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Abstract 

This study examines the role of Diversity and Inclusion (DI) in supporting Learning Agility (LA) and Culture Fit (CF), as 

well as their influence on Employee Experience (EE) and Performance Recognition (PR) within organizations in Malang. 

The research gap lies in the limited number of empirical studies on the implementation of DI in local contexts, while most 

of the existing literature predominantly focuses on large corporations. Accordingly, this study is expected to provide 

practical contributions for organizations in fostering an inclusive work culture, enhancing the quality of human resources, 

and promoting both employee performance and satisfaction. The findings of the study reveal several key relationships 

among the examined variables. First, Culture Fit is found to have a significant influence on Performance Recognition. 

Second, Diversity and Inclusion significantly influence Culture Fit, while also exerting a positive effect on Employee 

Experience and Performance Recognition. Furthermore, Employee Experience demonstrates a significant effect on 

Performance Recognition. Third, Learning Agility is shown to influence both Culture Fit and Employee Experience, 

although it does not directly affect Performance Recognition. However, the analysis also uncovers several indirect effects: 

Diversity and Inclusion influence Performance Recognition through Culture Fit, Learning Agility influences Performance 

Recognition through Culture Fit, Diversity and Inclusion influence Performance Recognition through Employee 

Experience, and Learning Agility influences Performance Recognition through Employee Experience. Overall, this 

research makes a substantial contribution to the advancement of human resource management theory and practice, 

particularly in relation to the implementation of Diversity and Inclusion and the development of Learning Agility within 

organizations. By integrating these elements, this study emphasizes the importance of a comprehensive approach to 

achieving organizational goals more efficiently while remaining responsive to the needs and expectations of individuals in 

the workplace. 
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1. Introduction 

In recent years, Malang has undergone significant transformation in human resource development, with many 

companies beginning to recognize the importance of Diversity & Inclusion (DI) as a key element in creating a productive 

and innovative work environment. This diversity includes differences in race, gender, age, educational background, and 

ways of thinking. This supports the goal of creating an inclusive and adaptive work culture, which is expected to encourage 

creativity and innovation in the workplace. 

Research shows that diverse teams tend to be more creative and capable of producing innovative solutions. However, 

challenges in implementing DI still exist, especially in Malang, where many organizations do not yet fully understand how 

to create an inclusive culture that supports Learning Agility (LA) and Culture Fit (CF). Learning agility is becoming 

increasingly important in this era of rapid change, while cultural fit affects employee satisfaction and performance. This is 

in line with the goal of improving the quality of human resources in the region. The gap in this research lies in the lack of 

understanding and application of effective 

DI practices in the local context. Many studies focus more on large companies, while practices in cities such as Malang 

are still limited. 

The novelty of this research lies in the development of an integrated framework. First, the introduction of the concepts 

of Diversity & Inclusion and Employee Experience creates synergy between organizational culture and employee 

experience. Second, the emphasis on Learning Agility demonstrates innovation in improving adaptability in a dynamic 

work environment. Third, the development of Performance Recognition focuses on measuring and rewarding performance, 

ensuring that employee contributions are recognized. By combining these elements, this research offers a comprehensive 

approach to achieving organizational goals more efficiently and responsively to individual needs. 

This research gap lies in the lack of empirical data linking DI, LA, CF, EE, and PR in the context of organizations in 

Malang. Although there are many theories and concepts that support the importance of DI, its implementation in the field 

often falls short of expectations. Previous studies tend to ignore local and specific contexts, thus failing to provide practical 

guidance for organizations that wish to implement DI effectively. In addition, many organizations still doubt the long-term 

benefits of investing in DI, which results in resistance to organizational cultural change. 

The urgency of this research lies in the need to understand how DI can improve Culture Fit and Employee Experience 

(EE) in Malang. By identifying the relationship between DI, Learning Agility, Culture Fit, and Performance Recognition 

(PR), this study aims to help organizations create a more inclusive, productive, and employee-success-oriented work 

environment. Previous research shows that diversity in teams can improve organizational performance by bringing different 

perspectives. Organizations that implement good inclusion practices can increase employee engagement, demonstrating that 

DI is not only a moral issue, but also a smart business strategy. 

Through this study, the author seeks to explore how DI can serve as a strong foundation for creating a work 

environment that supports Learning Agility and Culture Fit, as well as improving Employee Experience through effective 

performance recognition. Thus, the formulation of the problem in this study focuses on the relationship between DI, CF, 

EE, and PR. This study is expected to provide useful insights for organizations in Malang in implementing DI effectively, 

as well as its impact on employee performance and satisfaction, so as to create a better work environment for all parties. 

This study is also expected to fill existing research gaps and make a significant contribution to the development of HR 

strategies at the local level. 

 

2. Literature Review 
2.1. Theoretical Framework 

Diversity & Inclusion (D&I): A concept that emphasizes differences among individuals in an organization, including 

race, gender, age, and educational background. This practice aims to create a work environment that values diversity and 

ensures that all employees feel accepted, thereby enhancing creativity, innovation, and organizational performance (1)(21). 

https://creativecommons.org/licenses/by/4.0/
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Learning Agility (LA): An individual's ability to learn from experience and adapt quickly is known as adaptive 

learning. This includes curiosity to explore new things, flexibility in the face of change, reflection to improve performance, 

and problem-solving skills to find innovative solutions. All of these aspects are important in developing individual 

capabilities (22)(23). 

Culture Fit (CF) is a concept that refers to the compatibility between an individual's values, beliefs, and behavior with 

the organizational culture in the workplace. In the context of recruitment and human resource management, culture fit is 

important to ensure that new employees not only have the necessary skills, but can also adapt and contribute to the work 

environment (24)(25). 

Employee Experience (EE): A concept that encompasses an employee's entire journey and interactions with an 

organization, from application to resignation. Each stage shapes the employee's perception of the company. This experience 

includes important elements such as the work environment, organizational culture, and onboarding process. A positive and 

inclusive environment increases productivity, while a collaborative culture makes employees feel valued and engaged 

(26)(27). 

Performance Recognition (PR): The process by which organizations reward employees who demonstrate good 

performance. The goal is to recognize effort and results, increase motivation, and employee engagement. Forms of 

recognition can include verbal praise, positive feedback, or formal rewards such as bonuses and certificates, creating a 

positive work culture (16)(28) 

 

2.2. Conceptual Framework 

 

 
Figure 1. 

Conceptual Framework. 

 

3. Research Methodology 
3.1. Research Design 

This study uses a quantitative approach, which is a type of research that emphasizes numerical analysis. The type of 

research used is explanatory research. This study focuses on the study of human resources and the work environment, 

specifically how Diversity & Inclusion, Learning Agility, Culture Fit, and Performance Recognition are implemented for 

workers in Malang. This study was conducted in Malang, East Java. 

 

3.2. Research Variables 

The variables in this study are classified as follows: (X1) Diversity & Inclusion, (X2) Learning Agility, (Y1) Culture 

Fit, (Y2) Employee Experience, and (M) Performance Recognition. 

 

3.3. Operational Definitions of Variables 

The operational definitions of this study are presented in the following table:  
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Table 1. 

Operational Definitions of Research Variables. 

Variable Diversity & Inclusion (DI) 

Indicator No Statement 

Diversity in 

Recruitment 

1 I feel that the company makes sufficient efforts to recruit employees from diverse 

backgrounds. 

2 I see that our team consists of individuals with diverse experiences and perspectives. 

Inclusive Environment 3 I feel comfortable sharing my ideas and opinions at work. 

4 I feel that my contributions are valued, regardless of my background. 

Development 

Opportunities 

5 I feel that I have equal access to training and development opportunities within the 

company. 

6 I believe that the company supports my career growth, regardless of my background. 

Engagement and 

Participation 

7 I feel encouraged to participate in activities that support diversity and inclusion. 

8 I see that the company is active in creating programs that involve all employees. 

Learning Agility (LA) Variable 

Indicators No Statement 

Curiosity 1 I always want to learn new things to improve my skills. 

2 I feel motivated to explore new ideas in my work. 

Flexibility 3 I can quickly adapt to changes in the workplace. 

4 I feel comfortable changing my approach when faced with new challenges. 

Self-Reflection 5 I regularly reflect on my experiences to learn from my mistakes and successes. 

6 I believe that self-reflection helps me in my personal and professional development. 

Culture Fit (CF) Variable 

Indicators No Statement 

Value Alignment 1 I feel that my personal values align with the company's values. 

2 I believe that the company culture supports the principles I hold dear. 

Engagement in Culture 3 I actively participate in activities that reflect the company culture. 

4 I feel engaged and connected with my colleagues through the organizational culture. 

Open Communication 5 I feel comfortable sharing my opinions and ideas at work. 

6 I believe that the company encourages honest and open communication. 

Team Support 7 I feel supported by my team in achieving our common goals. 

8 I believe that my coworkers help and support each other. 

Fit with the Work 

Environment 

9 I feel comfortable with the work environment at the company. 

10 I believe that the work environment at this company suits my work style. 

Employee Experience (EE) Variable 

Indicator No Statement 

Onboarding Process 1 I feel that the onboarding process I went through helped me adapt well to the company. 

2 I received sufficient support during my transition into the organization. 

Employee Welfare 3 I feel that the company cares about my physical and mental well-being. 

4 I have access to resources that support my health and well-being. 

Career Development 5 I feel that the company provides sufficient opportunities for my career development. 

6 I believe that I have a clear path for professional growth within this company. 

Engagement and 

Communication 

7 I feel involved in decisions that affect my work. 

8 I believe that communication in this company is open and transparent. 

Performance Recognition (PR) Variable 

Indicators No Statement 

Formal Recognition 1 I feel valued when the company gives me formal recognition for my achievements. 

2 I believe that the recognition given by the company reflects my contributions. 

Informal Recognition 3 I feel happy when my coworkers or superiors praise me for my hard work. 

4 I appreciate the positive feedback I receive from my team. 

Involvement in the 

Recognition Process 

5 I feel involved in the performance recognition process at the company. 

6 I believe that all employees have the same opportunity to be recognized for their 

contributions. 

Frequency of 

Recognition 

7 I feel that recognition for my performance is given consistently. 

8 I believe that the company routinely recognizes employee achievements. 

9 I feel more motivated to work hard when my performance is recognized. 

Impact of Recognition 

on Motivation 

10 I believe that the recognition I receive increases my commitment to the company. 
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3.4. Data Types and Sources 

The type of data used in this study is quantitative data, which is expressed in the form of calculable numbers (32). 

Primary data was obtained from information collected based on respondents' answers through questionnaires (33)(34). 

Meanwhile, secondary data is data that has been collected by other parties and published for public use. Thus, this study 

utilizes both types of data to support a more comprehensive analysis. 

 

3.5. Population and Sample 

The research population in this activity is: 1) Employees in an organization: This includes individuals from various 

backgrounds, races, genders, ages, and abilities who work in a particular company or institution. 2) Managers and leaders: 

Those involved in decision-making related to diversity and inclusion policies, as well as those who influence corporate 

culture. 3) Human Resources team: Individuals responsible for implementing D&I practices and measuring employee 

experience, the number of whom is unknown. Because the population is unknown, sampling is done using (35), where the 

sample size is calculated using multiplied by 5 to 10 times the number of indicators. In this study, there are 21 statements, 

so the sample size in this study is 21 x 10 = 210 respondents. 

 

3.6. Data Analysis Techniques 

(1) Descriptive Statistical Analysis 

(2) Path Analysis 

 

 
Figure 2. 

Path Analysis Results. 

 

3.7. Hypothesis Testing 

In this study, there are 12 hypotheses that must be tested in accordance with the formulation of the existing problems. 

The existing hypotheses can be seen in the following table: 

 
Table 2. 

Summary of Research Hypotheses. 

Hypothesis Hypothesis Path Description 

H-1 DI ➔CF Direct Influence 

H-2 DI ➔EE Direct Influence 

H-3 DI ➔PR Direct Influence 

H-4 LA ➔CF Direct Influence 

H-5 LA  ➔EE Direct Influence 

H-6 LA ➔PR Direct Influence 

H-7 CF ➔PR Direct Influence 

H-8 EE ➔PR Direct Influence 

H-9 DI ➔CF ➔PR Indirect Influence 

H-10 DI ➔EE➔PR Indirect Influence 

H-11 LA ➔CF ➔PR Indirect Influence 

H-12 LA ➔EE➔PR Indirect Influence 
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4. Data Analysis 
4.1. Respondent Description 

 
Table 3. 

Respondent Description. 

No Age Amount Percentage 

1 17 - 27 years 63 30.00% 

2 28 - 38 years old 57 27.14% 

3 39 - 49 years old 47 22.38% 

4 50 and above 43 20.48% 

Total 210 100 

No Gender Amount Percentage 

1 Male 112 53.33% 

2 Female 98 46.67% 

Total 210 100% 

No Education Amount Percentage 

1 Junior high school/equivalent 32 15.24% 

2 High school/equivalent 43 20.48% 

3 Diploma / Bachelor's degree 76 36.19% 

4 Master 55 26.19% 

5 Doctor 4 1.90% 

Total 210 100% 

No Revenue Amount Percentage 

1 < 3,000,000 50 23.81% 

2 3,000,000 to 4,000,000 76 36.19% 

3 4,000,000 - 5,000,000 49 23.33% 

4 5,000,000 35 16.67% 

Total 210 100% 

No Company Sector Amount Percentage 

1 Information Technology 24 11.43% 

2 Education and Training 45 21.43% 

3 Health and welfare 23 10.95% 

4 Human Resources Consultant 43 20.48% 

5 Creative Industry 34 16.19% 

6 Others 41 19.52% 

Total 210 100% 

 

In this study, the demographic data of respondents consisted of 210 individuals analyzed based on age, gender, 

education, income, and company field. The majority of respondents were between 17 and 27 years old, reaching 30% ( ), 

followed by the 28 to 38 age group (27.14%). In terms of gender, 53.33% of respondents were male, while 46.67% were 

female. 

The respondents' education shows that 36.19% have a diploma or bachelor's degree, while 20.48% completed their 

education at the high school level. In terms of income, 36.19% of respondents had an income between 3,000,000 and 

4,000,000. Finally, the field of employment showed variation, with 21.43% of respondents working in Education and 

Training, and 20.48% in Human Resources Consulting. This data provides a clear picture of the demographic 

characteristics of the respondents in the study. 

 

4.2. Research Instrument Test 

1. Validity Test: Validity is assessed by comparing the correlation values of each question with the correlation values 

in the table (r table). The product moment r table value at 0.05 significance level ( ) and n = 210 is 0.1160. Based 

on the results of the 60 questions tested, all questions had positive correlation coefficients greater than r table, and 

the probability was less than 0.05 significance level ( ), indicating a significant relationship between the scores of 

each question and the total score. A significant correlation indicates that the questions can indeed be used to measure 

the variables to be measured; in other words, the instrument used is valid and can be used in this study. 

2. Reliability Test: Based on the reliability test results, it can be concluded that all variables have reliability coefficient 

values greater than the Cronbach's alpha value (0.600). Based on the reliability test results, the instrument tested is 

appropriate for further processing in the research conducted, and all variables are reliable. 
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Table 4. 

Reliability Test Results. 

Variable Reliability Coefficient Results 

Diversity & Inclusion 0.877 Reliable 

Learning Agility 0.882 Reliable 

Culture Fit 0.822 Reliable 

Employee Experience 0.959 Reliable 

Performance Recognition 0.838 Reliable 

 

Based on the reliability test results in the table above, it can be concluded that all variables have reliability coefficient 

values greater than Cronbach's alpha value of 0.60. The highest value is found in the Employee Experience variable, which 

is 0.959, and the lowest value is in the Culture Fit variable, which is 0.822. Based on the reliability test results, the 

instrument tested is appropriate for further processing in the research conducted, as all variables are reliable. 

 

5. Data Analysis 
5.1. Convergent Validity 

This study used Smart PLS 4.0 analysis tools. The path diagram that previously described the theoretical model was 

analyzed based on the data obtained. The measurement of convergent validity can be seen from the correlation between the 

indicator scores and the construct scores (loading factor) with the loading factor value criteria for each indicator greater 

than 0.7, which can be said to be valid or meet the Convergent Validity requirements. 

 

 
Figure 3. 

Initial SmartPLS Model. 

 

The Outer Loading still contain red-marked values below 0.7, namely CF_1 (0.243), CF_2 (0.222), CF_10 

(0.296), CF_3 (0.033), CF_9 (0.272), DI_1 (0.604), DI_7(0.486), DI_8(0.604), LA_1(0.520), PR_10(0.695), PR_2 

(0.695), PR_3 (0.642), PR_4 (0.682), PR_5 (0.178), PR_6 (0.208), PR_7 (0.694). Therefore, the researcher modified 

the research model by removing/eliminating indicators with values below 0.7 because in this study, the value limit 

used was Outer Loading > 0.7. The indicators that have been removed will not be discussed in the following 

discussion. 

The researcher conducted a retest and removed the indicators in accordance with the above considerations. The 

following are the results of the convergence validity calculation based on the Loading Factor value after removing 16 

indicators: 
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Figure 4. 

Structural Bootstrapping Model. 

 

5.2. Hypothesis Testing 

After conducting convergent validity, discriminant validity, and reliability tests, the next step is to use bootstrapping to 

test the hypothesis. The following is an overview of the structural model after bootstrapping. Based on the bootstrapping 

calculations above, the significance of the relationship between constructs is determined by the T Statistics value. The t-

statistic value is considered valid if it is greater than 1.96 and the probability value (p-value) is less than 0.05 or 5%. 

 
Table 5. 

Hypothesis Test Results. 

Hypothesis 
Original 

Sample (O) 

T Statistics 

(|O/STDEV|) 
P Values 

Description 

H1 Culture Fit → Performance Recognition  0.398 4.312 0.000 Accepted 

H2 Diversity & Inclusion → Culture Fit 0.535 6.396 0.000 Accepted 

H3 
Diversity & Inclusion → Employee 

Experience   
0.513 7.553 0.000 

Accepted 

H4 
Diversity & Inclusion → Performance 

Recognition  
0.334 5.131 0.000 

Accepted 

H5 
Employee Experience → Performance 

Recognition  
0.272 2.354 0.019 

Accepted 

H6 Learning Agility → Culture Fit 0.435 5.117 0.000 Accepted 

H7 Learning Agility → Employee Experience   0.478 6.592 0.000 Accepted 

H8 
Learning Agility → Performance 

Recognition  
-0.036 0.416 0.678 

Rejected 

H9 
Diversity & Inclusion → Culture Fit → 

Performance Recognition  
0.213 3.884 0.000 

Accepted 

H10 
Learning Agility →  Culture Fit → 

Performance Recognition  
0.173 2.877 0.004 

Accepted 

H11 
Diversity & Inclusion → Employee 

Experience → Performance Recognition  
0.139 2.515 0.012 

Accepted 

H12 
Learning Agility → Employee Experience 

→ Performance Recognition  
0.130 1.995 0.047 

Accepted 
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6. Discussion 
6.1. Culture Fit affects Performance Recognition 

Based on the results of testing using the Smart PLS 3.0 program, it shows that the original sample value of 0.398 

(positive), the T-Statistics value of 4.312 (>1.96), and the P-Values value of 0.000 (<0.05) indicate that culture fit 

significantly strengthens performance recognition. Culture fit refers to the extent to which an individual's values, beliefs, 

and behaviors are aligned with the organizational culture. Research shows that culture fit has a significant impact on 

performance recognition in the work environment. In this context, when individuals feel aligned with the organizational 

culture, they tend to feel more engaged and motivated to contribute to the fullest extent possible. 

The results of research conducted by Kristof‐Brown, et al. [1] show that individuals who experience cultural fit are 

more likely to receive recognition for their performance. The researchers found that alignment between individual and 

organizational values not only increases job satisfaction, but also influences individuals' perceptions of how their 

performance is recognized by their leaders. In this case, performance recognition becomes more meaningful for individuals 

who feel integrated into the organizational culture. 

In addition, research by Chatman and O’Reilly [2] confirms that cultural fit can enhance collaboration among team 

members. When team members share the same values and beliefs, they are more likely to support each other and appreciate 

each other's contributions, which in turn can increase the likelihood of performance recognition. In a supportive 

environment, individuals feel more valued and recognized, which can improve their performance. 

However, it is important to note that not all forms of culture fit have a positive impact. Too much uniformity in values 

and behavior can stifle innovation and creativity. 

 Therefore, organizations must ensure that culture fit not only prioritizes harmony, but also values differences that can 

enrich the organizational culture. Thus, it can be concluded that culture fit influences performance recognition by creating 

an environment that supports and encourages individuals to contribute optimally. 

 

6.2. Diversity & Inclusion Influences Culture Fit 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.535 (positive), T-

Statistics of 6.396 (>1.96), and P-Values of 0.000 (<0.05) prove that diversity & inclusion has a significant effect on 

culture fit. This concept emphasizes the importance of diversity and inclusion in creating a harmonious and productive 

work environment. When organizations implement the principles of diversity and inclusion, they not only value 

differences, but also create space for all individuals to feel accepted and have meaningful roles. 

Research by Shore, et al. [3] shows that diversity within teams can enrich perspectives and ideas, which in turn 

enhances innovation and creativity. When individuals feel valued and included, they are more likely to contribute to their 

fullest potential, which supports the creation of a strong and cohesive culture. This shows that diversity not only brings 

benefits in terms of innovation, but also in creating a better culture fit. 

In addition, research by Nishii and Mayer [4] confirms that organizations that promote inclusion can increase a sense 

of belonging among employees. When individuals feel that their voices are heard and valued, they are more likely to feel 

integrated into the organizational culture, which in turn strengthens culture fit. 

 

6.3. Diversity & Inclusion Affects Employee Experience 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.513 (positive), T-

Statistics of 7.553 (>1.96), and P-Values of 0.000 (<0.05) indicate that diversity & inclusion has a significant effect on 

employee experience. The concept of diversity and inclusion plays a key role in creating a positive and supportive 

employee experience. When organizations integrate diversity and inclusion into their culture, they create a more engaging 

work environment where all individuals feel valued and contribute. 

Research by Roberson [5] found that diversity in teams can increase employee satisfaction and reduce turnover rates. 

When employees feel valued and included, they tend to have a better work experience, which contributes to loyalty and 

productivity. This shows that diversity & inclusion not only improves employee well-being, but also creates a more 

positive work climate. Furthermore, research by Gupta, et al. [6] shows that organizations that implement inclusive 

practices tend to have more engaged and motivated employees. When employees feel involved in organizational decisions 

and see that their contributions are valued, their work experience improves significantly. 

However, it is important for organizations to ensure that diversity and inclusion are implemented consistently. Only by 

prioritizing these two aspects can organizations maximize the potential of each individual and create a better work 

experience for all employees. Thus, it can be concluded that diversity & inclusion has a strong influence on employee 

experience, helping to create a more inclusive and supportive work environment. 

 

6.4. Diversity & Inclusion Affects Performance Recognition 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.334 (positive), T-

Statistics of 5.131 (>1.96), and P-Values of 0.000 (<0.05) support that diversity & inclusion has a significant effect on 

performance recognition. This concept highlights the importance of diversity and inclusion in creating a fair and effective 

performance recognition system. When organizations prioritize diversity and inclusion practices, they not only value 

differences, but also ensure that all individuals have equal opportunities to be recognized for their contributions. 

Research by Shore, et al. [3] shows that organizations that implement principles of inclusion tend to have employees 

who feel more valued and recognized. When individuals feel that their contributions are recognized, they are more 
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motivated to give their best, which in turn can improve their performance. This shows that diversity & inclusion is not just 

about meeting diversity quotas, but also about creating an environment where all voices are heard and valued. Furthermore, 

research by Mor Barak [7] confirms that fair performance recognition is greatly influenced by an inclusive culture. In 

organizations that emphasize diversity, individuals feel more confident to show their potential and contribute to the fullest, 

which leads to better performance recognition. 

 

6.5. Employee Experience Affects Performance Recognition 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.334 (positive), T-

Statistics of 5.131 (>1.96), and P-Values of 0.000 (<0.05) support that diversity & inclusion has a significant effect on 

performance recognition. This concept highlights the importance of diversity and inclusion in creating a fair and effective 

performance recognition system. When organizations prioritize diversity and inclusion practices, they not only value 

differences, but also ensure that all individuals have equal opportunities to be recognized for their contributions. 

Research by Shore, et al. [3] shows that organizations that implement principles of inclusion tend to have employees 

who feel more valued and recognized. When individuals feel that their contributions are recognized, they are more 

motivated to give their best, which in turn can improve their performance. This shows that diversity & inclusion is not just 

about meeting diversity quotas, but also about creating an environment where all voices are heard and valued. 

Furthermore, research by Mor Barak [7] confirms that fair performance recognition is greatly influenced by an 

inclusive culture. In organizations that emphasize diversity, individuals feel more confident to show their potential and 

contribute to the fullest, which leads to better performance recognition. However, it is important for organizations to ensure 

that performance recognition is not only based on diversity, but also takes into account the quality and actual contributions 

of individuals. Thus, it can be concluded that diversity & inclusion have a significant influence on performance recognition, 

creating a more equitable and supportive environment for all individuals. 

 

6.6. Learning Agility Affects Culture Fit 

Based on the test results using the Smart PLS 3.0 program, the original sample value of 0.272 (positive), T-Statistics of 

2.354 (>1.96), and P-Values of 0.019 (<0.05) prove that learning agility has a significant effect on culture fit. Learning 

agility refers to an individual's ability to learn from experience and apply that learning in new situations. In an 

organizational context, individuals with learning agility tend to be more adaptable to organizational culture and contribute 

more effectively. 

Research by DeRue and Wellman [8] shows that individuals who learn quickly and are able to adapt to change are 

more likely to feel integrated into the organizational culture. When employees are able to adapt to organizational values 

and norms, they will feel more comfortable and engaged, which in turn improves culture fit. In addition, research by Hill, et 

al. [9] emphasizes that learning agility helps individuals deal with challenges and dynamics within the organization. Agile 

individuals tend to be more open to feedback and ready to collaborate with their colleagues, which supports the creation of 

a cohesive and inclusive culture. 

However, it is important for organizations to create an environment that supports the development of learning agility. 

Appropriate training and development programs can help employees improve their learning abilities, thereby encouraging 

them to better adapt to the organizational culture. Thus, it can be concluded that learning agility has a significant influence 

on culture fit, helping to create a more harmonious and productive work environment. 

 

6.7. Learning Agility Affects Employee Experience 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.478 (positive), T-

Statistics of 6.592 (>1.96), and P-Values of 0.000 (<0.05) indicate that learning agility has a significant effect on employee 

experience. This proves that individuals with high learning ability and adaptability can improve their overall work 

experience. Learning agility reflects a person's ability to quickly learn from experience and apply that knowledge in new 

contexts, which is very important in a dynamic work environment. 

Research by DeRue and Wellman [8] confirms that individuals with learning agility tend to be more open to change 

and able to adapt quickly, which contributes to positive experiences in the workplace. When employees feel capable of 

adapting and growing, they are more likely to be actively engaged in their work, which increases their satisfaction and 

commitment to the organization. 

 

6.8. Learning Agility Influences Performance Recognition 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of -0.036 (negative), T-

Statistics of 0.416 (<1.96), and P-Values of 0.678 (>0.05) indicate that learning agility does not have a significant effect on 

performance recognition. This means that although learning agility is an important ability for individuals to adapt and learn 

from experience, its effect on performance recognition in an organizational environment is not proven to be significant. 

Research by DeRue and Wellman [8] emphasizes that learning agility tends to contribute to the development of 

individual skills and abilities, but does not always guarantee that individuals will be recognized for their performance. 

Performance recognition is often influenced by various other factors, such as organizational culture, performance 

evaluation systems, and communication between management and employees. In addition, research by Hill, et al. [9] shows 

that although agile individuals have the potential to contribute significantly, recognition of these contributions requires 

clear and transparent mechanisms within the organization. Without a supportive system, high learning ability does not 

always translate into tangible recognition. 
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6.9. D&I Culture Fit Influences Performance Recognition 

Based on the test results using the Smart PLS 3.0 program, the original sample value of 0.213 (positive), T-Statistics of 

3.884 (>1.96), and P-Values of 0.000 (<0.05) indicate that Diversity & Inclusion (D&I) has a significant effect on 

performance recognition. This means that when organizations implement diversity and inclusion practices well, employees 

are more likely to be recognized for their contributions. 

Research by Shore, et al. [3] emphasizes that an environment that supports diversity and inclusion can improve 

employees' perceptions of recognition for their performance. When individuals feel valued and accepted, they are more 

motivated to give their best and contribute to the fullest, which in turn increases their chances of gaining recognition. 

Furthermore, research by Mor Barak [7] shows that fair and transparent performance recognition is greatly influenced by an 

inclusive culture. In a culture that emphasizes diversity, every voice and contribution is considered important, creating an 

environment where employees feel recognized and valued. 

 

6.10. Learning Agility Influences Performance Recognition Through Culture Fit 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.173 (positive), T-

Statistics of 2.877 (>1.96), and P-Values of 0.004 (<0.05) indicate that learning agility has a significant effect on 

performance recognition through culture fit. This means that an individual's ability to learn and adapt not only has a direct 

impact on performance recognition, but also through their ability to integrate into the organizational culture. 

Research by DeRue and Wellman [8] confirms that learning agility enables individuals to adapt to changes and 

challenges in the workplace, thereby enhancing their ability to create a positive culture fit. When individuals feel integrated 

into the organizational culture, they are more likely to be recognized for their contributions. Furthermore, research by Hill, 

et al. [9] shows that individuals with learning agility tend to be more open to feedback and collaboration, which supports 

the creation of an inclusive and collaborative work environment. In such an environment, recognition for performance is 

more likely to occur, as all contributions are considered important. 

 

6.11. D&I affects Performance Recognition through Employee Experience 

Based on the results of testing using the Smart PLS 3.0 program, the original sample value of 0.139 (positive), T-

Statistics of 2.515 (>1.96), and P-Values of 0.012 (<0.05) indicate that diversity & inclusion (D&I) significantly affects 

performance recognition through employee experience. This means that when organizations implement D&I practices well, 

the employee experience in the workplace will improve, and this in turn will increase recognition of their performance. 

Research by Shore, et al. [3] emphasizes that an environment that supports diversity and inclusion can improve 

employee experience. When employees feel accepted and valued, they are more likely to contribute to the fullest and feel 

satisfaction in their work. This positive experience is very important in increasing the likelihood that they will be 

recognized for their contributions. Furthermore, research by Gupta, et al. [6] shows that a positive employee experience is 

directly related to the level of recognition they receive. When employees feel that their voices are heard and valued, they 

are more likely to feel engaged and motivated, which contributes to higher performance recognition. 

 

6.12. Learning Agility affects Performance Recognition through Employee Experience 

Based on the test results using the Smart PLS 3.0 program, the original sample value of 0.130 (positive), T-Statistics of 

1.995 (>1.96), and P-Values of 0.047 (<0.05) indicate that learning agility has a significant effect on performance 

recognition through employee experience. This indicates that an individual's ability to learn and adapt contributes to their 

experience at work, which in turn increases recognition of their performance. 

Research by DeRue and Wellman [8] emphasizes that learning agility enables individuals to adapt quickly to new 

situations, creating a more positive work experience. When employees feel capable of adapting and learning from their 

experiences, they are more likely to feel satisfied and engaged in their work, which contributes to higher performance 

recognition. Furthermore, research by Hill, et al. [9] shows that a positive employee experience can increase their 

motivation and commitment, which in turn affects the amount of recognition they receive. When individuals feel valued 

and recognized for their efforts, they are more motivated to continue contributing. 

 

7.Conclusion & Recommendation 
7.1. Conclusion 

This study confirms that Diversity and Inclusion (DI), Learning Agility (LA), and Culture Fit (CF) play a significant 

role in shaping Employee Experience (EE) and Performance Recognition (PR) within organizations in Malang. The 

findings indicate that CF has a direct influence on PR, while DI exerts both direct and indirect effects on CF, EE, and PR. 

LA positively influences CF and EE, but it does not have a direct effect on PR. Nevertheless, LA contributes to PR through 

the mediating roles of CF and EE. Thus, it can be concluded that DI serves as the primary foundation in creating an 

inclusive work environment that fosters LA and CF, while also strengthening employee experience, which ultimately 

enhances performance recognition. 

 

7.2. Suggestions 

Organizations in Malang are advised to consistently strengthen DI practices in order to establish an inclusive culture 

that supports human resource development. Performance recognition should be designed to account not only for work 

outcomes but also for inclusive and adaptive values. In addition, training programs to enhance LA should be further 

developed to better prepare employees for organizational changes. Future research may expand the scope to include 
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different industries or geographical areas in order to provide a more comprehensive understanding of the role of DI, LA, 

and CF in improving employee experience and performance recognition. 
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