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Abstract

Effectively managing a diverse workforce is a vital skill for organisations, however, little is
known about how congruence between employee’s preferences regarding diversity
management, and their perceptions of how their organisation manages diversity, impacts
attitudinal and motivational outcomes. The present study aims to address this by exploring
whether and how the degree of congruence between observed and desired diversity climate and
practices (i.e., diversity-focused mission and values, equal opportunity recruitment and
selection, diversity training, diversity advocacy, and diversity climate), and between personal
and perceived organisational endorsement of diversity ideologies (i.e., multiculturalism,
interculturalism, and colourblindness) influences employee job engagement and sense of
belonging. Findings suggest among the New Zealand European sample, congruence had a
significant positive relationship with engagement for all diversity variables excluding
diversity-focused mission and values. Congruence was also significantly positively associated
with sense of belonging across all assessed variables excluding multiculturalism. Job
engagement was significantly negatively associated with discrepancy between personal and
perceived organisational endorsement of colourblindness, and sense of belonging was
significantly negatively associated with discrepancy between ideal and observed diversity
climate and all measured diversity ideologies. Among the Maori/Pasifika sample, congruence
was significantly positively associated with job engagement and sense of belonging for
diversity-focused mission and values. Congruence between ideal and observed diversity
training also was significantly positively associated with engagement. Discrepancy between
ideal and observed diversity climate and equal opportunity recruitment and selection was
significantly negatively associated with both engagement and belonging. Discrepancy also had
a significant negative relationship with sense of belonging regarding diversity-focused mission

and values, and diversity advocacy.



Introduction

Increases in migration and globalisation have led to increasingly diverse workforces in
most western countries (Shen, D’Netto, & Tang, 2010). As a result, contemporary
organisations consist of workforces that are much more diverse in terms of ethnicity, age,
gender, and education (Burns, Barton, & Kerby, 2012; Callister & Didham, 2010; Williams &
O’Reilly, 1998). Diversity can be defined as differences within and across characteristics such
as ethnicity, age, religious beliefs, gender, sexual orientation, and physical ability (Kossek &
Lobel, 1996). Diversity impacts how individuals perceive both themselves and those around
them, and these perceptions influence their behaviour, attitudes, and interactions with others
(Patrick & Kumar, 2012). For instance, ethnic diversity refers to differences in cultural
affiliation between people within a community, and it can be associated with differing values
systems, traditions, and religious beliefs (Fearon, 2003; Statistics New Zealand, 2020).
Diversity management, a dimension of human resource management (HRM), involves the
changing of organisational culture, policies, and practices to recruit, retain, and manage
employees to ensure that the workforce comprises individuals from varying backgrounds,
while focusing on inclusion of all employees (Ashikali & Groeneveld, 2015; Gilbert, Stead, &
Ivancevich, 1999; Roosevelt, 1990).

There are many benefits for organisations that employ an ethnically diverse workforce.
Differing backgrounds and experiences account for unique perspectives, facilitating innovation
and creativity, which may give the organisation a competitive edge (Barang’a & Maende,
2019). Ethnically diverse workforces can be financially beneficial by reducing the likelihood
of cognitive bias and groupthink, thus improving quality, speed, and accuracy of decision-
making (Hunt, Layton, & Prince, 2015). Further, research shows ethnic diversity is positively
related to job performance and that performance can be improved further through effective

diversity management policies and practices (Zhuwao, Ngirande, Ndlovu, & Setati, 2019).



Yet, diversity left unmanaged can result in group conflict, implicit biases, outgroup
discrimination, and feelings of isolation and alienation among minority members (Carton &
Rosette, 2011; Kurtulmus, 2016), negatively impacting job performance, engagement, and
sense of belonging (Amarat, Akbolat, Unal, & Giines Karakaya, 2019; Ashikali & Groeneveld,
2015; Macdonald & Levy, 2016; Verkuyten, Thijs, & Gharaei, 2019). This creates a false sense
that diversity itself is an obstacle to achieving positive organisational outcomes. In practice,
many organisations struggle to see the value in investing time and other resources in diversity
management. Leboho (2017) suggested that issues such as discrimination and prejudice against
ethnic minorities are prevalent in organisations where diversity is perceived as legal
compliance, rather than an asset that adds value to an organisation. Hence, scepticism around
diversity and inclusion (D&I) strategies, alongside poor diversity management, perpetuate
negative workplace attitudes and beliefs of both minority and majority employees (Ferris &
Rowland, 1981; Galinsky et al., 2015; King, Hebl, George, & Matusik, 2010).

Lack of understanding means diversity management can often be confused with
affirmative action through preferential treatment, in which individuals belonging to a minority
group are hired yet perceived as a “token appointment”. These individuals are hired or
promoted in an attempt to create a workforce which reflects a diverse society and would not
have achieved these positions on merit alone (Von Bergen, Soper, & Foster, 2002). Research
has shown majority group members react negatively toward tokenism when it involves
outgroup members (i.e., individuals who are not part of the same social group as the majority,
e.g., ethnic minorities), however, are less disapproving when tokenism involves ingroup
members (i.e., individuals who are part of the majority) (Richard & Wright, 2010). This is
problematic as it can lead to implicit expectations and prejudices being placed on outgroup
minority individuals and prove detrimental to job performance (Rosenthal & Jacobson, 1968).

These token individuals tend to show greater levels of depression, stress, and experience



stereotype threat (Watkins, Simmons, & Umphress, 2019). Moreover, token individuals may
feel more visible and experience greater social isolation, giving rise to greater levels of
inequitable climate perceptions (King et al., 2010; Niemann & Dovidio, 1998). These negative
consequences of tokenism appear to occur for groups that are of lower status than the majority,
for example, ethnic minority group members (Taylor & Fiske 1976). Organisations must
understand the difference between tokenism and diversity management to reduce the likelihood
of bias and discrimination and to realise how beneficial a genuinely diverse workforce can be.

Research indicates that the costs of failing to promote a diversity-friendly culture are
significant, including low organisational performance, decreased innovation, and lower
productivity, alongside increased turnover (Cho, Kim, & Mor Barak, 2017). Poor diversity
climate, policies, and practices can also have detrimental effects on employees. Studies
demonstrate that, in these workplaces, individuals who are a minority at their work feel
excluded from information networks and miss work opportunities, experience lack of
identification in work relationships with others, greater stress, feelings of isolation, and
alienation, in turn, lowering job satisfaction, organisational commitment, and general well-
being (Mor Barak, Findler, & Wind, 2003; Mor Barak & Levin, 2002). Conversely,
organisations that understand the benefits of diversity for employees, and implement effective
ways to manage and foster a diverse workforce, will maximise the gains of diversity and
mitigate such negative consequences (Cavus, Kapusuz, & Biger, 2016; Galinsky, 2015; Li, Lin,
Tien, & Chen, 2017; O’Reilly, Williams, & Barsade, 1997).

It is important to note that a diverse workforce composition does not necessarily reflect
inclusiveness. Inclusiveness reflects employees’ affective experience of the diversity climate
and management practices aimed at promoting inclusiveness and increasing diverse
representation in the workforce, namely a sense of belonging and engagement. Therefore, it is

possible for minority employees to experience low inclusiveness in a diverse workforce. While



diversity-focused HRM practices have many benefits for employees, research indicates the
effects may differ between majority and minority group employees. For example, while
minority employees have shown to react positively toward organisations that endorse diversity
(Purdie-Vaughns, Steele, Davies, Ditlmann, & Crosby, 2008), some studies show majority
group members may feel more threatened, excluded, and feel unfairly treated when an
organisation endorses diversity compared to a neutral organisation (Dover, Major, & Kaiser,
2016; Plaut, Garnett, Buffardi, & Sanchez-Burks, 2011). A greater sense of inclusion is more
likely when both minority and majority groups view workplace diversity positively and deem
organisational approaches to diversity management as effective (Holoien & Shelton 2012;
Plaut, Thomas, & Goren, 2009). However, these beliefs and preferences should match how
employees view their organisation in order to see increases in behaviours that align with these
perceptions (Mollen, Rimal, Ruiter, Jang, & Kok, 2013; Smith-McLallen & Fishbein, 2008).
Research on social norms indicates that behaviour can be influenced by injunctive and
descriptive norms, that is, one’s perceptions of what ought to be versus what actually is
(Cialdini, Reno, & Kallgren, 1990). When injunctive norms are congruent with descriptive
norms, individuals are more likely to exhibit behaviours which align with these norms
(Hamann, Reese, Seewald, & Loeschinger, 2015; Smith et al., 2012; Smith-McLallen &
Fishbein, 2008). In the context of this study, injunctive norms refer to employees’ diversity
management preferences, while descriptive norms represent employee perceptions of current
diversity management practices within their organisation. Hence, it is expected that congruence
between employee preferences and current diversity management practices would result in
feelings of acceptance and inclusion linked to job engagement and sense of belonging
(Bernstein & Davidson, 2012; Brewer, 1991; Buse, Bernstein, & Bilimoria, 2016; Cavus et al.,
2016; Wentling & Palma-Rivas, 1999). Yet, little research to date has explored how the

perceived congruence between a) employees’ views of diversity and their preference for



diversity management, and b) employees’ perceptions of how the organisation manages
diversity, influences attitudinal and motivational outcomes.

This study relies on polynomial regression analysis to investigate whether and how the
degree of congruence between observed and desired diversity climate and practices (i.e.,
diversity-focused mission and values, equal opportunity recruitment and selection, diversity
training, diversity advocacy, and diversity climate) and between personal and perceived
organisational endorsement of diversity ideologies (i.e. multiculturalism, interculturalism, and

colourblindness) influences employee job engagement and sense of belonging.

Literature Review

Diverse workplaces have been described as a paradox. Organisations that embrace
diversity gain a competitive advantage through innovation and improved decision-making, yet
without practices and culture that promote inclusivity these organisations can experience
negative outcomes (Barang’a & Maende, 2019; Kurtulmus, 2016; Wijbenga, 2019). The New
Zealand Office of Ethnic Affairs (OEA) (2010) identified leadership and management,
recruitment and selection, and human resources as areas of business practice which are critical
in effectively managing ethnic diversity (OEA, 2010). These practices alongside diversity
training, organisational climate, and organisational mission and values, influence employees’
experiences of diversity and inclusion (D&I). Effective D&I strategy is the upshot of sound
diversity management practices alongside integration of diversity-friendly ideologies.

Research has looked at how workforce composition and the presence of diversity
management practices such as equal opportunity recruitment and selection, diversity training,
and positive diversity climate relate to employee and organisational outcomes (Downey, van
der Werff, Thomas, & Plaut, 2015; Kadam, Rao, Abdul, & Jabeen, 2020; McKay & Avery,
2015; Moon & Christensen, 2020; Morajkar, 2020; Soni, 2013). The extant research suggests

that implementing HRM practices that target D&I, such as highlighting diversity in the



organisation’s mission and values, can have a positive impact on employee motivation and
attitudes (Collini, Guidroz, & Perez, 2015; Sedgwick, Oosterbroek, & Ponomar, 2014), which
leads to greater organisational performance (Soni, 2013). Further, having diversity
management advocates and leaders that help implement diversity management practices can
develop an inclusive climate as they are key players in developing a pro-diversity environment
(Ashikali & Groeneveld, 2015). In ethnically diverse groups, group leaders help create a
common group identity and therefore can influence how followers engage with ethnic diversity
(van Knippenberg, van Ginkel, & Homan, 2013). Authentic leaders who value and appreciate
unique differences and perspectives provide social cues which inspire employees to assimilate
these values, leading to an environment of inclusion and acceptance (Boekhorst, 2015;
Meeussen, Otten, & Phalet, 2014; Thomas & Ely, 1996). Moreover, involving leaders and
employees in diversity training can increase cultural competence while improving diversity
climate perceptions and employee performance in multicultural teams (Kadam et al., 2020).
However, research indicates that diversity training in itself is not sufficient, and it is most
effective when accompanied by a positive diversity climate and other diversity initiatives such
as equal opportunity recruitment and selection (Bendick, Egan & Lofhjelm, 2001; Bezrukova,
Spell, Perry, & Jehn, 2016; Chen, Liu, & Portnoy, 2012; Dobbin & Kalev, 2018). Equal
opportunity recruitment and selection ensures a hiring process which is fair to applicants from
varying backgrounds. Organisations that promote diversity in their recruitment and selection
processes are likely to see greater diversity in applicants and convey a message of equality to
their employees, encouraging a positive D&I climate (Downey et al., 2015; Kim & Gelfand,
2003). Diversity climate refers to employees shared perceptions of workplace harassment and
discrimination (Chin, 2009). These discriminatory behaviours and attitudes are not tolerated
by organisations with a positive diversity climate, in turn, helping to foster employee sense of

belonging, engagement, and team performance (Downey et al., 2015; Kadam et al., 2020).
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Alongside HRM practices, organisational endorsement of diversity ideologies can
impact employees’ experiences of D&I and can help ensure a positive D&I climate.
Colourblindness, multiculturalism, and interculturalism are three diversity ideologies which
shape workforce beliefs about diversity and put forward different ways to manage cultural
diversity. Individuals holding a colourblind ideology focus on unique individuality and ignore
intergroup differences to achieve ethnic equality (for reviews, see Leslie, Bono, Kim & Beaver,
2020; Whitley & Webster, 2019; Sasaki & Vorauer, 2013; Yogeeswaran, Verkuyten, Osborne,
& Sibley, 2018). On the other hand, individuals with a multiculturalism ideology recognise and
appreciate intergroup differences rather than ignoring them (for reviews, see Leslie et al., 2020;
Whitley & Webster, 2019; Sasaki & Vorauer, 2013). Those holding interculturalism as an
ideology also celebrate differences but also promote a unified sense of identity, acknowledge
that identity is fluid and changeable, and encourage intergroup communication and open
dialogue (Verkuyten, Yogeeswaran, Mepham, & Sprong, 2020; Verkuyten & Yogeeswaran,
2020). Research by Jansen, Vos, Otten, Podsiadlowski, and van der Zee (2016) found that the
degree to which majority group members perceived their organisation to endorse
colourblindness was positively related to work outcomes such as satisfaction and sense of
inclusion. For minority employees, however, endorsement of multiculturalism was positively
associated with these work outcomes, along with engagement and trust (Plaut et al., 2009;
Purdie-Vaughns et al., 2008), signalling a difference in preferred ideologies between majority
and minority employees (Jansen et al., 2016). Furthermore, when a majority group endorses
multiculturalism, minority group members show greater levels of psychological engagement
and feelings of inclusion, however, endorsement of colourblindness by majority group
members decreases minority engagement (Plaut et al., 2009). Research suggests that pro-
diversity ideologies such as interculturalism or multiculturalism are likely to see greater

cooperation, and positive implicit and explicit attitudes between ethnic minority and majority
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employees (Yogeeswaran, Verkuyten, & Ealam, 2020). This can result in increased sense of
belonging, engagement, and decreased turnover intention (Morajkar, 2020; Plaut et al., 2009).

Evidence pertaining to how these diversity beliefs, diversity practices, and climate
factors uniquely affect employee outcomes is limited. This study intends to shed light on this
underrepresented area by examining whether and how employee perceptions of their
organisation’s endorsement of diversity ideologies, its diversity management practices, and
their own views of diversity and preference for D&I strategies influence their sense of
belonging and job engagement. Analyses will investigate these perspectives in the workforce,

and within specific ethnic groups to compare majority and minority group perspectives.

Study context

New Zealand’s growing ethnic diversity in its population is reflected in the workforce
(Callister & Didham, 2010). In 1986, 88% of workers identified as European, 8% identified as
Maori, and 3% identified as Asian. In 2006, these percentages shifted with 69% of New
Zealand workers identifying as European, 11% as Maori, and 8% as Asian (Callister &
Didham, 2010). As of 2018, New Zealand’s majority population identifies as European
(70.2%), indigenous Maori are the largest minority (16.5%), followed by individuals of Asian
descent (15.1%), Pacific peoples (8.1%), Middle Eastern/Latin American/African (1.5%) and
other ethnicities (1.2%) (Statistics New Zealand, 2019).

The present study explores views about organisational D&I among healthcare workers.
In this sector, the ethnic diversity figures have also shifted over time. For instance, in 2012,
67.7% of the nursing workforce identified as NZ European, 16.0% as other European, 6.8% as
Maori, 5.3% as Indian, 4.8% as Filipino, and 3.6% as Pasifika (Nursing Council of New

Zealand, 2017). By 2018, the percentage of nurses identifying as NZ European and other

1 As people can have more than one ethnicity, these percentages sum to over 100 percent.
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European decreased to 59.3% and 13.0% respectively, while percentages increased for nurses
identifying as Filipino (10.0%), Indian (7.9%), Maori (7.7%), and Pasifika (4.3%) (Nursing
Council of New Zealand, 2020). New Zealand’s medical workforce demonstrates similar
trends. In 2000, 76.5% of doctors in New Zealand identified as New Zealand European/other
European?, 7.6% as other non-European, 4.5% as Chinese, 4.5% as Indian, 2.3% as Maori, and
1.1% identified as Pacific Islander (Pasifika). By 2018, 51% of doctors identified as New
Zealand European and 19.5% as other European, while figures increased for doctors who
identified as other non-European (10.6%), Chinese (5.8%), Indian (5.5%), Maori (3.5%) and
Pasifika (1.8%) (Medical Council of New Zealand, 2019).

While these percentages demonstrate growing diversity in New Zealand’s medical
workforce, they are still not representative of New Zealand’s population. Maori and Pasifika
doctors are still severely underrepresented. Healthcare organisations must reflect their diverse
population through care that caters to ethnic minorities (Nair & Adetayo, 2019). Research has
revealed disparities in the quality of patient care based on ethnicity and race. Factors such as
racial discrimination, communication difficulties, and physician’s perceptions toward race and
socio-economic status are said to affect patient-physician interactions, leading to poorer quality
of healthcare and health outcomes for minority patients (Betancourt, Green, Carrillo, & Owusu
Ananeh-Firempong, 2016; Collins et al., 2002; Van Ryn & Burke, 2000). Analogous to
international findings, research has consistently found that experience of racial discrimination
is a determinant of poorer health outcomes and quality of healthcare in New Zealand
(Talamaivao, Harris, Cormack, Paine, & King, 2020). To improve health equity, organisations
must encourage conversations about prejudice, implicit bias, white privilege, and colonialism,
and implement policies and practices that address root causes of these issues (Chin et al., 2018).

Through diversity management that addresses inequalities and targets inclusiveness, healthcare

2 In 2000, NZ European and other European were included in one category.
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organisations can effectively employ and manage a diverse workforce, consequently improving
quality of care for ethnic minorities and improving organisational performance (Weech-
Maldonado, Dreachslin, Dansky, De Souza, & Gatto, 2002). The healthcare organisation
examined in this study is aiming to improve its D&I practices and culture. This research was
conducted as part of needs analysis to determine employee views of diversity, their perceptions
of current diversity management practices, and whether these views and perceptions shape

experiences of the organisation, namely job engagement and sense of belonging.

Diversity practices, ideology, and job engagement and sense of belonging

Job engagement is the degree to which an individual feels passionate about their work
and is engrossed cognitively, emotionally, and physically in their role (Kahn, 1990). It can be
characterised by vigour, dedication, and absorption (Schaufeli, Salanova, Gonzalez-Rom4, &
Bakker, 2002). Vigour is seen in an individual who exhibits high mental resilience and energy
while working. Dedication refers to the extent to which one is involved in their work and feels
inspired, enthused, and challenged by work that is of significance to them. Absorption occurs
when time passes quickly, and the individual is fully and happily engrossed in their work.
Individuals who experience high job engagement display greater job satisfaction, and physical
and psychological wellbeing than those who are not engaged in their work (Jin & Park, 2016;
Macey & Schneider, 2008; Ryan & Deci, 2000). Research has also found that job engagement
can reduce work-related burnout and counter-productive work behaviour (Jung, Yoon, &
Yoon, 2016; Yin, 2018). Job engagement also benefits organisations financially. A meta-
analysis of 7,939 business units across 36 companies found engagement influenced business
unit dimensions such as productivity, customer satisfaction, profit, employee turnover, and
accidents (Harter, Schmidt, & Hayes, 2002). Diversity practices help to increase employee job

engagement through a climate which develops trust and fosters inclusion (Downey et al, 2015;
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Goswami & Goswami, 2018). That is, organisations that develop thorough diversity and
inclusiveness practices can see greater levels of job engagement among their employees.

Sense of belonging is a basic human need which impacts one’s emotional experiences
(Murray, Holmes & Collins, 2006). Given the amount of time spent at work, it is unsurprising
that the workplace plays a large role in one’s sense of belonging. Sense of belonging refers to
the extent to which one feels accepted, valued, included, and supported within their
environment (Lampinen, Konu, Kettunen, & Suutala, 2018). Social comparison theory
(Festinger, 1954) suggests that humans need to compare their abilities and opinions with those
of others they believe are similar to maintain positive self-image. These comparisons develop
perceptions of inclusion or exclusion based on social interactions and can impact one’s sense
of belonging. One’s sense of belonging provides social identity and a feeling of “fitting in”.
Social identity theory suggests that one’s sense of identity and self-concept stems from the
groups individuals belong to (Tajfel & Turner, 1979). It claims that individuals use social
categorisation to divide the world into people who belong to the same group as them (in-group)
and those who do not (out-group). Individuals act and think in a manner which promotes
positive self-concept by viewing in-group members more favourably than out-group members.
A key aspect of social identity is ethnicity. Individuals who are part of an ethnic minority can
feel a lower sense of belonging than majority members (Museus, Yi, & Saelua, 2018).
Minorities can be seen as out-group members and therefore, viewed in a less favourable light
than in-group members, negatively impacting their affective work experience (Eagly, 2016).
Optimal distinctiveness theory adds to these two theories, suggesting that while individuals
wish to feel similar to those around them and feel included, they also have a desire to be
accepted and appreciated for their unique identity (Brewer, 1991; Shore et al, 2011).

Both job engagement and sense of belonging can be fostered through effective diversity

management. These outcomes are key drivers of positive workforce outcomes and indicators
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of effective diversity management, as they can improve employees’ affective experiences at
work. In practice, organisations with sound diversity and inclusiveness practices foster job
engagement by enabling employees to form better working relationships with one another,
leading to higher quality communication, more effective work groups, and increased
motivation (Miao, Rhee, & Jun, 2020; Wentling & Palma-Rivas, 1999). Effective HRM
practices facilitate inclusion and promote individuality, in turn, satisfying employees’ basic
need for belonging (Ashikali & Groeneveld, 2015; Brewer, 1991). This is particularly
important for ethnic minority members in order to mitigate negative outcomes of diversity.
Research has indicated that a sense of not belonging at work can negatively impact
psychological wellbeing by undermining one’s self-concept, self-efficacy, and self-esteem,
resulting in feelings of anxiety and depression (Waller, 2019). Conversely, satisfying
employees’ need for belonging and fostering inclusion through diversity management practices
can reduce the likelihood of these outcomes and increase employee wellbeing, job satisfaction,
engagement, organisational commitment, retention, and reduce employee conflict (Buttner,
Lowe, & Billings-Harris, 2012; Findler, Wind, & Barak, 2007; Goswami & Goswami, 2018;
Nishii, 2013). Furthermore, these practices can reduce alienation and feelings of isolation in an
employee’s work-life and social life (Cavus et al., 2016). Effective diversity management can
also promote a sense of belonging among majority group members, by increasing perceptions
of inclusion through an all-inclusive diversity approach, and by creating a sense of community
and commonality (Jansen, Otten, & van der Zee, 2015).

As suggested by injunctive and descriptive norm literature, it is expected that
congruence between employee preferences regarding D&I practices, and employee perceptions
of current practice within their organisation will be positively associated with job engagement
and sense of belonging at work. The D&I practices examined in this study — positive diversity

climate, diversity-focused mission and values, equal opportunity recruitment and selection,
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diversity training, diversity advocacy, and diversity ideologies — are described in greater detail
below.

Positive diversity climate and employee outcomes

A positive diversity climate is a work environment in which diversity is actively
promoted and employees respect each other’s views despite differences (McKay, Avery, &
Morris, 2009). Organisations that develop a climate that celebrates diversity, fosters
inclusivity, embraces individual uniqueness, and develops trust, enjoy higher levels of job
engagement (Bernstein & Davidson, 2012; Brewer, 1991; Downey et al, 2015). Importantly,
research suggests that positive employee perceptions of diversity climate are related to higher
levels of job engagement (Sliter, Boyd, Sinclair, Cheung, & McFadden, 2014). Hence:
Hypothesis 1(a). High fit between employee views of current positive diversity climate and
employee preference for a positive diversity climate will be positively associated with job
engagement.

Hypothesis 1(b). Low fit between employee views of current positive diversity climate and
employee preferences for a positive diversity climate will be negatively associated with job
engagement.

A positive diversity climate communicates to employees that diversity is valued and
promoted while creating social norms which condemn discrimination based on differences
(Sliter et al., 2014). Employees feel their individuality is appreciated and accepted which can
increase feelings of inclusion and sense of belonging (Brimhall, Lizano, & Barak, 2014;
Deepak & Perwez, 2019; Otten & Jansen, 2014). Therefore, based on injunctive norm
literature, congruence between the degree to which an organisation and its employees perceive

a positive diversity climate as important is expected to increase sense of belonging.
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Hypothesis 1(c). High fit between employee views of current positive diversity climate and
employee preferences for a positive diversity climate will be positively associated with sense
of belonging at work.

Hypothesis 1(d). Low fit between employee views of current positive diversity climate and
employee preferences for a positive diversity climate will be negatively associated with sense

of belonging at work.

Diversity-focused mission and values, and employee outcomes

Organisational mission and values are the core purpose of an organisation and help
express the organisation’s culture and goals to both employees and clients (Babnik, Breznik,
Dermol, & Sirca, 2014). Research has indicated that congruence between organisational values
and employee values is significantly associated with employee job engagement (Bisset, 2014;
Rich, Lepine, & Crawford, 2010). That is, when organisational values align with those of an
employee’s and the employee’s role requires them to exhibit behaviours that align with their
preferred self-image, the employee is more willing to engage fully with their work (Kahn,
1992; Rich et al., 2010). Therefore, an organisation that holds and actively practices diversity-
focused mission and values will likely see high levels of employee job engagement if their
employees also hold these diversity-oriented values and mission as important.
Hypothesis 2(a). High fit between employee views of current diversity-focused mission and
values and employee preferences of diversity-focused mission and values will be positively
associated with job engagement.
Hypothesis 2(b). Low fit between employee views of current diversity-focused mission and
values and employee preferences of diversity-focused mission and values will be negatively

associated with job engagement.
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Diversity-focused mission and values can also increase one’s sense of belonging.
Sedgwick et al. (2014) revealed that pro-diversity mission statements increased feelings of
belongingness among minority nursing students. While diversity-focused values are important
in managing a diverse workforce, it is also important for employees to share similar values.
Congruence between organisational values and employee values can enhance working
relationships as employees with a common purpose and goal are able to build closer bonds and
increase concern for one another (Brint, 2001). Organisations that align their employees to
common goals and values can take advantage of these relationships to develop inclusion and
sense of belonging. Furthermore, value congruence can positively influence psychological
ownership, in turn, satisfying one’s need to belong (Pierce, Kostova, & Dirks, 2001; Van Dyne
& Pierce, 2004). Therefore, it is expected that the degree of congruence between employee
ideals regarding diversity-focused values and employees’ perceptions of their organisation’s
diversity-focused values will predict sense of belonging.

Hypothesis 2(c). High fit between employee views of current diversity-focused mission and
values and employee preferences of diversity-focused mission and values will be positively
associated with sense of belonging at work.

Hypothesis 2(d). Low fit between employee views of current diversity-focused mission and
values and employee preferences of diversity-focused mission and values will be negatively

associated with sense of belonging at work.

Equal opportunity recruitment and selection, and employee outcomes

Organisations which promote diversity from recruitment and selection stages can
convey to job applicants that they value diversity, encouraging a more diverse applicant pool
(Downey et al., 2015; Kim & Gelfand, 2003). Diversity-focused recruitment and selection
practices can influence employee job engagement and help develop a diversity-friendly work

environment. In a study of 4,597 health sector staff, diversity management practices, such as
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equal opportunity recruitment and selection, and employee perceptions of these practices were
directly related to employee engagement for not only minority group members but all
employees (Downey et al., 2015). Further, Kim and Gelfand (2003) found ethnic minority
individuals who had a high sense of ethnic identity thought more positively of and were more
likely to pursue a job in an organisation that had a clearly stated diversity initiative in their
recruitment advert. Recruiting and selecting individuals who fit the culture of an organisation
increases the likelihood of job engagement and belonging as this congruence helps employees
to feel motivated, in turn increasing engagement (Li, Wang, You, & Gao, 2015; Shaheen &
Farooqi, 2014; Vance, 2006). This practice also promotes inclusivity and a culture of
acceptance for individuality, encouraging a greater sense of belonging (Brewer, 1991).
Therefore, if an organisation highlights and considers diversity and inclusiveness in its
recruitment practices, employees who also value organisational practices that target diversity
and inclusiveness will be more likely to apply for positions within that organisation, fit the
organisational culture, and thus experience greater engagement and sense of belonging.
Hypothesis 3(a). High fit between employee views of current equal opportunity recruitment
and selection practices and employee preferences of equal opportunity recruitment and
selection practices will be positively associated with job engagement.

Hypothesis 3(b). Low fit between employee views of current equal opportunity recruitment and
selection practices and employee preferences of equal opportunity recruitment and selection
practices will be negatively associated with job engagement.

Hypothesis 3(c). High fit between employee views of current equal opportunity recruitment and
selection practices and employee preferences of equal opportunity recruitment and selection

practices will be positively associated with sense of belonging at work.
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Hypothesis 3(d). Low fit between employee views of current equal opportunity recruitment and
selection practices and employee preferences of equal opportunity recruitment and selection

practices will be negatively associated with sense of belonging at work.

Diversity training and employee outcomes

Diversity training informs employees of the support their organisation provides across
employee groups and helps employees appreciate diversity and how it can benefit the
workplace (Luu, Rowley, & Vo, 2019). The goal of such training is to promote an inclusive
and accepting work environment which values and appreciates differences. Diversity training
helps employees develop closer bonds and better understand one another, decreasing the
likelihood of group conflict, misunderstanding, and increasing employee satisfaction
(Wentling & Palma-Rivas, 1999). These outcomes help to develop a positive diversity climate,
in turn, improving feelings of inclusion and belonging among employees and hence increasing
sense of belonging (Brimhall, Lizano, & Barak, 2014; Luu et al., 2019). Diversity oriented HR
practices, such as diversity training, signal to employees that the organisation cares from them
and appreciates diversity and uniqueness, which increases employees’ felt obligation to make
positive contributions to the organisation, resulting in increased engagement (Ashikali &
Groeneveld, 2015; Cropanzano, & Mitchell, 2005; Luu et al., 2019). Furthermore, effective
training can improve cultural competence, enabling optimal organisational outcomes and job
engagement to be sustained, as a result of capitalising on diversity (Young & Guo 2020). When
employees give importance to diversity training, yet the organisation fails to meet their
expectations, decreases in engagement and belonging may be seen due to a lack of congruence
between desired and observed reality (Bernstein & Davidson, 2012; Brewer, 1991; Buse,
Bernstein, & Bilimoria, 2016; Cavus et al., 2016; Wentling & Palma-Rivas, 1999). Therefore,

the following hypotheses are presented.
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Hypothesis 4(a). High fit between employee views of current diversity training and employee
preferences of diversity training will be positively associated with job engagement.

Hypothesis 4(b). Low fit between employee views of current diversity training and employee
preferences of diversity training will be negatively associated with job engagement.

Hypothesis 4(c). High fit between employee views of current diversity training and employee
preferences of diversity training will be positively associated with sense of belonging at work.
Hypothesis 4(d). Low fit between employee views of current diversity training and employee

preferences of diversity training will be negatively associated with sense of belonging at work.

Diversity advocacy and employee outcomes

Diversity advocacy is actively educating oneself and others about social justice issues
such as discrimination, bias, oppression, and privilege (Welburn, 2010). It helps raise cultural
awareness, provide support for minority group employees, and promote initiatives that focus
on improving diversity management practices and climate. Organisational leaders have a large
part in shaping employee perceptions through social-informational cues (Ferris & Rowland,
1981). Leaders who advocate for diversity will encourage their employees to engage in similar
attitudes and behaviours. This can increase work engagement by motivating employees to
interact with and support colleagues regardless of differences (Luu et al., 2019). Positive
perceptions of diversity management are positively related to job engagement (Downey et al.,
2015). Buengeler, Leroy, and De Stobbeleir’s (2018) findings suggest leaders who genuinely
value individual differences and engage in diversity advocacy by promoting diversity and
fairness, encourage their employees to do the same, in turn promoting an inclusive work culture
and satisfying employees need for belonging. If employees believe their organisation provides
adequate diversity-related support, and this is something that employees also deem important,

then it is likely they will show higher levels of job engagement and belonging.
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Hypothesis 5(a). High fit between employee views of current diversity advocacy and employee
preferences of diversity advocacy will be positively associated with job engagement.
Hypothesis 5(b). Low fit between employee views of current diversity advocacy and employee
preferences of diversity advocacy will be negatively associated with job engagement.
Hypothesis 5(c). High fit between employee views of current diversity management advocacy
and employee preferences of diversity advocacy will be positively associated with sense of
belonging at work.

Hypothesis 5(d). Low fit between employee views of current diversity management advocacy
and employee preferences of diversity advocacy will be negatively associated with sense of

belonging at work.

Endorsement of diversity ideologies and employee outcomes

An organisation’s endorsement of diversity ideologies (i.e., colourblindness,
multiculturalism, interculturalism) affects policies, practices, and climate, therefore, impacting
sense of belonging and engagement. Endorsement of these ideologies can influence employee
behaviours and attitudes and may be perceived differently by employees depending on whether
they are a minority or majority member within their workplace (Jansen et al., 2016; Plaut et al.,
2009; Yogeeswaran et al., 2020). Research by Plaut et al. (2009) showed majority group
colourblindness predicted decreased engagement among minority group members. Conversely,
multiculturalism predicted increased engagement among minorities (Plaut et al., 2009). An
organisation with a multicultural or intercultural approach to diversity can avoid negative
outcomes and reduce prejudice, discrimination, and improve inclusiveness, thus, improving
sense of belonging (Rosenthal & Levy, 2010). When employees perceive their workplace to
endorse a pro-diversity mindset, such as multiculturalism, and when there is congruence
between preferred and perceived multiculturalism, they experience greater sense of belonging

(Morajkar, 2020).
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Hypothesis 6(a). High fit between employee views of their organisation’s endorsement of
diversity ideologies and employees’ personal endorsements of diversity ideologies will be
positively associated with job engagement.

Hypothesis 6(b). Low fit between employee views of their organisation’s endorsement of
diversity ideologies and employees’ personal endorsements of diversity ideologies will be
negatively associated with job engagement.

Hypothesis 6(c). High fit between employee views of their organisation’s endorsement of
diversity ideologies and employees’ personal endorsements of diversity ideologies will be
positively associated with sense of belonging at work.

Hypothesis 6(d). Low fit between employee views of their organisation’s endorsement of
diversity ideologies and employees’ personal endorsements of diversity ideologies will be

negatively associated with sense of belonging at work.

Method

Participants

A total of 1,289 employees from a large healthcare organisation agreed to participate
in the study. Participants who completed less than 70% of the questionnaire were excluded
from data analysis, resulting in a study sample of 771 participants. Of this sample, 61.1%
identified as New Zealand European, 13.1% as other European, 9% as Maori, 4.4% as Asian,
2.1% as Indian, 1% as African, 0.7% as Latin American, and 0.6% as Middle Eastern while the
remaining participants did not disclose their ethnicity. This sample consisted of 578 females,
142 males, 2 non-binaries, 2 gender-neutral participants, 1 transgender participant, 1 gender-
fluid participant, and 1 agender participant, with ages ranging from 20 to 74 (M = 46.48; SD =

12.88) years. Of these participants, 18% held leadership positions.
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Measures

An online questionnaire was created and completed using Qualtrics and consisted of
109 items derived and adapted from existing scales. The self-report questionnaire assessed
participants’ perceptions of organisational diversity climate and practices in two ways: their
ideal diversity climate and practices; and the current diversity climate and practices they
observe at their place of work (Appendix B). Observed and desired perceptions of diversity-
focused mission and values, equal opportunity recruitment and selection, diversity training,
diversity advocacy, diversity climate, and endorsement of diversity ideologies were assessed.
Participants’ perceptions of ideal diversity management climate and practices were assessed
first. These scales were repeated to then measure participants’ observed diversity management
climate and practices within their workplace. Similarly, for diversity ideologies (i.e.,
multiculturalism, colourblindness, interculturalism), personal endorsement of each diversity
ideology was assessed first, followed by participants perceptions of their organisation’s
endorsement of ideologies. Job engagement and sense of belonging were also assessed.
Following these scales, participants were asked for demographic information including
ethnicity and age.

Diversity Ideology: Multiculturalism, Colourblindness, and Interculturalism. Diversity
ideologies were assessed using a scale comprised of 16 items, which measured three diversity
ideologies. All items were measured on a 5-point Likert scale (1 = strongly disagree, 2 =
disagree, 3 = neither agree nor disagree, 4 = agree, 5 = strongly agree). Items 1 — 5 on the scale
measured multiculturalism and were taken from scales by Berry and Kalin (1995); Gale and
Staerklé (2020); and Guimond, de la Sablonniere, and Nugier (2014). This measure has shown
good internal consistency in previous work (o = .78 - .94). A sample is “In general, cultural
differences should be celebrated”. Items measuring colourblindness (items 6 — 10) were from

scales by Gale and Staerklé (2019); Guimond, de la Sablonniere and Nugier (2014); and
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Knowles, Lowery, Hogan, and Chow (2009). Previous research has demonstrated good internal
consistency for this scale (o =.71 - .92). A sample item is “We should recognise that all people
are unique individuals”. Items 11-16 measured interculturalism and were adapted from
Verkuyten, Yogeeswaran, Mepham, and Sprong’s (2020) intercultural ideology scale.
Interculturalism was split into three dimensions: unity, flexibility, and open dialogue. Items 11
and 12 measured interculturalism (unity) (o = .84). A sample item is “Despite cultural
differences, all groups together form New Zealand society”. Items 13 and 14 measured
interculturalism (flexibility) (o = .74) and a sample item is “The cultural identity of people is
not fixed, but very changeable”. Items 15 and 16 measured interculturalism (open dialogue) (o
=.92) (Verkuyten et al., 2020). A sample item is “We can gain something new and valuable
when we interact with people who are different”. Item wording was adjusted from the original
scales to make items easier to read and understand.

Diversity climate and practices. Scales which measured diversity climate,
organisational mission and values, equal opportunity recruitment and selection, diversity
training, and diversity advocacy were comprised of items adapted from Houkamau and
Boxall’s (2011) perceptions of diversity management survey. The importance of each item
within these scales was rated using a 5-point Likert scale ranging from 1 = not important at all,
2 = slightly important, 3 = moderately important, 4 = very important, and 5 = extremely
important. The diversity climate scale consisted of six items adapted from Houkamau and
Boxall’s (2011) diversity vision scale. A sample item from this scale is “My organisation has
open discussions about the importance of cultural diversity at staff meetings”. The scale
measuring perceptions of organisational mission and values was comprised of five items
adapted from Houkamau and Boxall’s (2011) diversity vision scale that shows good internal
consistency (o = .89) (Houkamau & Boxall, 2011). A sample item from this scale is “Having

a clear diversity, inclusion, and belonging strategy”. Six items were used to measure employee
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perceptions of equal opportunity recruitment and selection. The first item in this scale was
adapted from Houkamau and Boxall’s (2011) diversity support scale, while items 2, 3, 4, 5,
and 6 were developed for this study. A sample item from this scale is “Recruitment targets for
ethnic minorities”. Diversity training perceptions were assessed using four items adapted from
Houkamau and Boxall’s (2011) diversity support scale. A sample item from this scale is
“Training for leaders on why workplace diversity, inclusion and belonging is important”. The
diversity advocacy scale consisted of six items adapted from Houkamau and Boxall’s (2011)
diversity support scale. A sample item is “Having a person or working group especially
appointed to look after diversity management.”.

Sense of Belonging. The 18-item Psychological Sense of Organisational Membership
scale (PSOM; Cockshaw & Shochet, 2010) was used to measure participants’ sense of
belonging at work along a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly
agree). Internal consistency for this scale is high, exhibiting an alpha coefficient of .94
(Cockshaw & Shochet, 2010). A high score on this scale indicates a high sense of belonging at
work. A sample of an item from this scale is “I feel like a real part of this organisation”.

Job Engagement. To measure job engagement, the 9-item Utrecht Work Engagement
Scale (UWES-9; Schaufeli, Bakker, & Salanova, 2006) was used. Items were rated on a 5-point
Likert scale which ranged from 1 (strongly disagree) to 5 (strongly agree). A high score on this
scale indicates a high level of job engagement. The scale exhibits good internal consistency (o
= .85 to a =.92) and test-retest reliability (r1= .64 to rc=.73) (Schaufeli et al., 2006). A sample

item from this scale is “I feel happy when I am working intensely”.

Procedure
The study was approved by the Human Ethics Committee at the University of
Canterbury (Ref: HEC 2019/10/BL), the Ngai Tahu Consultation and Engagement Group, and

by the Health and Disabilities Ethics Committee (RO# 20051). Two meetings were conducted
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with HR representatives of the healthcare organisation to discuss the questionnaire and allow
for improvements. An initial questionnaire was presented to the organisation’s Strategic
Engagement Team, Maori Workforce Development Steering Group (Te Komiti Whakarite),
Disability Steering Group, and employees involved in the organisation’s Diversity & Inclusion
sessions. From these groups, eleven individuals offered feedback to improve the survey’s
clarity.

Once the survey was finalised, a message containing a link to the online Qualtrics
questionnaire was made available by an HR manager of the organisation through internal
communication and on an internal platform that was accessible to all employees. The link
displayed an information and consent page (Appendix A) which participants were required to
agree to before continuing to the questionnaire. This included information regarding the study
objectives, the researchers, and participants’ rights and risks. Participants were ensured of
complete anonymity and were informed that the survey would take approximately 15-20
minutes to complete. The questionnaire was open to employees for 3 three weeks with a

reminder sent out after the first two weeks.

Data Analysis

Data analysis was conducted using IBM SPSS Statistics version 25. Exploratory factor
analyses and reliability analyses were conducted to examine the factor structure of the scales,
item loadings, and the internal consistency of the scales. Following this, composite variables
were created by averaging items for each scale used in the questionnaire. A one-way ANOVA
and paired samples t-test were conducted to investigate within-group and between-group
differences in ethnicity. These analyses were run after dividing the sample into the three main
ethnic groups represented in the sample: NZ European, Maori/Pasifika, and Asian. Following
this, polynomial regressions were conducted to assess congruence between employee’s

observed (O) and ideal (I) diversity climate and practices. The diversity climate and practice
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variables were centred by subtracting the variable mean from each variable to reduce
multicollinearity. Interaction and squared variables needed for response surface methodology
were also created. Variables which assessed employee ideals were squared by multiplying the
centred variables by itself (1%), as were variables assessing employees observed perceptions
(O?). Centred ideal variables were multiplied by their corresponding observed variable to create
an interaction variable (I x O). Following this, regression was run using these composite
variables and the outcomes to calculate coefficients and covariances. A response surface
pattern was then analysed using these coefficients (Edwards, 1994) and a three-dimensional
plot was calculated (Shanock et al., 2010) to examine ideal and observed (I-O) congruence

against job engagement and sense of belonging.

Results

Exploratory Factor Analysis

Table 1 presents results of the exploratory factor analysis and reliability analysis for all
scales used in the questionnaire. All items loaded above the .40 threshold. The EFA results
show that items from the interculturalism scale loaded onto three factors, reflecting unity,
flexibility, and open dialogue. All scales showed satisfactory internal consistencies (o>.70),
excluding the subscales measuring personal endorsement of interculturalism (unity) (o = .43)
and personal endorsement of interculturalism (flexibility) (o = .57). Interestingly, the
duplicates of these two scales, measuring perceived organisational endorsement, showed
acceptable internal consistencies (a0 = .74 and o = .73 respectively). Of the 22 scales, 14
displayed excellent internal consistency (o > .90) and three showed good internal consistency
(.80 < a < .90). For all scales, removing any item either did not increase internal consistency,
or would not have increased it by enough to warrant excluding an item. As the internal
consistencies were already satisfactory, the decision was made to leave the scales as they were.

Inter-item correlations for all items ranged between .40 and .92, excluding both items in the
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personal endorsement of interculturalism (unity) scale which were both found to be .29. Based

on these results, the interculturalism (unity) and interculturalism (flexibility) subscales were

not included in further analyses.

Table 1. Exploratory Factor Analysis and Reliability Analysis of Scales

Factor/Items Factor loading  Corrected Cronbach’s
item-total alpha
correlation

Ideal Diversity Climate 0.87

1. Fair treatment of all employees. .53 48

2. Maintaining a diversity-friendly work .79 73

environment.

3. Respect for peoples’ differing views. .64 .59

4. Senior leaders’ visible commitment to .85 .80

diversity management.

5. Having open discussions about the importance .83 .78

of diversity at staff meetings.

6. Opportunities for employees to say what they .78 74

think about diversity issues (e.g., employee

surveys, suggestion boxes).

Observed Diversity Climate 0.95

1. Fair treatment of all employees. .84 81

2. Maintaining a diversity-friendly work .88 .86

environment.

3. Respect for peoples’ differing views. .90 .87

4. Senior leaders’ visible commitment to .90 .87

diversity management.

5. Having open discussions about the importance .86 .84

of diversity at staff meetings.

6. Opportunities for employees to say what they .86 .84

think about diversity issues (e.g., employee

surveys, suggestion boxes).

Ideal Mission and Values 0.90

1. Having a written employee diversity policy .80 74

that is easily accessible (e.g., online).

2. Having a clear diversity, inclusion, and .82 a7

belonging strategy.

3. Messages for employees via company website .90 .84

or newsletter that emphasise the importance of

workplace diversity.

4. Messages directed to the public through .83 .79

marketing and advertising material (e.g., website,
brochures, or posters) that emphasise the
importance of workplace diversity.
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5. Artwork, decorations, or objects in the work
environment that emphasise the value of a
diverse and inclusive organisation.

Observed Mission and Values

1. Having a written employee diversity policy
that is easily accessible (e.g., online).

2. Having a clear diversity, inclusion, and
belonging strategy.

3. Messages for employees via company website
or newsletter that emphasise the importance of
workplace diversity.

4. Messages directed to the public through
marketing and advertising material (e.g., website,
brochures, or posters) that emphasise the
importance of workplace diversity.

5. Artwork, decorations, or objects in the work
environment that emphasise the value of a
diverse and inclusive organisation.

Ideal Recruitment/Selection

1. Recruitment targets for ethnic minorities.

2. Diversity-friendly job advertisements (e.g.,
adverts stating that the organisation values
diversity and inclusiveness, or encouraging
diverse gender, ethnic, and other groups to apply
for arole).

3. A diverse panel to recruit and select new
employees.

4. Advertise externally in order to access a more
diverse talent pool.

Observed Recruitment/Selection

1. Recruitment targets for ethnic minorities.

2. Diversity-friendly job advertisements (e.g.,
adverts stating that the organisation values
diversity and inclusiveness, or encouraging
diverse gender, ethnic, and other groups to apply
for a role).

3. A diverse panel to recruit and select new
employees.

4. Advertise externally in order to access a more
diverse talent pool.

Ideal Diversity Training

1. Support or training for employees who are
new migrants and want to get New
Zealand/Aotearoa qualifications.

2. New staff induction materials that highlight
the importance of workplace diversity.

3. Diversity training for all employees (e.g.,
cultural sensitivity, Treaty of Waitangi, gender
diversity in the workplace).

4. Training for leaders on why workplace
diversity, inclusion and belonging is important

73

.85

.88

91

.82

.73

73
81

.90

75

.79
.84

.88

81

.62

.84

.86

.92

.70

.80

.83

.86

.79

.70

.67
74

.80

.68

74
.78

.82

.76

.60

81

81

.86

0.92

0.87

0.90

0.92
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5. Training for leaders on how to integrate the
diversity, inclusion, and belonging strategy with
everyday work.

Observed Diversity Training

1. Support or training for employees who are
new migrants and want to get New
Zealand/Aotearoa qualifications.

2. New staff induction materials that highlight
the importance of workplace diversity.

3. Diversity training for all employees (e.g.,
cultural sensitivity, Treaty of Waitangi, gender
diversity in the workplace).

4. Training for leaders on why workplace
diversity, inclusion and belonging is important
5. Training for leaders on how to integrate the
diversity, inclusion, and belonging strategy with
everyday work.

Ideal Diversity Advocacy

1. Having a person or working group especially
appointed to look after diversity management.
2. Funding dedicated to meeting diversity and
inclusion goals.

3. Culturally sensitive and responsive mentoring
programmes.

4. Support groups for ethnic minorities.

5. Culturally sensitive and responsive career
development.

Observed Diversity Advocacy

1. Having a person or working group especially
appointed to look after diversity management.
2. Funding dedicated to meeting diversity and
inclusion goals.

3. Culturally sensitive and responsive mentoring
programmes.

4. Support groups for ethnic minorities.

5. Culturally sensitive and responsive career
development.

Personal Endorsement of Multiculturalism

1. Cultural affiliations are a precious distinction
between individuals and should be valued.

2. In general, cultural differences should be
celebrated.

3. New Zealand could be more united if we
recognised and valued people of different ethnic
and cultural backgrounds.

4. We should help ethnic groups preserve their
cultural heritage in New Zealand.

5. We should emphasise the importance of
appreciating differences between ethnic groups.

.89

.82

91

.85

.95

.95

.83

.88

.89

.84
.86

.84

.89

91

91
91

.84

.82

.85

81

.84

.83

.80

.89

.83

92

.92

.80

.85

.85

.80
.82

81

.86

.88

.88
.88

.79

.78

81

a7

.80

0.95

0.93

0.95

0.92
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Perceived Organisational Endorsement of
Multiculturalism

1. Cultural affiliations are a precious distinction
between individuals and should be valued.

2. In general, cultural differences should be
celebrated.

3. New Zealand could be more united if we
recognised and valued people of different ethnic
and cultural backgrounds.

4. We should help ethnic groups preserve their
cultural heritage in New Zealand.

5. We should emphasise the importance of
appreciating differences between ethnic groups.

Personal Endorsement of Colourblindness

6. It’s best if we judge each other as individuals
rather than as members of an ethnic group.

7. We should treat people according to their
individual characteristics and not as members of

cultural, ethnic, religious, or sexual communities.

8. A person’s qualities should be given priority
over group affiliations for the sake of unity.

9. Instead of putting ethnic labels on people,
everyone should be treated as a unique
individual.

10. We should recognise that all people are
unique individuals.

Perceived Organisational Endorsement of
Colourblindness

6. It’s best if we judge each other as individuals
rather than as members of an ethnic group.

7. We should treat people according to their
individual characteristics and not as members of

cultural, ethnic, religious, or sexual communities.

8. A person’s qualities should be given priority
over group affiliations for the sake of unity.

9. Instead of putting ethnic labels on people,
everyone should be treated as a unique
individual.

10. We should recognise that all people are
unique individuals.

Personal Endorsement of Interculturalism

(Unity)

11. Despite cultural differences, all groups
together form New Zealand society.

12. “Unity against the background of diversity”
should be the New Zealand motto.

Perceived Organisational Endorsement of
Interculturalism (Unity)

.88

.90

.87

.88

.89

.79

.87

.76

A7

.50

.84

.89

.86

.79

74

54

.54

.85

.87

.84

.85

.86

72

.79

.70

g1

47

.79

.83

81

75

71

.29

.29

0.95

0.86

0.91

0.43

0.74
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11. Despite cultural differences, all groups
together form New Zealand society.

12. “Unity against the background of diversity”
should be the New Zealand motto.

Personal Endorsement of Interculturalism
(Flexibility)

13. In our diverse society, new border-crossing
identities are needed.
14. The cultural identity of people is not fixed,
but very changeable.

Perceived Organisational Endorsement of
Interculturalism (Flexibility)

13. In our diverse society, new border-crossing
identities are needed.
14. The cultural identity of people is not fixed,
but very changeable.

Personal Endorsement of Interculturalism (Open
dialogue)

15. We can only make progress as a country
when we are prepared to enter into open dialogue
with each other.

16. We can gain something new and valuable
when we interact with people who are different.

Perceived Organisational Endorsement of
Interculturalism (Open dialogue)

15. We can only make progress as a country
when we are prepared to enter into open dialogue
with each other.

16. We can gain something new and valuable
when we interact with people who are different.

Belonging

1. | feel like a real part of this organisation.

2. People here notice when I'm good at
something.

3. It is hard for people like me to be accepted
here. (r)

4. Other people in this organisation take my
opinions seriously.

5. Most managers/supervisors in this
organisation are interested in me.

6. Sometimes I don’t feel as if I belong here. ()
7. There’s at least one supervisor/manager in this
organisation | can talk to if | have a problem.

8. People in this organisation are friendly to me.
9. 1Managers/supervisors here are not interested
in people like me. (1)

10. I am included in lots of activities at this
organisation.

A7

a7

.63

.63

A7

A7

75

75

91

91

.79
.76

.60

.78

.78

72
.67

75
.67

49

.59

.59

40

.40

.59

.59

57

57

.83

.83

.76
72

.58

74

74

.70
.64

73
.65

48

0.57

0.73

0.72

0.90

0.94

34



11. I am treated with as much respect as other AN .69

employees.

12. | feel very different from most other .55 .53
employees here. (r)

13. I can really be myself in this organisation. 74 72
14. The managers/supervisors here respect me. .82 .79
15. People here know | can do good work. .67 .64
16. I wish I were in a different organisation. (r) 74 72
17. | feel proud to belong to this organisation. AN .69
18. Other employees here like me the way  am. .56 .54
Engagement 81 0.91
1. At my work, | feel bursting with energy. .80 a7
2. At my job, I feel strong and vigorous. .84 .76
3. I am enthusiastic about my job. .82 .79
4. My job inspires me. .78 .78
5. When I get up in the morning, | feel like going .62 74
to work.

6. | feel happy when | am working intensely. .64 .60
7. 1 am proud of the work that | do. .76 .61
8. 1 am immersed in my job. .53 73
9. | get carried away when | am working. 81 .50

Note. N=771, Extraction Method: Principal Axis Factoring

Mean Differences

Mean differences were calculated for ethnic groups with a sufficient sample size (i.e.,
NZ European, Maori and Pasifika combined, and Asian). The Asian sample was comprised of
individuals who identified as South-East Asian, Chinese, or Other Asian. In this study,
representative of the general NZ population, the majority ethnic group is NZ European, and

minority ethnic groups are the Maori/Pasifika sample and the Asian sample.

As shown in Table 2, post hoc comparisons using the LSD test indicated the mean
scores for the NZ European sample (NZE) and the Maori/Pasifika (MP) sample differed
significantly across the diversity management and ideology variables of interest. Specifically,
the NZ European sample rated ideal climate (Mnze = 4.38, SDnze = .64; Mwmp = 4.62, SDmp =
.54), ideal mission and values (Mnze = 3.76, SDnze = .94; = Mwp = 4.17, SDmp = .86), ideal

and observed recruitment and selection (Mnze = 3.78, SDnze = .92; Mwp = 4.29, SDwp = .84;
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and Mnze = 2.77, SDnze = .97; Mwp = 3.06, SDwvp =1.30 respectively), ideal diversity training
(Mnze = 4.10, SDnze = .85; Mwmp = 4.33, SDwp = .83), ideal and observed diversity advocacy
(Mnze = 3.59, SDnze = 1.05; Mmp = 4.09, SDwvp = 1.01 and Mnze = 2.36, SDnze = 1.00; Mwmp
=2.66, SDmp = 1.36 respectively), and personal endorsement of multiculturalism (Mnze = 3.45,
SDnze = .53; Mwp = 3.61, SDwp = .49) significantly lower than the Maori/Pasifika sample.
Sense of belonging, however, was rated significantly higher by the NZ European sample than
the Maori/Pasifika sample (Mnze = 3.63, SDnze = .67; Mmp = 3.33, SDwmp = .80).

Significant mean differences were seen between the NZ European sample and Asian
sample (A). Namely, the Asian sample rated observed climate (Mnze = 3.12, SDnze = 1.03;
Ma = 3.62, SDa =1.13) and personal endorsement of colourblindness (Mnze = 3.99, SDnze =
.70; Ma = 4.25, SDa = .66) significantly greater than the NZ European sample. The NZ
European sample rated personal endorsement of interculturalism (open dialogue) (Mnze = 4.45,
SDnze = .55; Ma = 4.08, SDa = .55), and sense of belonging (Mnze = 3.63, SDnze = .67; Ma =
3.38, SDa =.75) significantly greater than the Asian sample.

There were also significant differences seen between the Maori/Pasifika and Asian
sample. The Maori/Pasifika rated ideal diversity climate (Mwmp = 4.62, SDmp = .54; Ma = 4.23,
SDa =.68), ideal mission and values (Mwvp = 4.17, SDwvp = .86; Ma = 3.69, SDa = 1.01), ideal
recruitment and selection (Mwmp = 4.29, SDwmp = .84; Ma = 3.55, SDa = 1.15), ideal diversity
training (Mwmp = 4.33, SDwvp = .83; Ma = 3.91, SDa = .99), ideal diversity advocacy (Mwp =
4.09, SDmp = 1.01; Ma = 3.45, SDa = 1.19), and personal endorsement of interculturalism
(open dialogue) (Mmp = 4.54, SDmp = .50; Ma = 4.08, SDa = .66) significantly higher than the
Asian sample. However, the Asian sample rated observed diversity climate (Mmp = 3.17, SDwmp
= 1.31; Ma = 3.62, SDa = 1.13) significantly higher than the Maori/Pasifika sample. No
significant mean differences were seen between Maori/Pasifika and Asian mean values for

engagement nor sense of belonging.
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Table 2 highlights mean differences among the surveyed variables and shows

significant differences between majority and minority groups but also within minority groups.

That is, there are significant differences between the NZ European sample, and Maori/Pasifika

and Asian samples, but also significant differences between the Maori/Pasifika sample and

Asian sample. This will be further elaborated in the Discussion.

Table 2. F-value, mean difference, standard error, and confidence intervals for diversity practices, ideologies, belonging, and

engagement across ethnic groups

95% Confidence
Interval
F Sig. g/illfle:ence Sig. SE Lower  Upper

Ideal Climate 6.33** .00

NZ European-Maori&Pasifika -23" <.001 .07 -.38 -.09

NZ European-Asian .16 .16 A1 -.06 .38

Asian-Maori&Pasifika -.39™ .00 13 -.64 -.14
Observed Climate 3.21* .04

NZ European-Maori&Pasifika -.05 .69 13 -.30 .20

NZ European-Asian -50" .01 .20 -.89 -11

Asian-Maori&Pasifika 45 .05 .23 .01 .89
Ideal Mission & Values 7.12%* <.001

NZ European-Maori&Pasifika -41" <001 .11 -.62 -.19

NZ European-Asian .07 .66 a7 -25 40

Asian-Maori&Pasifika -.48™ 0.1 .19 -.85 -11
Observed Mission & Values .56 .57

NZ European-Maori&Pasifika -12 .32 12 -35 A2

NZ European-Asian .05 .80 .19 -.32 42

Asian-Maori&Pasifika -17 43 21 -.59 .25
Ideal Recruitment & Selection 12.66**  <.001

NZ European-Maori&Pasifika -51" <.001 A1 -73 -.30

NZ European-Asian .23 17 17 -.10 .55

Asian-Maori&Pasifika -4 <.001 .19 -1.11 -.37
Observed Recruitment & Selection 2.81 .06

NZ European-Maori&Pasifika -.29" .02 12 -.53 -.05

NZ European-Asian -12 .55 .20 -.50 27

Asian-Maori&Pasifika -.17 A4 .22 -.61 .26
Ideal Diversity Training 3.59* .03

NZ European-Maori&Pasifika -22" .03 .10 -.42 -.02

NZ European-Asian .20 19 15 -.10 .50

Asian-Maori&Pasifika -42" .02 17 -76 -.08
Observed Diversity Training 2.39 .09

NZ European-Maori&Pasifika -.23 .07 13 -.49 .02

NZ European-Asian -.29 .16 21 -.70 A1

Asian-Maori&Pasifika .06 .80 .23 -.40 .52
Ideal Diversity Advocacy 8.94** <.001

NZ European-Maori&Pasifika -51" <.001 12 -75 -.26

NZ European-Asian A3 .49 19 -.24 51

Asian-Maori&Pasifika -.64™ .00 22 -1.06 -21
Observed Diversity Advocacy 3.12* .04

NZ European-Maori&Pasifika -.29" .03 13 -.55 -.04

NZ European-Asian -.26 19 .20 -.66 A3

Asian-Maori&Pasifika -.03 .89 .23 -.48 42
Persqnal End_orsement of 3.60* 03
Multiculturalism

NZ European-Maori&Pasifika -.16™ .01 .06 -.28 -.04

NZ European-Asian .05 .60 .09 -14 .23

Asian-Maori&Pasifika -21 .05 A1 -.42 .00
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Perceived Organisational

Endorsement of Multiculturalism 121 30
NZ European-Maori&Pasifika .16 12 .10 -.04
NZ European-Asian .02 .90 .16 -.29
Asian-Maori&Pasifika 14 43 .18 -21
Personal Endorsement of
Colourblindness 215 12
NZ European-Maori&Pasifika -.07 40 .09 -.24
NZ European-Asian -25" .05 13 -51
Asian-Maori&Pasifika .18 21 .15 -11
Perceived Organisational 14 87
Endorsement of Colourblindness ' '
NZ European-Maori&Pasifika -.05 .63 .10 -.24
NZ European-Asian .03 .86 15 -.26
Asian-Maori&Pasifika -.07 .66 17 -41
Personal Endorsement of o
Interculturalism (Open Dialogue) 8.52 <001
NZ European-Maori&Pasifika -.09 17 .06 -22
NZ European-Asian 37 <001 .10 .18
Asian-Maori&Pasifika -46™ <.001 A1 -.68

Perceived Organisational
Endorsement of Interculturalism .25 .78
(Open Dialogue)

NZ European-Maori&Pasifika .05 .66 A1 -17

NZ European-Asian .10 .55 .16 =22

Asian-Maori&Pasifika -.05 .79 19 -.42
Belonging 7.80** <.001

NZ European-Maori&Pasifika .30™ <001 .08 14

NZ European-Asian 25" .05 12 .00

Asian-Maori&Pasifika .06 .70 14 -.23
Engagement .23 .80

NZ European-Maori&Pasifika .03 .70 .08 -.13

NZ European-Asian -.07 .61 13 -31

Asian-Maori&Pasifika .10 .50 14 -.19

37
.33
.50

10
.00
A7

15
.32
.26

.04
57
-.24

.26
42
.32

46
49
.34

.20
.18
.38

Note. N=590, * significant at p= < .05, ** significant at p= < .01

Paired samples t-tests for ideal and observed diversity management variables

Paired samples t-tests were conducted to compare the ideal and observed diversity

practices and ideologies within the NZ European, Maori/Pasifika, and Asian samples.

NZ European sample

As shown in Table 3, among those who identified as New Zealand European, there
were significant mean differences between ideal and observed scores across all predictor
variables excluding multiculturalism. Specifically, New Zealand European participants
exhibited significantly greater preference for these practices and ideologies compared to what

they observed in their workplace regarding its diversity management.
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Table 3. Paired Samples t-test Across New Zealand European Sample.

Mean Standard SE

Difference deviation mean Paired t-test

Sig (two-
t o ailed)
*
Ideal climate-Observed climate 125 113 05 33'71 458 <001
Ideal mission and values-Observed mission .74 1.13 .05 14.03* 458 <.001
and values *
Ideal recruitment & selection-Observed 1.02 1.15 .05 19.10* 461 <.001
recruitment & selection *
Ideal diversity training-Observed diversity ~ 1.40 122 .06 24.45* 459 <.001
training *
Ideal diversity advocacy-Observed diversity 1.24 131 .06 20.18* 457 <.001
advocacy *
Personal multiculturalism-Perceived .07 .94 .04 1.66 460 .10
organisational multiculturalism
Personal colourblindness-Perceived .58 93 .04 1335 454 <.001
organisational colourblindness *
Personal interculturalism (open dialogue) - .86 .96 .04 19.14* 459 <.001
Perceived organisational interculturalism *

(open dialogue)

Note. N= 471, ** significant at p= < .01

Modori and Pasifika Sample

Table 4 shows that for individuals who identified as Maori or Pasifika, there was a
significant positive mean difference in scores across all predictor variables, suggesting that
Maori and Pasifika employees showed a significantly greater preference for these diversity

practices and ideologies than what they observed at their organisation across all variables.

Table 4. Paired Samples t-test Across Maori and Pasifika Sample.

Mean Standard SE

Difference  deviation mean Paired t-test

Sig (two-
t daf ailed)

Ideal climate-Observed climate 1.43 1.46 16 8.97** 82 <.001
Ideal mission and values-Observed mission and 1.07 1.25 14 7.73** 81 <.001
values
Ideal recruitment & selection-Observed recruitment  1.25 151 17 7.54** 82 <.001
& selection

. . . . . . 1.43 1.43 16 8.85** 78 <.001
Ideal diversity training-Observed diversity training
Ideal diversity advocacy-Observed diversity 1.49 1.55 18 8.46** 76 <.001
advocacy
Personal multiculturalism-Perceived organisational ~ -42 1.28 14 291 78 .00

multiculturalism
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Personal colourblindness-Perceived organisational 59 117 13 4.38** 76 <001

colourblindness

Personal interculturalism (open dialogue) - .99 1.14 13 7.82** 80 <.001
Perceived organisational interculturalism (open
dialogue)

Note. N=85, ** significant at p= < .01

Asian Sample

Table 5 depicts the paired samples t-test for individuals who identified as Asian. A
significant positive mean difference in scores was seen across all predictor variables excluding
multiculturalism. These results indicate that aside from multiculturalism, Asian employees who
were surveyed showed a preference for diversity practices and ideologies, which was
statistically significantly greater than the practices and endorsement of ideologies observed at

their organisation.

Table 5. Paired Samples t-test Across Asian Sample.

Mean Standard SE Paired t-test
Difference deviation  mean
Sig. (two-
t daf ailed)

Ideal climate-Observed climate .64 1.20 21 3.03** 31 .00
Ideal mission and values-Observed mission 7 147 97 264%* 29 01
and values
Ideal recruitment & §elect|0n—0bserved 60 152 28 2 13* 28 04
recruitment & selection
Ide.al. diversity training-Observed diversity 85 141 26 304%% 28 00
training
Ideal diversity advocacy-Observed diversity 77 152 08 5 7g%% 99 o1
advocacy
Persopal _multlcultu_ral|sm—P_erce|ved 04 125 29 17 31 87
organisational multiculturalism
Personal colourblindness-Perceived 86 112 20 436%% 31 <001

organisational colourblindness

Personal interculturalism (open dialogue) -
Perceived organisational interculturalism .58 1.27 .22 2.61** 32 .01
(open dialogue)

Note. N=49, * significant at p= < .05, ** significant at p= < .01

Polynomial regression analysis
Polynomial regression analyses were conducted to test the hypotheses, examining
whether and how the degree of congruence between observed and ideal diversity climate,
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practices, and ideologies influences job engagement and sense of belonging in the organisation
surveyed. The values obtained from the polynomial regression were then used in response
surface analyses to create 3-dimensional graphs representing the relationships between
observed and ideal diversity practices and ideologies, and the outcomes job engagement and
sense of belonging. Due to the results of the ANOVA and post hoc test, revealing significant
differences among the three ethnic groups represented in the sample, the decision was made to
run polynomial regression analyses based on ethnic groups. These analyses were conducted
with the NZ European sample and the Maori/Pasifika sample only, as the Asian sample did not
have a sufficient number of participants required to provide enough power for the analyses
(N=49). Polynomial regression and response surface analyses for the entire sample (N=771)
can be seen in Appendix C and D.

Diversity climate. As shown in Table 6, among the NZ European sample, the significant
slope along the x =y relationship with respect to both job engagement (b = .41, p <.01) and
sense of belonging (b = .22, p < .01) shows that congruence between high levels of ideal and
observed diversity climate was associated with high levels of job engagement and sense of
belonging, supporting hypotheses 1(a) and 1(c). It is thought that for the NZ European sample,
job engagement was not significantly influenced by ideal-observed discrepancy as there were
no significant results for the slope or curvature of the x = -y relationship nor for the curvature
along the x =y relationship, failing to support hypothesis 1(b). With respect to belonging, the
significant slope along the x = -y relationship (b = -.33, p < .01) suggest that the lowest levels
of belonging were found at low levels of observed diversity climate, irrespective of ideal levels,
offering partial support for hypothesis 1(d) for the NZ European sample. The significant
curvature along the x = -y relationship (b = -.19, p < .05) suggests that as discrepancy between
ideal and observed diversity climate increased, sense of belonging decreased, supporting

hypothesis 1(d). Further, the significant curvature along the x =y relationship (b =-.23, p <
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.01) indicates that sense of belonging increased or decreased as both ideal and observed

diversity climate increased or decreased. Figures 1 and 2 display a visual representation of

these findings.

Among the Maori/Pasifika sample, the curvature along the x = -y relationship was the

only significant relationship for both job engagement (b =-.71, p <.01) and sense of belonging

(b = -.56, p <.05) (Table 6). This indicates that as discrepancy between ideal and observed

diversity climate increased, job engagement and sense of belonging decreased, supporting

hypothesis 1(b) and 1(d) for this sample. Figures 3 and 4 display these findings visually.

Table 6. Polynomial regression results for diversity climate with regard to job
engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE)

B(SE)

Climate (NZ European)

Constant 3.69**(.05) 3.84**04)
Ideal (1) 17(.07) -.06(.06)
Observed (O) .24%*(,03) .28**(.03)
12 .06(.06) -.05(.06)
Ix0 -.09(.05) -.02(.05)
0? -.07(.03) -.16**(.03)
R? .15(.64) .24 (.59)

F 16.47** 28.37**
Surface tests

X =Y slope A1%%(.07) .22%%(.07)
X =Y curvature -.10(.07) -.23**(.06)
X =-Y slope -.07(.07) -.33**(.07)
X =-Y curvature .07(.09) -.19*(.09)
Climate (Maori/Pasifika)

Constant 3.87**(.13) 3.70**(.13)
Ideal (1) -.14(.18) .05(.16)
Observed (O) .17*(.08) .23**(.08)
12 -.23(.19) -.11(.18)
Ix0O .39%*(.15) .26(.15)

0? -.09(.05) -.19**(.05)
R? .39(.66) .46(.61)

F 9.68** 12.52**
Surface tests

X =Y slope .04(.20) .28(.18)

X =Y curvature .08(.25) -.04(.24)

X =-Y slope -.31(.19) -.18(.18)

X =-Y curvature - 71**(.26) -.56*(.24)

Note. Nnzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Diversity-focused mission and values. As displayed in Table 7, there were no significant
relationships with regard to job engagement for the NZ European sample. This indicates that
for this group, neither congruence nor discrepancy between observed and ideal diversity-
focused mission and values influenced job engagement, failing to support hypotheses 2 (a) and
2(b). Regarding belonging, however, both the NZ European sample (b = .67, p < .01) and the
Maori/Pasifika sample (b = 1.46, p < .01) displayed a significant slope along the x =y
relationship, indicating that as congruence between ideal and observed mission and values
increased, so did sense of belonging, supporting hypothesis 2(c). The significant slope along
the x = -y relationship for the NZ European sample (b = -.66, p < .01) and Maori/Pasifika
sample (b = -1.46, p < .01) indicates that regardless of ideals, the lowest levels of belonging
were found at low levels of observed diversity-focused mission and values, providing partial
support for hypotheses 2(d). Among the Maori/Pasifika sample, the significant x = -y curvature
for engagement (b =-.34, p <.01) and belonging (b = -.65, p <.01) suggests that as discrepancy
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between observed and ideal diversity-focused mission and values increased, engagement and

belonging decreased, supporting hypothesis 2(b) and 2(d). Figures 5, 6, 7, and 8 present a visual

representation of the above findings.

Table 7. Polynomial regression results for diversity mission and values with regard to
job engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE) B(SE)
Mission & Values (NZ European)
Constant 3.64**(.29) 4.36**(.28)
Ideal (1) 13**(.04) .01(.04)
Observed (O) 22(.17) 67**(.17)
2 .05(.03) .04(.03)
IxO .01(.04) -.01(.04)
0? -.01(.03) -.07**(.03)
R? .10 (.65) 12 (.63)
F 10.17** 12.22*%*
Surface tests
X =Y slope .35(.18) .67**(.18)
X =Y curvature .05(.05) -.05(.05)
X =-Y slope -.09(.17) -.66**(.16)
X =-Y curvature .03(.05) -.02(.05)
Mission & Values (Maori/Pasifika)
Constant 4.26**(.64) 5.74**(.59)
Ideal (1) -.10(.10) .00(.10)
Observed (O) .60(.39) 1.46**(.36)
12 .01(.10) .01(.09)
IxO0 .28*(.12) A42%*(11)
0? -.07(.06) -.23**(.06)
R? .36(.69) 44(.63)
F 8.44** 11.11**
Surface tests
X =Y slope .50(.44) 1.46**(.41)
X =Y curvature .23(.16) .20(.16)
X =-Y slope -.70(.36) -1.46**(.33)
X = -Y curvature -.34**(.15) -.65**(.13)

Note. NNzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 8. 3-dimensional representation of belonging as predicted by
congruence between ideal and observed diversity-focused mission
and values. Maori/Pasifika sample

Equal opportunity recruitment and selection. For the NZ European sample, the slope

along the x =y relationship was significant for both engagement (b = .25, p < .01) and sense

of belonging (b = .13, p <.05), as shown in Table 8. This suggests that both outcomes increased

when congruence between ideal and observed perceptions of equal opportunity recruitment and

selection also increased, supporting hypotheses 3(a) and 3(c). The slope along the x = -y

relationship was also significant for sense of belonging (b = -.15, p < .01), indicating that, for

the NZ European sample, the lowest levels of belonging were found at low levels of observed

diversity climate, regardless of ideal levels, thus partially supporting hypothesis 3(d). These

results are shown visually in figures 9 and 10. For the Maori/Pasifika sample, the significant

curvature along the x = -y relationship for both engagement (b = -.36, p < .01) and belonging

(b = -.42, p < .01) were the only significant relationships. These results suggest that for
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Maori/Pasifika employees at this organisation, as discrepancy between ideal and observed

recruitment and selection increased, job engagement and sense of belonging decreased,

supporting hypotheses 3(b) and 3(d). Figures 11 and 12 visually represent these findings.

Table 8. Polynomial regression results for equal opportunity recruitment and selection

with regard to job engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE) B(SE)
Recruitment & Selection (NZ European)
Constant 3.60**(.05) 3.68**(.04)
Ideal (1) .09*(.04) -.01(.04)
Observed (O) .16**(.04) 14**(.03)
2 .07*(.03) .02(.03)
IxO -.03(.04) .01(.04)
0? -.03(.03) -.07(.03)
R? .06 (.68) .05(.66)
F 6.00** 4.26**
Surface tests
X =Y slope .25**(.06) .13*(.05)
X =Y curvature .01(.04) -.04(.06)
X =-Y slope -.06(.06) -.15**(.05)
X =-Y curvature .08(.04) -.05(.06)
Recruitment & Selection (Maori/Pasifika)
Constant 3.64**(.14) 3.54**(.14)
Ideal (1) -.01(.12) -.03(.11)
Observed (O) .01(.12) .04(.12)
12 .12(.10) .06(.10)
IxO0 .34**(.12) .30%(.12)
0? -.13*(.07) -.18**(.06)
R2 49(.75) 36(.71)
F 4.71%* 5.01**
Surface tests
X =Y slope .01(.23) .01(.17)
X =Y curvature .32(.18) .18(.18)
X =-Y slope -.02(.04) -.06(.15)
X = -Y curvature -.36**(.13) -42**(.12)

Note. Nnzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 10. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed equal opportunity
recruitment and selection. NZ European sample
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Figure 12. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed equal opportunity
recruitment and selection. Maori/Pasifika sample

Diversity training. As shown in Table 9, for the NZ European sample, a significant

slope along the x = -y relationship was seen with regard to belonging (b = -.21, p < .01),

indicating that belonging levels were lowest when diversity training levels were also low,

irrespective of ideal levels, providing partial support for hypothesis 4(d) for the NZ European

sample. Furthermore, a significant slope along the x =y relationship was seen for both job

engagement (b = .35, p < .01) and sense of belonging (b = .23, p < .01). This indicates that

high levels of congruence between ideal and observed perceptions of diversity training were

associated with high levels of engagement and belonging, supporting hypotheses 4(a) and 4(c).

Interestingly, high congruence at low levels of both observed and ideal diversity training

perceptions was associated with the lowest levels of engagement in this group.
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The Maori/Pasifika sample showed similar findings. However, the slope along the x =
y relationship was only significant regarding job engagement (b = .35, p < .05). This sample
also showed a significant curvature along the x = -y relationship (b = -.41, p <.05) with regard
to belonging, thus supporting hypothesis 4(d) as it suggests levels of belonging decreased as
discrepancy between observed and ideal diversity training perceptions increased. Figures 13,

14, 15, and 16 provide a visual representation of the above results.

Table 9. Polynomial regression results for diversity training with regard to job
engagement and sense of belonging

Job Engagement  Sense of Belonging

B (SE) B(SE)
Diversity Training (NZ European)
Constant 3.60**(.05) 3.70*%*(.04)
Ideal (1) .16**(.05) .01(.05)
Observed (O) .19**(.03) .22**(.03)
2 .09*(.04) .01(.03)
IxO -.07(.04) -.01(.04)
0? -.03(.03) -.07**(.03)
R2 .09(.67) 11(.64)
F 8.61** 10.88**
Surface tests
X =Y slope .35**(.06) .23**(.06)
X =Y curvature -.01(.04) -.07(.06)
X =-Y slope -.02(.06) -.21**(.06)
X =-Y curvature .13(.08) -.05(.06)
Diversity Training (Maori/Pasifika)
Constant 3.62**(.15) 3.62**(.15)
Ideal (1) .02(.14) -.01(.14)
Observed (O) .33**(.08) .30**(.08)
12 .10(.12) -.08(.12)
Ix O .05(.11) 16(.11)
0? -.07(.06) -.18**(.06)
R2 .28(.70) 52(.71)
F 5.59** 5.29**
Surface tests
X =Y slope .35*(.15) .28(.15)
X =Y curvature .08(.14) -.10(.13)
X =-Y slope -.30(.16) -.31(.16)
X =-Y curvature -.03(.18) -.41*(.18)

Note. Nnzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 13. 3-dimensional representation of engagement as
predicted by congruence between ideal and observed diversity
training. NZ European sample
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Figure 15. 3-dimensional representation of engagement as
predicted by congruence between ideal and observed diversity
training. Maori/Pasifika sample
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Figure 14. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed diversity training. NZ

European sample
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Figure 16. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed diversity training.
Maori/Pasifika sample

Diversity advocacy. As seen in Table 10, for the NZ European sample, the significant

positive slope along the x =y relationship for job engagement (b = .24, p <.01) and sense of

belonging (b = .17, p < .01) indicates that as congruence between ideal and observed diversity

advocacy increased, so did both outcomes, supporting hypotheses 5(a) and 5(c). This sample

also showed a significant curvature along the x =y relationship with regard to belonging (b =

-.13, p < .01), signalling that NZ European employees’ sense of belonging increased as both

ideal and observed diversity advocacy increased. Both the NZ European sample and the

Maori/Pasifika sample showed a significant slope along the x = -y with respect to engagement

(bnzeuropean = -.11, p < .05; Dmaori/pasifika = -.40, p < .01) and belonging (bnzeuropean = -.24, p <

.01; bmaoripasifika = -.32, p < .05). This indicates both outcomes were lowest when levels of

49



diversity advocacy were also low, offering partial support for hypothesis 5(b) and 5(d).
Furthermore, for those who identified as either Maori or Pasifika, the significant curvature
along the x = -y relationship with regard to belonging indicates that as discrepancy between
ideal and observed diversity advocacy increased, particularly where ideal advocacy levels were
higher than observed levels, sense of belonging decreased, supporting hypothesis 5(d). Visual

representations of these results can be found in figures 17, 18, 19, and 20.

Table 10. Polynomial regression results for diversity advocacy with regard to job
engagement and sense of belonging

Job Engagement  Sense of Belonging

B (SE) B(SE)
Diversity Advocacy (NZ European)
Constant 3.69**(.05) 3.75**(.05)
Ideal (1) .06(.04) -.04(.03)
Observed (O) 17**(.03) .21**(.03)
2 -.03(.03) -.03(.03)
IxO .01(.03) -.03(.03)
0? -.04(.03) -.08**(.03)
R? .08 (.67) .10(.64)
F 7.84** 9.32%*
Surface tests
X =Y slope 24**(,05) 17**(.05)
X =Y curvature -.06(.05) -.13**(.05)
X =-Y slope -.11*(.05) -.24**(.05)
X =-Y curvature -.08(.05) -.08(.05)
Diversity Advocacy (Maori/Pasifika)
Constant 3.66**(.14) 3.54**(.13)
Ideal (1) -.06(.10) -.04(.09)
Observed (O) 34**(.11) .29**(.10)
12 .07(.08) .00(.07)
IxO .15(.10) .20*(.09)
02 -.13(.07) -.16*(.06)
R? .36(.70) .37(.65)
F 7.81** 8.05**
Surface tests
X =Y slope .28(.16) .25(.15)
X =Y curvature .09(.10) .04(.11)
X =-Y slope -.40**(.15) -.32*(.13)
X =-Y curvature -.21(.14) -.35**(.13)

Note. Nnzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 17. 3-dimensional representation of engagement as
predicted by congruence between ideal and observed diversity
advocacy. NZ European sample
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Figure 19. 3-dimensional representation of engagement as
predicted by congruence between ideal and observed diversity
advocacy. Maori/Pasifika sample
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Figure 18. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed diversity advocacy. NZ
European sample
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Figure 20. 3-dimensional representation of belonging as predicted
by congruence between ideal and observed diversity advocacy.
Maori/Pasifika sample

Diversity ideologies: Multiculturalism. With respect to job engagement, the NZ

European sample showed a significant slope along the x =y relationship (b = 1.04, p < .05)

(Table 11), suggesting this sample experienced higher engagement when congruence between

personal and perceived organisational endorsements of multiculturalism was also high,

supporting hypothesis 6(a). The only other significant result was also among the NZ European

sample along the x = -y curvature (b = .23, p <.05) with regard to engagement. Figures 21 and

22 demonstrate these results visually. No significant relationships were found among the

Maori/Pasifika sample, however, this may be due to the small sample size, as figures 23 and

24, and the magnitude of the effects shown in Table 11 suggest otherwise.
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Table 11. Polynomial regression results for multiculturalism with regard to job

engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE) B(SE)
Multiculturalism (NZ European)
Constant 4.40**(.82) 3.21*%*(.76)
Personal (1) .59*(.25) 11(.23)
Perceived (O) .45(.26) 17(.24)
12 .20**(.06) .17**(.06)
Ix0O -.07(.07) .04(.07)
0? -.04(.03) -.07%(.03)
R? .11 (.65) .18 (.60)
F 11.29** 18.83**
Surface tests
X =Y slope 1.04*(.50) .28(.33)
X =Y curvature .09(.09) .14(.09)
X =-Y slope .14(.09) -.07(.33)
X =-Y curvature 23%(.11) .06(.09)
Multiculturalism (Maori/Pasifika)
Constant -.51(3.56) 4.46(3.22)
Personal (1) -1.12(1.07) .29(.97)
Perceived (O) -1.04(1.18) .56(1.06)
12 .78(.42) -.25(.38)
IxO .34(.30) -.08(.27)
0? -.04(.07) -.12(.06)
R? 23(.77) .29(.68)
F 4.23** 5.66**
Surface tests
X =Y slope -2.16(2.24) .85(2.02)
X =Y curvature 1.09(.57) -.44(.51)
X =-Y slope -.09(.28) -.27(.25)
X =-Y curvature .40(.48) -.29(.44)

Note. Nnzeuropean=471, NMaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 21. 3-dimensional representation of engagement as
predicted by congruence between personal and perceived
organisational endorsement of multiculturalism. NZ European
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Figure 23. 3-dimensional representation of engagement as
predicted by congruence between personal and perceived
organisational endorsement of multiculturalism. Maori/Pasifika
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Figure 22. 3-dimensional representation of belonging as predicted
by congruence between personal and perceived organisational
endorsement of multiculturalism. NZ European sample
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Figure 24. 3-dimensional representation of belonging as predicted
by congruence between personal and perceived organisational
endorsement of multiculturalism. Maori/Pasifika sample

Diversity ideologies: Colourblindness. As seen in Table 12, across the NZ European

sample, a significant slope was found along the x =y relationship for both engagement (b =

.27, p <.01) and sense of belonging (b = .23, p <.01), suggesting that both outcomes increased

as congruence between personal and perceived organisational endorsements of colourblindness

increased, supporting hypotheses 6(a) and 6(c). There was also a significant curvature on the x

= -y relationship for both engagement (b = -.31, p < .05) and belonging (b = -.40, p < .01)

indicating both outcomes decreased as discrepancy between personal and perceived

organisational endorsements of colourblindness increased, supporting hypotheses 6(b) and

6(d). The curvature along the x =y relationship with regard to engagement (b = .35, p <.01)
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and belonging (b = .26, p <.01) was also significant, signalling that engagement and belonging

increased as both personal and perceived organisational endorsements of colourblindness

increased. Figures 25 and 26 display these results. Individuals who identified as either Maori

or Pasifika showed no significant relationships with regard to either outcome. Although, the

effects seen in Table 15, and figures 27 and 28 contradict this, therefore, the non-significant

relationships may be due to the small sample size.

Table 12. Polynomial regression results for colourblindness with regard to job

engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE)

B(SE)

Colourblindness (NZ European)

Constant 3.60**(.04) 3.65**(.04)
Personal (1) .09(.05) .07(.05)
Perceived (O) .18**(.04) 15**(.04)
2 .13*(.06) .07(.05)
IxO .33**(.06) .33**(.05)
0? -.11**(.04) -.14**(.04)
R? .16 (.64) 15 (.62)

F 16.08** 16.08**
Surface tests

X =Y slope 27**(.07) .23**(.06)
X =Y curvature .35**(.07) .26**(.07)
X =-Y slope -.08(.07) -.08(.06)
X =-Y curvature -.31*(.07) -40**(.07)
Colourblindness (Maori/Pasifika)

Constant 3.52**(.14) 3.50**(.14)
Personal (1) 17(.15) .15(.15)
Perceived (O) 10(.11) -.01(.11)

12 .03(.12) .03(.12)
Ix0O 12(.12) 04(.11)
0? .03(.08) -.20*(.08)
R? .08(.83) .11(.80)

F 1.13 1.59
Surface tests

X =Y slope .27(.15) .14(.15)

X =Y curvature 18(.14) -.13(.14)
X =-Y slope .07(.21) 16(.21)

X =-Y curvature -.07(.20) -.22(.20)

Note. Nnzeuropean?1, Nmaori/pasifia=85, * significant at p= < .05, ** significant at p= < .01
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Figure 25. 3-dimensional representation of engagement as
predicted by congruence between personal and perceived
organisational endorsement of colourblindness. NZ European
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Figure 27. 3-dimensional representation of engagement as
predicted by congruence between personal and perceived
orqganisational endorsement of colourblindness. Maori/Pasifika
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Figure 26. 3-dimensional representation of belonging as predicted
by congruence between personal and perceived organisational
endorsement of colourblindness. NZ European sample
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Figure 28. 3-dimensional representation of belonging as predicted
by congruence between personal and perceived organisational
endorsement of colourblindness. Maori/Pasifika sample

Diversity ideologies: Interculturalism (open dialogue). Among the NZ European

sample, a significant slope along the x =y relationship regarding engagement (b = .49, p <.01)

and belonging (b = .41, p < .01) was seen (Table 13). This suggests that both outcomes

increased as congruence between personal and perceived organisational endorsements of

interculturalism (open dialogue) increased, supporting hypotheses 6(a) and 6(c). Further, the

significant curvature on the x =y relationship (b = -.23, p < .01) regarding belonging shows

that NZ European employees’ sense of belonging decreased as both personal and perceived

organisational endorsements of interculturalism (open dialogue) decreased. The curvature

along x = -y (b = -.26, p < .05) with respect to belonging was significant, indicating that as

discrepancy between personal and perceived organisational endorsements increased, belonging

decreased, supporting hypothesis 6(d). Figures 29 and 30 illustrate these results. No significant
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effects were found among the Maori/Pasifika sample. However, given the magnitude of the

effects seen in Table 13, and figures 31 and 32, the non-significant relationships may be

explained by the small sample size.

Table 13. Polynomial regression results for interculturalism (open dialogue) with regard to job

engagement and sense of belonging

Job Engagement

Sense of Belonging

B (SE) B(SE)
Interculturalism (open dialogue) (NZ European)
Constant 3.63**(.04) 3.74**(.04)
Personal (1) .22**(.07) .21**(.06)
Perceived (O) 27**(.04) .20**(.04)
2 .05(.08) -.15(.08)
IxO -.20*(08) .02(.07)
0? -.02(.03) -.09**(03)
R2 14 (.64) 17 (.61)
F 15.02** 18.08**
Surface tests
X =Y slope 49**(.06) A41**(.07)
X =Y curvature -.17(.10) -.23*(.10)
X =-Y slope -.06(.09) .00(.07)
X =-Y curvature .23(.13) -.26*(.12)
Interculturalism (open dialogue) (Maori/Pasifika)
Constant 3.60**(.15) 3.46**(.14)
Personal (1) -.01(.20) -.08(.20)
Perceived (O) 29%(.11) 22*(.11)
|12 -.21(.37) -.11(.35)
Ix0O .06(.07) -.06(.07)
0? -.08(.17) -.26(.17)
R2 11(.81) 13(.78)
F 1.87 2.20
Surface tests
X =Y slope .28(.19) 14(.19)
X =Y curvature -.23(.38) -.44(.36)
X =-Y slope -.30(.26) -.30(.25)
X =-Y curvature -.35(.43) -.31(.41)

Note. Nnzeuropean=471, Nmaori/pasifika=85, * significant at p= < .05, ** significant at p= <.01
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Figure 29. 3-dimensional representation of engagement as Figure 30. 3-dimensional representation of belonging as predicted

predicted by congruence between personal and perceived by congruence between personal and perceived organisational

organisational endorsement of interculturalism (open dialogue). NZ endorsement of interculturalism (open dialogue). NZ European
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Figure 31. 3-dimensional representation of engagement as Figure 32. 3-dimensional representation of belonging as predicted
predicted by congruence between personal and perceived by congruence between personal and perceived organisational
organisational endorsement of interculturalism (open dialogue). endorsement of interculturalism (open dialogue). Maori/Pasifika
Discussion

The current study aimed to examine whether and how the degree of congruence
between observed and desired diversity climate and practices (i.e., diversity-focused mission
and values, equal opportunity recruitment and selection, diversity training, diversity advocacy,
and diversity climate) and between personal and perceived organisational diversity ideologies
(i.e., multiculturalism, interculturalism, and colourblindness) influenced job engagement and
sense of belonging. It was hypothesised that congruence between ideal and observed diversity
practices, and between personal and perceived organisational endorsements of diversity
ideologies, would be associated with higher levels of engagement and sense of belonging at
work. It was also hypothesised that lower levels of job engagement and sense of belonging

would be associated with discrepancy between ideal and observed diversity practices, and
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between personal and perceived organisational endorsements of diversity ideologies. While the
current study was able to support most of the hypotheses, it also highlighted the value of
conducting context-sensitive analyses, attending to group differences and to the nature of
congruence and discrepancy appraisals (i.e., levels of ideal vs. observed perceptions).

A one-way ANOVA and post hoc tests revealed mean differences between ethnic
groups across some of the variables of interest. These mean differences were found between
ethnic majority (i.e., NZ European) and minority groups (i.e., Maori/Pasifika, Asian), but also
between both minority groups. No significant differences in mean engagement scores were
seen between groups, suggesting mean engagement scores were similar for the NZ European,
Maori/Pasifika, and Asian sample. This is consistent with findings from Jones, Ni, and Wilson
(2009), stating employee engagement does not differ significantly by ethnicity. However, mean
differences for sense of belonging were found. On average, the NZ European sample displayed
significantly greater levels of belonging than both the Maori/Pasifika sample and Asian sample.
Yet, no significant difference was seen between the two minority samples regarding sense of
belonging. This suggests that, on average, those who identified as NZ European felt a greater
sense of belonging at their workplace than those who identified as either Maori, Pasifika, or
Asian. This is in line with findings from Museus et al. (2018) that reported minority students
felt a lower sense of belonging at their college campus than majority students. With respect to
ideal diversity climate, ideal mission and values, ideal recruitment and selection, ideal diversity
training, and ideal diversity advocacy, the Maori/Pasifika sample demonstrated significantly
higher average scores than both the NZ European sample and Asian sample. This indicates
that, on average, Maori and Pasifika participants gave significantly greater importance to all
diversity practices that were assessed in this study than the NZ European and Asian samples.

Empirical research has demonstrated that minorities typically prefer environments that

espouse a multiculturalism ideology (Ryan, Casas, & Thompson, 2010; Ryan, Hunt, Weible,
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Peterson, & Casas, 2007). The current study partially supports these findings as the
Maori/Pasifika sample showed significantly greater mean scores for personal endorsement of
multiculturalism than the NZ European sample. Results of the paired samples t-test showed
that, regardless of ethnicity, significant mean differences were found between ideal and
observed perceptions across all diversity practices and ideologies assessed in this study,
excluding multiculturalism. Participants rated their ideal diversity practices and personally held
ideologies higher than what they observed in the organisation. This signifies that employees at
this organisation were not having their preferences met concerning diversity management. The
implications of these discrepancies will be discussed next, based on the results of the
polynomial regressions.

Due to the significant mean differences presented during post hoc analysis, the decision
was made to run polynomial regression and response surface analyses by ethnic groups. As
hypothesised, job engagement and sense of belonging were higher when both employees and
their workplace endorsed colourblindness, but only for the majority group (i.e., NZ European).
Further, these outcomes may decrease if NZ European employees endorse colourblindness, but
their organisation does not, or vice versa. This may provide support for past literature, which
suggests majority employees demonstrate a preference for a colourblindness ideology (Ryan
et al., 2007; 2010). With the exception of diversity-focused mission and values, congruence
between ideal and observed perceptions of diversity management approaches were
significantly and positively associated with engagement in the NZ European sample. This
supports the injunctive norm literature and research that suggests congruence between
injunctive and descriptive norms can encourage pro-diversity behaviours, in turn increasing
engagement (Bernstein & Davidson, 2012; Brewer, 1991; Hamann et al., 2015; Smith et al.,
2012; Smith-McLallen & Fishbein, 2008; Wentling & Palma-Rivas, 1999). This implies NZ

European employees may show higher engagement levels if their preferences regarding
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diversity practices and ideologies are matched by the organisation. Congruence between ideal
and observed perceptions was also significantly positively associated with high sense of
belonging across all diversity practices and ideologies, excluding multiculturalism. This
indicates that for this sample, employees may experience greater sense of belonging if their
organisation matches the employee’s preference regarding all diversity practices and
ideologies, excluding multiculturalism, again, supporting the injunctive norm literature.
Among the Maori/Pasifika sample, congruence between ideal and observed diversity practices
and ideologies was significantly positively associated with both engagement and belonging
when regarding diversity-focused mission and values. Congruence also was significantly
positively associated with Maori/Pasifika engagement with regard to diversity training. This
suggests job engagement and sense of belonging among Maori and Pasifika may be increased
if employee preferences of these diversity practices and ideologies are matched by the
organisation. However, this only partially supports the injunctive norm literature as significant
effects were not found across all diversity practices and ideologies.

Aside from endorsement of colourblindness, the NZ European sample showed no
significant decrease in engagement when there was discrepancy between ideal and observed
practices or ideologies. This suggests NZ European employees’ job engagement was not
significantly influenced by preference-perception discrepancies except for in the case of
colourblindness. Although, partial support was provided for hypothesis 5(b), as the lowest
levels of engagement were found where diversity advocacy levels were also low. The NZ
European sample’s sense of belonging appeared to be influenced by preference-perception
discrepancy across all measured diversity ideologies. When it came to diversity practices,
discrepancy only had a significant influence on belonging with regard to diversity climate.
However, lowest levels of belonging for the NZ European sample were found alongside low

levels of diversity climate, diversity-focused mission and values, equal opportunity recruitment
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and selection, and diversity training, providing partial support for hypotheses 1(d), 2(d), 3(d),
4(d), and 5(d). Among the Maori/Pasifika sample, discrepancy between ideal and observed
diversity practices and ideologies was significantly negatively associated with both
engagement and belonging with regard to diversity climate and equal opportunity recruitment
and selection, suggesting Maori and Pasifika employees experienced greater job engagement
and sense of belonging when their organisation matched their diversity climate and equal
opportunity recruitment and selection preferences. Further, discrepancy was also significantly
negatively associated with sense of belonging with respect to diversity-focused mission and
values, and diversity advocacy, meaning when Maori/Pasifika employees’ preferences
regarding these practices are not met, they may experience lower levels of job engagement and
belonging. Hypotheses 2(d) and 5(d) were partially supported, as belonging levels were lowest
when diversity advocacy levels were low for the Maori/Pasifika sample. Further, engagement
was lowest for this sample when diversity-focused mission and values were also low, providing
partial support for hypothesis 2(b). The Maori/Pasifika sample did not support any hypotheses
outlined for multiculturalism, colourblindness, or interculturalism (open dialogue), suggesting
Maori and Pasifika job engagement and sense of belonging are not significantly influenced by
either congruence or discrepancy between employee and organisational endorsement of these
ideologies. However, the magnitude of effects, and figures 23, 24, 27, 28, 31, and 32 suggest
otherwise. These non-significant findings may be a result of the small sample size, calling for

future research to examine these relationships with a large sample size.

Limitations and directions for future research

Limitations of this study ought to be considered when interpreting its findings. Firstly,
while the overall sample size was adequate, sample size of ethnic minority groups was
inadequate to conduct analyses across all ethnic groups. Furthermore, while the Maori/Pasifika

sample size was sufficient for polynomial regression analysis, a larger sample size would
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increase the likelihood of increasing statistical power and finding more significant results
across all variables (Field, 2013). For example, looking at diversity advocacy across the
Maori/Pasifika sample, the coefficient for the slope along x =y relationship as it relates to
engagement was .28 at p = .08. Considering the small sample, yet the magnitude of this effect,
further consideration is suggested. Polynomial regression analysis could not be conducted with
the Asian sample due to inadequate sample size. This study highlights the need for further
investigation into engagement and belonging among ethnic minority and majority members,
and for future research to test these relationships using large groups across all ethnic groups.

Some participants presented feedback that they struggled to answer questions in the
survey that were difficult to understand, specifically, items measuring diversity ideologies (i.e.,
multiculturalism, colourblindness, and interculturalism). This may partly explain the internal
consistencies obtained for these scales. While multiculturalism, colourblindness, and
interculturalism (open dialogue) were adequate, scales measuring personal endorsements of
interculturalism (unity) and interculturalism (flexibility) showed very poor internal
consistencies and had to be removed from analyses. Future research can refine these scales by
improving the items’ comprehensibility, as part of a validation process (Hinkin, 1998).

The self-report, cross-sectional design of the study means causality cannot be
determined. Future research could consider a longitudinal study to support causality inference
(Caruana, Roman, Hernandez-Sanchez, & Solli, 2015). Another potential limitation of self-
report is social desirability bias in which participants respond in a manner they believe is more
socially acceptable or favourable. The present study attempted to minimise this bias by
informing participants that the questionnaire was anonymous as research has shown
participants may answer more honestly when given anonymity (Joinson, 1999; Podsakoff,

MacKenzie, Lee, & Podsakoff, 2003).

62



Theoretical and practical contributions

Despite its limitations, the current study provides valuable contributions to the literature
surrounding diversity management perceptions, diversity ideologies, and their impact on job
engagement and sense of belonging among minority and majority groups. Findings highlight
significant differences between ethnic groups’ perceptions of diversity climate, diversity
practices, and diversity ideologies. Furthermore, results indicated congruence between
employee perceptions and preferences regarding diversity management can influence sense of
belonging and levels of job engagement. These findings are of particular relevance to
organisations as this is the first study to examine perceptions of diversity practices and
ideologies, and how congruence between employees’ preferences and perceptions of their
organisation influence job engagement and sense of belonging. Findings from this study may
help guide future research and enable organisations to understand the true value of effective
diversity management, encouraging them to investigate their employees’ preferences and
develop diversity practices accordingly. In doing so, organisations can improve their D&I
practices, and increase job engagement and sense of belonging. This will benefit both
employees and the organisation as such outcomes are associated with increased productivity,
customer satisfaction, and employee job satisfaction (Findler et al., 2007; Harter, Schmidt, &
Hayes, 2002; Jin & Park, 2016).

This study has highlighted the risk of combining ethnic minority groups with one
another during analyses. Results of the one-way ANOVA demonstrated that Maori/Pasifika
mean values differed significantly from the Asian sample mean values across variables. This
is vital information for researchers delving into minority and majority comparisons. Future
research should take caution when looking at minority and majority perspectives, being careful
not to combine minority groups when comparing against majority groups. A fine-grained

analysis between different ethnicities prior to further analysis is recommended.
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This study was conducted as part of the D&I strategy for a large healthcare organisation.
Health outcomes are influenced by access to high-quality healthcare (Rasanathan, Montesinos,
Matheson, Etienne, & Evans, 2011). Discrimination and racism act as barriers to healthcare,
meaning ethnic minorities experience poorer health outcomes (Harris et al, 2019). Addressing
these issues is imperative to improving quality of care for ethnic minorities (Chin et al., 2018;
Harris et al., 2019). Diversity management that cultivates inclusiveness enables organisations
to employ and manage a diverse workforce effectively, and addressing these disparities
(Weech-Maldonado et al., 2002). Findings from this study and future research which stems
from these findings may help healthcare organisations better shape diversity policies and
practices, hopefully leading to better quality healthcare for ethnic minorities (Chin et al., 2018;
Weech-Maldonado et al., 2002).

The current study investigated congruence between employee preferences and
perceptions of diversity management while taking a closer look at how these relationships
differ across ethnic groups. While future research could benefit from these findings and
conduct similar studies with larger groups, it may be valuable to examine these relationships
among samples which are diverse in ways other than ethnicity, for instance, groups with
varying physical abilities, in order to see whether minority and majority differences and
relationships are consistent across other aspects of diversity. Further studies could also
investigate whether and how congruence and discrepancy influence other outcomes such as
employee motivation or well-being, to gain a better understanding of how preference-

perception congruence and discrepancy influence employee and organisational outcomes.

Conclusion
The present study has provided much-needed groundwork for how majority and

minority employee perspectives of diversity management impact their sense of belonging and
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job engagement. Employees of a large healthcare organisation completed a questionnaire to
assess their ideal and observed perceptions of diversity climate, practices, and ideologies within
their workplace to see how congruence between ideal and observed perceptions influence job
engagement and sense of belonging. Among the New Zealand European sample, congruence
had a significant positive association with engagement for all diversity variables excluding
diversity-focused mission and values. Further, congruence was significantly positively
associated with belonging across all assessed variables excluding multiculturalism. Job
engagement of the NZ European sample was significantly negatively associated with
discrepancy between personal and perceived organisational endorsement of colourblindness,
however, no other significant relationships were found with respect to engagement. Sense of
belonging was significantly negatively associated with discrepancy between ideal and observed
diversity climate, and personal and perceived organisational endorsement of all measured
diversity ideologies. Among the Maori/Pasifika sample, congruence was significantly
positively associated with job engagement and sense of belonging for diversity-focused
mission and values. Congruence between ideal and observed diversity training also had a
significant positive relationship with engagement. Discrepancy between ideal and observed
diversity climate and equal opportunity recruitment and selection was significantly negatively
associated with both engagement and belonging. Discrepancy also had a significant negative
relationship with sense of belonging with respect to diversity-focused mission and values, and
diversity advocacy. Further research would be beneficial to determine how to capitalise on
diversity and ensure inclusiveness, and to explore the effects of diversity and inclusion
management on both majority and minority employees in order to help organisations shape

policies and practices.
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Appendices

Appendix A: Information and Consent Form

Information and Consent to Participate in Research
Diversity and Inclusion Survey

Objective: The purpose of this survey is to support your organisation’s diversity and inclusion strategy by
gathering staff views on: a) the current approaches to diversity and inclusion, and how they impact staff, and b)
the availability of reasonable accommodation for employees with disability, and leaders' perceived challenges
managing this staff group.

Research team: This research is carried out by Shalini and Oliver as part of their MSc Applied Psychology
program under the supervision of Dr. Joana Kuntz and, who can be contacted at

joana.kuntz@canterbury.ac.nz. She will be pleased to discuss any concerns you may have about participation in
the project.

Time commitment: If you choose to take part in this study, your involvement in this project will include the
completion of 1 online survey. The survey will take approximately 15-20 minutes for non-leaders, if you are
in a management role it will take a little longer, around 20-25 minutes. The survey will automatically save
your progress, giving you the option to return and complete it later.

Participant rights and risks: Participation is voluntary, and you have the right to withdraw at any stage
without penalty. Some of the questions may concern sensitive issues, such as gender identity, sexual orientation,
ethnicity, disability and diversity. While it is unlikely that you will experience significant distress from
answering these questions, if you do feel uncomfortable you are advised to withdraw from the study. If you
require further assistance, you may contact your local GP.

Confidentiality: The results of the project may be published, but you will be assured of complete

anonymity for all data gathered in this investigation: your identity and responses will not be known to us and
therefore will not be shared with your organisation. Data will be stored on a password-protected computer
located at the University of Canterbury. At the end of the research, your organisation will receive a report that
will only include a generalized summary of findings. Only the named researchers will have access to data (on a
password locked computer). The submitted thesis is a public document and will be available through the UC
Library.

This project has been reviewed and approved by the University of Canterbury Human Ethics Committee
(reference: HEC 2019/10/BL), and participants should address any complaints to The Chair, Human Ethics
Committee, University of Canterbury, Private Bag 4800, Christchurch (human-ethics@canterbury.ac.nz).

I understand what is required of me if | agree to take part in the research.

I understand that participation is voluntary, and | may withdraw at any time without penalty. Withdrawal
of participation will also include the withdrawal of any information I have provided should this remain
practically achievable.

I understand that any information or opinions | provide will be kept confidential to the researcher and the
research supervisor and that any published or reported results will not identify the participants or their place of
employment. | understand that a thesis is a public document and will be available through the UC Library.

I understand that all data collected for the study will be kept in locked and secure facilities and/or in
password protected electronic form and will be destroyed after ten years.

I understand the risks associated with taking part and how they will be managed.

I understand that I can contact the researcher or the supervisor Dr. Joana Kuntz
at joana.kuntz@canterbury.ac.nz for further information. If I have any complaints, | can contact the Chair of the
University of Canterbury Human Ethics Committee, Private Bag 4800, Christchurch (human-
ethics@canterbury.ac.nz)

By clicking “next” I am consenting to participate in the study.
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Appendix B: Full Questionnaire

Definitions: Diversity in the context of this survey refers to differences in ethnicity, culture, gender,
religion, and sexual orientation.

Diversity-friendly means an environment where all individuals feel included and experience a sense of
belonging, regardless of individual differences.

Ideal climate

We would like to know your views regarding diversity in an ideal work environment. Please read the
following statements and indicate how important each of these values and practices are to you.

1. Fair treatment of all employees.

2. Maintaining a diversity-friendly work environment.

3. Respect for peoples’ differing views.

4. Senior leaders’ visible commitment to diversity management.

5. Having open discussions about the importance of diversity at staff meetings.

6. Opportunities for employees to say what they think about diversity issues (e.g., employee surveys,
suggestion boxes).

Perceptions of current climate

We would now like to get your perspective on your current work environment. Please indicate how
important you believe each of the following values or practices are to your organisation.

1. Fair treatment of all employees.

2. Maintaining a diversity-friendly work environment.

3. Respect for peoples’ differing views.

4. Senior leaders’ visible commitment to diversity management.

5. Having open discussions about the importance of diversity at staff meetings.

6. Opportunities for employees to say what they think about diversity issues (e.g., employee surveys,
suggestion boxes).

Ideal organisational mission and values

The following statements cover the mission and values you think an ideal organisation should uphold.
Please rate each statement along their importance to you

1. Having a written employee diversity policy that is easily accessible (e.g., online).
2. Having a clear diversity, inclusion, and belonging strategy.

3. Messages for employees via company website or newsletter that emphasise the importance of workplace
diversity.

4. Messages directed to the public through marketing and advertising material (e.g., website, brochures, or
posters) that emphasise the importance of workplace diversity.

5. Artwork, decorations, or objects in the work environment that emphasise the value of a diverse and
inclusive organisation.
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Perceptions of current organisational mission and values

Reflect on your organisation ‘s mission and values, and please indicate how important they are to your
organisation.

1. Having a written employee diversity policy that is easily accessible (e.g., online).
2. Having a clear diversity, inclusion, and belonging strategy.

3. Messages for employees via company website or newsletter that emphasise the importance of workplace
diversity.

4. Messages directed to the public through marketing and advertising material (e.g., website, brochures, or
posters) that emphasise the importance of workplace diversity.

5. Artwork, decorations, or objects in the work environment that emphasise the value of a diverse and
inclusive organisation.

An ethnic minority is a group of people that share a particular cultural affiliation living in a country or
area where the majority share a different cultural affiliation. For example, according to Stats NZ (2018)
the majority of New Zealand's population is of European descent (70%), with Maori being the largest
minority (16.5%), followed by Asian populations (15.3%), and non-Maori Pacific Islanders (9.0%).

Ideal recruitment and selection practices

We would like to know your views regarding recruitment and selection practices in an ideal work
environment. Please read the following statements and indicate how important each of these values and
practices are to you.

1. Recruitment targets for ethnic minorities.

2. Diversity-friendly job advertisements (e.g., adverts stating that the organisation values diversity and
inclusiveness, or encouraging diverse gender, ethnic, and other groups to apply for a role).

3. A diverse panel to recruit and select new employees.
4. Advertise externally in order to access a more diverse talent pool.
Perceptions of current recruitment and selection practices

Reflect on your organisation 's recruitment and selection practices, and please indicate how important
they are to your organisation.

1. Recruitment targets for ethnic minorities.

2. Diversity-friendly job advertisements (e.g., adverts stating that the organisation values diversity and
inclusiveness, or encouraging diverse gender, ethnic, and other groups to apply for a role).

3. A diverse panel to recruit and select new employees.

4. Advertise externally in order to access a more diverse talent pool.

Ideal diversity training

The following statements cover the diversity training you believe an ideal work environment should
uphold. Please read the following statements and indicate how important each of these values and
practices are to you.

1. Support or training for employees who are new migrants and want to get New Zealand/Aotearoa
qualifications.
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2. New staff induction materials that highlight the importance of workplace diversity.

3. Diversity training for all employees (e.g., cultural sensitivity, Treaty of Waitangi, gender diversity in the
workplace).

4. Training for leaders on why workplace diversity, inclusion and belonging is important

5. Training for leaders on how to integrate the diversity, inclusion, and belonging strategy with everyday
work.

Perceptions of current diversity training

We would like you to now reflect on your organisation's diversity training practices, please read the
following statements and indicate how important they are to your organisation.

1. Support or training for employees who are new migrants and want to get New Zealand/Aotearoa
qualifications.

2. New staff induction materials that highlight the importance of workplace diversity.

3. Diversity training for all employees (e.qg., cultural sensitivity, Treaty of Waitangi, gender diversity in the
workplace).

4. Training for leaders on why workplace diversity, inclusion and belonging is important

5. Training for leaders on how to integrate the diversity, inclusion, and belonging strategy with everyday
work.

Diversity advocacy ideals

In the following questions, we are interested in the diversity support you believe an ideal work
environment should have. Please read the following statements and indicate how important each of these
values and practices are to you.

1. Having a person or working group especially appointed to look after diversity management.
2. Funding dedicated to meeting diversity and inclusion goals.

3. Culturally sensitive and responsive mentoring programmes.

4. Support groups for ethnic minorities.

5. Culturally sensitive and responsive career development.

Perceptions of current diversity advocacy

Now, we would like you to think about the diversity support in your current work environment. Please read
the following statements and indicate how important they are to your organisation

1. Having a person or working group especially appointed to look after diversity management.
2. Funding dedicated to meeting diversity and inclusion goals.

3. Culturally sensitive and responsive mentoring programmes.

4. Support groups for ethnic minorities.

5. Culturally sensitive and responsive career development.

Sense of Belonging

We are interested in your sense of belonging within your current organisation. Please indicate the degree
to which you agree with the following statements.
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. | feel like a real part of this organisation.
. People here notice when I’'m good at something.
. Itis hard for people like me to be accepted here.

. Other people in this organisation take my opinions seriously.

1
2
3
4
5. Most managers/supervisors in this organisation are interested in me.
6. Sometimes I don’t feel as if I belong here.

7. There’s at least one supervisor/manager in this organisation I can talk to if I have a problem.
8. People in this organisation are friendly to me.

9. Managers/supervisors here are not interested in people like me.

10. I am included in lots of activities at this organisation.

11. I am treated with as much respect as other employees.

12. | feel very different from most other employees here.

13. I can really be myself in this organisation.

14. The managers/supervisors here respect me.

15. People here know I can do good work.

16. I wish | were in a different organisation.

17. 1 feel proud to belong to this organisation.

18. Other employees here like me the way | am.

Job engagement

In the following questions, we are interested in how engaged you feel with your work. Please indicate the
degree to which you agree with each of the statements.

1. At my work, | feel bursting with energy.
2. At my job, | feel strong and vigorous.
3. | am enthusiastic about my job.

4. My job inspires me.

(&3]

. When 1 get up in the morning, | feel like going to work.
6. | feel happy when | am working intensely.

7. 1'am proud of the work that | do.

8. 1 am immersed in my job.
9

. | get carried away when | am working.

Personal endorsement of diversity ideologies

We are interested in understanding your ideals when it comes to cultural diversity, as in, how you think
things ought to be. Please indicate the degree to which you agree or disagree with the following values
and practices.

Multiculturalism

1. Cultural affiliations are a precious distinction between individuals and should be valued.
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2. In general, cultural differences should be celebrated.

3. New Zealand could be more united if we recognised and valued people of different ethnic and cultural

backgrounds.

4. We should help ethnic groups preserve their cultural heritage in New Zealand.

5. We should emphasise the importance of appreciating differences between ethnic groups.
Colourblindness

6. It’s best if we judge each other as individuals rather than as members of an ethnic group.

7. We should treat people according to their individual characteristics and not as members of cultural,
ethnic, religious, or sexual communities.

8. A person’s qualities should be given priority over group affiliations for the sake of unity.

9. Instead of putting ethnic labels on people, everyone should be treated as a unique individual.
10. We should recognise that all people are unique individuals.

Interculturalism

11. Despite cultural differences, all groups together form New Zealand society.

12. “Unity against the background of diversity” should be the New Zealand motto.

13. In our diverse society, new border-crossing identities are needed.

14. The cultural identity of people is not fixed, but very changeable.

15. We can only make progress as a country when we are prepared to enter into open dialogue with each

other.

16. We can gain something new and valuable when we interact with people who are different.

Perception of organisations endorsement of diversity ideologies

We would now like you to reflect on the current reality within your organisation regarding cultural
diversity. Please indicate the degree to which the following values and practices reflect your
organisation's beliefs, not your own.

Multiculturalism
1. Cultural affiliations are a precious distinction between individuals and should be valued.

2. In general, cultural differences should be celebrated.

3. New Zealand could be more united if we recognised and valued people of different ethnic and cultural

backgrounds.

4. We should help ethnic groups preserve their cultural heritage in New Zealand.

5. We should emphasise the importance of appreciating differences between ethnic groups.
Colourblindness

6. It’s best if we judge each other as individuals rather than as members of an ethnic group.

7. We should treat people according to their individual characteristics and not as members of cultural,
ethnic, religious, or sexual communities.

8. A person’s qualities should be given priority over group affiliations for the sake of unity.
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9. Instead of putting ethnic labels on people, everyone should be treated as a unique individual.

10. We should recognise that all people are unique individuals.

Interculturalism

11. Despite cultural differences, all groups together form New Zealand society.
12. “Unity against the background of diversity” should be the New Zealand motto.
13. In our diverse society, new border-crossing identities are needed.

14. The cultural identity of people is not fixed, but very changeable.

15. We can only make progress as a country when we are prepared to enter into open dialogue with each

other.

16. We can gain something new and valuable when we interact with people who are different.

Ethnicity

Ethnicity is a measure of cultural affiliation, as opposed to nationality or race, and is the ethnic group or

groups that people identify with or feel they belong to. Which ethnic group do you identify with? Please

select the option(s) below that best describe(s) you.

New Zealand European
Other European
Maori

Pacific Peoples

South East Asian
Chinese

Indian

Other Asian

Middle Eastern

Latin American
African

Other (please specify)

Ooooooooooooao

Gender identity

Gender identity refers to an individual's internal sense of being wholly female, wholly male, or having
aspects of female and/or male (Stats NZ, 2020). Please select the option below which applies to you.

Male

Female

Non-binary

Transgender male to female
Transgender female to male
Gender neutral

Gender fluid

Agender

Pangender

Other (please specify)

OooOOooooooood

Age
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Appendix C: Polynomial regression analysis for entire sample

Diversity Climate and Practices Job Engagement Sense of Belonging
B (SE) B (SE)

Climate

Constant 3.69**(.04) 3.78**(.04)

Ideal (1) .14** (.05) -.03 (.05)

Observed (O) .25** (.02) .26** (.02)

2 .02 (.05) -.01 (.04)

IxO .01 (.04) .02 (.04)

0? -.07** (.02) -17%* (.02)

R? 17 (.64) .25 (.62)

F 31.49** 47.62**

Surface tests

X =Y slope .38** (.06) .24** (.06)

X =Y curvature -.04 (.06) -17** (.06)

X =-Y slope -.11 (.06) -.29** (.06)

X =-Y curvature -.06 (.06) -.20** (.06)

Values

Constant 3.74 **(.23) 4.64**(.23)

Ideal (1) .08* (.03) 0 (.03)

Observed (O) 31* (.13) .88** (.13)

12 .02 (.02) .04 (.02)

IxO .07** (.03) .05 (.03)

0? -.02 (.02) -11*%* (.02)

R? .13 (.65) .13 (.66)

F 22.58** 21.90**

Surface tests

X =Y slope .39** (.14) .88** (.14)

X =Y curvature .08 (.04) -.02 (.04)

X =-Y slope -.23 (.13) -.89** (.13)

X =-Y curvature -.07 (.04) -11%* (.04)

Recruitment and Selection

Constant 3.63 **(.02) 3.65**(.04)

Ideal (1) .08* (.03) -.02 (.03)

Observed (O) .18** (.03) .15** (.03)

12 .05* (.02) .03 (.02)

IxO .06* (.03) .05 (.03)

0? -.07** (.02) -12*%* (.02)

R? .09 (.67) .08 (.68)

F 14.32** 12.68**

Surface tests

X =Y slope .26** (.04) 13** (.04)

X =Y curvature .04 (.04) -.04 (.04)

X =-Y slope -.10** (.04) -.18** (.04)

X =-Y curvature -.08 (.04) -.14%* (.04)

Training

Constant 3.60 **(.04) 3.68**(.04)

Ideal (1) .15** (.04) .03 (.04)

Observed (O) .19** (.03) .21** (.03)

12 .06* (.03) .02 (.03)

IxO0 -.03 (.03) .01 (.03)

0? -.02 (.02) -11*%* (.02)

R? .10 (.66) 11 (.67)

F 16.13** 17.13**

Surface tests

X =Y slope .34** (.05) .24** (.05)

X =Y curvature .01 (.05) -.08 (.05)

X =-Y slope -.04 (.05) -.18** (.05)

X =-Y curvature .07 (.05) -.10* (.05)
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Advocacy

Constant 3.68** (.04) 3.70**(.04)
Ideal (1) .04 (.03) -.04 (.03)
Observed (O) .19** (.03) .21** (.03)
2 -.02 (.02) -.03 (.02)
IxO .04 (.02) .03 (.02)

0? -.04 (.02) -.10** (.02)
R? .10 (.67) .10 (.67)

F 15.31** 14.93**
Surface tests

X =Y slope 24** (.04) 17** (.04)
X =Y curvature -.02 (.04) -.10** (.04)
X =-Y slope -.15*%* (.04) -.25%* (.04)
X =-Y curvature -11** (.04) -.15** (.04)
Multiculturalism

Constant 3.12** (,55) 3.02**(.53)
Ideal (1) 12 (.17) -.05 (.17)
Observed (O) 10 (.17) A1 (.17)

2 .21** (.05) .17** (.05)
IxO .04 (.05) .05 (.05)

0? -.02 (.02) -11*%* (.02)
R? .12 (.65) .19 (.63)

F 19.86** 33.28**
Surface tests

X =Y slope .23 (.34) .06 (.32)

X =Y curvature .22** (.06) .11* (.06)
X =-Y slope .02 (.07) -.15* (.07)
X =-Y curvature .15(.09) .01 (.08)
Colourblindness

Constant 3.57**(.04) 3.63**(.04)
Ideal (1) .09* (.04) .05 (.04)
Observed (O) .15** (.03) 12** (.03)
12 .08 (.04) .03 (.04)
IxO0 .20** (.04) .20** (.04)
0? -.03 (.03) -.14** (.03)
R2 11 (.67) 12 (.67)

F 16.11** 17.72%*
Surface tests

X =Y slope .24** (.05) .17** (.05)
X =Y curvature .26** (.07) .08 (.07)

X =-Y slope -.05 (.05) -.08 (.05)

X = -Y curvature -.14* (.07) -.31** (.07)
Interculturalism (Open dialogue)

Constant 3.62**(.03) 3.68**(.03)
Ideal (1) .15%** (.05) .1 (.05)
Observed (O) .25** (.03) .22** (.03)
12 -.02 (.05) -.10 (.05)
Ix O -.11* (.05) -.11* (.05)
0? .16 (.02) -.10** (.02)
R? .39 (.66) 46 (.61)

F 9.68** 12.52**
Surface tests

X =Y slope 40** (.06) 0.32** (.06)
X =Y curvature .02 (.06) -0.30** (.06)
X =-Y slope -.10 (.06) -0.12 (.06)
X =-Y curvature .25** (,09) -0.09 (.09)

Note: N=771; * significant at p= < .05, ** significant at p=< .01
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Appendix D: Response surface analysis for entire sample

Engagement Predicted by
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Engagement Predicted by
Ideal Diversity Advocacy and Observed
Diversity Advocacy Discrepancy
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