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Abstract. This research examines the 

connections among the dimensions of 

the harvesting workforce diversity 

belief and cultivating workforce 

diversity benefits dimensions of leadership and organizational 

performance in highly gender-diverse organizations in Pakistan. 

Constructs of the study were measured with the help of the scale of 

Leroy et al., (2021), and the assessment involved the sample of 500 

employees from universities and HEIs in Pakistan. The data collection 

process was conducted among the university employees. The analysis 

of data was carried out with PLS-SEM using SmartPLS software 

version 3. The outcomes of this study signify that within the higher 

education sector in Pakistan, the distinct dimensions of leadership of 

harvesting workforce diversity beliefs and cultivating diversity benefits 

dimensions of leadership exert a positive and noteworthy influence on 

organizational performance. Findings strongly support the notion that 

implementing effective workforce diversity leadership dimension of the 

harvesting workforce diversity beliefs and the cultivating workforce 

diversity benefits dimensions of leadership can significantly enhance 

organizational performance. The outcomes robustly affirm the idea 

that the efficacy of leadership dimensions, including harvesting 

workforce diversity beliefs and cultivating workforce diversity benefits 

dimensions of leadership is pivotal in augmenting organizational 

performance. 
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Introduction 

The degree to which businesses can succeed in swiftly changing professional 

environments be determined by creativity of their labor force (Hanif et al., 2023; 

Lemoine et al., 2019). Scientific investigations progressively recommend that 

evolving creative resolutions to multifaceted organizational complications is 

seldom the area of the sole mastermind but moderately necessitates group 

creativity (Zouaghi, Garcia-Marco, & Martinez, 2020). Even though building 

groups that are the gender diverse is frequently considered as an essential means to 

upsurge and foster cross conception of ideas, studies also proposes that the sheer 

existence of the diversity in the employees is not enough for employee’s creativity 

(Greer, Homan, De Hoogh, & Den Hartog, 2012; Homan & Greer, 2013; Homan, 

Gündemir, Buengeler, & van Kleef, 2020), Workforce gender diversity is the vital 

and valuable asset in organizations, reflecting the global trends in Pakistan (Hanif 

et al., 2023). The Human Resource directors struggle with the challenges of 

managing gender diverse staffs, specifically concerning to gender and the ethnicity 

in organizations of Pakistan (Muhammad Hanif, Muhammad Razzaq Athar, Zia ur 

Rehman, Abaidullah Anwar, 2022). Effective workforce diversity management in 

organizations is very crucial for the organizational leadership, stimulating overall 

organizational performance (Roberson, Holmes, & Perry, 2017). Firms are very 

enthusiastically progressing their strategies and formulating the statutes, 

regulations, rules, policies, practices and guidelines to navigate the challenges to 

ensure the team cohesion (Roberson et al., 2017). The diversity, covering 

dimensions of gender, race, age, ethnicity, religion, region and more, is the vital to 

the organizational dynamics (Hoang et al., 2022). Diversity management involves 

establishing statutes, regulations, rules, policies and practices to raise the diverse 

and provide equal opportunities (Sabharwal, Levine, & D’Agostino, 2018). 

The developing work environment in Pakistan establishes an emerging inclination 

in woman labor force contribution (Ahmed, 2020; Hanif et al., 2023; Muhammad 

& Athar, 2022). Notwithstanding advancement, gender inequalities fade away, 

restricting females' trade and industry capability (IMF, 2021). Advancing 

equivalent prospects for ladies is decisive economic growth of Pakistan's (“IMF 

Strategy Toward Mainstreaming Gender,” 2022). Throughout the precedent 3 

decades, gender gap in the labor force contribution has substantially diminished in 

Pakistan (Ahmed, 2020). The diverse workforce force in Pakistan postures 

strategic human resource encounters for the organizations  (Hanif et al., 2023; 

Muhammad & Athar, 2022), In this back ground, sexual category diversity is 

distinguished as the significant asset for the organizational success in Pakistan. 

Corporations in Pakistan would enthusiastically employ the diversity management 

policies and practices to recruit, attract, and retain the diverse personnel, increasing 

the largely performance. The wider objective is to leverage workforce diversity for 

the increased creativity, legitimacy, and positive worker minds (Ashikali & 

Groeneveld, 2015). In concentration, successful workforce diversity management 
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need to be imperative for organizational accomplishments in Pakistan. Labor force 

diversity continues a worldwide challenge (Sabharwal et al., 2018). In Pakistan, 

latest developments concerning gender diversity in higher education and 

employment services have generated the more inclusive labor force. With the total 

population of 207,774,520, the man to woman ratio is closely equivalent (Wazir & 

Goujon, 2019). Notwithstanding huge progress, gender inequalities continue, 

particularly in managerial and governing roles where ladies manage less than the 

7% (World Economic Forum, 2018). Literateness rate stands at 62%, showing 

gender differences in literateness, and the labor force is comprised of 77% men and 

23% women (Pakistan Bureau of Statistics, 2017). Constituent requirements in 

Pakistan, like Article 18, ensure equal rights and privileges for females and the 

minorities in service. Articles 25-26 and 27 additional framework directions for 

nondiscrimination and affirmative actions. In line with the constitutional 

conditions, Anti Sexual Harassment Act of Pakistan endeavors to establish 

protected working environments. This lawmaking efforts are the crucial for 

advancing workforce diversity to ensure equal opportunities, privileges and 

protection against sexual harassment at workplace for women. Pakistan’s 

Government is very actively implementing the measures, make straight with the 

international treaties like CEDAW, ICERD, ICESCR and ICCPR give emphasis to 

nondiscrimination and equality at workforce irrespective of discrimination. 

However the important role of effective leadership in advocating labor force 

diversity and inclusion is extensively recognized (Randel et al., 2018), the gap 

keep on in knowing the exact diversity inclusive leadership dimensions or 

conducts that efficiently improve such diversity. This study examines a meaningful 

step forward by intending a nuanced viewpoint: leaders promote employee’s 

diversity enclosure through two discrete but connected leadership attitude and 

behavior of the harvesting workforce diversity beliefs and the cultivating the 

workforce diversity beliefs in Pakistan. First set of leadership conducts, labeled a 

Functional Leadership includes Coordination, Strategy, and the Situation 

clarification have examined in the context of Pakistan which prove a positive and 

signification impact on the performance of organizations in Pakistan. These factors 

are influential in generating structural surroundings where workforce diversity can 

flourish. Second set, surrounding workforce diversity inclusive leadership involves 

harvesting benefit of the workforce diversity beliefs and the cultivating the benefits 

of value in the workforce diversity. These aspects highlight not only acquiring the 

benefits of the diverse labor force but also vigorously stimulating positively 

charged perceptions and convictions about value implanted in diversity. (Carmeli, 

Reiter-Palmon, & Ziv, 2010) emphasize significance of managers in advancing the 

gains of labor force diversity by promising the energetic involvement and 

exceptional inputs of all employee’s participants. This style, combined with 

diversity inclusive leadership dimensions produces a dynamical combined effect 
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inside ensembles, integrating diverse feelings, concentrations, and perspectives. 

Moreover, managers play a central role in humanizing significance in diversity by 

enthusiastically advancing positive insights of personnel diversity (Homan et al., 

2020). The theory of harvesting labor force diversity beliefs, as proposed by 

(Ferdman, 2017), emerges as a critical factor in organizational management. It 

affects the correlation among labor force diversity management and organizational 

performance, strengthening organizational performance when the beliefs in 

harvesting labor force diversity benefits is robust. This nuanced perception 

sketches attention to the sophisticated dynamics among leadership conducts, labor 

force diversity beliefs, and organizational outcomes. In the sphere of nurturing 

labor force inclusion, leaders are exclaimed upon to defender shared beliefs and 

views that emphasize the advantages of distinctions among workforces. This 

positive perspective occupies aligning labor force diversity as a constructive 

viewpoint within group dynamic contrast and cultivating beliefs approach that 

views individual differences as appreciated assets for organizations (Van Dick, 

Van Knippenberg, Hägele, Guillaume, & Brodbeck, 2008). The literature stresses 

that leaders energetically formation these beliefs add to more constructive 

perceptions and reactions to differences between ensemble members (Van Dick et 

al., 2008). The theory of cultivating labor force diversity beliefs within labor force 

diversity inclusive leadership dimensions suits critical in this perspective. This 

beliefs approach affects the organizational performance. This nuanced evaluation 

highlights the value of leaders dynamically championing both inclusion of 

advanced perspectives (distinctiveness/uniqueness) and the avoidance of 

exclusionary forces at work that might direct staff into the out groups, as 

accentuated by Randel et al. (2018). 

Successful leadership is imperative for managing the diverse personnel and 

improving organizational performance (Hanif et al., 2023; Muhammad & Athar, 

2022). Leaders' abilities in behaviors adaptability, intellectual knowledge and 

public insightfulness grant them to proactively foresee or reactively adjust their 

styles to effectively manage workforce diversity effectively. Prior research has 

investigated leadership styles, intelligences and behaviors in diverse perspectives, 

including visionary leaders in the diverse labor forces (Greer et al., 2012).  This 

research study highlights the synergistic connection between diversity inclusive 

leadership dimension and organizations performance in country Pakistan. 

Consequently, the impact of leaders in effectively labor force diversity 

management of the firms in Pakistan cannot stand exaggerated. This emphasizes 

the critical need for appropriate labor force diversity management leadership in the 

organizations. Likewise, the correlation between diversity inclusive leadership 

dimensions and organizational performance is the key consideration. The 

differences in viewpoints and proficiency can augment group creativity and 

employees might not entirely share their own unique visions and happy to integrate 

visions of others except they sense like appreciated insiders in the employees’ 

teams (Leroy et al., 2021). The authors of this study harness the theoretical lens 
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system of the inclusion to advance the understanding whatever nurtures group 

creativity(Nishii, 2013; Nishii, Lepak, & Schneider, 2008). Earlier research work 

has emphasized the significance of personal orientation for diverse team creativity, 

in differentiate to the more collectivized application (Moon & Christensen, 2020). 

Inclusive employees working environments, personnel also impression that they 

are able to convey their unique and exceptional job relevant perceptions. However, 

instantaneously, gender diverse employees also keep a perception of belongingness 

to gender diverse employees. In highlighting coexistence of gender diverse 

employees and therefore interdependence linking uniqueness and the 

belongingness, diverse employee’s inclusion surpasses possible tensions 

concerning individual and interpersonal distinctiveness. This is notable as the 

unique inputs and feedback need be greeted and included by the diverse teams 

prior to creative productivity can emerge (Dwertmann, Nishii, & van Knippenberg, 

2016). Secondly, leadership can cultivate the value and worth in workforce 

diversity belief by enthusiastically encouraging optimistic conceptions of gender 

diversity in the labor force to encourage diverse employees to engross transversely 

difference to augment organization performance (Cook & Glass, 2014). It means 

that the leadership support in creation the collective insights that differences in 

employees’ knowledge, strengths, skills, values, abilities and participation offer 

prospects for the gender diverse employees as whole to generate added  value 

(Guillaume, Dawson, Otaye-Ebede, Woods, & West, 2017). 

The authors contended that these leadership behaviors work together in stimulating 

team derived inclusion and consecutively, foster organizational performance due to 

creativity. Particularly, to foster gender diverse employees’ inclusion and 

ultimately, organizational performance, harvesting benefits of workforce diversity 

should be supplemented by cultivating the worth and value and worth in workforce 

diversity belief. Since uniqueness and the belongingness are very interconnected, 

therefore, the complete wisdom of diverse team consequential inclusion be 

condensed when employees’ differences are wished and provoked means the 

harvesting and reaping, but gratefulness by other employees is not alleviated 

means the cultivating and refining. On the other hand, when leadership do both, 

labor force will experience and feel absolutely included and involved, which would 

help with the diverse employees’ ability to shape the unique inputs towards 

increased organizational outcomes. There are different leadership styles that 

support to workforce diversity management (Kearney & Gebert, 2009) which 

include Servant Leadership (Yin, 2013), Authentic Leadership (George, 2003), 

Situational Leadership (Hersey & Blanchard, 1969), Democratic Leadership 

(Lewin, Lippitt, & White, 1939), Autocratic Leadership, Laissez Faire Leadership 

let them perform with significance to leadership styles, Participative Leadership 

(Lewin et al., 1939), LMX Style (Stewart & Johnson, 2009), Participative and the 

Directive Leadership (Somech, 2006), Person Focused (Klein, Knight, Ziegert, 
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Lim, & Saltz, 2011), Task Focused (Homan & Greer, 2013),, Visionary Leadership 

(Greer et al., 2012), Ethical Leadership (Mo, Ling, & Xie, 2019), Inclusive 

Leadership (Mitchell et al., 2015), Leader Emotion (Ayoko & Konrad, 2012) and 

Leader Cultural (Rosenauer, Homan, Horstmeier, & Voelpel, 2016), Temporal 

Leadership (Mohammed & Nadkarni, 2011). 

On the basis of the literature, association among diversity inclusive leadership 

dimensions and organizational performance has become a subject of interest 

among the scholars, researchers, academicians, and practitioners. Concept of the 

creative leadership, as interconnected by Kark and Mainemelis (n.d.) and further 

illuminated in experimental work, postulates that advancing creativity is 

complicatedly strapped to inspiring workforce to say their authentic personalities 

inside the organizational environment (Lemoine et al., 2019). Though, the intricacy 

of leadership conducts and forms, incorporating multiple factors, has produced 

mixed and occasionally inconsistent findings, relatively due to the challenges in 

succeeding the  comprehensive conceptualization. (Lemoine et al., 2019). In 

contexts of Pakistan, the dimensions of functional leadership have been proven 

signification and have positive influence on organizational performance in the 

organizations of Pakistan. However, the impact of workforce diversity inclusive 

leadership dimensions needs to be investigated in highly diverse higher education 

institutions in Pakistan. In inference, this study incorporates perceptions from 

standing literature, admitting the intricacy of management in advancing labor force 

diversity inclusion. By suggesting a thorough framework that deliberates both 

diversity inclusive leadership dimensions, it impacts the developing environment 

of organizational behaviors and the management studies. The nuanced thoughtful 

of how labor force diversity beliefs’ associate organizational outcomes grant a 

foundation for auxiliary practical investigation and practical consequences in 

organizational backgrounds. Therefore, it is necessary to examine the direct effect 

of workforce diversity leadership dimensions on the firm performance in Pakistan, 

especially given the increasing labor force diversity in terms of gender and 

ethnicity within organizations. This research work supplements previous research 

work by extending more exactitude in the conceptualization of leadership 

dimensions of harvesting benefits for workforce diversity and the cultivating worth 

and value in workforce diversity belief. Our research design, uses theory of the 

inclusion (Lemoine et al., 2019; Randel et al., 2018) complements to the 

perceptions by stressing the necessity for leadership to underscore both inclusion 

and attachment for uniqueness and distinctiveness and the avoiding exclusions for 

belongingness as both are greatly connected in the framework of gender diverse 

employee.  

Theoretical Background/Literature Review 

Workforce inclusion freshly defined as the satisfaction of the diverse employees’ 

neediness for the uniqueness and distinctiveness and the belongingness at the same 

time (Chung et al., 2020; Shore et al., 2011). As per Leonardelli, Pickett and 



 

Sarhad Journal of Management Sciences (SJMS) 

85 Vol. 10, Issue 1: ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

Brewer (2010) theory of optimal distinctiveness (ODT), Shore proposed “being 

same and different at same time” that sensation encompassed in one’s group 

necessitates feeling associated to collectiveness i.e. belongingness whilst at same 

time recognizing oneself as appropriately distinctive from other diverse employees 

i.e. uniqueness. Remarkably, employees are inclined to meet their needs of 

belongingness by determining strong connections with seeking recognition from 

other employees. Furthermore, diverse employees frequently come to recognize 

themselves along with their diverse teams and credit the positive characteristics to 

its team members (McClean, Barnes, Courtright, & Johnson, 2019). At same time, 

employee struggle for the uniqueness as he/she desire to preserve a specified level 

of distinctions from other employees to not be interchangeable (Chung et al., 2020; 

Shore et al., 2011). The authors intellectualize sensed inclusion concerning one’s 

as representing both feelings of uniqueness and sensation belongingness by virtue 

of having the other employees of the group admit and recognize employees’ 

uniqueness. The authors present that gender diverse employees inclusion is 

advantageous to organizational performance for numerous reasons (Chung et al., 

2020; Randel et al., 2018). For diverse employees working and functions 

interdependently to advance solutions creatively than what an employee might has 

established single handedly, employees want to recognize and to bring in own 

unique perceptions though the diverse employees need to positively use and to 

combine elements (Leroy et al., 2021). Nonetheless, harvesting benefits of 

workforce diversity shall not essentially benefit deemed inclusion in diverse 

employees. When leadership encourages diverse employees to accent their diverse 

perceptions, but the diverse employees are not willing to open to perceive their 

perspectives, this might inhibit impressions of diversity inclusion. Undeniably, the 

research on leading the diverse labor force more largely has documented that 

specially when the dissimilar individuality categories are the prominent, leadership 

necessity to generate a feasible social and organizational basis for workforce 

diversity to get advantage from open exchanges of the divergent ideas and insights 

(Homan et al., 2020). Because employees usually inclined toward overlooking new 

information (Marta, Leritz, & Mumford, 2005; Taggar, Hackett, & Saha, 1999), 

expression and the sharing of the unique perceptions might draw impressions of 

the rejection. Certainly, growing number of the diverse perceptions without 

generating atmosphere that empowers diverse employee to deal with and to worth 

such alterations highlights to persons how he/she is different as of the others, for 

making feel them lesser somewhat than added and included. Consequently, the 

author recommends that positive association of the harvesting leadership behaviors 

on organizational performance and hypothesized as under: 

H1: Harvesting workforce diversity beliefs dimension of leadership absolutely 

links with organization performance in Pakistan. 
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Figure 1. Theoretical Model of the Study 

The authors argue for eliciting inclusion, leadership also want to openly foster 

collective beliefs and values that the variances among the employees necessitate a 

benefit for diverse team as a whole (Greer et al., 2012; Homan & Greer, 2013; 

Mayo, van Knippenberg, Guillén, & Firfiray, 2016). Hence, leadership also ought 

to energetically position variances as the natural and the positive characteristic of 

the diverse employees and the cultivating workforce diversity beliefs that the 

individual differences are valuable assets for organization (Homan & Greer, 2013; 

Homan et al., 2020; Nishii, 2013). Indeed, value in workforce diversity belief has 

been exposed to create more constructive opinions of and responses to differences 

between diverse employees. Therefore, assorted personnel are further presumed to 

be exposed to and give value and worth to differences in diverse teams. Similarly, 

more significant interactions arise, thorough information handling  improves and 

discovery of  distinct  input and feedback  is  intensified (Kearney & Gebert, 

2009). Furthermore, shared beliefs that variances intrinsically embrace benefits 

and opportunities for diverse teams due to the variety of perspectives, experience 

and insight augments the diverse teams and offer resources for the adaptive change 

that shall central to the additional efforts to effort with the differences in diverse 

team (Qu, Janssen, & Shi, 2015), justify and gain knowledge of from different 

perspectives (Ely, Ibarra, & Kolb, 2011) and incorporate diverse input (Ely et al., 

2011) and ultimately enhance organizational performance. Therefore, the author 

recommends that there is a positive association of the cultivating workforce 

diversity beliefs of leadership behaviors on organizational performance and 

hypothesized as under: 

H2: Cultivating workforce diversity benefits dimension of leadership absolutely 

links with organization performance in Pakistan. 

 

 

 

 

Figure 2. Theoretical Model of the Study 

The above models figure 1 and figure 2 highpoints how leadership are the vital 

players once it comes to determining the working business environment and how 

encouraging the workforce diversity roles to boost organization performance 
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Harvest Workforce 

Diversity Beliefs 
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Organization 

Performance 

X 

Cultivate Workforce 

Diversity Benefits 
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Organization 
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(Lemoine et al., 2019; Somech, 2006). Harvesting benefit of the workforce 

diversity and the cultivating workforce diversity beliefs of dimensions of 

leadership are predominantly interesting and the novel variables to understand that 

how leadership encourage the diverse team to the organizational performance as it 

defines the emotional basis of renowned antecedents of diverse teams of  

Dwertmann, Nishii and van Knippenberg, (2016) and Homan et al., (2020). When 

leadership boost and welcome unique viewpoints and individualities whilst 

implanting the shared beliefs in diverse employees that diversities are significant, 

this effects employees to feel entirely included in the diverse teams. The above 

models are the extensions and revalidations of Mumford, Scott, Gaddis, &  Strange 

(2002);  Qu,  Janssen, and  Shi (2015);  Shalley and  Gilson (2004); Somech 

(2006); and Leroy et al. (2021). 

Hypotheses 

Study decides on construct and their connections in detail. Established on earlier 

research, the relationships of research variables under this study i.e., harvesting 

workforce diversity beliefs dimension of leadership and cultivating workforce 

diversity benefits dimension of leadership and organization performance. 

Accordingly, hypotheses drawn based on the provision of associated research 

literature appropriately. 

Methodology: Measures Scale 

The one of the foremost aim and objective of this study was also to revalidate the 

conceptualization of the harvesting benefit of the workforce diversity based on the 

work of Nembhard & Edmondson, (2006) and Valentine, Nembhard, & 

Edmondson, (2015) and cultivating the value in workforce diversity belief of 

leadership behaviors based on the work of Van Dick et al., (2008) and Nishii, 

(2013) in the context of Pakistan and assess discriminant validity for the measure 

developed by the Leroy et al., (2021) from concepts of the leadership, 

knowledgeable stimulation of Podsakoff, MacKenzie, Lee, & Podsakoff, (2003) 

and the authentic leadership of Avolio, Reichard, Hannah, Walumbwa, & Chan, 

(2009). All points are assessed on the five point likert scale from the disagree to 

the agree for gathering of data for research study. Authors focused on the 

leadership actions devised to make certain the workforce diversity as the whole to 

understand the advantages of making the important decisions that incorporate 

diverse perceptions. Comparable to the harvesting workforce diversity benefits of 

the diversity, the chosed measures focused on leadership behaviours’s impact on 

diverse teams as the whole. 
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Table 1: Validity of the Instrument 

The Construct # of items The Source The Reliability 

Harvesting workforce 

diversity beliefs 
10 

Leroy et al., 

(2021) 

factor loading 

greater than .60 

Cultivating workforce 

diversity benefits 

Cronbach alpha 

.93 

Organizational 

performance 

questionnaire 

9 
Kundu et al., 

(2019) 

factor loading 

greater than.60 

Cronbach alpha 

greater than.89 

Table 2: Cronbach's Alpha 

The Construct The Cronbach Alpha 

Cultivating workforce diversity benefits 0.9197 

Harvesting workforce diversity beliefs 0.9237 

Organizational Performance 0.9324 

The above statistics exhibits the adequacy and reliability of scales utilized in the 

study. 

Research Design 

Research philosophy implemented for the study is the positivism and psitivenes, 

positioning with empirical procedures that aim to create exact data, facts, figures, 

and knowledge minus the influence and effect of human predispositions and 

perceptions (Saunders et al., 2007; M. N. K. Saunders et al., 2016). Research 

approach devoted is the inferential and deductive, as research investigates 

hypotheses. Quantitative and Mathematical investigation methods and techniques 

are applied for the study. Research strategy is cross-section, exercising purposive 

sampling. Owing to lawful and secrecy issues, complete lists of personnel from 

campuses is not accessible, preventing the usage of the probability sampling 

methods. Hence, a non-probability the convenience sampling procedure is applied 

plus greatest essential defending processes. Population frame encompasses 

individual workers in campuses within Pakistan, through a sample size of 500 

staff. Data collectanea instrument used for the research is constructed 

questionnaires. 

Survey Design 

Survey design was used for data collectanea in this investigation, employing 

questionnaire as foremost approach. Questionnaire is very extensively applied in 

social sciences inorder to realise the personal comportments (Jamal, Islam, & 

Shahid, 2022; Muhammad Hanif, Muhammad Razzaq Athar, Zia ur Rehman, 

Abaidullah Anwar, 2022). Furthermore, the theoretical model of the research 

encompasses the numerous social study variables that might be the tricky to 
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quantity with the unconventional procedures and modus operandi for instance 

cases studies or conduct experiment. Survey scheme specifies a constructed and 

competent instrument of picking data on the complicated social variables that 

integrated in research model. 

Sampling/Collection of Data 

Link of questionnaires were forwarded to employees of universities and HEIs in 

Pakistan using WhatsApp and emails messages with rigrous follow ups via 

supervisors, cosupervisors, coauthors, friends, network, colleagues and as per 

guidelines of Cho, Kim, & Mor Barak, (2017). Response to questionnaires in 

Google Forms was made compulsory except names of the respondents owing to 

issue of the confidentiality and privacy. Thus, possibilities of blank or incomplete 

questionnaires and skipped values lessened to nearly 0 by means of Google Form 

not accepted the form without responses to all items of questionnaires. The link 

was forwarded to both faculty, officers and staff of universities and HEIs. Total of 

nine hundred forms were circulated including Deans, Directors, Chairpersons, Vice 

Chancellors, Treasurers, Registrars, CoEs, porfessors, associate proferssons, 

assistant professors, lecturers and all other personnel of campuses in Pakistan. By 

using nonprobability sampling, larger size of sample was appropriately considered 

essential, positioning with the recommendations of Hair, Risher, Sarstedt, & 

Ringle, (2019) for the improved arithmetical significance. By Implementing 

technique recommended by Krejcie & Morgan, (1982) and employing 3.5% room 

of error, the study decided 500 sample size to accomplish statistically substantial 

results. Nonetheless, thirty six forms were rejected as they observe falsely filled 

and completed with the non serious approach. Required sample 510 replies were 

encountered suitable which undertook nearly one year for data gathering for this 

study. Present were 510 filled forms, and their all answers were authentic for data 

assessment. As reply rate was the higher than fifty percent, consequently, it was 

judged to be satisfactory for study. 

Sample Description 

Table 3 shows descriptive statistics. Occupationally, area / department, division is 

about equal, to 49.2% in the management roles and the 50.8% in the faculty. 

Gender shows the largely male respondents 75.1%, contrasting with 24.5% ladies. 

Ethnically, in Pakistan, majority of Punjabis 73.0%, Pashtun 13.2%, Sindhi 6.4%, 

Baluchi 3.5%, Kashmiris 2.7%), and 1.2% from other ethnic credentials. Age (SD 

= 10.312) 19-60 years, with mean 33.73 years and experience from (SD = 8.204) 

01-43 years, with average of 8.28 years. Educational mirrors diverse academic 

environment, with 31.7% Ph.Ds, 34.2% MS degree hoder, 30.2% BS, and the 3.9% 

BA. This e interpretation guarantees that the research study catches the 

comprehensions from broad range of individuals, paying to the richness and 

validity of the research findings. 
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Table 3: Descriptive statistics of all items of construct 

Item # X bar 
σ Std. 

Dev. 
Skewness 

Std. 

Error 
Kurtosis 

Std. 

Error 

LDD01 514 3.89 1.179 -1.024 0.108 0.23 0.215 

LDD02 514 3.87 1.211 -0.985 0.108 0.011 0.215 

LDD03 514 3.76 1.214 -0.867 0.108 -0.165 0.215 

LDD04 514 3.75 1.185 -0.843 0.108 -0.114 0.215 

LDD05 514 3.73 1.256 -0.836 0.108 -0.288 0.215 

LDD06 514 3.74 1.177 -0.857 0.108 -0.077 0.215 

LDD07 514 3.82 1.108 -0.851 0.108 0.038 0.215 

LDD08 514 3.74 1.175 -0.852 0.108 -0.063 0.215 

LDD09 514 3.77 1.165 -0.87 0.108 -0.029 0.215 

LDD10 514 3.84 1.124 -0.877 0.108 0.029 0.215 

OP01 514 3.57 1.194 -0.664 0.108 -0.425 0.215 

OP02 514 3.67 1.113 -0.678 0.108 -0.22 0.215 

OP03 514 3.58 1.109 -0.53 0.108 -0.452 0.215 

OP04 514 3.53 1.089 -0.439 0.108 -0.436 0.215 

OP05 514 3.49 1.126 -0.493 0.108 -0.397 0.215 

OP06 514 3.51 1.211 -0.567 0.108 -0.565 0.215 

OP07 514 3.52 1.138 -0.547 0.108 -0.433 0.215 

OP08 514 3.52 1.062 -0.39 0.108 -0.487 0.215 

OP09 514 3.55 1.116 -0.538 0.108 -0.316 0.215 

OP10 514 3.63 1.102 -0.522 0.108 -0.487 0.215 

Data Analysis 

This study utilized the structural equation modelling in SmartPLS 3.0 to analize 

Measurement Model and the Structural Model. SmartPLS 3.0 is chosen is because 

it is the one of the best statistical package for data analysis. SmartPLS can examine 

both the measurement model and the structural model simultaneously, therefore, 

the decision to use Smart PLS for study was inspired by its acknowledged 

accurateness, the soundness, model dependability, and verifiability, consideration 

it preferred instrument to accompanying examination, highlighted by (Joseph F 

Hair, 2021; Muhammad Hanif, Muhammad Razzaq Athar, Zia ur Rehman, 

Abaidullah Anwar, 2022). 

Figure 3. Scree Plot. 
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 Figure 3. Scree Plot. 

CMB 

CMB is one of highest concerns in data analysis to establish validity of association 

among variable quantity of study. The situation is very essential to examine 

common method biases in those studies that employed questionnaire, interviews 

and survey (Richardson, Simmering, & Sturman, 2009) for the data collection. 

There are tons reasons for common method biases involving common rate effects, 

scale length, scale format, social interest of the scale items. In this study 

questionnaires were used for the data collection from occupied people i.e., faculty, 

officiers and staff of the top ranked universities and HEIs in Pakistan. For this 

study, CMV was entered in SPSS-25 to check questions items of constructsof the 

study. As proposed by Podsakoff, MacKenzie, Lee, & Podsakoff, (2003) total 

variance should be lower than 50%. Figure 1 show the principal component 

analysis for current study. Results pointed out that factor caught 46.862% of total 

variance. Therefore, there is 0 response in bias in our data. 

Measurement Model 

Convergent validity is determined by number of the correlations of constructs. 

AVE, CR and factor loadings are the most important elements of CV. To assess 

measurement model, CV ought to be determined (Sarstedt & Cheah, 2019). CV 

describes variance of items of construct. AVE values are determined to assess CV 

of items of constructs. Square of loading of each one indicator of the constructs 

and their mean is needed to determine AVE. 0.50 and greater values of the AVE 

reveals that constructs verify minimum 50 percent variance of all items.  

PLS-SEM is extremely appropriate approach to compute AVE in structural model. 

For effective assessment of CV, primary step is to investigate whether indicators 

are properly loaded on the relevant construct significantly. Results indicate that 

loadings of items on the respective constructs at P-value lower than .05. CV, and 

DV of indicators of constructs were measured in measurement model from 

SmartPLS. AVE, Cronbach’s alpha and CR and were engaged to verify validity, 
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by AVE determining resemblance in the theoretical concept (Hanif et al., 2023; 

Muhammad & Athar, 2022; Muhammad Hanif, Muhammad Razzaq Athar, Zia ur 

Rehman, Abaidullah Anwar, 2022). 

Table 4: AV and CR 

. 
Cronbach's 

α 
RhoA 

Composite 

Reliability 

Average Variance 

Extracted 

Harvesting workforce 

diversity beliefs 

0.925 0.93 0.943 0.766 

Cultivating workforce 

diversity benefits 

0.920 .92 0.940 0.757 

The values in table 2 reflect that these values are quite above the benchmark of 

Hair (2021) and Memon, Ting, Ramayah, Chuah, and Cheah (2017). This confirms 

that instrument used in this study meets prescribed reliability, Cronbach’s alpha 

and CV. 

Constructs  Indicators Factor Loadings 

Harvesting workforce 

diversity belief 

LDD01 0.8433 

LDD02 0.8797 

LDD03 0.8837 

LDD04 0.8935 

LDD05 0.8759 

Cultivating workforce 

diversity benefit 

LDD06 0.8638 

LDD07 0.855 

LDD08 0.8962 

LDD09 0.8655 

LDD10 0.8694 

Organizational 

Performance 

OP01 0.8146 

OP02 0.7916 

OP03 0.7756 

OP04 0.752 

OP05 0.7214 

OP06 0.8143 

OP07 0.8277 

OP08 0.7438 

OP09 0.7967 

OP10 0.8464 

Discriminant validity can be assessed by Fornell Larcker which is very extensively 

recommended by researchers to verify validity of the variables (Benitez, Henseler, 

Castillo, & Schuberth, 2020). In this measure, AVE are compared with correlation 

of the squared inter constructs in structural model. Shared variances of constructs 

of model would not be greater than AVEs (Joseph F. Hair et al., 2019). Table 

indicates results of Fornell Larcker criteria to determine discriminant validity. It 



 

Sarhad Journal of Management Sciences (SJMS) 

93 Vol. 10, Issue 1: ISSN 2414-2336 (Print), ISSN 2523-2525 (Online) 

 

revealed that diagonal value of square root of the average variance extracted is 

larger than other values in their related rows. It shows that square root of the AVE 

of cultivating workforce diversity beliefs was .8701, harvesting workforce 

diversity belief was .8754 and organizational performance was .7893 therefore, it 

indicates in measurement model, there are no issues of the discriminant validity of 

the study. 

Table 4: Fornell Larcker Criteria 
 

Cultivating workforce 

diversity belief 

Harvesting workforce 

diversity beliefs 

Cultivating workforce 

diversity belief 

.8701 
 

Harvesting workforce 

diversity beliefs 

.848 .8754 

Organizational 

Performance 

.653 .6542 

HTMT is mean value of constructs items correlations across the constructs 

correlated to geometric mean of average correlations for constructs items 

computing same constructs. HTMTs are greater than discriminant validity, the 

problems will be present. Threshold for conceptually similar construct,  HTMT < 

0.90 and for the conceptually something else construct: HTMT < 0.85 is advised 

(Hair et al., 2019). Farther than, to the guidelines, the bootstrapping might be 

employed to check whether HTMT value is significantly different from 1.00 or a 

lower threshold value i.e., 0.85 or 0.90 (Henseler, Ringle, & Sarstedt, 2015) that 

must be defined grounded on study context (Franke & Sarstedt, 2019). Though, 

researcher may inspect if upper bound 0.95 percent confidence interval of the 

HTMT is lesser than 0.90 or 0.85. Table 4 shows the HTMT < 0.90. Therefore, it 

shows that there are no issues of the discriminant validity in the measurement 

model of the study. 

Table 5: Heterotrait-Monotrait 

  C. Work-

force DB 

H. Work-

force DB 

Org. 

Perfce 

Cultivating workforce diversity belief 0.9195  
 

Harvesting workforce diversity beliefs 
 

0.7031  

Organizational performance 
  

0.7036 

Structural Model 

As per Wold et al., (2010), in SEM, structural model is the representation of the 

hypothesized relationship. Structural model exhibits relationships between 

constructs being evaluated (Joe F. Hair, Sarstedt, Hopkins, & Kuppelwieser, 
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2014). After assessing goodness of measurement model, initially stage produces 

evidence determining associations hypothesized in model. As per Benitez et al., 

(2020) and Henseler et al., (2015), there are three different criterias i.e, R
2
, ƒ

2
 and 

Path coefficients T-value and P-value to find out hypothesized associations among 

the constructs. Hence, next stage established structural models to verify 

hypothesized association regarding foretelling inference. Structural model 

developed by SmartPLS of existing study is presented next. Results of structural 

model show from SmartPLS 3, that cultivating workforce diversity belief has 

significant and positive association in its direct association (β .2025, p .0014 < 

0.00) with organizational performance, whereas as  per the study of Leroy et al., 

(2021) was significant but negative as moderator impact of on association between 

harvesting and team inclusion. Harvesting workforce diversity beliefs also shows 

significant relationship (β .2829, p .0 > 0.000) with the organizational performance 

in Pakistan whereas as per the study of Leroy et al., (2021), the association of 

harvesting workforce diversity belief was not significant in relation to. Therefore, 

Hypotheses H1 and H2 have been admitted and upheld. 

Table.6: Beta Overall 

 (O) (M) 
(STD

EV) 

(|O/STD

EV|) 
p- 

Cultivating workforce diversity belief 

-> Organizational Performance 

0.20 0.20 0.068 2.997 0.00 

Harvesting workforce diversity 

beliefs -> Organizational Performance 

0.28 0.28 0.063 4.465 0.00 
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Figure.4 The Structural Model of the Study 

Discussions and Theoretical Implications 

Inclusion undertakes to make certain that diverse employees of the organizations 

can be induced and are persuaded to entirely take part and make contributions to 

shared, unrestricted by the diverse workforce. Nonetheless, research literature on 

the concept of inclusion until now not hitherto undertaken query of how and what 

kind of leadership dimensions in Pakistan can inspire the inclusion and whether 

feeling inclusion permits gender diverse employees to truly get the most out of 

their differences and uniqueness, as showed by research. Our research findings 

discovered that measures of two hypothetically leadership behaviors (harvesting 

and cultivating) accords apprehending to two leadership above behaviors that 

demonstration the discriminant validity with regard to leadership dimensions 

uniqueness and belongingness in diverse employees. Theoretical associations 

embrace a immersed understanding of complex connections investigated within the 
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theory of inclusion i.e. ODT. Study supplements to flourishing body of research on 

leadership dimensions and bids an inclusive synthesis of outcomes of harvesting 

and cultivating leadership dimension and their effect of organization performance 

in peculiar environment of Pakistan. Scholars can gain from research's 

comprehensions into intricacy and erraticism of these associations under another 

organization settings. Research also authenticates the pertinence of inclusion of 

leadership theory in Pakistani. 

Practical Implications 

Recognizing benefits of workforce diversity has developed the business essential. 

The existing study bulls two valuable issues parenthetically. It demonstrates how 

business, by their leadership, be able to accelerate a cooperative perception of the 

inclusion at workplace. Then again, it attends the questions of in what manners, the 

possibilities of diverse labor force detail can be reorganized. Establishments 

progressively present practices, policies, and ingenuities that concentration on the 

complete involvement of dissimilar organizational associates in work progressions 

and underscore the facility of prospects for all personnel to practice the full 

assortment of their viewpoints, skills, knowledge, abilities, competencies, strengths 

at work place (Ferdman, 2017; Roberson et al., 2017). 

Assumed the position of shared creativity, ability to revolutionize and adjust to 

changing settings, the findings that the inclusive dimensions of leadership and 

inclusion of diverse workforce show a character in smoothing diverse employees 

inventiveness, are also pertinent to the organizations success (Johnsen, 2018; Pérez 

et al., 2017). Actually, leaders and managers frequently reveal that increasing the 

deployment of diverse workforce capacities and boosting diverse employees 

creativeness and problem resolving capability  are   furthermost  central  causes  

for  enhancing personnel diversity (Dirrler, 2022; Mannix & Neale, 2005; 

Robinson & Bennett, 1995). The findings indicate that leaders is a key factor in 

modeling inclusive workplace environments (Boekhorst, 2015; Foster Curtis & 

Dreachslin, 2008; Moldogaziev & Silvia, 2015). Hence, raising organizational 

leadership alertness of their role and responsibilities in forming an inclusive 

working atmosphere and supervising them to augment both dimensions of 

(harvesting and cultivating) leadership to their behavior collection would develop a 

attention in leadership interferences and formulating policies and programs. Thus, 

leadership may be guided in proposing (harvesting and cultivating) behaviors day 

by day. Similarly, HR legislatures can interconnect the standing of inclusions 

being part of progress of value in workforce diversity belief and by guaranteeing 

that original recruitments are made conscious that can make contributions to 

appreciating the advantages of innate workforce diversity at workplace(Downey, 

van der Werff, Thomas, & Plaut, 2015; Dwertmann et al., 2016; Homan & Greer, 

2013; Homan et al., 2020; Mayo et al., 2016; Rosenauer et al., 2016; Van Dick et 

al., 2008). 
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Future Directions and Limitations 

Our research findings have to be read within the limitations of the study. The 

authors considered two dimensions leadership behaviors for inclusion to enhance 

organizational performance in Pakistan. The author does not claim, nonetheless, 

that it is a comprehensive conceptualization of potential leadership behaviors and 

conducts that might accelerate inclusion to improve the business performance. 

Future studies may cross validate findings of this study in other surroundings and 

environments and deduct prospective additional dimensions encouraging to be 

subjected to inclusion at workplace. Further, this has been done in higher 

education. Given its more relatedness of individualism vs collectivism and 

uniqueness vs belongingness, future research may address the role of such 

organizational cultural dimensions in other sectors in addition to other normal 

limitation of the research studies. 

Conclusion 

Up till now businesses have integrated more and more diverse employees, the 

question raises how the fruit of this workforce diversity be accomplished in 

Pakistan. Following fresh research for making more inclusive workplace 

environment, the authors anticipated that leadership who (harvesting and 

cultivating) benefits of workforce diversity by openly alluring and encouraging the 

types of exceptional ideas from diverse personnel stimulate inclusion and 

experience of both belongingness and uniqueness. But simultaneously, leadership 

would also cultivate shared value in workforce diversity belief for the reason that 

only in aggregation are these two leadership dimensions and behaviors fruitful for 

inclusion organizational performance. 
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