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Abstract
Organizations continue to be challenged by diversity in their 
workforce. Hence it becomes imperative to nurture an inclu-
sive workplace where all employees can co-exist and thrive. The 
primary objective of the current study is to examine the rela-
tionship between different constructs of inclusiveness and the 
organizational commitment of employees. Their search for the 
study is based on the data collected from multiple IT organiza-
tions across major cities (Delhi, Mumbai, Bangalore, and Pune) 
of India. A structured questionnaire was distributed. Multiple re-
gression analysis was applied on the primary data obtained from 
160 respondents to interpret the impact on the organizational 
commitment by different constructs of inclusiveness. The results 
from the study reveal that different constructs of inclusiveness 
(supervisor role, relationship with co-workers, and organizational 
practices) have a significant effect on the organizational commit-
ment of an employee. The study highlights the importance of 
creating a sense of acceptance among employees of an organi-
zation through inclusive work culture, which ultimately enhances 
the commitment level of employees towards their organization.
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1 Introduction
In the 21st century, most organizations are talking 

about a diverse and inclusive workforce to remain com-
petitive in the global market. As organizations focus 
on offering high-quality services and products to their 
customers, they simultaneously focus on embracing an 
inclusive culture where employees from diverse back-
grounds can co-exist and observe Kundu and Turan. 
When we talk about diversity in the workforce, it has a 
fairly wide connotation. It is important to understand 
that diversity refers to observable descriptions like age, 
gender, color, sexual orientation, physical ability, and 
other factors like beliefs, values, ethnic culture, life-
style, etc., according to Wentling and Palma-Rivas. In 
addition, the association of an employee with a specific 
group in an organization is not only limited to demo-
graphic variables but also group interaction and organi-
zational practices. As studied by Alderfer, Tucker, and 
Tucker, the theory of the Intergroup and the theory of 
the Embedded Intergroup, stated Thomas and Alderfer, 
analyze these additional considerations to explain the 
perceived discrimination phenomenon. Discussions 
around intergroup theory and embedded intergroup 
theory agree that it is equally necessary to consider an 
employee’s interpersonal dynamics, such as relation-
ship with the boss, relationship with colleagues, and 
ultimately a relationship with the company itself, in 
recognizing and evaluating the effect of perceived dis-
crimination on organizational involvement.

With the changing environment in the business 
world, a diverse workforce is the need of the hour. 
When a company welcomes and nurtures employees 
from different backgrounds, it automatically promul-
gates diverse cognitive thinking, leading to innovation. 

It also promotes knowledge sharing among peers, a 
multidimensional approach towards a business prob-
lem, and work motivation. Diversity management 
has always been an important topic of study among 
researchers for a long time. However, now the discus-
sion has increasingly shifted from managing diversi-
ty to creating a sense of inclusion, states Nishii. This 
focus on inclusion reflects how organizations need to 
build an inclusive work culture so that employees of 
all kinds can co-exist and perform to their potential 
and reduce workplace problems such as conflict, ab-
senteeism, and turnover, as researched by Holvino, 
Ferdman, & Merrill-Sands.
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Many employers also started showing their interest 
in organizational commitment because it reduces an 
organization’s turnover rate over time. Highly commit-
ted employees are less likely to leave an organization 
than those who are not committed, observed Porter, 
Steers, Mowday & Boulian. Since high turnover is a 
costly matter for an organization, commitment is gen-
erally assumed to be a desirable quality that should be 
fostered in employees to build a sustainable workforce. 
The research study of Mowday, Porter & Steers de-
scribed ‘Organizational commitment’ as the strength 
of the identity and participation of a person in a spe-
cific organization. Mason pointed out that it is the ex-
tent to which an individual believes in and respects its 
goals and wants to continue with that organization.

Aligning the organization’s culture towards a di-
verse and inclusive environment is not all easy, as 
studied by Pless and Maak. It requires understanding 
the organization’s current situation and thus gaining 
access to the employees’ behavior, expectations, and 
experiences, which will enable to frame strategy to 
cultivate the desired work culture that fits the current 
system of respective organizations.

Employees’ organizational commitment is argu-
ably an important aspect to build a sustainable work-
force, which warrants further study to understand the 
impact of inclusive work culture on organizational 
commitment. Therefore, the present research exam-
ines the relationship between different constructs of 
inclusiveness with the employee’s commitment to the 
organization.

2 Literature review

2.1 Diversity and inclusion
Diversity and inclusion are two separate concepts 

but related in some ways. Managing diversity is the 
first step towards creating an inclusive work culture 
within an organization. Inclusion as a concept goes 
deeper than handling diversity. Inclusiveness values 
the differences among employees or communities [1]. 
It leverages the potential of a work environment where 
employees of diverse backgrounds feel empowered 
and motivated to perform to their fullest, studied by 
Roberson. In this work culture, various perspectives 
of employees are valued and further integrated into 
decision-making processes to improve organizational 
performance. An inclusive workplace is continually 
evolving, incorporating diverse viewpoints of employ-

ees within the organization with mutual trust and re-
spect at its core [2]. In contrast, an exclusive workplace 
focuses on pre-established principles and values that 
strongly guide the organization’s daily operations in a 
study by Cox; Mor Barak. Although management of 
diversity plays an important role in driving an orga-
nization’s inclusiveness, it ignores the repercussions 
of potential exclusion, in research by Groeneveld & 
Verbeek. In addition, diversity management focuses 
mainly on enhancing the organization is recruiting 
and training programs specifically for women and mi-
norities. In contrast, inclusion focuses on eliminating 
obstacles to building a community where all workers 
can succeed and perform, according to Miller, Mor-
Barak & Cherin [3].

Diversity management has been a key to building 
an inclusive culture through supportive relationships, 
and developed networks, stated Wasserman. The re-
search work intended to examine the relationship 
interactions from a communications perspective [4]. 
The parties involved in the process worked together 
to bring more clarity to their job responsibility. The 
consensus is that supportive relationships in a work 
environment build an inclusive atmosphere for em-
ployees to express their individuality without the fear 
of exclusion. Good working relationships and success-
ful communication interactions are often considered 
advantageous in helping minority individuals manage 
corporate bureaucracy, strengthen intergroup con-
nections, and develop a sense of acceptance. Phillips 
and O’Reilly of the workforce described diversity in 
management as one of the most complex and urgent 
problems in modern organizations. It is defined as a 
“hot-button” concern demanding more attention. The 
research primarily discusses the value of recognizing 
the context of diversity management and the need for 
more engagement to manage diversity among people 
from different backgrounds. The research examines 
how managers of both public and private organiza-
tions can consider, foresee, and analyze the complexity 
of the diverse workforce to make multicultural orga-
nizations effective in various diversity initiatives [5].

A business case was built by Robinson & Dechant 
to acknowledge the importance of making diversity 
a business priority. The benefits of maintaining ef-
fective diversity management in an organization can 
bring positive effects in terms of better utilization of 
talent, enhanced leadership effectiveness, improved 
better marketplace understanding, increased busi-
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ness growth, enhanced creativity, increased quality of 
problem-solving skills, and building effective global 
relationships. The perception of how effectively an 
organization manages diversity could provide a com-
petitive advantage in terms of hiring and retaining po-
tential talents of diverse backgrounds. Moreover, it is 
also important to understand employee’s perceptions 
of the impact of diversity and inclusion initiatives in 
building a sustainable workforce, observed Robert. In 
addition, this research revolves around exploring the 
nature of the relationship between departmental staff 
expectations and the work culture scores of their de-
partment [6].

The importance of diversity was explored by Kun-
du and Mor of the workforce and organizational suc-
cess among IT companies in India. The key goal was 
to assess the degree to which diversity management 
perceptions of employees affect their performance 
and to figure out if diversity perceptions of employees 
are linked to their background. Upon reviewing the 
primary data obtained from 402 respondents, they 
found that employees overwhelmingly accepted di-
versity and diversity management irrespective of their 
diverse backgrounds. However, substantial variations 
were identified in employee expectations of valuing 
the diversity strategies and programs employed based 
on their diverse backgrounds [7].

Pless and Maak note that developing a work envi-
ronment that is open to people of all backgrounds and 
cultures is no simple task for any organization. They 
clarified that there are inherent challenges that orga-
nizations face in general when coping with inclusion 
values. They proposed four essential transition phases 
to create a workplace culture of inclusion. Such phases 
include (i) raising employee awareness, understand-
ing, and promoting reflection; (ii) creating a long-
term inclusion vision; (iii) evaluating core manage-
ment principles; and (iii) modifying internal processes 
accordingly [8].

In their study, Gilbert and Ivancevich find the 
importance of implementing various initiatives of 
diversity and inclusion and focus on the necessity of 
skillful supervisors (managers) to deal with workforce 
inclusion. They highlight three major ethical prin-
ciples which support diversity initiatives. The first 
principle deals with providing fair treatment to all em-
ployees. The openness needed to implement diversity 
initiatives responds to the second principle. Finally, 
Inclusion management addresses the third principle 

by creating opportunities to reach their maximum 
potential according to their skills and interests. This 
research paper gives various insights into the history 
of diversity management and calls for a new approach 
to dealing with and administering different diversity 
initiatives that encourage more collaboration between 
scholars and management [9].

In their exploratory research work, Meena and 
Wanka shed light on the approaches and policies be-
ing implemented by major IT organizations known 
in India for their ongoing adherence to diversity & 
inclusion. Their study shows that such IT companies 
introduce numerous diversity programs in mentoring 
workshops, training modules, diversity platforms, etc. 
The paper concludes that Indian companies are quick 
enough to recognize the value and significance of di-
versity and are constantly focusing on creating a genu-
inely inclusive and healthy workforce to accommodate 
workers from diverse backgrounds [10].

In their research work, Heitner, Kahn & Sherman 
used a Delphi method to build consensus among the 
participants for examining the success of various di-
versity initiatives in the workplace. Four main prin-
ciples for assessing the progress of diversity and in-
clusion arose during the exercise. Those are employee 
understanding, organizational culture, and employee 
lifecycle data (related to recruiting, developing, and 
retaining). Lastly, measures for performance are based 
predominantly within the organizations rather than on 
benchmarks external to the organization. Ultimately, a 
metric was built based on these results by integrating 
all four principles to assess the effectiveness of inclu-
sivity in diversity initiatives. That metric consists of 
three essential components that target organizational 
culture, leaders’ perceptions, and employee life cycle 
data. Triangulation of the three components provides 
an organization to get a snapshot of the output of the 
diversity efforts [11].

In their empirical study, Rao & Bagali builds a mod-
el that creates a relationship between three variables - 
diversity management programs, barriers to diversity, 
and acceptance of gender diversity among employees 
of IT companies. This study explores the recognition 
of various workplace diversity initiatives. It discusses 
the effects of different challenges and barriers to diver-
sity initiatives across IT organizations. The regression 
equation of the model clarifies how obstacles nega-
tively influence organizational recognition of gender 
diversity. Therefore, it becomes important to concen-
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trate more on mitigating the implicit barriers present 
in organizations from the employer’s perspective [12].

In his research study, Richard examines the impact 
of a culturally diverse workforce on an organization’s 
performance. He developed a framework for under-
standing the relationship between diverse workforce, 
business strategy, and organization performance. The 
research work of Richard further indicates that cul-
tural diversity adds value and leads to the competitive 
advantage of the company over other competitors. 
Human resource managers can add value by imple-
menting various organization policies and maintain-
ing a cultural mix in this competitive world. Hence 
human resource managers need a better understand-
ing of business strategy beyond the traditional HR 
scope of leveraging a diverse workforce for organiza-
tional growth [13].

2.2 Organizational commitment
Over the years, ‘organizational commitment’ start-

ed getting much attention from the management of 
different organizations. It is one of the key constructs 
for examining the match between individuals and or-
ganizations. Many researchers have worked on it and 
thus variably defined it. According to Mowday, Porter, 
and Steers, organizational commitment is the psycho-
logical relationship a person has with an organization. 
It is linked to the ideals, behavioral commitments 
within the organization, and the probability of stay-
ing with the organization [14]. Buchanan’s research on 
developing organizational commitment of employees 
discussed three constructs - Identification, Involve-
ment, and Loyalty. Identification reflects an employ-
ee’s pride in the organization and thus recognizes 
the organization’s goals and principles. Involvement 
reflects the psychological absorption of one’s regular 
work activities in an organization. Loyalty reflects an 
employee’s affection and emotional commitment, and 
thus it manifests a wish to stay with the organization. 
Salancik examined to suggest commitment either as 
an attitudinal or behavioral concept in a similar line of 
work. Attitudinal engagement reflects how employees 
ensure internalization of the company’s values and a 
willingness to preserve membership. In contrast, be-
havioral engagement refers to the process by which 
an employee’s past experiences instigate one to stay or 
leave the company [15].

In the world of labor, an individual’s high commit-
ment implies a relationship between principles & cor-

porate objectives and a willingness to serve the orga-
nization to achieve the desired goals. The findings of 
the research work of Freund indicate that cohesion 
and affective organizational responsibilities influence 
employee satisfaction in welfare organizations. Also, 
in turn, career commitment and job satisfaction are 
indicators of absenteeism and organizational turnover 
rates. An employee’s intentions to remain or leave an 
organization are related to social support, absenteeism, 
job involvement [16]. The significance of these findings 
suggests that supervisor support and management in-
volvement through different practices directly impact 
employee’s behavior, which reflects one’s intention to 
remain with or leave an organization. It was examined 
by Yperen; Hagedoorn & Geurts that intent to leave and 
absenteeism are just reflections of one’s reactions to per-
ceived inequity in the organization. Self-comparisons 
of each individual instigate perceptions of perceived 
inequity on various aspects of job role (forex. Working 
conditions, autonomy, freedom, etc [17].

It was observed by Morris, Shinn & Du Mont, the 
relationship between contextual influences and or-
ganizational involvement. According to this report, 
supervisor support, colleagues, and family members 
were important predictors of organizational engage-
ment. Moreover, to establish more equitable manage-
ment of the work culture, it would aim to tackle com-
mon concerns such as equity, fairness, and support 
for stressful working conditions, work-life balance. In 
a way, the research explores the link between the ex-
pectations of employees that the company embraces, 
the degree of satisfaction they feel with the culture of 
work, and their commitment to the organization [18].

In their empirical paper, Hughes, Avey, and Nor-
man explored the relationship between supportive 
workplace culture and organizational commitment. 
According to the research work, supportive culture is 
when employees perceive that their leaders can create 
a culture of cooperation and support. All employees 
can thrive and work to accomplish the organization’s 
mission. Their analysis found that employees are more 
committed to their organization when they get such 
supportive work culture. Moreover, when employees 
are engaged in their job, they are more inclined and 
committed to investing the necessary cognitive, phys-
ical, and emotional energy required to meet organiza-
tional goals [19].

Cox suggested that the impact of diversity involves 
interaction between individuals and their work envi-
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ronment. He further builds a model on the embed-
ded group concept and interactional research. This 
model is primarily based on the concept that affilia-
tion or inclination of an individual to any group based 
on culture, belief, principles, etc., can be interpreted 
across three levels (individual, group cohesion, and 
organization at large). Together these factors shaped 
an organization’s diversity ecosystem. Furthermore, 
a study by Barak, Cherin, and Berkman successfully 
employed this method to understand the impact on 
workplace inclusion of a large electronics firm. Last-
ly, the researchers have indicated that future studies 
should also explore the perception of discrimination 
by an employee and its impact on organizational par-
ticipation [20].

An organization’s goal is mainly to maintain a pos-
itive effect on all stakeholders, which is possible when 
an agreement occurs between what the companies 
wishes to accomplish and what the individual wants 
to achieve, which results in a fit of purpose from both 
sides (the employee and the employer). The research 
work of Pattnaik, Mishra & Tripathy emphasized the 
importance of creating a culture of embracing and 
supporting employees to foster their engagement with 
the organization. The results of their research work 
provide sufficient proof that if the organization’s prin-
ciples align with those of its employees, the overall 
organizational commitments will be further strength-
ened. If companies cultivate the right combination, 
observed Pfeffer, then those, who do not have a com-
petitive advantage. Lack of inclusiveness will create a 
sense of discrimination among employees, as Ensher, 
Grant-Vallone, and Donaldson observed. Their study 
revolves around examining this perceived sense of dis-
crimination from multiple constructs like supervisors, 
co-workers, and the organization. Ultimately, when 
employees begin optimistic, inferring about the work 
culture’s inclusiveness, they are inspired by the reci-
procity principle to help the organization achieve its 
goals and objectives [21].

3 Research methodologies
Considering the state of the literature regarding 

various antecedents of inclusiveness and the fact 
that inclusiveness in a work culture may impact the 
employees’ organizational commitment, this matter 
would appear to warrant further research. Therefore, 
this current study is unique in many ways, which 
is an attempt to build a model that will help to find 

out the impact of different constructs of inclusion 
in organizational commitment among employees of 
the younger generation and thereby increasing the 
likelihood of capturing different experiences of in-
clusion throughout an employee lifecycle [22]. To 
understand the commitment level of the younger 
workforce age bracket in the target population is 
kept in the range of 22 years to 35 years. In this cur-
rent research, inclusiveness is measured by three ma-
jor constructs:
• Relationship with supervisor 
• Relationship with co-workers 
• Organization practices

• Relationship with supervisor:
Relationship with supervisor constitutes the first 

construct of inclusiveness. Perceived sense of inclusion 
from supervisors reflects employee’s opinions about 
the extent to which supervisors involve them in the 
decision-making process. Moreover, it also reflects the 
supervisor’s involvement in valuing employees’ con-
tribution and caring about their well-being (Casper, 
Harris, Taylor-Bianco & Wayne, 2011).
• Relationship with co-workers:

Relationship with co-workers plays a great role in 
creating a sense of belonging, which impacts inclu-
siveness. When individuals feel that they are treated 
differently by the co-workers, they often feel isolated, 
which can harm the behavior and attitude. According 
to Mirage, Sanchez, and Brock, lack of inclusion cre-
ates a sense of perceived discrimination when treated 
unfairly by group members or co-workers.
• Organizational Practices: 

Different organizational practices build the culture 
of its organization. Every organization has its own 
unique culture to deal with its employees. That cul-
ture is merely a representation of organizationally nur-
tured values and beliefs, as studied by Mas’ud. For an 
organization, a strong culture is a powerful influence. 
It empowers all employees of diverse backgrounds to 
succeed in their respective positions.
• Organizational Commitment.

An employee’s organizational commitment is char-
acterized as measuring the employee’s desire to align 
with the organization’s goals, values, and objectives. 
Moreover, organizational commitment can also be a 
good indicator for an employee who wishes to be a 
part of the organization or wants to leave, studied Mc 
Neese-Smith.
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3.1 Model
The current research aims to develop a model to 

explore the impact of different constructs of inclusive-
ness on employees’ organizational commitment. The 
model suggested below also seeks to analyze the rela-
tive significance of the various constructs of inclusive-
ness. 

 OC= a+ b1RS +b2RC + b3OP

Where,
OC= Organizational commitment
RS= Relationship with supervisor
RC= Relationship with coworkers
OP= Organizational practices

3.2 Model hypothesis
HN1: Relationship with the supervisor has an insig-

nificant effect on organizational commitment
HA1: Relationship with the supervisor has a signifi-

cant effect on organizational commitment
HN2: Relationship with co-workers has an insignifi-

cant effect on organizational commitment
HA2: Relationship with co-workers has a significant 

effect on organizational commitment
HN3: Organizational practices have an insignificant 

effect on organizational commitment. 
HA3: Organizational practices have a significant ef-

fect on organizational commitment.

4 Analysis and discussion

4.1 Sampling population
A sample of 160 responses was collected in the 

current research work for the data analysis. A detailed 
questionnaire was circulated among professionals 
working in different companies to collect responses 
from the target audience. The age group of the tar-
get population ranges from 22 years to 35 years. The 
intention was to target today’s workforce to form the 
backbone of the future workforce. For organizations 
to be successful in the long run, they have to build a 
sustainable workforce. It can be possible when they 
nurture their young workforce creating an inclusive 
work culture.

4.2 Data collection
The primary data was collected from employees 

working in various IT companies. The objective was 
to target young employees from various IT companies 

situated in major Indian cities like Bangalore, Gurga-
on, Mumbai, and Hyderabad. The questionnaire for 
the current research work was framed based on multi-
ple published questionnaires.

4.3 Instrument development
A detailed questionnaire was developed based on 

published research questionnaires to comply with the 
objective of the current research work. Considering 
the review literature above and the questions posed, 
this study explores the relationship between inclu-
siveness and organizational commitment. This study 
will help us understand how various constructs of in-
clusiveness affect employees’ organizational commit-
ment. The questionnaire has four sections:

Section 1: This section is designed to collect the 
personal information of respondents. It consists of the 
gender, age, experience, and marital status of the re-
spondents.

Section 2: This section is designed to understand 
the involvement of a supervisor with his/her employ-
ees in creating inclusive work culture. The scale for 
measuring this inclusion factor (Relationship with 
Supervisor) is derived from past studies on inclusion, 
stated Sabharwal.

Section 3: This section is designed to understand 
the involvement of co-workers in creating an inclu-
sive work culture. The scale for measuring this factor 
(Relationship with co-workers) is a modified version 
of the group Inclusion scale developed by Chung, 
Ehrhart, Shore, Randel, Dean, and Kedharnath. The 
questions of the present study cover all the aspects of 
belongingness and uniqueness mentioned in the ear-
lier study.

Section 4: This section is designed to understand 
different overall organizational practices in creating 
an inclusive culture for its employees. The scale for 
measuring this last construct of inclusion (Organiza-
tional Practices) is derived from past studies on inclu-
sion, observed Sabharwal.

Section 5: This section is designed to understand 
the commitment of the respondent towards its orga-
nization. The organizational commitment scale is ad-
opted on the questionnaire developed by MARSDEN, 
PETER & Kalleberg, Arne & COOK, CYNTHIA. 
These questions capture the major aspects of work 
commitment measured by the Organizational Com-
mitment Questionnaire adopted by Mowday, Porter, 
Steers.
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4.4 Data analysis
All the sections (2, 3, 4, and 5) consist of six items, 

and these items were scaled using a 5-point Likert 
scale. The analysis was done using the statistical anal-
ysis tool SPSS (Statistical Package for Social Science), 
version 25. Following tests were undertaken for the 
analysis.
• Reliability test
• Multiple regression analysis.

Reliability test
At first, the collected data of the survey were ana-

lyzed for reliability in SPSS. The questionnaire of the 
survey consists of 24 questions. In the reliability test 
value of Cronbach’s alpha should be greater than 0.7 
or 70%. The overall value of Cronbach’s alpha in the 
current study is 0.920 or 92.0% as shown in Table 1, 
meaning that the overall reliability of the collected 
data is sufficient for further data analysis. It is also im-
portant to check the reliability test for the individual 
variables. The first independent variable, ‘Relation-
ship with supervisor,’ consists of six elements with an 
alpha value of 0.807 (80.7%). The second independent 
variable, ‘Relationship with co-workers,’ consists of six 
elements with an alpha value of 0.796 (79.6%). The 
third independent variable, ‘Organizational practices, 
‘ consists of six elements with an alpha value of 0.844 
(84.4%). Lastly, the dependent variable ‘Organization-
al Commitment’ consists of six elements with an alpha 
value of 0.865 (86.5 %). Hence, it can be concluded 
that the reliability of all the individual variables is also 
acceptable.

Table 1
The outcome of the reliability test

Variable No. of 
items

Cronbach’s 
alpha

Independent 
variables

Relationship with 
supervisors 6 0.807

Relationship with 
co-workers 6 0.796

Organizational 
Practices 6 0.844

Dependent 
variable

Organizational 
commitment 6 0.865

Overall 24 0.920

The age of the target population ranges between 
22 years to 35 years and comprises both males and fe-
males. The intention was to capture the responses of 

the young workforce working in different IT compa-
nies across major cities as shown in Table 2. Table 3 
Shows the Descriptive statistics.

Table 2
Demographic factors

Category Number of 
respondents

Percentage in 
the sample (%)

Age (Years)
<=25 37 23.1

>25 and <=30 82 51.3
>30 and <=35 41 25.6

Gender
Male 103 64.4

Female 57 35.6
Total 160 100

Table 3
Descriptive statistics

Mean Standard 
Deviation

No. of 
responses

Relationship with 
supervisor

3.4989 .66872 160

Relationship with co-
workers

3.8258 .55216 160

Organizational practices 3.7357 .72084 160
Organizational 
commitment

3.7470 .67421 160

Regression Analysis
The value of the adjusted R square is 0.436 shows 

in Table 4, which indicates that these three indepen-
dent variables (Relationship with supervisor, relation-
ship with co-workers, Organizational practices) will 
estimate 43.6% of the variance independent variable 
(Organizational commitment). As reflected in Table 5, 
the regression model is significant (p-value is less than 
0.005) for further data analysis.

Table 4
Regression model summary
Model R R square Adjusted 

R square
Standard error 
of the estimate

1 0.669 0.447 0.436 0.50614

Table 5
ANOVA outcome

Model Sum of 
Squares Df Mean 

Square F Sig.

1
Regression 32.311 3 10.770 42.043 .000
Residual 39.963 156 .256
Total 72.274 159



402 | Cardiometry | Issue 22. May 2022

Table 6 describes the relationship between inde-
pendent variables (Relationship with supervisor, Re-
lationship with co-workers, Organizational practice) 
and dependent variable (Organizational commitment) 
and with their coefficients, significant value, and vari-
ance inflation factor (VIF). The value of standardized 
coefficients (β) explains the relationship between in-
dependent and dependent variables. Suppose the β 
value is greater than zero. In that case, it signifies that 
there is a positive relationship between independent 
and dependent variables. If the β value is negative, it 
signifies a negative relationship between independent 
and dependent variables. From Table 6, it is concluded 
that all the independent variables (Relationship with 
supervisor, Relationship with co-workers, Organiza-
tional practice) have a positive relationship with the 
dependent variable (Organizational commitment).

Table 6
Regression coefficients (organizational commitment)

Unstandard-
ized Coeffi-
cients (B)

Standard-
ized Coef-
ficients (β)

Sig.
Variance 
Inflation 

Factor (VIF)
(Constant) 0.691 - 0.020
Relationship 
with super-
visor

0.312 0.310 0.000 1.543

Relation-
ship with 
co-workers

0.228 0.186 0.019 1.736

Organiza-
tional prac-
tices

0.292 0.313 0.00 1.504

Analyzing the significant values of each construct 
of inclusiveness is necessary to test the hypothesis. In 
the current study, a 95% confidence interval is con-
sidered. 

The significant value of the ‘Relationship with su-
pervisor’ variable is less than 0.05. Hence the null hy-
pothesis (HN1) is rejected. That means ‘Relationship 
with supervisor’ has a significant effect on organiza-
tional commitment.

The significant value of the ‘Relationship with 
co-workers’ variable is less than 0.05. Hence the null 
hypothesis (HN2) is rejected. That means ‘Relationship 
with co-workers’ has a significant effect on organiza-
tional commitment.

The significant value of the ‘Organizational prac-
tice’ variable is less than 0.05. Hence the null hypoth-
esis (HN3) is rejected. That means ‘Organizational 

practice’ has a significant effect on organizational 
commitment.

Unstandardized coefficients (B) Shown in Table 6 
are used to form the regression equation:

 OC = 0.691 + 0.312 (RS) + 0.228 (RC) + 0.292 (OP)

Where,
OC = Organizational Commitment
RS = Relationship with Supervisor
RC = Relationship with Coworkers
OP = Organizational Practices
It is also necessary to check the multicollinearity of 

the model. Variance Inflation Factor (VIF) is a mea-
sure of the amount of multiple co-linearity. When two 
variables are highly correlated in a particular model, 
it implies that both the variables display the same in-
formation. Hair, Anderson, & Tatham proposed that 
the VIF value should be less than 10 to avoid multi-
collinearity within the model. When the VIF value 
of a variable is greater than 10, then multicollinearity 
exists in that model. According to the findings of the 
current study as in Table 6, the VIF value for all vari-
ables (Relationship with supervisor, relationship with 
co-workers, Organizational practices) is less than 10, 
which indicates the fact that multicollinearity does not 
exist in this case.

5 Discussions
Relationship with supervisor, relationship with 

co-workers, and organizational practices are the three 
constructs of inclusiveness at a workplace. The present 
study attempts to examine the effect of these constructs 
of inclusiveness on organizational commitment among 
employees. The findings of the statistical analysis high-
light inclusiveness in the workplace as an essential as-
pect of impacting organizational commitment. Further, 
all three constructs of inclusiveness are reported as 
significant predictors of organizational commitment. 
Hence, it is of utmost importance that organizations 
prioritize initiatives to institutionalize inclusiveness in 
organization vision, mission, and policies so that ben-
efits of workplace inclusion could be achieved in vari-
ous aspects of work productivity. It would build a work 
culture of acceptance among the employees in the long 
run. These all are intended to increase the commitment 
level of employees, which in turn would impact pro-
ductivity at the workplace (Robert, 2015).

The outcome of the data analysis also reflects the 
relative significance of the three constructs of inclu-
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siveness on organizational commitment. Results show 
organizational practices play a great role in positively 
impacting the commitment level of employees, fol-
lowed by a relationship with supervisor and a relation-
ship with co-workers. Thus, it indicates that the man-
agement of an organization must be cautious about 
framing policies for regular operational practices to 
feel included and motivated to continue performing 
for the organization. The success of such organiza-
tional practices depends not only on recognizing and 
understanding the differences of employees but also 
the involvement of the senior management in imple-
menting those practices at all levels of the organiza-
tions, studied Sabharwal. Similarly, the approach of a 
supervisor is also critical in maintaining the culture of 
inclusiveness. The supervisor can cultivate the culture 
by involving and motivating the employees despite all 
the differences. Supervisors can be effective leaders 
when they encourage the team members to perform, 
accept different perspectives, and ultimately involve 
them in the decision-making process, observed Kou-
zes and Posner. Lastly, co-workers or team members 
should respect and embrace each other irrespective 
of the differences, with a sense of mutual trust at its 
core. Belongingness and uniqueness are the two cor-
nerstones of group inclusion, as observed by Chung, 
Ehrhart, Shore, Randel, Dean, and Kedharnath, 2020. 
On one side, nurturing a sense of belongingness will 
create an extended family atmosphere, where all the 
employees are included. Similarly, helping one main-
tain one’s uniqueness and individuality is equally im-
portant to make one feel valued, stated Brewer, 1991. 
On the virtue of group inclusion, when an employee 
started feeling included and valued in a team, he or she 
started helping other group members keep in mind the 
bigger picture and studied Blau. In a nutshell, group 
inclusion at the workplace will have a major impact on 
the commitment level of the young workforce.

The findings of the research are unique in mul-
tiple ways. Understanding the expectations of em-
ployees through commitment level will lead to better 
decision-making from the management side. As an 
organization consists of employees from multiple gen-
erations, management needs to be proactive in strate-
gizing policy decisions considering all the employees. 
The inclusiveness of work culture should be analyzed 
from various standpoints. This study attempts to have 
a holistic evaluation of work culture, keeping an em-
ployee at the center.

6 Conclusions
The goal of the current study is to understand the 

commitment level of today’s young workforce, consid-
ering the impact of inclusiveness in various levels of 
the workplace. According to this study, today’s young 
workforce (age ranges between 22 years and 35 years) 
will play a defining role in the growth and success of 
an organization in the coming days. A standardized 
questionnaire is framed based on multiple published 
research papers to collect responses of the target au-
dience spread across various cities aligning with the 
study’s objective. Therefore, this current study is 
unique in many ways, which is an attempt to build a 
model that will help to find out the impact of differ-
ent constructs of inclusion in organizational commit-
ment among employees of the younger generation and 
thereby increasing the likelihood of capturing differ-
ent experiences of inclusion throughout an employee 
lifecycle. A reliability test is applied to the collected 
data at first to verify the consistency of the responses. 
Subsequently, multiple regression tests are applied to 
determine the effect of different constructs of inclu-
siveness on organizational commitment. In the end, 
the output of data analysis indicates that all constructs 
of inclusiveness have a significant impact on the com-
mitment level of employees.

6.1 Organizational applicability
Employees are the important assets for an orga-

nization. Employees’ organizational commitment 
is thus regarded as a necessary aspect for sustaining 
long-term growth and organizational progress. Hence, 
management should be aware of these factors that 
highly impact the commitment level of an employee. 
Considering the analysis of the present study follow-
ing are the points for recommendations:
• A sincere attempt from an organization to create an 

inclusive culture is recommended as inclusiveness im-
pacts the commitment level of an employee. This work 
culture inspires and motivates employees to work to-
wards the organizational goals in the long run.

• The involvement of the leadership team of an or-
ganization is essential to bring necessary changes. 
Once the leadership team becomes the flag-bearer 
of the change, the sense of awareness spells binds 
other supervisors down the hierarchy.

• Organizations should conduct workshops on ad-
dressing unconscious bias for all team supervisors/
leaders/managers. In those workshops, partici-
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pants can explore how limiting beliefs can affect 
inclusiveness in everyday workplace situations 
through interactive exercises.

• Pre-established policies drive various organization 
practices. With the changing time, organizations 
need to accommodate employees from various 
generations. Hence special attention should be giv-
en to framing neutral policies aligning with the ex-
pectation of all kinds of employees.

7 Limitations
Though the findings of the analysis are encourag-

ing, the research study has its limitations. The current 
data are limited to a handful of IT organizations across 
major Indian cities. Hence, further studies should ex-
tend this process using a wider pool of employees tar-
geting more organizations from other industries and 
covering other cities.

Moreover, the research findings are precisely an 
overview of inclusiveness experienced in various Indi-
an organizations; it may not be applicable in interna-
tional perspectives, specifically in the Western world 
countries, where the concept of inclusion can be quite 
different among employees. Further studies can be 
done by analyzing various other demographic factors 
like religion, marital status, etc., and capturing experi-
ences of past discrimination to interpret the impact of 
organizational commitment.
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