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and II’I.CILIS.IOH (DEI), organization's well- being and global competitiveness within Pakistan’s textile sector.
Organizational Well- The study investigates the effects of applying DEI practices on job retention, employee
Being, Global
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Introduction

The rising spectrum of organizations in the textile industry requires strategic Diversity Equality and
Inclusion (DEI) methods to become more effective. The study's opening phase includes two core steps
where it establishes research parameters and states the research mission with related inquiries and
points out the study's modern business value. Academic institutions together with industry sectors
derive benefits from study results which are explained in this segment.
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Research Background

DEI stands as a vital strategic driver instead of a voluntary human resource action in the modern
fast-paced 3101)&11 business sector. The development of inclusive work environments by 8101)&1
business entities meets ethical requirements simultaneously with performance optimization needs
and advances innovation creation along with global leadership capabilities (Frijns et al, 2025,
Hadisurga et al., ?0?5, Tufail et al., QOQ“}) Developing nations implement DEI frameworks using

organizational structures although Pakistani industries have yet to start this change transformation.

The textile industry of Pakistan serves as a vital manufacturing foundation that strengthens export
activities through its connection between traditional heritage and contemporary international
requirements (Ali et al., QOQO) This sector ernplogs millions of inclivicluals, inclucling women, migrant
laborers, and workers from varied cultural, religious, and socio~economic l)ackgrouncls. Lacking
effective management systems throughout the industry produces employee mistreatment along with
skill underdevelopment because workers remain excluded from important decision-making events

(Ahmacl o8 Khan, 9021).

An organization exhibits diversity through its employees by featuring differences in gender
alongside age and ethnicity and race together with religion and education level and physical
abilities and sexual orientation and multiple other characteristics according to Jackson, Williams,
and Smith (2020). Services improve through diversity because various employee capabilities
generate innovative thinking which helps organizations solve problems effectively. Diversity cannot
achieve necessary organizational results independently. Inadequate diversity management
produces confusion between workers while creating conflicts which establish communication
difficulties (Nawaz & Ali, (20?3) E.quitg along with inclusion begins their work at this payticular
stage.

Every team member must obtain equal access to organization resources as well as equivalent
opportunities for moving up in their careers. One component of work management that leads to one
of the elements of Equality is named equity (Herring, 2009). Equity acts ditferently from equality
because it first determines unique requirements for each person before giving assistance. Delivering
child care resources alongside facilities made available for disabled personnel establishes equital:le
practices among textile factory female staff (Zahra et al, 2022). An inclusive workplace
environment according to Alvarado et al. (2021) built on respect creates engagement for all
individuals without discrimination based on their individual characteristics. Diversity principles
merge with equity principles to form this approach during implementation.

The Pakistani textile sector disregards equity and inclusive practices while managing inevitable
workplace diversity that results from population data along with economic conditions (Kiani et al,,
2025). Many manufacturing organizations maintain hierarchical structures that stop feedback from
lower organizational levels primarily during attempts made by women or minority community

members to speak. E.mploq ees become dissatistied 131) poor inclusion a practice which leads toa high
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employee turnover rate as well as destroyed teamwork dynamics resulting in diminished workplace

mood (Khan etal, 9095, Ding, & Riccucci 9093)

International buyers across North America and Europe started incorporating DEI metrics into
Environmental Social Governance (ESG) criteria they use for supply chain assessments since the past
few years (Burg Consulting, 2018). The market develops new collaborative relationships between
brands and retailers who expect their suppliers both uphold workplace inclusiveness principles as
well as equitable gender practices and fair labor standards (McKinseLJ & Company, 2020).

According to Sameen et al, (2024), the textile industry demonstrates increasing adoption of new
changes due to its extensive multinational manufacturing structures. The failure of Pakistani textile
businesses to adopt DEI practices results in contract loss and exclusion from international business
opportunities in this industry sector (Ali et al., 2020).

Organizational profit maximization reaches 56% higher for companies with executives from diverse
cultural and ethnic backgrounds in senior leadership compared to those operating in lower positions
as reported by McKinsey & Company (2020). Burg Consulting (2018) found that using innovative
management strategies that build diversity results in business revenue growth of 19% for companies.
These research findings prove that organizations which endorse diversity alongside inclusiveness

reach improved financial results alongside strategic outcomes.

Current research on the textile industry of Pakistan does not contain sufficient empirical evidence
about DEI's organizational impact on performance and employee well-being while international
research shows clear connections. Research literature on diversity equity and inclusion primarily
concentrates on labor market gender equality and workplace involvement without investigating the
full scope of DEI effects on organizations (Nawaz & Alj, 2023). An academic gap along with

insufficient implementation of diversity and inclusion practices motivates the research initiative.

Organizational well-being goes beyond physical protection because it addresses mental health as
well as job fulfillment and motivation rates and interpersonal bonds and workplace atmosphere.
Research shows that workplaces which embrace inclusivity establish better commitment standards
and reduce work pressure resulting in enhanced employee retention rates (Jackson et al., 2020). The
high-pressure textile industry needs organizational well-being to be a vital priority since workers

spend long hours completing repetitive tasks (Ahmad & Khan, 2021).

Organizations maintain global competitiveness through their capacity to make products and deliver
services which meet international quality criteria while enhancing their market leadership in
worldwide markets (Burg Consulting, 2018). Organizations must establish three essential
components which include innovation alongside operational efficiency and brand reputation to
achieve competitiveness. Empowering global competitiveness occurs through DEI because the
strategy lets organizations achieve maximum workforce diversity and foster better strategic
decisions and progressive social responsibility reputation (Triana et al,, 2021; McKinsey & Company,

2020).
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National economic expansion in Pakistan relies heavily on textiles since they constitute 60% of total
exports which makes 8101)611 sector competitiveness essential for national development (Hen/ing,
2009). Textile companies implementing DEI principles into their operational structures and
strategic planning place themselves ahead of their competitors and attract valuable staff and
international customers. Organizations must adopt human diversity as well as respect individual
distinctions because these practices yield substantial advantages in knowlecl8e~]aasecl business

operations (Nawaz & Ali, 20(23).

Organizations demonstrated through the pandemic that they need workplaces resilient through
inclusion strategies to remain successful (Herring, 9009). Current research provides evidence that
businesses with inclusive cultural practices can navigate to remote work better and address
workforce issues preserving pey{ormance standards. Working~class emplog eestaced increased crisis
vulnerabilities since their basic protective workplace standards failed to stop job losses while
providing inadequate safety measures for the workplace. Textile organizations in Pakistan should
adopt this time to create new organizational cultures that follow principles of diverse employee
inclusion (Khan etal, 2095, Kiani et al, 2095) The research analgsis evaluates how DEI strategies
influence street well—]oeing and international business adoption patterns in Pakistan's textile
industry. The study evaluates DEI practice execution to examine how these practices affect job
retention rates and worldwide market business outcomes.

This research study uses both quantitative approaches and qualitative methods to achieve
comprehensive understanding of the examined subject matter. Regular surveys containing
guantitative data is collected from personnel within the textile sector and their managers as part of
the research. Organizational processes and obstacles and positive achievements are being examined
by the researcher through interviews with human resource experts and diversity officers who
represent the organizations. The research describes the integration of DEI within textile industrial
core business operations. The research development includes a distinct Pakistani version of DEI
framework featuring actual implementation strategies and evaluation techniques.

The research work establishes its basis by recognizing the vital role DEI plays in modern
organizational implementation especially within Pakistan's developing economic framework. The
textile industry according to Bose (2024) should treat diversity equality inclusion as its core business
foundation rather than an additional human resources program because diversity supports both
local and international requirements. The research identifies precise organizational methods for
achieving inclusive business success and provides specific recommendations for textile industry
applications.

The study aims to examine the influences of DEI on organizational well-being together with global
competitiveness in the textile sector. However, the intended research questions to be addressed are:

e  What function do Diversity Equity and Inclusion (DE]) serve toward enhancing textile firms'

organizational well-being?
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¢  What role does diversity equity and inclusion (DEI) play in improving global competitiveness of
textile organizations?

¢  What impedes and enables Pakistan's textile industry to carry out DEI strategy implementation?

The Pakistani textile sector serves as an essential economic base because it produces important GDP
and export revenue. Manufacturing employs numerous people in Pakistan from production- line staff
to managerial positions (Kiani etal, 2095) Diverse organizations require DFI practices to connect
their long-term success and competitive advantages because these organizations consist of workers
from diverse socio~economiclevels and diverse regional and cultural l:)ackgrouncls (Shoye, et al., 9018,

Zhao et al., 2095)

The worldwide business community actively promotes DEI but textile companies operating in
Pakistan have not completely implemented these principles despite such recommendations from
International Labour Organization (90?4) and Khan et al. (9025) However, accorcling to Roberson
(2019) and Deloitte ((2091) internal business chaﬂenges arow substantial in many organizations
because workers show dissatisfaction through poor communication, low inclusion practices and
excessive emploq ee turnover which clamages opeyational effectiveness.

The Pakistani textile industry faces sectoral growth limitations and reduced workforce potential
because structured DEI frameworks are absent in local firms according to Kéllen (?OQI) and Nishii
& Rich (QO?Q) Such work environments where minority communities operate often witness micro~
discriminatory incidents that diminish worker drive while disrupting their focus and causing
absenteeism (Hunt etal, 9018; Fl Baz et al., ?019). Concerning woykplaces that ignore diversitg and
inclusion clevelop many issues for manageys while constructing team collaboration and making
choices (Bourke o8 Dillon, 9018, Sabharwal et al., 9018) The organization suffers from poor

performance and lower profitability and workers experience negative effects to their welfare

(Rol)erson, 2019, Wilson, 9016)

Global market competitiveness of Pakistani textile firms decreases when they fail to focus on
diversity and inclusion practices. Suppliers face an increased challenge to secure international
clients because buyers now focus on managers who demonstrate sustainability alongside workplace

ethics (Worlcl Economic Forum QOQQ; UN Global Compact QOQI; Kollen, 2016)

Organizations need to implement extensive DEI systems that deliver equal opportunities along with
fair treatment and cultural respect to all staff members (Ro]oerson, 2019; Boogsen, 20?1). Numerous
businesses face losing vital business partnerships and enduring negative impacts on their worldwide
reputations when they fail to satisfy such expectations (Catalgst, 2020; McKinsey & Company,

2020).

Research shows that Pakistan needs to integrate diversity and inclusion principles in its business
strategy because it protects their global textile market position (Global Fashion Agenda, 2021;
Taplin & Winterton, 2019; Javed et al, 2019). The research investigates medium-~to-large textile
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firms with operations based in Faisalabad, Lahore, and Karachi where textile manufacturing mainly
occurs (Glo]oal Fashion Agencla, 9091) According toZhao et al., (90?5) and Mor Barak et al, (2016)
comprehensive perspective on DEI reaches from strategic to operational levels via the involvement
of stakeholders including HR professionals combined with middle executives and senior leaders
along with workers from different functions.

The current research holds important significance because of worldwide business developments.
Pakistani textile companies need to understand how diverse and inclusive workplace practices can
help achieve both organizational success and business competitiveness based on current ethical

labour standards (Sweeneg & Bothwick, c2016; Mahadevan, 9017).

Literature Review

The goal is to determine how DEl impacts organisational wellbeing and global competitiveness with
a focus on the textile industry. In the last couple of years, DEI has seen increasing attention in the
academic research and the industry practice, because it enables enhancements in the employee
satisfaction, productivity, and the performance of the entire organization.

Diversity at Workplace

Diversitg in workplace (Nishii & Rich QOQQ) means that work environment contains individuals of
different attributes, such racial diversity, gender differences, and diversity in ethnicity, socio~
economic background, age, and abilities. The textile sector is very diverse, and the type of roles in the
industry range from the manual laborers on the factory floor to the managers in the corporate office.
However, the diversity of any textile business, in having a global nature that operates in many
regions and markets, requires that it has the diversity factor that can play a part in shaping its
organizational culture, improving pey{oymance, and fostering innovation (Worlcl Economic Forum,

QO?Q, Global Fashion Agenda, (2021)

In the past several years, there have been a number of studies on the emerging importance of
diversity for the textile industry. In a highly competitive global environment, organizations are

beginning to realize the worth of a diverse work force to encourage innovation, creativity, and

pro]olem solving (Rol‘)erson, 2019; Zhaoetal, (20?5).

Jackson et al. (2020) found that companies with more diversity in their teams are able to invent new
ideas as well as adopt the latest production technology compared to the less diverse companies
making the company more adaptable to the changing market conditions. Additionally, diversity
enables an organization to serve multiple consumers (Shoye, etal, 9018)

Here, companies in textile sector markets the products to various demographics both for domestic as
well as international markets. Companies that have a workforce representative of their target
audience have the capacity to understand and meet different customer requirements. For example,
a large textile company in Pakistan with an international team can draw benetits of having a more
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diverse team and draw the trends in the Furopean or American market and aid in its design and

procluction processes (Glo]aal Fashion Agencla, 9091)

Additionally, inclusiveness increases organizational well-being. Having a diverse team means they
also see the world and join the team differently, with different skills and perspectives, which leads to
higher employee satisfaction and engagement (McKinseg & Company, 2020; Catalyst, 2020). A
study by Alvaradoetal. (2021) has shown that unlike employees in organizations that lacks a diverse
team, the happinesslevels in the employees in the organizations that have a diverse team is high and
are more likely to stay with the company which lowers the turnover rate and leads to stability within
the organization.

Ot course, many of labour's and the textile sector's best practices around thisissue, and others, fallinto
the category of random acts of kindness that can reduce the general employee churn that takes place
in many businesses. (Wilson, (2016) It is, however, at the same time difficult to manage diversitg.
According to Research, diverse teams face barriers in communication, cultural misuncleystanclings
and barriers due to biases when there is lack of proper diversity training and support from the
1eaclership mainlg (Boog sen, ?OQI)

For textile industry in Pakistan, these challenges are more pronounced because of the mix of skilled
urban workers and unskilled rural labour (Z.hao etal, 90?5) With ineffective leaclership, cliversitq
causes fragmentation that limits collaboration and productivity (Shore, et al,, 2018).

In response to these challenges, textile companies have initiated diversity training program,
awareness campaign, as well as inclusive recruitment practices (Deloitte, 2021; Global Fashion
Agenda, 2021). Take the example of promoting gender diversity by supporting women in
occupational spheres which have generally been male dominated, such as management and

leadership in terms of production (UN Global Compact, 2021).

Kiani et al. (202)) also study that the organizations that give popularity to the gender diversity
usuallg have the 8ooc1 financial performance because a balanced workforce brings diversitied
strategies and views to the table while making a decision. Ethnic and cultural diversity is also starting
to be used. The inclusion of migrant workers, especially from rural areas, into Pakistan’s textile sector
is not only vital for the workplace cohesion but also for the very existence of said market (Nawaz &
Alj, 9093). The benetits of diverse workforce can be unlocked ]31] companies investing in promoting
cultural diversity and inclusive leadership practice (Kéllen, 2021). According to Nawaz & Ali
(20253), companies with ethnically diverse workforce are more adaptive to the demands of the
market in the international level.

Thus, as a conclusion, it should be noted that diversitg is a factor that contributes to the increase of
wellbeing and competitiveness of an organization in the field of textiles. Including higher
mathematical ability in high performing male students has the potential to narrow the gender gap
and increase analytical thinking in women and girls (MCKinseg & Company, 2020; Zhao et al,
2029). Yet, in Pakistan, successful diversity management still needs the ongoing investment in
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inclusion strategies and leadership clevelopment (Byimhall, 5” Mor Barak, 2018; Booqsen, 2021;
Roberson, 2019).

Workplace Equity

Equity (also referred to as equal opportunitg) in the workplace is, in general terms, about providing
fair treatment and equal opportunities and access to training, advancement, and compensation
(Ro]oerson, 2019, World Economic Forum, QOQQ) Equitg in the textile sector means equal
opportunities, wages and a supportive career growth environment (UN Global Compact, 2021).

Diversity refers to the mix of such people but equity ensures that everyone gets an equal opportunity
to make it to the top (Nishii &~ Rich, 2022). Equity is vital to the support of textile workers located in
the labour~intensive sector that is payticulaylg prominent in Pakistan and helps workers from rural

and mayginalized ]aackgrounds (Z.hao etal, 2025).

From 2019 to 2029, research between equity and performances, motivations and retention is quite
advantageous (Deloitte, ?091). Greater logaltg, reduced turnovey, increased productivitg is
experienced by organizations promoting equitable treatment (Wilson, 2016).

Particularly, equity issues in Pakistan’s textile sector are pronounced with respect to gender and
ethnic disparity (Ahmed & Khan, 2025). Sgstemic barriers, such as gender-based pay gaps and
limited access to 1eac1ership roles continue to exist for women workers. Zahra et al. (QOQQ) research
point out how women earn lower wages compared to men even when they have equal skills for a pay
cut that in turn limits their economic empowerment.

In the same manner, rural and migrant workers also suffer from career advancement barriers (Nawaz
& Ali, 2023). In line with equity, companies are expected to ensure that the different stakeholders
are given equal opportunities to attain positions, promotions, and payment through transparent

hiying, promotion, or wage policies (UN Global Compact, QOQL World Economic Forum, ?0(2(2).

In addition, workers’ safety and well-being are equity issues. The equality of the access of health
resources and fair working conditions for emplog eewellareis integral to consider (Ahmecl and Khan,
2023). Businesses that dedicate money to such causes have less absenteeism alongside higher
productivity (McKinseLJ & Company, 2020). Nevertheless, lacking solid labour regulations and
cultural bias, implementing fair practices in Pakistan is a challenge (Khan et al, 202)). Systemic
inequities occur without strong leadership commitment and regulatory oversight (Boog sen, 2021).

However, some Pakistani textile companies are taking up the challenge and addressing equity
through gender equality initiatives, leadership development for underrepresented groups and
closing pay gaps. Apart from fairness, these practices also strengthen the case for business because
they bolster the reputation and engagement of the organisation (Deloitte, 2021; Global Fashion
Agenda, 2021). Therefore, equity is the fundamental element in ]ouilding asustainable and successtul
textile organization in Pakistan. Equity comes to the forefront of improving employee morale, cutting
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down on turnover and giving companies an upper hand to compete 810])61111] (Rol)erson, 2019; Zhao

etal, (2095; Ajaz etal, 90?5).

Perspectives of Inclusion

In the present context, inclusion means bringing a workplace culture where all workers irrespective
of their background feel valued, respected and have the same opportunity to grow (Roberson, 2019;
Nishii &~ Rich, ?OQQ) The incorporation of inclusion guarantees that in the textile sector, all people
are engendered in the workforce without the consideration of gender, ethnicity, socio economic state,
or other personal segments and are allowed equal access to career development, decision making,
and leaclership roles (Duong, 90(24, Nittrouer et al., ?0(25) Diversitg is different than inclusion, with
diversity being about representation, and inclusion being about creating a state of belonging and

how the diverse voices are heard and welcome (Shore, etal, 9018).

In recent years, inclusion has also picked up traction in the textile sector due to the importance of
corporate social responsibility (CSR) today as companies desperately try to refurbish the
oyganizational culture, and follow international standards (Glol:)al Fashion Agenda, 2091, UN
Global Compact, 2021; Platania et al,, 2029).In the textile industry, having a workforce covering a
large scale with diverse job roles creates a necessity for encouraging inclusion because it increases
an employ ee’slevel of engagement, satisfaction and productivity (McKinseL] & Company, 2020).

Pillai & Avora (9095) and Roberson (2019) have all made the research that reveals that inclusive

organizations have greater employee retention, job satisfaction and productivity. For the textile
industry, such as, facing high turnover rates and labour-intensive work environments, the issue is
much more pronouncecl (Wilson, 9016) Inclucling and valuing emplogees helps to ensure increased
levels of emploqee engagement, motivation, and commitment (Z.hao et al, 9025). It also creates an
inclusive work environment that helps with creativity and innovation where employees of ditferent

backgrounds are motivated to bring their disparate views to the table (Bourke & Dillon, 2018).

The integration of disadvantaged workers yields vital benefits since it reduces workplace
discrimination and creates social harmony among employees (Boogsen 2021; Nishii & Rich 2022).
The textile sector of Pakistan includes gender based discrimination as one of its primary issues.
According to Ali et al. (2020) women face restricted career growth prospects in addition to their low
visibility in well-paying roles within the textile sector.

Workers located in rural areas together with individuals belonging to lower socio-economic
l)ackgrounds face marginalization in their industries (Z.hao et al, 9095, Nawaz & Alj, 20(23) The
workers encounter difficulties interacting within their workplace culture and end up being excluded
from critical organizational decisions and discussions. According to Global Fashion Agenda (2021)
and World Economic Forum ((20?(2) inclusive workplace policies inclucling mentorship programs
together with leadership training and fair promotion systems can resolve this matter.
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Integration of migrant workers is also a problem in the textile sector. Other workers (for instance,
those who may be from different regions or countries) are likely to suffer from cultural or language
barriers which reduce full participation in the working environment. Across the world, companies
that introduce language training, cross cultural communication programs, and support networks for
migrant workers tend to be the ones that successfully bring their workforce together (Nawaz & Ali,

2025).

Moreover, inclusion in the textile sector affects mentally and physically worker's wellbeing (Ahmed
” Khan, 9093). Also, workers are usuallg sul)jected to a stressful environment, long working hours
and physical strain. Create an inclusive workplace that cultivates a sense of community, and people
be more to call out discrimination when they see it, while also reporting their fear of having their
mental health and job satisfaction suffered as a result (MCKinseg & Company, 2020; Catalyst,
2020). Things that help employ ee’s well-being are things like promoting work life balance, offering
mental health support and creating a positive culture.

Furthermore, Roberson (2019) stated that including also improves the reputation of textile
companies. Being an inclusive organization is considered a sociallg responsil:)le one (UN Global
Compact, 2021, Phillips et al,, 2025) promoting brand image and customer loyalty. Today, consumers
favour ethical and inclusive business practices in tOCldU,S global market (Global Fashion Agenda,

2021).

While the textile sector has not been without challenges to implement inclusive practices, [ can say
that thisisstill the case although I would not know to what extent. Full participation is often hindered
1)1) cleep rooted cultural biases, traditional gender roles and socio~economic divisions (Booq sen, 2021,
Wilson, 2016). In order to surpass these barriers; one needs strong leadership commitment, training
programs, and policies that promote equalitg (Liu etal, (20‘24). On the level of the organizational

design, organizations, therefore, have to monitor and constantly measure their inclusion efforts to

ensure real progress (Sweeneg & Bothwick, 2010; Yang et al,, 2025).

Therefore, inclusion is an essential part of the textile sector's success and sustainability. An inclusive
culture allows the promotion of an inclusive culture which enhances employee engagement,
encourages innovation and augments global competitiveness (Wang et al, 2025; Zhao et al., 2029).
Gender, economic and regional disparities can be addressed in a more effective way particularlg in
case of Pakistan's textile industry by promoting inclusion, which in turn boost the dynamism of

workforce, productivity level and performance of organization.
Integration of DEI at Workplace

The research framework of this study explores the role of Diversity, Equity and Inclusion (DEJ) in
increasing organizational well-being and global competitiveness in textile sector. The framework
orients to understand the effects of each DEI component to organizational outcomes and improving
internal well~]sei118 and external market competitiveness (Nishii & Rich, (20(2(2).
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The key hypothesis (H1) suggests that Diversity, Equity and Inclusion influence positively on the
well~l)eing of the textile organizations. In cases where employees feel respected, including them and
valuing them, theg tend tohavea higher jol) satisfaction, commitment, and productivitg, and, in turn,
increase the overall organizational well~]3eing (Richarcl et al, QOQ@). The second hgpothesis (I‘IQ)
looks to see how DEI practices may affect global competitiveness.

Accorcling to Khan et al. ((20?5) and Bose (90?4), DEI gives a company a competitive eclge on a
slobal level as it allows for increased innovation, enhanced operational efficiency and a total
improvement in performance. DEl embracing companies have a better chance to recruit and retain
varied cast of characters, boost the creation,and heighten the market situation (Ro]oerson, ?019; Zhao

etal, (2095).

Organizational
- Well-Being

Diversity, Equity, and

Inclusion (DEI)

Global
Competitiveness

. J

Figure 11 Research FI’dl’l’lGWOYl{

Various well-known theories of organizational behavior diversity and inclusion form the theoretical
study base of this research. The various theories provide essential knowledge about how Diversity
Equity Inclusion (DEI) affects both well-being and global competitiveness within the textile industry
(Roberson, 2019; Shore et al., 2011). The proposed framework explains how DEI creates effects on
personnel and total organizational systems.

In contemporary times, identity classification by most organizations is normally made based on the
assumption of Social Identity Theory which asserts that people use information such as gender, race
or ethnicity to place one's self as well as other people into social groups. Organizations that ensure
various organizations across the globe promote inclusion are bound to have their employees to form
stronger organizational identities meaning there are healthy teamwork and work satisfaction plus

the personal wellness (Bashir etal, 9019, Roberson, (2019)

In turning to establish inclusive workplaces, organizations decrease in-group versus out group
relationships making way for more social group collaboration. Having such organizational welfare
improvements leads to positive workplace environment and general organizational wellbeing,
Khassawneh, & Mohammad (?095) elucidated that RBV of the firm shows how organizations are
able to gain a competitive advantage by utilizing their particular internal resources. The DEI
resources include the multiple views, as well as skills and professional experiences of all emplogees.
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According to the Resource Based View theory, diverse organizations utilizing inclusive practice
become more competitive in global market by having distinctive responses to market changes. The
diverse workforce of an organization in turn helps it give better global performance as multiple
talents open new product development and process enhancements and global market entry

(Wickham, etal, ?0(25).

Equity in DEI needs thorough understanding through The Theory of Organizational Justice
framework. Organizational Justice Theory investigates how procedures and decision systems
relative to distributing results and procedures in organizations are unfair. A diverse workforce
endures as long as managers are fair, equitable and offer resources to ensure access to opportunities,
employees have confidence in the organization, have commitment and be satisfied with their jobs.
Emplogees’ perception of their organization's fairness has an effect on how well they do at work in
terms of their overall well]oeing and it follows suit to the improvement of their pey{oymance and
engagement. [t is with these theories these theories that one can understand how DEI propels
organizational well-being and global competitiveness in the textile sector. Equitable and inclusive
working spaces assist organizations in accomplishing employee satisfaction, organization satisfaction

and achievement (Hadisurg a, 2025, Fyijns, 2025)

The focus of this research is on the current studies that mention Diversity Equity and Inclusion
strategies and how they affect the success of an organization and the performance of the company in
an international market. Accorcling to the paper, DEI procedures are good for improving employee
engagement and satisfaction rates but at the same time they increase retention rates of staff since it
explains the cultural benefits inclusive environments fosters in encouraging innovation and
improved performance. DEl implications are investigated in this section at multiple business level,
with special focus on Pakistan textile industry which is part of the national financial stability. As a
practice of DEI in workplace creation, it helps to create stable environments with sound
organizational culture and higher business output. The investigation demonstrates that diversity
education and inclusion take an indirect relation to the global competitiveness of organization by
means of impacting organization image and reputation. Moreover, this section reviews past literature
to house an investigation in obtaining gaps in the studies that are carried out in Pakistan as an
emerging economy and to establish an investigation of DEl practices in Pakistani organizations.

Methodology

The emphasis of this chapter is on the research methodology exploring the ways Diversity Equity and
Inclusion (DEI) helps textile organizations to develop organizational wellbeing and global
competitiveness. The initial section of this paper explains the research design approach together with
the methodology. The paper presents details about research philosophy together with deductive
hypothesis testing and explains methods of data collection and analysis along with ethical
considerations of the research.

The research design employed is quantitative research design which is ideal owing to the assessment
on the effect of DEI on organizational well-being and global competitiveness. This design choice is
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made based on a numerical data collection which could in the process of statistical analysis give

ways to relate variables (Deloitte, 9091; Wilson, C2016).

Thus, a deductive approach involving testing hypotheses by existing theories, Social Identity theory
(Ash{orth o8 Mael, 1989), Resource Based View (RBV) (Bayneg, 1991) and Organizational Justice
Theory (Greenl)erg, 1087) is used for the research. Background to the theoretical underpinning of
these relationships is working to uncover the causal link between DEI and organizational outcomes.
Second, shades of data will be selected through utilizing surveys and the use of statistical analysis
software such as SPSS and R software for accuracy and validity.

The research is conducted from a positivist philosophy, i.e., that the social world can be studied with
the same rigor that natural world is studied (Sweeneg & Bothwick, 2010). Consequently, objectivity,
guantification and empirical validation as attributes of positivism to come in handy and make this
research as it explores measurable relationships between DEl and organizational effects (Aguzzoli et
al,2029).1t relies, using observable data and statistical methods, in testing hypotheses whereby the

research bias is limited and findings that result from the research are more reliable.

Using a positivist approach, the study assumes that Diversity, Equity, and Inclusion (DEI) in the
textile sector can be comprehended with the help of empirical evidence thus it allows extrapolation
of findings beyond the immediate sample (World Economic Forum, 2022). It allows formulation and
testing of hypotheses based on the existing theories to see if represented theoretical propositions are
valid in the weave of textile organizations in Pakistan (Zhao et al., 9095). Bg using the guantitative
data, the use of the study is aligned with the positivist philosophy which can measure employee

perceptions and organisational outcomes using standard scales and validated survey instruments

(MCKinseg & Compang, QOQO)

Supporting this philosophical stance is the use of the deductive approach from the study which
justifies the use of descriptive statistics and regression analysis to interpret the data. This alignment
is also described by positivist principles, since surveys as one of the most preferred tool of data
collection is suitable for collecting data with system from a large sample aiming to uphold the
validity and reliability of the findings. For this reason, therefore, the research philosophy of this study
guarantees that the study shall deliver statistically valid insights regarding the influence of DEI on
organizational wellbeing and global competitiveness in the textile industry of Pakistan.

The research is done using the deductive research approach in which general theoretical concepts
are derived and the empirical testing and validation performed (Saunders et al, 2023). When prioy
theories or models form the basis of the research, this does not deviate from what is being conducted
in this study wherein DEFI is explored regarding well-being and competitiveness from extant
or,ganizational theories such as social iclentitg theorg (Ashforth & Mael, 1989), the resource-based

view (RBV) (Barneg, 1991) and theorg of organizational justice (Green]oerg, 1987)

This is the approach that enables the study to suggest clear and testable hypotheses that can be
proven or falsified with empirical data (Deloitte, 2021). The second hypothesis aims at proving that
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DEI positively influences global competitiveness in the textiles sector, and the first one tests the
positive effect of DEI on organizational well]oeing,. Grounded hypotheses in the existing research
finds that the inclusion in the practice leads to higher employee engagement, satistaction, and
retention (McKinseg & Company, 2020) and how diverse teams are innovative and more competent
to succeed in the global market.

In this study, the data analysis has been carried using the statistical software. It is an open-source
programming language developed specifically for statistical computing and graphical
representation. Due to its capability of handling large datasets, performing intricate statistical
calculations as well as creating high quality visual outputs, it has been accepted broadly in research

of academic and pro{essional field (Zhao et al., 90?5).

R’ then is used in this research for conducting the descriptive statistics and regression analyses.
Descriptive statistics summarize demographic characteristics of the sample and responclents’
perspectives of DFEI practices, organizational well]oeing, and 810]3&1 competitiveness (Deloitte, QOQI).
Multiple regression analysis was used to analyse the relations amongst the independent variable
(DEI) with the dependent variables (organizational wellbeing and global Competitiveness).

R additionally provides the ability to check the regression assumptions, like whether regression is
infested with factors like multicollineayitq, residuals are normallg distributed, residuals are lineay,
and residuals have homoscedasticity. By taking these measures, it guarantees robust data analysis
and the generalized results to other textiles sector. Moreover, R’s visual ability is planned to generate
pictorial graphs and plots for a better depiction and interpretation of the inferences (R Core Team,

2024).
Data Collection and Sampling

Structured survey questionnaire as the method of data collection has been used in this study and
responses are collected from employees and managers in Pakistan’s textile industry. One method of
data collection for quantitative research is surveys and commonly used in positivist research because
they are reliable and scalable (Ali, 2024). It consists of a small number of open questions to offer

contextual insight, as well as closed ended questions with statistical analysis.

The population of professionals working in the medium or large textile companies in Pakistan is the
target population. In order to lessen sampling bias and consequently increase the generality of the
finclings the studg reliesona simple random sampling technique (Ahmecl, 2094). Tomake the survey
convenient and accessible, it be administered online to the expected respondents for regression

analgsis.

Keeping voluntary participation is ensured, informed consent and data anonymity in order to
maintain ethical standards. The purpose of the research and the rights of the respondents to privacy
and withdrawal without any negative consequences are informed to the respondents.
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Data Analysis

Both SPSS and R software were used for data analysis to leverage the advantages of both platforms
for ena]oling sufficient statistical testing. The evaluation includes a summary of the participant
characteristics followed by DEI organizational well-being, and global competitiveness response
highlights. Mean together with median as well as standard deviation and frequency distributions
make up the reported measures. This investigation reveals strategic relationships between the
studied variables by displaying their significant patterns throughout the dataset. The study
evaluates the strength of relationships that exist between DEI and organizational well-being and
global competitiveness in the textile sector.

After correlation analysis, multiple regression analysis was conducted to test the hypotheses. First,
the first model, which first examines whether DEI practices positively relate with organizational
well]oeing (Hl), and second analgses whether DEI practices predict glo]oal competitiveness (H?).
These models allow determining how strong and statistically significant these relationships are, as
well as recognizing any possible patterns.

Cronbach’s alpha is used to evaluate the reliability of the instrument with an acceptable internal
consistency set to be 0.7 (Ste{ana etal, (20?5). The valiclitg of regression models is tested ]I)LJ checking
assumptions of linearity, normality of residuals, homoscedasticity and absence of multicollinearity
(Salmerén-Gémez & Garcia-Garcia, 2029). They are displayed using tables and graphs to interpret
more easilg.

Fiystlg, primarilq clescriptive analg sis and data cleaning be conducted using SPSS, and advanced
modeling and visualization with R is going to be executed, which is going to be characterized by a
dual software approach, strengthening the analysis process. The participant protection and data
integrity are strictly in line with the rules of the research through this study. The participants were
informed of the study in detail and have to give their consent voluntarily to participate. [dentities
and personal data of the respondents were kept confidential. Participants have the right to withdraw
from the survey at any stage. Data was analyzed and reported honestly and the findings be employed
for academic purposes only. Prior to collection of data, ethical approval was sought from the suitable
academic institution. The entire research was conducted according to the set ethical guidelines to
ensure credibility, transparency, and academic studies.

Results and Discussion

This section demonstrates the results obtained by analyzing how Diversity Equity and Inclusion (DEI)
affect important organizational outcomes for textile sector entities: organizational well- being and
slobal competitiveness. The textile industry of Pakistan which serves as a vital segment for the
economic health of the country requires adoption of more diverse equitable work environments.
Developing nations such as Pakistan must appreciate DEI's dual role in ethical practice improvement
as well as business performance enhancement and employee satisfaction growth and international
market standing,
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Results

The expansion of businesses in Pakistan's textile sector requires urgent adoption of inclusive
workplace cultures to meet present needs. The basic understanding of diversity which several
companies possess does not fully capture DEI which integrates fair treatment with opportunities and
resources and the practice of making all employees feel valued and engaged. A company s internal
culture improves along with employee morale and productivity through integration of appropriate
elements.

The initial part of this document examines the findings extracted from both regression analysis and
correlation analysis done on the collected data. The research used statistical methods to analyze DEI
practice relationships with two outcome measurements involving organizational well-being and
810]3&1 competitiveness. The regression analysis describes DEI's effects on employee satisfaction and
engagement and retention levels inside organizations while the correlation analysis determines DEI's

relationship strength with global competitiveness.
Data Analysis

To perform the detailed analysis, first descriptive analysis was run then a detailed interpretation of
discovered DEl-related findings among organizational well-being and global competitiveness is
provided after the results disclosure.

Descriptive Analysis

Table I: Descriptive of Respondents

Frequency (N) percentage o
Organizational role
Middle Management 58 47
Operational Staff 36 29
Other 12 10
Top Management 17 14
Experience
0—1 1 9
1--3 50 41
47 54 44
8 & above 8 6
Industry Size
1k -5K 37 30
3k ~OK 3D 28
0k 9K 24 20
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OK- above A4 22
Age

22-28 68 5
20-35 43 50)
36-42 12 10
Gender

Female 44 36
Male 79 64
Total 123 100

This table shows from the given dataset that most respondents are from middle management. The
table also shows from the given dataset that most respondents have 4T years of experience. The data
also revealed that the organization size is Ok-Ok of minor respondents from the given dataset. The
data also revealed that most respondents are male and from the age group (22-28).

Regression and Correlation

The correlation analysis reveals important relationships between DEl initiatives and organizational
well-being and global competitiveness by measuring their strength and direction. The evaluation of
these relationships enables assessments regarding the DEI practice connections to employee well -
being and entire business success. The correlation matrix demonstrated important results regarding
DEI practices as well as organizational well-being and global competitiveness.

Table 2: Correlation Analysis

Variables 1 2 J
LDHE 1000
2.Organizational Well-Being 0810™ 1000

3. Global Competitiveness 0060 067 1000

(N:1c23)* *p <001 ((2~tailec1)

Data shows that DEI and organizational well-being have positive correlation (r= 0810). The
obtained research data shows that improving Diversity Equity Inclusion (DEI) practices leads
employees toward enhanced job satisfaction and improved well-being. A workplace environment
enhanced by DEI practices helps employees maintain feelings of worth and dignity alongside sense
of being included. High levels of organizational well-being directly result from strong correlations
detected in critical DEL The research demonstrates that both inclusive management principles
together with a respectful work environment form essential components for better employee morale
and engagement. When organizations create equal treat and welcoming environments their
workforce becomes more engaged and delivers outstanding results while showing commitment to
remain with the organization.
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Analysis revealed that DEl has a weak positive association with global competitiveness as shown by
a correlation coefficient (r=0.00). DEI initiatives appear to affect worldwide business performance
yet their impact stays largely unimportant when measured at current times. External business
elements like technological developments and market conditions and production strategy
optimization exert stronger control over global business capability than diversity~enhancing
initiatives. The positive correlation between the DFI and oyganizational welll)eing (1:067) had a
greater effect on global competitiveness. DEl practices improve organizational reputation and brand
image while attracting international buyers in the long texm. Fortunately, the relationship between
DEI and 810]3611 competitiveness demonstrates positive effects yet the direct relationship remains
weak because other factors mainly determine business success at the international level.

The studied connection between organizational well-being and global competitiveness
demonstrated a 0.00 weak positive relationship. The importance of workplace health stands
separates from its correlation to enhanced market competitiveness at the international level.
Organizational satisfaction together with employee engagement leads to better employee retention
but does not guarantee international market success alone. The research demonstrates global market
success requires businesses to develop an ambitious plan which combines operational fleet e{{iciencg

with employee well-being and market adaptation and innovation capabilities.

The regression analqsis examined how DEI impacts organizational well~]:>ein8 alongside 8101)611
competitiveness measurements. The assessment of DEI's effects on both dependent variables
throughout our analysis enables us to better understand DEI's role in organizational achievement.

Table 3: Regression Analysis

Predictor/lnclependent Variable Coefficient (Beta P~ Interpretation

Value) value
DEI (Diversitg, Equity, Inclusion) — =0.75 < Highly significant positive
Organizational Well-being 0.001 impact
DEI (Dive!sitg, Equity, Inclusion) — =021 0.07 Weak positive impact (non-
Global Competitiveness significant at 0.05)

The model produced R? fitting statistics of = 0.7D for Organizational Well-being along with =

0.56 For Global Competitiveness.

The R~squarecl value from the organizational well~l)eing regression model reaches 0.97), thus DEI
practices explain 975% of the observed organizational well-being variation. The relationship
strength between DEI practices and employee well-being stands at 975% based on the R-squared
value because inclusive practices drive satisfaction levels along with morale and ernplogee
engagement. Recent research confirms that organizations succeed when they strive to create

welc01ni118 environments because such approach improves their health per{ormance.
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Research findings demonstrate that organizational well-being relates to management shows and
supports fair and welcoming behavior with borderline significance (coefficient = 04371, p-value =
0.053). Leadership support of Diversity Equity and Inclusion practices creates a substantially better
organizational work environment which enables better employee satisfaction and retention.
Organization members across different backgrounds who experience inclusion measure high levels

of engagement and job satistaction based on the data.

Data from the global competitiveness regression shows an R-squared value of 0.619 which
establishes DEI as the explanation for 619% of slobal competitiveness variations. DEI has a
significant impact on 810]:)611 competitiveness yet its influence remains more moderate than
organizational well-being based on the statistical model results.

Research shows that the DEI helps improve the international image of your company. DEI variable
has a positive coefficient which proves DEI practices result in better international business
reputation. The results validate the correlation research which indicates that DEI actions initially
lack direct impact on competitiveness but can develop a company's worldwide recognition with time.
The regression model showed that DEl influences global competitiveness to a limited extent because
other components including innovation along with market penetration and product quality control
competitive success better. Organizations experience substantial benefits from DEl practices in terms
of well-being but face limited direct effects on global competitiveness outcomes. A workplace
culture enhanced through DEI produces better internal staff satisfaction and reduced turnover but
its market competitive abilitq may require multiple business approaches and take time to develop.

Discussion

The results show substantial positive effects from companies adopting DEI practices. Balanced
inclusivity fosters employee engagement, job satisfaction, and retention (Shore et al, 2018).
Incorporating DEI that is based on inclusive leadership, fair treatment, and employee involvement
leads to higher work environment morale and productivity in the organization (Mor Barak, 2017).
When considered by the standards of the textile industry, where those working are paid low wages
and the amount of work involved (especiallg plujsical exertion) is excessive, DFI is necessary.
According to Baker et al. (2025), workers tend to feel overlooked and taken for granted by their
superiors which results in poor job satisfaction and increasing turnover. In such an environment
introducing DEI initiatives can greatly enhance employee engagement, reduce stress and increase

satisfaction (Nishii, 9013)

Pakistani textile corporations constantly suffer from low morale and high attrition. These challenges
can be addressed through DEI strategies such as equal pay, transparent policies, and culturally
aware training that foster inclusive atmospheres (Khan et al, 2025). When employees undergo
discriminations in the workplace on the basis of 8enc1ey, ethnic l)ackgrouncl, or socio~ economic status,
workplace tensions are very common (Do]abin & Kalev, 9018). The implementation of DEI leads to
better physical and mental health-based outcomes such as ensuring fair training access,
compensation, and recognition (International Labour Oy,ganization. (20‘24, March 97)
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Leadership of fairness is a motivating factor, which encourages the employees to be contented, happy
and retained (Ro]oerson, 2019) Including organizations have emplog ee ]oelongingness that enhances
inter~team cohesion and creates a Psy chologicallg safe workplace (Bose, 9094) In the textile
industry, where there is a wide representation of gender and ethnic groups in the workforce, inclusive
policies are directly related to better emotional health and performance of the workforce. Facilities
that have implemented DEI {acilitate the respect of one another, experience increased emplogee
loyalty, higher morale, and superior long term performance outcomes (Liuetal, 2025; Yang, 2025).

Although the research demonstrates a positive correlation between DEIl and global competitiveness,
the regression analysis suggests that DET's contribution is indirect. DEI has an immediate link with
organizational wellbeing, but international market success that depends on other variables like
market demand, innovation, and supply chain efficiency (Lee et al, 2025; Frijns et al, 2025).
Altllough workplace inclusivity does not directly improve quantitative performance metrics in the
short term (Khan et al, 2029), it would then indirectly support competitiveness by developing
organizational culture and employee satisfaction. It is of crucial importance for credible
participation in global trade and meeting of international labor and ethical standards (Sunder et al,,

9095, International Labour Oyganization ((2024, March (27)

The study also confirms that DEI increases international branding and reputation. Other more
ethical investors and buyers are more likely to flock to DEl friendly firms. While the short-term gains
of DEI might be impossible torealize, DEl is a strategicasset for the long-term repute and partnership.
For integration into global value chains, social responsibility is a necessary element in the textile
sector. An adoption of DEI is more advantageous to organizations than not as it equips them with the
capabilities to meet future emerging global standards for sustainability and ethical employment. As
time goes on, DEI becomes a foundational growth driver as international buyers demand more and

more ethical sourcing (Richarcl etal, 9026)
Conclusion and Recommendations

This research results in addition to presenting implementation applications and suggestions
originating from analyzing DEI practices in Pakistan's textile sector. The exploration of this chapter
starts by reviewing the research goals alongside methods combined with important findings which
showed organizational well-being's major relationship with DEI together with DEIl's moderate
correlation to global competitiveness.

Conclusion

The study examined the connections between Diversity Equity and Inclusion practices and business
performance including organizational well-being and global competitiveness among Pakistani
textile organizations. The researchers investigated the employee satisfaction along with job
engagement and retention effects of DEI practices and their impact on company competitiveness in
worldwide markets. A detailed hypothesis evaluation combined with testing allowed the study to
achieve its research goals which demonstrated the consequential power of DEI on organizational
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performance and global competitiveness. This empirical data demonstrates positive DEI effects on
organizational well-being while showing a weaker relation to global competitiveness though DEI
contributes strongly to brand reputation and long~term market success outside the country.

The principal research goal examined DEI's effects on textile sector organizational well-being,.
Within the current context organizational well-being consists of employee satisfaction levels
together with job commitment factors and work morale and mental health aspects. The research
confirmed that the practicing of DEI yields substantial positive effects on organizational wellbeing,
Organisations that adopt inclusive and equitable work practices see employees being more engaged
at work, at least those that are satisfied with the working conditions and the work itself. The
organization data confirms that DEI practices are implemented leading to enhance working
environment is conducive to the working of the employees on enhanced respect, anger and fairness
which leads to increase in job satisfaction and morale.

The issue of organizational wellbeing in the textile industry is a very important one and it stands due
to the fact that work conditions usually pose challenges in the heavy nature of it and low wages along
with long hours of work. Workers in particular face obstacles within the industry because women
together with migrant workers experience exclusion and limited chances for career 8rowth. BL]
putting into action DEl initiatives, equal treatment and full work inclusion for everybody across the
organization is created as solutions to these problems. Implementing gender sensitive policies, as well
as providing equal opportunities for career development and cultural inclusion for all the ethnic
segments will ease the employee feeling of being disenfranchised.

Research showed that a greater workplace solidarity and support exist among workers in companies
that integrate them in textile practices when work is more demanding. By adopting DEI business
principles, textile companies create conditions for building satisfactory workplaces that improve
employee effectiveness and decrease the rate of their departures. Challenges to the textile industry
are the DEI policy shortages affecting the work force resulting into the discontentment and common
man's exit of the empty man power. The extensive research demonstrates that DEI implementation
serves as a strategic business method to enhance both staff contentment and company operational

ef{iciencg.

This study examined how DEl influences global competitiveness within the textile industry through
its second research goal. The research validated that DEl initiatives enhance organizational welfare
yet did not establish a strong link between DEI and global business competitiveness. The research
determined that DElstrategies enhance global competitiveness mainly by producing positive effects
on corporate image and reputation in worldwide business markets. Early twenty-first-century
slobal operations are witnessing rising demand from customers along with business partners who
focus on ethical actions and sustainable approaches together with social responsibility requirements.
Organizations which show dedicated attention to DEI gain better ability to establish robust ties with
international distributors and enhance brand reputation while serving rising customer need for
sustainable product choices.
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The research indicated that DEI had a minimal direct effect on operational efficiency together with
product guality and market share metrics. A company's immediate competitive performance
depends mainly on innovation together with operational efficiency and market adaptability instead
of DEI programs. The positive impact DEI practices have on company image develops slowly since
their direct role in global competitiveness remains indirect. Creating ethical labor practices helps
establish a positive reputation but these measures do not necessarily enhance production cost
reductions or innovation capabilities of a company (Khan et al., 2025). The long~term effects of DEI
implementation improve competitiveness yet they do not directly result in market performance or

financial improvements in the near future.

The study demonstrated that companies should weave DEI principles into their extended strategic
planning to boost their worldwide business competitiveness. Because of their DEI investment
companies draw partners from abroad who base their choices on ethical standards and corporate
social yesponsi]oilitg. The implementation of DEI ]og companies enables them to follow international
market concepts and requirements which keep them ahead in the fast- evolving international
market. Companies in the textile sector boost their opportunity to achieve long-term contracts
together with market entry benefits through fostering DEI practices which results in building
resilient international customer relationships.

The research demonstrates that DEI contributes to building organizational reputation and global
image even though itsimmediate effects on global competitiveness might be hard to measure at first.
Global ]ougers of Pakistani textile business rely on the supplier partners to have ethical practices
with the labor condition and inclusive policies. The companies of textile industry which are
concerned with diversity and inclusion will enhance the international trading competitiveness of the
corporations through the development of strong internal culture and consequently will attract them
to the global markets.

The research proved the success of its goals via proving that the implementation of DEI practices
contributes to the formation of strong positive organizational wellness in the broader context of
indirectly boosting competitive standing in the international markets. This study states that DEl is an
important element of making productive organizations that can flourish. Finally, DEI practices are
beneficial to organizations because it improves the market reputation and the aligning with the
world market dynamics which boosts the international partnership of the organization. To succeed
inside and outside its domestic territory, textile companies in Pakistan are in need of DEI to be
incorporated as part of their fundamental business plan strategy. DEl is critical since it acts as a major
contributor to the progressive development of the textile industry, and hence the future business
success of companies in this inclustrg is mainlg 11ingec1 on DEI The research results expanc] knowleclge
about DEI while providing practical business recommendations for companies that want better
organizational performance and international market success. Future investigations need to
investigate how DEl impacts organizational performance both inside and outside the textile industry
since labor standards remain crucial in this sector.
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It provides clear practical implications for textile firms in Pakistan. According to Tufail et al. (2020)
to improve employee well]oeing and decrease attrition, DEI programs should be embedded into the
core operations of the businesses (Shore et al, ?018) DFI investment means increased emplogee
satisfaction & excellent organizational performance (Chung et al, 2024). While DEI cannot
outweigh other external short-term factors in determining immediate global competitiveness, it is a
10118~term investment towards ethical ]oranding and international appeal (Nittrouer et al., 9095)
Corporate responsibility and global stakeholders are attracted by inclusiveness in recruitment and
leadership development practices (Roberson, 2019).

Companies in the textile industry are expected to encourage the culture that recognizing and
respecting cliversitg and ensuring freedom from discrimination in jo]o chances as per 8endey, race and
social class background (Mor Barak, 2017). This entails the execution of leadership diversity
strategies, gender in equity policies and accessible training programs. Further, leadership must be an
active supporter of inclusion and respect for it has a direct correlation to workplace retention and

empowerecl emplog ees (Nishii, 2015, Bose, 2094, Richard et al., ?026)

This study creates practical knowledge that is a basis of necessity resource for textile sector
stakeholders in Pakistan, specifically for their companies to know how DEI builds both staff
involvement and international market success. So, the research proves how DEI practices are
extremely beneficial for organizations and, therefore, firms should include the practices of DEI in
operational core processes. lf organizations adopt inclusive procedures that lead to diverse executive
representation and employees being treated fairly as well as opportunities for professional growth

for underrepresented teams, the results are more satistied employees with better performance hour

per hour (Nishii, 2013, Bose, ?0(24, Edmo Richard et al., 90?6)

In spite of the very low correlations between DEIl and global competitiveness, the study reveals that
DEI practices are significant for an organization to undertake on its path to become global. DEI
strategies can be clevelopecl l)g afirm as business tools, including superior brand image, which would
attract customers from international markets who take responsible corporate conduct and fair work
practices very seriously. Businesses that choose for the long term to develop DEl strategies will get to
align their operations better with the demand of global market, as well as improved workplace

environments leacling to better market success (Nishii, 9013; Bose, 90(24; Edmo Richard et al, 9096).

The study shows that DEI is wasted if it's viewed as a stagnant business investment which does not
lead to better outcomes. DEI principles require being integrated into companies’ business strategy as
much as they are incorporated into the company and cultural framework. The approach improves
company internal working climates; also offers opportunities for an increase in to long term contracts
acquisition and development of sustainable business partnerships. Through its dual theoretical and
practical contributions, this study provides useful guidelines to the leader from both academia and
business points of view of how DEI can propel organizational success within domestic contexts and

across international borders (Nishii, (2013, Bose, (20(24)
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All textile producers in Pakistan should aim to integrate DEI practices within their core business
operations. DEI functions as a managerial strategy which establishes better organizational wellness
and enhances employee satisfaction. Organizations must create DEI programs which provide
educational material about cultural competence while teaching employees how to build an
inclusive workplace environment and promoting awareness about various diversities. These
programs have been implemented to facilitate dignity, appreciation with ]oelonging, their
implementation will enable staff members to experience these both in the workplace, which
produces the best workplace conditions and the best corporate wellness. By incorporating this as a
part of their strategic framework, organizations will typically participate in creating a conducive
positive organisational culture and improve both the employee retention and work satisfaction rates.

For a long term investment into business success, DEI develops as it takes effect on global
competitiveness slowly. Ethically and socially responsible business practice should be presented by
the textile sector in Pakistan to the global supply chains. lf companies stick to clear employment
practices, just pay distributions, as well as the worldwide sustainability requirement, they can reach
this goal. With the application of DEl driven activities in the long term, the organization will become
better known for satisfactory reputation, stronger interaction with international clients and higher
slobal market competence. Most international business customers want suppliers to conform to their
own ethical values, which will later result in long term business agreements so implementing DEIl will
prove to be profitable in business.

The most important and obvious recommendation for textile industry is to develop and decide to
market an environment where every employee feels train and add. Specifically, among women and
ethnic minorities, the textile companies are to set workplace policies which level the playing field in
pyoviding equal or closer chances for pyo{essional clevelopment and career 8yowth. To achieve this,
firms also need to develop mentorship, leadership and career growth initiatives that teach staff of all
backgrounds. According to this, it is essential that companies adapt work schedules for maximum
productivity based on adapta]oilitg for special needs populations as the next measure to create an
inclusive to the mental environment as well as improve employee commitment to a company.
Initiatives such as these, when organisations undertake them, result in improved wellbeing outcomes
amongst employees and loyal and productive staff to the organization.

Staff centric operational strategies have to be set up by organizations in which both employee
welfare and organizational achievement are increased. The emploger must provicle emplogees in
safe environment; it respects them enough to share their ideas. Organizations which implement
feedback systems, open communication platforms, and work-life balance strategies tend to improve
the workforce engagement. Organisations providing counseling, as well as health benefits and stress
management workshops are helping build up employees against burnout to help in getting the most
productivity out of them. Employee engagement will not only create satistied workers and help
prolong their time at their job, but also improve an organization’s overall operational efficiency in the
long term.
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Gender and cultural diversity should be one of the most successful DEI strategies to lead the leaders
in any capacity of leadership position at any level. The textile firms should always select executive
level and managerial candidates from diverse ]oackgrouncls and characteristics. The diverse
leadership teams help you form divergent perspectives to innovative solutions which support your
decision making processes in a much better way. It means businesses have to ensure that their
employee recruitment along with their promotion practices will be filled with fair and inclusive
selection that would do the justice to the party involved in it without any discrimination made by
anyone regardless of his race, ethnic background, or gender identity. Such organizations will free
themselves from the obstacles and from any prejudice so as to rise to higher level minority
representation at the leadership level.

Textile companies must join hands with seasoned practitioners from industry leadership or from
NGOs who work on DEI practices to execute the swift rollout of DEL. Partnerships between businesses
lead to the provision of current industrg information about DEI best practices and international
standards by businesses to current businesses. Businesses have the opportunity to choose and use
already proven DEI solution which complies with their requirements via successtul enterprise DEI
implementation in similar companies. Building shared responsﬂ)ilitg allows for leveragecl
networking activities with industry associations dedicated to diversity and inclusion that aid in
encouraging cooperative effort and strengthened DEl commitment. Textile companies need to create
methods that allow them to assess how well their DEl initiatives perform. Companies must track three
factors: employee satisfaction and engagement alongside turnover statistics together with DEI
practice performance effects. Organizations that conduct regular assessments can discover
improvement opportunities within their DEI strategies so they can implement proper modifications.
Organizations can build a competitive inclusive organization through continuous monitoring of their

DEI progress because tracking time-based results enables organizations to improve their DEI efforts.

Research on the connection between Diversity Equity and Inclusion and organizational performance
alongside global competitiveness in the textile industry encountered important restrictions which
need consideration to fully understand the assessment. A primary challenge appeared during
research when using a limited number of participants. A small number of 124 individuals within the
Pakistani textile industry participated in this research study. The research sample reached statistical
analysis level however a larger participant group would have strengthened the study's broader
application and enhanced its findings regarding DEl practices and organizational results. The study's
small specimen set might have inhibited researchers from identitying delicate patterns mainly in
slobal competitiveness assessments since DEI effects operate subtly within extensive information

samples.

The employment of original research data proved challenging as a research method. The research
drew its data from primary sources which included surveys and interviews but these methods both
brought important primary facts to the surface while creating specific challenges. The data
collection approach was affected by response bias as certain study participants may have attempted
to imply favorable outcomes for DEI practices. The extensive duration and substantial costs involved
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in survey and interview collection directly corresponded with participant willingness together with
their honesty as key determinants for data guality. The accuracy and completeness of data might
have been impacted because of these issues which mainly concentrated on organizational self~

reported activities together with employee experiences.

The study exclusively investigated the textile industry within Pakistan but this specific focus
restricted the general use of the research findings to other business sectors or international markets.
The unigue characteristics of Pakistan's textile sector regarding labor practices economy and
international trade create boundaries when predicting organizational well-being and global
competitiveness from the DEI perspective in other sectors or regions. Further research should explore
a wider range of industries because this would help develop an extensive comprehension of DEI

practices across multiple organizational settings.

The cross-sectional study design functioned as another research limitation throughout the
investigation. The study analyzed one-time data recording which made it difficult to show the lasting
effects of DEI approaches on organizational well-being together with global competitiveness. The
long-term impact of DEI initiatives required longitudinal research because it would show the
complete transformation process of organizational outcomes through time. The cross-sectional
method reduces our ability to draw cause-effect conclusions about DEI's relationship with studied

variables.
Future Research Directions

The research constraints found here present advanced investigation opportunities that let
researchers fill knowledge voids about DEI practices. The next step for research should focus on
obtaining larger samples while broadening the industry range. Research findings will gain broader
applica]oilitg if sample size increases represent a wider spectrum of textile industry companies along
with study expansion into new business sectors. Researchers may achieve better results by studying
DEI practices and their organizational outcome impacts through their analysis of multiple different
organizational cultural types and business environments. Such an extended survey would yield a
more detailed pool of information allowing researchers to examine how different industries face
diverse obstacles and gain advantages through the implementation of DEI practices for global
competitiveness.

Future research is encouraged to examine secondary data options because of difficulties during main
data acquisition. The research can utilize secondary data resources composed of information derived
from international organizations combined with government reports together with industry
benchmarks for measuring DEI performance outcomes. Future studies should integrate secondary
data to solve the self-reported biases in data while improving the validity and reliability of findings.
The analysis of qualitative data from interviews and focus groups would supply organizations and
researchers with detailed understanding of DEI implementation practices hence enriching the
existing quantitative findings.
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The advancement of DEI research will heavily depend on the execution of longitudinal studies. A
longitudinal study design would prove beneficial for detecting long-term organizational impacts of
DEl practices on employee well~l)ein3 and 810]3611 business competitiveness because these initiatives
take time to produce measurable effects. The tracking of organizations through multiple years
enables scientists to monitor DEI programs' changes and determines dual effects on workforce
commitment alongside international market advantages. Longitudinal research with these settings
would make up for cross-sectional weaknesses in the present study by delivering comprehensive
long~term perspectives on DEI's performance.

Research may investigate the exact pathways which DEI strategies affect business results. New
investigations need to establish which particular programming or initiatives generate the observed
effects between DEI and organizational well-being. Future research should examine the inclusive
cultural development underleadership direction and explore training outcomes as well as employee
resource group contributions to DEI achievements. More detailed research on DEI practice

operations within companies would create better insights about effective implementation strategies.

The field requires further investigation into DEI effects on several organizational results which
extend past well-being along with global competitiveness. Studies in the near future should explore
how DEI promotes creativity and innovation and how it affects organizational employee
performance. Both the revenue benefit that diverse teams produce and the cost that can be avoided
as a result should be studied in DEI research. To fully understand the value contribution of DEI to
business, there should be research on new organizational outcomes for business operations in the
Pakistani and other emerging markets.

For tuture research, researchers may expand the sample size of their current study and stay in long
term for multiple performance measurements of organizations. Future research can be conducted in
order to resolve identified gaps to generate more complex findings regarding the impact of DEl on
organizational success and to more effectively develop a more successtul regional DEI strategy
development.

However, this research concludes the effects of Diversity Equity and Inclusion (DEI) in Pakistan'’s
textile sector. The research results show that DEI has enormous benefits for organizational health and
international market competitiveness. There was a positive effect of DEI practices on statf happiness,
staff retention, workplace environment, and the policy implementation allows for indirect benefit for
slobal competitiveness. DEI is a prerequisite that needs to be done through primary business
strategies, which are also support operations success and leadership diversity but with cultural
inclusion. The main-limited primary data and small sample remain the main elements which the
research is done on, while the other new research direction includes extended sample size and periocl
measurement. Having established that DEI implementation, creates the conditions that make it
possible for the organizations to succeed competitively within the world textiles market

497



Journal of Social Research Development, Volume 7, Issue 9, November, 2026

References

Aguzzoli, R., Lengler, J., Milley, S. R., & Chidlow, A. (2094) Paracligms in qualitative IB research:

Trencls, analgsis and recommendations. Managernent International Review, 64, 165-108.

Ahmed, S.K. (2024). How to choose a sampling technigue and determine sample size for research: A
simplified guide for researchers. Oral Oncology Reports, 12, Article 100002.
https:/ / cloi.org/ 101016/ j.oor.QO?‘i.lOOﬁﬁQ.

Ahmad, R, & Khan, H.(2021). The impact of DEl on employee satisfaction in Pakistan's textile sector.
Journal of Textile Inctustnj Research, 14(9), 4550,

Ajaz, S., Unnnar, R., & Bashir, L (?0?5) The human factor of sustainable textile waste yecgcling in
Pakistan: The function of managerial skills in the green transformation. The Critical Review
of Social Sciences Stuclies, 5(4), 1501-13520. https:/ / cloi.org/ 1059075/ qch11n570

Ali, M (20(24) Aguide for positivist research paradigm: From philosophtj to nlethoclologg. Iclealogg
Journal, 9(?), 187-196. https:/ / doi.org/ 1094191/ idealogg.vgi?bgﬁ

Ali, S., Hasan, M., & Rehman, Z. (QO?O) Global competitiveness in Pakistan's textile sector: The role
of DEI International Journal of Textile Science, 34(4), 78-92.

Alvaraclo, D., Garcia, S., & Tang, W. (?OQI). Cyeating an inclusive workplace: Practices and
challenges in Pakistan. South Asian Journal of Business Stuclies, 9(1), 12-95.

Ashforth, B. E, & Mael, F. (1989). Social identity theory and the organization. Academy of
Management Review, 14(1), 20-39. https://doi.org /102307 /258189

Bakey, M., Ali, M., Gra]:)ayski, M. K., & Konracl, A (2025) Influence of women in leadership on
gencler~equalitg, work-life, and domestic violence coping practices: The role of chief
executive officer gender. Human Resource Management Joumal, 35(4), 1052-1046.
https://doi.org/101111/1748-8585.12611

Barney, J. B. (1991). Fixm resources and sustained competitive advantage. Journal of Management,
17(1),99-120. https://doi.org /101177 /014920659101700108

Bashir, I., Tutail, M. S., Ajaz, S., Malik, M. S., & Kamyan, HW. ((2019) Dimensions of ambivalence and

their respective response: An empirical study of employees confronting ambiguity and

inconsistency in behaviors and corresponcling responses in ]:>anking sector of Pakistan.
Revista Inclusiones, 6(9), 335-356

Booysen, L. (2021). Inclusive leadership: A critical capability for organizations facing a global
pandemic. South African Journal of Industrial Psychology, 47(1),1-10.

Bose, M. B. (2094). Ties that bind: Fashion, textiles, and genderecl labour in South Asia toclag. South
Asia: Journal of South Asian Studies. https://doi.ors/101080/19472498.2024.2311054

Bourke, J., & Dillon, B. ((2018) The cliversitg and inclusion revolution: Eight poweriul truths. Deloitte

Insights. https: www2deloitte.com/us/en insights/deloitte~review/issue~

22/ diversity~and-inclusion-at-work-eight-powerful ~truthshtml

Brimhall, K C., & Mor Bayak, M E ((2018) The critical role of workplace inclusion in iostering
innovation, job satisfaction, and quality of care in a diverse human service organization.
Human Service Organizations: Management, Leadership & Governance, 49(5), 474-492.
https://doiorg/101080,/25505151.2018.1526151

498


https://doi.org/10.2307/258189
https://doi.org/10.1111/1748-8583.12611
https://doi.org/10.1177/014920639101700108
https://doi.org/10.1080/19472498.2024.2311034
https://www2.deloitte.com/us/en/insights/deloitte-review/issue-22/diversity-and-inclusion-at-work-eight-powerful-truths.html
https://www2.deloitte.com/us/en/insights/deloitte-review/issue-22/diversity-and-inclusion-at-work-eight-powerful-truths.html
https://doi.org/10.1080/23303131.2018.1526151

Journal of Social Research Development, Volume 7, Issue 9, November, 2026

Burg Consulting, (2018). The role of diversity in driving business success.
http: www.])ur,d,consulting.com

Catalyst. (2020). Why diversity and inclusion matter: Quick takes.

https:/ /www.catalyst.org/ research/why-diversity~and-inclusion-matter

Chung, B. G., Shore, L M., Wiegancl, J. P., o8 Xu, J. (QOQ‘I). The effects of inclusive psgchological
climate,leader inclusion, and workgroup inclusion on trust and organizational identification.
Eqguality, Diversity and Inclusion: An International Journal, 44(7), 924-945.

https://doiorg/101108/EDI-08-2023-0278
Deloitte.  (2021). Diversity, equity, and inclusion (DEI) transparency  report.

https: www2.deloitte.com

Ding, E, & Riccucci, N. M. (2023). How does diversity affect public organizational performance? A
meta—analgsis. Public Aclministration, 101(4), 1367-1393. doi.ors /101111 /padm12885

Dobbin, E, & Kalev, A.(2018). Why diversity programs fail and what works better. Harvard Business
Review, 96(?), 52_60.

Duong, N. S. (2024). The antecedents, outcomes and mediating role of inclusion at work. Equality,
Diversitq and Inclusion: An International Journal, 4:’)(8), 1205-1310.
https:/ / cloi.org/ 101108/ EDI-11-2023-03909.

El Bag, J, Laguir, [, & Marais, M. (9019) CSR performance and the likelihood of cliversitg and
inclusion practices: Evidence from SMEs. Journal of Business Ethics, 158(3), 705—7(25 DOI
not verified.

Frijns, B, Garel, A, & Liao, S. (2095) Emplogee clemographic cliversitq and firm per{ormance.
Financial Management, 54(?), 305-330. https:/ / doi.org/ 101111/ fima12484

Glassdoor. (QOQO). Diversitg & inclusion workplace survey. https:/ /www.glassdoor.com

Global Fashion Agencla. (9021) Fashion CEO agencla 2021 Diversitg, equity, and inclusion.
https://globalfashionagenda.org

Green]oerg, J. (1987). A taxonomy of organizational justice theories. Acaclemg of Management
Review, 19(1), 0-922 https://doiors/10546D /amr1987.4506457

Herring, C (‘2009) Does cliversitg pag? Race, 8enc1er, and the business case for cliversitg. American
Sociological Review, 74(?), 208-224. https://doi.org/10.1177,/000312240907400205

Haclisurga, J, Joni, J, En, T. K, & Setiana, S. (2095). How ESG and 8e11c1er diversitg affect firm
performance. Corporate Social Responsibility and Environmental Management, 32(3),
3181-3102. https:/ / cloi.org/ 10.1009/ csr. D122

Hunt, V., Prince, S, Dixon~F1Jle, S, & Yee, L. (2018). Delivering through diversitg. MCKinseg &

Compang. https:/ /www.mckinsey.com capal)ilities people-and-organization/ our~

insights/delivering-through~diversity
International Labour Organization. (2024, March 27). Gendering internal labour migration

corridors: Migrant women workers in southern India's garment industry.

https:/ / www.ilo.org/ pu]olications/ gendering-internal-labour-migration-corridors-
migrant-women~workers

Jackson, B, Williams, J., ¢ Smith, D. (QOQO). The business case for DFI in manu{acturing industries.
Global Business Review, ??(5), 67-81.

499


http://www.burgconsulting.com/
https://www.catalyst.org/research/why-diversity-and-inclusion-matter/
https://www2.deloitte.com/
https://doi.org/10.1111/padm.12885
https://www.glassdoor.com/
https://globalfashionagenda.org/
https://doi.org/10.5465/amr.1987.4306437
https://doi.org/10.1177/000312240907400203
https://www.mckinsey.com/capabilities/people-and-organization/our-insights/delivering-through-diversity
https://www.mckinsey.com/capabilities/people-and-organization/our-insights/delivering-through-diversity

Journal of Social Research Development, Volume 7, Issue 9, November, 2026

Javecl, B., Naqvi, SMM R., Khan, A. K., Arjoon, S., s Taqqeb, H. H. (2019). Impact of inclusive
leaclership on innovative work behavior: The role of psgchological sa{etg. Journal of
Management & Organization, 95(1), 117-156. https:/ /doi.org/10.1017 /im0 2017.5

Khan,M, Amir~uc1~Din, R., & Ati{, RM. (9025). Precarious work and its impact on health: A stuclg of
female textile workers in Lahore and Faisalabad. Frontiers in Public Health, 13, Article
1520594. https://doi.org/10.5389 /{pubh. 20251529594

Khassawneh, O., &5 Mohammad, T. (?095). The influence of workforce diversitg on organizational
performance in the UAE hospitality sector: The moderating role of HR practices. SAGE
Open. 11ttps:/ / cloi.org/ 101177 /21582440241277859

Kiani, M, Falki, N., & Habi]o, S. ((2025) Gender cliversitg and firm per{ormance: Evidence from
Pakistan's industrial and services sectors. Journal of Development and Social Sciences, 6(4),
157-169. https:/ / cloi.org/ 1047205/ ]d3390?5(6~w)13

Kollen, T. (2016). Sexual orientation and transgender issues in organizations: Global perspectives on
LGBT workforce diversity. Springer. https://doi.ors /101007 /978-3-319-20625-4

Ksllen, T.(2021). Diversity management: Theoretical perspectives and contemporary issues. Equality,
Diversitq and Inclusion: An International J ournal, 40(5), 528-531.

Lee, H. W., Kim, J Y Lee, H., Triana, Md C., & Choi, JN. (2095) When emplogee 8enc1er cliversitg
benefits collective performance: The importance of the proportion of women in top
management teams. Personnel Psgchologg, 78(3), 305-330.
https://doi.org 101111 peps.l?@??

Lim, S., 5~ Loosemore, M. (2017) How to improve social sustainabilitg in construction: A social capital
approach. Construction Management and Economics, 35(7), 448-401.

Liu, Y., Fang, Y., Hu, L., Chen, N., Li, X, & Cai, Y. (QOQ‘}) Inclusive leaclership and emploqee
workplace well-being: The role of vigor and supervisor developmental feedback. BMC
Psychology, 12, Article 540. https://doi.org /101186 /s40559-024-02029-5

Liu, Y., Fang, Y., & He, G. (?095) The effect of inclusive leaclership on emplog ee well]:)eing. Scientific
Reports, 19, Article 39991. l—rttps:/ / cloi.org/ 101038,/541598-025-237035-7

Mahadevan, J. (2017). Culture and diversity management: A global perspective. Cross Cultural &~

Strategic Management, 24(2), 240-250.
McKinsey & Company. (2020). Diversity wins: How  inclusion matters.

https:/ / www.mckinsey.com/featured~insights/ diversity~and~inclusion/diversity~wins~

how-inclusion-matters
Moy Barak, M. E., Lizano, E L., Kim, A., Duan, L., Rhee, M.~K., Hsiao, H.~Y., s Brimhall, K.C (9016)

The promise of diversity management for climate of inclusion: A state-of-the-art review and

meta~analgsis. Human Service Organizations: Management, Leaclership & Governance,

40(4), 505-353. https://doi.ors/101080/25303151.2016.1158915

Mor Barak,M.E. (9017) Managing cliversitg: Toward a 8lol)allg inclusive workplace (4‘:}1 ecl.). SAGE.

Nawaz, M, & Alj, S. (90(23) The impact of inclusion on workplace morale in the textile inclustrg.
[nternational Journal of Human Resource Management, 29(5), 109-122.

Nishii, L. H, ¢& Rich, B. L (QOQQ). Creating inclusive climates in diverse organizations. Annual
Review of Organizational Psgchologq and Organizational Behavior, 9,549-574.

500


https://doi.org/10.1017/jmo.2017.3
https://doi.org/10.3389/fpubh.2025.1529594
https://doi.org/10.1007/978-3-319-29623-4
https://doi.org/10.1111/peps.12677
https://doi.org/10.1186/s40359-024-02029-5
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://doi.org/10.1080/23303131.2016.1138915

Journal of Social Research Development, Volume 7, Issue 9, November, 2026

Nishii, L. H. (2013). The benefits of climate for inclusion for gender-diverse groups. Academy of
Managernent Journal, 56(6), 1754-1774. https://doi.org /105465 a1n1'.9009.0893.

Nittrouer, C. L., Ayena, D., J Y., Silver, E. R., Aveyg, D. R., & He]ol, MR (?095) Despite the haters: The
immense promise and progress of diversity, equity, and inclusion initiatives. Journal of
Organizational Behavior, 46(1), 188-201. https:/ / cloi.org/ 10.1009/ jo]32835

Parker, P.S. (9016) The historical role of cliveysitg and inclusion in shaping leadership models.
Leaclership, 19(4), 450-470.

Phillips, S.A, Dominguez, D.H, & Vicei, H. (9095). Unlocking the power of inclusive leaclership: The
moderating role of climate for inclusion on job satisfaction and perceived care guality.
Journmal of Healthcare Leadership, 17, H81-589. httpsz/ / doi.org/ 109147/ JHL.S534606

Pillai,N. S, & Arora, P. (9095) Exploring the lanclscape of cliversitg climate research as a means of
promoting cliversitg, equity, inclusion, and ]oelongingness for academic and oyganizational
progress. Business Perspectives and Research, 15(4), 481-502.
https://doi.ora /101177 /22785557241262628

Platania, S, Maggio, C., & Boccadamo, M. (2025). The impact of diversity inclusion practices in the
workplace context: The effect of inclusive leadership. European Journal of Investigation in
Health, Psychology and Education, 15(7), Article 121.
https://doi.org/10.3390/ ejihpel5070121

R Core Team. (2024). R: A language and environment for statistical computing, R Foundation for
Statistical Computing, Vienna, Austria. https:/ /www.R-project.org

Ral)lcov, T, Marcoulides, G, Anthont), J., & Menold, N. (9094) Evaluating Cronbach's coefficient

alpha and testing its identity to scale reliability: A direct Bayesian confirmatory factor

analgsis pyoceclure. Measurement: Interclisciplinayg Research and Peyspectives, QQ(l), 78-80.

https://doi.org/101080,/15566367.2023.2201963

Richard, O. C., Gu,P, Aven], D.R, Triana,M.d. C., Stewart, M, & McKaLJ, P.EF (2096) [s there a sweet
spot for gender diversity effects on financial performance in organizations? An S-curve
model explanation. Journal of Oyganizational Behavioy, 47(1), 81-99.
https:/ / cloi.org/ 101002/ job.70045

Roberson, Q. M. (2019). Diversity in the workplace: A review, synthesis, and future research agenda.
Annual Review of Organizational Psychology and Organizational Behavior, 6, 69-88.
https://doi.org 101146 annurev~orf§psuc11~012218~015c243

Sal)harwal, M, Levine, H, & D’Agostino, M. J. (2018). A conceptual content analgsis of 15 years of
diversity research in public administration. Review of Public Personnel Administration,
38(2), 248-267. https://doi.ora/101177/0734571X16671568

Salmerén-Gémez, R, & Garcia-Garcia, C. B. (202)). rvif: A decision rule to detect troubling
statistical multicollinearitg based on redefined VIF. The R Journal, 17(4), 103-216.
https:/ / cloi.org/ 10.32614,/RJ-2025-040

Sameen, A, Ummar, R, Hassan, SS, & Bashir, . (2024). An analysis of the Clean Development
Mechanism (CDM) and Its Consequences for Sustainabilitg in the Textile Sector, The critical
review of social science stuclies, Q(Q). 1565-1501. https:/ / doi.org/ 10.59075/ 55p1)6068

Saunders, M. N. K, Lewis, P, & Thornhill, A. (90(25) Research methods for business students (gth ecl.).

Pearson.

501


https://doi.org/10.5465/amj.2009.0823
https://doi.org/10.1177/22785337241262628
https://doi.org/10.3390/ejihpe15070121
https://www.r-project.org/
https://doi.org/10.1146/annurev-orgpsych-012218-015243
https://doi.org/10.1177/0734371X16671368

Journal of Social Research Development, Volume 7, Issue 9, November, 2026

Shore, .M, Cleveland,J.N,, & Sanchez, D.(2018). Inclusive workplaces: A review and model. Human
Resource Managernent Review, ?8(?), 176-189.
https://doi.org/101016 /1hrmy.2017.07.005

Shore, L M., Randel, A E, Chung, B. G., Dean, M. A., Ehrhart, K I‘I., s Singh, G. (9011). Inclusion and
diversity in work groups: A review and model for future research. Journal of Management,
37(4),1262-1289. https:;//doi.org/101177 /0149206310585945

Sunder, V. M, Gangwar, M., & Modukuri, S. (9095). Do ge11der~diverse teams deliver better
operational performance: An experimental study. Production and Operations Management,
34(3), 382-400. https://doi.org /101177 /10591478241260723

Sweeney, P. J,, & Bothwick, F. (2016). Inclusive leadership: The definitive guide to developing and
executing an impacttul diversity and inclusion strategy. FT Press.

Taplin, . M, & Winterton, J. (2019). Leadership, gender diversity and inclusion: Challenges in the
textile and apparel industry. Textile Outlook International, 207, 7-11.

Triana,M.d. C., Kim, K, BL] un, S.~Y., Delgaclo, DM, & Axthur, W, Jr. (2091) The relationship between
team deep-level diversity and team performance: A meta-analysis of the main effect,
moderators, and mecliating mechanisms. Journal of Management Stuclies, 58(8), 157-2170.
https://doi.org /101111 /joms 12670

Tufail, M. S., Shaheen, K, Mehmood, S., Sged, N, Bashir, I, & Jamil, A ((2094) The orientation of

knowledge sources and knowledge transfer towards innovation capabilities are moderated

by absorptive capacity: An empirical study in perspective of manufacturing industries.
International Journal of Knowledge and Learning, 170), 427-441.
https://doiorg/101504/1JKL.2024.140825

Tufail, M. S, Bashiy, I, & Ishtiaq, M (QOQO) The dues of ambivalence 11amper the psy chological well-
]aeing when mediated l)LJ creativity of emplogees. Journal of Business & Fconomics, 1?(9),
15-25. https:/ / cloi.org/ 105511/JBE202012.04

UN Global Compact. (2021). Target gender equality: Accelerating DEI goals in business.
https://unglobalcompact.org

Wang, S., Feng, K., Wang, H., o8 Li, Y. (9095). Inclusive leactership and emplogee jo]o per{onnance:
Mediation of leader-member exchange and organizational identification. Frontiers in
Psgchologg,lf), Article 1615144. https://doi.org 1033589 {pSL]g.QOQ5.1615144

Wickham, M. D, Fiedler, T, & Donnellg, T.L (2095). Addressing the cliversitg paradox: A resource-
based view of DEI best practices. Sustainable Development, 33(4), 6260-6275.
11ttps:/ / cloi.org/ 10100‘2/ sd. 2467

Wilson, M. (2016). The relationship between workplace diversity and organizational performance.
International Journal of Business and Management, 11(4), 121-150.

World Economic Forum. (2022). Diversity, equity and inclusion 4.0: A toolkit for leaders to

accelerate social progress. https:/ /www.weforum.org/ reports/ diversity~equity~and-~

inclusion-4-0
Yang, VA (90‘25). Impact mechanism of inclusive leaclership on emplogees’ workplace wem)eing in
service enterprises: A chain mediation model of relational identification and job

502


https://doi.org/10.1016/j.hrmr.2017.07.003
https://doi.org/10.1177/0149206310385943
https://doi.org/10.1111/joms.12670
https://unglobalcompact.org/
https://doi.org/10.3389/fpsyg.2025.1615144
https://www.weforum.org/reports/diversity-equity-and-inclusion-4-0
https://www.weforum.org/reports/diversity-equity-and-inclusion-4-0

Journal of Social Research Development, Volume 7, Issue 9, November, 2026

embeddedness. Frontiers in Psychology, 16, Aurticle 1679002.
https:/ / cloi.org/ 103389/ {psgg.9025.1679002

Z.alnra, T., Akram, A., & Rashicl, E. (?OQQ) Gender equalitg and DEI practices in Pakistan's textile
inclustrg. International Journal of Business Ethics, 36(?), 56-69.

Z.llao, K., Hsich, W., Faulkner, N., & Smith, L. (?095) A systematic meta~review of organizational
diversity and inclusion interventions and their associated outcomes. Equality, Diversity and
Inclusion, 44(9), 53-T1. https:;//doi.org/10.1108 /EDI-02-2024-0085

Z.heng, C., Molineux, J., Miyshekarg, S., & Scarparo, S. (?015) Developing individual and

organisational work-life balance strategies to improve employee health and wellbeing,

Emplogee Relations, 37(3), 354-3709. https:/ / cloi.org/ 101108/ ER-10-2015-0142

503


https://doi.org/10.1108/EDI-02-2024-0085

