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Abstract

This study aimed to find out which practices of diversity management can predict organizational climate, furthermore, to determine whether any
demographic variable can influence the relationship between diversity management practices and organizational climate. The research questionnaire
was designed and distributed to Egyptian employees working in big multinational organizations using snowball and convincing sampling methods. The
results showed that not all diversity management practices (recruitment, awareness, and diversity policy) could predict trust climate or distributive
justice; on the other hand, age and work experience could predict the relationship between the studied variables. Although gender had an impact on this
relationship, it was not significant. These results provided a spotlight on the effects of a few diversity management practices on two of the organizational
climate elements, also showing which of the demographic variables can have an impact on this relationship. This thing will be necessary for researchers
who wish to focus on Egyptian literature on this topic or for managers who seek to apply diversity management practices at their companies.
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Introduction

Employees are becoming diverse due to a variety of
traits, which include but not limited to their cultural
background, race, ethnicity, religion, sexual orientation,
or any attributes that one person can have (Grobler &
Wairnich, 2002). The organizations' workforce is
becoming more and more diverse as a result of; the fast-
changing in the demographic characteristics of the labor
market, the world shrunk and grew as a global village
which leads to accelerated competency, the increased
interest by the government for putting more legislations
toward diversity and minorities, finally, the continues
seeking from organizations for attaining and retaining
talented employees  regardless any  unique
characteristics like ethnicity or race (DeNisi & Griffin,
2007).

This diversity created a 'double-edged sword' for
organizations since it can yield both positive and
negative outcomes (Milliken & Martins, 1996).
Diversity at any organization creates a competitive
advantage by improving creativity and decision making
(Foster & Harris, 2005) and innovation (Agu & Fekete-
Farkas, 2016). Organizations are seeking diversity for
adding more positive and business-oriented approaches
that enhance and improve business results in their
workplace (Stuber, 2007). Thus, there are significant
advantages to having a diverse workplace environment.

The friendly workplace environment encourages the
employee for working efficiently, when the conditions
of work are provided optimally for the employees, and
they do not feel discriminated at the workplace, that help
them to adjust well and enhance their retention, More
loyal and attached employees to their companies mean
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saving the costs of training that their companies
expenses (AlShubaily, 2016). It was found that a diverse
workplace can improve employees' performance,
turnover, decision making, and productivity (Lumby et
al., 2005) creates different alternatives in decision
making and creative ideas (Gajjar & Okumus, 2018).
However, a diverse workplace, on the other hand, can
make an adverse workplace climate; it can lead to evil
communications, low levels of social integration,
turnover, conflicts, and segmentation (D. W. Pitts,
2006).

Hence, these advantages and disadvantages of
diversity influenced organizations and researchers alike
to draw more attention toward the importance of
diversity management. Managing diversity can lead to
different outcomes related to workplace climates such as
trust climate (Downey, van der Werff, Thomas, & Plaut,
2015). Organizational justice (Aldaibat et al., 2019),
innovation and creativity (Bassett-Jones, 2005) and
individual attachment (Gonzalez & DeNisi, 2009) these
outcomes, in turn, will affect the organization positively
from a wide range of aspects, such as improved
organizational productivity, job satisfaction and
employees engagement (Alshaabani & Benedek, 2018;
Downey et al., 2015; Gonzalez & DeNisi, 2009; Kim &
Park, 2017).

Therefore, managers need to understand the
importance of managing diversity at the workplace in
order to achieve these outcomes. It was noticed in
literature that the topic of diversity management and its
impacts on organizational climate had been studied
widely, however, the literature which focuses on the
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middle eastern context in general and the Egyptian

context especially is shallow, although Egypt has turned

out to be a significant location for many international
companies.

In this regard, the study is trying to answer the main
question: “how can diversity management practices
affect the workplace’s organizational climate in the
Egyptian context.”

The study tries to achieve two goals:

(i) Determine which diversity management practice
has impacted more on trust climate and distributive
justice?

(if) Find out whether demographical variables can
predict the relationship between diversity
management practices and organizational climate.

The labor market in Egypt has significant diverse
characteristics between its employees; according to
(CAPMAS - Central Agency for Public Mobilization and
Statistics) report, the number of foreigner employees
working in the Egyptian private sector reached 14.045
in 2016 (most of them are Asians) with growth 1.1%
compared to 2015. The same report indicated that the
majority of the Egyptian employees working in Egypt
are males (nearly four doubles of females), in addition
to significant differences in generations between these
employees. The leading age group of employees in
Egypt is between 20 to 25 (Bruni & CAPMAS, 2017).
It can be noticed that diversity exists in Egyptian
companies and on different levels; therefore, diversity
management practices are very important for these
companies if they want to overcome the problems that
they might face and to achieve the positive outcomes of
diversity. So, this study tries to focus more on the
Egyptian employees and the impact of diversity
management practices on the organizational climate in
the Egyptian companies. The thing which will fill the
gap in the literature related to managing diversity
practices in the Egyptian context and to managers who
might be interested in understanding the importance of
diversity management and its outcomes.

Literature review
Diversity management practices

There are many definitions of diversity management.
However, for the purpose of this study, we will use the
definition of (Cox, 1994, p. 15) who defined “managing
diversity” as  “planning and  implementing
organizational systems and practices to manage people
so that the potential advantages of diversity are
maximized while its potential disadvantages are
minimized," from this definition it can be noticed that
diversity management help the human resources
management of organizations in achieving positive
outcomes and reducing the negative effects of diversity
at workplace.

Human Resources managers have understood the
importance of having an effective diversity management
practices for overcoming the difficulties related to
diversity and reaping the rewards of a diverse
workforce. The scholars have found that diversity
management practices can help in achieving positive

performance outcomes, addressing inequality in
(recruitment, appraisal, advancement, and rewards)
(D'Netto, Shen, Chelliah, & Monga, 2014). It was also
found, a positive relationship between diversity
management practices and the employees' behaviour
Such as; employees’ engagement (Alshaabani &
Benedek, 2018), citizenship behaviours (Shen, D'Netto,
& Tang, 2010), employees' loyalty (Hemang &
Shailendra, 2013).

However, These effects of diversity management
practices are not only related to the behaviours of the
employees but also to the workplace climate such as
trust climate (Downey et al., 2015) Organizational
justice (Aldaibat et al., 2019 ), innovation and creativity
(Bassett-Jones, 2005) organizational structure

Organizational climate

The concept of the workplace or organizational
climate as a concept has gained the attention of many
scholars since the 1980s (Dawson, Gonzalez-Roma,
Davis, & West, 2008). It is related to the employee
perceptions about supervisors' or leaders' behaviours
inside a specific organization. The employees' attitudes
toward their leaders' or supervisors' abilities for
managing and retaining an organization's productive
workforce are the key element for the continued growth
of the organization (Abraham, 2019). Organizational
climate is based on an idea that considers that
employees' perceptions about their organization's work
environment are the measure for considering an
organization as good (Kanten & Ulker, 2013).
According to Bowen and Ostroff (2004, p. 205)
“Organizational climate is a shared perception of what
the organization is like in terms of practices, policies,
procedures, routines, and rewards- what is important
and what behaviours are expected and rewarded- and is
based on shared perceptions among employees within
formal organizational units.”

Organizational workplace climate has different
effects on employees’ behaviours; for instance, positive
workplace climate directly affects positively the training
transfer which it may help to increase the organization's
return on its investment (Martin, 2010), a strong
relationship was found between positive organizational
climate and the employees' work passion and their
commitment in their organization (Permarupan,
Mamun, Saufi, Noor, & Zainol, 2013), it also leads to
improve the employees’ engagement (Ancarani, Mauro,
& Giammanco, 2019; Chaudhary, Rangnekar, & Barua,
2014). Organizational climate mediates the relationship
positively  between leadership  outcomes and
organizational strategic planning (Abraham, 2019).

Burton and Obel (1998) mentioned that
organizational climate has seven different dimensions;
trust climate, employee morale, conflict management,
rewards fairness, the levels of scapegoating, leader
credibility, and resistance to change.

Organizational justice

Organizational justice refers to the degree that
employees compare their situation with their peers'
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situation at a workplace, or a person's perceptions and
reactions toward fairness in an organization, which in
turn affects their attitudes and behaviours at work
(Masterson, 2001). The exchanged theory is the basis of
organizational justice, and it is seen as linked with
motivation (Jang, Lee, & Kwon, 2019). The literature of
organizational justice specifies three dimensions of
justice: distributive justice, procedural justice, and
interactional justice (Cuguero-Escofet & Fortin, 2014).
Procedural justice concerns with the perceived fairness
of the process that lead to outcomes (i.e., the perceived
feeling by employees toward the fairness of decision-
making procedures at the workplace); distributive
justice, which refers to the fairness of distributing
resources and outcomes of decisions; finally,
interactional justice, which can be divided into
informational and interpersonal justice, focuses on the
social aspects (i.e., quality of treatment) (Berthelsen,
Conway, & Clausen, 2018; Girish, 2015).

As it was mentioned previously, distributive justice
is dealing with rewards and the degree of fairness in its
distribution; thus, we thought that this dimension of
organizational justice would be the best to explain the
effects of diversity management on workplace fairness'
climate-related to rewards.

Trust climate

Trust is considered a crucial part of organizational
climate that employees perceive, based on personal
understanding for the internal workplace climate's
trustworthiness (Costigan, liter, & Berman, 1998), it is
considered as an important tool for a positive exchange
relationship (Gould-Williams & Davies, 2005). It was
defined as “the willingness of a party to be vulnerable to
the actions of another party based on the expectation that
the other will perform a particular action important to
the trustor, irrespective of the ability to monitor or
control that other party” (Mayer, Davis, & Schoorman,
1995, p. 712); while (Rousseau, Sitkin, Burt, &
Camerer, 1998, p. 395) described it as "psychological
state comprising the intention to accept vulnerability
based upon positive expectations of the intentions or
behaviour of another."

Trust can be distinguished into three levels: (1) trust
with supervisor (1) trust with the organization; (111) trust
with colleagues (Fulmer & Gelfand, 2012). This
distinction is important since there are many differences
between these levels.

The impact of trust climate on the organization and
employees have been widely studied in different aspects
(Renzl, 2008) found that trust in management improves
knowledge sharing by reducing the fear of losing one's
unique value and from enhancing the person's
willingness to document knowledge. Trust climate has
been found as an essential effector for a variety of
organizational employee's behaviors and attitudes, such
as; organizational commitment, stress, job satisfaction,
productivity, and turnover intentions (Dirks & Ferrin,
2002; RM, 1999). Moreover, it was shown that trust
climate associated negatively with counterproductive
behaviors and positively with organizational citizenship
behaviors, job performance, and employees’

engagement (Alshaabani & Benedek, 2018; Wang,
Wang, & Li, 2019). These positive impacts require
proper organizational management that applies practices
to build trust between the organization and its
employees since the management of an organization
directly affects trust at the workplace (Davis,
Schoorman, Mayer, & TAN, 2000). Therefore, the
scholars in organizational theory have recognized the
need for extending the current knowledge about trust
climate and the circumstances under which trust can be
created and improved because trust creates benefits for
both organizations and employees alike.

After reviewing the literature, we could notice that
the trust climate was not widely studied in the Middle
Eastern context, so we preferred to focus only on it in
this study because of the resource's limitation.
Consequently, the focus of this study will be on only two
dimensions, which are distributive justice and trust
climate.

Research framework and hypotheses

Diversity management practices and
organizational justice

Understanding the variations among the employees
is the main focus of diversity management, also,
understanding how to manage these differences in more
effective and efficient ways (Deepak & Perwez, 2019)
since the actions that are done by the organization are
the main influences for building the perception of justice
inside the organization, it is important for any human
resources management to adopt a strategy to manage the
workforce diversity and bring the best out of it (Barrett,
2012). Adopting a decision making process that
achieves the basic principles of organizational justice
can be considered as a cause for having effective
diversity management (Fujimoto, Hartel, & Azmat,
2013).

Choi and Rainey (2013) have mentioned that
organizational fairness can help in enhancing the
outcomes  of  diversity  management;  when
organizational fairness perceived at higher levels, the
diversity’s efforts for achieving higher levels of job
satisfaction were more effective. Kim and Park (2017)
have indicated that diversity management is influencing
the perception of organizational fairness within the
organization positively.

Moreover, diversity management leads to improved
organizational justice at the workplace (D. Pitts, 2009).
The policies of diversity management, like diversity
awareness training, pay and rewards systems,
performance appraisal, and career development has a
positive impact on organizational justice, in the three
dimensions, in the Jordanian organizations (Aldaibat et
al., 2019 ). Organizations that promote effective
diversity management practices in their process of
recruitment and selection are more likely to attract
prospective applicants, especially by minorities group
and women (Avery & Mckay, 2006; D'Netto et al.,
2014).

In the same context, scholars suggested that
promoting policies related to equal opportunity in the
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procedures of selection reduces the feeling of
discrimination and perceived unfairness, increases the
perception of justice, and generates a positive climate
for diversity (Subhash, Archana, Jahanvi, & Sandeep,
2019).

Therefore, we assume that:

H1: There is a statistically significant relationship
between perceived diversity recruitment policy and
distributive justice at level (a < 0.05).

H2: There is a statistically significant relationship
between perceived diversity awareness and distributive
justice at level (a < 0.05).

H3: There is a statistically significant relationship
between diversity policy on distributive justice at level
(00 <0.05).

Diversity management practices and trust
climate

Whitener (1997) has mentioned that positive human
resources activities can find a situation where a group of
employees or even individuals have the feeling of
obligation toward reciprocating with positive attitudes,
including trust. In particular, these activities aim to
enhance communication and to empower employees to
develop their skills and building supportive
relationships. Human resource practices can enhance
many organizational climate traits such as reward
equity, organizational morale, trust climate (Gould-
Williams, 2007), trust climate mediates the relationship
between human resource practices and organizational
outcomes (Collins & Smith, 2006). Literature reveals a
clear link between trust climate, employee well-being,
and their organizational performance since the
employee’s performance basically depends on different
aspects such as performance appraisals, payments, trust
climate, job satisfaction, training and development,
organizational structure, and motivations (Tzafrir,
Baruch, & Dolan, 2014).

In a diverse workplace, where differences within the
workforce members can be salient, the high level of
uncertainty and vulnerability that comes with the
interpersonal cooperation makes trust an important
element for cooperation and employee well-being
(Downey et al., 2015).

Trust mediated the relationship positively between
diversity management practices and employee
engagement (Alshaabani & Benedek, 2018; Downey et
al., 2015). It also mediates the relationship between
perceived diversity climate and team members and
between perceived diversity climate and work teams
(Hofhuis, van der Rijt, & VIug, 2016) managing
diversity climate can significantly be related to trust in
communications (Singh, Winkel, & Selvarajan, 2013).
Another research suggested that trust feelings and
comfort at the workplace are related to the ability of and
organization to manage diversity (Purdie-Vaughns,
Steele, Davies, Ditlmann, & Crosby, 2008).

Diversity management practices, such as training
programs or recruitment policies, can have an important
role in improving the trust climate at the workplace
(Alshaabani & Benedek, 2018). Also, it was found that
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having an equitable career development influence the
trust between the employees toward their organization
(Crawshaw & Brodbeck, 2011). On the other hand,
opening for diversity, which is an attitude of diversity
awareness (Sawyerr, Strauss, & Yan, 2005), is
associated positively with trust and negatively with
conflict within teams (Lauring & Selmer, 2015).
Therefore, we assume that:

H4: There is a statistically significant relationship
between perceived diversity recruitment policy and trust
climate at level (o < 0.05) in the Egyptian companies.
H5: There is a statistically significant impact of
perceived diversity awareness and trust climate at level
(0 <0.05) in the Egyptian companies.

H6: There is a statistically significant relationship
between perceived diversity policy on trust climate at
level (a <0.05) in the Egyptian companies.

In the Egyptian context, the literature showed a
shallow amount of studies regarding diversity
management in the Egyptian context. (Elsaid, 2012) has
tried to study the relationship between some diversity
dimensions from surface level (such as gender, age,
educational background) and the variance in employee's
performance, the findings have shown that the
educational background of the employee can determine
his job performance whereas the age was not affecting
this relationship. Mousa and Alas (2016) have studied
the relationship between cultural diversity and
organizational commitment, and they found that not all
challenges of cultural diversity have a positive effect on
the organizational commitment approaches. Badran and
Khalifa (2013) have applied their study in the Egyptian
hotel industry, and they have found that diversity
culture, Human resources practices and the outcomes of
diversity have a significant positive impact on the
employees’ satisfaction. Alshaabani (2019) has found
that implementing diversity management practices in
Egypt has a relationship with the leadership style of
human resource managers.

H7: gender, age, and work experience predict the
relationship between diversity management practices
and distributive justice significantly.

H8: gender, age, and work experience predict the
relationship between diversity management practices
and trust climate significantly.

Research method

Data and measurement

A questionnaire was designed and distributed to 373
Egyptian employees working in big multinational
companies in different industrial sectors in Egypt. The
number of returned questionnaires was 237 suitable for
statistical analysis, with a response rate of 63.6%. The
sample of this study was collected with snowball
methods and a convenience method of collecting
samples. The data was collected between the end of
2018 to April 2019.

The questionnaire was sent online as an electronic
form consisting of 25 items to study the three variables
through 3 sections (diversity management practices,
trust climate, and distributive justice).
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The first section was about diversity management
practices, and it was developed from (Downey et al.,
2015) and from the researcher. It contained ten items,
and the respondent could choose from a scale from 1 to
5 (1= strongly disagree, 5=strongly agree), a sample
from the questions, includes " Recruitment of diverse
job candidate is a priority at the company™ " Diversity is
a priority for the leadership." The last section was about
distributive justice, which was adopted (Al-Zu’bi, 2010)
and consisted of 5 items. The respondent could choose
from a scale from 1 to 5 (1= strongly disagree,

5=strongly agree). Sample from the items includes: "My
work schedule is fair," "Overall, the rewards | receive
are quite fair.”

After collecting data, the normality test for metric
variables was conducted to check their normality, and
the alpha Cronbach test was carried out to check the
reliability of the hypotheses. The reliability test
exceeded 70% for each variable, which is an acceptable
percentage. Descriptive analysis (Table 1) was done for
the results; correlation analysis and hierarchal multiple
regression analysis were used for analyzing the results.

Table 1. Descriptive Statistics, Reliability and Pearson Correlations (N=237)

Variables M SD 1 2 3
DMP 3.29 0.70 (.79)

Trust Climate 3.34 0.71 263%* (.85)

Distributive justice 3.17 0.89 113* 518** (:82)

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

The demographic characteristic of the sample

The first part of the questionnaire consisted of
collecting data about some demographic variables like,
and it was as follows: Gender, the employees were
asked to fill their gender male or female. The male’s

percentages were 57.1%. Work experience, most of the
participants were having (1 to 3 years) of experience
followed with (3 to 5 years). Age groups, the majority
of the employees who filled the questionnaire were
between (20 to 29 years old). Table (2) shows these
percentages in a more precise way.

Table 2. Demographic data of the sample study (N=237)

Demographic variables Item Count Percentage %
Gender Male 137 57.8
Female 100 42.2
less than 1 year 33 13.9
1-3 years 65 27.4
Work experience between 3to 5 64 27
between 5 to 10 56 23.6
above 10 19 8
Between 20 -29 148 63
Age Between 30-39 68 28.9
Between 40- 49 14 6
Older than 50 5 2.1

Results

Factor analysis was performed with one as the
Eigenvalue to improve the strength of the factors. The
analysis extracted a three-factor solution when the
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rotation converged in their iteration. The three factors
were perceived recruitment policy, perceived awareness
training, and career development. Out of 10 items, there
were four items for perceived recruitment, four items
for perceived diversity awareness, and two items for
perceived diversity policy (Table 3).
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Table 3. Rotated Component Matrix

No. I ltem Component
| 1 2 3
I Recruitment of diverse job candidates is a priority at the 090 789 029

company.

2 | There is organizational support for diversity-related events. .280 .783 -.016-

3 Diversity is a priority for the leadership. .059 .662 351
Diverse job candidates are actively recruited when an opening 396 519 114
exists at the organization.

5 The organization welcomes and accommodates the different 697 101 161
needs of all staff.

6 I am aware of the organization's procedures to follow it when 523 013 446
I'm harassed or believed that | have been discriminated against. ' ' '
Top management is giving the same interest for the opinion of 823 081 138
all employees in the organizations.

8 Performance appraisal is based on equality in evaluation for all 782 132 032
employees in the organization.
Having a career development path for all employees at this 047 071 799
company affects my future.

10 I am mte_rested t_o know more about the best methods for 939 140 711
dealing with the diverse workplace.

Extraction Method: Principal Component Analysis.
Rotation Method: VVarimax with Kaiser Normalization.
a. Rotation converged in 5 iterations.

The analysis extracted a three-factor solution, each
with Eigenvalues above one, which explains 59.06%.
This indicates that there could be more factors
influencing diversity management practices when more
items are generated using expert opinion and previous
literature. The KMO (Table 4) was 0.79 indicating an
acceptable level (Kaiser & Rice, 1974) according to
Bartlett's test for sphericity was significant (2 =

581.391, p<0.001), so, based on what was mentioned
before, we could say that the three factors are
accepted as a variable for diversity management
practices. The Cronbach alpha for the three factors of
diversity was (0.70 for the first factor, 0.79 for the
second and 0.68 for the third one) which are acceptable
percentages according to (Sekaran & Bougie, 2016).

Table 4. KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .789

Approx. Chi-Square

578.088

Bartlett's Test of Sphericity

df 45

For examining the relationship between diversity
management practices, demographic variables, and trust
climate, correlation and hierarchal regression analysis
were employed and the same methods for this
relationship with distributive justice.

Before applying a hierarchical multiple regression,
the relevant assumptions related to this statistical
analysis were tested, firstly, the sample size was 237 was
deemed adequate given six independent variables to be
included in the analysis, it is recommended 98
participants as a suitable number via the formula:
N>50+6m (where m is the number of variables) (Green,
1991). intercorrelations (see table 5) showed no
variables are highly correlated to each other. The
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Sig.

collinearity tests indicate that the data met the
assumption of no multicollinearity (Coakes, 2011; Hair,
Sarstedt, Kuppelwieser, & Hopkins, 2014) (Gender;
Tolerance=.842, VIF=1.18) (Age; Tolerance=.79, VIF=
1.26) (Work experience; Tolerance= .69, VIF=1.44)
(Recruitment;  Tolerance= .758, VIF= 1.32)
(Awareness; Tolerance=.721, VIF= 1.38) ( Policy;
Tolerance= .82, VIF=1.21) as it can be noticed, all were
in the accepted limits. Moreover, an examination of
Mahalanobis distance scores indicates two multivariate
outliers (>22.46 for six variables), so they were
eliminated. Furthermore, the data met the assumptions
of independent errors (Durbin-Watson =1.97) Residual
and scatter plots indicated the assumptions of normality,
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linearity, and homoscedasticity were all satisfied (Hair
etal., 2014).

The three variables of diversity management
practices were used as independent variables. In

variables. A two steps hierarchical multiple regression
was conducted with trust and distributive justice
separately as dependent variables. Age, gender, and
work experience were entered as step one. Perceived

addition to age, gender, and work experience as recruitment, perceived diversity awareness, and
controlling variables, to predict the relationship with diversity policy were entered in the second step.
distributive justice and trust climate as dependent
Table 5.Intercorrelations Between Scales and Subscales (N=235)
Work ) Diversity  Diversity  Trust  Distributive
Gender  Age ) Recruitment ) ] o
experience awareness  policy  climate justice
Gender 1
Age -.046 1
Work
] -.368** .425** 1
experience
Recruitment  -.003 .150* .081
Diversity
.038 .095 -.003 A459** 1
awareness
Diversity
] 121 .036 -.066 297** .383** 1
policy
Trust
] .088 116 -.137* .090 246%** 367** 1
climate
Distributive
o 180** .184** -.092 -.019 139** 207** .508** 1
justice

N=235, ** p<0.01, * p<0.05

Diversity management practices and
distributive justice

A hierarchical regression analysis was done to
analyze the effects of perceived diversity management
practices (recruitment, awareness, and policy) on
distributive justice. As can be seen in (Table 6) the first
step of regressions was consisting of age, gender, and
work experience, in the second step, three variables
were added which were (perceived recruitment,
perceived awareness, and perceived diversity policy).
The overall regression model predicted approximately
13.4% of the variance in distributive justice (R>=.134, F

(6,228) = 5.88, p<0.001). Age and work experience only
were significant, and they predicted nearly 10% of the
variation in distributive justice. After controlling for
age, gender, and work experience, step two predicted
nearly 4.9% of the variance in distributive justice.
Perceived recruitment policy is significantly predicting
distributive justice negatively. On the contrary,
perceived diversity policy was a significant positive
predictor of distributive justice. Although it was found
that perceived awareness is not significantly predicting
the perceived distributive justice, with higher perceived
diversity awareness, better perceived distributive justice
can be gained.

Table 6. Regression analysis showing age, gender, work experience, perceived recruitment, diversity awareness, and
perceived policy as predictors of distributive justice

Variables Cumulative Simultaneous
R? change F change B P

Step 1

Age 0,085 F (3,231) =7.16* 251 0.001
Gender 120 0.084
Work experience -.132 0.05
Step 2

Recruitment 0,049 F (3.228) =4.287** -.144 0.04
Awareness 110 0.132
policy 178 0.010
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*p<0.001, **p<0.01

Diversity management practices and trust
climate

Table (7) provides the hierarchical regression
analysis results for perceived diversity management

practices (recruitment, awareness, and policy) and trust
climate in addition to the controlling variables.

Table 7. Regression analysis showing age, gender, work experience, perceived recruitment, diversity awareness, and
perceived policy as predictors of trust climate

Variables Cumulative Simultaneous
R? change F change B P

Step 1

Age 0,056 F (3,231) = 4.552* .185 0.006
Gender -.299 0.765
Work experience -.194 0.007
Step 2

Recruitment 0,135 F (3.228) =12.72** -.083 0.225
Awareness 144 0.042
policy .320 0.001

*p<0.005, **p<0.001

The same previously mentioned steps in distributive
justice were applied. The overall regression model
predicted approximately 19.1% of variance in trust
climate (R?=.191, F (6,228) = 8.983, p<0.001). Age,
gender and work experience predicted nearly 5.6% of
the variation in trust climate. After controlling for age,
gender and work experience step two predicted nearly
13.5% of the variance in trust climate. Perceived
diversity policy and diversity awareness were
significantly predicting the trust climate positively.
Even though it was found that perceived recruitment is
not significantly predicting the trust climate, more
perceived recruitments policies were found associated
with a lower level of trust.

Discussion

This study examined the relationship between
diversity management practices and trust climate and
distributive justice. The results indicated that not all the
studied diversity management variables could predict
distributive justice; both perceived recruitment policy
and perceived diversity policy predicted it however,
perceived diversity awareness was not predicting
distributive justice. Despite that, the study also found
that diversity management practices as a model
predicted the perceived distributive justice significantly
especially when considering the controlling variables
such as age and work experience. These findings align
with the findings of (Aldaibat et al., 2019 ; Kim & Park,
2017) the  consistency may suggest that when
employees perceived diversity management practices
(recruitment and policy) this will be reflected in their
perceptions toward distributive justice.

the same way, the results showed that diversity
management practices model was significantly
predicting trust climate precisely perceived diversity
policy and perceived diversity awareness can predict
trust climate. Like distributive justice not all diversity
management practices could predict the trust climate
namely, diversity awareness and diversity policy. These
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finding line up with (Alshaabani & Benedek, 2018;
Downey et al., 2015; Purdie-Vaughns et al., 2008). The
imperial results may suggest that when employees
perceived diversity management practices (awareness
and policy) this will be reflected in their perceptions
toward trust climate.

On the other hand, demographic variables were
used as controlling variables predicting the distributive
justice and trust climate, the result showed that both age
and work experience can predict the distributive justice
and trust climate; the more employees get older the more
they are going to perceive trust climate and distributive
justice, however, the more experience at work the
employees have the less trust climate and distributive
justice they perceive. Therefore, all hypotheses of the
study were proved except the second the fourth ones,
while hypotheses seven and eight were partially proved
since gender didn’t have any significant impact on the
relationship between diversity management practices
and both trust climate and distributive justice.

Conclusions

There has been a growing recognition of the
importance of diversity management practices on
workplace climate which in turn has different effects on
the organization's performance. Therefore, this study
aimed to investigate the relationship between diversity
management practices. The study hypothesized that
diversity management practices predict employees'
perceptions toward trust climate and distributive justice.
The results indicated that diversity management
practices can predict trust climate and distributive
justice at the organization, especially, when it is
associated with age and work experience since its
impact became stronger. Moreover, age and work
experience were predicting the trust climate and
distributive justice.

This finding of the study has both theoretical and
practical implications, the scientific contribution of the
paper is a filled literature gap in the relationship between
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diversity management practices and trust climate and
distributive justice. Although these topics are common
in the international context, however, for Middle
Eastern and Egyptian context is can be considered a new
study that may be interesting for both academicians and
managers in Egypt who would like to initiate diversity
management practices at their organizations and would
like to create a positive workplace climate. In practical,
the results suggest for managers to give more attention
toward diversity management in their companies.
Diversity training, recruitment, and policies each one
has a special relationship with the trust climate and
distributive justice the good manager employ these
practices to achieve the desired results, with considering
the age and work experience of their employees.
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