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Gamze GUNER KiBAROGLU

ABSTRACT

This study was examined in order to manage diversity by revealing the effect of a diversity
climate on job satisfaction. The study was conducted with female participants working as blue-
collar workers. In this context, 392 blue-collar female employees were reached. According to
the results of the study, diversity climate has a significant effect on job satisfaction in the same
direction. To put it more clearly, job satisfaction will increase with the increase in the diversity
climate level of blue-collar women. In other words, job satisfaction levels will increase when
blue-collar employees are treated more fairly by their companies, have a friendly working
environment, and respect the opinions of the company regardless of race, language or religion.
According to these results of the study, suggestions were presented to practitioners and
academicians. In addition, within the scope of the study, the diversity climate scale was adapted
into Turkish. In this implementation study, the cultural compatibility of the scale was analyzed
with construct validity and concurrent validity according to scale variance structure and
covariance relations. For reliability, internal consistency tests of the questions were made, and
the education difference of the scale was calculated. As a result of all analyzes, sufficient

evidence has been obtained that the scale is valid and reliable.

Keywords: Diversity Management, Diversity Climate, Job Satisfaction, Scale Adaptation

0z
Bu calisma ¢esitlilik ikliminin is tatmine etkisini ortaya g¢ikararak gesitliligin yonetilmesi
amactyla incelenmistir. Calisma mavi yaka olarak ¢alisan kadin katilimcilarla yiiriitiilmiistiir.
Bu kapsamda 392 mavi yaka kadin calisana ulasilmistir. Caligmanin sonuglarina gore,
cesitlilik iklimin is tatmine ayni yonde anlamli etkisi bulunmaktadir. Daha agik bir ifadeyle,

mavi yaka olarak c¢alisan kadinlarin gesitlilik iklim seviyesinin yiikselmesi ile is tatmini
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yukselecektir. Yani mavi yaka calisanlar sirketlerinin kendileri daha adil davrandiklarina,
dostca bir ¢alisma ortami olduguna, sirketin 1rki, dili, dini ne olursa olsun goriislerine saygi
duydugunda is tatmini seviyeleri artacaktir. Calismanin bu sonuglarina gore uygulamacilara
ve akademisyenlere Oneriler sunulmustur. Ayrica calisma kapsaminda cesitlilik iklimi
Olceginin Tiirk¢eye uyarlamasi yapilmistir. Yapilan bu uyarlama ¢alismasinda 6lgegin kiiltiire
uygunlugu 6l¢ek varyans yapist ve kovaryans iliskilerine gore yap1 gegerlilii ve es zaman
gecerliligi ile analiz edilmistir. Giivenilirlik i¢in sorularin i¢ tutarlilik testleri yapilmis ayrica
Olcegin egitim agisindan farksizligi hesaplanmistir. Yapilan tiim analizler sonucunda 6lgegin
gecerli ve giivenilir olduguna iliskin yeterli kanitlara ulagilmistir.

Anahtar Kelimeler: Cesitlilik Y&netimi, Cesitlilik iklimi, Is Tatmini, Olgek Uyarlama

INTRODUCTION

Job satisfaction is among the concepts that have been discussed for a long time, both in the
literature and by practitioners. Job Satisfaction is an antecedent variable that arises from
meeting expectations and can be a factor in crafting jobs. Job satisfaction, which can be said to
arise from individual tendencies, is expressed as the reflection between the environment and
expectations of employees (Dormann & Zapf, 2001). However, the question of why blue-collar
female employees cannot be satisfied with their jobs has not yet been answered. In this context,
this study argues that the organizational diversity levels of blue-collar employees have an effect

on job satisfaction.

The climate of diversity based on the theory of affective theories states that employees
oppose diversity and that social integration of all employees is an institutional priority. In other
words, we can define the climate of diversity as the perceptions of policies, practices, and

procedures regarding the extent to which employees communicate implicitly or explicitly
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within the organization on the basis of equal employment opportunity (Dwertmann, Nishii &

Van Knippenberg, 2016; McKay, Avery & Morris, 2008; Reinwald, Huettermann & Bruch,
2019). Considering this definition, it can be said that it is necessary to manage the diversity that
fundamentally affects the organizational culture (Schneider, Ehrhart & Macey, 2013).

Therefore, in this context, it also answers the question of how to manage diversity.

The aim of this research is to reveal to what extent and how the diversity climate levels of
blue-collar female employees affect their job satisfaction. Although job satisfaction has been
discussed a lot in the literature, it has not been mentioned how effective the climate of diversity
is. In addition, the climate of discrimination is considered as a subject to be studied in the
context of culture. However, the climate of diversity shows the fair behavior that employees
face in the organization, diversity-friendly behaviors, respectful views towards diversity, and
the commitment of managers to diversity. In this study, it is aimed to fill this gap in the
literature. In addition, it provides important outputs for practitioners in the management of blue-

collar female employee behaviors.

LITERATURE

Diversity Management

Diversity management is the main basis for an organization to have factors that create
an effective structure, including equality processes and programs of the organization (Bassett-
Jones, Brown & Cornelius, 2007). In this context, diversity management has started to attract
attention from researchers. Most of the available research in the literature analyzes the effects
of diversity management rather than its determinants (McCrea & Zhu, 2019). Some studies
even give prescriptions for diversity management, such as abandoning local policies and using
the diversity policies of multinational companies (Hennekam, Tahssain-Gay & Syed, 2017).

However, in the literature, there is no clear way how and in what way the management of
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diversity should be carried out. To fill this gap in the literature, This study shows that increasing
the diversity climate level will increase diversity management, and thus job satisfaction will be

provided.

Job Satisfaction

Job satisfaction is expressed as the reflection between the environment and the
expectations of the employees, which are affected by individual resources (Dormann & Zapf,
2001). In other words, it is the comparison of the expectation levels of individuals with the
outputs they receive from the environment. Since this concept includes process and content
theories, it can be explained by many theories (Herzberg, 1966; Locke, 1976; Maslow, 1943;
McClelland, 1961; Vroom, 1964). However, in this study, the concept of job satisfaction is
explained on the basis of Adams' (1963) Equity Theory. Equity theory, as Adams (1963) states,
depends on the ratio of the employee's job satisfaction and the individual's self-perceived inputs
and outputs. It can be said that this theory has two sides (Kollmann, Stdckmann, Kensbock &
Peschl, 2020). The first part is the result (output) side of the theory of equality. In other words,
it is the side based on job satisfaction that emerges as a result of the inputs that determine the
results such as the satisfaction of the employees. The second side of the theory is the antecedent
(input) side of the equation. That is, it is the input side of task contributions by combining
individuals' perspectives such as race, belief, language, gender, and age. In this framework, one
of the antecedent variables of job satisfaction in the light of equality theory is the diversity

climate.

Diversity Climate
The climate of diversity indicates that all employees have equal opportunities to be

successful. Thus, the fact that employees in different social groups have equal opportunities in
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the organization alleviates the relations between employees (McKay et al., 2008). This situation

not only alleviates the inequality between employees from different social groups, but also
increases the degree of organizational commitment of employees (Podsakoff, MacKenzie,
Paine, & Bachrach, 2000; Podsakoff, Whiting, Podsakoff, & Blume, 2009). In addition,
increasing the level of the diversity climate provides positive results such as promoting work
motivation within the organization (Hicks-Clarke & lles, 2000). In addition, it increases the
willingness of employees to voluntarily participate in tasks beyond the specified job
requirements. This situation provides the emergence of job satisfaction as a result of stronger
identification of employees with their organizations and greater satisfaction with their jobs.
Employees who feel valued and included in the organization, regardless of their demographic
characteristics, connect to their organizations more tightly and enabling them to see their work
on their duty. This increases their willingness to contribute beyond the call of duty (Podsakoff
et al., 2000). Pitts (2009) made a study on this issue, emphasizing that some organizations
across sectors have efforts to manage workforce diversity. Experiments on people of color and
white people in this study conducted for the purpose of diversity management showed that
managing the climate of diversity within the organization is strongly related to job satisfaction.
Pitts (2009) has also argued that actively managing the diversity found in the workforce of the
majority of federal agencies in the United States is important to both workgroup performance
and job satisfaction. Park and Martinez (2022), on the other hand, examined how approaches
to managing diversity affect the work results of different employees in their study on diversity.
In this empirical and experimental study, it was observed that as the climate of diversity
increases, employee satisfaction increases, and turnover decreases. Such studies suggest that
individuals working in organizations with a more supportive diversity climate may be more

likely to exhibit higher job satisfaction than those working in units with a less supportive
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diversity climate. Therefore, the climate of diversity can affect job satisfaction in the same

direction and significantly. In this context, the hypothesis of the study was formed:

H1: The climate of diversity has a positive and significant effect on job satisfaction.

METHOD OF THE RESEARCH

Purpose and Problem of the Research
This study was conducted to analyze the effect of a diversity climate on job satisfaction in
organizations, which is one of the important steps for the management of diversity. In this study,

the research problem is based on the effect of diversity climate on job satisfaction.

Research Model

Within the scope of the study, the following hypothesis was formed in order to reveal
whether the climate of diversity has an effect on job satisfaction, and in which direction this
effect is.

Hq: Diversity climate has a positive and significant effect on job satisfaction.

The model of the study within the scope of the hypothesis of the study is shown in Figure 1.

Job

Diversity Satisfaction

Climate

H:

Figure 1. Research Model
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Universe, Sample and Scale Development

This study is an application study. Within the scope of the study, a questionnaire was
collected from 392 female employees working in private enterprises and determined as blue-
collar females. In case the population is uncertain, Ozdamar (2003) states that the sample is
sufficient if the number of samples belonging to the population is equal to and/or more than
384. It is seen that the sample of the study is sufficient because the 392 data collected in this

study is higher than the sample size to be reached.

Blue-collar female participants in the study; 50.8% of them are primary/secondary
school graduates and 49.2% of them are high school graduates; 26.3% aged 15-21; 24.5% aged
22-41; 27.7% between the ages of 42-55; 15.1% between the ages of 55-65 and 6.6% over the
age of 65 are employees. According to the demographic information noticed, the majority of

the employees are between the ages of 42-55 and have less than a university education level.
Two scales were used within the scope of the research.

(1) Job Satisfaction Scale: Developed by Hackman and Oldham (1975) and translated

into Turkish by Basim and Sesen (2009) adapted scale.

(2) Diversity Climate Scale: The scale developed by McKay et al.’s (2008) four-item
scale. Since the scale of the Diversity Climate Scale was developed in a different culture, it was
adapted to Turkish. In this process, the method of Brislin, Lonner & Thordike (1973) was
adopted and the results of the obtained statements are attached for use in future studies. Since
the aim of the study was to adapt a scale developed in a different culture into Turkish, translation
and back-translation studies were carried out with great care, and attention was paid to the fact
that the question statements developed in the theoretical framework were related to both the
translation study and the theory. Within the scope of the psychometric properties of the scale,

first validity, and then reliability analyzes were performed. Constructive and criterion-
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dependent validity were tested for validity analyses. Construct validity was determined by both
the variances explained using the partial least squares method (with the Smart PLS program);
and by testing the proposed factor structure from the observed covariance matrix (with the IBM
AMOS program). Thus, the validity of the predicted structure was tested by taking advantage
of both structural tests. For reliability, the internal consistency of the scale items was tested
with Cronbach's Alpha coefficient (IBM SPSS Program) and the partial least squares method
(with the Smart PLS program). Finally, the measurement equivalence of the verified factor
structure was tested (with the IBM AMOS program) in order to reveal whether the scale differed

in terms of education.

FINDINGS OF RESEARCH
The validity and reliability results of the scales used in the study according to the Structure

of Variance (Smart PLS) are shown in Table 1.

Table 1. Validity and Reliability Results of the Scale (Smart PLS)

Variable Exp. Fac.L (o) CR AVE VIF rho-A  SRMR d-UIS d-G NFI

S1 694 1.648
Job S2 778 1.968
Satisfaction ~ JS3  .399 916 916 .732 1229 919
) sS4 815 2.463
5 863 5 720 028  .085 .064  .949
Diversity DC1  .929 3.368
/ DC2 842 3.621
C(Illggl)te Des  gay B34 843 B3 Dol 872
DC4  .804 2.560

Exp.; Expression, Fac. L; Factor Loading, (a); Cronbach Alpha, CR; Composite Reliability, AVE; Average Variance Extracted, VIF: Variance
Inflation Factor, rho_A: A reliability coefficient (data consistency coefficient), SRMR: Standardized Root Mean Square Residual, d-ULS; The
Squared Euclidean Distance, d-G: The Geodesic Distance, NFI: Normed Fit Index

As seen in Table 1, the conditions for the tested data consistency coefficient to be greater
than 70% (rho_A>0.70) were evaluated. As proposed by Fornell and Larcker (1981) in all tests;
factor loads of each item in the scale are higher than 40%, the explained mean variance value
(AVE) is equal to or higher than 50% (AVE >0.50), the combined reliability (CR) value is equal

to 70% or high (CR >0.70), multicollinearity coefficient less than 5 (VIF<5), data consistency
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coefficient greater than 70% (rho A>0.70), good fit value greater than 0.08 small

(SRMR<0.08), the model good fit values (d-ULS and, d-G) the difference between the
correlation coefficients of the model and the experimental correlation coefficients being
insignificant (p >0.05), the normed fit index greater than 90% (NF>0.90) criteria were evaluated
(Dijkstra & Henseler, 2015; Hair, Hult, Ringle & Sarstedt, 2017). In this context, it was seen

that the validity and internal consistency of the scales were at acceptable levels.

Within the scope of the study, the validity values in the Structure of Covariance were
examined for the Diversity Climate scale, which was adapted into Turkish. In order to test the
construct validity of the scale based on the noticed covariance matrix, confirmatory factor
analysis was performed using the IBM AMOS program with the calculation of the highest
likelihood (maximum likelihood). In the analysis, one-factor was tested separately,
respectively, and the results were reported. The confirmatory analysis results for the single-

factor structure of the scale are shown in Table 2 and Figure 2.

Tablo 2. Diversity Climate Scale Validity Results (IBM SPSS AMOS)

Model a?;'sq”are ¥/ sd CFI GFI TLI RMSEA
Diversity Climate ¢ 2103 998 985 994 053

Model

DC1 DC2 DC3 DC4

DiversityClimate

Figure 2. Diversity Climate (IBM SPSS AMOS)
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Since a model of the scale in question was previously tested, the questions that sorted the
model goodness values were acceptable fit values were reached. The ratio of chi-square value
to degrees of freedom (y2/df<3), comparative fit index (CFI>.90), goodness-of-fit
Index (GF1>.95), Tucker Lewis index (TLI>.90), and root mean square of estimation error
(RMSEAK<.08) criteria for the goodness values of the models evaluated (Schermelleh-Engel,
Moosbrugger & Miiller, 2003). According to these conditions, the model goodness values were
found to be within acceptable limits as a one-factor structure, and four items (¥2=4.206, p<.000;

x2/df=2.103; CFI= .998; GFI= .985; TLI=.994; RMSEA= .053).

In addition to these, measurement equivalence analysis was tested. Multi-group
confirmatory factor analysis was applied to analyze the indifference of the Diversity Climate
scale in terms of education. This analysis provides a comparison of all values in the structural
model in terms of groups. In this context, the scale structure in confirmatory factor analysis,
was primarily analyzed for primary/secondary school and high school groups. Then, the
obtained common model was sequentially and added to each other regarding the indifference
of the statistics calculated on two different groups, and the analysis of factor loads,
measurement constants, variance and covariances, and measurement errors in the model was
made. In this framework, it was observed that each model did not differ from the previous
model for the indifference test (insignificance of the chi-square value, ARMSEA < .006 and

ATLI <.002: Chen, 2007).

In addition to the analysis of the translation study of the validity and diversity climate scale,
cross-load values were examined in order to reveal the discriminant validity values of the scales.
It was observed that there were no overlapping items in the cross-load ranges of the scales in
question (Fornell and Larcker, 1981; Hair, Black, Babin, Anderson, and Tatham, 2006; Hair et
al., 2017; Henseler, Ringle, and Sarstedt, 2015). Moreover as seen in Table 3, the discriminant

validity between factors was analyzed by comparing the square root of each factor's AVE for
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correlations between factors (Fornell and Larcker, 1981). According to this analysis, it was

observed that the square root of the AVE values met the condition of being greater than the
correlation values between the factors. According to these values, it was observed that the
variables were well differentiated within themselves, with the square root of AVE being greater
than the correlation values in the relations between the variables. In addition, when the
relationship values between the factors were examined, it was seen that the variables were in a

significant relationship with each other.

Table 3. Correlation Relationship of Variables and Discriminant Validity

Diversity

Variables Mean Sd Job Satisfaction ) VAVE
Climate

Diversity Climate 3.6250 1.09958 .782** 1 .855**

Job Satisfaction 3.5954 1.06911 1 .782** 728"

Correlation is significant at the 0.01 level (2-tailed).

In the study, partial least squares path analysis (PLS-SEM) was used to test the
hypotheses. Data collected from 392 employees were analyzed in the SmartPLS statistical
program (Ringle, Wende & Becker, 2015; Yildiz, 2020). Within the scope of the study,
coefficients of determination (R?), effect power effect sizes, (f?) and predictive relevance (Q?)
values, which explain the level of job satisfaction, were examined. These values are shown in

Table 4.

Table 4. Research Model Coefficients

Variables RZ(Diversity Climate) f2(Job Satisfaction) S50 SSEQ2
(=1- SSE/SSO)
Diversity Climate 7.763 1568.000 1568.000
Job Satisfaction (JS) .886 1960.000 1144390 | 416

R?; Coefficients of determination, f2; Effect Sizes, Q?; Predictive Relevance

Looking at the R? values obtained in the research model, it is seen that Diversity Climate

explains Job Satisfaction by 88.6%. Having an effect size value (f?) equal to or above 0.02 is
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weak; More than or equal to 0.050 is moderate; A value equal to or above 0.350 indicates a
high correlation (Cohen, 1988). When the results of the study were examined, it was seen that
Diversity Climate had a high effect size. In addition, the fact that the predictive power
coefficients (Q?) calculated in the study were greater than zero showed that the research model
had the power to predict endogenous variables (Hair et al., 2017), while the study model

additionally showed that the Job Satisfaction variable had predictive power.

In order to investigate the effect within the scope of the study, as seen in Table 5, it was
observed that Diversity Climate had an effect on Job Satisfaction (f=0.941; p<0.05). In other
words, diversity climate affects job satisfaction in the same direction. This result supports the

H1 hypothesis of the study.

Table 5. Hypothesis result

Model Original Sample g?\l/r;adzgﬂ T Statistics P
Sample (O) Mean (M) (STDEV) (|OISTDEV|)  Values
Diversity Climate-> Job 0.941 0.944 0.015 61.788 0.000

Satisfaction

According to the result of research, it’s clearly that as diversity climate increases, job

satisfaction is increasing. The findings obtained as a result of all analyzes of the study are shown

in Figure 3.
DC1 /l
0.694 (17.032) Js2
[ o2 Jeoan aaron 0778 (22056)
| : 0.9417 (0.000) 0.399 [1.520]@
DC3 0.847 (29.043) 815 (21.986)
0.804 (30.387) 0.862 [31.8?8)
DC4 Diversity Job
Climate Satisfaction 155

Figure 3. Result of Research
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This result of the study is directly supported by Pitts (2009). Moreover, King, Dawson,

Kravitz, & Gulick (2012) showed that the results of individuals on their job attitudes were
affected by the phenomenon at the organizational level. These findings highlight the importance
of engaging in ethnic discrimination as a result of diversity training and its effects on employee
attitudes. In other words, King et al. (2012) showed that satisfaction of employees is an
important part of diversity climate and management. In addition, Cole & Cooper (2015)
researched study about diversity climate satisfaction and Turnover Intentions. This study
emphasized that both employees' demographic characteristics (race/ethnicity) and values
(diversity value beliefs) are related to job satisfaction in a climate of diversity. Another study
in the literature that indirectly supports the results of this study is the study of Chung, Liao,
Jackson, Subramony, Colakoglu & Jiang (2015). Using data collected from 1,652 managerial
employees in 76 business units, Chung et al. (2015) assessed the cross-level effects of unit-level
relationship and task-related fault line strength and diversity climate on individual-level loyal
behavior of managerial employees. They found that there is a negative relationship between
gender fault line strength and loyal behavior and a positive relationship between diversity
climate and loyal behavior. In this relationship, it is indirectly mentioned that job satisfaction
can be achieved indirectly. The difference of this study from the above-mentioned studies in

the literature is that it reveals that diversity climate explains job satisfaction at a high level.

CONCLUSION
This study was conducted to analyze the effect of a diversity climate on job satisfaction in
organizations, which is one of the important steps for the management of diversity. According
to the results of the study, it was seen that the climate of diversity in organizations affected job
satisfaction in the same direction, at a high level and significantly. It has been observed that

especially women working as blue collar workers are exposed to diversity and therefore their
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expectation levels decrease. The results of the study showed that diversity management can
occur with the increase in the level of diversity climate of individuals and this increase is an
important antecedent variable that increases job satisfaction. This conclusion, which can be
seen as a theoretical contribution to the literature, is that diversity management should not be

limited to studies related to culture.

In the light of the findings obtained within the scope of the study, it has been seen that the
studies on this subject in the literature are insufficient. For this reason, it is recommended that
researchers turn to studies on diversity and job satisfaction experienced by blue-collar women
in the organization. In addition to these, it is recommended that practitioners reduce the
discriminatory behavior of blue-collar managers or leaders in their organizations against female
employees. In addition, it is necessary to establish diversity management systems in

organizations and to protect especially female employees in this regard.

Undoubtedly, there are some limitations in the evaluation of the results. Limitations of
sample size, working with cross-sectional data, and common method variance should be taken

into account in the evaluation of the results.

Ek 1: Diversity Climate Scale Items

1. Kurmumun/Sirketimin bana adil davranacagina glveniyorum.

2. Kurumum/Sirketim bana ¢esitlilik (cinsiyet, dil, din, 1rk...) dostu bir ¢alisma ortami1
sagliyor.

3. Kurumum/ Sirket benim gibi ¢esitlilige (cinsiyet, dil, din, 1rk...) sahip insanlarin

goriislerine saygi duyar.
4. Ust dlizey yoneticilerimiz, gesitlilige (cinsiyet, dil, din, 1rk...) griiniir bir baglilik

gOsteriyor.
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5’1i likert yapi tipi= 1: kesinlikle katilmiyorum, 2: katilmiyorum, 3: pek katilmiyorum, 4:
katiliyorum, 5: tamamen katiliyorum.

REFERENCES

Adams, J. S. (1963). Towards an understanding of inequity. The Journal of Abnormal and
Social Psychology, 67(5), 422-436.

Bassett-Jones, N, Brown, R.B & Cornelius, N (2007). Delivering effective diversity
management through effective structures. Systems Research and Behavioral Science,
24(1), 59-67.

Basim, N. & Sesen, H. (2009). Orgiitsel adalet algis1-orgiitsel vatandaslik davranisi iliskisinde
is tatmininin aracilik rolii. 17th. Management and Organization Congress, 21-23 May
Eskisehir, 14(2), 806-812.

Brislin, R.W., Lonner, W.J. & Thordike, R.M. (1973). Cross-Cultural research methods. John
Wiley ve Sons.

Chen, F.F. (2007). Sensitivity of goodness of fit indexes to lack of measurement invariance.
Structural Equation Modeling, 14(3), 464-504.

Cohen, J. (1988). Statistical power analysis for the behavioral sciences. Mahwah, NJ: Erlbaum.

Chung, Y., Liao, H., Jackson, S.E., Subramony, M., Colakoglu, S., & Jiang, Y. (2015).
Cracking but not Breaking: Joint Effects of Faultline Strength and Diversity Climate on
Loyal Behavior. Academy of Management Journal, 58(5), 1495-1515.

Dijkstra, T.K. & Henseler, J. (2015) Consistent partial least squares path modeling. MIS
Quarterly, 39, 297-316.

Cole, B. & Cooper, D. (2015). Minority Employee Satisfaction and Turnover Intentions: The
Role of Climate and Identification. Academy of Management Annual Meeting
Proceedings, 1(1), 16985-16985

Dormann, C. & Zapf, D. (2001). Job satisfaction: A meta-analysis of stabilities. Journal of
Organizational Behavior, 22(5), 483-504.

Dwertmann, D. J. G., Nishii, L. H. & van Knippenberg, D. (2016). Disentangling the This
article is protected by copyright. All rights reserved. Fairness & Diversity and Synergy
Perspectives on Diversity Climate. Journal of Management, 42(5), 1136-1168.

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

R&S

Research Studies Anatolia Journal
Volume:6, Issue:1, January 2023



HOW WE MANAGE TO DIVERSITY: DIVERSITY CLIMATE EFFECT OF JOB SATISFACTION

Hackman, R. & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of
Applied Psychology, 60(2), 159-170.

Hair, J., Black, W., Babin, B., Anderson, R. & Tatham, R. (2006) Multivariate Data Analysis
(6th Ed). Pearson Prentice Hall.

Hair, J.F., Hult, G.T.M., Ringle, C.M. & Sarstedt, M. (2017). Primer on partial least square
structural equations modeling (PLS-SEM) (2nd Ed.). Sage.

Hennekam, S., Tahssain-Gay, L. & Syed, J. (2017). Contextualising diversity management in
the Middle East and North Africa: a relational perspective, Human Resource
Management Journal, 27(3), 459-476.

Henseler, J., Ringle, C.M. & Sarstedt, M. (2015), A new criterion for assessing discriminant
validity in variance-based structural equation modelling. Journal of the Academy of
Marketing Science, 43, 115-135.

Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: Word.

Hicks-Clarke, D. & lles, P. (2000). Climate for diversity and its effects on career and
organisational attitudes and perceptions. Personnel Review, 29(3), 324-345.

King, E.B., Dawson, J.F., Kravitz, D.A. & Gulick, L.M.V (2012). A multilevel study of the
relationships between diversity training, ethnic discrimination and satisfaction in
organizations, Journal of Organizational Behavior, 33(1), 5-20.

Kollmann, T., Stockmann, C., Kensbock, J. M. & Peschl, A. (2020). What satisfies younger
versus older employees, and why? An aging perspective on equity theory to explain
interactive effects of employee age, monetary rewards, and task contributions on job
satisfaction. Human Resource Management, 59(1), 101-115.

Locke, E. (1976). The nature and causes of job satisfaction. In M. Dunnette (Ed.), Handbook
of industrial and organizational psychology, 1297 —1349. Chicago, IL: Rand McNally

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-396.

McClelland, D. C. (1961). The achieving society. Van Nostran.

McCrea, A.M.A & Zhu, L. (2019). The environmental determinants of diversity management:
Competition, collaboration and clients, Public Administration, 97(4), 942-9509.

McKay, P. F., Avery, D. R. & Morris, M. A. (2008). Mean racial-ethnic differences in employee
sales performance: The moderating role of diversity climate. Personnel Psychology,
61(2), 349-374.

Ozdamar, K. (2003). Modern bilimsel arastirma yontemleri. Kaan Kitapevi.

R&S
Research Studies Anatolia Journal
Volume:6 Issue:1, January 2023



Gamze GUNER KiBAROGLU

Park, L.S & Martinez, L.R. (2022). Fifty shades of pray: Faith diversity management

approaches impact employee satisfaction, support perceptions, and turnover. Journal of
Organizational Behavior, 43(6), 1103-1120

Pitts, D. (2009). Diversity Management, Job Satisfaction, and Performance: Evidence from
U.S. Federal Agencies. Public Administration Review, 69(2), 328-338.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B. & Bachrach, D. G. (2000). Organizational
citizenship behaviors: A critical review of the theroetical and empirical literature and
suggestions for future research. Journal of Management, 26(3), 513-563.

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M. & Blume, B. D. (2009). Individual- and
organizational-level consequences of organizational citizenship behaviors: A meta-
analysis. Journal of Applied Psychology, 94(1), 122-141.

Reinwald, M., Huettermann, H. & Bruch, H. (2019). Beyond the mean: Understanding firm-
level consequences of variability in diversity climate perceptions. Journal of
Organizational Behavior, 40(4), 472-491.

Ringle, C.M., Wende, S. & Becker, J.M. (2015), SmartPLS 3. www.smartpls.com.

Schermelleh-Engel, K., Moosbrugger , H. & Miller, H. (2003). Evaluating the fit of structural
equation models: Tests of significance and descriptive goodness-of-fit measures.
Methods of Psychological Research Online, 8(2), 23-74.

Schneider, B., Ehrhart, M. G. & Macey, W. H. (2013). Organizational climate and culture.
Annual Review of Psychology, 64, 361-38.

Vroom, V. (1964.) Work and Motivation. Wiley and Sons.

Yildiz, E. (2020). SmartPLS ile Yapisal Esitlik Modellemesi Reflektif ve Formatif Yapilar.
Seckin Yayicilik.

R&S
Research Studies Anatolia Journal
Volume:6, Issue:1, January 2023



	Correlation is significant at the 0.01 level (2-tailed).
	In the study, partial least squares path analysis (PLS-SEM) was used to test the hypotheses. Data collected from 392 employees were analyzed in the SmartPLS statistical program (Ringle, Wende & Becker, 2015; Yıldız, 2020). Within the scope of the stud...
	Table 4. Research Model Coefficients

