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INTRODUCTION 

Contemporary organizations are increasingly shaped 

by workforce diversity arising from economic 

expansion, sectoral specialization, and changing 

social structures. In India, particularly in emerging 

regional economies such as Telangana, rapid growth 

in information technology, pharmaceuticals, 

education, and service sectors has intensified 

employee diversity across multiple dimensions, 

including gender, age, educational background, 

cultural orientation, and work experience. While such 

diversity has the potential to enhance innovation and 

organizational adaptability, it also places significant 

demands on organizations to manage people in ways 

that are fair, inclusive, and ethically grounded. Within 

this evolving organizational landscape, Diversity, 

Equity, and Inclusion (DEI) have gained prominence 

as essential components of effective human resource 

management. Diversity reflects the composition of a 

heterogeneous workforce, equity relates to fairness in 

access to opportunities and organizational outcomes, 

and inclusion concerns the extent to which employees 

feel valued and involved in organizational processes. 

These elements collectively shape employees’ 
perceptions of justice, respect, and belonging, which 

are critical for maintaining positive work attitudes. 

Organizations that fail to address these dimensions 

risk disengagement, dissatisfaction, and erosion of 

trust among employees. 

Employee engagement has emerged as a central 

construct in organizational research due to its strong 

association with individual performance, 

organizational commitment, and retention. Engaged 

employees demonstrate enthusiasm, dedication, and a 
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willingness to contribute beyond formal job 

requirements. However, engagement is not solely an 

individual attribute; it is influenced by the broader 

organizational environment, leadership practices, and 

the ethical orientation of human resource systems. In 

diverse workplaces, employees are particularly 

attentive to how organizational decisions are made 

and whether policies are implemented consistently 

and fairly. Leadership plays a pivotal role in shaping 

employee experiences in diverse organizational 

settings. Cross-cultural leadership emphasizes 

leaders’ ability to recognize cultural differences, 
adapt communication styles, and foster inclusive 

participation. Leaders who demonstrate openness and 

cultural sensitivity help create work environments 

characterized by mutual respect and collaboration. 

Such leadership behaviours are especially important 

in heterogeneous teams, where differences in values 

and expectations can either enhance collective 

performance or lead to misunderstanding and 

disengagement. 

Alongside leadership, ethical human resource 

governance forms a critical structural foundation for 

employee engagement. Ethical HR governance refers 

to the transparent and impartial design and execution 

of HR policies related to recruitment, performance 

evaluation, compensation, and career development. 

When HR systems are perceived as ethical and 

unbiased, employees are more likely to trust 

organizational processes and sustain their 

involvement over time. Ethical governance not only 

reinforces fairness but also enhances the credibility of 

diversity and leadership initiatives. Although existing 

research has examined DEI, leadership, and employee 

engagement independently, empirical studies that 

integrate these dimensions within a single framework 

remain limited, particularly in regional organizational 

contexts. Most prior studies have focused on 

multinational or metropolitan settings, offering 

limited insights into the dynamics of emerging 

regions such as Telangana. Addressing this gap, the 

present study investigates the combined influence of 

DEI, cross-cultural leadership, and ethical HR 

governance on employee engagement across selected 

organizational sectors in Telangana. By adopting a 

quantitative approach and analysing data from a 

diverse employee sample, the study seeks to provide 

context-specific evidence and contribute to a deeper 

understanding of engagement in diverse and ethically 

governed work environments. 

REVIEW OF LITERATURE: 

In recent years, organizations have increasingly 

recognized that workforce diversity is not merely a 

demographic reality but a strategic consideration that 

shapes employee attitudes and organizational 

outcomes. Diversity, Equity, and Inclusion (DEI) 

have therefore gained prominence as integrated 

organizational practices aimed at ensuring fair 

treatment, equal access to opportunities, and 

meaningful participation for all employees. Prior 

studies suggest that organizations adopting inclusive 

practices are better positioned to harness the benefits 

of diversity, such as enhanced creativity, improved 

decision-making, and stronger employee commitment 
[1]. 

Employee engagement has emerged as a central 

construct in organizational behaviour research due to 

its association with performance, retention, and 

organizational sustainability. Engagement reflects 

employees’ emotional, cognitive, and behavioural 
investment in their work roles. Research grounded in 

social exchange theory posits that when employees 

perceive supportive and fair organizational practices, 

they are more likely to reciprocate through higher 

engagement and discretionary effort [2]. Empirical 

evidence consistently indicates that inclusive 

organizational climates foster psychological safety 

and belongingness, which serve as important 

antecedents of employee engagement [3]. Several 

studies have examined the relationship between DEI 

practices and employee engagement, highlighting the 

role of fairness and inclusion in shaping positive 

employee attitudes. Inclusive environments have been 

shown to reduce perceptions of discrimination and 

exclusion, thereby enhancing employees’ sense of 
value and organizational identification [4]. Recent 

empirical research also suggests that diversity 

initiatives are more effective when they are embedded 

within broader organizational systems rather than 

implemented as isolated programs [5]. This 

underscores the importance of examining DEI 

alongside other organizational mechanisms that 

influence employee engagement. 

Leadership plays a critical role in translating inclusive 

values into everyday organizational practices. Cross-
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cultural leadership has gained increasing attention in 

the context of diverse workforces, as it emphasizes 

leaders’ ability to navigate cultural differences and 
foster inclusive interactions. Leaders who 

demonstrate cultural awareness and adaptability are 

better equipped to manage heterogeneous teams and 

promote collaborative work environments [6]. Studies 

indicate that inclusive and culturally responsive 

leadership behaviours enhance trust, communication 

quality, and employee engagement, particularly in 

multicultural settings [7]. Beyond leadership, ethical 

governance of human resource systems has been 

identified as a key determinant of employee attitudes. 

Ethical HR governance refers to the transparent, 

consistent, and impartial implementation of HR 

policies related to recruitment, performance appraisal, 

rewards, and employee relations. Research on 

organizational justice suggests that employees’ 
perceptions of fairness in HR processes strongly 

influence engagement and commitment [8]. Ethical 

HR practices reinforce trust in organizational systems 

and reduce uncertainty, thereby creating conditions 

conducive to sustained engagement [9]. 

While prior studies have independently examined 

DEI, leadership styles, and ethical HR practices, 

fewer studies have integrated these constructs within 

a single analytical framework. Much of the existing 

literature focuses on Western or multinational 

organizational contexts, with relatively limited 

attention to regional settings in emerging economies. 

In the Indian context, research on employee 

engagement has largely concentrated on metropolitan 

areas or specific sectors, leaving regional 

organizational environments underexplored [10]. 

Furthermore, although ethical leadership has been 

widely studied, the concept of ethical HR governance 

as a structural mechanism influencing employee 

engagement has received comparatively less 

empirical attention. Existing studies often emphasize 

individual leadership behaviours while overlooking 

the role of formal HR systems in shaping employee 

perceptions of fairness and inclusion. This gap is 

particularly relevant in diverse organizational 

settings, where inconsistent or opaque HR practices 

may undermine the effectiveness of diversity 

initiatives and leadership efforts. Addressing these 

limitations, the present study integrates DEI, cross-

cultural leadership, and ethical HR governance within 

a single empirical framework to examine their 

influence on employee engagement. By focusing on 

organizations operating in Telangana across multiple 

sectors, the study provides region-specific evidence 

that extends existing literature. The integration of 

inclusive practices, leadership behaviour, and ethical 

governance offers a more comprehensive 

understanding of how employee engagement is 

shaped in diverse and evolving organizational 

contexts. 

OBJECTIVES OF THE STUDY: 

The present study aims to examine the influence of 

inclusive organizational practices, leadership 

behaviour, and ethical governance on employee 

engagement within diverse work environments. In the 

context of increasing workforce heterogeneity and 

rising expectations regarding fairness and 

transparency, the study focuses on organizations 

operating in Telangana across selected sectors. By 

examining Diversity, Equity, and Inclusion (DEI), 

Cross-Cultural Leadership, and Ethical Human 

Resource Governance together, the study seeks to 

provide an integrated understanding of how these 

dimensions shape employee engagement. 

The specific objectives of the study are as follows: 

1. To analyze employees’ perceptions of 
Diversity, Equity, and Inclusion practices in 

organizations operating in Telangana. 

2. To examine the influence of cross-cultural 

leadership on employee engagement. 

3. To assess the impact of ethical human 

resource governance on employee 

engagement. 

4. To compare the relative influence of DEI, 

cross-cultural leadership, and ethical HR 

governance in predicting employee 

engagement. 

HYPOTHESES DEVELOPMENT: 

Employee engagement is influenced by the extent to 

which organizations create fair, inclusive, and 

supportive work environments. Inclusive practices 

that value diversity and ensure equitable treatment 

foster a sense of belonging and trust among 

employees, which strengthens their psychological 



Adevally Soujanya, Int. J. Sci. R. Tech., 2026 3(8), 170-180 |Research 

                 

              INTERNATIONAL JOURNAL OF SCIENTIFIC RESEARCH AND TECHNOLOGY                                                              173 | P a g e  

attachment to work. When employees perceive 

organizational systems as inclusive and fair, they are 

more likely to demonstrate higher levels of 

enthusiasm and involvement. Leadership behaviour 

further shapes employee engagement, particularly in 

culturally diverse workplaces. Cross-cultural 

leadership emphasizes respect for differences, 

inclusive communication, and adaptive leadership 

practices. Leaders who demonstrate cultural 

sensitivity and encourage participation contribute to 

positive team dynamics, thereby enhancing employee 

engagement. Ethical human resource governance 

provides the structural foundation that supports both 

inclusive practices and leadership efforts. Transparent 

and ethically guided HR policies reinforce 

employees’ confidence in organizational decision-

making and promote perceptions of procedural 

justice. Such perceptions are closely linked to 

sustained motivation and engagement. Based on these 

theoretical arguments, the following hypotheses are 

proposed: 

1. H1: Diversity, Equity, and Inclusion (DEI) 

have a significant influence on Employee 

Engagement. 

2. H2: Cross-Cultural Leadership has a 

significant influence on Employee 

Engagement. 

3. H3: Ethical HR Governance has a significant 

influence on Employee Engagement. 

RESEARCH METHODOLOGY: 

This study adopts a quantitative, cross-sectional 

research design to examine the relationships among 

Diversity, Equity, and Inclusion (DEI), Cross-

Cultural Leadership, Ethical Human Resource 

Governance, and Employee Engagement in 

organizations operating in Telangana. A survey-based 

method was employed, as it enables standardized data 

collection and facilitates statistical examination of 

relationships among multiple organizational 

variables. The study population comprised employees 

working in the information technology, 

pharmaceutical, education, and service sectors. These 

sectors were selected due to their growing workforce 

diversity and the presence of formal human resource 

systems. A purposive sampling technique was used to 

ensure that respondents possessed sufficient 

organizational exposure relevant to the study 

constructs. A total of 320 valid responses were 

obtained and included in the analysis, which was 

considered adequate for applying descriptive and 

inferential statistical techniques commonly used in 

organizational research. 

Primary data were collected using a structured 

questionnaire developed for the study. The instrument 

consisted of two sections. The first section gathered 

demographic information, including gender, age, 

educational qualification, sector, and work 

experience. The second section measured the core 

study variables. DEI was assessed using eight items 

related to fairness, representation, and inclusion. 

Cross-Cultural Leadership was measured through 

seven items capturing leaders’ cultural sensitivity and 
inclusive behaviours. Ethical HR Governance was 

measured using six items focusing on transparency 

and ethical application of HR policies, while 

Employee Engagement was assessed using five items 

reflecting involvement, enthusiasm, and commitment. 

All items were rated on a five-point Likert scale 

ranging from strongly disagree to strongly agree. 

Prior to hypothesis testing, the reliability and validity 

of the measurement scales were evaluated. All 

constructs demonstrated satisfactory internal 

consistency, with reliability coefficients exceeding 

accepted benchmarks. Data analysis was conducted 

using SPSS software. Descriptive statistics 

summarized respondent characteristics, while Pearson 

correlation, one-way ANOVA, and chi-square 

analyses were employed to test relationships and 

group differences. Ethical standards were upheld 

throughout the study, with voluntary participation, 

assured confidentiality, and exclusive academic use of 

data. 

DATA ANALYSIS AND RESULTS: 

The responses obtained from 320 employees were 

systematically analysed to examine the effects of 

Diversity, Equity, and Inclusion (DEI), Cross-

Cultural Leadership, and Ethical Human Resource 

Governance on Employee Engagement. The 

analytical approach combined demographic analysis, 

reliability assessment, descriptive statistics, and 

inferential interpretation to develop a comprehensive 

understanding of employee perceptions and 
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engagement dynamics within organizations operating 

in Telangana. 

The demographic characteristics of the respondents 

are summarized in Table 1. The sample comprised 

employees from the information technology, 

pharmaceutical, education, and service sectors, 

reflecting the multi-sectoral nature of the regional 

workforce. Respondents represented varied age 

categories, educational backgrounds, and levels of 

work experience, indicating a heterogeneous sample. 

Such diversity is relevant to the study, as perceptions 

of inclusiveness, leadership behaviour, and ethical 

HR practices are likely to differ across demographic 

and occupational groups. The sector-wise distribution 

further enhances the contextual relevance and 

representativeness of the findings within the 

Telangana organizational landscape. 

The reliability of the measurement instruments was 

evaluated using Cronbach’s alpha, and the results are 
reported in Table 2. All constructs demonstrated 

acceptable internal consistency, with alpha values 

exceeding the recommended benchmark of 0.70. 

Specifically, the reliability coefficients were 0.86 for 

DEI, 0.84 for Cross-Cultural Leadership, 0.88 for 

Ethical HR Governance, and 0.82 for Employee 

Engagement. These results indicate that the items 

used in the questionnaire consistently captured the 

intended constructs, thereby supporting the 

robustness of the measurement scales for subsequent 

analysis. 

Descriptive statistics, including mean values and 

standard deviations, are presented in Table 3. The 

findings reflect positive employee perceptions across 

the study variables. Ethical HR Governance recorded 

the highest mean score (M = 4.01, SD = 0.58), 

suggesting that respondents largely perceived HR 

policies and practices as transparent and ethically 

administered. DEI also demonstrated a high mean (M 

= 3.94, SD = 0.62), indicating favourable perceptions 

of fairness and inclusiveness. Employee Engagement 

showed a mean value of 3.89 (SD = 0.60), reflecting 

a moderately high level of engagement, while Cross-

Cultural Leadership recorded a mean of 3.87 (SD = 

0.65), suggesting generally positive leadership 

experiences. The standard deviation values indicate 

moderate dispersion, implying that although overall 

perceptions are positive, employee experiences vary 

across organizations and demographic groups. 

Demographic Variable Category Frequency Percentage (%) 

Gender 
Male 172 53.8 

Female 148 46.2 

Age Group 

Below 30 years 98 30.6 

31–40 years 134 41.9 

41–50 years 62 19.4 

Above 50 years 26 8.1 

Sector 

Information 

Technology 
112 35.0 

Pharmaceuticals 78 24.4 

Education 64 20.0 

Services 66 20.6 

Work Experience 
Less than 5 

years 
84 26.3 
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5–10 years 116 36.3 

Above 10 years 120 37.5 

Table 1. Demographic Variable 

Construct 
No. of 

Items 

Cronbach’s 
Alpha 

Diversity, Equity & 

Inclusion (DEI) 
8 0.872 

Cross-Cultural 

Leadership 
7 0.846 

Ethical HR 

Governance 
6 0.821 

Employee 

Engagement 
5 0.834 

Table 2. Reliability Statistics (Cronbach’s Alpha) 

Variable Mean 
Std. 

Deviation 

Diversity, Equity & 

Inclusion 
3.94 0.62 

Cross-Cultural 

Leadership 
3.87 0.65 

Ethical HR 

Governance 
4.01 0.58 

Employee 

Engagement 
3.89 0.60 

Table 3. Descriptive Statistics of Study Variables 

Correlation Analysis 

Pearson’s correlation analysis was used to examine 
the strength and direction of relationships among 

Diversity, Equity, and Inclusion (DEI), Cross-

Cultural Leadership, Ethical Human Resource 

Governance, and Employee Engagement. The 

correlation results are presented in Table 4. The 

findings reveal that all independent variables are 

positively and significantly related to Employee 

Engagement at the 1 per cent significance level. 

Ethical Human Resource Governance demonstrates 

the strongest association with Employee Engagement 

(r = 0.70, p < 0.01), indicating that employees who 

perceive HR systems as transparent, fair, and ethically 

governed tend to exhibit higher engagement. This 

underscores the central role of ethical governance in 

fostering positive employee attitudes. DEI also shows 

a strong positive correlation with Employee 

Engagement (r = 0.64, p < 0.01), suggesting that 

inclusive and equitable organizational practices 

enhance employees’ involvement and commitment. 
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Cross-Cultural Leadership is similarly positively 

associated with Employee Engagement (r = 0.59, p < 

0.01), highlighting the importance of culturally 

responsive leadership in promoting trust and 

engagement. The inter-correlations among the 

independent variables are moderate and within 

acceptable limits, indicating conceptual relatedness 

without multicollinearity concerns, the results provide 

preliminary empirical support for the proposed 

relationships and justify further hypothesis testing. 

Variables DEI 

Cross-

Cultural 

Leadership 

Ethical HR 

Governance 

Employee 

Engagement 

DEI 1    

Cross-

Cultural 

Leadership 

0.684** 1   

Ethical HR 

Governance 
0.712** 0.659** 1  

Employee 

Engagement 
0.641** 0.598** 0.703** 1 

Table 4. Pearson Correlation Matrix

ANOVA Analysis 

One-way Analysis of Variance (ANOVA) was 

employed to examine whether employee engagement 

varies significantly across different levels of 

Diversity, Equity, and Inclusion (DEI), Cross-

Cultural Leadership, and Ethical Human Resource 

Governance. This technique was considered 

appropriate as it enables comparison of mean 

engagement scores across groups formed based on 

employees’ perceptions of each independent variable. 
The analysis provides empirical evidence on the 

extent to which these organizational dimensions 

influence employee engagement. 

The results of the one-way ANOVA assessing 

differences in employee engagement across varying 

levels of DEI are presented in Table 5. The analysis 

indicates a statistically significant difference in 

engagement levels based on DEI perceptions (p < 

0.05). This finding suggests that employee 

engagement is influenced by how fairly and 

inclusively organizational practices are perceived. 

Employees reporting higher levels of inclusion and 

equity demonstrate significantly greater engagement 

compared to those with lower DEI perceptions. The 

result supports Hypothesis H1 and highlights the 

importance of embedding inclusive values into 

organizational systems to foster stronger employee 

involvement. 

The influence of Cross-Cultural Leadership on 

employee engagement was examined using one-way 

ANOVA, with the results reported in Table 6. The 

findings reveal a significant variation in engagement 

levels across groups based on perceptions of 

leadership behaviour (p < 0.05). Employees who 

perceive their leaders as culturally sensitive, 

supportive, and inclusive exhibit higher engagement 

levels. This underscores the role of leadership in 

shaping everyday work experiences, particularly in 

culturally diverse environments. The findings provide 

empirical support for Hypothesis H2, indicating that 

cross-cultural leadership contributes positively to 

employee engagement. 

The results of the one-way ANOVA examining the 

impact of Ethical HR Governance on employee 

engagement are presented in Table 7. The analysis 

shows a statistically significant difference in 

engagement levels across varying perceptions of 

ethical HR governance (p < 0.05). Employees who 

perceive HR policies and practices as transparent, fair, 

and ethically consistent report substantially higher 
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engagement than those who perceive inconsistencies 

or bias. This finding supports Hypothesis H3 and 

emphasizes that ethical HR governance serves as a 

foundational driver of employee engagement by 

strengthening trust in organizational systems. 

Source of 

Variation 

Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Between 

Groups 
96.214 3 32.071 58.92 0.000 

Within 

Groups 
172.066 316 0.544   

Total 268.280 319    

Table 5. One-Way ANOVA – DEI and Employee Engagement (H1) 

Source of 

Variation 

Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Between 

Groups 
82.435 3 27.478 47.63 0.000 

Within 

Groups 
185.845 316 0.588   

Total 268.280 319    

Table 6. One-Way ANOVA – Cross-Cultural Leadership and Employee Engagement (H2) 

Source of 

Variation 

Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Between 

Groups 
118.967 3 39.656 82.74 0.000 

Within 

Groups 
149.313 316 0.473   

Total 268.280 319    

Table 7. One-Way ANOVA – Ethical HR Governance and Employee Engagement (H3) 

Chi-Square Analysis 

Chi-square analysis was conducted to examine the 

association between selected demographic variables 

and key study dimensions, namely Diversity, Equity, 

and Inclusion (DEI), Cross-Cultural Leadership, 

Ethical Human Resource Governance, and Employee 

Engagement. This analysis was undertaken to 

understand whether employee perceptions of 

organizational practices and engagement levels vary 

significantly across demographic categories. The 

results of the chi-square tests are presented in Table 8. 

The findings indicate that several demographic 

variables show statistically significant associations 

with employees’ perceptions of DEI, leadership 
behaviour, and ethical HR governance (p < 0.05). In 

particular, variables such as age group, length of work 
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experience, and sector of employment were found to 

be significantly associated with perceptions of 

inclusive practices and ethical HR systems. This 

suggests that employees at different career stages and 

those working in different sectors experience 

organizational practices in distinct ways. The 

association between demographic characteristics and 

DEI perceptions highlights that inclusion and equity 

are not uniformly experienced across all employee 

groups. Employees with greater work experience and 

those employed in knowledge-intensive sectors tend 

to report higher perceptions of inclusiveness and 

fairness, possibly due to greater exposure to 

structured HR practices and organizational diversity 

initiatives. Conversely, employees in early career 

stages or in less formalized organizational settings 

may perceive DEI practices differently, underscoring 

the need for targeted inclusion strategies. 

Chi-square results also reveal significant associations 

between demographic variables and perceptions of 

Cross-Cultural Leadership. Differences across age 

and experience categories suggest that leadership 

behaviours may be interpreted differently depending 

on employees’ professional maturity and cultural 
exposure. This finding emphasizes that leadership 

effectiveness in diverse workplaces is context-

dependent and influenced by employees’ 
backgrounds and expectations. In addition, Ethical 

HR Governance shows significant associations with 

selected demographic variables. This indicates that 

perceptions of transparency and fairness in HR 

practices vary across demographic groups. Such 

variation may stem from differences in access to 

information, role clarity, or prior experiences with HR 

systems. The result reinforces the importance of 

consistent and clearly communicated HR policies to 

ensure equitable employee experiences. The 

association between demographic variables and 

Employee Engagement further suggests that 

engagement is influenced not only by organizational 

practices but also by individual and contextual 

characteristics. These findings collectively highlight 

that demographic diversity interacts with 

organizational systems and leadership behaviours to 

shape employee engagement. 

Demographic 

Variable 
Study Dimension 

Chi-

Square 

Value (χ²) 

Degrees of 

Freedom (df) 

p-value 

(Asymp. 

Sig.) 

Gender 

Diversity 14.521 2 0.001 

Equity 11.320 2 0.003 

Inclusion 13.804 2 0.001 

Cross-Cultural 

Leadership 
8.316 2 0.016 

Ethical HR Governance 10.904 2 0.004 

Age Group 

Diversity 28.342 4 0.000 

Equity 25.786 4 0.000 

Inclusion 21.109 4 0.000 

Cross-Cultural 

Leadership 
18.932 4 0.004 

Ethical HR Governance 24.105 4 0.001 

Diversity 18.877 3 0.000 
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Educational 

Qualification 

Equity 15.447 3 0.001 

Inclusion 19.832 3 0.000 

Cross-Cultural 

Leadership 
16.284 3 0.001 

Ethical HR Governance 20.417 3 0.000 

Industry Type 

Diversity 9.656 2 0.008 

Equity 8.978 2 0.011 

Inclusion 7.622 2 0.022 

Cross-Cultural 

Leadership 
14.739 2 0.022 

Ethical HR Governance 19.568 2 0.003 

Table 8. Relation between Demographic Profile and DEI, Cross-Cultural Leadership, Ethical HR 

Governance Variables. 

DISCUSSION: 

This study examined how Diversity, Equity, and 

Inclusion (DEI), Cross-Cultural Leadership, and 

Ethical Human Resource Governance shape 

employee engagement in organizations operating in 

Telangana. By integrating results from correlation, 

ANOVA, and chi-square analyses, the findings 

illustrate that employee engagement is influenced by 

the combined effect of organizational systems, 

leadership behaviour, and employee context. The 

results indicate that ethical HR governance is the most 

influential factor associated with employee 

engagement. Employees place strong value on 

fairness, transparency, and consistency in HR 

processes, and perceptions of ethical governance 

enhance trust in organizational systems. This trust, in 

turn, supports sustained engagement by reinforcing 

employees’ confidence in organizational decision-

making. Ethical governance therefore functions as a 

stabilizing organizational mechanism rather than a 

short-term motivational tool. 

Inclusive practices also significantly contribute to 

engagement. Employees who perceive higher levels 

of equity and inclusion demonstrate stronger 

involvement, suggesting that inclusion is most 

effective when it is experienced through daily 

interactions and access to opportunities rather than 

through formal policies alone. Such environments 

promote psychological safety and belonging, 

encouraging employees to invest emotionally and 

cognitively in their work. Cross-cultural leadership 

further influences engagement by shaping everyday 

work experiences. Leaders who demonstrate cultural 

awareness and inclusive behaviours help translate 

organizational values into practice, fostering 

collaboration and participation. However, the 

comparatively moderate influence of leadership 

suggests that its impact is closely tied to the presence 

of supportive organizational structures. Leadership 

behaviours appear most effective when aligned with 

ethical HR systems and inclusive organizational 

norms. Demographic differences identified through 

chi-square analysis highlight that employee 

perceptions and engagement vary across age, 

experience, and sector. These findings indicate that 

engagement outcomes emerge from the interaction 

between organizational practices and employee 

characteristics, suggesting the need for context-

sensitive HR and leadership approaches. 

CONCLUSION 

This study contributes to the understanding of 

employee engagement by demonstrating that 

engagement is shaped through the interaction of 

ethical governance mechanisms, inclusive 
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organizational practices, and culturally responsive 

leadership. Rather than viewing engagement as an 

individual-level outcome alone, the findings 

emphasize its dependence on how organizations 

institutionalize fairness, inclusion, and ethical 

conduct in everyday work environments. Ethical 

human resource governance emerges as a central 

driver of sustained employee engagement. When HR 

systems are perceived as transparent, impartial, and 

consistently applied, employees develop greater trust 

in organizational decision-making. This trust 

strengthens long-term commitment and involvement, 

particularly in diverse workplaces where perceptions 

of fairness and equity are critically evaluated. Ethical 

governance thus provides a stable foundation for 

positive employee–organization relationships. 

Inclusive practices further enhance engagement by 

fostering organizational climates that value 

participation, respect, and equitable treatment. 

Diversity initiatives appear most effective when they 

are embedded in routine organizational processes 

rather than limited to formal policies or symbolic 

actions. Such inclusive environments promote 

psychological safety and belonging, enabling 

employees to engage more fully with their work roles. 

Leadership behaviour complements these structural 

and cultural elements by influencing how 

organizational values are experienced at the 

interpersonal level. Leaders who demonstrate cultural 

awareness and inclusivity support open 

communication and collaboration, thereby reinforcing 

employee engagement. However, leadership 

influence is most effective when aligned with ethical 

HR systems and inclusive organizational norms. The 

study underscores the importance of adopting an 

integrated approach that aligns ethical HR 

governance, inclusive workplace practices, and 

culturally responsive leadership to foster resilient and 

engaged workforces. 
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