliness 

and alienation. The distinctive characteristics of inclusive leadership are ensuring 

belongingness, while still preserving uniqueness in the work group, which fulfils vital human 

needs (Randel et al., 2018). Inclusive leaders do this by providing special attention, engaging 

in open communication, and promoting openness and uniqueness of employees in the 

organizational environment (Simons et al., 2015). Inclusive leaders facilitate a sense of 

belonging without requiring individuals to sacrifice their unique identities. Individuals that 

feel that they belong to their workgroup while also maintaining their unique identities, are 

more likely to experience happiness and fulfilment (Volmer et al., 2012).  

If employees experience a high level of person-group fit, they experience a balance 

between supplementary fit and complementary fit, meaning they feel strong relations with their 

group, but also feel like a unique member of the group (Kristof-Brown et al., 2005). This study 

expects that person-group fit strengthens the relationship between inclusive leadership and 
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happiness at work. Inclusive leaders focus on strengthening belongingness in a group (building 

relationships), while still preserving the uniqueness of an individual employee (promoting 

diversity) (Randel et al., 2018). This connects to the attributes of person-group fit. Therefore, 

this study assumes that person-group fit and inclusive leadership will strengthen each other. 

When there is high person-group fit, and there is an inclusive leader that shows they want to 

further support this, by providing special attention, engaging in open communication, 

strengthening relationships, and valuing uniqueness, happiness will increase (Shore et al., 2011; 

Volmer et al., 2012). Consequently, if person-group fit is low, there is low supplementary fit as 

well as low complementary fit or a disbalance between these two. In this case, even if a leader 

shows inclusive behaviour and intentions, the potential positive effects of inclusive leadership 

on happiness at work will be dampened.        

 The moderating effect of person-group fit has previously been demonstrated in several 

studies. For example, Kristof-Brown et al. (2005) found that person-group fit moderates the 

relationship between transformational leadership and employee motivation and effort. Fit with 

a group created a stronger positive relationship between transformational leadership and 

motivation, as this kind of fit ensured that goals and values were aligned, which made it easier 

for the leaders to motivate their followers. Charlton and Eschleman (2019) only found a small 

moderating effect of person-group fit on the relationship between transformational leadership 

and organizational citizenship behaviour. Vogel and Feldman (2009) found that the fit an 

employee has with its group moderated the relationship between person-job fit and in-role 

performance, citizenship behaviours and job satisfaction. The higher the fit the stronger the 

relationship became. Nijs et al. (in press) studied the moderating effects of supplementary fit 

and complementary fit in the relationship between inclusive leadership and satisfaction of the 

need for autonomy, belongingness, and competence. They found that complementary fit as well 

as supplementary fit can moderate this relationship and even found that only one of these fits is 

necessary to moderate the relationship. In this study the fits will not be split up, but person 

group-fit as a whole will be used. Thus, when person-group fit is high, the relationship between 

inclusive leadership and happiness at work will be enhanced. If person-group fit is low, the 

relationship between inclusive leadership and happiness at work will be weakened or even 

reversed.          

 Concluding, person-group fit is used as a moderator in the relationship between 

inclusive leadership and happiness at work, because the extent to which inclusive leadership 
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and happiness at work are related depends on the level of person-group fit. This leads to the 

following hypothesis: 

H5: Person-group fit moderates the relationship between inclusive leadership and happiness 

at work such that the direct relationship is strong in the presence of person-group fit and vice 

versa. 

The conceptual model shows the discussed relationships, the model of moderated mediation is 

shown in Figure 1. 

 

Figure 1 

Conceptual model 

 

Note: own work 

Methodology 

Research design 

This study aims to examine a conceptual model of moderated mediation, in which the 

assumption is that inclusive leadership (X)  has an effect on work engagement (Y) and this 

effect is mediated by happiness at work (M) and the relationship of inclusive leadership and 

happiness at work is moderated by person-group fit (W). The aim of this research is to further 

examine the relationships between the variables in the model. This is why this study is going to 

be quantitative (Hair et al., 2018). Quantitative survey research can provide valuable insights 

to reality and materialized discourses and can mitigate personal bias (Savela, 2018). The data 

used to test the hypotheses, were collected at one point in time, through an online survey, which 

makes this a cross-sectional study (Levin, 2006). Online surveys can potentially reach a larger 
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sample size that can span multiple geographic areas and reach a diverse and scattered sample 

of respondents (Mellinger, 2015). Moreover, an online questionnaire has advantages like 

minimal costs and fast response times, however as a researcher, you have to be aware of 

confidentiality concerns and technical problems (Dillman et al., 2014). Mellinger (2015) also 

states that surveys should be short, focused, easy to read and complete, if the survey lacks these 

attributes, response rates will be lower and this will cause decreased reliability.  

Sample 

The participants of this research were individual employees of various organizations in the 

Netherlands. The participants needed to have a paid job, could not be self-employed, and needed 

to work in a team with a direct manager. This was necessary for the measuring of the 

independent variable as employees had to evaluate their leader on inclusive leadership. As well 

as for the moderator variable as the participants had to determine how well they fitted in their 

workgroup or team.           

 A power analysis was conducted using G*Power (G*Power 3.1) to determine a sample 

size with sufficient statistical power (Hair et al., 2018). For a small effect size (f=.20) a sample 

of at least 199 participants was needed (α = .05, df = 1) to reach a Power of .80.  The dataset 

consisted of 508 respondents before the data cleaning process. However, this number consisted 

of test rounds, respondents who did not complete the questionnaire, did not meet the 

requirements to participate (not having a supervisor) or did not agree with the informed consent. 

We deleted all respondents who completed less than 80% of the questionnaire. After data 

cleaning, 356 valid responses remained, from which 183 responses were useful in this research. 

The actual sample  consisted of 183 participants, born between 1958 and 2004 (M= 1989,45; 

SD= 13.425). 35% of the sample identified themselves as male and 65% as female. 

Furthermore, the sample consisted of 8.7% who finished high school, 17.5% finished vocational 

education, 50.8% of the participants finished higher vocational education, 21.9% finished a 

university degree, 1.1% finished a PhD. Of the sample 24.6% worked a maximum of 20 hours 

a week, another 69.9% worked 20 to 40 hours a week and 5.5% of the sample worked more 

than 40 hours per week. The average tenure of the sample was 6.24 years (SD = 8.66). 

 The participants were collected using a convenience sample, which means that the 

participants were selected based on practical considerations (Etikan et al., 2016), also snowball 

sampling and self-selection sampling were used. The participants were collected by five 

students in the thesis circle inclusive leadership. The five researchers asked their social circle 

to fill in the questionnaire. This allowed the researchers to gather different participants, the 
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respondents were employees from different organizations from various regions in the 

Netherlands. This therefore stimulated source triangulation, where diverse individuals with 

varying roles in different organizations are surveyed through a questionnaire about the same 

phenomenon (Bleijenbergh, 2016). Various perspectives were collected, enhancing the validity 

of this research. 

Procedure 

First of all, the questionnaire used for this research was set up by five master students in 

collaboration with their supervisor. The questionnaire consisted of several topics researched 

by the students. In this methods section, only the topics relevant to this study are described. 

 The questionnaire was developed using the online program Qualtrics (Qualtrics XM), 

resulting in an online questionnaire, which was available online from 18 April to 1 May. The 

questionnaire was distributed through the following online channels: WhatsApp, Facebook, 

Instagram, LinkedIn, and Radboud University Sona Systems. At first, the questionnaire was 

distributed within the social network of the researchers (convenience sampling), but the 

questionnaire was also forwarded by respondents to their own social networks (snowball 

sampling). This sampling method has the limitation that the sample often will not be 

representative, resulting in selection bias and lower internal validity (Valdez & Kaplan, 1998), 

however the convenience and snowball sampling was divided among five different researchers 

all from different parts of the Netherlands and also from different socioeconomic classes. With 

this, the sample is expected to remain representative of the Dutch population. Finally, a self-

selection sample was used, as the questionnaire was posted on Radboud University's research 

site (Radboud Research Participation System). Students could choose for themselves if the 

research appealed to them and if they wanted to participate in the study. 

 Before participating, respondents were provided with an informed consent form that 

they needed to sign before continuing (Appendix A). In this form the study was explained 

shortly, and information was given about the processing of the data. It was addressed that the 

data would be kept confidential and anonymous during the analysis, and the data would be 

stored in the Radboud University’s secure environment (Research Information Service, RIS) 

for ten years. It was explained that participants could stop with the survey at any moment, if 

they wanted to. The email address of one of the researchers was shown in case the respondents 

had questions about the research afterwards. In addition, it was told that participation in this 

study was completely anonymous, ensuring that the participants were aware of their rights and 

privacy. As a result, the data obtained were acceptable for the further analyses. Informed 



16 

 
 

consent is an ethical and legal requirement for research with human participants. The goal is to 

provide sufficient information about the study so that participants can make a voluntary decision 

regarding if they want to participate or not.        

 After participants agreed to the terms, they could choose the language in which they 

wanted to complete the questionnaire, Dutch or English. Subsequently, the questionnaire started 

with personal demographic questions about gender, age, and educational level. Next, general 

questions about work were asked, for example how many hours respondents worked, in what 

sector and how long they have worked at their current organization. Also, the participants were 

asked if they had a manager. If the participant did not have a manager, the questionnaire ended.  

If the participants did have a manager, questions were asked about the frequency of contact with 

their manager. Simultaneously, these items were used as control variables because they may 

have an impact on the outcome (Ogbonnaya, 2019). Next, questions were asked about the 

concepts that needed to be measured in the conceptual model: inclusive leadership, happiness 

at work, work engagement and person-group fit. The concepts were all measured by Likert 

scales. Likert-type scales can be used in a wide range of applications to measure latent 

constructs that indicate attitudes, knowledge, perceptions, and values (Vogt & Johnson, 1993). 

Additionally, the concepts of the other researchers were measured in the questionnaire. After 

measuring the concepts, the participants were thanked for their involvement. At the ending stage 

of the questionnaire there was a comment section for feedback or asking questions.  

 

Measuring items 

The four concepts in the conceptual model were measured by scales, operationalized in 

different items. All items were measured on a 5-point Likert scale ranging from 1 meaning 

‘strongly disagree’ to 5 meaning ‘strongly agree’. Furthermore, control variables were 

inserted in the questionnaire. The used items were translated into Dutch or English if needed, 

as the questionnaire was distributed in Dutch as well as English. Translations were made 

using the translation program DeepL, subsequently, the items were then translated back to the 

original language of the scale, to examine translation adequacy. To measure scale validity a 

Principal Component Analysis (PCA) was used (Straits & Singleton, 2017). To determine the 

constructs and the number of factors, the Kaiser-Meyer-Olkin (KMO) criterion was used, this 

needed to exceed >0.5 (Kaiser, 1974). Furthermore, the Bartlett’s Test of Sphericity was used, 

and needed to be significant (p < .05). To determine the number of factors the Eigenvalues 

(>1) and a scree-plot was used (Field, 2018). Furthermore, a reliability analysis was 
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conducted, by calculating the Cronbach’s alpha, which ideally needed to be .80 or higher 

(Hair et al., 2018). Items in the scale were deleted if ‘Cronbach’s Alpha if item deleted’ 

increased the Cronbach’s Alpha by .05. 

 Inclusive leadership. Inclusive leadership was measured by a scale of 34 items based on 

the framework of Korkmaz et al. (2022). The items cover the four dimensions of their 

framework (1) fostering employee’s uniqueness, (2) strengthening belongingness within a team, 

(3) showing appreciation and (4) showing organizational effort. An item used for example is 

‘My manager encourages team members to build closer connections with one another’. A factor 

analysis was conducted with multiple iterations, in which 14 items were deleted, the deleted 

items are presented in bold in appendix A. This means there were 20 items used in total for this 

variable. The items in the factor analysis showed a KMO value of .908 and Bartlett’s test of 

sphericity of <.001. The communalities ranged from .470 to .755, which is above the minimum 

loading of 0.2 (Hair et al., 2018). The factor analysis showed five factors explaining 72.51% of 

the variance, also five factors were shown in the screeplot. The eigenvalue was 1.079. Next, a 

reliability analysis was conducted, this scale had a Cronbach’s alpha of .928, there was thus 

strong internal consistency (M= 3.76, SD= .673). 

Work engagement. Work engagement was measured using the shortened UWES scale 

(Shaufeli & Bakker, 2004b), this scale includes the three constituting aspects of work 

engagement: vigor, dedication and absorption. An item measuring vigor was ‘At my work, I feel 

bursting with energy’. An item measuring dedication was ‘My job inspires me’. And an item 

measuring absorption was ‘I am immersed in my work’. A factor analysis was conducted, one 

factor was found, explaining 50.12 % of the variance, no items needed to be deleted. The items 

in the factor analysis showed a KMO value of .884 and Bartlett’s test of sphericity <.001. The 

communalities ranged from .298 to .668. Next, a reliability analysis was conducted, showing a 

Cronbach’s alpha of .896, which indicates strong internal consistency (M = 3.715, SD = .692). 

Happiness at work. Happiness at work was measured by a shortened happiness at work 

scale, based on a scale created by Fisher (2010). The shortened scale was developed by Sallas-

Vallinas and Allegré (2018), three items were measured using a five-point Likert scale ranging 

from (1) strongly disagree to (5) strongly agree, the other three items were measured using a 

five-point Likert scale ranging from (1) extremely dissatisfied to (5) extremely satisfied. Items 

used were for example ‘I am enthusiastic about my job’ and ‘How satisfied are you with the 

nature of the work you perform.’ A factor analysis was conducted, one factor was found that 

explained 50.12 % of the variance, no items needed to be deleted. The items in the factor 
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analysis showed a KMO value of .785 and Bartlett’s test of sphericity <.001. The communalities 

ranged from .399 to .726. The reliability analysis showed a Cronbach’s alpha of .857, indicating 

good internal validity (M= 3.555, SD = .723). 

Person-group fit. Person-group fit was measured using the Multidimensional Perceived 

Person-Group Fit scale (Li et al., 2018). Items used were for example, ‘My group members are 

similar to me in terms of values’ (similarity/belongingness) and ‘I contribute unique talents to 

my group’ (distinctiveness/uniqueness). A factor analysis was conducted, two factors were 

found that together explained 60.3% of the variance, no items needed to be deleted. However, 

in this research we conducted one scale for person-group fit. The items in the factor analysis 

showed a KMO value of .822 and Bartlett’s test of sphericity <.001. The communalities ranged 

from .635 to .852. The reliability analysis showed a Cronbach’s alpha of .821, indicating good 

internal validity (M= 3.776, SD = .723). 

Control variables. The control variables used in this research were: gender, age, education 

tenure, the frequency of contact with the supervisor and the number of hours worked per 

week. First of all, gender, age and tenure have been indicated as affect perceptions of 

organizational performance in several empirical studies (Choi & Rainey, 2010). Furthermore, 

Suan and Nasurdin (2016) found that gender influences work engagement as well as 

supervisor support. Gender was measured using the question ‘I identify as…’ with the 

following options (1) male, (2) female, (3) non-binary, (4) other. Bernerth et al. (2017) state 

that age is an important variable in leadership studies. Kearney (2008) stated that some 

leadership styles, for example transactional leadership, is more appropriate for young people, 

as transformational leadership is more suited for older people. Additionally, age also 

influences work engagement, older people are more engaged than younger people (James et 

al., 2011). Age was measured by the year of birth of the respondents, an open question was 

used wherein the respondents could insert their birthyear. Ng and Feldman (2010) state that 

age and education influence job performance. Coetzee and Rothmann (2005) state that 

education also influences work engagement, higher educated employees are more likely to be 

engaged workers. Education was measured using the question ‘What is your highest 

completed education?’ with the following options (1) primary school, (2) secondary school, 

(3) vocational education, (4) higher vocational education, bachelor, (5) master, (6) PhD. 

Moreover, the number of working hours also has a positive effect on work engagement 

(Simpson, 2009). The amount of hours worked per week was measured using an open 

question ‘How many hours do you work per week?’ Tenure may have an effect on person-
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group fit and inclusive leadership, as tenure increases, relationships will be stronger as the 

people and the environment become more and more similar (Ostroff & Rothausen, 1997). 

Tenure was measured using the following question: ‘How long have you been employed at 

your current organization (in years)?’Additionally, the frequency of contact with the 

supervisor was measured with the question ‘How often do you have contact with your 

supervisor?’ Using the following options (1) daily, (2) weekly, (3) monthly and (4) less than 

monthly. 

Results 

Preliminary results 

The means (M), standard deviations (SD) and Pearson correlations (r) of the four variables 

and the six control variables used in this study are shown in Table 1. All the variables included 

in the conceptual model correlate significantly with each other. There were a few control 

variables found that correlate significantly with variables in the conceptual model. 

 First of all, contact with the supervisor correlated with inclusive leadership, which 

indicates that the frequency of contact with the manager has an influence, indicating that if the 

contact with the manager is less than monthly, they will perceive their manager as less 

inclusive (r = -.198, p < .05). Also, gender and education correlated with person group fit, this 

indicates that gender (r = -.181, p < .05) and education (r = .156, p < .05) influence perceived 

person-group fit. This indicates that women have a lower perceived person-group fit than 

men. The correlation of education with person-group fit indicates that the higher the 

education, the higher the person-group fit a respondent perceives. 

For categorical variables with more than two categories, education and contact with 

the manager, MANOVA testing was used, using Bonferroni’s post-hoc test. This was done to 

explore the statistical differences between the categories of the variables (Tabacnick & Fidell, 

2012). The MANOVA showed no differences between the categories of the variables on 

educational level (F = 2.055, p = .089). The multivariate test for contact with the manager was 

significant for the category ‘less than monthly’ (F = 2.868, p = .038), this means that this 

category differs significantly from the other categories in the variable. Therefore, two dummy 

variables were created, one dummy variable with the categories ‘daily’, ‘weekly’ and 

‘monthly’ and another dummy variable with the category ‘less than monthly’. These dummy 

variables were used in the analyses. 
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An examination of the data revealed that most of the variables showed negative 

skewness, indicating deviations from a normal distribution (Hopkins & Weeks, 1990). 

Inclusive leadership showed a moderate negative skew (-.659), as well as work engagement (-

.557). Person-group fit also showed moderate negative skew (-.644). Lastly, happiness at 

work showed a weak negative skew (-.474).  

 

Table 1 

Descriptive statistics and correlations 

 

 

Regression analysis 

The SPSS add-on macro PROCESS, designed by Andrew Hayes, was used to test the 

hypotheses in this study (Hayes, 2013). Model 4, for mediation analysis, was used to test the 

first three hypotheses. Additionally, model 1 was used to test the moderation of person group 

fit in the model. Lastly, model 7 was used to test for moderated mediation. The control 

variables that correlated significantly with variables used in the model were included in the 

analysis, control variables that only correlated significantly with other control variables were 

excluded from the analysis. This means that contact, gender and education were included in 

the analysis. The results of the hypotheses testing are presented in Table 2 and Table 3. 

Hypothesis 1. The first hypothesis stated that inclusive leadership has a positive effect on 

work engagement. The second model in table 2 presents the main effects of the independent 

variables and control variables on the dependent variable (F(5. 177) = 94.3886, p < .001, r²  = 

.7198). The analysis showed that there is a significant effect of inclusive leadership on work 

engagement (b = .0764, t(177) = 1.3677 p < .001). Therefore, hypothesis 1 is confirmed.  
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Hypothesis 2. The second hypothesis stated that inclusive leadership had a positive effect on 

happiness at work. The first model in Table 2 presents the main effects of the independent 

variables on the mediator (F(4. 177) = 8.4561, p < .001, r²  = .2249). The analysis showed that 

there is a significant effect between inclusive leadership and happiness at work (b = .5120, 

t(177) = 5.6849, p < .001). Therefore, the second hypothesis is confirmed. 

Hypothesis 3. The third hypothesis stated that happiness at work has a positive effect on work 

engagement (F(4. 177) = 8.4561, p <. 001, r²  = .2249). The analysis shows a significant effect 

of happiness at work on work engagement (b = .7770, t (177) = 1.3677, p <.001). Therefore, 

hypothesis 3 is confirmed. 

Hypothesis 4. The fourth hypothesis stated that happiness at work mediates the relationship 

between inclusive leadership and work engagement. To speak of mediation, the criteria that 

Baron and Kenny (1986) have set for mediation must be met. The first criterion is that the 

total effect (path c) is significant, this criterion was met (b=.4743, t(178)= 5.3794, p <.001). 

The second and third criteria stated that path a and path b need to be significant, these two 

criteria were also met, as shown in Table 2. The fourth criterion of Baron and Kenny is that 

the direct effect (path c’) is not significant after adding the mediator, or decreases in the case 

of partial mediation (b =.3349, t(178)=3.553, p <.001). Based on the criteria of Baron and 

Kenny, there is mediation. Therefore, the fourth hypothesis is accepted. However, the 

relationship is only partially mediated, as it does not make the c’ path zero.  

Hypothesis 5. The fifth hypothesis stated that person-group fit moderates the relationship 

between inclusive leadership and happiness at work such that the direct relationship is strong 

in the presence of person-group fit and vice versa. The analysis showed that there is a significant 

effect of the interaction term on happiness at work (b = -.2621; t(176)= -.3272, p = .0015). 

Therefore, the fifth hypothesis was accepted. Figure 2 describes the moderating effect of 

person-group fit on the relationship between inclusive leadership and happiness at work. 

Figure 2 

Moderation effect of PG fit on the relationship between inclusive leadership and happiness at work 
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The conceptual model stated that the relationship between inclusive leadership and work 

engagement is mediated by happiness at work and moderated by person-group fit. The 

analysis shows that there is moderated mediation present in the model (b= .2037; 

LLCI=.0385, ULCI=.3974). Therefore, moderated mediation was confirmed. 

Table 2 

Regression analysis – hypotheses testing 

Antecedent Coeff.  t p 95% CI R2 

Mediation – model 4      

Model 1: F(4. 178)=8.4561***     .225 

Main effect on mediator:       

Constant 2.108 5.228 <.001 [1.312, 2.903]  

Inclusive leadership .512 5.685 <.001 [.334, .689]  

Gender -.003 -1.853 .066 [-.370, -.012]  

Education -.003 -.046 .964 [-.121, .116]  

Freq. of contact with manager -.203 -1.139 .257 [-.554, .149]  

Model 2      

F(5. 177)= 94.3886***     .720 

Main effect on dependent 

variable 

     

Constant .968 3.695 .0003 [-.451, 1.485]  
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Inclusive leadership .335 3.553 <.001 [-.034, .187]  

Happiness at Work .777 18.816 <.001 [.696, .859]  

Gender -.017 -.275 .403 [-.137, .104]  

Education -.030 -.838 .403 [-.100, .041]  

Freq. of contact with manager -.026 -.760 .448 [-.094, .042]  

      

Total, direct and indirect effects      

Total direct effect of X on Y .474 5.379 <.001 [.300, .649]  

Direct effect of X on Y .076 1.368 .173 [-.034, .187]  

Unconditional indirect effects .387   [.279, .487]  

      

Model 7 Interaction term      

F(6. 176)= 20.233***     .408 

Constant 4.23 3.567 .0005 [1.892, 6.577]  

Inclusive leadership -.613 -2.032 .046 [-1.207, -.017]  

Person-Group fit -.454 -1.337 .183 [1.123, .216]  

Inclusive leadership* PG-fit .262 -.327 .0015 [.101, .423]  

Gender -.029 -.327 .748 [-.207, .148]  

Education -.044 -.808 .420 [-.527, .071]  

Freq. of contact with manager -.228 -1.369 .173 [-.556, .100]  

Boot indirect effect Coeff. 

(b) 

Boot SE  95% CI  

3.2711 .190 .075  [.039, .335]  

3.7778 .294 .067  [.163, .426]  

4.3333 .467 .086  [.238, .578]  

 Index Boot SE  95% CI  

Ind. of moderated mediation .204 .083  [.039, .397]  

Note: N=183. * p <.05, ** p <.01, *** p <.001 

Additional analysis 

In the factor analysis, two factors were found for person-group fit, in the previous analysis 

these two factors were not further analyzed. In this additional analysis, a distinction will be 

made between the two factors of person-group fit, namely supplementary fit and 

complementary fit. Two extra moderation analyses were done to find differences between the 

effects of the two fits. The analysis showed that there is a difference in the significance of the 

interaction term when splitting person-group fit into the two factors, as seen in Table 3. 
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Looking at supplementary fit , it is seen that the interaction term, and thus the moderating 

function of person-group fit is not significant (b = .1510, t(176) = 1.5829, p = .1152). Looking 

at complementary fit, it is seen that the interaction term is significant (b = .2260, t(176) = 

2.7317, p < .05). This indicates that the relationship between inclusive leadership and 

happiness at work is strengthened if there is high complementary fit. The moderating effect is 

shown in Figure 3. 

 

Figure 3 

Moderation effect of complementary fit on the relationship between inclusive leadership and 

happiness at work 

 

 

 

Table 3 

Distinction in person-group fit 
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Furthermore, the study of Nijs et al. (in press) found that person-group fit was more 

effective than inclusive leadership in relation to autonomy, belongingness, and competence. In 

their study they found there is only a strengthening relationship between the two variables, if 

person-group fit is low. When there is high person-group fit, there is a weakened relationship 

if inclusive leadership is high. In this additional analysis it was tested if this is also the case in 

terms of happiness at work and work engagement. In hypothesis 5 and in the additional 

analysis it was shown that there is a strengthening relationship when there is high PG fit and 

when there is high complementary fit. Indicating that the results of this analysis are not in line 

with the results found in the study of Nijs et al. (in press). 

Discussion 

This study examined the relationship between inclusive leadership and work engagement, 

investigating what role person-group fit and happiness at work play in this relationship. The 

data of 183 respondents was analyzed in order to answer the following research question: “To 

what extent is inclusive leadership related to work engagement mediated by happiness at 

work and is this relation moderated by person-group fit?’’ Support was found for the 

relationship between inclusive leadership and work engagement. This relationship is partially 

mediated by happiness at work and moderated by person-group fit, complementary fit in 

particular. 

According to the social exchange theory, cost and rewards in a relationship need to be 

equal. Which means that if someone puts in a lot of rewards, or positive actions, these actions 

need to be reciprocated to keep the relationship balanced. Inclusive leaders put in a lot of 
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positive actions and activities in their leadership style. Employees feel the need to reciprocate 

this by working harder, resulting in them being more engaged. The results of this research 

indicate that inclusive leadership enhances how engaged employees are at work. These results 

align with the theoretical framework. Inclusive leaders provide accessibility, listen to 

preferences and needs of employees, create trust and promote better working conditions 

(Carmeli et al., 2010). Employees will reciprocate these rewards by positive work attitudes 

(Li & Cropanzano, 2009). This also aligns with results found in earlier research, for example 

by Cenkci et al. (2020). 

Furthermore, the leader-member exchange theory explains how qualitative relationships 

are created between leader and follower. These relationships lead to the well-being and 

happiness of the employee (Volmer et al., 2012). Subsequently, the broaden-and-build theory 

explains that being happy, leads to broadened thinking. This state of mind then leads to a 

higher amount of effort put into one’s work activities, meaning work engagement will be 

higher. The results of this research show that inclusive leadership leads to happiness at work 

and that happiness at work creates work engagement. In addition, the results show that 

happiness at work partially mediates the relationship between inclusive leadership and work 

engagement. Meaning that happiness at work is an important indicator of the relationship 

between inclusive leadership and work engagement. 

The optimal distinctiveness theory describes that individuals strive for a balance between 

belongingness and uniqueness in groups. In their team, employees want to be part of the 

group, without losing their own uniqueness and values. One of the distinctive characteristics 

of inclusive leadership is creating relationships within the group, while also maintaining 

diversity of individual members. This is why the theory expects that these two concepts will 

strengthen each other. This research found that there is a moderating effect of person-group fit 

on the relationship between inclusive leadership and happiness at work. This finding is in line 

with the theoretical framework, as it was expected that if there was high person group fit as 

well as high inclusive leadership these two will strengthen each other and increase happiness 

at work. This is also in line with earlier findings from Kristof-Brown et al. (2005) and 

Charlton and Eschleman (2019).        

 This study furthermore examined the distinction between complementary fit and 

supplementary fit in person-group fit as a moderator in an additional analysis. In the study of 

De Cooman et al. (2016) it was stated that only one of the perspectives of person-group fit 

needed to be achieved in order to moderate the relationship. As two different factors were 
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found after conducting the factor analysis, these two concepts were measured separately in the 

additional analysis. The results show that complementary fit has a strengthening effect on the 

relationship between inclusive leadership and happiness at work. This finding of De Cooman 

et al. (2016) was thus also supported by this research. 

Limitations and future research 

This research has several limitations. First of all, this research has made use of convenience 

sampling as well as snowball sampling. These sampling methods have the advantage of 

reaching a big sample, without the costs getting too high. However, a disadvantage is that the 

participants in the sample are very similar to each other as they often come from the same 

region and socio-economic status, resulting in lower representativeness of the population and 

lower internal validity. This study tried to avoid these limitations as there were five 

researchers from different parts of the Netherlands and from different socio-economic 

statuses. However, the sample was relatively high educated, 73.7% of the sample completed 

at least higher vocational education. The effects of the sampling method can also be seen in 

the distribution of gender, as 65% was female. These disproportionate distributions could 

have influenced the results and thereby the representativeness of this research.  

 Another limitation of this research is that it did not control for some important 

variables. Firstly, this research did not control for how long the reviewed supervisors were 

managers of the respondent’s teams. Some of the respondents indicated in the comment 

section that their manager was only employed for a short time, resulting in that they could not 

accurately fill in some of the items, as they did not have this experience with their supervisor 

yet. It was also indicated in some of these comments that these respondents therefore filled in 

the most neutral option ‘neither agree, nor disagree’. This limitation applies to the variable 

inclusive leadership. Secondly, this research did not control for whether the respondents 

worked in a team or not, to complete the questionnaire, respondents needed to fill in the 

person-group fit items. It was only mentioned in the research invitation people could not be 

self-employed, but there was not a separate question confirming this. It may have been that 

some respondents missed this announcement and did fill in questions although they weren’t 

part of a team. Additionally, this research did not control for the amount of people in a team, it 

could be that team size has an influence on several things like happiness. For example, 

introverted people may thrive in a small team, while extroverted people may thrive in large 

teams. Future research should focus on these differences in personality.   
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 Moreover, the results may be biased because of social desirability issues, although the 

questionnaire was completely anonymous, it could have been that socially desirable responses 

were given. Almost all respondents were part of the researchers' social circle, due to the 

convenience and snowball sampling. This may have led to socially desirable answers, 

resulting in social desirability issues, because people have the habit to present a favourable 

image of the self (Van de Mortel, 2008). This might have been the case for the variables 

happiness at work, person-group fit and work engagement. This affects the validity of the 

questionnaire (Huang et al., 1998). A suggestion for future research would be to use a random 

sampling method instead of a convenience or snowball sampling method to reduce bias 

(Sekaran & Bougie, 2016). 

 

Recommendations for future research 

The results found in this research call for further research on this topic. First of all, future 

research may be focused on a creating a longitudinal study based on these variables to find 

causal linkages, not biased by for example mood. Additionally, a longitudinal study could also 

analyze if certain aspects change if a new team member for example joins the team. This 

could give more practical implications for the field and how to deal with these shifts. 

Moreover, future research should further explore the underlying dimensions of inclusive 

leadership and their effect on work engagement. The underlying dimensions of inclusive 

leadership, like belongingness and uniqueness could be more suited than other underlying 

dimensions when using person-group fit as a moderator.  

Future research could focus, for example, on qualitative research methods. In this study, it 

became clear that relationships were found among the concepts studied. Qualitative research 

could gain even more insight and deeper insight into the various concepts and relationships by 

addressing employee attitudes, feelings, and motivations. Especially when it comes to 

happiness, feelings are important to investigate further, what exactly does someone feel and 

what does someone do with it. In addition, motivations are important for further exploring the 

concept of work engagement.  

Lastly, it would be interesting if future research further explored the shift that is happening 

in the workplace. This research showed that happiness at work and person-group fit are 

important aspects in today’s workplace. Moss (2023) states that people are focussing more on 

how they want to live. This may affect what people find important in the workplace. Krishnan 

et al. (2013) for example state that enjoyment and creativity play huge roles in the jobs of new 
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generations, and that their motivation and goals are different than other generations. Future 

research can further explore what aspects of organizations are most important to employees 

and what factors motivate them most to go the extra mile, resulting in more work engagement. 

It is interesting to see if aspects as happiness at work, enjoyment, a good fit with a team, or 

for example working at a sustainable company are more important than the ‘traditional’ 

motivational factors such as salary, or getting a promotion. 

 

Practical implications 

Creating or enhancing work engagement is crucial for organizations to gain competitive 

advantage and other positive organizational outcomes. In earlier research positive leadership 

styles have been proven to enhance work engagement. This research again showed this 

positive relationship. Additionally, this research also showed the importance of happiness at 

work and person group fit. Organizations should focus more on these aspects to eventually 

create or enhance work engagement because of their impact. 

The results of this research show the importance of happiness at work and why leaders 

should facilitate happiness at work. To ensure happiness at work leaders could follow a 

coaching program. Findings of Ramao et al. (2022) found that a manager’s coaching skills 

have a positive impact on employees’ happiness at work. The researchers also found that 

manager’s coaching skills also lead to less turnover. Therefore, organizations should 

encourage managers to integrate coaching skills into their leadership style. Rozkwitalska and 

Basinka (2020) found that managers can strengthen happiness at work by concerning the 

improvement of the employee’s psychological state by stimulating learning and vitality. 

Moreover, Saenghiran (2013) found that organizational development interventions, like 

appreciative inquiry and the happy eight can enhance happiness at work, if a manager actively 

focusses on these interventions, job satisfaction and subjective happiness will rise. Another 

coaching task of the inclusive manager should be fostering employee attitudes, according to 

Williams et al. (2017) managers can do this by supporting and reinforcing employee 

development programs. Thus, to improve happiness at work and work engagement, 

organizations need to invest in coaching programs for their managers. Additionally, they need 

to invest in the programs and activities managers need to provide happiness at work, so the 

managers can improve their coaching relationship with their team. 

Moreover, as person-group fit is an important factor in happiness at work and work 

engagement it is also important for organizations to create a system that can facilitate high 
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person-group fit. Organizations and leaders should be connectors to ensure that there is a good 

fit with the employee and the existing team. In this case, connectors would be people who 

create groups of people that ‘work’, socially, but also workwise. An employees’ work 

experiences are increasingly shaped by their interface with their group members, as also 

shown by the results of this research. Therefore, organizations should pay more attention to 

the social inclusion model (De Cooman et al., 2016), as positive effects occur through 

cohesion with the team. This already starts at the recruitment process, it should not only be 

important to meet the requirements for the job, it should be as important, or even more 

important that a candidate fits within the team. HR can change the recruitment process to be 

more social and informal, to identify the values and personality of the applicant more 

accurately. A suggestion could be to invite several team members to the applications and make 

it a more democratic process. After the recruitment process the organization should facilitate 

programs or activities that strengthen person-group fit, like social activities or teambuilding 

days. 

Conclusion 

Concluding, to create engagement in the workplace it is important to know how leaders 

can achieve an environment with good relationships, between leader and follower, but also 

between the employees within a team. This study shows the importance of happiness and fit 

with a group in the workplace. Furthermore, this study contributes to the existing literature by 

giving more insight into the relationship between inclusive leadership and work engagement 

and further exploring the concept of happiness in the workplace. The findings indicate that 

inclusive leadership has a positive effect on work engagement, confirming theoretical 

expectations, but also extending the literature by showing the importance of happiness in this 

relation. This study addresses the importance of good relationships and fit, which creates 

happiness and work engagement. Happiness is an important thing to achieve, not only in 

personal life, but also in the workplace. 
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Appendices 

A. Questionnaire: including informed consent 

 

In which language would you like to complete this survey? / In welke taal wilt u deze enquête 

invullen? 

o English  

o Nederlands  
 

 

 

Dear participant,  

 

Thank you very much for your willingness to participate in this research! We are students of the 

master program Strategic Human Resources Leadership at Radboud University. This research focuses 

on the topic of inclusive leadership. We are very curious about your experience with this.  

 

The questionnaire contains questions about your leader’s leadership style and your experience of your 

work and health. We have provided several subtopics within the theme. To be able to participate in the 

research, it is important that you are currently employed in an organisation and have a supervisor 

(manager).  

 

Completing the questionnaire takes approximately 15 minutes. We greatly appreciate your time!  

 

Kind regards, 

 

Loes de Winkel, Nathalie Elenbaas, Lianne Fontein, Julie Harts and Siri Uijttewaal.  

 

Under the supervision of Dr Marloes van Engen Associate Professor Strategic Human Resource 
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Management,  

Nijmegen Institute for Management Research, Radboud University  

 

 

 

Anonymity and consent to participation.  

 

Before proceeding to fill out the survey, we would like to ask you to read the following information 

carefully:  

 

- Your answers will be processed anonymously and strictly confidential. This means that student 

survey reports will not show the answers given by individual participants.  

- Your answers will be stored securely and anonymously in a database of the university; your answers 

cannot be traced back to you individually. 

- Your answers will be used only for academic teaching and research purposes. 

- You may stop filling in the survey at any time. 

- You consent to the data being used for the purposes described above and retained for 10 years after 

completion of the study (1-5-2034).  

 

For further questions regarding the study, please contact Siri Uijttewaal. You can send an email to 

siri.uijttewaal@ru.nl. She will answer your question as soon as possible.  

 

Good luck completing the questionnaire!  Click "yes" below if you want to participate in the survey. 

This means that you have had enough opportunity to consider whether you want to participate in the 

study and that you understand that there are no consequences for participating.  

 

 

 

I agree 

o Yes  

o No  
 

Skip To: End of Survey If I agree = No 

 

What is your birthyear? 

________________________________________________________________ 
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I am a 

o Man  

o Woman  

o Non-binair  

o Other  
 

 

 

What is your highest completed education? 

o Primary School  

o Secondary School  

o Vocational Education  

o Higher Vocational Education, Bachelor  

o Master  

o PHD  
 

 

 

 

How long have you been employed at your current organization (in years)? 

________________________________________________________________ 

 

 

 

How many hours per week do you work (average number of hours)? 

________________________________________________________________ 
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Do you have a supervisor? 

o Yes  

o No  
 

Skip To: End of Survey If Do you have a supervisor? = No 
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How often do you have contact with your own supervisor? 

o Daily  

o Weekly  

o Monthly  

o Less than monthly  

 
Do you have a managerial position yourself? 

o Yes  

o No  
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In the following 

statements, you will be 

asked to evaluate your 

supervisor (manager) 

based on her/his/their 

interaction with 

individual employees 

including you. To what 

extent are the following 

statements applicable? 

Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My supervisor 

supports each one of us 

both at personal and 

work level.  
o  o  o  o  o  

My supervisor 

encourages each one of 

us to approach 

him/her/them on 

personal issues.  

o  o  o  o  o  

My supervisor 

encourages each one of 

us to approach them 

for support.  
o  o  o  o  o  

My supervisor 

encourages each one of 

us to share our ideas 

openly.  
o  o  o  o  o  

My supervisor 

encourages everyone to 

make use of each other's 

unique backgrounds 

during problem-solving.  

o  o  o  o  o  

My supervisor fosters 

unique contributions of 

each one of us.  o  o  o  o  o  
My supervisor makes 

sure that each one of us 

is invited to express 

different viewpoints.  
o  o  o  o  o  

My supervisor 

encourages each one of 

us to take initiative.  o  o  o  o  o  
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My supervisor gives 

each one of us personal 

authority to make 

decisions on how to 

accomplish tasks on our 

own.  

o  o  o  o  o  

My supervisor 

encourages each one of 

us to solve problems 

ourselves instead of just 

telling us what to do.  

o  o  o  o  o  

My supervisor 

empowers each one of 

us to make work-related 

decisions.  
o  o  o  o  o  

My supervisor helps 

each one of us to learn 

from mistakes to 

develop ourselves.  
o  o  o  o  o  

My supervisor gives 

attention to learning 

and development 

opportunities for each 

one of us.  

o  o  o  o  o  

My supervisor helps 

each one of us to further 

develop ourselves.  o  o  o  o  o  
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The following 

statements are about 

how your supervisor 

(manager) interacts with 

your team. Please 

indicate to what extent 

you disagree or agree 

with the statement. 

Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My supervisor 

encourages honesty as 

a virtue within the 

team.  
o  o  o  o  o  

My supervisor treats 

team members fairly.  o  o  o  o  o  
My supervisor treats 

team members equally.  o  o  o  o  o  
My supervisor makes 

sure that nobody is left 

out in the team.  o  o  o  o  o  
My supervisor 

encourages team 

members to build 

closer connections with 

one another.  

o  o  o  o  o  

My supervisor 

encourages 

collaboration within 

the team.  
o  o  o  o  o  

My supervisor 

facilitates a strong 

team spirit.  o  o  o  o  o  
My supervisor fosters 

participative decision 

making within the team.  o  o  o  o  o  
My supervisor explains 

the reasoning behind 

the decisions to the 

team.  
o  o  o  o  o  

My supervisor 

motivates team 

members to come to a 

common agreement for 

action.  

o  o  o  o  o  
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My supervisor makes 

decisions together with 

the team when it is 

possible.  
o  o  o  o  o  

 

 

The following statements are about how your supervisor (manager) gives appreciation. Please 

indicate the extent to which you disagree or agree with the statement. 

 
Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My supervisor shows 

recognition for the 

contributions made by 

the team.  
o  o  o  o  o  

My supervisor praises 

the efforts of all team 

members.  o  o  o  o  o  
My supervisor shows 

appreciation for the 

effort made by 

individuals.  
o  o  o  o  o  
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The following statements are about how you rate your supervisor's (manager's) attitude towards the 

organization and organizational change. Please indicate the extent to which you disagree or agree 

with a statement. 

 
Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My supervisor is open 

to change the way we 

proceed to achieve our 

goals within the 

organization.   

o  o  o  o  o  

My supervisor acts 

constructively to 

reluctance towards 

changes happening 

within the 

organization.   

o  o  o  o  o  

My supervisor is 

attentive to new 

opportunities to 

improve work 

processes within the 

organization.  

o  o  o  o  o  

My supervisor 

communicates how 

inclusion contributes to 

organizational outcomes.  
o  o  o  o  o  

My supervisor 

communicates the 

benefits of diversity for 

our organization.  
o  o  o  o  o  

My supervisor 

communicates 

dedication to 

establishing an 

organization which 

represents diversity in 

society.  

o  o  o  o  o  

 

 

End of Block: Inclusive leadership - Organization eng 
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The following statements are about how you experience your work. To what extent do these 

statements apply to you? 

 
Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My job inspires me.  o  o  o  o  o  
When I get up in the 

morning I feel like 

going to work.  o  o  o  o  o  
I feel happy when I am 

working intensely.  o  o  o  o  o  
I am proud of the work 

that I do.  o  o  o  o  o  
I am immersed in my 

work.  o  o  o  o  o  
At my job I feel 

bursting with energy.  o  o  o  o  o  
At my job I feel strong 

and vigorous.  o  o  o  o  o  
I am enthusiastic about 

my job.  o  o  o  o  o  
I get carried away when 

I am working.  o  o  o  o  o  
 

 

End of Block: Engagement eng 
 

Start of Block: HAW eng 
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The following statements are about how you feel at work. To what extent do the following statements 

apply to you? 

 
Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

I would be very happy 

to spend the rest of my 

career with this 

organization.  
o  o  o  o  o  

I feel emotionally 

attached to this 

organization.  o  o  o  o  o  
I feel a strong sense of 

belonging to my 

organization.  o  o  o  o  o  
 

 

 

 

The following questions are about how you feel about your job. To what extent to the following 

statements apply to you? 

 
Extremely 

dissatisfied 

Somewhat 

dissatisfied 
Neutral 

Somewhat 

satisfied 

Extremely 

satisfied 

How satisfied are you 

with the nature of the 

work you perform?  o  o  o  o  o  
How satisfied are you 

with the pay you 

receive for your job?  o  o  o  o  o  
How satisfied are you 

with the opportunities 

which exist in the 

organization for 

advancement?  

o  o  o  o  o  

 

 

End of Block: HAW eng 
 

Start of Block: PG Fit eng 
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The following statements are about how you feel you fit in your team. Please indicate the extent to 

which you disagree or agree with a statement. 

 
Strongly 

disagree 

Somewhat 

disagree 

Neither 

agree nor 

disagree 

Somewhat 

agree 

Strongly 

agree 

My personality is 

similar to the team 

members I work with.  o  o  o  o  o  
My personality is well 

suited for the personality 

or ‘image’ of this team.  o  o  o  o  o  
My skills and abilities 

match the skills and 

abilities this team looks 

for in team members.  
o  o  o  o  o  

My ability level is 

comparable to those of 

my team members.  o  o  o  o  o  
I feel that I am 

important to this team 

because I have different 

skills and abilities than 

my team members.  

o  o  o  o  o  

My knowledge, skills, 

and abilities offer 

something that other 

team members in this 

team do not have.  

o  o  o  o  o  

My team members rely 

on me because I have 

competencies that they 

do not have.  
o  o  o  o  o  

Even though my 

personality differs from 

my team members, it 

seems to complement 

their personalities.  

o  o  o  o  o  

When key decisions are 

made, my team 

members consult me 

because I have a 

different perspective 

than they do.  

o  o  o  o  o  

 


