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ABSTRACT: This study examines how inclusive leadership translates into civil-servant 

performance through two complementary mechanisms: organizational culture and 

affective commitment. A quantitative explanatory survey was conducted among 113 civil 

servants at the Department of Cipta Karya, Construction Development and Spatial 

Planning of Southeast Sulawesi Province, Indonesia. Data were collected using a five-

point Likert questionnaire and analyzed with partial least squares structural equation 

modeling (PLS-SEM) in SmartPLS 4.1.3. The measurement model demonstrated 

satisfactory convergent validity and composite reliability. Inclusive leadership had no 

significant direct effect on employee performance (β = −0.017, p = 0.762), but 

significantly predicted the BerAKHLAK organizational culture (β = 0.629, p < 0.001) and 

affective commitment (β = 0.207, p = 0.032). Organizational culture significantly 

predicted affective commitment (β = 0.656, p < 0.001) and employee performance (β = 

0.547, p < 0.001), while affective commitment also improved performance (β = 0.421, p 

< 0.001). Mediation tests show that organizational culture significantly transmits the effect 

of inclusive leadership to performance (β = 0.344, p < 0.001), whereas affective 

commitment does not mediate that direct leadership–performance relationship (β = 0.087, 

p = 0.055). However, affective commitment significantly mediates the effect of 

organizational culture on performance (β = 0.276, p < 0.001). The findings reveal that, in 

a rule-bound public-sector setting, inclusive leadership becomes performance-relevant 

primarily when relational leadership practices are institutionalized as shared organizational 

values. The study extends inclusive-leadership research by distinguishing organizational 

and psychological mediation mechanisms in the Indonesian civil-service context. 

 

1. INTRODUCTION 

Public organizations face simultaneous pressures to improve service quality, accountability, adaptability, and collaboration while 

operating within formal rules and hierarchical structures. These conditions make leadership consequential but also constrain 

the extent to which a leader’s interpersonal behavior can be translated immediately into measurable employee performance. 

Inclusive leadership is particularly relevant because it emphasizes employee participation, respect for difference, fair treatment, 

recognition of contributions, and the integration of diverse perspectives. Contemporary public-management research 

increasingly treats inclusion not merely as a diversity objective but as a behavioral leadership capability that can shape 

participation and performance in public organizations (Ashikali & Van Luttervelt, 2026; Ashikali, 2023; Bernards et al., 2025). 

The foundational literature conceptualizes inclusive leadership as leader behavior that creates openness, accessibility, and 

availability while explicitly inviting and appreciating employee input (Nembhard & Edmondson, 2006; Carmeli et al., 2010). 

Inclusion also involves simultaneously satisfying employees’ needs for belongingness and uniqueness (Shore et al., 2011), which 
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Randel et al. (2018) translated into a leadership framework centered on belongingness, value in uniqueness, fair treatment, 

recognition, and involvement. These behaviors can generate psychological safety, meaningful participation, and stronger leader–

member relationships, all of which are important precursors to positive work outcomes (Edmondson, 1999; Shafaei & Nejati, 

2024). 

Evidence nevertheless suggests that the relationship between inclusive leadership and performance is not uniformly direct. 

Public-sector studies show that inclusive leadership can support inclusive climates, workplace spirituality, engagement, and job 

performance, but the effect depends on organizational and relational mechanisms (Ashikali et al., 2021; Ke et al., 2022). Recent 

studies similarly show that inclusive leadership can influence performance through strengths use, work engagement, innovative 

behavior, and other intervening processes rather than through a simple direct path (Shafaei & Nejati, 2024; Eshete et al., 2025; 

Maatita & Astuti, 2026). This makes mediation mechanisms central to explaining when inclusive leadership actually becomes 

performance-relevant. 

Two mechanisms are especially important in the Indonesian civil-service context. The first is organizational culture. Schein and 

Schein (2017) describe culture as shared assumptions and values that guide organizational behavior, while Denison and Mishra 

(1995) connect cultural traits with organizational effectiveness. For Indonesian civil servants, the national BerAKHLAK core 

values—service orientation, accountability, competence, harmony, loyalty, adaptability, and collaboration—provide an 

institutional framework through which leadership behavior can be translated into shared expectations. The second mechanism 

is affective commitment, defined as employees’ emotional attachment to, identification with, and involvement in the 

organization (Meyer & Allen, 1991; Meyer et al., 2002). 

Social Exchange Theory (Blau, 1964; Cropanzano & Mitchell, 2005) and Leader–Member Exchange theory (Graen & Uhl-Bien, 

1995) provide complementary explanations. Inclusive treatment can be interpreted as a relational investment that encourages 

reciprocity through positive attitudes and behaviors. High-quality leader–member relationships build trust and respect, while 

supportive organizational experiences can foster emotional attachment. Yet in public bureaucracies, interpersonal reciprocity 

may need to be institutionalized through shared values before it consistently shapes task performance. This suggests a distinction 

between an organizational mechanism (culture) and a psychological mechanism (affective commitment). 

A particularly relevant benchmark is Srimulyani et al. (2023), who examined inclusive leadership, AKHLAK corporate culture, 

affective commitment, and employee performance in Indonesian state-owned enterprises. Their study reported important 

mediation effects and recommended extending the model to civil servants using the ASN BerAKHLAK values. The present 

study responds to that agenda by moving the model from a state-owned-enterprise setting to a provincial public agency and by 

testing the different functions of organizational culture and affective commitment in the same structural model. This contextual 

extension matters because civil-service performance is embedded in statutory responsibilities, public accountability, and 

standardized administrative values that differ from corporate employment arrangements. 

Accordingly, this study investigates whether inclusive leadership improves civil-servant performance directly or primarily 

through organizational culture and affective commitment. The study contributes in three ways. First, it tests inclusive leadership 

in an Indonesian provincial-government agency, adding evidence from a non-Western public-sector setting. Second, it 

operationalizes organizational culture through the seven ASN BerAKHLAK values rather than the six-value corporate 

AKHLAK configuration. Third, it separates the organizational and psychological pathways, allowing the analysis to identify 

which mediator actually converts inclusive leadership into performance and whether affective commitment becomes more 

consequential after shared values are internalized. 

2. THEORETICAL BACKGROUND AND HYPOTHESES 

2.1 Inclusive leadership and social exchange 

Inclusive leadership treats employees as valued organizational members while recognizing individual differences. Nembhard 

and Edmondson (2006) emphasize explicit invitations to contribute, Carmeli et al. (2010) stress openness, availability, and 

accessibility, and Randel et al. (2018) integrate belongingness with value in uniqueness. These approaches converge on the idea 

that employees are more willing to invest effort when leaders reduce status barriers, recognize contributions, and make 

participation safe. Recent public-sector work further shows that inclusive leadership can be conceptualized through observable 

behaviors that enable full participation and integration of diverse perspectives (Ashikali & Van Luttervelt, 2026). 
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Social exchange provides the reciprocal logic for these effects. Employees who receive fair treatment, recognition, voice, and 

support are likely to reciprocate with stronger attachment and constructive work behavior (Blau, 1964; Cropanzano & Mitchell, 

2005). LMX theory adds a dyadic explanation: high-quality leader–member exchanges are characterized by trust, respect, and 

mutual obligation (Graen & Uhl-Bien, 1995). Inclusive leadership should therefore strengthen both shared cultural expectations 

and affective commitment, even when the direct effect on formal performance is constrained by bureaucratic systems. 

2.2 Organizational culture as an institutional mechanism 

Organizational culture transforms repeated leadership behaviors into shared meanings and behavioral standards. Leaders 

influence culture through what they attend to, reward, communicate, and model (Schein & Schein, 2017). In public 

organizations, this institutionalization is especially important because employee behavior is shaped not only by leader discretion 

but also by formal values, rules, professional standards, and public-service obligations. An inclusive leader who consistently 

invites participation and treats employees fairly can reinforce cultural norms of harmony, collaboration, adaptability, 

accountability, and service orientation. 

The Indonesian BerAKHLAK framework provides a context-specific cultural architecture. Its seven values establish 

expectations that are compatible with inclusive leadership: service orientation directs attention to citizens; accountability 

emphasizes responsible conduct; competence supports learning; harmony encourages respect; loyalty reinforces organizational 

identification; adaptability supports change; and collaboration promotes cross-unit cooperation. When these values become 

enacted rather than symbolic, they can coordinate employee behavior and improve performance. Culture may therefore serve 

as the organizational channel through which inclusive leadership becomes visible in everyday work routines (Denison & Mishra, 

1995; Hartnell et al., 2011; Srimulyani et al., 2023). 

2.3 Affective commitment as a psychological mechanism 

Affective commitment reflects an employee’s emotional attachment to and identification with the organization. It differs from 

continuance commitment, which is based on perceived costs of leaving, and normative commitment, which reflects obligation 

to remain (Meyer & Allen, 1991; Allen & Meyer, 1990). Meta-analytic evidence links affective commitment with desirable work 

outcomes, including performance, citizenship behavior, and reduced withdrawal (Meyer et al., 2002). Inclusive leadership can 

foster this attachment because recognition, fair treatment, and participation signal that employees are valued organizational 

members. 

However, affective commitment may not automatically translate every leadership experience into higher formal performance. 

In rule-bound settings, emotional attachment may be necessary but insufficient unless organizational values clarify how 

attachment should be enacted in work behavior. This possibility motivates a dual-mediation model in which culture represents 

the institutional translation of leadership and affective commitment represents the internal psychological response. The two 

mechanisms can operate in parallel, but culture can also strengthen affective commitment by increasing value congruence and 

organizational identification (Kristof, 1996; Meyer et al., 2002). 

2.4 Hypotheses 

Based on the preceding arguments and prior evidence on inclusive leadership, organizational culture, commitment, and 

performance (Carmeli et al., 2010; Randel et al., 2018; Ashikali et al., 2021; Ke et al., 2022; Srimulyani et al., 2023), ten hypotheses 

were tested: H1 inclusive leadership positively affects employee performance; H2 inclusive leadership positively affects 

organizational culture; H3 inclusive leadership positively affects affective commitment; H4 organizational culture positively 

affects affective commitment; H5 organizational culture positively affects employee performance; H6 affective commitment 

positively affects employee performance; H7 organizational culture mediates the inclusive leadership–performance relationship; 

H8 affective commitment mediates the inclusive leadership–performance relationship; H9 organizational culture mediates the 

inclusive leadership–affective commitment relationship; and H10 affective commitment mediates the organizational culture–

performance relationship. 

3. MATERIALS AND METHODS 

3.1 Research design and setting 
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The study used a quantitative explanatory design to test causal relationships among inclusive leadership, organizational culture, 

affective commitment, and civil-servant performance. Data collection was conducted at the Department of Cipta Karya, 

Construction Development and Spatial Planning of Southeast Sulawesi Province, Indonesia, from March to May 2026. The 

agency is responsible for public infrastructure, construction-sector development, and spatial planning, making coordination, 

accountability, technical competence, and cross-unit collaboration central to employee performance. 

3.2 Population, respondents, and data collection 

The 2025 personnel records listed 114 employees. Because the population was relatively small and accessible, a census approach 

was used. The head of the department was excluded because the leadership construct required employees to evaluate leadership 

behavior, yielding 113 respondents. Primary data were collected through directly distributed questionnaires, while organizational 

documents were used for contextual and personnel information. All constructs were measured on a five-point Likert scale 

ranging from 1 (strongly disagree/very poor) to 5 (strongly agree/very good). A preliminary instrument test involving 30 

respondents indicated item correlations above 0.30 and Cronbach’s alpha values above 0.60. 

3.3 Measures 

Inclusive leadership was measured using five dimensions adapted from Randel et al. (2018): fostering togetherness, value in 

uniqueness, fair treatment, recognition of contributions, and involvement in decision-making. Organizational culture was 

operationalized using the seven ASN BerAKHLAK core values: service orientation, accountability, competence, harmony, 

loyalty, adaptability, and collaboration. Affective commitment was measured through emotional attachment, sense of 

belonging/pride, willingness to contribute, and intention to remain, drawing on Meyer and Allen (1991, 1997). Employee 

performance was measured through quantity, quality, time, cost, work initiative, and cooperation, adapted to the public-service 

context. 

3.4 Data analysis 

Descriptive statistics were used to profile respondents and summarize construct indicators. The structural model was estimated 

using PLS-SEM in SmartPLS version 4.1.3. PLS-SEM is suitable for prediction-oriented models involving multiple latent 

constructs and simultaneous assessment of measurement and structural models (Hair et al., 2022; Hair et al., 2019). Convergent 

validity was assessed through outer loadings and average variance extracted (AVE), internal consistency through composite 

reliability, and explanatory power through R². Hypotheses were evaluated using bootstrapped path coefficients and p-values, 

with p < 0.05 as the significance criterion. The measurement assessment followed established PLS-SEM guidance, including 

the principles of convergent and discriminant validity (Fornell & Larcker, 1981; Henseler et al., 2015). 

Table 1. Respondent characteristics 

Characteristic Category n % 

Gender Male 73 64.60 

Gender Female 40 35.40 

Age 22–31 years 21 18.58 

Age 32–41 years 37 32.74 

Age 42–51 years 51 45.13 

Age >51 years 4 3.54 

Tenure 1–7 years 45 39.82 

Tenure 8–14 years 19 16.81 

Tenure 15–21 years 43 38.05 

Tenure 22–28 years 6 5.31 

Education Senior high school 19 16.81 
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Education Diploma 7 6.19 

Education Bachelor (S1) 69 61.06 

Education Master (S2) 18 15.93 

Source: Primary data processed by the authors (2026). 

4. RESULTS AND DISCUSSION 

4.1 Measurement model 

All inclusive-leadership indicators loaded strongly on their construct (0.870–0.905). BerAKHLAK culture indicators ranged 

from 0.845 to 0.951, affective-commitment indicators from 0.864 to 0.935, and performance indicators from 0.696 to 0.910. 

Although work initiative showed the lowest loading (0.696), the construct-level AVE and composite reliability remained well 

above recommended thresholds. AVE values ranged from 0.756 to 0.829, exceeding the 0.50 criterion, while composite 

reliability ranged from 0.945 to 0.971. These results indicate satisfactory convergent validity and internal consistency (Fornell 

& Larcker, 1981; Hair et al., 2022). 

Table 2. Measurement model summary 

Construct Loading range AVE Composite reliability 

Inclusive leadership 0.870–0.905 0.787 0.949 

BerAKHLAK organizational culture 0.845–0.951 0.829 0.971 

Affective commitment 0.864–0.935 0.811 0.945 

Employee performance 0.696–0.910 0.756 0.948 

Source: SmartPLS output based on primary data (2026). 

4.2 Structural model and direct effects 

The structural model explained 39.6% of the variance in BerAKHLAK organizational culture, 64.4% of the variance in affective 

commitment, and 81.8% of the variance in employee performance. The high R² for performance indicates that the combination 

of inclusive leadership, organizational culture, and affective commitment accounts for a substantial proportion of performance 

differences in this sample. Importantly, the pattern of direct effects demonstrates that leadership behavior alone is not sufficient 

to explain performance; the strongest direct predictor of performance was organizational culture (β = 0.547), followed by 

affective commitment (β = 0.421). 

Table 3. Coefficient of determination 

Endogenous construct R² 

BerAKHLAK organizational culture 0.396 

Affective commitment 0.644 

Employee performance 0.818 

Source: SmartPLS output based on primary data (2026). 

 

Table 4. Direct-effect hypothesis testing 

Hypothesis Path β p-

value 

Decision 

H1 Inclusive leadership → Employee performance −0.017 0.762 Not supported 
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H2 Inclusive leadership → Organizational culture 0.629 <0.001 Supported 

H3 Inclusive leadership → Affective commitment 0.207 0.032 Supported 

H4 Organizational culture → Affective commitment 0.656 <0.001 Supported 

H5 Organizational culture → Employee performance 0.547 <0.001 Supported 

H6 Affective commitment → Employee performance 0.421 <0.001 Supported 

Source: SmartPLS output based on primary data (2026). 

4.3 Mediation effects 

The mediation results reveal a differentiated mechanism. BerAKHLAK organizational culture significantly mediated the 

relationship between inclusive leadership and employee performance (β = 0.344, p < 0.001). By contrast, affective commitment 

did not significantly mediate the inclusive leadership–performance relationship at the 5% level (β = 0.087, p = 0.055). 

Organizational culture significantly mediated the relationship between inclusive leadership and affective commitment (β = 

0.413, p < 0.001), while affective commitment significantly mediated the relationship between organizational culture and 

performance (β = 0.276, p < 0.001). Thus, the data support an institutional pathway in which inclusive leadership first 

strengthens shared values; those values then reinforce emotional attachment and performance. 

Table 5. Indirect-effect and mediation testing 

Hypothesis Indirect path β p-

value 

Decision 

H7 Inclusive leadership → Culture → Performance 0.344 <0.001 Supported 

H8 
Inclusive leadership → Affective commitment → 

Performance 
0.087 0.055 Not supported 

H9 
Inclusive leadership → Culture → Affective 

commitment 
0.413 <0.001 Supported 

H10 Culture → Affective commitment → Performance 0.276 <0.001 Supported 

Source: SmartPLS output based on primary data (2026). 

4.4 Discussion 

The nonsignificant direct effect of inclusive leadership on performance (H1) is theoretically informative. Inclusive leadership 

may improve the quality of interaction, voice, and perceived inclusion without automatically changing formal output. In public 

agencies, employee performance is embedded in work procedures, targets, statutory responsibilities, and cross-unit 

coordination. Consequently, leader openness and recognition need an organizational translation mechanism before they 

consistently affect task outcomes. This finding is compatible with the broader literature showing that inclusive leadership often 

operates through mediators such as psychological safety, meaningful work, work engagement, workplace spirituality, strengths 

use, and innovative behavior (Carmeli et al., 2010; Ke et al., 2022; Shafaei & Nejati, 2024; Maatita & Astuti, 2026). 

H2 was strongly supported: inclusive leadership predicted BerAKHLAK organizational culture (β = 0.629). This result 

underscores leaders’ role as carriers and reinforcers of organizational values. When leaders invite input, recognize contributions, 

treat employees fairly, and involve them in decisions, they enact behaviors that are congruent with harmony, collaboration, 

accountability, and service orientation. Over time, repeated inclusive behavior can make formal values more credible because 

employees experience them in daily interactions rather than only as administrative slogans. This aligns with Schein and Schein’s 

(2017) argument that leadership and culture are mutually constitutive and with evidence that inclusive leadership supports 

inclusive climates in public-sector teams (Ashikali et al., 2021). 

Inclusive leadership also significantly increased affective commitment (H3), although the coefficient was smaller than its effect 

on culture. The result supports Social Exchange Theory: employees who receive respect, voice, fairness, and recognition are 

likely to reciprocate through stronger emotional attachment (Blau, 1964; Cropanzano & Mitchell, 2005). It is also consistent 
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with LMX theory, in which high-quality relationships generate trust and mutual obligation (Graen & Uhl-Bien, 1995). The 

smaller coefficient suggests, however, that emotional attachment in this public-sector setting is influenced by more than direct 

leader–employee interaction. 

H4 and H5 show that BerAKHLAK culture is a central organizational mechanism. Culture had a strong effect on affective 

commitment (β = 0.656) and performance (β = 0.547). The seven core values give employees shared behavioral reference points 

that can reduce ambiguity and coordinate work across technical and administrative functions. In particular, the source data 

show loyalty as the strongest-loading cultural indicator, suggesting that organizational identification is deeply embedded in the 

culture construct. The results are consistent with research linking culture with effectiveness and with the specific Indonesian 

evidence on AKHLAK/BerAKHLAK values (Denison & Mishra, 1995; Hartnell et al., 2011; Srimulyani et al., 2023). 

Affective commitment significantly predicted employee performance (H6). Employees who feel emotionally attached and 

possess a strong sense of belonging are more willing to contribute and sustain effort. This result supports the three-component 

commitment literature and meta-analytic evidence that affective commitment is associated with beneficial employee outcomes 

(Allen & Meyer, 1990; Meyer et al., 2002). In the present model, sense of belonging had the strongest loading on affective 

commitment, reinforcing the relevance of belongingness as a bridge between inclusion and positive work behavior (Shore et 

al., 2011; Randel et al., 2018). 

The most important result concerns H7: organizational culture significantly mediated the inclusive leadership–performance 

relationship. Since the direct leadership–performance coefficient was nonsignificant while the indirect cultural path was 

significant, the results indicate that inclusive leadership becomes performance-relevant when it is embedded in shared 

organizational values. This differs from models that assume a leader’s interpersonal behavior should immediately produce higher 

output. In a public bureaucracy, culture can institutionalize inclusive practices, make them consistent across situations, and 

connect them with expected service behaviors. The finding therefore extends Srimulyani et al. (2023) by demonstrating a 

significant culture-mediated leadership–performance pathway in an ASN setting using the seven BerAKHLAK values. 

H8 was not supported: affective commitment did not significantly mediate the effect of inclusive leadership on performance (p 

= 0.055). The near-threshold result should not be interpreted as evidence that affective commitment is unimportant, because 

its direct effect on performance was significant. Rather, the evidence indicates that emotional attachment generated directly by 

inclusive leadership is not, by itself, a sufficiently reliable channel for performance. Affective commitment appears to become 

more consequential after organizational values have been internalized. This interpretation is strengthened by H10, where 

affective commitment significantly mediated the culture–performance relationship. 

H9 further clarifies the sequence: organizational culture significantly mediated inclusive leadership’s effect on affective 

commitment. Inclusive leadership can therefore shape emotional attachment both directly and indirectly by building a work 

environment whose values employees recognize and identify with. This pattern is compatible with person–organization fit 

theory, which proposes that value congruence contributes to positive attitudes and attachment (Kristof, 1996). Inclusive 

leadership may create positive relational experiences, but a coherent culture makes those experiences organizational rather than 

merely interpersonal. 

Finally, H10 confirms that affective commitment mediates the effect of BerAKHLAK culture on performance. This establishes 

a psychologically meaningful second-stage mechanism: shared values provide direction, while affective commitment supplies 

internal motivation and identification. Together, H7–H10 show that the two mediators are not interchangeable. Organizational 

culture is the primary translator of inclusive leadership into performance, whereas affective commitment is more effective as a 

psychological mechanism translating internalized culture into performance. This distinction is the central theoretical 

contribution of the study. 

5. THEORETICAL AND PRACTICAL IMPLICATIONS 

Theoretically, the study refines the inclusive-leadership literature by showing that organizational and psychological mediation 

mechanisms perform different functions. The findings support Social Exchange Theory and LMX theory but add an 

institutional layer: reciprocity generated by inclusive leaders is more likely to influence formal public-sector performance when 

it is stabilized through shared organizational values. The model therefore links relational leadership, culture, and commitment 

rather than treating them as competing explanations. It also demonstrates that public-sector context matters; recent work on 
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inclusive leadership in public organizations emphasizes behavioral participation, formalization, and organizational conditions 

as important boundary elements (Ashikali & Van Luttervelt, 2026; Bernards et al., 2025). 

Practically, managers should not rely on interpersonal inclusiveness alone. Participation, recognition, and fair treatment should 

be explicitly connected to BerAKHLAK routines: service standards, accountability practices, competence development, 

harmonious interaction, loyalty to public goals, adaptation to policy and technology, and cross-unit collaboration. Because 

culture mediated the leadership–performance relationship, agencies should align leadership development, performance 

management, internal communication, and recognition systems with these values. The relatively lower descriptive means for 

adaptability and collaboration in the source study also suggest useful priorities for strengthening cross-field problem solving, 

knowledge sharing, and responsiveness to change. 

Affective commitment should be cultivated through meaningful recognition, participation, development opportunities, and 

communication that connects individual roles to organizational purpose. Yet managers should also ensure that emotional 

attachment is linked to concrete work expectations. The nonsignificant H8 result indicates that commitment generated by 

leadership is not automatically converted into performance; employees need a cultural framework that translates belonging into 

accountable behavior and measurable contribution. 

6. LIMITATIONS AND FUTURE RESEARCH 

The study is cross-sectional and conducted in a single provincial agency, so causal interpretation and generalizability should be 

approached cautiously. All focal constructs were measured through respondent perceptions, which may create common-method 

concerns despite the satisfactory measurement properties; future studies can combine supervisor-rated performance, 

administrative indicators, and time-separated surveys (Podsakoff et al., 2003). The census design provides strong coverage of 

the focal organization but a modest absolute sample size. Replication across ministries, municipalities, public hospitals, and 

other infrastructure agencies would test whether the mediation pattern holds under different institutional conditions. 

Future research should also examine additional mechanisms such as psychological safety, work engagement, competence, 

perceived organizational support, job satisfaction, and public-service motivation. Longitudinal or multilevel designs could 

distinguish individual perceptions of inclusive leadership from unit-level cultural strength. Comparative research may further 

test whether the seven-value ASN BerAKHLAK framework functions differently from corporate AKHLAK or from public-

service value systems in other countries. Recent developments in public-sector inclusive-leadership measurement also provide 

opportunities to compare behavior-focused scales with established inclusion frameworks (Ashikali & Van Luttervelt, 2026; 

Merlini et al., 2025). 

7. CONCLUSION 

This study demonstrates that inclusive leadership does not necessarily improve civil-servant performance through a simple 

direct route. In the investigated public agency, inclusive leadership had no significant direct effect on performance, but it 

strongly strengthened BerAKHLAK organizational culture and positively influenced affective commitment. Organizational 

culture, in turn, improved both affective commitment and performance, while affective commitment also enhanced 

performance. Most importantly, organizational culture significantly mediated the inclusive leadership–performance relationship, 

whereas affective commitment did not. Affective commitment instead mediated the culture–performance relationship. The 

evidence therefore identifies organizational culture as the principal institutional mechanism that converts inclusive leadership 

into performance and affective commitment as a downstream psychological mechanism that helps translate internalized values 

into contribution. For public-sector organizations, inclusive leadership is most consequential when it becomes embedded in 

shared values and everyday administrative practice. 
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