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ABSTRACT

The transformation of traditional workplace arrangements has introduced unique
challenges for fostering inclusion and retaining organizational identification
among remote workers. This study examines how inclusion climate influences
employee outcomes in remote work settings - a context that has become increas-
ingly prevalent yet remains understudied in terms of inclusion dynamics. Through
a two-wave study involving a sample of 156 remote workers, we find that organi-
zational identification mediates the relationship between perceived inclusion cli-
mate and well-being. Furthermore, we demonstrate that subjective well-being
mediates the relationship between organizational identification and key employee
outcomes, namely job satisfaction, organizational citizenship behaviors, and
employee retaliation. Importantly, our results reveal a serial mediation effect,
where organizational identification and subjective well-being sequentially mediate
the relationship between perceived inclusion climate and both job satisfaction and
employee retaliation. These findings contribute to our understanding of the mech-
anisms through which inclusion influences remote workers’ well-being and
behavior.
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revealed the exclusive nature of many workplace struc-
tures (Georgiadou, Roumpi, et al., 2021). For many

The transformation of traditional workplace structures
has fundamentally altered how employees perceive inclu-
sion and derive meaning from their job. Recent studies
show that whilst 98% of employees prefer some form of
hybrid working arrangements (Haan, 2023), this shift has
introduced new challenges for retaining organizational
culture and fostering belongingness (Georgiadou,
Ozkazanc-Pan, & Ozbilgin, 2024). The transition to fully
remote or hybrid work has exposed critical gaps in how
organizations approach inclusion, particularly as digital
technologies reshape workplace connections (Zahoor
et al., 2024). In this context, our study investigates the
critical role of perceived inclusion climate in shaping
employee outcomes in remote work settings.

The quick shift to remote work has exposed four criti-
cal issues in contemporary work practices. First, it has

employees, this adjustment has blurred the boundaries
between professional and personal life, effectively
transforming the ‘work-from-home’ experience into a
‘sleeping in the office’. Second, it has highlighted
the limited understanding of inclusion as a crucial
aspect of organizational approaches in the new work-
place context (McDowell, 2014; Rodrigues, Guest, &
Budjanovcanin, 2016). Third, while early research explor-
ing the effects of use of digitalization and information
technologies suggests improved inclusion and belonginess
among employees, more recent research findings indicate
the opposite effects (Bianchi, Kang, & Stewart, 2012;
Zahoor et al., 2024). Finally, it has become evident that
the issue of change is primarily centered on the micro-
individual rather than the meso-organizational level
(Bolton & Muzio, 2008).
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The introduction of remote and hybrid work arrange-
ments has greatly changed the modern workplace, pre-
senting both challenges and opportunities for
organizations. In this new workplace, cultivating an
inclusive organizational environment becomes more
important than ever to foster productivity, employee
belonging, and engagement (Ferdman & Deane, 2014;
Nishii, 2013). Additionally, investing in inclusion pro-
vides a two-fold advantage: it enables organizations to
capitalize on emerging opportunities and enhance their
resilience in the face of current and future challenges. An
inclusive workplace promotes psychological safety,
encourages involvement and respect for all employees,
fosters authentic self-expression, and guarantees equal
access to decision-making processes and advancement
opportunities (Pless & Maak, 2004; Shore, Cleveland, &
Sanchez, 2018). All these requirements are essential for
creating a workplace where individuals feel valued, sup-
ported, and empowered to contribute their best work.

Despite the fact that previous research has examined
the antecedents and outcomes of inclusive climates in
conventional workplaces (Chung et al., 2020; Mor Barak
et al., 2016; Randel et al., 2018), the knowledge regarding
the nomological network of inclusive climates in virtual
and remote work contexts is still limited. In particular,
the abrupt transition to work-from-anywhere due to the
COVID-19 pandemic, has brought to the surface some
important issues, such as social isolation, communication
barriers, and the blurring of work-life boundaries, that
hinder the creation and/or sustainability of inclusive work
cultures and have a potential negative impact on
employees’ well-being (Carnevale & Hatak, 2020;
McGuire, Germain, & Reynolds, 2021; Magrizos et al.,
2023). In addition, studying the effects of inclusive cli-
mate in the context of remote work responds to the calls
that have been made to examine the challenges that
appear to come with the digitalization of the workplace.
In particular, several scholars (e.g., Antonacopoulou &
Georgiadou, 2021; Bianchi, Kang, & Stewart, 2012;
Wang, Liu, & Parker, 2020; Zahoor et al., 2024) have
argued that the digitalization of the workplace can inten-
sify inclusion-related issues, for instance, those related to
status differences. This study investigates the relationship
between perceived inclusion climate and the outcomes of

Perceived Inclusion Organizational

remote workers, with organizational identification and
subjective well-being as serial mediators of this
relationship.

This study examines the complex interaction between
a perceived inclusion climate and the outcomes of remote
workers, with organizational identification and subjective
well-being serving as serial mediators in this relationship.
In doing so, we contribute to the growing literature on
how organizations can effectively support remote
workers and promote their well-being. Our theoretical
framework (Figure 1) is embedded in the human-oriented
organizational literature, which suggests that a strongly
perceived inclusive climate is characterized by resilience,
social solidarity, genuine concern for others, and moral-
ity (Rayner, 2009). Against this backdrop, we postulated
that employees’ identification with their organization will
be strong and positively impact their subjective well-
being, leading to higher levels of job satisfaction and pos-
itive organizational citizenship behaviors, while reducing
their propensity for retaliatory behaviors. Drawing on
social identity and social capital theory, we further
hypothesized that a strong sense of identification, and, in
turn, subjective well-being, would serially mediate the
relationship between the perceived inclusion climate and
employee outcomes.

This study makes several contributions to literature.
First, it highlights the importance of human-oriented
behavior in organizations in light of the post-COVID
workplace, which now extends beyond traditional physi-
cal office spaces. Organizations must now consider the
individual needs of team members in defining new work
arrangements, creating inclusive and supportive climates,
and sharing information effectively (Triana et al., 2021).
Furthermore, remote and flexible work practices require
a new mindset in managing people’s expectations and
accommodating their needs (Branicki, 2020; Janse van
Rensburg & Smith, 2021). Consequently, managers need
to trust their employees to produce quality work and
must also be flexible and adaptable themselves. For
instance, compassion and empathy should be central to
the organizational approaches during times of crisis
(Bahn, Cohen, & van der Meulen Rodgers, 2020).

Second, we argue that a perceived high level of inclu-
sion climate is important to enhance workplace
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identification when working from home in turbulent
environments and that a high level of organizational
identification is related to better subjective well-being,
job satisfaction, and usage of organizational citizenship
behaviors and lower intentions of retaliation. Hence,
organizations can contribute to the solution of the prob-
lem if they guarantee meaningful work relationships with
their employees and follow the rules of organizational
culture.

Finally, this study clearly emphasizes the need for a
human-oriented approach in the post-COVID workplace
and explains how organisations can support their
employees through inclusive practices to improve work
attitudes. The results show that inclusion is essential for
managing the effects of new workplace arrangements like
work-from-anywhere on employees’ subjective well-
being, job satisfaction, and organizational citizenship
behaviours. When employees have stress and anxiety,
they make them feel valued and supported by inclusive
practices. By adopting these approaches, it is possible to
enable organizations to develop a shared sense of con-
nectedness and belonging, which in turn will benefit the
well-being of their employees and the effectiveness of
the organization. Therefore, the requirement for inclu-
sion should be considered, especially during a crisis.

CONCEPTUALIZATION AND
THEORETICAL DEVELOPMENT

Inclusion in the new workplace

In the new workplace, inclusion refers to the subjective
experience of belongingness and the degree to which indi-
viduals are afforded equal access to both formal and
informal  organizational processes and resources
(Georgiadou, Ozkazanc-Pan, & Ozbilgin, 2024; Lazaz-
zara, Za, & Georgiadou, 2025). Inclusion is considered a
complex construct with multifaceted dimensions and has
been linked to desirable organizational outcomes such as
increased innovation and performance, although its mea-
surement and operationalization are still being debated
(Georgiadou & Syed, 2021; Mor Barak, 2013).

Mor Barak’s (2015, p. 85) “two-stage process model of
inclusion” offers a useful framework for understanding
how organizations address diversity and inclusion. This
model proposes that reactive organizations focus on
increasing diversity in the workplace during the first
stage, while proactive organizations concentrate on
leveraging diversity initiatives to foster inclusion during
the second stage. However, the exact mechanisms
through which these diversity initiatives translate into
greater inclusion remain uncertain.

A number of studies have sought to identify specific
strategies for promoting an inclusive organizational cul-
ture. For example, Gotsis & Grimani (2017) presented a
dynamic model of inclusion which is based on the

principles of allegiance, listening, and working together.
Using an institutional theory perspective, Theodorako-
poulos & Budhwar (2015) stated that inclusive organiza-
tions are based on the three pillars of cognitive,
normative, and regulative pillars that define the under-
standing of what is right and wrong, and how decisions
should be made within the organization.

Inclusion is now more relevant than ever; neverthe-
less, there is a requirement to explore in depth the nature
and effects of the concept, especially in the context of the
new emerging workplace (Shore et al., 2011). Neverthe-
less, past literature shows that people’s perceptions of
inclusion are related to their levels of organizational
commitment (Hwang & Hopkins, 2012), organizational
identification (Shore et al., 2011), job satisfaction and
well-being (Le et al., 2018), and career development (Mor
Barak, 2013). Moreover, research has proposed that
organizations that embrace inclusive management prac-
tices fare better in terms of organizational performance,
such as the stock value and organizational attractiveness
(Bradley et al., 2024; Roumpi, 2022; Roumpi, Gianna-
kis, & Delery, 2019). Individuals recognize that organiza-
tions with a strong perceived inclusion climate are
fulfilling their diversity commitments and obligations,
which leads to heightened organizational commitment
and loyalty (Li et al., 2019).

In the current era, organizations face the challenge of
effectively managing the risks and difficulties that their
employees encounter in both physical and virtual work
environments. The complexity of this challenge is ampli-
fied by the unpredictable macro socio-economic context
that organizations operate within (Zagelmeyer &
Gollan, 2012). Consequently, organizations must estab-
lish a foundation that can redefine traditional business
approaches and pivot toward a hybrid-context oriented
model that accommodates the needs of a diverse work-
force. Scholars have argued that individual experiences
can serve as a fundamental catalyst for detaching
oneself from social establishments (Worts, Fox, &
McDonough, 2007). Drawing upon symbolic interaction-
ism (Dennis & Martin, 2005), which emphasizes the cen-
trality of individual experiences in shaping social reality,
it can be contended that employees’ subjective experi-
ences in hybrid work environments significantly influence
their perception of the social reality of the workplace.

As stated by Antonacopoulou & Georgiadou (2021),
experience is not just a result of socialization process but
rather is a process of synthesis and an interpretive and
communicative rendering of individual experiences
and social relationships. This emphasizes the role of the
experience of inclusion in organizations because it is a
way of providing direction, inspiration, and enablement
that allows people to stay connected to the mission,
objectives, and vision of their organizations. Without the
employees’ buy-in, many organizations would have failed
to navigate through the recent crisis. The importance of
inclusion in preventing workplace withdrawal behaviors
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has been highlighted by recent research examining how
cultural and institutional factors shape employee
responses to remote work arrangements (Georgiadou,
Vezyridis, & Glaveli, 2025).

The blurring of traditional boundaries between the
workplace and homeplace necessitates a reevaluation of
the conceptualization of inclusion to encompass and rep-
resent the new types of workplace arrangements. While
research on inclusion has emphasized the importance of
context, we argue that explicit attention must be paid to
place when considering context (Georgiadou &
Syed, 2021). By exploring the relationships between a
perceived inclusion climate, organizational identification,
subjective well-being, job satisfaction, organizational citi-
zenship behaviors, and employee retaliation in the con-
text of working-from-anywhere, organizations can ensure
that their employees trust them and feel supported, con-
nected, and included in this new workplace. This is a
means to counteract the stress, insecurity, violation of the
work-life balance, and detrimental impact on well-being
triggered by the ongoing macro-level crisis (Li
et al., 2022; Mihalache & Mihalache, 2022). Despite the
growing body of literature investigating current and
future work models, the role of inclusion in this macro-
level ‘turbulence’ and the ensuing new workplace
arrangements still needs to be assessed (Georgiadou,
Ozkazanc-Pan, & Ozbilgin, 2024).

Our study emphasizes the challenges that organiza-
tions may face when individuals are or are perceived to
be excluded from the corporate culture. The importance
of inclusion and inclusive leadership during the pandemic
is highlighted by Caligiuri et al. (2020), who note that
effective leaders “have the skills to adapt to the demands
of the context when needed” (p. 701). In addition, inclu-
sive leadership in the disruptive setting of COVID-19 is
enacted through continuous adaptability on leaders’ per-
ceptions of the context and followers’ perceptions of
inclusion (Beijer, Knappert, & Stephenson, 2024). This
adaptability is crucial in fostering an inclusive environ-
ment in the evolving workplace.

Perceived inclusion climate

Nishii (2013, p. 1754) introduced the construct of an
inclusive climate as the mechanism by which “relational
sources of bias” are eliminated, ensuring that an individ-
ual’s identity group status has no bearing on their access
to resources. Inclusive climates also create opportunities
for heterogeneous individuals to establish personalized,
cross-cutting ties and integrate ideas across boundaries in
joint problem-solving. She also argued that the presence
of an inclusive climate can help to diffuse relationship
tensions that may occur in inclusive teams.

This paper, while extending on this foundation, and
in response to the call for finer grained analysis in the
context of remote work, defines inclusion climate as

the collective perception of the extent to which organiza-
tions incorporate fairness, equity and the inclusion of
diverse employees in their policies, practices and proce-
dures (Georgiadou, Ozkazanc-Pan, & Ozbilgin, 2024;
Nishii, 2013). This definition goes beyond previous con-
ceptualizations, which are mainly focused on demo-
graphic diversity to include other important aspects such
as diversity, equality and inclusion (DEI) practices, avail-
ability of resources, and the creation of a place where
everyone belongs and is valued. In remote work
where the sense of isolation can be heightened by physical
distance, the importance of an inclusive climate is there-
fore particularly important.

To make a more coherent conceptual framework, we
also elaborate more on this definition by identifying sev-
eral key attributes that are more closely related to remote
work. An inclusive climate not only includes demo-
graphic diversity but also ensures equity and inclusion
through policies and practices that celebrate and include
the voice of diverse groups of people. This is in line with
Shore et al. (2011) who noted that both belongingness
and uniqueness are crucial in inclusive climates. In
remote work situations, this could look like having
diverse membership in virtual meetings, promoting equal
opportunities for career growth regardless of physical
presence in the office, and encouraging everyone on the
team to participate.

Furthermore, an inclusive climate provides equal
access to both material and intangible resources and
rewards (Mor Barak, 2015). In the remote work context
this extends to digital resources, information and skills
and capabilities as well as opportunities for networking.
It also entails making sure that all the employees have
the right technology and support to work from home as
well as to solve the issues that may occur as a result of
different living and working conditions and the absence
of technology (Aydos et al., 2021).

Inclusion climate is also characterized by the extent of
psychological safety and belonging that it provides to all
employees (Li & Peng, 2022). This means creating virtual
spaces where nobody should feel uncomfortable, where
everyone can freely express themselves and their opin-
ions, ideas, and concerns. This feeling of belonging is
especially difficult to create in remote work, which makes
it an important focus area for organizations that are try-
ing to build inclusive climates (Vallabh et al., 2024).

Inclusive climates also contribute to the incorporation
of diverse employees into all aspects of organizational life
(Mor Barak, 2015). In remote settings, this could mean
that all employees -regardless of where they are physi-
cally - can engage in decision-making processes, contrib-
ute to important projects, and shape the organizational
culture. This integration is important in order to ensure
the overall organizational identity and to avoid the isola-
tion of remote workers (Bartel et al., 2012).

As Nishii (2013) pointed out, an inclusion climate
helps to build cross-cutting ties. In remote work contexts
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this means putting in place structures and processes that
allow and encourage collaboration across geography,
functions and levels. This aspect of inclusion climate is
most significant for the generation of innovation and
knowledge in distributed teams (Carmeli et al., 2010).

The capability of an inclusive climate to mitigate rela-
tionship tensions is particularly important in remote
work settings where miscommunication is more likely to
happen, and relationship building is harder. An inclusive
climate in remote work environments therefore has to
have provisions for conflict management and relationship
management in the virtual world (Nembhard &
Edmondson, 2006).

The cultivation of such an inclusive workplace cli-
mate can be claimed to be important not only for people
with different characteristics, but also for organizations.
According to Avery et al. (2007), people who are from
minorities share more negative work experiences than
positive ones, which in turn leads to frustration and low
job satisfaction. Inclusive organizational climates have
been found to have positive effects on employee out-
comes (including those of employees from underrepre-
sented groups) such as affective and organizational
commitment and engagement (Li et al., 2019). Therefore,
an inclusion climate can be seen as a supporter of the
‘business case’ for the diversity management strategies
that an organization is implementing. It is also
highlighted that an inclusion climate can help to demon-
strate the engagement of key stakeholders in the promo-
tion of inclusive behaviors, practices, and values
(Liet al., 2019) and improve the effectiveness of inclusion
in top management teams (Kalev, Dobbin, &
Kelly, 2006).

However, as it has been mentioned above, although
there are many benefits of investing in inclusion in the
workplace for people and organizations, the role of inclu-
sion climate in improving working experience in non-
traditional ways of working, such as the new hybrid
workplace, has not been explored. The existing research
also shows that positive organizational climates can
decrease negative behaviours and beliefs, for instance, by
decreasing trust, stress, isolation, and sense of belonging
(Nishii, 2013). We suggest that through fostering inclu-
sion, organizations can enhance their employees’ organi-
zational identification, subjective well-being, job
satisfaction, and organizational citizenship behaviours,
as well as reduce employee retaliation, even in a remote
or hybrid work context where face-to-face interactions
are infrequent.

Inclusion climate and organizational
identification

Organizational identification is a concept that is based on
the assumption of the shared understanding of the micro
(individual), meso (team), and macro (organization)

levels and entails the development of a coherent value
system among individuals and groups (Hatch &
Schultz, 2002). Organizational identification facilitates
the creation of a sense of connectedness among
employees, which in turn creates a feeling of belonging-
ness and loyalty to the organization’s mission and vision
(Ashforth & Mael, 1996) beyond the workplace. People
are trying to reach harmony with the larger organiza-
tional group, and therefore try to make individual and
group-level goals coherent. In contrast, a low level of
identification with the employer may lead to reduced
morale, motivation, and performance and increased
counterproductive behaviors, stress, and retaliation
(Rothausen et al., 2017), especially in situations of high
levels of volatility, structural change, and uncertainty
(Psychogios & Prouska, 2019).

Organizational identification is rooted in self-
categorization theory, whereby people adopt social iden-
tities that they deem appropriate (Ashforth &
Mael, 1989). It refers to the perception of oneness or
belonging to a given organization (Ashforth &
Mael, 1989). This perception can be as narrow as the cog-
nitive aspects of identification (e.g., “I am”) or as wide as
to include identity content, i.e., beliefs and values, and
even identity behaviors that are induced by organiza-
tional identification (Ashforth, Harrison, &
Corley, 2008). Organizational identification resolves the
question of “Who am 1?” (Ashforth & Mael, 1989) and is
a type of social identification that leads people to seek
empowerment, connectedness, and meaning, all essential
components of a perceived inclusive climate
(Denhardt, 1987).

Studies show that a high level of organizational iden-
tification can lead to desirable outcomes for the organiza-
tion in terms of job satisfaction, reduced turnover and
absenteeism and enhanced employee well-being
(Chughtai & Buckley, 2013). Therefore, organizational
identification and its management may be important for
building up the organization’s environment that is open
to everyone and beneficial for both the individual and the
organization.

According to social constructionism, previous studies
have pointed out that organizational culture and identity
are in a dynamic relationship with the sensemaking pro-
cess (Ravasi & Schultz, 2006). However, previous
research has not fully addressed the differences between
organizational culture and identification, which have been
used interchangeably. In fact, while organizational culture
is often tacitly embedded in everyday organizational prac-
tices and rituals, organizational identification is primarily
a self-reflective and relational construct (Pratt, 2003). This
distinction highlights the need to treat organizational cul-
ture and identification as complementary yet distinct phe-
nomena, and that their understanding adds unique
insights into the sensemaking process of organizations.

Fiol (2001) postulates that employees create a sense
of meaning from their organizational identification, and
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that organizational identities serve as a source of organi-
zational continuity. These identities provide a framework
for employees to comprehend and attach profound mean-
ing to organizational behavior (Ravasi & Schultz, 20006).
During times of significant change, such as the introduc-
tion of new workplace arrangements, strongly held iden-
tification values may be further reinforced. This is
because such changes can cause intensified feelings of
antagonism, insecurity, a greater need for connectedness,
and uncertainty. Organizational culture is a fundamental
dimension of the sensemaking process in the workplace,
and identity involves how individuals define and
experience themselves, partly influenced by their activi-
ties and beliefs, which are grounded in and interpreted
using cultural assumptions and values (Hatch &
Schultz, 2000, 25).

Farooq, Rupp and Farooq (2017, 958) argued that an
individual’s organizational commitment depends on the
attractiveness and distinctiveness of the organization’s
attributes, values, and practices as compared to other
organizations. In this context, CSR initiatives are seen to
have a significant effect on employee organizational iden-
tification by way of perceived respect and prestige. That
is, if an organization has a culture that fosters and cele-
brates diversity and inclusion, then it can be said that the
organization has values and practices that are different
from those of other organizations that do not include and
diversify. Theoretically and empirically, scholars have
outlined the relationship between the inclusive culture
and diversity management practices and job applicants
and employees’ attitudes and other work outcomes as
positive (Stevens, Plaut, & Sanchez-Burks, 2008). There-
fore, it is proposed that there is a positive relationship
between inclusive culture and  organizational
identification.

Organizational identification is a relational phenome-
non where employees incorporate the organization’s
values, norms, and interests into their self-concept (Van
Knippenberg & Sleebos, 2006, 572). Hence, the recent
adoption of hybrid workplace arrangements has the
potential to either enhance or diminish organizational
identification. First of all, organizational administrative
decisions while working from anywhere can greatly affect
the identity of the organization and thereafter, affect the
levels of employees’ organizational identification. On
the one hand, practices such as layoffs, furloughs, and
pay cuts can lead to the violation of employees’ values,
which are incongruent with the organization’s values and
result in decreased levels of organizational identification.
On the other hand, the policies and practices that
improve the organization’s inclusion climate may
increase the fit between the personal and organizational
values and, hence, increase organizational identification.
Second, working from anywhere has drastically reduced
the level of interpersonal contact with colleagues, which
has in turn altered the organizational norms and may
affect the levels of organizational identification.

However, those employers who provide an inclusive busi-
ness environment and a positive overall culture may be
able to prevent this or may even observe enhanced levels
of organizational identification among their employees.
Research findings also show that there is a positive
association between an inclusive organizational climate
and employees’ levels of loneliness, belongingness,
and uniqueness (Randel et al., 2018). Hence, we propose
the following hypothesis:

Hypothesis 1. A perceived inclusive climate is
positively related to organizational
identification.

Perceived inclusion climate and well-being

Although the literature on well-being in the workplace is
extensive, there exists significant variation in its defini-
tion and operationalization (Jenkins & Delbridge, 2014).
A number of paradigms pertaining to work-related well-
being adopt a hedonistic perspective that emphasizes
pleasure and positive experiences (e.g., high job satisfac-
tion) (Ryan & Deci, 2001). A significant body of litera-
ture acknowledges both eudemonic and hedonistic
aspects of well-being, with the former featuring personal
learning and growth opportunities, autonomy, and self-
actualization (Fisher, 2010). Given the employee-centric
lens of these approaches to well-being, clearer links are
made possible between well-being and explicit job char-
acteristics such as organizational identification
(Morgeson & Humphrey, 2006) or organizational cul-
ture, including inclusive business practices and trust in
organizational leadership (Carr et al., 2003).

Focusing more specifically on subjective well-being,
the need-fulfillment theory (Tay & Diener, 2011) suggests
that high levels of well-being can be achieved by realizing
both psychological and physical needs of individuals.
Such individual needs, in line with the livability theory
(Veenhoven & Ehrhardt, 1995), are influenced by societal
conditions and systems.. Building on this theoretical
foundation, we contend that a positive organizational cli-
mate of inclusion can yield positive impacts on employee
well-being.

Empirical evidence suggests that inclusive climates in
organizations have a positive effect on the motivation,
engagement, and turnover rates of employees as well as
on the overall financial performance of the organization
(Ferdman & Deane, 2014). This is important, especially
during the times of change, as scholars who have earlier
stressed on the significance of inclusion during such
times, stating that it enhances job satisfaction and com-
mitment, and that its effects on organizational effective-
ness may be mediated through employee well-being
(Antonacopoulou & Georgiadou, 2021; Gotsis &
Grimani, 2017). If properly promoted, a positive climate
for inclusion can help integrate differences and thus
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enhance individual well-being by addressing their identity
needs for connectedness and belongingness (Mor Barak
et al., 2025). Inclusive climates can also help reduce the
consequences of the persistent group-level inequalities
and create a context in which individuals perceive receiv-
ing fair and equal treatment, which in turn leads to per-
ceived self-efficacy and empowerment (Gotsis &
Grimani, 2017). Hence, we hypothesize that:

Hypothesis 2. The relationship between per-
ceived inclusion climate and well-being is
mediated by organizational identification.

Employee outcomes

Beyond the individual level of employee well-being, the
constructive outcomes of organizational identification
may affect work-related attitudes and behaviors. It can
therefore be theoretically postulated that organizational
identification, through subjective well-being, impacts two
important employee attitudes and behaviors; job satisfac-
tion and organizational citizenship behaviors, while
reducing retaliatory behaviors. The identification process
can offer employees a feeling of belonging and an iden-
tity, which in turn may improve organizational citizen-
ship behaviors and decrease retaliative behaviors as
research indicates that those who identify with their orga-
nizations are likely to engage in behaviors that are con-
ducive to the organization’s goals (Karanika-Murray
et al., 2015). Therefore, when employees experience high
levels of organizational identification are more likely to
be motivated and engaged and, therefore, more produc-
tive and efficient, because they consider the well-being of
the organization as their own (Van Knippenberg & Van
Schie, 2000).

The relationship between an individual and an orga-
nization plays a critical role in the extent to which organi-
zational culture impacts employees’ commitment and
well-being levels (Ashforth & Mael, 1989). This relation-
ship fulfils the basic psychological needs of safety and
belongingness for the employees and has a significant
influence on their subjective well-being and even their
health (Ashforth, Harrison, & Corley, 2008). In terms of
organizational social capital theory, such a strong bond
enables individuals to share trust, collaborate, and pursue
collective goals that encourage collective action, resulting
in greater organizational effectiveness and success
(Georgiadou & Syed, 2021, 5). The sense of identification
with the organization fosters greater support and collabo-
ration, particularly in challenging circumstances and new
workplace arrangements, leading to greater subjective
well-being and better employee outcomes. Research sug-
gests that optimal employee outcomes are contingent
upon enhancing employee well-being, which can be
achieved by implementing workspace arrangements that
promote organizational identification (Knight &

Haslam, 2010). Based on this, we propose the following
hypothesis:

Hypothesis 3. The relationship between orga-
nizational identification and a) job satisfac-
tion, b) organizational citizenship behaviors,
and c) employee retaliation is mediated by
subjective well-being.

As explained by the social identity theory approach
(Tajfel & Turner, 1986), individuals assign themselves to
different categories on the basis of their group affiliation.
This approach recognizes that people can have multiple
social identities, e.g., gender, national, professional, or
religious, and that any of these can be the target of identi-
fication (Karanika-Murray et al., 2015). According to
social identity theory, people incorporate their experience
of working in an organization through this identification
process, which, in turn, affects their employee outcomes
in the form of job satisfaction, organizational citizenship
behaviors, and retaliation.

To builld on the concept of social capital
(Georgiadou & Syed, 2021), we claim that members of
the in-group have better levels of belongingness, connect-
edness, trust, engagement, and participation, which are
valuable for individuals and organizations. In this frame-
work, we suggest that perceived inclusion climate is an
antecedent of strong organizational identification in a
new workplace context. We further propose that higher
levels of organizational identification will lead to
improved employee subjective well-being, job satisfac-
tion, and organizational citizenship behaviours, as
well as reduced retaliation. Hence, we postulate the
following:

Hypothesis 4a. The relationship between per-
ceived inclusion climate and job satisfaction is
serially mediated by organizational identifica-
tion and, in turn, by subjective well-being.

Hypothesis 4b. The relationship between per-
ceived inclusion climate and organizational
citizenship behaviors is serially mediated by
organizational identification and, in turn,
by subjective well-being.

Hypothesis 4c. The relationship between per-
ceived inclusion climate and employee retalia-
tion is serially mediated by organizational
identification and, in turn, by subjective well-
being.

By ‘serially mediated’, we mean that the relationship
between the independent variable (perceived inclusion cli-
mate) and the dependent variables (job satisfaction, orga-
nizational citizenship  behaviors, and employee
retaliation) occurs through a chain of mediators
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(organizational identification followed by subjective well-
being) in a specified order.

METHODS
Research design and context

Our study employed a two-wave design with a one-week
lag between stages, conducted in July 2020. This design
was chosen to reduce common source bias by collecting
dependent and independent variables at different time
points. The context of our study was the COVID-19
period, where many employees were working remotely
for the first time due to pandemic-related safety
measures.

Participant selection and sampling strategy

Respondents were recruited via the Prolific Academic
online platform, using specific filtering criteria to ensure
our sample consisted of US nationals located in the US,
employed full-time for for-profit businesses, and working
remotely (from home) 100% of their time for the first
time due to pandemic safety measures. On the basis of
these criteria, we recruited 180 participants. While this
sampling strategy allowed us to focus on a specific subset
of workers directly affected by the pandemic-induced
shift to remote work, we acknowledge that it may limit
the generalizability of our findings to other types of
workers or work arrangements.

In the design of our survey questionnaire, we included
two attention check questions to confirm the validity of
the responses; eight participants failed them and were thus
discarded from the rest of the analysis. On average, our
participants were rewarded with US$4 for completing the
survey. After removing some incomplete questionnaires,
we ultimately collected 156 valid questionnaires. Ethical
considerations were prioritized throughout the research
process, with participants being informed about the study’s
purpose and their rights, guaranteed anonymity, and given
the option to withdraw at any time without penalty. Ethi-
cal approval was granted by a large US University.

In terms of demographics, 101 of our respondents
(65%) were female, and 92 (59%) said they were the pri-
mary wage earners in their household. The average time
they had spent working for their current employers was
7 years (SD =6.1), and their average age was 37.4
(SD = 11).

Research tools and measures
We measured perceived inclusion climate at Time 1 and

organizational identification at Time 2. Subjective well-
being was measured at both times.

Perceived inclusion climate was assessed using a
seven-point Likert-type scale scales ranging from
1 (‘Strongly disagree’) to 7 (‘Strongly agree’), with
15 items developed by Nishii (2013) (a0 = 0.965). Exam-
ple items included: “My employer values workers for
who they are as people, not just for the jobs that they
do”, “My employer values work-life balance”, “My
employer actively seeks employee input”.

The participants were asked questions regarding
their levels of identification with their employer by rat-
ing five items (Smidts et al., 2001) on a seven-point
Likert scale (1 =strongly disagree to 7 = strongly
agree) (a = 0.893). Example items are “When someone
criticizes my employer, it feels like a personal insult”,
“When I talk about my employer, I usually say “we”
rather than “they”” and “My employer’s successes are
my successes”.

Subjective well-being was measured by asking the
participants to rate how often they felt their life, overall,
was ‘interesting’, ‘worthwhile’, ‘enjoyable’, etc. using the
eight items developed by Burroughs & Rindfleisch (2002)
(¢ = .939) on a seven-point Likert type scale (1 = never
to 7 = always). We measured subjective well-being at
two points in time over a one-month period and calcu-
lated a universal score (Diener et al., 1999). This method
was in line with evidence suggesting that the sampling of
emotions and feelings at random moments in the respon-
dents’ lives reduces any memory biases that might affect
retrospective evaluations of well-being (Kahneman,
Diener, & Schwarz, 1999).

We measured all DVs on a seven-point Likert-type
scale (1 =never to 7 = always). Specifically, we mea-
sured employee Job Satisfaction with 4 items following
Pond & Geyer (1991) with sample items “All in all, I am
satisfied with my job” and “In general, I would say that I
like my job”. We measured Employee organizational citi-
zenship behavior (OCB) with 17 items adapted from Pod-
sakoff et al. (1990). Sample items include: “I help others
who have heavy work loads”, “I express resentment with
any changes introduced by management” (reverse
scored), and “I help make others more productive”.
Finally, we measured workplace Retaliation following
Skarlicki & Folger’s (1997) scale with five items including
the following: “Call in sick when not ill” and “I try to
look busy while wasting time”.

Control variables

We considered the effects of COVID-19 as a control vari-
able. Due to the unforeseen disruption caused by the
COVID-19 pandemic, working-from-anywhere has
become the new reality for millions of people all over the
world (e.g., Akkermans, Richardson, & Kraimer, 2020;
Restubog, Ocampo, & Wang, 2020). This mode of work-
ing is not designed around a definite, commonly shared
working space, and thus does present some advantages,
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TABLE 1 Mean, standard deviation, and intercorrelations for the study’s variables.

Variables Mean S.D. 1. 2. 3. 4. 5
1. Perceived Inclusive Climate 4.65 1.34 1
2. Organizational Identification 4.16 1.46 .676%* 1
3. Subjective Wellbeing 4.94 1.01 .300%* .329%* 1
4. Job Satisfaction 498 1.38 .699%* .683%* 482%* 1
5.0CB 5.41 .66 466** 520%* 324%* 489%* 1
6. Retaliation 2.64 1.06 —.348%* —.264%* —.328%%* —.420%* —.420%*
N = 156.
*p < .05.
*kp < 01,
such as the engagement of traditionally marginalized =~ ANALYSIS AND RESULTS

groups of individuals, and the empowerment of vulnera-
ble social groups (Haddon & Brynin, 2005). As a poten-
tial consequence of the aforementioned disruption,
employees were likely to experience feelings of isolation
and exclusion not only from the social aspect of the work
environment, but also from any future career progression
and development prospects (Georgiadou, Metcalfe, et al.
2021).

Concerns had been raised in regard to belongingness
in virtual teams (Gao & Sai, 2020) even before the social
distancing imposed in response to the COVID-19 out-
break had brought about the rebranding of all these
forms of working as ‘remote work’ (Martins, Gilson, &
Maynard, 2004). Physical distance may reinforce some
individuals® tendencies to favor people who are similar
to them, whereas it may reduce opportunities for sponta-
neous discussions and interactions between different
individuals who may be nearby or passing through. For
these individuals, being in an organization with an inclu-
sive culture may mitigate, to some extent, the effects of
the COVID-19 pandemic on their lives by promoting
higher levels of engagement and barrier-free communica-
tion (Shore, Cleveland, & Sanchez, 2018). This is in line
with Groarke et al. (2020), who highlighted the preva-
lence of loneliness and emphasized the need for social
support to reduce the impact of COVID-19. An organi-
zational inclusive culture may reduce feelings of loneli-
ness and isolation by encouraging participation and
reducing communication barriers (Shore, Cleveland, &
Sanchez, 2018).

We measured the impact of COVID-19 by means of a
single-item question (“Have you or anyone close to you
been affected by COVID-19?") which was adapted by
similar single-item measures of perceived health (Devine
et al., 2003) after changes in the work-life balance (Linna
et al., 2012). We purposefully measured this question
with one item as a means to learn complicated or sensi-
tive information that may be seen as less intrusive and
more straightforward and easily understood by all partic-
ipants, exhibiting content and face validity (Devine
et al., 2003).

Descriptive statistics and correlations

Table 1 presents all the studied variables’ descriptive sta-
tistics and correlations.

Common method variance

To reduce common source bias, we collected our depen-
dent and independent variables at two different points in
time (‘temporal separation’; Podsakoff, MacKenzie, &
Podsakoff, 2012). Further, the items within each con-
struct were randomized, and the respondents were
informed that all their responses would be kept anony-
mous. However, to further alleviate any concerns, we
performed Harman’s single factor test before conducting
our analysis. The results indicated six factors with an
eigenvalue greater than 1 emerging from an unrotated
factor analysis of the study’s variables, and that the larg-
est single factor accounted for 32.26% of total variance.
Therefore, common method bias appeared to be an
unlikely concern in our study.

Data analysis

Prior to testing our hypotheses, we performed confirma-
tory factor analysis (CFA) to test the scales’ unidimen-
sionality and discriminant and convergent validity. All
variables were entered into the Mplus (version 8) struc-
tural equation modeling software to assess whether the
items captured the intended constructs. All items fit their
relative factor with no cross-loading. All scales were
found to be unidimensional and valid, as the standard-
ized loadings were found to be above 0.6 and the average
variance extracted (AVE) to be higher than 0.6 and of
the square of the highest correlation among the studied
variables. The scales were also all found to be internally
consistent, as all Cronbach’s alpha and composite reli-
ability (CR) coefficients were higher than 0.7 (Fornell
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and Larcker, 1981). The chi-square value and fit indices
for the three models were as follows: Model A (Inclusion
Climate, Organizational Identification, Subjective well-
being, Job Satisfaction) y*/df = 1.49, p < 0.01, Compara-
tive Fit Index = 0.951, Root Mean Square Error of
Approximation  (RMSEA) =0.057.  Tucker—Lewis
index = 0.944. For Model B (Inclusion Climate,
Organizational Identification, Subjective well-being,
Employee OCB): y*/df = 1.92, p <0.01, CFI = 0.951,
RMSEA = 0.057 TLI =0.944. Finally for Model C
(Inclusion Climate, Organizational Identification, Subjec-
tive well-being, Employee Retaliation): y*/df = 1.56,
p <0.01, CFI=.935, RMSEA =0.060 TLI = 0.925.
Overall, given the fit index recommendations made by
Hu and Bentler (1999), the measurement model was con-
sidered adequate to proceed with the hypotheses tests,
which were conducted using the SPSS software.

We performed regression analyses to test the effect of
a perceived inclusion climate and found that it signifi-
cantly predicted organizational identification
(Beta = 0.676, p < 0.01), thus confirming Hypothesis 1.
We tested our regression models by means of an ordinary
least squares (OLS) regression. Specifically, we used the
PROCESS macro in SPSS 25 (Hayes, 2012) to explore
our mediations and serial-mediation hypotheses
(Hypotheses 2-4). In all cases, we took the bootstrapping
approach, running the analysis using 5,000 bootstraps
(Preacher et al., 2007). As expected, we found a signifi-
cant  mediating  effect  (Effect =0.1180, Boot
LLCI =0.0113 and Boot ULCI = 0.2345) of organiza-
tional identification on the relationship between a per-
ceived inclusion climate and subjective well-being, which
provided support for Hypothesis 2. The direct effect of
perceived inclusion climate on subjective well-being was
found to be not significant (effect = 0.1082, p = 0.1653,
Boot LLCI = —0.0451, Boot ULCI = 0.2614), showing

TABLE 2 Process results for hypotheses 4a-4c.

that organizational identification fully mediates the
relationship between perceived inclusion climate and
subjective well-being Our results also confirmed the
mediations predicted by Hypothesis 3—i.e., that
subjective well-being partially mediates the relationship
between organizational identification and a) job
satisfaction  (effect = 0.0901, Boot LLCI = .0380,
Boot ULCI =.1574), b) organizational citizenship
behaviors (effect = .0253, Boot LLCI = .0009, Boot
ULCI = .0563), ¢) employee retaliation (effect = —.0649,
Boot LLCI = —.1200, Boot ULCI = —.0252).

More importantly, however, the central tenet of our
study was that employee perceptions of their organiza-
tion’s inclusion climate may relate to organizational iden-
tification, which in turn increases subjective employee
well-being and, ultimately, enhances employee job satis-
faction and organizational citizenship behaviors and
reduces employee retaliation. To test Hypothesis 4a—4c
we examined the proposed indirect effects by estimating
bias-corrected intervals using bootstrap analysis (Hayes,
2012), while controlling for the independent variable of
the effect of COVID-19. As can be seen in Table 2, a per-
ceived inclusive climate was found to have a direct and
significant negative effect on employee retaliation and a
positive effect on organizational citizenship behaviors
and job satisfaction. Further, in line with our hypotheses,
this effect was found to be serially mediated by organiza-
tional identification and subjective well-being for job sat-
isfaction and employee retaliation. However, the results
of the serial mediation of the relationship between per-
ceived inclusion climate and organizational citizenship
behaviors by organizational identification and subjective
well-being were found to be borderline significant (CI:
—.0005, .0368). Based on these results, we found support
for Hypotheses 4a and 4c, but we did not find
support for Hypothesis 4b.

DYV: job satisfaction DV: OCB DV: retaliation

b SE b SE b SE
Intercept —.04 42 4.02 27 4.99 48
Effect of Covid-19 .07 A5 —.14 .10 —.044 173
Perceived Inclusion Climate 41 .07 .10 45 —.216 .081
Organization Identification 32 .07 15 .042 .001 .075
Subjective Well-Being .34 .07 11 .047 —.257 .083
R? 63%* .3261%* 1762%*
df (4.151) (4,151) 4, 151)
Direct effect A1¥* .07 .10* .05 —.22%* .081
Indirect Effect .043* 23 .013* .01 —.0319*% .0194
CI of indirect effect [.0022, .0933] [—.0009, .0351] [-.0767, —.0022]

N = 156 employees. Unstandardized regression coefficients are reported.

Bootstrap sample size = 5,000. CI: Confidence Interval; LL: lower limit; UL: upper limit.

*p < .05.
**p <.01.
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DISCUSSION

The primary aim of our research was to gain a better
understanding of how the perceived inclusion climate
influences various aspects of working from anywhere. In
order to do this, we proposed and examined a model
(Figure 1) which explains the role of organizational iden-
tification and subjective well-being in the relationship
between perceived inclusion climate and employee out-
comes when working from anywhere. The findings of our
analysis give a clearer picture of the process of building
inclusive climates in remote work environments. In line
with our hypotheses, we observed that perceived inclu-
sion climate was positively related to organizational iden-
tification and subjective well-being, which in turn
predicted job satisfaction and organizational citizenship
behaviors as well as reduced employee retaliation. These
results highlight the need to create inclusive work envi-
ronments to enhance employees’ well-being and other
positive outcomes, especially in the light of major shifts
in work arrangements. Furthermore, our study contrib-
utes to literature by expanding the study to a new work
context: working from anywhere.

Our results align with and extend existing research on
the benefits of inclusive climates in several ways. First, by
establishing the mediating effects of organizational identi-
fication and subjective well-being, we offer a more specific
explanation of how inclusion climate influences individ-
uals and their behaviors. These findings are consistent
with social identity theory as advanced by Tajfel &
Turner (1986), which state that people obtain their iden-
tity from groups to which they belong including their
organizations. Hence, if employees have a positive experi-
ence of the work environment in terms of inclusion, they
are likely to have a high level of organizational commit-
ment, which in turn improves their well-being and moti-
vates them to engage in positive work behaviors (Chung
et al., 2020; Randel et al., 2018). These results are in line
with current research on cultural factors in the workplace,
and the evidence shows that inclusive climates can help to
avoid employee disengagement and quiet quitting even in
remote work (Georgiadou, Vezyridis, & Glaveli, 2025).

In line with self-determination theory (Ryan &
Patrick, 2009), the current study shows that an enabling
context, in the form of an inclusive culture, helps people
realize their identities through participation, support, and
engagement. This is in line with the work of Gotsis &
Grimani (2016) who suggested a positive relationship
between an organizational climate for inclusion and
organizational identification, citizenship behaviors,
and well-being.

In this paper, we also apply the socially embedded
model of thriving at work (Spreitzer et al., 2005) to
remote work. According to this model, people are more
likely to thrive and feel and learn when they are situated
in socially supportive contexts that offer both autonomy
and support. The results of our study show that the

models of an inclusive climate can be a valuable resource
for thriving in virtual work, as it creates a sense of
belonging, safety, and support for meaningful work even
when there is no face-to-face interactions.

The results also support the previous findings on the
advantages of an inclusive workplace in terms of well-
being and other positive organizational behaviors (Mor
Barak et al., 2016; Nishii, 2013). The importance of cre-
ating a culture of inclusion is further highlighted by our
study, which shows that an inclusive climate can
strengthen organizational identification even in times of
change. This is in line with other studies that have estab-
lished the role of an inclusive climate in building resil-
ience in remote work. For instance, Zahoor et al. (2024)
argued that an inclusive climate can help to reduce the
negative effects of digitalization on employee resilience.
In the same manner, Li et al. (2024) established that in
the context of managing a crisis (e.g., pandemic), inclu-
sive management practices were linked with more resil-
ience in the form of robustness and agility.

This article offers an important contribution to the
organization identification literature by analyzing a key
boundary condition — the shift from the traditional work-
place to remote work due to the COVID-19 pandemic.
As far as we know, this is the first study to examine the
relationship between a macro-level-imposed change and
business practices, such as an inclusive climate, and the
levels of employee organizational identification and sub-
jective well-being. Organizational identification, how-
ever, becomes more significant as remote work policies
remain a part of the workplace. In this regard, remote
work policies may have adverse effects on employees
through a decrease in social identity due to a reduced
sense of belonging and weak social bonds with the other
members of the organization. Due to remote work, many
everyday practices and rituals are eliminated, which may
lead to a drastic change in the meaning of organizational
life for the employees (Magrizos et al., 2023). Moreover,
non-inclusive organizations may lead to the fusion of the
private and work life, which in turn may result in
the reduction of work-related identities.

Organizational identification is significant for several
work-related attitudes and behaviors; for instance, task
performance and turnover intentions. It has been estab-
lished that organizational identification is more closely
linked to performance than organizational commitment.
Hence, if organizational identification is reduced in the
context of hybrid work models, organizations may wit-
ness higher turnover intentions and lower in-role and
extra-role performance. The study builds on previous lit-
erature, examining the role of organizational identifica-
tion in remote work and offers good practices for
organizations to foster a inclusive work environment in
order to enhance employee well-being and performance
(Ashforth, Harrison, & Corley, 2008; Ashforth,
Kreiner, & Fugate, 2000; Mael & Ashforth, 1992;
Riketta, 2005; Van Knippenberg & Van Schie, 2000).
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Finally, the results of our research highlight that even
perceptions of low levels of inclusion climate have a sig-
nificant impact on employee sense of belonging, unique-
ness, and identification in times of crises and in the
context of working-from-anywhere (i.e., in the absence of
physical connectedness). These findings agree with the
work done by Mor Barak (2019), who argued that a good
climate of inclusion can eliminate any barriers between
employees and bring them together. This is in line with
our argument that an inclusive climate (of any kind) is
the recognition of employee needs, especially during ‘tur-
bulent’ times: connectedness, belongingness, and support.
This, therefore, enhances the employees’ organizational
identification with accompanying positive well-being. It
also emphasizes the need of taking into consideration the
inclusifying the concept of inclusion in the workplace,
both in its symbolic and material aspects, in order to
build resilience.

Our findings suggest that perceptions of low levels of
inclusion climate have a significant effect on employee
sense of belonging, uniqueness, and identification in the
context of remote work arrangements. These results are
consistent with recent work conducted by Mor Barak
(2019) that argues that a positive climate of inclusion
may lessen any boundaries that separate employees and
enhance commonality. We argue that an inclusive climate
(of any degree) signals the satisfaction of employee needs,
especially in turbulent times when connectedness, belong-
ingness, and mechanisms of support are particularly
important. This strengthens the employees’ sense of orga-
nizational identification, which has positive effects on
their well-being. Our results underscore the importance
of inclusifying the notion of inclusion in the workplace
and suggest that both the symbolic and material dimen-
sions of inclusion need to be considered to cultivate
resilience.

Theoretical perspectives support our findings. For
instance, social identity theory (Tajfel & Turner, 1986)
and self-categorization theory (Turner et al., 1987) dic-
tate that people’s identity is derived from social catego-
ries and groups — from being an organization or a
team. The absence of physical proximity may be an
issue for remote workers regarding the development and
preservation of a solid sense of identity and belonging.
However, an inclusive climate at low levels can enhance
the perceived social connectedness and group identifica-
tion that may enhance their well-being. The significance
of inclusion in the workplace is also backed by social
exchange theory of Blau (1968), organizational support
theory of Eisenberger et al. (1986), and ethical theories
of Magrizos & Roumpi (2020), which stress the role of
reciprocal relationships between employees and the
organization. Inclusive practices and support mecha-
nisms are crucial in the development and sustainment
of these mutual obligations and thus, employee well-
being.

IMPLICATIONS

The unprecedented COVID-19 pandemic has affected
different aspects of people’s lives such as their well-being,
job satisfaction, and organizational citizenship behaviors.
For instance, Wanberg et al. (2020) pointed out that the
pandemic has increased depressive symptoms and low-
ered life satisfaction of individuals. Similarly, Feng &
Savani (2020) observed that there was a decrease in job
satisfaction among employees. Furthermore, Park et al.
(2021) argued that the pandemic has adversely affected
the organizational citizenship behavior of employees.
Therefore, to reduce these negative effects, organizations
should engage in inclusive business activities.

There is therefore the need for organizations to reor-
ganize their business strategies to embrace empathy,
determination, resilience, and a more people-centered
approach that entails everyone in the organization. This
is because inclusive business practices are vital in reduc-
ing the effects of turbulent times on the subjective well-
being, job satisfaction, and organizational citizenship
behaviors of individuals. This is because home-based
workers have been found to suffer from a lack of inclu-
sion and sense of belonging, as well as feeling lonely at
work (Andel, Shen, & Arvan, 2021; Carnevale &
Hatak, 2020; Georgiadou, Ozkazanc-Pan, &
Ozbilgin, 2024).

In the current world of economic uncertainty and
ambiguity, it is important for organizations to under-
stand and manage their employees’ experiences of inclu-
sion at work. The purpose of this study is to explore the
possible benefits of organizational investment in
employees, especially in the new workplace arrange-
ments, as this can result in increased levels of employees’
engagement and commitment. The creation of a diverse
culture where each employee is appreciated, accepted,
and secure can be seen as part of this investment as it has
been proven to have a positive effect on employee atti-
tudes and behaviors. The task of creating a culture of
inclusion should be shouldered not only by upper man-
agement but by all team leaders and individuals at the
micro-level. From a macro-social perspective, this
research aims to establish the importance of such invest-
ment in improving the workplace atmosphere and pro-
moting sustainable organizational performance.

This study also constitutes a call to researchers to
review current management theories and frameworks in
light of the present work context, which focuses on the
importance of remote work and distributed teams. Specif-
ically, it is important to understand the processes through
which inclusion is understood and experienced by
employees in these new forms of work and to identify the
approaches that are most effective in promoting inclusion
in these contexts.

The findings of this study have several practical impli-
cations for organizations that want to develop more
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inclusive climates and help employees’ well-being in
remote and hybrid work contexts. First, the results of our
research show that leadership is the key driver of the tone
that is set for inclusion and belonging. Managers can cre-
ate inclusive climates by exhibiting enthusiasm toward
diversity, equity, and inclusion, demonstrating inclusive
behavior, and seeking to include and value the input of
diverse groups (Randel et al., 2018). In remote settings,
this may entail conducting virtual team activities, estab-
lishing clear norms for inclusive communication, and
guaranteeing that all members of the team have an equal
chance of accessing resources, information, and training
(Faulds & Raju, 2021; McGuire, Germain, &
Reynolds, 2021).

Second, the results of our research suggest that strate-
gies for improving organizational identification and sub-
jective well-being are most effective in enhancing
employee outcomes in remote work settings. To enhance
identification, managers should define a clear and mean-
ingful organizational mission and values, link individual
efforts to organizational objectives, and provide opportu-
nities for remote employees to meet and engage with fel-
low teammates (Chung et al., 2020; Wiesenfeld,
Raghuram, & Garud, 2001). To support well-being,
organizations can implement policies that support work-
life balance, offer resources for stress and mental health,
and encourage workers to create healthy work environ-
ments that can be done from anywhere (Carnevale &
Hatak, 2020; Yarberry & Sims, 2021).

Finally, our study also shows that it is necessary to
monitor and evaluate inclusion in remote work contexts.
Organizations can use pulse surveys, focus groups, or
employee resource groups to find out how inclusive they
have felt at work, what needs improving, and how things
are changing over time (Zeng, Zhao, & Zhao, 2020).
Through proactive measures of eliminating exclusion and
constant efforts toward cultivating inclusive workplaces,
organizations can create work environments that enhance
employee engagement, performance, and well-being.

LIMITATIONS

The present study is not immune to limitations, which
may moderate the conclusions drawn from its findings.
First, the self-report measures utilized in this study
may potentially introduce common method variance
in the data collected (Podsakoff, MacKenzie, &
Podsakoff, 2012), a concern which we addressed by intro-
ducing temporal separation in data collection and run-
ning post-hoc tests. Nonetheless, the possibility of
common method bias cannot be entirely ruled out.
Second, our study did not account for potential
moderating effects of individual differences on the rela-
tionship between inclusive culture and employee identifi-
cation during a major change. For instance, Schneider &
Sting (2020) identified five cognitive frames (utilitarian,

functional, anthropocentric, traditional, and playful) with
regard to digitalization that may influence employees’
perceptions and responses to organizational change.
Future research could explore such individual differences
to gain a more nuanced understanding of the complex
relationship between inclusive culture and employee iden-
tification in the new workplace.

Also, while our study focused on the immediate post-
COVID context, the findings may be generalizable to
regular remote or hybrid work environments. Arguably,
the ‘forced’” remote work due to COVID-19 proved that
such work arrangements can be effective from an organi-
zational point of view and, thus, are likely to continue as
workplace practice (Roumpi, 2023). While the context of
COVID-19 and the immediate post-COVID period are
somewhat unique in terms of the levels of well-being and
stress individuals faced, research findings indicate that
for employees who telecommuted even before COVID-19
the potential for high levels of stress and decreased well-
being was significant due to blurring of the boundaries
between life and work (Allen et al., 2020). Consequently,
we believe that our results would be generalizable outside
of the immediate post-COVID period. Nevertheless, we
cannot rule out the effect of temporal proximity of
COVID-19 on our results. Our study was conducted in
July 2020, when the impacts of the pandemic and the
shift to remote work were still rather acute for many
workers. This timing could have affected respondents’
perceptions of inclusion climate, their organizational
identification, and their overall well-being in ways that
might not be representative of more stable periods.

Finally, this study was conducted in a U.S. context in
for-profit organizations who had recently transitioned to
full-time remote work, and results may vary across differ-
ent cultural settings. Taking a cultural values perspective,
for instance, it can be anticipated that individualism/
collectivism could potentially influence the impact of
inclusive climate on organizational identification and the
subsequent well-being of employees. In a context that is
characterized by high levels of collectivism, employees
who work remotely would be more likely to experience a
sense of isolation as they tend to create their identities on
the basis of a collective or a community (Triandis &
Gelfand, 1998) and, therefore, the impact of inclusive cli-
mate on organizational identification could be stronger.
While we believe that the fundamental relationships
between inclusion, identification, well-being, and
employee outcomes are likely to hold across contexts, the
strength of these associations may vary depending on cul-
tural norms, organizational practices, and the nature of
the remote work arrangement (e.g., fully remote
vs. hybrid).

Future research could extend our findings by examin-
ing these relationships in diverse cultural settings and
across different types of remote work arrangements. For
example, investigating the impact of inclusion climate on
employee outcomes in collectivistic vs. individualistic
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cultures could shed light on how cultural values shape the
experience of belonging and meaningful work in virtual
environments. Similarly, comparing the effects of inclu-
sion climate across fully remote, hybrid, and flexible
work arrangements could provide insights into how dif-
ferent degrees of virtuality influence the dynamics of
inclusion and identification.

In our study, we investigated the mechanisms through
which the perceived inclusive climate may affect job satis-
faction and employee retaliation in the context of remote
work. In future research, employee-related factors that
may moderate these relationships should be explored in
more detail. For instance, employees’ personality traits
or the perceived availability of employment opportunities
may influence how much or even whether a perceived
inclusive climate affects job satisfaction, organizational
citizenship behaviours, and employee retaliation. For
example, Phillips et al. (2024) established that the rela-
tionship between perceived organizational support and
retaliation intentions is positive for the stuck employees
(those who want to leave but believe they have no choice
but to stay with the organization). Therefore, it is possi-
ble that the effect of an inclusive climate on employee
retaliation through organizational identification and sub-
jective well-being depends on employees’ leaving inten-
tions and their actual capacity to leave their employers.

CONCLUSION

This paper adds value to the literature on how organiza-
tional climates for inclusion affect employees’ outcomes
in remote work. The findings of this study also reveal the
significance of organizational identification and subjec-
tive well-being as mediators of the relationship between
perceived inclusion climate and job satisfaction, organi-
zational citizenship behaviors, and employee retaliation.
In incorporating the notion of inclusion into the domain
of virtual work, this study offers up-to-date and practical
findings that can help organizations deal with the chal-
lenges of the changing work environment.

To the best of our knowledge, this research adds to
the existing literature on workplace inclusion, organiza-
tional identification, and employee well-being. First, it
continues the discussion of these concepts in the context
of remote work, which is currently more frequent. Sec-
ond, it emphasizes the significance of perceived inclusion
climate in enhancing employees’ work attitudes such as
job satisfaction, organizational citizenship behavior, and
reduced retaliation. Third, it offers evidence in support of
the theoretical relationships between inclusion climate,
organizational identification, and subjective well-being.

Future work should further examine these relation-
ships in other cultural settings and other forms of work
organization to confirm their generality. Furthermore,
the analysis of the leadership role in the creation of an
inclusive climate in remote work can provide practical

implications for managers. As more people work from
anywhere or in a hybrid manner, it is of paramount
importance to build inclusive work climates that enable
employees to feel included, engaged, and well. Organiza-
tional leaders need to set the stage for inclusion by dem-
onstrating inclusive behaviors, offering opportunities for
connection and growth, and ensuring that all employees
have an equal access opportunities to organizational
resources and policies. Therefore, the key to effective
remote and hybrid work environments is to ensure orga-
nizations adopt an inclusive work climate that enables all
employees to thrive.

AUTHORS CONTRIBUTION

All authors contributed to the conceptualization and
design of the study, discussed the results, and contributed
to the final manuscript.

CONFLICT OF INTEREST STATEMENT
There are no potential conflicts of interest with respect to
the authorship and/or publication of this article.

DATA AVAILABILITY STATEMENT

The data that support the findings of this study are avail-
able from the corresponding author upon reasonable
request.

ETHICAL INFORMATION

This research was conducted in accordance with ethical
guidelines, including obtaining informed consent from all
participants and protecting their privacy and confidenti-
ality throughout the study. Microsoft Word’s Rewrite
Suggestions feature was used to improve the clarity of the
writing of this manuscript.

ORCID
Andri Georgiadou
405X

Solon Magrizos
Dorothea Roumpi
0154

Shlomo Tarba

https://orcid.org/0000-0003-0384-

https://orcid.org/0009-0001-5847-5581
https://orcid.org/0000-0001-7890-

https://orcid.org/0000-0002-1919-084X

REFERENCES

Akkermans, J., Richardson, J. & Kraimer, M. (2020) The COVID-19
crisis as a career shock: implications for careers and vocational
behavior. Journal of Vocational Behavior, 119, 103434,

Allen, T.D., Merlo, K., Lawrence, R.C., Slutsky, J. & Gray, C.E.
(2020) Boundary management and work-nonwork balance while
working from home. Applied Psychology, 70, 1-25.

Andel, S.A., Shen, W. & Arvan, M.L. (2021) Depending on your own
kindness: the moderating role of self-compassion on the within-
person consequences of work loneliness during the COVID-19
pandemic. Journal of Occupational Health Psychology, 26(4), 276—
290. https://doi.org/10.1037/0cp0000271

Antonacopoulou, E.P. & Georgiadou, A. (2021) Leading through social
distancing: the future of work, corporations and leadership from
home. Gender, Work and Organization, 28(2), 749-767. https://doi.
org/10.1111/gwao.12533

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://orcid.org/0000-0003-0384-405X
https://orcid.org/0000-0003-0384-405X
https://orcid.org/0000-0003-0384-405X
https://orcid.org/0009-0001-5847-5581
https://orcid.org/0009-0001-5847-5581
https://orcid.org/0000-0001-7890-0154
https://orcid.org/0000-0001-7890-0154
https://orcid.org/0000-0001-7890-0154
https://orcid.org/0000-0002-1919-084X
https://orcid.org/0000-0002-1919-084X
https://doi.org/10.1037/ocp0000271
https://doi.org/10.1111/gwao.12533
https://doi.org/10.1111/gwao.12533

CULTIVATING INCLUSIVE REMOTE WORKPLACES: A SERIAL MEDIATION ANALYSIS OF EMPLOYEE OUTCOMES 15

Ashforth, B.E., Harrison, S.H. & Corley, K.G. (2008) Identification in
organizations: an examination of four fundamental questions.
Journal of Management, 34(3), 325-374. https://doi.org/10.1177/
0149206308316059

Ashforth, B.E., Kreiner, G.E. & Fugate, M. (2000) All in a day’s work:
boundaries and micro role transitions. Academy of Management
Review, 25(3), 472-491. https://doi.org/10.2307/259305

Ashforth, B.E. & Mael, F.A. (1989) Social identity theory and the orga-
nization. Academy of Management Review, 14(1), 20. https://doi.
org/10.2307/258189

Ashforth, B.E. & Mael, F.A. (1996) Organizational identity and strat-
egy as a context for the individual. Advances in Strategic Manage-
ment, 13, 19-64.

Avery, D.R., McKay, P.F., Wilson, D.C. & Tonidandel, S. (2007)
Unequal attendance: the relationships between race, organiza-
tional diversity cues and absenteeism. Personnel Psychology, 60(4),
875-902. https://doi.org/10.1111/1.1744-6570.2007.00094.x

Aydos, V., Navarini, D. & Oliveira, B. (2021) The paradox of “remote
working” in Covid-19 pandemic times: disability, inclusion, and
accessibility in Brazil. Disability Studies Quarterly, 41(3).

Bahn, K., Cohen, J. & van der Meulen Rodgers, Y. (2020) A feminist
perspective on COVID-19 and the value of care work globally.
Gender Work and Organization, 27(5), 695-699. https://doi.org/10.
1111/gwao.12459

Bartel, C.A., Wrzesniewski, A. & Wiesenfeld, B.M. (2012) Knowing
where you stand: physical isolation, perceived respect, and organi-
zational identification among virtual employees. Organization Sci-
ence, 23(3), 743-757.

Beijer, S.E., Knappert, L. & Stephenson, K.A. (2024) “It doesn’t
make sense to stick with old patterns”: how leaders adapt their

behavior to foster inclusion in a disruptive context. Journal of

Organizational Behavior, 45(9), 1315-1343. https://doi.org/10.1002/
job.2766

Bianchi, A.J., Kang, SM. & Stewart, D. (2012) The organizational
selection of status characteristics: status evaluations in an open
source community. Organization Science, 23(2), 341-354. https:/
doi.org/10.1287/orsc.1100.0580

Blau, P.M. (1968) Social exchange. International Encyclopedia of the
Social Sciences, 7(4), 452-457.

Bolton, S. & Muzio, D. (2008) The paradoxical processes of feminiza-
tion in the professions. Work, Employment and Society, 22(2),
281-299.

Bradley, C., Moergen, K.J., Roumpi, D. & Simon, L.S. (2024) Don’t
just tell me, show me: impacting perceptions of organizational
attraction and fit using activating LGBT diversity signals. Person-
nel Psychology, 77(3), 1025-1053.

Branicki, L.J. (2020) COVID-19, ethics of care and feminist crisis man-
agement. Gender, Work and Organization, 27(5), 1-883. https:/
doi.org/10.1111/gwao.12491

Burroughs, J.E. & Rindfleisch, A. (2002) Materialism and well-being: a
conflicting values perspective. Journal of Consumer Research,
29(3), 348-370. https://doi.org/10.1086/344429

Caligiuri, P., De Cieri, H., Minbaeva, D., Verbeke, A. &
Zimmermann, A. (2020) International HRM insights for navigat-
ing the COVID-19 pandemic: implications for future research and
practice. Journal of International Business Studies, 51(5), 1-713.
https://doi.org/10.1057/s41267-020-00335-9

Carmeli, A., Reiter-Palmon, R. & Ziv, E. (2010) Inclusive leadership
and employee involvement in creative tasks in the workplace: the
mediating role of psychological safety. Creativity Research Jour-
nal, 22(3), 250-260.

Carnevale, J.B. & Hatak, I. (2020) Employee adjustment and well-being
in the era of COVID-19: implications for human resource manage-
ment. Journal of Business Research, 116, 183-187. https://doi.org/
10.1016/j.jbusres.2020.05.037

Carr, J.Z., Schmidt, A.M., Ford, J.K. & DeShon, R.P. (2003) Climate
perceptions matter: a meta-analytic path analysis relating molar
climate, cognitive and affective states, and individual level work

outcomes. Journal of Applied Psychology, 88(4), 605-619. https:/
doi.org/10.1037/0021-9010.88.4.605

Chughtai, A.A. & Buckley, F. (2013) Exploring the impact of trust on
research scientists’ work engagement: evidence from Irish science
research centres. Personnel Review, 42(4), 396-421. https://doi.org/
10.1108/PR-06-2011-0097

Chung, B.G., Ehrhart, K.H., Shore, L.M., Randel, A.E.,
Dean, M.A. & Kedharnath, U. (2020) Work group inclusion: test
of a scale and model. Group & Organization Management, 45(1),
75-102. https://doi.org/10.1177/1059601119839858

Denhardt, R.B. (1987) Images of death and slavery in organizational
life. Journal of Management, 13(3), 529-541. https://doi.org/10.
1177/014920638701300309

Dennis, A. & Martin, P.J. (2005) Symbolic interactionism and the con-
cept of power. British Journal of Sociology, 56(2), 191-213.

Devine, K., Reay, T., Stainton, L. & Collins-Nakai, R. (2003) Downsiz-
ing outcomes: better a victim than a survivor? Human Resource
Management, 42(2), 109-124. https://doi.org/10.1002/hrm.10071

Diener, E., Suh, E.M., Lucas, R.E. & Smith, H.L. (1999) Subjective
well-being: three decades of progress. Psychological Bulletin,
125(2), 276-302. https://doi.org/10.1037/0033-2909.125.2.276

Eisenberger, R., Huntington, R., Hutchison, S. & Sowa, D. (1986) Per-
ceived organizational support. Journal of Applied Psychology,
71(3), 500-507. https://doi.org/10.1037/0021-9010.71.3.500

Farooq, O., Rupp, D.E. & Farooq, M. (2017) The multiple pathways
through which internal and external corporate social responsibility
influence organizational identification and multifoci outcomes: the
moderating role of cultural and social orientations. Academy of
Management Journal, 60(3), 954-985. https://doi.org/10.5465/amj.
2014.0849

Faulds, D.J. & Raju, P.S. (2021) The work-from-home trend revisited:
an interview with Brian Kropp. Business Horizons, 64, 29-35.
https://doi.org/10.1016/j.bushor.2020.10.005

Feng, Z. & Savani, K. (2020) Covid-19 created a gender gap in per-
ceived work productivity and job satisfaction: implications for
dual-career parents working from home. Gender in Management:
An International Journal, 35(7/8), 719-736. https://doi.org/10.1108/
GM-07-2020-0202

Ferdman, B.M. & Deane, B. (2014) Diversity at work: the practice of
inclusion. San Francisco, CA: John Wiley and Sons.

Fiol, M.C. (2001) Revisiting an identity-based view of sustainable com-
petitive advantage. Journal of Management, 27(6), 691-699.

Fisher, C.D. (2010) Happiness at work. International Journal of Man-
agement Reviews, 12(4), 384-412. https://doi.org/10.1111/j.1468-
2370.2009.00270.x

Fornell, C. & Larcker, D.F. (1981) Evaluating structural equation
models with unobservable variables and measurement error. Jour-
nal of Marketing Research, 18(1), 39-50.

Gao, G. & Sai, L. (2020) Towards a ‘virtual’ world: social isolation and
struggles during the COVID-19 pandemic as single women living
alone. Gender, Work and Organization, 27(5), 1-9. https://doi.org/
10.1111/gwao.12468

Georgiadou, A., Metcalfe, B.D., von Lockette, N.D., Groutsis, D. &
Ozkazanc-Pan, B. (2021) Gender, embodiment and identity in
organizations. Gender, Work & Organization, 28(5), 1719-1725.

Georgiadou, A., Ozkazanc-Pan, B. & Ozbilgin, M. (2024) Working
from everywhere: the future of work and inclusive organizational
behavior. Journal of Organizational Behavior, 8, 1307-1459.
https://doi.org/10.1002/job.2840

Georgiadou, A., Roumpi, D., Magrizos, S. & McDonnell, A. (2021)
Re-imagining the workplace of the future. European Management
Review.

Georgiadou, A. & Syed, J. (2021) The interaction between gender and
informal social networks: an east Asian perspective: gender diver-
sity management in East Asia. Human Resource Management
Journal, 31(4), 995-1009. https://doi.org/10.1111/1748-8583.12347

Georgiadou, A., Vezyridis, P. & Glaveli, N. (2025) You pretend to pay
me; I pretend to work: a multi-level exploration of quiet quitting

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://doi.org/10.1177/0149206308316059
https://doi.org/10.1177/0149206308316059
https://doi.org/10.2307/259305
https://doi.org/10.2307/258189
https://doi.org/10.2307/258189
https://doi.org/10.1111/j.1744-6570.2007.00094.x
https://doi.org/10.1111/gwao.12459
https://doi.org/10.1111/gwao.12459
https://doi.org/10.1002/job.2766
https://doi.org/10.1002/job.2766
https://doi.org/10.1287/orsc.1100.0580
https://doi.org/10.1287/orsc.1100.0580
https://doi.org/10.1111/gwao.12491
https://doi.org/10.1111/gwao.12491
https://doi.org/10.1086/344429
https://doi.org/10.1057/s41267-020-00335-9
https://doi.org/10.1016/j.jbusres.2020.05.037
https://doi.org/10.1016/j.jbusres.2020.05.037
https://doi.org/10.1037/0021-9010.88.4.605
https://doi.org/10.1037/0021-9010.88.4.605
https://doi.org/10.1108/PR-06-2011-0097
https://doi.org/10.1108/PR-06-2011-0097
https://doi.org/10.1177/1059601119839858
https://doi.org/10.1177/014920638701300309
https://doi.org/10.1177/014920638701300309
https://doi.org/10.1002/hrm.10071
https://doi.org/10.1037/0033-2909.125.2.276
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.5465/amj.2014.0849
https://doi.org/10.5465/amj.2014.0849
https://doi.org/10.1016/j.bushor.2020.10.005
https://doi.org/10.1108/GM-07-2020-0202
https://doi.org/10.1108/GM-07-2020-0202
https://doi.org/10.1111/j.1468-2370.2009.00270.x
https://doi.org/10.1111/j.1468-2370.2009.00270.x
https://doi.org/10.1111/gwao.12468
https://doi.org/10.1111/gwao.12468
https://doi.org/10.1002/job.2840
https://doi.org/10.1111/1748-8583.12347

16

GEORGIADOU ET AL.

in the Greek context. Human Resource Management, 64(4), 923—
941. https://doi.org/10.1002/hrm.22292

Gotsis, G. & Grimani, K. (2016) The role of servant leadership in fos-
tering inclusive organizations. Journal of Management Develop-
ment, 35(8), 985-1010. https://doi.org/10.1108/JMD-07-2015-0095

Gotsis, G. & Grimani, K. (2017) The role of spiritual leadership in fos-
tering inclusive workplaces. Personnel Review, 46(5), 908-935.
https://doi.org/10.1108/PR-11-2015-0286

Groarke, J.M., Berry, E., Graham-Wisener, L., McKenna-
Plumley, P.E., McGlinchey, E. & Armour, C. (2020) Loneliness
in the UK during the COVID-19 pandemic: cross-sectional
results from the COVID-19 psychological well-being study. PLoS
One, 1509), €0239698. https://doi.org/10.1371/journal.pone.
0239698

Haan, K. (2023) Remote work statistics and trends in 2024. Forbes.
https://www.forbes.com/advisor/business/remote-work-statistics/

Haddon, L. & Brynin, M. (2005) The character of telework and the
characteristics of teleworkers. New Technology, Work and Employ-
ment, 20(1), 34-46. https://doi.org/10.1111/j.1468-005X.2005.
00142.x

Hatch, M.J. & Schultz, M. (2000) Scaling the tower of Babel: Relational
Differences Between Identity, Land Culture in Organizations. In:
Schultz, M., Hatch, M.J. & Larsen, M.H. (Eds.) The expressive
organization: linking identity, reputation and the corporate brand.
Oxford University Press, pp. 11-35.

Hatch, M.J. & Schultz, M. (2002) The dynamics of organizational iden-
tity. Human Relations, 55(8), 989-1018. https://doi.org/10.1177/
0018726702055008181

Hayes, A.F. (2012) PROCESS: A versatile computational tool for
observed variable mediation, moderation, and conditional process
modeling. http://www.athayes.com/public/process2012.pdf

Hu, L.T. & Bentler, P.M. (1999) Cutoff criteria for fit indexes in covari-
ance structure analysis: conventional criteria versus new alterna-
tives. Structural Equation Modeling: A Multidisciplinary Journal, 6
(1), 1-55.

Hwang, J. & Hopkins, K. (2012) Organizational inclusion, commitment
and turnover among child welfare workers: a multilevel mediation
analysis. Administration in Social Work, 36(1), 23-39. https://doi.
org/10.1080/03643107.2010.537439

Janse van Rensburg, M. & Smith, H. (2021) Navigating uncertainty,
employment and women’s safety during COVID-19: reflections of
sexual assault resistance educators. Gender, Work & Organization,
28(S1), 122-136. https://doi.org/10.1111/gwao.12508

Jenkins, S. & Delbridge, R. (2014) In pursuit of happiness: a sociologi-
cal examination of employee identifications amongst a ‘happy’
call-Centre workforce. Organization, 21(6), 867-887. https://doi.
org/10.1177/1350508413491444

Kahneman, D., Diener, E. & Schwarz, N. (1999) Well-being: founda-
tions of hedonic psychology. New York: Russell Sage Foundation.

Kalev, A., Dobbin, F. & Kelly, E. (2006) Best practices or best guesses?
Assessing the efficacy of corporate affirmative action and diversity
policies. American Sociological Review, 71(4), 589-617.

Karanika-Murray, M., Duncan, N., Pontes, H.M. & Griffiths, M.D.
(2015) Organizational identification, work engagement and job
satisfaction. Journal of Managerial Psychology, 30(8), 1019-1033.
https://doi.org/10.1108/JMP-11-2013-0359

Knight, C. & Haslam, S.A. (2010) Your place or mine? Organizational
identification and comfort as mediators of relationships between
the managerial control of workspace and employees’ satisfaction
and well-being. British Journal of Management, 21(3), 717-735.
https://doi.org/10.1111/j.1467-8551.2009.00683.x

Lazazzara, A., Za, S. & Georgiadou, A. (2025) A Taxonomy Frame-
work and Process Model to Explore AI-Enabled Workplace Inclu-
sion. Journal of Business Research.

Le, H., Jiang, Z., Fujimoto, Y. & Nielsen, 1. (2018) Inclusion and affec-
tive well-being: roles of justice perceptions. Personnel Review,
47(4), 805-820. https://doi.org/10.1108/PR-03-2017-0078

Li, N., Liao, H., Pan, J. & Harris, T.B. (2022) Exploring the pandemic’s
potential effects on workers’ collectivist values, prosocial behav-
iors, and attitudes toward mistreatment. Human Resource Man-
agement, 61(1), 55-74. https://doi.org/10.1002/hrm.22078

Li, X. & Peng, P. (2022) How does inclusive leadership curb workers’
emotional exhaustion? The mediation of caring ethical climate and
psychological safety. Frontiers in Psychology, 13, 877725.

Li, Y., Perera, S., Kulik, C.T. & Metz, 1. (2019) Inclusion climate: a
multilevel investigation of its antecedents and consequences.
Human Resource Management, 58(4), 353-369.

Li, Y., Song, Y., Wang, M., Wu, Y., Zhu, X.S. & Alonso, A. (2024)
Inclusion management practices as a pathway to enhance organi-
zational resilience in response to a crisis: an empirical test in the
context of the COVID-19 pandemic. Personnel Psychology, 78(2),
177-203. https://doi.org/10.1111/peps.12669

Linna, A., Elovainio, M., den Bos, K.V., Kivimiki, M., Pentti, J. &
Vahtera, J. (2012) Can usefulness of performance appraisal inter-
views change organizational justice perceptions? A 4-year longitu-
dinal study among public sector employees. International Journal
of Human Resource Management, 23(7), 1360-1375.

Mael, F. & Ashforth, B.E. (1992) Alumni and their alma mater: a par-
tial test of the reformulated model of organizational identification.
Journal of Organizational Behavior, 13(2), 103—123. https://doi.org/
10.1002/j0b.4030130202

Magrizos, S. & Roumpi, D. (2020) Doing the right thing or doing things
right? The role of ethics of care and ethics of justice in human
resource management of social enterprises. Strategic Change,
29(4), 485-496. https://doi.org/10.1002/js¢.2359

Magrizos, S., Roumpi, D., Georgiadou, A., Kostopoulos, I. &
Vrontis, D. (2023) The dark side of meaningful work-from-home:
a nonlinear approach. European Management Review, 20(2), 227—
244. https://doi.org/10.1111/emre.12534

Martins, L.L., Gilson, L.L. & Maynard, M.T. (2004) Virtual teams:

what do we know and where do we go from here? Journal of

Management, 30(6), 805-835. https://doi.org/10.1016/j.jm.2004.
05.002

McDowell, L. (2014) Gender, work, employment and society: feminist
reflections on continuity and change. Work, Employment and Soci-
ety, 28(5), 825-837. https://doi.org/10.1177/0950017014543301

McGuire, D., Germain, M.L. & Reynolds, K. (2021) Reshaping HRD
in light of the COVID-19 pandemic: an ethics of care approach.
Advances in Developing Human Resources, 23(1), 26-40. https://
doi.org/10.1177/1523422320973426

Mihalache, M. & Mihalache, O.R. (2022) How workplace support for
the COVID-19 pandemic and personality traits affect changes in
employees’ affective commitment to the organization and job-
related well-being. Human resource management, 61(3), 295-314.
https://doi.org/10.1002/hrm.22082

Mor Barak, M. (2013) Managing diversity towards a globally inclusive
workplace, 3rd edition. Thousand Oaks, CA: Sage.

Mor Barak, M. (2015) Inclusion is the key to diversity management, but
what is inclusion? Human Service Organizations Management,
Leadership and Governance, 39(2), 83-88. https://doi.org/10.1080/
23303131.2015.1035599

Mor Barak, M.E. (2019) Erecting walls versus tearing them down:
inclusion and the (false) paradox of diversity in times of economic
upheaval. European Management Review, 16(4), 937-955. https://
doi.org/10.1111/emre.12302

Mor Barak, M.E., Lizano, E.L., Kim, A., Duan, L., Rhee, M.,
Hsiao, H., et al. (2016) The promise of diversity management for
climate of inclusion: a state-of-the-art review and meta-analysis.
Human Service Organizations, 40(4), 305-333.

Mor Barak, M.E., Luria, G., Brimhall, K.C. & ()zbilgin, M.F. (2025)
How do inclusive leaders emerge? A theory-based model. Manage-
ment Learning, 13505076241269746.

Morgeson, F. & Humphrey, S. (2006) The work design questionnaire
(WDQ): developing and validating a comprehensive measure for

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://doi.org/10.1002/hrm.22292
https://doi.org/10.1108/JMD-07-2015-0095
https://doi.org/10.1108/PR-11-2015-0286
https://doi.org/10.1371/journal.pone.0239698
https://doi.org/10.1371/journal.pone.0239698
https://www.forbes.com/advisor/business/remote-work-statistics/
https://doi.org/10.1111/j.1468-005X.2005.00142.x
https://doi.org/10.1111/j.1468-005X.2005.00142.x
https://doi.org/10.1177/0018726702055008181
https://doi.org/10.1177/0018726702055008181
http://www.afhayes.com/public/process2012.pdf
https://doi.org/10.1080/03643107.2010.537439
https://doi.org/10.1080/03643107.2010.537439
https://doi.org/10.1111/gwao.12508
https://doi.org/10.1177/1350508413491444
https://doi.org/10.1177/1350508413491444
https://doi.org/10.1108/JMP-11-2013-0359
https://doi.org/10.1111/j.1467-8551.2009.00683.x
https://doi.org/10.1108/PR-03-2017-0078
https://doi.org/10.1002/hrm.22078
https://doi.org/10.1111/peps.12669
https://doi.org/10.1002/job.4030130202
https://doi.org/10.1002/job.4030130202
https://doi.org/10.1002/jsc.2359
https://doi.org/10.1111/emre.12534
https://doi.org/10.1016/j.jm.2004.05.002
https://doi.org/10.1016/j.jm.2004.05.002
https://doi.org/10.1177/0950017014543301
https://doi.org/10.1177/1523422320973426
https://doi.org/10.1177/1523422320973426
https://doi.org/10.1002/hrm.22082
https://doi.org/10.1080/23303131.2015.1035599
https://doi.org/10.1080/23303131.2015.1035599
https://doi.org/10.1111/emre.12302
https://doi.org/10.1111/emre.12302

CULTIVATING INCLUSIVE REMOTE WORKPLACES: A SERIAL MEDIATION ANALYSIS OF EMPLOYEE OUTCOMES

|17

assessing job design and the nature of work. Journal of Applied
Psychology, 19(6), 1321-1339.

Nembhard, .M. & Edmondson, A.C. (2006) Making it safe: the effects
of leader inclusiveness and professional status on psychological

safety and improvement efforts in health care teams. Journal of

Organizational Behavior: The International Journal of Industrial,
Occupational and Organizational Psychology and Behavior, 27(7),
941-966.

Nishii, L.H. (2013) The benefits of climate for inclusion for gender-
diverse groups. Academy of Management Journal, 56(6), 1754
1774. https://doi.org/10.5465/am;j.2009.0823

Park, J.Y., Hight, S.K., Bufquin, D., de Souza Meira, J.V. &
Back, R.M. (2021) An examination of restaurant employees’
work-life outlook: the influence of support systems during
COVID-19. International Journal of Hospitality Management, 97,
102992. https://doi.org/10.1016/j.ijhm.2021.102992

Phillips, J.M., Roumpi, D., Magrizos, S. & Moraes, C. (2024) Examin-
ing retaliation intentions among stuck employees. Journal of Busi-
ness and Psychology, 40(2), 1-332. https://doi.org/10.1007/s10869-
024-09971-6

Pless, N. & Maak, T. (2004) Building an inclusive diversity culture:
principles, processes and practice. Journal of Business Ethics,
54(2), 129-147. https://doi.org/10.1007/s10551-004-9465-8

Podsakoff, P.M., MacKenzie, S.B., Moorman, R.H. & Fetter, R.
(1990) Transformational leader behaviors and their effects on fol-
lowers’ trust in leader, satisfaction, and organizational citizenship
behaviors. Leadership Quarterly, 1(2), 107-142. https://doi.org/10.
1016/1048-9843(90)90009-7

Podsakoff, P.M., MacKenzie, S.B. & Podsakoff, N.P. (2012) Sources of
method bias in social science research and recommendations on
how to control it. Annual Review of Psychology, 63, 539-569.
https://doi.org/10.1146/annurev-psych-120710-100452

Pond, S.B. & Geyer, P.D. (1991) Differences in the relation between job
satisfaction and perceived work alternatives among older and
younger blue-collar workers. Journal of Vocational Behavior,
39(2), 251-262. https://doi.org/10.1016/0001-8791(91)90012-B

Pratt, M.G. (2003) Disentangling collective identity. In: Polzer, J.,
Mannix, E. & Beale, M. (Eds.) Identity issues in groups: research in
managing groups and teams. Stamford, CT: Elsevier Science LTD,
pp. 161-188.

Preacher, K.J., Rucker, D.D. & Hayes, A.F. (2007) Addressing moder-
ated mediation hypotheses: theory, methods, and prescriptions.
Multivariate Behavioral Research, 42(1), 185-227.

Psychogios, A. & Prouska, R. (2019) Managing people in small and
medium Enterprises in Turbulent Contexts. London: Routledge.

Randel, A.E., Galvin, B.M., Shore, L.M., Ehrhart, K.H., Chung, B.G.,
Dean, M.A., et al. (2018) Inclusive leadership: realizing positive
outcomes through belongingness and being valued for uniqueness.
Human Resource Management Review, 28(2), 190-203. https://doi.
org/10.1016/j.hrmr.2017.07.002

Ravasi, D. & Schultz, M. (2006) Responding to organizational identifi-
cation threats: exploring the role of organizational culture. Acad-
emy of Management Journal, 49(3), 433-458.

Rayner, S. (2009) Educational diversity and learning leadership: a prop-
osition, some principles and a model of inclusive leadership? Edu-
cational ~ Review, 61(4), 433-447. https://doi.org/10.1080/
00131910903404004

Restubog, S.L.D., Ocampo, A.C.G. & Wang, L. (2020) Taking control
amidst the chaos: emotion regulation during the COVID-19 pan-
demic. Journal of Vocational Behavior, 119, 103440.

Riketta, M. (2005) Organizational identification: a meta-analysis. Jour-
nal of Vocational Behavior, 66(2), 358-384. https://doi.org/10.1016/
j.jvb.2004.05.005

Rodrigues, R., Guest, D. & Budjanovcanin, R. (2016) Bounded or
boundaryless? An empirical investigation of career boundaries and
boundary crossing. Work, Employment and Society, 30, 669—686.

Rothausen, T.J., Henderson, K.E., Arnold, J.LK. & Malshe, A. (2017)
Should i stay or should i go? Identity and well-being in

sensemaking about retention and turnover. Journal of Manage-
ment, 43(7), 2357-2385. https://doi.org/10.1177/0149206315569312

Roumpi, D. (2022) Untangling the role of CEOs’ political ideology in
the provision and inclusiveness of work-family policies: a multi-
level conceptual model. Equality, Diversity and Inclusion: An Inter-
national Journal, 41(4), 624-647. https://doi.org/10.1108/EDI-05-
2021-0117

Roumpi, D. (2023) Rethinking the strategic management of human
resources: lessons learned from COVID-19 and the way forward
in building resilience. International Journal of Organizational
Analysis, 31(1), 215-231. https://doi.org/10.1108/IJOA-09-2021-
2974

Roumpi, D., Giannakis, P. & Delery, J.E. (2019) Adoption of LGBT-
friendly practices: the effect of institutional pressures and strategic
choice. Human Resource Management Journal, 30(4), 1-20. https://
doi.org/10.1111/1748-8583.12251

Ryan, R.M. & Deci, E.L. (2001) On happiness and human potentials: a
review of research on hedonic and eudaimonic well-being. Annual
Review of Psychology, 52(1), 141-166.

Ryan, R.M. & Patrick, H. (2009) Self-determination theory and physi-
cal. Hellenic Journal of Psychology, 6(2), 107-124.

Schneider, P. & Sting, F.J. (2020) Employees’ perspectives on
digitalization-induced change: exploring frames of industry 4.0.
Academy of Management Discoveries, 6(3), 406-435.

Shore, L., Randel, A., Chung, B., Dean, M., Ehrhart, K.H. & Singh, G.
(2011) Inclusion and diversity in work groups: a review and model
for future research. Journal of Managementt, 37, 1262-1289.

Shore, L.M., Cleveland, J.N. & Sanchez, D. (2018) Inclusive work-
places: a review and model. Human Resource Management Review,
28(2), 176-189. https://doi.org/10.1016/j.hrmr.2017.07.003

Skarlicki, D.P. & Folger, R. (1997) Retaliation in the workplace: the
roles of distributive, procedural, and interactional justice. Journal
of Applied Psychology, 82(3), 434-443. https://doi.org/10.1037/
0021-9010.82.3.434

Smidts, A., Pruyn, A.T.H. & Van Riel, C.B. (2001) The impact of
employee communication and perceived external prestige on orga-
nizational identification. Academy of Management Journal, 44(5),
1051-1062.

Spreitzer, G., Sutcliffe, K., Dutton, J., Sonenshein, S. & Grant, A.M.
(2005) A socially embedded model of thriving at work. Organiza-
tion Science, 16(5), 537-549. https://doi.org/10.1287/orsc.1050.0153

Stevens, F.G., Plaut, V.C. & Sanchez-Burks, J. (2008) Unlocking the
benefits of diversity: all-inclusive multiculturalism and positive
organizational change. Journal of Applied Behavioral Science,
44(1), 116-133. https://doi.org/10.1177/0021886308314460

Tajfel, H. & Turner, J.C. (1986) An integrative theory of group conflict.
In: Austin, W.G. & Worchel, S. (Eds.) The social psychology of
intergroup relations, 2nd edition. Chicago, IL: Nelson Hall,
pp. 7-24.

Tay, L. & Diener, E. (2011) Needs and subjective well-being around the
world. Journal of Personality and Social Psychology, 101(2), 354—
365. https://doi.org/10.1037/a0023779

Theodorakopoulos, N. & Budhwar, P. (2015) Guest editors’ introduc-
tion: diversity and inclusion in different work settings: emerging
patterns, challenges and research agenda. Human Resource Man-
agement, 54(2), 177-197. https://doi.org/10.1002/hrm.21715

Triana, M.D.C., Gu, P., Chapa, O., Richard, O. & Colella, A. (2021)
Sixty years of discrimination and diversity research in human
resource management: a review with suggestions for future
research directions. Human Resource Management, 60(1), 145-
204. https://doi.org/10.1002/hrm.22052

Triandis, H.C. & Gelfand, M.J. (1998) Converging measurement of hor-
izontal and vertical individualism and collectivism. Journal of Per-
sonality and Social Psychology, 74(1), 118-128. https://doi.org/10.
1037/0022-3514.74.1.118

Turner, J.C., Hogg, M.A., Oakes, P.J., Reicher, S.D. & Wetherell, M.S.
(1987) Rediscovering the social group: a self-categorization theory.
Oxford: Blackwell.

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://doi.org/10.5465/amj.2009.0823
https://doi.org/10.1016/j.ijhm.2021.102992
https://doi.org/10.1007/s10869-024-09971-6
https://doi.org/10.1007/s10869-024-09971-6
https://doi.org/10.1007/s10551-004-9465-8
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1016/0001-8791(91)90012-B
https://doi.org/10.1016/j.hrmr.2017.07.002
https://doi.org/10.1016/j.hrmr.2017.07.002
https://doi.org/10.1080/00131910903404004
https://doi.org/10.1080/00131910903404004
https://doi.org/10.1016/j.jvb.2004.05.005
https://doi.org/10.1016/j.jvb.2004.05.005
https://doi.org/10.1177/0149206315569312
https://doi.org/10.1108/EDI-05-2021-0117
https://doi.org/10.1108/EDI-05-2021-0117
https://doi.org/10.1108/IJOA-09-2021-2974
https://doi.org/10.1108/IJOA-09-2021-2974
https://doi.org/10.1111/1748-8583.12251
https://doi.org/10.1111/1748-8583.12251
https://doi.org/10.1016/j.hrmr.2017.07.003
https://doi.org/10.1037/0021-9010.82.3.434
https://doi.org/10.1037/0021-9010.82.3.434
https://doi.org/10.1287/orsc.1050.0153
https://doi.org/10.1177/0021886308314460
https://doi.org/10.1037/a0023779
https://doi.org/10.1002/hrm.21715
https://doi.org/10.1002/hrm.22052
https://doi.org/10.1037/0022-3514.74.1.118
https://doi.org/10.1037/0022-3514.74.1.118

18

GEORGIADOU ET AL.

Vallabh, P., Dhir, S. & Budhwar, P. (2024) Does psychological safety
matter for innovative behaviour in hybrid workforce? The role of
proactive personality, inclusive leadership and affective climate.
International Journal of Organizational Analysis. https://doi.org/10.
1108/1JOA-08-2023-3920

Van Knippenberg, D. & Sleebos, E. (2006) Organizational identification
versus organizational commitment: self-definition, social
exchange, and job attitudes. Journal of Organizational Behavior,
27(5), 571-584. https://doi.org/10.1002/jo0b.359

Van Knippenberg, D. & Van Schie, E.C. (2000) Foci and correlates of
organizational identification. Journal of Occupational and Organi-
zational Psychology, 73(2), 137-147.

Veenhoven, R. & Ehrhardt, J. (1995) The cross-national pattern of hap-
piness: test of predictions implied in three theories of happiness.
Social Indicators Research, 34(1), 33-68. https://doi.org/10.1007/
BF01078967

Wanberg, C.R., Csillag, B., Douglass, R.P., Zhou, L. & Pollard, M.S.
(2020) Socioeconomic status and well-being during COVID-19: a
resource-based examination. Journal of Applied Psychology,
105(12), 1382-1396. https://doi.org/10.1037/apl0000831

Wang, B., Liu, Y. & Parker, S.K. (2020) How does the use of informa-
tion communication technology affect individuals? A work design
perspective. Academy of Management Annals, 14(2), 695-725.
https://doi.org/10.5465/annals.2018.0127

Wiesenfeld, B.M., Raghuram, S. & Garud, R. (2001) Organizational
identification among virtual workers: the role of need for affilia-
tion and perceived work-based social support. Journal of Manage-
ment, 27(2), 213-229. https://doi.org/10.1177/014920630102700205

Worts, D., Fox, B. & McDonough, P. (2007) ‘Doing something mean-
ingful’: gender and public service during municipal government
restructuring. Gender, Work and Organization, 14(2), 162-184.
https://doi.org/10.1111/j.1468-0432.2007.00337.x

Yarberry, S. & Sims, C. (2021) The impact of COVID-19-prompted
virtual/remote work environments on employees’ career develop-
ment: social learning theory, belongingness, and self-empower-
ment. Advances in Developing Human Resources, 23(3), 237-252.
https://doi.org/10.1177/15234223211017850

Zagelmeyer, S. & Gollan, P.J. (2012) Exploring terra incognita: prelimi-
nary reflections on the impact of the global financial crisis upon
human resource management. International Journal of Human
Resource Management, 23(16), 3287-3294. https://doi.org/10.1080/
09585192.2012.689158

Zahoor, N., Roumpi, D., Tarba, S., Arslan, A. & Golgeci, 1. (2024) The
role of digitalization and inclusive climate in building a resilient
workforce: an ability-motivation—opportunity approach. Journal
of Organizational Behavior, 45(9), 1431-1459. https://doi.org/10.
1002/j0b.2800

Zeng, H., Zhao, L. & Zhao, Y. (2020) Inclusive leadership and taking-
charge behavior: roles of psychological safety and thriving at
work. Frontiers in Psychology, 11, 62. https://doi.org/10.3389/
fpsyg.2020.00062

AUTHOR BIOGRAPHIES

Andri Georgiadou is the director of Equality Diversity
and Inclusion and an associate professor in the Not-
tingham University Business School. Her work
revolves around two main themes: fostering inclusion
and diversity in the workplace and exploring how Al
and algorithmic solutions can contribute to more
inclusive and sustainable work environment. Dr.
Georgiadou is an associate editor of Gender, Work &
Organization and the chair of the Diversity and
Equality EuroMed Academy Research Interest

Group. Her research has been published in leading
peer-reviewed journals, including the Journal of Orga-
nizational Behavior; Human Resource Management;
Human Resource Management Journal, Gender,
Work & Organization; Journal of International Man-
agement; and Journal of Business Research, among
others. She has also contributed to numerous book
chapters and has edited books. She actively collabo-
rates with a wide range of organizations, providing
support to achieve sustainable results in enhancing
inclusion within the hybrid workplace.

Solon Magrizos studies issues related to (ir)responsible
companies, consumers, employees, and tourists. His
work also focuses on corporate social responsibility
(CSR) with an emphasis on small-to-medium and
social enterprises, and the perceptions and reactions
of consumers to CSR initiatives. He has published his
work in various internationally recognized (ABS 3*/
4* and FT50) journals such as Human Resource
Management, Journal of Travel Research, Journal of
Business Research, Journal of Sustainable Tourism,
Information Technology and People, and European
Management Journal and in the proceedings of sev-
eral academic conferences.

Dorothea Roumpi is an associate professor of Human
Resource Management in the School of Labor and
Employment Relations at Penn State University. She
earned her Ph.D. in Management from the Sam M.
Walton College of Business at the University of
Arkansas. She also holds a master’s degree in Human
Resource Management and a bachelor’s degree in
Economics from the Athens University of Economics
and Business in Greece. Dr. Roumpi’s research has
been published in top-tier, peer-reviewed journals,
including the Journal of Management, Personnel Psy-
chology, Human Resource Management, Journal of
Organizational Behavior, and the Human Resource
Management Journal, among others. She has also
contributed several chapters to edited volumes. Her
work has been presented at major academic confer-
ences such as the annual meetings of the Academy of
Management, Strategic Management Society, South-
ern Management Association, and the Society for
Industrial and Organizational Psychology. Her schol-
arship has been recognized with multiple honors,
including the Roy C. Buck Award and the Strategic
Research Foundation Dissertation Research Grant
from the Strategic Management Society. She has also
received reviewer awards from Human Resource
Management, Human Resource Management Jour-
nal, Human Resource Management Review, and
Journal of Global Responsibility. Dr. Roumpi cur-
rently serves as an Associate Editor for Human
Resource Management, and is a member of the

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://doi.org/10.1108/IJOA-08-2023-3920
https://doi.org/10.1108/IJOA-08-2023-3920
https://doi.org/10.1002/job.359
https://doi.org/10.1007/BF01078967
https://doi.org/10.1007/BF01078967
https://doi.org/10.1037/apl0000831
https://doi.org/10.5465/annals.2018.0127
https://doi.org/10.1177/014920630102700205
https://doi.org/10.1111/j.1468-0432.2007.00337.x
https://doi.org/10.1177/15234223211017850
https://doi.org/10.1080/09585192.2012.689158
https://doi.org/10.1080/09585192.2012.689158
https://doi.org/10.1002/job.2800
https://doi.org/10.1002/job.2800
https://doi.org/10.3389/fpsyg.2020.00062
https://doi.org/10.3389/fpsyg.2020.00062

CULTIVATING INCLUSIVE REMOTE WORKPLACES: A SERIAL MEDIATION ANALYSIS OF EMPLOYEE OUTCOMES | 19

editorial boards of Human Resource Management
Review and Compensation & Benefits Review.

Shlomo Tarba is a chair (full professor) in Strategy
and International Business, and between August 2015
and September 2018, he served as head of Department
of Strategy & International Business and a member of
Senior Management Team of Birmingham Business
School, the University of Birmingham, UK. In recog-
nition for his significant contribution to the social sci-
ences, he was awarded in March 2020 the Fellowship
of the Academy of Social Sciences (FAcSS). Professor
Tarba is currently an associate editor of Journal of
Product Innovation Management. He previously
served as a deputy and co-editor-in-chief of British
Journal of Management and associate editor of
Human Resource Management Review. His papers
are published in journals such as Journal of

Management, Journal of International Business Stud-
ies, Journal of Organizational Behavior, Academy of
Management Perspectives, Human Resource Man-
agement, Human Relations, Journal of Product Inno-
vation Management, California = Management
Review, Journal of Corporate Finance, Journal of
Service Research, and Public Management Review.

How to cite this article: Georgiadou, A., Magrizos,
S., Roumpi, D. & Tarba, S. (2025) Cultivating
inclusive remote workplaces: A serial mediation
analysis of employee outcomes. European
Management Review, 1-19. https://doi.org/10.1111/
emre.70025

85UB017 SUOWIWIOD 3A 181D 3|qedljdde ayp Aq pauenob afe apiie O ‘88N JO s3I 10} Aeig1T 8UIIUO AB|IA UO (SUORIPUOD-PUR-SWISHW0D" A3 | 1M ALRIq 1 RU1IUO//SANY) SUORIPUOD PUe SWB L 8U3 89S *[5202/0T/T0] U0 A%iqi8uliuo AB|IM ‘ASIBAIUN SNIUIA AQ G200L IWS/TTTT OT/I0p/LI00 43| Im Afeiq 1 jpul|uo//SAnY WO} papeo|umod ‘0 ‘Z9Ly0r.T


https://doi.org/10.1111/emre.70025
https://doi.org/10.1111/emre.70025

	Cultivating inclusive remote workplaces: A serial mediation analysis of employee outcomes
	ABSTRACT
	INTRODUCTION
	CONCEPTUALIZATION AND THEORETICAL DEVELOPMENT
	Inclusion in the new workplace
	Perceived inclusion climate
	Inclusion climate and organizational identification
	Perceived inclusion climate and well‐being
	Employee outcomes

	METHODS
	Research design and context
	Participant selection and sampling strategy
	Research tools and measures
	Control variables

	ANALYSIS AND RESULTS
	Descriptive statistics and correlations
	Common method variance
	Data analysis

	DISCUSSION
	IMPLICATIONS
	LIMITATIONS
	CONCLUSION
	AUTHORS CONTRIBUTION
	CONFLICT OF INTEREST STATEMENT
	DATA AVAILABILITY STATEMENT
	ETHICAL INFORMATION
	ORCID
	REFERENCES
	AUTHOR BIOGRAPHIES


