Osmangazi Journal of Educational Research Volume 10(2), Fall 2023

RESEARCH Open Access

Suggested Citation: Ogiicii, T., & Giimiiseli, A. 1. (2023). The relationship between school principals’

diversity management behaviors and teachers’ job performance. Osmangazi Journal of Educational
Research, 10(2), 1-22.

Submitted: 04/11/2023 Revised: 08/12/2023 Accepted: 06/01/2024  DOI: 10.59409/0jer.1386197

The Relationship Between School Principals’ Diversity Management

Behaviors and Teachers’ Job Performance

*Tugba Ogiicii @, **Ali Ilker Giimiiseli

~
S

Abstract. This research scrutinizes the relationship between teachers’ perceptions of diversity
management by school principals and teachers’ job performances. For this research, a relational
survey model was utilized. The sample comprised 216 teachers who work in public middle school
Bakirkdy, Istanbul. The data were collected from teachers based on a “Diversity Management Scale”
and a “Teacher Job Performance Scale”. Mean, correlation, and regression analysis were used for
data analysis. Results showed that teachers’ perceptions of diversity management by school
principals were at “good” levels. Teachers’ perceptions of their job performances were high in mean
(X=4.41) in the “always” interval. Thus job performance of teachers can be interpreted as “very
good”. There was a moderately statistically significant positive relationship of 46.5% between
school principals’ diversity management and teachers' job performances. This suggests that
teachers’ job performance increases as school principals’ diversity management grades increase.
Also, school principals’ diversity management behaviors were found to affect teachers’ job
performances positively by 19.8%. Therefore school principals’ diversity management could be a
predictor of teachers’ job performance.
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In the globalizing world, and with the increase in social, economic, and political developments
and the migration movements created by these, there have been significant alterations in the
construction and demography of the population in many countries in recent years. These social and
societal changes also affect other factors that constitute society (Kevser, 2019, p.87). The most
important of these changes is the increasing prevalence of multicultural population structures.
Developed countries such as the USA, Australia, Belgium, Canada, India, and the United Kingdom
are considered multicultural countries and for these countries, workforce diversity is an important
issue that informs global competition (Mujtaba & Mujtaba, 2011, p.70). The multicultural structure
in Europe was formed after 1990 as a result of free movement and according to the EU constitution,
the motto of the EU was "united in diversity" (Kevser, 2019, p.87). Turkey, on the other hand, has
been a transit region for migration movements due to its geopolitical location and has become a
country that receives migration due to civil wars and other factors in neighboring countries. It can be
said that the population structure of Turkey has started to accommodate more diversity due to both
global competition and migration.

Changes that come with globalization can add differences to organizational management and
the workforce. In this context, the need for diversity management in organizations arises. Diversity
can be an opportunity as it enriches life and nurtures creativity. On the other hand, intolerance of
diversity also gives rise to conflicts that are difficult to manage. Therefore, effective diversity
management is a great value for organizations. To this extent, the importance of diversity and its
management emerge (Tozkoparan & Vatansever 2011, p.91). Organizations, where differences are
welcomed, accepted and embraced, can have qualities such as understanding, openness, honesty,
fearlessness, learning, responsibility, developed communication network, and avoidance of

extrajudicial execution (as cited in Memduhoglu, 2017, p.288).

The concept of diversity can be considered to have come to the fore in the field of management
after the 1950s (Sahin & Karakus, 2016, p.354). The concepts of equal employment, positive
discrimination, and diversity management have been on the agenda for the last forty years. Diversity
management is based on the political and philosophical debates created by the anti-discrimination
actions that started in the USA in the 1960s (Polat & Arslan, 2020, p.245). The Civil Rights Act was
signed in America in 1964 to prevent discrimination in the fields of education, housing, and
employment due to differences such as racial, ethnic, and gender (Dobbin et al.2007, p.22). Diversity
management has been evaluated as workforce diversity management after the 1980s (Sahin &

Karakus, 2016, p.354). Diversity management, which began to be implemented in the United States
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after the 1980s, tries to find solutions by evaluating various problems created by individual
differences at the level of individuals, organizations, and society (Polat & Arslan, 2020, p.245; Sahin
& Karakus, 2016, p.354). Diversity management, which is a managerial understanding, emerged after
the actions against discrimination and attempts to create equal opportunities in workplaces in the USA
and then spread all over the world (Polat & Arslan, 2020, p.245).

Bringing the concept of diversity and the management of diversity approach to the literature
was carried out in the USA in the 1990s (as cited in Polat & Arslan, 2020, p. 245). According to Pitts
(2009), R. Roosevelt Thomas, Jr. was one of the people who drew attention to the concept of diversity
management. In 1990 he called on organizations to take advantage of diversity as a power and
competitive advantage. However, he went beyond the discussion of difference as race and ethnicity
and started to interrogate the idea of what difference means. He argued that managing diversities

means managing demographic differences or all differences based on function (Pitts, 2009, p.329).

Diversity management is an approach that respects the similarities and diversities of persons
and treats each employee fairly by bringing different workforces together, as well as a planned process
to create and maintain an inclusive and positive work environment (Onsongo & Maina 2013, p.31;
Singh, 2018, p.251). It is also a management philosophy that leads to an increase in performance and
profit (Ozbilgin, 2007 as cited in Bakag et al., 2019, p.21). Diversity management approach requires
knowing the importance of differences in all kinds of human relations, seeing differences as richness,
and understanding differences as the dynamics of change and development (Memduhoglu, 2017,
p.263). Diversity management is concerned with seeing all members of the workforce as assets and
is more accepting of differences among employees (Singh, 2018, p.256). As a matter of fact, Singh
(2018) in his research exploring the relationship between the diversity management and acceptance
of differences revealed that diversity management has a positive impact on the acceptance of

differences.

The organizational benefits of managing diversity include increased competition and
productivity, job satisfaction, creativity, employee retention and cohesion, synergy, and cost
reduction. The disadvantages of not being able to manage diversity are communication problems and
an increase in conflicts, deterioration of working order, and a decrease in commitment (Balay et al.,
2014, p.234). While the organizational benefits of managing diversity may increase organizational
performance, performance may decrease in cases where diversity cannot be managed. In this context,

conflict may arise among employees and thus the stress of the employee may increase, motivation
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may decrease and job satisfaction may decrease. In addition, the emergence of injustice,
discrimination, and communication problems among employees can lead to insecurity, exclusion,
unhappiness, and intention to leave the job. It was found in Inegbedion et al. (2020) that when
employees perceived marginalization, disagreements and cultural differences at higher levels, then
the application of diversity management in the organization was more successful. Also, when

teamwork and diversity management were more competent, the organizations were more successful.

There are some problems that managers experience with employees with different
characteristics. These problems are; discipline, performance, communication, teamwork, taking risks
and initiatives, interpersonal conflict, feedback, and quality problems (Esty et al., 1995 as cited in
Siirgevil, 2008, p.96). It can be said that these problems can turn into creativity, problem-solving,
teamwork, high motivation, critical thinking, happiness, and satisfaction with effective diversity

management.

The most important factor for organizations to maintain their activities and reach their goals is
worker performance (Limon & Sezgin-Nartgiin, 2020 p.565). Employees seek to achieve their goals
based on an organizational standard. This means that “performance” can be defined as both the result
of the task and by the method used to get that result (Salajeghe & Tanabandeh, 2016, p.452-453).
With this definition of performance, an employee can expect different levels of success according to
their personal attributes, role, and other conditions (p.452). This concept of job performance includes
a different meaning from genereal the concept of performance. Job performance is “scalable actions,
behavior and outcomes that employees engage in or bring about that are linked with and contribute
to organizational goals’ (Viswesvaran & Ones 2000, p.216). Elements of job performance are
employee relations, attitudes, employee turnover, creativity, and productivity grades (Lagat et al.
2019, p.66). According to Motowidlo et al. (1997), job performance is behavioral (conditions that
cannot be controlled by the employee affect performance), episodic (the employee's inability to
contribute to organizational goals), evaluative (behaviors show differences in terms of their

contribution to organizational goals) and is multidimensional (p.72-75).

According to Risnah et al. (2022), teacher job performance is the performance of teachers while
fulfilling their responsibilities, and how they perform the learning process and evaluate the learning
outcomes (p.122). Teachers' job performance is not limited to teaching behavior in the classroom or
school; it is wherever students are and it is multidimensional (as cited in Limon & Sezgin-Nartgiin,
2020, p.567).
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Bhat and Beri (2016) proposed a concept for developing and measuring job performance,
building on earlier scholarship. It suggested a division between 1) Completing tasks to improve
organizational performance (Task Performance), 2) Completing tasks where the main goal is not
organizationa performance, (Contextual Performance) and 3) Actions made in response to new
demands or changesin the environment (Adaptive Performance) (p.937). This paper will be using

these three general divisions in evaluating teachers’ perception grades.

Task Performance is based on the success of employees in meeting appointed standards
(Altunova,2019, p.17). Contextual Performance can be a method of creating and maintaining
psychological, social, and organizational environments (as cited in Limon & Sezgin-Nartgiin, 2020,
p.566). This is where behaviors centered around rule-following, caring about a job, volunteering, and
institution loyalty shown by adopting institutional aims can be seen (Altunova, 2019, p.17). Adaptive
Performance is where the employee shows their coping behaviors, and ability to learn new approaches

and skills (as cited in Limon & Sezgin-Nartgiin, 2020, p.566).

Some studies reveal the relationship between diversity management and job performance in
organizations where differences are inevitable. When the literature is reviewed, the studies and their

results are given below.

Pitts (2009) concluded that diversity management had a positive and strong relation with job
performance. In their research in the communication sector, Makonyango and Bichanga (2015)
concluded that there was a positive relationship between effective workplace diversity management
and job performance. Kowo & Sariat (2018) show that diversity management practices are important
for any organization and are positively associated with high employee performance. Yesil and Purtas
(2018) concluded in their research in the textile industry that there was a positive relationship between
management diversities, corporate reputation, and the performance of the business. In Kocuk (2019),
it was found that diversity management applied in enterprises has a significant efficiency for
employee productivity. Keceli et al. (2020) recorded empirical findings that support the positive
impacts of diversity management on organizational and individual performance. In a literature
review, Kevser (2019) showed that diversity management provided a positive effect (Etsy et al.,
1995); the reason for decreased impact of minorities was the inability to manage diversity (Ensari, &
Miller, 2006); the relationship between diversity management processes and performance was
examined (Ozkaya et al., 2008; Siirgevil & Budak, 2008). In Bayar (2021), it was found that
management of individual differences had a negative impact on employee productivity.
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The above studies can show how diversity management is reflected in organizational and
individual performances. Accordingly, it can be said that diversity management in organizations has
positive and negative impacts on job performance. There was no research found showing the
relationship between diversity management in schools, which is one of the most important

organizations, and teacher job performance.

The fact that demographic, social, cultural, and individual differences are natural and
widespread makes it inevitable for individuals with different characteristics to work in the same
environment. In this context, as in all organizations, schools are places where differences are
experienced. Therefore, diversity management, which is important for all organizations, is also
important for schools as educational organizations. According to Ergiill and Kurtulmus (2014),
diversity management is more important in schools than in other organizations, since a school
environment where differences are not accepted and people are excluded, has negative effects on

students.

According to Cetin and Bostanci (2011), good management of schools with an approach that
includes diversity management and respect for diversity will create a democratic environment in those
schools. For this reason, school principals need to have some skills to foster an effective diversity
management process. Diversity management skills for managers’ could be listed as; being fair,
integrative, mediator, tolerant, empathizing, and preserving values (Polat & Olgiim, 2016, p.72).
Effective use of these skills can increase the success of the school by increasing the performance of
the teachers. As a matter of fact, in research (Harris & Sass, 2012) based on teacher performance
evaluation, it was found that teachers who were evaluated by principals as having higher performance
had higher success rates for their students. These skills can also form the basis of corporate culture
with concepts such as an environment of trust, respect, tolerance, empathetic behavior, perception of

justice, equality, inclusion and integration, merit and unconditional acceptance at school.

In schools where diversity is well managed, there will be no prejudices, discrimination, or
exclusion. This will create a democratic environment free from anxiety and fear, high performance,
and commitment to the school. In this context the main element of high performance at school is the
teacher. As a matter of fact, high teacher job performance is the most important factor in terms of the
quality of education. It is a significant factor when researching the grade of diversity management of

school principals and its impact on teacher job performance and how it may increase the quality of
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education. In this extent the main question of this research is to expose the impacts of school

principals' grade of diversity management on teacher job performance.

In this research, with the emergence of the relationship between the management of diversity
in schools and teacher job performance, there will be an opportunity for school principals to review
their managerial practices and approaches to diversity. In addition, no research has been found that
suggests a relationship between school principals' skill to manage diversities and teachers' job

performance. Thus, it can be said that the results of this research will contribute to the literature.
Aim of the Research

The main aim of the research is to analyze the relationship between teachers’ perceived
diversity management of school principals and teachers' job performance accordingly. To this end,

responses to the following questions were studied:

1. What is the grade of middle school teachers’ perceived diversity management of school

principals’?
2. What is the grade of middle school teachers’ perceived job performances?

3. Is there any statistically significant relationship between school principals’ diversity

management behaviors and teachers’ job performances, depending on teachers’ perceptions?
Method
Research Model

The current search investigates the relationship between teachers’ job performances and school
principals’ diversity management behaviors in 13 state middle schools in Bakirkdy, Istanbul. In the

search, a relational screening model is used.
Universe and Sample

The universe of the search consists of 493 teachers who work in middle schools in Bakirkdy
District of Istanbul Provincial in the 2021-2022 academic year. The sample consists of 216 teachers
who were selected with simple random sampling technique. The research was held with a sample of
216 teachers which was applied with the help of the formula below. The formula is as follows
(Ozdamar, 2003 as cited in Demir, 2019, p.17):

_ N.t’p.q 493(1,96)2(0,5)(0,5) B
"= EW D (0,05)2(493-1)+(1,96)2(0,5)(0,5) 216.16
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Data Collection Tools

The data collection tool consists of two sections. In the first section, there is a “Teacher Job
Performance Scale” and in the second section there is “Diversity Management Scale”. Both scales
are 5-point Likert scales. The scale scores were “l=Never”, “2=Rarely”, “3=Sometimes”,
“4=Mostly” and “5=Always” in the “Teacher Job Performance Scale” and “Diversity Management
Scale”. The mean scores and meanings that can be obtained from the Diversity Management Scale

are given in Table 1 (Ergiil & Kurtulmus, 2014, p.306).
Table 1.

Mean scores from the Diversity Management Scale and the meanings

Interval Meaning
1.00-1.80 Very bad
1.81-2.60 Bad
2.61-3.40 Partly good
3.41-4.20 Good
4.21-5.00 Very good

In the Teacher Job Performance Scale, it is seen that the scale results are distributed over a
width of 4/5 points. The meanings of the score range of the Teacher Job Performance Scale are

presented in Table 2.

Table 2.

Teacher Job Performance Scale score ranges and the meaning

Scores Interval Meaning

1 1.00-1.80 Never

2 1.81-2.60 Rarely

3 2.61-3.40 Sometimes
4 3.41-4.20 Mostly

5 4.21-5.00 Always

The Teacher Job Performance Scale was developed by Limon and Sezgin-Nartgiin (2020). The
scale consists of 37 items in total, including the task performance dimension with 16 items, contextual
performance dimension with 9 items, and adaptive performance dimension with 12 items. The
Cronbach's Alpha values are the reliability values of the scale. These values are .890 in the task

performance dimension, .881 in the contextual performance dimension, .889 in the adaptive
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performance dimension, and .93 in the overall scale. Ergiil and Kurtulmus (2016) have developed the
“Diversity Management Scale”. The scale has two dimensions as approach dimension and managerial
practices dimension and contains 20 items. The Cronbach's Alpha values are .91 in the approach

dimension, .88 in the managerial practice dimension, and .94 in the scale.
The reliability analysis of the scales was made by the researcher as follows:

The Cronbach's Alpha values of the Job Performance scale were found to be .937 in the scale,
.892 in the task performance dimension, .844 in the contextual performance dimension, and .897 in

the adaptive performance dimension.

In the Diversity Management Scale, Cronbach’s Alpha values are .968 overall, .942 in the
managerial practices dimension, and .956 in approaches dimension. Reliability analysis results show
that it is highly reliable across the scale and in its dimensions. The high grade of reliability overall
and in dimensions of the scales increases the expectation that the measurements and results of the

search will be consistent.
Data Analysis

For data analysis, the data were converted into numerical values and entered into the IBM SPSS
25 software. Before the analysis, the normal distribution of the mean scores of the scales and
dimensions was examined with the Kolmogorov-Smirnov test. The mean scores of the scales and
their dimensions were used for the findings regarding the perception grades of the teachers about the
diversity management and job performance. The relationship between the two scales was calculated
by Spearman Correlation analysis as one of the scales did not conform to the normal distribution. The
relation grade between the scales were arranged according to the following criteria (Alpar, 2020
p.444): 0.00-0.19 no relation; 0.20-0.39 weak relation; 0.40-0.69 intermediate grade relation; 0.70-
0.89 strong relation; 0.90-1.00 very strong relation. At the same time, regression analysis was
conducted to examine to what extent Diversity Management affects Teachers' Job Performance. In
the analyses, a 95% confidence grade and 5% margin of error were set and in the results, the statistical

value grade was seen as p<0.05.
Results
The Grades of School Principals’ Diversity Management

Mean scores of Diversity Management Scale based on teachers’ perceptions of the grades of

School principals’ diversity management are presented in Table 3.
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Table 3.

Information on School Principals’ Diversity Management Behavior Grades

Scale and Dimensions n X ss

Diversity Management Scale 216 4.20 0.77
Managerial Practices Dimension 216 4.22 0.76
Approaches Dimension 216 4.18 0.85

In Table 3, it was in sight that the mean score of perceived school principal diversity
management grades according to the teachers who participated in the search is (X=4.20). In this
context, according to the teachers’ perceptions, it can be suggested that school principals’ diversity
management grades are at a good grade, compared to the meanings of mean score on the scale. When
the dimensions of the scale is evaluated, school principals indicated very well (x = 4.22) performance
in managerial practices dimension and a good (kX =4.18) performance in approaches dimension.
According to these findings, it can be said that teachers are satisfied with the school principals'
approach to diversity and their managerial practices.

Teachers' Job Performance Grades

The mean scores of the job performance scale, which shows the perception grades of teachers’

job performances are presented in Table 4.
Table 4.

Information on Teachers' Job Performance Perception Grades

Scale and Dimensions n X SS

Job Performance Scale 216 441 0.37
Task Performance Dimension 216 4.59 0.33
Contextual Performance Dimension 216 4.06 0.59
Adaptive Performance Dimension 216 4.43 0.44

In Table 4, the perception grades of the teachers found in the research regarding job
performance were determined as the mean score (X = 4.41) and it is in the range of "always". It is in
sight that teachers' perceptions of task performance dimension (X = 4.59) and adaptive performance
dimension are in the range of "always", while their perceptions of contextual performance dimension
(X =4.06) are in the range of "mostly". Considering the mean score of teachers' perceptions, the task

performance dimension has the highest; contextual performance dimension has the lowest value.

10
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According to the perceptions of the teachers, it can be said that they fulfill the defined tasks
related to the teaching profession and adapt to changes. Contextual dimension, on the other hand,

may have been perceived at a lower grade due to extra-role behaviors.
Correlation Analysis

Since the Diversity Management Scale does not agree with the normal range, the Spearman
Correlation Coefficient is used to examine the relationship between the two scales. Spearman's
Correlation Coefficient is the non-parametric equivalent of the Correlation Coefficient. In other

words, it is the correlation coefficient used in cases where the assumption of normality is not met.

Findings regarding the relationship between school principals' grades of diversity

management and teachers' job performance.

According to the perceptions of the teachers participating in the search, the findings showing
the relationship between school principals’ diversity management and teachers' job performance are

presented in Table 5.
Table 5.

The Relationship Between Diversity Management Scale and Job Performance Scale

n Job Performance

Spearman

Diversity Management rho 216 .465*

p”<.05

In table 5 it is in sight that a positive 46.5% significant medium grade relation was found
between school principals' skills to manage diversities and teachers' job performance (Sig.=0.000 <
p=0.05). Based on this finding, it can be said that as teachers’ perceptions of school principals' skills

to manage diversities increase, teacher job performance also increases at a moderate grade.

In addition, according to the perceptions of the teachers participating in the search, the
relationship between diversity management and the dimensions of the job performance scale was also

analyzed and the findings are presented (see Table 6).

11
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Table 6.

The Relationship Between Dimensions of Diversity Management Scale and Dimensions of Job
Performance Scale

Task ]
Contextual Adaptive
Performance
Performance Performance
Managerial
] 21 .353* .355* .400*
o Practices

Diversity Spearman
Management rho

Approaches 21 .350* A423* 433*

p*<0.05

In Table 6, it can be seen that there was a low grade of positive correlation of 35.3% between
the Managerial Practices dimension of Diversity Management and the Task Performance dimension
of Job Performance, and 35.5% between the Contextual Performance dimension. Again, in the same
research, it was deduced that there was a 40.0% positive and meaningful medium-grade relationship
between the Managerial Practices dimension of Diversity Management and the Adaptive
Performance dimension of Job Performance. To this extent, it can be expressed that as teachers'
perceptions of managerial practices increase, their task performances and contextual performances

will increase at a low grade, and their adaptive performances will increase at a median grade.

Similarly, as seen in the table, there is a positive and low grade of correlation of 35% among
the Approaches dimension of Diversity Management and the Task Performance dimension of Job
Performance. Again, a positive moderate correlation of 42.3% was found between Approaches
dimension of Diversity Management and the Contextual Performance dimension of the Job
Performance, and 43.3% between the Adaptive Performance dimension. According to these results,
it can be said that where teachers' perception of approach to diversity management increases, the

contextual and adaptive performance dimension of job performance will also increase moderately.
Regression Analysis

The regression analysis examined the extent to which diversity management affects teachers'

job performance. In the regression analysis, it is sufficient for the dependent variable to provide the

12
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assumption of normality. In this  search, it is seen the mean scores of the Teacher Job Performance
Scale provide the assumption of normality.

Table 7.

Regression Analysis of School Principals’ Grades of Diversity Management and Teacher Job Performance

Std. Error
Model B p t F Rs R?
(Coefficient) 3.577 128 .000 27.917
Diversity Management .198 .030 .000 6.59 43.427 465 169

As seen in Table 7, school principals' grades of managing differences affect teacher job
performance show that there is a positive relationship between the grade of diversity management
and teacher job performance (R?=.169). In addition, it is seen that the behavior grades of diversity
management explain 16.9% of teacher job performance (R?>=.169). It was determined that the impact
of diversity management practice on teacher job performance was significant (F=43.427; p=.000).
The equation regarding the impact of school principals' grade of diversity management on teacher job

performance can be established as follows (t=27.917; p=.000):
Y Job Performance = 3.577 + 0.198 * X Diversity Management

When examining the regression equation, it is seen that school principals' diversity management
executions have a positive impact on teacher job performance. As a result, when one-unit increases
in the values of school principals' skill to manage differences, the teachers’ job performance will
increase by 0.198 units. In other words, it can be stated that the diversity management has a positive
impact of 19.8% on teacher job performance.

Discussion and Conclusion

The objective of this research was to analyze the relationship between school principals' grade
of diversity management and teacher job performance according to teacher perceptions. Three search
questions were used to achieve this aim. Discussions and conclusions regarding the analysis of the

search questions are below.

In the findings of the first search question, it was determined that school principals' skill to

manage differences was at a good grade according to teacher perceptions. It has been determined that

13
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the school principals' managerial practices regarding the diversity management are at a very good
grade, and their approaches to differences are at a good grade. In this context, school principals; it
can be said that they have positive perspectives, managerial practices and policies against differences.
In addition, it can be stated that school principals are respectful towards different thoughts, behaviors
and tendencies. In the schools participating in this research, it can be mentioned that there is no
discrimination and exclusion, no injustice, no ignorance of differences and there is a democratic
school environment. The result regards the views of teachers and principals made in high schools
(Memduhoglu, 2011) and preschool education institutions (Memduhoglu, & Ayyiirek, 2014). Dogan,
et al. (2015) showed that teachers' perception grade of diversity management was at the grade of
"agree". Sahin Kiliglar (2015) found that teachers' perceptions of school principals on diversity
management were high in their search in primary schools. Keskinkili¢ Kara and Alabay (2016) also
concluded that teachers and school principals had high perceptions of diversity management in pre-
school education. Bakag et al. (2019) found that teachers had positive views on diversity management
by school principals. Similarly, Karakas (2021) found that school principals and teachers had a high
grade of perceptions about diversity management. The results of these researches are parallel with
the consequence of the current search. In Cako (2012), according to teachers' perceptions, school
principals' diversity management was not at the expected level. Cetin and Bostanci (2014), according
to teachers' opinions, school principals' diversity management behavior grades were at the lowest
grade in the dimension of managing differences. Balay et al. (2014), diversity management is
moderate according to the perceptions of principals and teachers. In Balyer and Giindiiz (2010), it
was deduced that the perceptions of school principals and teachers regarding management diversity
in their schools were in the direction of "somewhat agree” and not very positive. The results of the
present search are not supported by these studies.

In the findings of the second question, teachers' perception of their job performance levels are
in the range of "always". It is seen that teachers' perceptions of task performance and adaptive
performance regarding job performance are in the range of "always”, and their perceptions of
contextual performance are in the range of "mostly”. According to the mean scores of teachers'
perceptions of their job performance grades, teachers' task performance is the highest and their
contextual performance is the lowest dimension. The mean scores of teachers' adaptive performance
are at a value between task and contextual performance. In this context, according to teachers'
perceptions, their job performance can be said to be at a very good grade. Teachers' task and adaptive

performance grades can be described as very good and their contextual performances as good. In

14
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Limon (2019), it was found that teachers' perception of their job performance, task performance, and
adaptive performance related to teacher job performance were in the range of "always" and their
contextual performances were in the range of "often". In several studies (Altunova, 2019; Sayin
Dilbaz & Arslan, 2018; Yilmaz & Cokluk Bokeoglu 2008), it was determined that teachers had the
opinion that their performances were sufficient. The results of this previous research are similar to
the results of the current research. In Sincer (2021), teachers' views on job performance were specified
at the grade of "strongly agree™, task performance, and adaptive performance, as the dimensions of
job performance, "strongly agree", and contextual performance "strongly agree"”. The results of this
research are also parallel with the results with the current research. One can say that the teachers who
participated in this research are responsible in their duties, adaptable to changes, and mostly showed
organizational citizenship behaviors (e.g. following the rules, caring about the job, volunteering to do
the job, devotion to the institution). At the same time, one can say that the self-efficacy beliefs of the

teachers attending in the search are at a higher grade.

The findings of the third search question show the increase in teachers' perceptions of school
principals on diversity management also moderately improves their job performance. However, it can
be said that school principals' skill to manage diversity is a predictor of teachers' job performance. In
other words, school principals' good diversity management can positively affect teacher work
performance. Pitts (2009) concluded that diversity management had a positive and strong relation
with job performance and job satisfaction. In research in the textile sector (Yesil, & Purtas, 2018), it
was concluded that diversity management had a positive impact on job performance. In research in
the communication sector (Makonyango, & Bichanga, 2015), it was found that there was a positive
relationship between effective managerial executions on workplace diversity and job performance. In
Kocuk (2019), it was concluded that diversity management applied in enterprises had a substantial
impact on employee productivity. Similarly, in research conducted in the maritime sector (Keceli et
al., 2020), it was found that diversity management increased job performance and employee
productivity. It can be said that the research results conform with the current research results. Bayar
(2021) found that individual-grade diversity management executions had a negative impact on

employee productivity, which did not support the current research’s findings.

In the current research, there is a low grade of a positive and significant relationship between
school principals’ managerial practices regarding diversity management and teachers' task
performance and contextual performance, according to teacher perceptions. It can be stated that the

administrative practices of the school principals regarding diversity affects the task performance of
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the teachers at a negligible grade. It can be said that this situation is related to the teachers'
perspectives on the task, their work discipline, and work ethic. Contextual performances of teachers
can be affected by school principals’ managerial practices and approaches to diversity at a low level.
As a matter of fact, the behaviors exhibited by teachers, such as volunteering, collaborative approach,
commitment to organizational goals, willingness, respect for friends, and effort are reflections of
contextual performance to behaviors (Robbins & Judge, 2012 as cited in Sekertag, 2021, p.24). It can
be said that the fact that teachers do their duties with extra-role behaviors is due to the love and

interest they have for their profession.

Administrative practices of school principals towards diversity and their approaches to diversity
affect teachers' adaptive performance positively and moderately. In other words, school principals'
effective diversity management and approach to diversity can positively affect teachers' adaptation to
changes. Accordingly, it can be said that teachers can readily settle with alterations in the process. It
is seen that school principals' approaches to differences increase teachers' contextual performance
positively and moderately. Also, the increase in the grade of the school principal's approach to
differences increases the organizational citizenship behaviors, which shows the contextual

performance of the teachers.

As a result, with this research, the perspectives of school principals’ managerial practices of
diversity management and approaches to diversity have emerged according to the teachers’
perceptions. In this context, it can be said that school principals have a respectful and tolerant
perception of differences. Concurrently, it can be stated that the job performance grade of teachers
increases with the reflection of these perspectives on managerial practices and approaches to
differences. In this case, it can be said that teachers are satisfied with the managerial understanding
of school principals and their approaches to diversity. Yardibi (2018) found that teachers' satisfaction
with their administrators had an impact on teachers' job performance. In the current search, it was
observed that the behaviors of school principals regarding diversity management positively affected
teachers' work performance. The teachers who participated in the research are thought to be the ones
who commonly fulfill the defined duties of the teaching profession, are responsible, can exhibit

organizational citizenship behaviors, and do not show resistance to change.

Effective diversity management in schools will increase teacher work performance. The high
performance of teachers, who are a factor in the success of schools, will increase the quality of
education. Thus, a qualified and trained workforce and population will be produced. In this context,
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it will be possible for Turkiye to be in an important position in the competitive environment brought

about by globalization.

This search reveals the impact of diversity management on teacher job performance in
participating schools. It also revealed the importance of school principals' managerial understanding
and approaches to diversity in terms of teacher job performance. It can be said that the research raises
awareness of school principals' managerial practices and approaches to diversity by pointing out the
positive impact of school principals' perspectives on diversity on teacher job performance. When the
books and articles are reviewed, no research was found that investigates the relationship between
diversity management and teacher job performance. Therefore, one can say that this research can

contribute to the literature.
Recommendations

The research is limited to the self reports of 216 secondary school teachers working in Bakirkdy
district. For this reason, it is recommended to research the relationship between diversity management
and teacher job performance at different grades, in different districts, and regions. Comparisons can
be made between the results obtained in the previous research. The cause and impact relationship can
be discussed in these comparisons. It would be beneficial to examine the search subject in the special
education area as well. In this way, teacher job performance can be compared within the scope of
diversity management in private and public schools. The relationship between diversity management
and teacher job performance can be examined together with variables that affect performance, such
as educational status and length of service in the organization. Awareness can be raised by including
diversity management and teacher job performance in the in-service trainings of school principals. In
addition, organizing trainings on diversity management can contribute to the effectiveness of school

principals’ administrative practices.

17



Ogiicii, T., Giimiiseli, A. I. (2024) | The Relationship Between School Principals’ Diversity Management Behaviors and Teachers’
Job Performance

About Authors

//_-'\___/'

First Author: Tugba Ogiicii is a doctoral candidate in educational administration and
supervision at Istanbul Okan University as well as a primary school teacher and assistant
principal. Her research focuses on educational administration, leadership, diversity

management, technology leadership, and competency-based job performance.

Second Author: Ali ilker Giimiiseli, who has many studies in the field of educational sciences,

is a professor of Educational Sciences at Istanbul Okan University.

Conflict of Interest

The authors declare that there is no conflict of interest. The authors contributed equally to the

study.
Funding
"No funding was received.".
Ethical Standards

The permission of this research was approved by decision number 25 of meeting number 154
of the ethics committee of Okan University held on 27.04.2022. Data were collected with the
permission of the scale owners. However, volunteer teachers working in public schools

participated in the research.

ORCID

Tugba Ogiicii © https://orcid.org/0000-0003-4026-6279

Ali Ilker Giimiiseli ® https://orcid.org/0000-0002-4200-4670

18


https://orcid.org/0000-0003-4026-6279
https://orcid.org/0000-0003-4026-6279
https://orcid.org/0000-0002-4200-4670

Osmangazi Journal of Educational Research ©OJER Volume 10, Number 2, Fall 2023

References

Alpar, R. (2020). Uygulamal: Istatistik ve Gegerlik-Giivenirlik [Applied Statistics and
Validity Reliability]. Detay Publishing.

Atunova, N. (2019). Swunif Ogretmenlerinin Is Performansini Etkileyen Faktérlerin
Incelenmesi: Bir Q Metodu Arastirmasi [An investigation of factors affecting
classroom teachers' job performance: A Q method analysis]. (Unpublished
master's thesis). Gaziantep University, Gaziantep.

Bakag, N., Ok¢u, V., & Erdem, M. (2019). Farkhliklarin Y®6netimine Iliskin Okul
Yéneticilerinin ve Ogretmenlerin Gériisii [Opinions of School Administrators
and Teachers Related to management of Diversity]. Anatolian Journal of
Educational Leadership and Instruction, 7(2), 19-56.

Balay, R., Kaya, A., & Ge¢dogan-Yilmaz, R. (2014). Egitim Y oneticilerinin Hizmetkar
Liderlik Yeterlikleri ile Farkliliklar1 Yonetme Becerileri Arasindaki Iliski. [The
relationship between servant leadership competencies and diversity management
skills among education managers]. Egitim Bilimleri Arastirma Dergisi, 4(1), 229-
249. https://doi.org/10.12973/jesr.2014.40s14a

Balyer, A., & Giindiiz, Y. (2011). Yonetici ve 6gretmenlerin okullarinda farkliliklarin
yonetimine iliskin algilarinin incelenmesi [Examining the perception of
administrators and teachers related to diversity management in their schools].
M.U. Atatiirk Egitim Fakiiltesi Egitim Bilimleri Dergisi, 32(2), 24-43.

Bayar, M. (2021). Etkili Farklilik Yonetiminin Calisanlarin Verimliligine Etkileri
(Effects of Effective Diversity Management on Employee Productivity). Journal
of Business Research - Turk, 4(13), 3835-3857.
https://doi.org//10.20491/isarder.2021.1359

Bhat, S. A., & Beri, A. (2016). Development and validation of teachers perceived job
performance. Man in India, 96(4), 935-944.

Cako, G. (2019). [lkégretim Okullarinda Ogretmen Algilarina Gére Yoneticilerin
Farkliliklar: Yonetimi Becerileri Ile Degisime Direncleri Arasindaki Iliski [The
Relationship Between Diversity Management Skills of Administrators and Their
Resistance to Change With Respect]. (Unpublished master's thesis). Trakya
University, Edirne.

Cetin, N., & Bostanci, A. B. (2011). Ilkdgretim Okullarinda Okul Yéneticilerinin
Ogretmenler Arasindaki Farkliliklar1 Yonetme Durumu [School Managers’
Management Situation of the Differences Among the Teachers in Primary
Schools]. Sakarya University Journal of Education, 1(2), 1-10.

Demir, E. (2019). Notlarim: Ornekleme Kurami. [My Notes: Sampling Theory]. Ankara
University.

Dobbin, F., Kalev, A., & Kelly, E. (2007). Diversity Management in Corporate America.
Contexts, 6(4), 21-27.

Dogan, S., Ugurlu, C. T., Topgu, 1., & Yigit, Y. (2015). Farkliliklarmn Y&netimi ile

Ogrenen Okul Arasindaki Iligkinin Ogretmen Algilarma Gore Incelenmesi
[Examination of the Relationship between Diversity Management and Learning
School according to the Teacher's Perceptions]. Ahi Evran Universitesi Kirsehir
Egitim Fakiiltesi Dergisi (KEFAD), 16(2), 121-140.

Ergiil, H. F., & Kurtulmus, M. (2014). Farkliliklar Yonetimi Olceginin Gegerlilik
Giivenirlik Calismas1 [Validity and Reliability Study of The Scale of Diversity
Management). Dicle Universitesi Ziya Gékalp Egitim Fakiiltesi Dergisi, 22, 298-
312.

19



Ogiicii, T., Giimiiseli, A. I. (2024) | The Relationship Between School Principals’ Diversity Management Behaviors and Teachers’
Job Performance

Harris, D. N., & Sass, T. R. (2012). Skills, Productivity and the Evaluation of Teacher
Performance. Andrew Young School of Policy Studies Research Paper Series No.
12-11W. J. Usery Workplace Research Group Paper No. 2012-3.
https://dx.doi.org/10.2139/ssrn.2020717

Inegbedion, H., Sunday, E., Asaleye, A., Lawal, A., & Adebanji, A. (2020). Managing
Diversity ~ for  Organizational Efficiency. Sage  Open, 1-10.
https://doi.org/10.1177/2158244019900173

Karakas, O. (2021). Okullarda Farkliliklarin Yonetiminin Liderlik Kapasitesiyle Iliskisi
[The relationship between diversity management and leadership capacity].
(Unpublished master's thesis). Necmettin Erbakan University, Konya.

Keceli, Y., Zaim, H., Kum, S., Dinc, M. S., & Momin, M. (2020). The Impact of Diversity
Management and Leadership on Performance in Maritime Industry.
EuroEconomica Business Administration And Business Economics, 1(39), 58-72.

Kara Keskinkilig,S. B., & Alabay, E. (2016). Okul Oncesi Ogretmenlerinin Farkliliklarin
Yénetimine iliskin Algilarinin Incelenmesi [Preschool Teachers’ Perception of
Diversity Management]. Hitit Universitesi Sosyal Bilimler Enstitiisii, 2, 721-742.
https://dx.doi.org/10.17218/hititsosbil.280813

Kevser, M. (2019). Farkliliklarin Yonetimi Kavramina Yonelik Kuramsal Bir
Degerlendirme.[A Theoretical Evaluation of The Concept of Diversity
Management]. Uluslararasi Isletme ve Ekonomi Calismalar: Dergis, 1(2), 86-95.

Kocuk, D. (2019). Isletmelerde Farkliliklarin Yéonetiminin Calisan Verimliligine Etkisi
[The effect of diversity management on employee efficiency]. (Unpublished
master's thesis). Marmara University, Istanbul.

Kowo, S. A., & Akimbola, O. S. (2018). Effects of Workforce Diversity on Employees’
Performance in Stallion Group of Company. Case Studies Journal, 7(4), 15-30.

Lagat, A. C., Ochieng, I. O., & Owili, P. (2019). The effect of management of diversity
dimensions on employee performance in selected Public Universities in Kenya.
Journal of Business and Management, 21(11), 66-71.
https://doi.org/10.9790/487X-2111046671

Limon, 1. (2019). Egitim Orgiitlerinde Degisim Yorgunlugu, Egitim Politikalar:
Baglaminda Moral Yitimi ve Is Performansi Arasindaki Iliski [The relationship
among change fatigue, demoralization in educational policy context and job
performance in educational organizations]. (Unpublished doctoral dissertation).
Abant Izzet Baysal University, Bolu.

Limon, 1., & Sezgin-Nartgiin, S. (2020). Development of teacher job performance scale
and determining teachers' job performance level. Journal of Theoretical
Educational Science, 13(3), 564-590. http://dx.doi.org/10.30831/akukeg.642340

Makonyango, E., & Bichanga, W. O. (2015). Contribution Of Employee Diversity
Management On Job Performance In Kenya's Telecommunication Industry.
International Journal of Social Sciences and Information Technology, 1(5), 1-20.

Memduhoglu, H. B. (2011). Liselerde farkliliklarin yonetimi: Bireysel tutumlar, 6rgiitsel
degerler ve yonetsel politikalar [Diversity Management in High Schools:
Individual Attitudes, Organizational VValues and Administrative Policies]. Mersin
University Journal of the Faculty of Education, 7(2), 37-53.
https://doi.org/10.17860/efd.60648

Memduhoglu, H. B. (2017). Farkliliklarin Y6netimi. H. B. Memduhoglu, & K. Yilmaz'da
(Ed.), Yonetimde Yeni Yaklagimlar [New Approaches in Management] S. 263-
298. Pegem Akademi.

20



Osmangazi Journal of Educational Research ©OJER Volume 10, Number 2, Fall 2023

Memduhoglu, H. B., & Ayyiirek, O. (2014). Ogretmenlerin ve okul ydneticilerinin
goriislerine gore anaokullarinda farkliliklarin yonetimi [Diversity Management in
Preschools in the Views of Teachers and School Administrators]. Journal of
Educational Sciences Research, 4(1), 175-188.

Motowidlo, S. J., Borman, W. C., & Schmit, M. J. (1997). A theory of individual
differences in task and contextual performance. Human Performance, 10(2), 71—
83. https://doi.org/10.1207/s15327043hup1002_1

Mujtaba, B. G., & Mujtaba, L. (2011). Diversity Awareness And Management in Adult
Education in Adult Education. Journal of College Teaching & Learning, 1(3), 65-
74,

Onsongo, E. N., & Maina, Z. R. (2013). Employee Attitudes towards Organizational
Diversity on Business Performance; Perspectives from the Small and Medium
Enterprises Employees in Kisii Town. Review of Contemporary Business
Research, 2(1), 30-40.

Pitts, D. W. (2009). Diversity Management, Job Satisfaction, and Performance: Evidence
from U.S. Federal Agencies. Public Administration Review, 69(2), 328-338.
https://doi.org/ 10.1111/j.1540-6210.2008.01977.x

Polat, S., & Arslan, Y. (2020). Farkliliklar Liderligi. K. Yilmaz (Ed.), Liderlik Kuram-
Arastrma-Uygulama  (Leadership Theory-Research-Application) 245-260.

fletisim.
Polat, S., & Olgiim, D. (2016). Characteristics of Diversity Leadership According to
Teachers. Anthropologist,, 24(1), 64-74.

https://doi.org/10.1080/09720073.2016.11891990

Risnah, R., Fitria, H., & Setiawan, A. A. (2022). The Influence of Work Culture and
Organizational Commitment on Teacher Performance. JMKSP (Jurnal
Manajemen, Kepemimpinan, dan Supervisi Pendidikan), 7(2), 121-133.

Salajegh, S., & Tanabandeh, M. (2016). An Explanation of the Relationship Between
Organizational Indifference and Job Performance of Staffs with the Mediating
Role of Cultural Intelligence (A Case Study: Customs Office Staffs In Tehran).
I10ABJ, 7(3), 452-459.

Saym Dilbaz, S., & Arslan, H. (2018). Ogretmen ve okul ydneticilerinin performans 6z
degerlendirme sonuglarinin okul kademesi ve mezuniyet degiskeni agisindan
incelenmesi  [The Investigation of Teacher and School Administrators'
Performance Self-Evaluation Results in Terms of Grades of School and
Graduation Factors] Igdir University Journal of Social Sciences, 16, 537-564.

Sincer, S. (2021). Ogretmen Performansi, Orgiitsel Sadakat ve Karizmatik Liderlik
Arasindaki Hliskinin Incelenmesi: Bir Karma Yontem Arastirmasi [Examining the
relationship between teacher performance, organizational loyalty and
charismatic leadership]. (Unpublished doctoral dissertation). Hacettepe
University, Ankara.

Singh, S. (2018). Diversity Management In The Age Of Globalisation. Journal of
Management, 251-257.

Siirgevil, O. (2008). Farklilik ve Isgiicii Farkliliklarimin Yonetimine Analitik Yaklagim
[Diversity and an analytic approach to workforce diversity management].
(Unpublished doctoral dissertation). Dokuz Eyliil University, Izmir.

Sahin Kilglar, E. (2015). Ilkégretim kurumlarinda farkliliklarin yénetimine iliskin
ogretmen goriislerinin incelenmesi. [Examining the perceptions of primary

21



Ogiicii, T., Giimiiseli, A. I. (2024) | The Relationship Between School Principals’ Diversity Management Behaviors and Teachers’
Job Performance

school teachers on diversity management]. (Unpublished master's thesis). Gazi
University, Ankara.

Sahin, F., & Karakus, S. (2016). Farkliliklarin Y6netimi. S. Glirbliz ve H. Sesen *de (Ed.),
Yonetimde Giincel Konular [Current Issues In Management] 344-365. Beta.

Sekertag, F. (2021). Beden Egitimi ve Spor 6gretmenlerinin pedagojik bilgi ve beceri
diizeyleri ile Beden Egitimi Ogretmenligi meslegine iliskin inanglarinin is
performansina etkisi/The Effects of Physical Education Teachers' pedagogical
knowledge and skill levels and their beliefs Regarding the Physical Education
Teaching Profession on job performance. (Unpublished master's thesis). Trabzon
University.

Tozkoparan, G., & Vatansever, C. (2011). Farkliliklarin ydnetimi: insan kaynaklari
yoneticilerinin farklilik algis1 {izerine bir odak grup c¢aligmasi[Diversity
management: A focus group study of perception of diversity among human
resource managers]. Akdeniz I.LB.F. Dergisi, 11(21), 89-109.

Viswesvaran, C., & Ones, D. S. (2000). Perspectives on Models of Job Performance.
International Journal of Selection and Assessment, 8(4), 216-226.

Yardibi, N. (2018). Ogretmenlerin Yoneticilerden Memnuniyet Diizeylerinin s
Performanslarina Etkisi [The Impact of Teacher Satisfaction Levels from
Managers on Business Performance]. Mersin Universitesi Egitim Fakiiltesi
Dergisi, 14(1), 426-435.https://doi.org/dx.doi.org/10.17860/mersinefd.401087

Yesil, S., & Purtas, S. (2018). Farkliliklarin Yénetimi, Kurumsal Itibar ve Isletme
Performans: Uzerine Etkileri: Tekstil Sektoriinde Bir Alan Arastirmasi. [The
effect of diversity management on corporate reputation and firm performance: A
field study in textile industry] . Kahramanmaras Siitcii Imam Universitesi Iktisadi
ve Idari Bilimler Fakiiltesi Dergisi, 2(7), 174-194.

Yilmaz, K., & Cokluk Békeoglu, O. (2008). ilkdgretim Okulu Ogretmenlerinin Yeterlik
Inanglari[Primary School Teachers’ Belief of Efficacy]. Ankara University,
Journal of Faculty of Educational Sciences, 41(2), 143-167.

22



