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Abstract 

The aim of this research is to examine the effect of perceived diversity climate on general 

satisfaction of university students.  The research was done with relational survey model. 273 

students having education in Dicle University Ziya Gökalp Faculty of Education and Faculty 

of Thelogy constituted the working group. Research data were collected with ‗diversity 

climate‘ and ‗general satisfaction‘ scales. Data were analyzed by setting up structural 

equation modeling. It has been seen that goodness of fit indexes of set model are among the 

range standart value. In the research, It has been determined that perceived diversity climate 

has effected the general satisfactions of university students positively and significantly. It is 

also confirmed that perceived diversity climate has explained the general satisfaction of 

university students in a significant level. In accordance with these results it can be said that it 

is important for the universities aiming to increase the general satisfaction of students to 

produce qualified policies related to student diversity. 
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Introduction  

In the 21
st
 century it is seen that both individual and cultural diversity make themselves more 

appearent in organizations. Diversity‘s coming into focus day by day makes it obligatory to 

take the diversity into account. In fact, diversity can be seen as a reality (Van Vuuren, 

Westhuizen ve Walt, 2012: 155) that should be taken into consideration. Diversity is one of 

the factors that can source many problems or benefits for organizations. Diversity may be 

both a strategic asset or a great obstacle for organisations. Organisations‘ obtaining 

competitive advantages, its being more reformist, enhancing the general satisfaction (G.S) 

(Hubbard, 2004: 40), enabling the increase productivity of workers, playing an important role 

in solving problem (Knouse, 2008; Cox ve Blake, 1991) can be listed as potential benefits 

that diversity can ensure for the organisation. However, increase of conflict, othering, 

exclusion, discrimination, loss of productivity, increase of stress and unqualified in-house 

communication can be listed as the problems that diversity can cause in organization. (CIPD 

Change Agenda, 2005; Barutçugil, 2011).  

One of the places where diversity is seen intensely or diversity evokes itself are universities. 

Universities are the settings where cultures, sexes, life styles, life perspectives, thoughts, 

ethnic origins seperate and differentiate from each other. One the one hand, the presence of 

graduate students, and on the other hand the presence of new attendants reveals that diversity 

is a phenomenon offering continuity. Therefore, universities‘ providing the continuation of 

the related phenomenon healthfully inside the campus by introducing inclusive policies and 

performing managerial practices is an important situation. 

In related literature, just one study has been found in instutional level intended for diversity 

climate (D.C) in Turkey. Besides, in universities where diversity standing out at the highest 

level, there are no researches done about related field.  Whereas, it is possible to run across 

different researches in abroad about the subject in both universities and management 

organisations. It is possible to say that the researches done about diversity climate will 

contribute to the related field in Turkey.  In this context, it is thought that the investigation 

of perceived diversity climate‘s effect on students‘ satisfaction is very important. Within this 

scope, at first the knowledge about diversity climate and general satisfaction is mentioned. 

Then the relationship between the diversity climate and general satisfaction in corporate level 

that may constitute the basis for the research has been established. 

Diversity Climate 

Diversity includes educational level, living, work experience, socio- economic background, 

income, religious beliefs, being disabled, working time in orginasations, personality and 

marital status (Griffin ve Moorhead, 2010; Magoshi ve Chang, 2009; Lopez, 2008; 

Rijamampianina ve Carmichael, 2005; Williams ve O‘Reilly, 1998). Esty, Griffin and Hirsh 

(1995) also describes the diversity as a situation arising from the concepts among people like 

age, class, ethnic origin, gender, physical and mental ability, race. Diversity covers gender, 

age, language, ethnicity, cultural background, religious belief and family responsibilities. 

Morever, diversity also refers to the other ways in which people are different, such as 

educational level, life experience, work experience, socio-economic background, personality 
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and marital status. (Guidelines On Workplace Diversity, 2001). Also, diversity is the 

combination of all the characteristics that make us who we are, including nationality, race, 

culture, ethnic background, gender, age, religion, native language, physical ability, sexual 

orientation, education, and professionas a more inclusive statement (Diversity Annual Report, 

2000). 

Diversity climate is based on the perceptions of the organization for procedures,  practices 

and policies related with diversity (Pugh, Dietz, Brief and Wiley, 2008).  Diversity climate 

can be also defined as the component of the belief about diversities, and behavioral climate 

that includes how different races and ethnic groups interact in an environment (Hurtado, 

Milem, Clayton-Pedersen and Allen, 1999). Hyde and Hopkins (2004) indicate that the 

diversity climate of an organization consists of both the member heterogenity level in the 

organization and the efforts to support and sustain a conductive environment that will 

maximize the benefits of this heterogenity. Kaplan, Wiley and Maertz (2011) also studied 

diversity climate as a part of the organizational life and its perceptions working towards the 

value of individual differences. Diversity climate includes the values and beliefs of the 

minorities (Kyrillidou, 2009). Chin (2009) stated that the diversity climate of the organization 

includes the employee perceptions that occur in a variety of situations such as mistreatment 

and discrimination in the workplace (as cited in Goyal and Shrivastava, 2013: 55). Diversity 

climate can be also seen as individuals‘ perceptions that the individual and culturel diversities 

shoud be welcomed and emraced with respect and diversities should be valued (Ergül, 

Kurtulmuş and Karabıyık, 2014). 

Garcia and Hoelscher  (2010)  reviewed the literature and found that four divergent themes 

widely acknowledged in their definetion of diversity climate, these include: a) perception of 

degree of between-group conflict and acceptance of others, b) level of  institutional 

commitment to diversity  (e.g., promotion of personal  and emotional  safety,  promotion 

of increased demographic representation of individuals from minority populations), c) 

fairness (e.g., acculturation processes, lack of institutional bias) and d) a generalized 

atmosphere of respect (e.g., personal attitudes and reduction of prejudices) (as cited in Goyal 

ve Shrivastava, 2013). 

From the aspect of schools and universities, it can be said that diversity climate is based on 

the perceptions of both students and officals. Student diversity also can effect university 

campus just as employee diversity effects workplace environment. It is possible to say that 

the definetion of diversity climate can be widen partially in the researches about diversity 

climate in universities. Therefore, it is thougt a more suitable statement that diversity climate 

is described as perceptions of officials and students about effort made for promoting that the 

diversity is welcomed and embraced in a school where the diversity is supported, waited and 

rewarded (Sheau-yuen Yeo, 2006). The diversity climate in campuses includes the 

perceptions of, actual experiences with, and the quality of interactions between individuals 

and groups on campuses (Paredes-Collins, 2014). In universities/campuses, diversity climate 

includes the sudents‘ perceptions shaped with adminitrative practises, policies and procedures 

about diversity like gender, race, worlview, religion, lifestylee, experiences. 
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General Satisfaction 

Satisfaction, used in the meaning of compleance, the feeling of filled with joy and exult in 

dictionaries (http://www.tdk.gov.tr), can be conceptualized as positive experiences of 

individuals about their values in the related field. (Sheau-yuen Yeo, 2006). Likewise, 

satisfaction can be considered as a function, too, associated with the perceived performance 

and expectation level (Abu Hasan, Ilias, Abd Rahman, Abd Razak, 2008). Student 

satisfaction is accepted as students‘ short term attitudes which are generally arised from 

evaluation of students‘ educational experiences (Elliott ve Healy, 2001). Student satisfaction 

is shaped by repeated experiences in a continuous manner in campus. (Elliott ve Shin, 2002). 

The Relationship Between Diversity Climate And General Satisfaction 

Researces on diversity climate suggest that diversity climate shows a strong relationship with 

both individual and organizational outcomes. For example, it is understood that there is 

relationship between diversity climate and commitment (McKay vd., 2007; Gonzalez ve 

DeNisi, 2009; Buttner, Lowe ve Billings-Harris, 2010; Poralan ve Solomon, 2013) customer 

satisfaction (McKay, Avery, Liao ve Morris, 2011; Goyal ve Shrivastava, 2013), job 

satisfaction (Madera, Dawson ve Neal, 2013; Hankins, 2005) release intention  (Goyal ve 

Shrivastava, 2013), organizational identity (Gonzalez ve DeNisi, 2009), retention (Kaplan, 

Wiley ve Maertz, 2011; Price, Gözü, Kern, Powe, Wand, Golden ve Cooper, 2005),perceived 

organizational support (Hankins, 2005), organizational performance (Allen, Dawson, 

Wheatley ve White, 2006). In limited researches conducted in universities and educational 

institutions similar results are found. Researches (Sheau-yuen Yeo, 2006; Paredes-Collins, 

2014) reveal that there is a relationship between the perceived diversity climate and the 

students‘ intentions to leave the school, their satisfaction for diversity and their psychological 

developments.  

Taking part in the related literature, when the employees working at business organizations 

examined as well as the researches conducted on students in educational institutions,  ıt is 

seen that the diversity climate is associated with a variety of output. In line with the scope of 

the diversity climate, it can be seen as a naturel condition that the perceived diversity climate 

is associated with different outcomes in both individual and organizational level. Hence, it is 

expected that there would be a positive relationship between the perceived diversity climate 

and overall satisfaction of students, and also the diversity climate would effect the overall 

satisfaction of students positively. Indeed, it is clear that it is impossible to mention 

maltreatment and discremination in orginazitions having strong diversity climate (Chin, 2009: 

as cited in Goyal ve Shrivastava, 2013). The settings in which there aren‘t maltreatment, 

degradation, exclusion and othering are important for that the individuals feel relaxed 

themselves. In this respect, that general satisfaction of individuals whose diversity is 

respected and who aren‘t being excluded is good can expected.  

In accordance with mentioned literature, it is thought that percieved diversity climate effect 

the general satisfaction of students. In order to test this effect, two hypotheses have  been 

developed, these are;  
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H1: Percieved diversity climate affects the general satisfaction of students signifcantly and 

positively, 

H2: Percieved diversity climate explains the general satisfaction of students signifcantly. 

Method 

Research Model 

The research has been performed in relational survey model. Relational survey model is a 

research model aiming to determine the existence and degree of change betweeen two or 

more variables (Karasar, 2009: 81). 

Working Group 

Working group consisted of 273 student having education in Ziya Gökalp Faculty of 

Education and Faculty of Theology in Dicle University. Structural equation models is based 

on significance of differences in covariance matrix and tests sensitive to number of 

participants. Because of this, while structural equation is being set up, the number of 

participants must be over 200 (Bayram, 2010). 

That working group ranged %37,4 male, %62,6 female according to gender; %,4 first 

grade, %2,6 second grade, %6,6 third grade, %83,2 fourth grade and  %6,2 fifth grade 

according to level of grade; %4,8 Mediterranean Sea, %,7 Black Sea, %14,7 Aegean, %67,4 

Southeast Anatolia, %8,4 Eastern Anatolia,  %2,2 Central Anatolia ve %1,5 Marmara 

according to place of birth / geograpic region was observed. 

Data Collection Instruments 

Diversity Climate Scale: The scale developed by Ergül, Kurtulmuş ve Karabıyık (2014) aims 

to measure perceptions of students regarding to diversity climate in universities. The scale 

has a single-factor structure. The Cronbach  Alpha  coefficient consistence value of the 

scale is .89. In this research,  the Cronbach  Alpha  coefficient consistence value of  

diversity climate scale has been found as .94. The scale involves 13 items being ranged from 

1 (Strongly disagree)  to 5(Strongly agree). The item, ‗Behave all students fairly taking 

diversities into consideration.‘ can be shown as an example. In this resarch Confirmatory 

Factor Analysis (C.F.A.) has been done and that goodness of fit indexes are in the range of 

standard value (ϰ
2
=19,161; df= 7; ϰ

2
/df= 2,73; RMSA=,08; AGFİ = ,93; GFI= 97; CFI= 99) 

has been observed. 

General Satisfaction Scale: The scale developed by Sheau-yuen Yeo (2006) aims to measure 

the students‘ satisfaction from the school in which they are having education at present. 

General satisfaction scale consists of a single-factor structure. The Cronbach  Alpha  

coefficient consistence value of  the scale is .91. In this research,  the Cronbach  Alpha  

coefficient consistence value has been found as .94. The scale has been designed as likert 

type with six items aiming to measure general satisfaction from school. The item, ‗I am 

happy for being student in this university.‘ can be shown as an example. In this resarch C.F.A. 

has been done and that goodness of fit indexes are in the range of standard value (ϰ
2
=176,340; 
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df= 64; ϰ
2
/df= 2,75; p=, 000; RMSA=,08; AGFİ = ,87; GFI= 91; CFI= 95) has been come 

out. 

Data Analysis 

Before analysis, normality distrubution of data has been examined. In normality distrubution 

of data, beside skewnees (S) and kurtosis (K) values, arithmetic mean ( X ) and median values 

(M) have been taken into consideration. Accordingly, that scores of diversity climate 

( X =2,87; M= 2,69; S= ,37; K= -,74) and general satisfaction ( X =2,32; M= 2,33; s= ,34; K= 

-,76) scales don‘t show a considerable deviance from normal values can be said. Because that 

coefficient of skewnees and kurtosis has remained in the range of ±2 and median values are 

close eachother, the scores are commented as not showing a considerable deviance from 

normal values (Ak, 2008; Bayram, 2013). 

The data have been analysed with structural equation modeling. AMOS 20 packet programme 

has been used for analysis of data. In Model Goodness of Fit‘s assesment, chi-square / 

degress of freedom (ϰ
2
 /sd= CMIN/DF), significance level (p), Root Mean Square Error of 

Approximation (RMSEA), Goodness of Fit Index (GFI), Adjusment Goodness of Fit Index 

(AGFI), Comparative Fit Index (CFI), Normed Fit Index (NFI) have been considered. Used 

value ranges related to model are in Table 1. 

 

Table 1: Standart Fit Value Ranges 

Fit values 

 
Acceptable fit        good fit 

RMSEA .05 < RMSEA ≤ .08 0 ≤ RMSEA ≤ .05 

GFI .85 ≤ NFI < .89 .90 ≤ NFI ≤ 1.00 

CFI .95 ≤ CFI < .97 .97 ≤ CFI ≤ 1.00 

NFI .90 ≤ NFI < .94 .94 ≤ NFI ≤ 1.00 

AGFİ 85 ≤  AGFI <.90 90 ≤ AGFI ≤ 1.00 

x2/df 3< ϰ
2
/df≤5 0≤ ϰ

2
/df≤3 

 

Reference: Meydan ve Şeşen (2011). 
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Findings 

In this research, a model has been developed in order totest the effect of perceived diversity 

climate on general satisfaction of students from university. The model has been developed in 

accordence with research‘s hypotheses. That developed structural equation model‘s fit values 

(ϰ
2
=330,926; df= 149; p=,000; ϰ

2
/df=2,22; RMSEA=,06; CFI=,95; AGFİ=,85) are in the 

range of normal fit value and acceptable is understood. These results shows that the tested 

model is significant. The model developed for testing the effect of perceived diversity climate 

on general satisfaction of students from university is in Figure 1. 

 

Figure 1: Structural Equation Modeling 

When Figure 1 is analyzed, it is understood that perceived diversity climate affects the 

general satisfaction of students signifcantly and positively (ß=.34 p<00). This finding shows 

that the hypothesis, ―Percieved diversity climate affects the general satisfaction of students 

significantly and positively‖ in H1 hypothesis is confirmed. On the other hand, it is seen that 

perceived diversity climate explains %11 of students‘ general satisfaction. This finding also 

shows that the hypothesis, ―Percieved diversity climate explains the general satisfaction of 

students signifcantly‖in H2 hypothesis is verified. 

Conclusion and Discussion 

The results of this research proves that there is a significant and positive oriented relationship 

between percieved diversity climate and general satisfaction of students and percieved 

diversity climate explains the general satisfaction of students signifcantly. The results show 

that the hypotheses of research have been verified. That the results of this research and other 
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studies related to diversity management in literature support eachother is seen. McKay et al.. 

(2011) has reached the result of that perceived diversity climate and general customer 

satisfaction are related to eachother. Yet, Goyal and Shrivastava (2013) have also set that 

there is a positive oriented relationship between diversity climate and employee satisfaction. 

Elliot and Healy (2001) has also proved that campus climate affects the satisfaction of 

students potently. 

That perceived diversity climate explains the general satisfaction of students signifcantly 

enables us to make some inferences. It can be said that universities aiming to increase general 

satisfaction of students should considerate student diversity is important. If univerisities see 

the diversity natural and welcome it, they can contribute to increase general satisfaction of 

students. Because, a strong diversity climate which will come into existence in universities 

will make a significant contribution to general satisfaction of students. 

From another viewpoint, universities can minimize the problems arising from weak diversity 

climate by valuing student diversity. Hurtado, Milem, Clayton-Pedersen and Allen (1999) 

have also expressed an opinion in this direction and emphasized that universities should make 

an effort for enhancing diversity climate by forseeing the wide aspects of problems which 

weak diversity climate will cause. That universities should present instutional policies and 

practises in order to increase perceptions for general climate which universities welcome and 

accept (Sheau-yuen Yeo, 2006) can be given example as practises which improve diversity 

climate. Besides, to develop diversity climate in universities, they should consider these 

principles: a) affirm the goal of achieving a campus climate that supports racial and cultural 

diversity as an instutional priority b) implement a detailed and ongoing evaluation program to 

monitor the effectiveness of and build support for programmatic activities aimed at 

improving the campus climate c) create colloborative and cooperative environment where 

students‘ learning and interaction among diverse groups can be enhanced d) initiative 

curricular and cocurricular activities that increase dialogue and build bridges across different 

comminities (Hurtado, Milem, Clayton-Pedersen ve Allen, 1999). 

Actually, universities shouldn‘t constitute strong diversity climate by thinking only student 

satisfaction since university and schools act as model for society and students (Lumby ve 

Coleman, 2007). Educational institutions in which diversity is adopted, approved and 

accepted as richness effect positively at the point of perceiving diversity both immediate 

environment in the short term and remote environment in the long term (Kurtulmuş, 2014). 

Therefore, universities can acquire positive gains from diferent perspecetives by having a 

strong diversity climate in which diversity is welcomed and embraced in itself. It is possible 

to say that the mentioned state will be worth studying in searches about diversity climate in 

the future. 
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