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The Influence of Diversity Management of Nursing Organization on Organizational Commitment:
Double Mediating Effect of Diversity Sensitivity Orientation and Positive Nursing Organizational
Culture
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Purpose: The aim of this study was to identify the double mediating effect of effect of diversity sensitivity orientation and positive nursing
organizational culture between diversity management and organizational commitment. Methods: Participants were 245 nurses working in
six tertiary hospitals located in 3 different regions. Data collection was conducted from February 13, 2023 to March 6, 2023 through online
self-reported questionnaire, The data were analyzed by IBM SPSS Statistics 27 and SPSS PROCESS Macro 4.2 program. Results: The direct
effect of diversity management on organizational commitment was significant (B = .21, p < .001). The indirect effect of diversity manage-
ment on organization commitment was .34 (95% confidence interval [Cl] = .23~.47). The double mediating effect of diversity sensitivity
orientation and positive nursing organizational culture in the relationship between diversity management and organizational commitment
was .02 (95% CI = 00~.05). Conclusion: Diversity sensitivity orientation and positive nursing organizational culture show double mediating
effect on the relationship between diversity management and organizational commitment. Education program and human resource man-
agement strategy for enhancing diversity management, diversity sensitivity orientation and positive nursing organizational culture should
be provided to improve organizational commitment, and which are needed active support of the association and nursing organization,
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DM = Diversity management; DSO = Diversity sensitivity orientation;
OC = Organizational commitment; PNOC = Positive nursing organizational culture.
b <.010;"p < .001.

Figure 1. Double mediating effect of diversity sensitivity orientation and positive
nursing organizational culture between diversity management and organizational commitment.
(A) Conceptual framework of double mediating model. (B) Statistical model of double mediating effect.
The boldfaced line means significant effect. The dotted line means insignificant effect.
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Table 1. Descriptive Statistics and Validity and Internal Reliability of the Research Variables (V = 245)
Number Eigen Expl_ained Accurrmlative Cronbach's
Scale/components/sub factors . variance  variance M + SD
of items value o
(%) (%)
Diversity management 9 59.29 .85 3.00 £ 0.66
Human resource selection institutional & cultural formation diversity 7 3.65 40.54 18.75 .86 3.14+0.72
management
1. Our hospital nursing organization strives to recruit human resources 3.27 £ 093
with diverse backgrounds (e.g., gender, school attended, education
level, region, experience, etc.).
2. Our hospital nursing organization assigns members by setting 2.63 £ 097
selection criteria (ability, expertise, aptitude, etc.) by jobs.
3. Our hospital nursing organization selects and recruits members 3.06 £ 0.92
through interviewers with diverse backgrounds (e.g. gender, career,
origin, etc.).
4. Our hospital nursing organization makes various efforts during the 3.38+1.05
member selection and recruitment process to ensure that interviewers
to avoid prejudice against personnel with diverse backgrounds (e.g.
blind tests, Al interviews, prior training, etc.).
5. Our hospital nursing organization is not biased towards specific 3.47 £0.98
members and provides equal education and training opportunities to
its members.
6. Our hospital nursing organization provides customized training 3.37+£095
opportunities to even a small number of personnel (e.g., special
departments, physician assistant nurses education, etc.).
7. Members of our hospital nursing organization participate extensively 2.84 +0.99
in decision-making and problem-solving regarding matters related to
job and working environment.
Strategic diversity management 2 1.69 1875 59.29 .59 2.50 £ 0.85
8. Members of our hospital nursing organization can flexibly adjust 2.13+1.08
or choose their working hours and shift pattern (e.g., pattern shift,
flexible working arrangement, fixed night shift, etc.).
9. Our hospital nursing organization implements various systems to 2.87 £ 094
listen to the opinions of the members (e.g., dialogue with department
heads, employee surveys, grievance system, etc.).
Organizational commitment 7 .88 4.05+0.79
Diversity sensitivity orientation " 68.12 .86 3.20 £ 0.68
Informational and value diversity sensitivity orientation 6 342  31.05 31.05 .86 3.29+0.76
4. Differences depending on period of continuous service or year of 3.31£1.07
employment
6. Differences depending on knowledge or work performance 3.29+£096
7. Differences depending on assigned job 3.25+ 096
8. Differences depending on experience 3.50 £ 091
10. Differences in personality between members 3.23+1.00
11. Differences depending on values 3.19+£097
Social category diversity sensitivity orientation 3 239 2175 52.80 .78 3.08 £ 0.89
1. Differences due to nationality or racial diversity 3.05+ 1.06
2. Differences depending on gender 3.13+1.09
3. Differences depending on age 3.06 £ 1.06
Network diversity sensitivity orientation 2 1.68  15.32 68.12 .63 3.07 £1.07
5. Differences on what region they are from 3.10+ 1.30
9. Differences on what school they are from 3.04 £1.20
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AT o o2 SO = AR Feths WS AAIEHI
o Rt A AR A8 AR SEATE 18
g gEES Ak

A+ 23
1. CH2te] 54

AR 24582 BF AP 30.8HE 23~294|7} 1439
(584%) 0.2 717 WAL, oJ/do] 2157 (87.8%)°Iict. ¥l--AL
7} Qe A7 174%8(71.0%)011L, 2|58 skl H97t
711%=2 7P it B AARE F5-1d 408%, 57
B 31.0%, B35 282%R3, & A4S B 8119
2, 5 mjgto] 433%= 7P ottt & 274
769d0 2 53 njuto] 469%2 7P Btk Fojut
o] 478%2 7P Bton], TFHAE HEo] 588
A Eh AR RS o 2RAH92.2%) e,
ol Helo] WA 1R 100084 nlwho] 747%aL, ©]
o] Y& AL 155%3ct AFRAS] Thkidol Bt
o Aol k= 600%, £ Esto] #et 2§ vk

o] Ath= 65.7%cH Table 2).

o

2 oY

N )

kf B o N
o oy O R o o
Mo ot off L omEL M

rlo
oX,
ok

O O - | o o
252228}
o g A4e0GdE W) H 300 + 0665019, 5H

JEZE Alzet Bo134 ohd/dTel 314 + 0724, FFH
chakAgTha] 250 + 08570131tk A e

T 405 + 079501} -8 A6 W) B
320 + 0687011, st E == P} 71x] hIFEE
329 £ 07678, ABHF thdd48% 308 + 0897, AL ok
4585 307 = 107701 3RS xE 23} A5G
) B 323 £ 07201, SHfldERE T5 TRIFT
330 + 0747, A7k ==12A 4 336 + 07478, 3% &
A~ 297 + 0887, TRt 554 uA] 317 £ 0.96
o|tH(Table 1).

ER2Y A4S0 v B

3. Chte] 580 whE crdae|, =2=Y, ol

T8k U SYUS22E3I2| 20|

tdRte] B4 @ o A A™Y(F = 4.27,
p = 015), HI$AF f37-(¢ = —4.16, p<.001), & YA (F =695,
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Table 2. Differences in Diversity Management, Organizational Commitment, Diversity Sensitivity Orientation and Positive Nursing Organizational
Culture according to Participant's Characteristics

(W = 245)

Diversity management

Organizational commitment

Positive nursing

Diversity sensitivity orientation

organizational culture

Variables Categories n (%)
M+ SD tor F (p) Scheffé M+SD  torF (p) Scheffé M+ SD tSZrh:fZ) M + SD tor F (p) Scheffé
Age (yr) 23~29° 143 (58.4)  3.08 +0.60 4.27 (015) 397+076  2.35(.097) 321+068  0.14(869) 327+069  0.64(530)
30~39° 73(29.8) 297%0.71 asc 4114077 3.18£0.68 3.20£0.74
> 40 29(11.8) 2692077 429 +£0.89 3.15£0.72 3.12£0.78
Gender Woman 215(87.8) 296+0.63 - 2.43(052) 401+078 -2.11(036) 319+0.66 -035(726) 322+073 -0.62(538)
Man 30(122) 3.27+081 433+0.80 324+079 3.30 £ 0.60
Presence of  Yes 71(290) 273+069 -416(<.001)  408+0.79  0.32(748) 310+ 065 -145(148) 3.13£0.78 - 1.39(.166)
spouse No 174 (71.0)  3.11£0.62 404 £0.79 3.24 £0.69 3.27£0.68
Level of Diploma 18 (7.3) 3.27£0.70 1.50 (.236) 4.31%0.79 1.61(.213) 3.25+0.74 0.86 (.424) 3.41+0.69 0.99 (.382)
education Bachelor 174 (71.1)  3.00 £ 0.59 400 £0.71 3.16 £ 0.66 3.24 £0.67
Master 53(21.6) 292+0.84 414+098 330+0.72 3134087
Region of Gwangju-Jeonnam? 100 (40.8)  3.01+0.65 1.90 (.152) 412+086  4.12(017) 328+069  3.19(043) 325+077  0.05(955)
hospital Chungbuk-Jeonbuk® 76 (31.0)  2.89 £0.65 3841073 b<c 3.03+0.73 3231067
Kyungnam-Kyungbuk® 69 (28.2)  3.11 £ 0.69 4.18 £ 0.69 3.25+0.58 3.21£0.69
Total clinical < 5° 106 (43.3)  3.18+0.62 6.95 (.001) 410075 679 (001) 324+075  069(503) 327+073  0.29(751)
career (yr) 5~10° 79(322) 290+ 0.63 a>bc 381074 a,c>b 3.12£0.59 3.19 £ 0.64
> 10° 60 (24.5) 2.83%0.72 428 +£0.84 321067 321+0.79
Career in <5 115 (469) 3.18 £0.64 8.86(<.001) 412076  6.77 (001) 324+074  058(560) 330+074 099 (372)
current 5~10° 75(307) 2.87 +0.59 a>bc 3.79+0.71 ac>b 3.13+058 3.16 £ 0.64
hospital (yr) > 10¢ 55(224) 2.80%0.72 4.26+0.87 3.2140.68 3.19+0.77
Satisfaction of ~ Satisfied? 34(13.8) 332072  18.48(<.001)  455+067 2859(<.001) 3.38+0.71 298(053)  351+056 1294 (<.001)
salary Neutral® 94 (384) 3.19+0.60 a>bc 430+0.70 a>bc 3.26 £0.68 342 £0.64 a>bc
Dissatisfied 117 (47.8) 275 +0.66 3.70 + 0.73 3.09 +0.66 3.00£0.75
Working unit ~ Ward 144 (58.8)  3.06 £ 0.65 1.39 (251) 407+079  0.12(888) 3244070 125(290) 323+078  0.03(968)
Intensive care unit 67 (27.3)  2.90 £0.69 4.01+0.79 3.19+0.63 3.22+0.61
Others 34(139) 296064 4.06 +0.80 3.03 +£0.66 3.26 £ 0.66
Working Shift 226(92.2) 3.00+0.65 0.05 (.961) 401+076 -253(012) 3.19+068 -0.16(870) 322+072 -0.67(503)
pattern No shift 19(78)  299+0.79 448 £094 322+0.70 334+072
Hospital beds < 1,000 183 (74.7) 292+064  -3.43(001) 399+074 - 198 (.049) 315+£067 -195(052) 3.19+072 -1.73(085)
> 1,000 62(253) 3.25%0.67 42240091 3344069 337 £0.69
Experience of  Yes 147 (60.0)  3.11 £0.65 3.14 (002) 409+075 096 (.336) 320+£065  0.19(851) 330+068  1.89(060)
education No 98 (40.0) 2.84+£0.65 3.99 +0.85 3.19£0.72 3.13£0.76
related to
diversity
Experience of  Yes 161(65.7)  3.08+0.67 2.60 (.010) 413+077  222(.028) 325+068  1.75(082) 330+066  1.99(048)
education No 84 (34.3) 2.85%0.63 3.90 + 0.80 3.09 £ 0.67 3.11£0.81
related to
organizational
culture
Experience of ~ Yes 38(15.5) 3.08+0.74 0.75 (451) 406+074  0.11(910) 297+066 -226(025) 329+070  0.55(585)
turnover No 207 (84.5)  2.99 +0.65 4.05 £ 0.80 3.24 %068 3224072
M = Mean; SD = Standard deviation.
*Operation room, recovery room, out-patient department, administration office.
p=.001), & HY ZEHH(F =886, p<.001), FAUEE & P2 Y| = A7 & ZA9E, T2 Eshof #st o
(F = 1848, p<001), WA F2( =-343, p= 001), ¥ 28  && 2 FHo| Y& F9r

7t =314, p = 002), =223t 25 3 = 2.60, p = 010)
of wet folst ztol7k gigiet %, WA} gt A7t Qe
Agurk, 22 591 39le] W 7R L0009 o139l B
7 10009 nlgkel ZSuc), Qsixtele] bl Bt g
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Table 3. The Correlational Relationships among the Variables

411

(W = 245)

Organizational commitment Diversity sensitivity orientation

Positive nursing

Variables organizational culture
r (o)

Diversity management .56 (< .001) .27 (< .001) .62 (< .001)

Organizational commitment 1 .29 (< .001) .65 (< .001)

Diversity sensitivity orientation 1 .31 (<.001)

oAt E*ﬂoﬂ o2 2EEY AEE JEl = -2.11
p = .036), HY &AXI(F = 4.12, p = 017), & A
(F=679, p= 001) A WY 2RFYF =677, p = 001), F
oJRFEL(F = 2859, p<.001), 2% et = -253, p = 012),
WA FE(=-198, p = 049), ZEE3} 2§ HP(t =222,

p = 028)0] ket 015k Abol7t Itk Z, o] ohmck 4
2 28xb} ad 2Rxud, 28 59 W) WA fEst
10004 o}kl 797} 100084 wlgkel 9w}, 223}

o B WEL We Aol Y A9} gl Agur} xHE

9 BETt RIS Sk AT Ak Y AR} A
3} A% AEAVE R R Au F UL
Aol 5 HgolAL 10d o134l AP 5d~10d 1]
Bl Fgarh, Fofol WESHE A7t B, BUSA F9n
EECEDER LY iam

Bte] S0l BE P EE AR B 24K
(F =319, p=.043), o1& 3¢ l?~(t =-226, p = 025)°] =
o Role i}°l7} ek &

o)
¢

SARIE o1 Aok
drte] B40) HhE IS RN RS AL FolEE

(F = 1294, p< 001), ZRE3} w2 A3t = 1.99, p = 048)9]]

stet

w2t fofd xlol7h YAk F, £E|Este] B wKE W

o] U= A7t g Aern FRNS TR RS Q4] =Tt

FolsHAl =L, AR At ool TESH: A9t B
EUHEQl Aerct RS TR RS Q1A Fert felsH =

StthH(Table 2).

4, CHALe| Crbdete|, 221=Y, fgdds8 Y

2 4ol Wiaeg T AudAE BAS Ay e

= 56, p<.001), }F8FEE(r = 27, p< 00D, F

e ERESHr = 62, p< 00D ZEEYS E}%b‘é—’F%E
p<.001), 3RBTNEREES}Hr = 65, p<.001)et TheF
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= 31, p<.00Det =5 FoJgk
© 2 LERGTHTable 3).

5. EHAI-;(I-O' E_I-OI:L'II'_l-E_le- I%
CiM4gEe 3HUSR

1ol DIzl& Gl
2l23te| o|Folv =2t

ABol folg AlolE BYY E, B xR, § U4

=
B, FoWEE, TF e, WY 72, xHES

shick WA, AEET BHS 918 Step 1014 ThbgRst
chepg s 8ol G5 ke TIRIER, Step 2014 Thage
2ot PSSt 42 FRNE A Bt FOIT GFS
HlRlER] B4 Step 3614 ThepdBE, PSS, 3

A=)

5&%9}7} 27} = ‘%?JOH ROI% L nlRA

o
0

P

It

A av 7gash fode 95% 4l
2] 717H95% CD) W] 0°l %3 PEM WA s o fofFt Ao =
ZHSIQITH26].

A A3}, Step 1014t tddFEE Folgt
FEFE vAlE AR YEPRTH@B = .25, p = 001). Step 207141
g E FHNSEEES FolFt JFS nHon
(B = 58, p<.00D), TFIAFREE IS RE23}o] o5t
AFS vixle Ao YePdth@ = 14, p = 005). Step 3014
tFgEE s mEREY fog dFS v @ = 21,
p<001), ttFFEEE 2B Folgt A nx|x] &
UILB = 06, p = 172), IRNSZ=EsH= mEEYo| Foleh
B vjxle Aoz UeRgthp = 45, p< .001). thFda]
oF ZEEY Q] TAIA ttds-gret IS xR Est] uf
NMedg Asst 23k, F IREHE= Folstlheffect = 34,
95% CI = 23~47). ttd/dalet =x181)o] TAlA thadid
F8=9] Ml aFEET) = felokA] &kt effect = 02,
95% CI = - 01~06). thF/deaiet =21 E2)o] FAlolA F7gzt

sxz|Este] e PEEIhE Folaklch(effect = .30,
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Table 4. Mediating Effect of Diversity Sensitivity Orientation and Positive Nursing Organizational Culture between Diversity Management and Or-

ganizational Commitment (N =245)
Steps Variables B SE B t p LLCI uLcl F (0) R?
1 X->M1 0.24 0.07 .25 3.46 .001 0.1 0.39 3.56 (.002) .08
2 X—>M2 0.60 0.06 .58 9.82 <.001 0.48 0.73 24.68 (< .001) 42
M1->M2 0.15 0.05 14 2.81 .005 0.05 0.26
3 X-Y 0.27 0.07 21 3.81 <.001 0.13 0.41 34.74 (< .001) .54
M1-Y 0.07 0.05 .06 1.37 172 -0.03 0.18
M2-Y 0.50 0.06 45 7.86 <.001 0.38 0.63
Pathways Effect BootSE BootLLCl BootULCI
Total indirect effect 34 .06 .23 A7
Indirect 1 X->M1-Y .02 .02 -.01 .06
Indirect 2 X->M2-Y .30 .05 .20 41
Indirect 3 X->M1-M2-Y .02 .01 .00 .05

LLCI = Lower limit confidence interval; M1 = Diversity sensitivity orientation; M2 = Positive nursing organizational culture; SE = Standard error;

ULCI = Upper limit confidence interval; X = Diversity management; Y = Organizational commitment.

95% Cl= 20~41). Tipdereiel ZxlE<le] Aol Thapy
FgEol PP AR 2] o|FuPNERRIREINE Folst

Stk (effect = 02, 95% CI = 00~05) (Table 4) (Figure 1B).
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