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The aim of this study is to examine how faculty perceptions of the diversity climate affect faculty extra role 
behaviors and subsequently students’ satisfaction with their academic performance. The results indicate 
that the diversity climate of respect among faculty is positively related to their extra effort and going above 
and beyond for students. As well, that the effects of both student perceptions of the diversity climate of 
respect and student perceptions of faculty extra role behaviors on their satisfaction with academic 
performance are not only significant but connected. We also investigate the moderating effect of student 
race on that relationship.  This study finds that student race and ethnicity play a role on how the diversity 
climate of respect affects their satisfaction with their academic performance. 
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INTRODUCTION 
 

Given the demographic changes of the population in the U.S., the proportion of racial and ethnic 
minorities attending public and private non-profit four-year colleges and universities continues to increase 
substantially (Fry & Cilluffo, 2019). According to the 2019 NCES (National Center for Education Statistic) 
report between 2000 and 2016, college enrollment rates increased by 17% for Latinx students, and 5% for 
Black students, while the increase for White students was 3% (de Brey, et al., 2019). Proactively promoting 
a climate in which diverse students of all backgrounds feel respected and can excel is indispensable for 
educational institutions (Bowman & Denson, 2014; Schachner et al., 2019). Research conducted on 
institutions of higher education consistently finds that student perceptions of the diversity climate are indeed 
associated with important outcomes such as college adjustment, sense of belonging, satisfaction, grades, 
and persistence (e.g., Bowman & Denson, 2014; Fischer, 2007; Locks et al., 2008; Nora & Cabrera, 1996). 
These outcomes lead to degree completion which is one major reason this is such an important area of 
study. Moreover, research on diversity climate from a faculty perspective is somewhat scant, particularly 
in higher education, as the focus has been predominantly on the experiences of students. The research 
conducted on minority faculty finds disparities in recruitment, lack of support of faculty of color, and subtle 
biases within institutions (Piercy et al., 2005). Minority faculty also report feeling isolated and discouraged, 
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experiencing offensive humor (by colleagues) and racial micro-aggressions, and having concerns with 
institutional hiring practices (Bennett et al., 2011). What is not evident in the literature is the link between 
faculty perceptions of the diversity climate and the effect on student outcomes. To date, few studies have 
examined the impact of diversity climate on faculty performance, and none, to our knowledge, have 
investigated the impact that the climate of respect has on extra-role behaviors of faculty, more specifically, 
going above and beyond for students.   

We draw from the organizational literature on employee perceptions of the extent to which an 
organization values and respects differences through their diversity-related policies, practices, and 
procedures (Kossek & Zonia, 1993; Lauring & Selmer, 2011; Pugh et al., 2008; Singh et al., 2013). This 
research has demonstrated that a pro-diversity climate can enhance employee performance and 
organizational outcomes (Foster & Harris, 2005; Gonzales & DeNisi, 2009; Kearney & Gebert, 2009; 
McKay et al., 2007; Mor Barak et al., 1998; Nishii, 2013; Wrench, 2005) such as, reduced turnover, 
improved corporate image, greater creativity and problem-solving, increased market share and, most 
relevant to this study, extra-effort behavior or organizational citizenship behavior (Cox, 1994; DiPaola & 
Hoy, 2005; Joshi et al., 2006; Köllen, 2016; Kundu & Mor, 2016; Moon, 2016; Sacco & Schmitt, 2005; 
Triana et al., 2015). Therefore, we consider faculty as employees of the institution and in Study 1 examine 
their perceptions of the climate of respect and the effect on their extra role behaviors. In Study 2, we 
investigate the effect of faculty extra role behaviors on student satisfaction with their academic 
performance. This line of research is relevant for student outcomes, in light of evidence from the business 
setting suggesting that employees from underrepresented groups (e.g., minorities and women) often feel 
marginalized, excluded or discriminated against (Lauring & Selmer, 2011; Moeller et al., 2010), thereby 
limiting their motivation and ability to contribute to their organizational goals (Blank & Slipp, 1994; 
Goldman et al., 2006; Mc Kay, et al., 2008; Roberson & Block, 2001).   

We build on this work by integrating it with diversity climate research conducted in academic settings 
to better understand the relationship between diversity climate, faculty extra role behaviors and student 
outcomes. We examine faculty extra role behaviors given that generally faculty are not closely monitored 
or supervised in the traditional sense and going above and beyond their role is especially important in 
academic contexts (George & Jones, 1997; LePine et al., 2000). Extra role behaviors are defined as positive 
and discretionary behaviors that are 1) not specified in advance by role prescriptions, 2) not recognized by 
formal reward systems, and 3) not a source of punitive consequences when not performed by job incumbent 
(Van Dyne & LePine, 1998). Studies suggest that students who perceive their faculty members to be caring 
and have positive informal interactions with them report higher satisfaction with college and enhanced 
intellectual and personal development (Lamport, 1993). We are interested in assessing the role of the 
climate of respect and its impact on faculty extra role behaviors and their propensity to go above and beyond 
one’s specific job duties to influence student outcomes. We focus on climate of respect, because existing 
literature consistently ranks respect as one of the most important, valuable and desirable work values (Van 
Quaquebeke et al., 2009; Robotham & Cortina, 2019). In their recent study, Robotham and Cortina (2019) 
study generalized respect as equitable treatment of all employees, and they found that climate of respect 
predicts harassment based on sex and ethnicity above and beyond the effects of climate for harassment. In 
the second study, we test our model with students’ satisfaction with their academic performance as a student 
outcome, given the far-reaching consequences of high student satisfaction including increased motivation 
for learning, higher self-efficacy, deeper cognitive learning, and ultimately yielding better academic 
achievement (Baturay, 2011; Cole et al., 2014; Kim & Lee, 2015; Lin et al., 2019; Portolese & Trumpy, 
2014; Shakurnia et al., 2014). To advance our understanding of the implications of these relationships to 
diverse racial groups, we further examine the moderating role of student race and ethnicity on student 
satisfaction with academic performance. 

We hope to make several contributions to the literature. First, our research extends the diversity climate 
literature by examining the dual effect of climate of respect on both faculty and students. While diversity 
climate on campuses has been studied in institutions of higher education, this has occurred predominantly 
through the lens of students. By focusing on both student and faculty perceptions of the diversity climate, 
this allows us to capture more fully the impact of campus diversity climate on student outcomes. Second, 
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by focusing on faculty extra role behaviors, this study not only examines the relationship between faculty 
perceptions of the diversity climate on faculty extra role behaviors, but also examines how this discretionary 
effort contributes to student outcomes. Scholars who study contextual performance and workplace diversity 
contend that employees who perceive a positive diversity climate are more willing to exert extra effort 
(Chung et al., 2015; Podsakoff et al, 2000), yet few studies have investigated these relationships in the 
context of higher education. We extend this literature by not only examining the effect of climate of respect 
on faculty extra role behaviors, but also how these two variables affect student satisfaction with academic 
performance.   

Finally, by investigating the role of student race and ethnicity as a moderator, our study contributes to 
the broader literature on diversity. Research has shown that diverse student groups view the campus 
diversity climate differently (Cabrera et al., 1999; Hurtado et al., 2015; Hurtado & Carter, 1997; Hurtado 
& Alvarado, 2012; Nguyen et al., 2018). The current study sharpens our understanding of the role race 
plays, by suggesting that the effect of diversity climate of respect on student satisfaction with their academic 
performance varies as a function of race.  
 
LITERATURE REVIEW AND HYPOTHESES 
 
Diversity Climate 

Organizational diversity climate is an emerging area of scholarly research that focuses on individual 
perceptions of the extent to which an organization provides all employees with equal opportunity to succeed 
and values their contributions. Diversity climate can be viewed as part of a sense-making process, leading 
to shared meaning of ‘the way things are around here’ regarding an organization’s commitment to 
maintaining diversity and eliminating discrimination in the workplace (Lauring & Selmer, 2011). 
According to Cox’s (1994) interactional model of cultural diversity, employee perceptions of organizational 
diversity climate play a significant role in shaping their affective and behavioral outcomes (Chung et al., 
2015; Singh & Selvarajan, 2013). Positive organizational contexts such as a supportive diversity climate 
foster a socially integrated workforce (Singh & Selvarajan, 2013), and encourage employees to become 
more emotionally attached to the organization (Chung et al., 2015; Gonzalez & DeNisi, 2009; McKay et 
al., 2007). These attitudes will likely induce employees with greater commitment to their jobs and promote 
their work motivation, which should increase their willingness to engage in tasks that go beyond the call of 
duty (Chung et al., 2015; Podsakoff et al., 2000). Prior research from business settings supports this 
contention. For example, Gonzalez and DeNisi (2009) found that organizational support for diversity is 
associated with extra effort or discretionary behavior.  

The limited evidence from recent studies in academic settings indicates that faculty perceptions of 
diversity climate will likely promote faculty performance including citizenship behavior. For example, 
Lauring and Selmer (2011) found that the diversity climate was positively related to group performance in 
an academic department. Bennett and colleagues (2011) report that the faculty experience of the campus 
diversity climate played a significant role in their ability to support, advocate, and be present for Black and 
Latinx/Hispanic students. In yet another study, Milem (2001) indicates that fair treatment of faculty of color 
and women predicted civic responsibility and student centeredness. 

Furthermore, consistent with the extant literature, we contend that faculty, as employees of institutions 
where they are treated with respect and dignity, are more likely to go above and beyond their stipulated job 
requirements. Previous research suggests that “employees’ courteous, respectful and caring behavior”, 
fosters positive behaviors such as organizational citizenship behavior (Erum et al., 2020; p.359)]. As a 
result, we contend that diversity climate, specifically climate of respect, will have an impact on the extra 
role behaviors of faculty in an academic setting. 
 
Faculty Extra-Role Behaviors 

Researchers have long recognized that successful organizations rely on employees who go above and 
beyond their formal job responsibilities (e.g., Katz 1964). This discretionary effort has been studied under 
different labels such as extra-role performance, organizational citizenship behavior, and contextual 
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performance. Teaching is by nature a complex activity requiring professional judgments, and as such cannot 
be adequately prescribed in job descriptions or contracts, therefore, faculty extra role behaviors is an 
especially important aspect of the performance of faculty in academic settings (DiPaola & Hoy, 2005). 
DiPaola and Hoy (2005) did find a significant relationship between student achievement and the level of 
faculty organizational citizenship behavior in a high school setting.   

As noted by several researchers, carrying out core job tasks is necessary but not sufficient for job 
effectiveness in academic settings. Faculty are primarily responsible for the classroom experience of their 
students, so it follows that the extent to which faculty go above and beyond their prescribed role will 
influence student perceptions of their educational experience, including satisfaction with their academic 
performance. Indeed, this assertion is further supported by research conducted in service industries, where 
extra effort and organizational citizenship behaviors have been linked to client satisfaction. In fact, in their 
meta-analysis, Podsakoff and colleagues (2009) showed that organizational units characterized by high 
levels of organizational citizenship behaviors had more satisfied customers. While we are not suggesting 
that students are clients per se, we are illustrating the important impact of extra role behaviors in non-
academic settings.   

Faculty who exert extra effort, for example, voluntarily go above and beyond their prescribed role, 
engage in behaviors such as working with students outside of the classroom or beyond office hours to ensure 
their success, mentor students about career goals and opportunities, and spend time on innovative course 
material/activities that will help prepare students for the workplace (DiPaola & Hoy, 2005) and therefore 
achieve the mission and goals of the institution. Such behaviors are likely to lead to higher student 
performance thereby improving student satisfaction with their academic performance. Faculty extra role 
behaviors is, therefore, expected to promote student satisfaction with their academic performance 
(Jimmieson et al., 2010). While discretionary effort has been researched extensively in business settings 
and yielded important insights, research examining the effect of faculty extra role behaviors on student 
outcomes is sparse as few studies have been conducted in academic settings (DiPaola & Tschannen-Moran, 
2001). Students in settings that benefit from high faculty extra role behaviors are likely to experience even 
greater satisfaction with their academic performance than those in settings with low faculty extra role 
behaviors. Diversity climate and the demographic make-up of students play important roles in students’ 
satisfaction with their academic performance. However, we contend that faculty extra role behaviors are 
understudied factors that are equally important and should have a positive effect on students’ satisfaction 
with their academic performance. Indeed, Reid and Radhakrishnan (2003) found that students’ overall 
satisfaction with their university was most related to academic concerns. 
 
Hypothesis 1: Climate of respect is positively related to faculty-reported extra role behaviors and going 
above and beyond for students. 
 
Campus Climate  

According to Hurtado and colleagues (2012), campus climate for diversity can be conceptualized as a 
product of four elements: (1) historical legacy of inclusion and exclusion of various racial/ethnic groups; 
(2) structural diversity in terms of numerical representation of various racial/ethnic groups; (3) the 
psychological climate of perceptions and attitudes between and among groups; and (4) the behavioral 
climate dimension, characterized by intergroup relations on campus. They posit that these dimensions are 
all connected and influence each other. In this study, we focus on the psychological dimension. As noted, 
research indicates that students perceive the campus climate as a function of their race, with students of 
color reporting more prejudice, discrimination, and racist campus environments (Hurtado et al, 1998; 2012; 
2015; Harper & Hurtado, 2007; Nguyen, et al., 2018). For example, Loo and Rolison (1986) found that 
while 68 percent of White students perceived their university as supportive of minority students, only 28 
percent of the African American and Latinx students reported similar support. Similarly, Cabrera and Nora 
(1994) found that while students of color were more sensitive to different forms of prejudice and 
discrimination, White students were less likely to perceive such nuances.  
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As such, these perceptions of the campus climate are important as they can have real consequences for 
both minority and majority student outcomes. In one longitudinal study, Latinx student perceptions of racial 
tension between groups on campus in their first year had a consistently negative effect on their academic 
and psychological adjustment in subsequent college years (Hurtado et al., 1996; 1998). In another study at 
a university perceived as having a high level of alienation, there was less satisfaction and more social 
alienation among African American and Asian American students (Bennett & Okinaka, 1990). That said, 
several studies indicate that White students are also affected by the climate for racial/ethnic diversity. Nora 
and Cabrera (1996) report that White student persistence in college was both directly and indirectly 
influenced by perceptions of discrimination. Of significance to the present study is research that suggests 
that climate for diversity is linked to student satisfaction. In their 1998 study, Hurtado and colleagues found 
that students attending desegregated institutions with more campus racial diversity were more likely to 
express greater satisfaction. Because students who perceive supportive diversity campus climates are more 
likely to feel valued and supported by the institution, feeling supported through the extra role behaviors of 
faculty should also be more salient, and thus promote higher student satisfaction with academic 
performance. We contend that when students perceive respect for their identity in the university setting, 
their positive experiences are not only influenced by the university’s climate, but also by the faculty extra 
role behaviors which are also influenced by the university’s climate.  
 
Student Race and Ethnicity  

Diversity climate is important to all individuals (Hicks-Clarke & Iles, 2000; McKay et al., 2007) 
because everyone, irrespective of the identity group they belong to, wants to be valued and treated fairly. 
However, theory and research suggest that differences in organizational experiences are apt to make it more 
significant to members of certain identity groups (McKay et al., 2011). According to social identity theory 
(SIT; Stryker, 1968; Tajfel & Turner, 1986), people categorize themselves into social groups based upon 
salient characteristics such as race, ethnicity, sex, age, and national origin, and attach meaning to 
membership in these identity groups (McKay et al., 2011). Furthermore, our perception of the social context 
is shaped by our group membership (Alderfer, 1987). Consequently, perceptions of diversity-related 
policies and practices that indicate the extent to which the organization values different identity groups, 
will be affected by identity group membership. Existing research suggests that in business contexts (McKay 
et al., 2007; 2008) as well as academic settings (e.g., Loo & Rolison, 1986; Hurtado et al., 1996; Nora & 
Cabrera, 1996), diversity climate perceptions vary based on racial identity groups (Kossek & Zonia, 1993; 
McKay et al., 2007; Singh & Selvarajan, 2013). Organizations with work climates perceived to value 
diversity are more attractive to women and minorities compared to organizations that do not explicitly 
promote diversity practices (Avery, 2003; Brown et al.,  2006; Lambert, 2015; Perkins et al., 2000).  

We, therefore, examine the effect of the climate of respect on faculty extra role behaviors and going 
above and beyond for students and satisfaction with academic performance. In our first study, we test the 
relationship between faculty reported climate of respect and their faculty extra role behaviors and going 
above and beyond for students. We then confirm the relationship in Study 2 and contend that climate of 
respect and faculty extra role behaviors impact student satisfaction with their academic performance.  
Finally, we propose that this relationship will differ based on group membership.  
 
Hypothesis 2:  Climate of respect is positively related to students’ satisfaction with their academic 
performance. 
 
Hypothesis 3: Faculty extra role behaviors is positively related to students’ satisfaction with their academic 
performance. 
 
Hypothesis 4: Climate of respect affects students’ satisfaction with academic performance both directly 
and indirectly through faculty extra-role behaviors. 
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Hypothesis 5: The effect of climate of respect on students’ satisfaction with academic performance differs 
for minority students compared to non-Hispanic White students, such that the effect of climate of respect 
on student satisfaction with academic performance will be more salient for minority students. 
  
METHODOLOGY 
 
Sample and Procedures 

Quantitative data for this study was collected from a private university in the Midwest region of the 
U.S.A. as part of a broad university wide survey administered online. In Study 1, faculty were invited to 
participate in a faculty survey and the data were used to test Hypothesis 1. In Study 2, students were invited 
to participate in a student survey and the data were used to test Hypotheses 2-5.   
 
Study 1  

Participants. Faculty were invited to participate in a voluntary and anonymous faculty online survey. 
In total 159 faculty responded to the survey. This represented a participation rate of 85% for faculty. 
Respondents who answered the demographic questions identified as 64.4% female and 31.5% male; 72% 
were non-Hispanic White; 3.42% Latinx/Hispanic; 2.74% Black/African American; 2.74% Middle-
Eastern; 2.0% Asian; and less than 1 percent Native America/American Indian; 7.5% were younger than 
35; 16.4% between 35-44; 18.59% between 45-54; 28.7% between 55-64; 13.7% between 65-74 years old; 
and less than 1% were older than 75.  Subjects with missing data related to the variables being investigated 
were not included in the statistical analysis. As a result, 147 valid responses for faculty (N= 147) were used. 
        
Measures 

The survey questions utilized were adapted from questions and sources provided by Excelencia in 
Education’s Latino Student Success (LSS) Inquiry Model (2014); which included surveys utilized by 
member institutions from which to draw questions.  

Climate of Respect. Seven items were used to measure climate of respect for identity affiliation for 
faculty yielding a coefficient α= 0.90. Sample items include: “I am treated with respect and dignity 
regardless of my gender,” and “I am treated with respect and dignity regardless of my race or ethnicity.”  
Faculty responded to all questions on a 7-point scale (1 = strongly disagree to 7 = strongly agree).  

Faculty Extra Role Behaviors. In general, researchers conceive of organizational citizenship behavior 
(OCB) as comprising several dimensions, although debate still exists as to the number and nature of these 
dimensions (LePine, Erez, & Johnson, 2002). Scholars argue that in academic settings, because OCBs 
directed towards individuals also benefit the institution, all aspects of OCB can be captured by a single 
construct (DiPaola & Tschannen-Moran, 2001). Furthermore, and germane to our study, previous studies 
have found single-item measures to be acceptable when the measured constructs are not complex or difficult 
(Reichers & Hudy, 1997). Therefore, in our study faculty extra role behaviors refers to faculty going above 
and beyond their officially prescribed role. As such, faculty reported faculty extra role behaviors was 
measured with the following question: “Faculty are willing to put in a great deal of effort beyond what is 
normally expected in order for our students to be successful”. In order to mitigate inflated self-reporting 
faculty extra role behaviors by faculty, the item was phrased so that respondents answered the questions 
about the faculty body as whole versus themselves. Faculty responded to this question on a 7-point scale (1 
= strongly disagree to 7 = strongly agree).   

Control Variables. Race and ethnicity, age and gender were entered as control variables for the faculty 
sample consistent with prior studies on diversity (e.g., Avery, 2003; Thomas & Wise, 1999; Walker et al., 
2009). Age was entered as a continuous variable (participants selected age ranges represented by values 
with a range of 1= younger than 35 to 6= 75 and older). Tenure was also entered as a continuous variable 
for the faculty sample (participants selected age ranges represented by values with a range of 1= less than 
1 year to 7= 20 years or more). 
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TABLE 1 
STUDY 1:  DESCRIPTIVE STATISTICS AND BIVARIATE CORRELATIONS FOR FACULTY 

 
 Variable Mean SD 1 2 3 4 5 

1. Age 3.86 1.71      
2. Gender   .67   .47   .09     
3. Race    .13   .34 -.13  .09    
4. Tenure 4.98 2.18   .60*** -.09 -.06   
5. Climate of respect 5.55 1.06 -.07  .05   .03 -.19*  

6. Faculty extra-role 
behaviors 6.21   .90  .02  .21** -.07   .05 .29*** 

Note: N= 147; Gender, race are dummy coded (1 = female, minority, respectively).  
*p<.05 **p<.01 ***p<.001 
 
Results  

The main analysis used for testing the hypothesis 1 was hierarchical multiple regression using faculty 
data. The sex variables were dummy coded to compare against male (female =1). Table 1 displays the 
means, standard deviations, correlations and reliability alphas for the study variables.  
 

TABLE 2 
STUDY 1:  DESCRIPTIVE STATISTICS AND BIVARIATE CORRELATIONS FOR FACULTY 

 
Variable  Step 1β Step 2β 
Age -.08 -.10 
Gender -.08 -.09 
Race  .23*  .22* 
Tenure  .11  .18 
Climate of respect   .31** 
∆R2 .02  .09** 
R2 .02  .11** 

Note: N=147; Gender, Race are dummy coded (1 = female, minority, respectively).  
*p<.05; **p<.01. 
 

Hypothesis 1 investigated if faculty climate of respect is positively related to faculty extra role 
behaviors from the faculty perspective. Using hierarchical multiple regression, faculty extra role behaviors 
was regressed on the control variables age, gender, race and ethnicity, and tenure in Step 1, and the 
independent variable climate of respect was entered in Step 2. Hypothesis 1 was supported with a significant 
main effect for climate of respect on faculty extra role behaviors (β= .31; p<.01); the control variable of 
race and ethnicity was also found to predict climate of respect (β= .22; p<.05), explaining 9% of its variance 
(ΔR2 = .09, F(1, 114) = 11.95, p < .01). breakdown of the results is shown in Table 2. These results served as 
a benchmark to investigate the effects of student-reported climate of respect on faculty extra role behaviors 
and satisfaction with academic performance in Study 2 (hypotheses 2 through 4). 
 
Study 2  

Students from this private university were invited to participate in a voluntary and anonymous student 
online survey.  In total 738 students responded to the survey. This represented a participation rate of 18.5%. 
Respondents who answered the demographic questions identified as 70.9% female; 26.9% male; and .17% 
transgender; 38.4% non-Hispanic White; 35.7% Latinx/Hispanic; 14.5% Black/African American; 3.5% 
Middle Eastern; and 2.1% Asian; 70% were between 18-24 years old; 15.7% were between 25-34; and 
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12.6% were older than 35. Subjects with missing data related to the variables being investigated were not 
included in the statistical analysis. Since less than one percent of the student subjects identified as 
transgender, that one case was not included in the statistical analysis. As a result, 536 valid responses for 
students (N = 536) were used.   
 
Measures 

As with Study 1, the survey questions utilized were adapted from questions and sources provided by 
Excelencia in Education’s Latino Student Success (LSS) Inquiry Model (2014), which included surveys 
utilized by member institutions from which to draw questions.  

Climate of Respect. As with the faculty survey, we adapted and modified questions from the surveys 
provided by Excelencia from various universities that were related to the diversity climate to develop the 
survey items. Seven items were used to measure climate of respect for identity affiliation for students 
yielding a coefficient α= 0.92, respectively. Sample items include: “I am treated with respect and dignity 
regardless of my gender,” and “I am treated with respect and dignity regardless of my race or ethnicity.”  
Students responded to all questions on a 7-point scale (1 = strongly disagree to 7 = strongly agree).  

Faculty Extra Role Behavior. Faculty extra role behaviors was measured with the following question: 
“I find that faculty is willing to put in a great deal of effort beyond what is normally expected in order for 
me to be successful.” Students responded to this question on a 7-point scale (1 = strongly disagree to 7 = 
strongly agree). 

Students’ Satisfaction With Academic Performance.  Students’  satisfaction with academic 
performance was measured with the following question: “I am satisfied with my academic performance 
here at this university.” Students responded to this question on a 7-point scale (1 = strongly disagree to 7 = 
strongly agree). 

Control Variables. Race and ethnicity, age and gender were entered as control variables for students 
consistent with prior studies on diversity (e.g., Avery, 2003; Thomas & Wise, 1999; Walker et al., 2007; 
2009). 
 

TABLE 3 
STUDY 2:  DESCRIPTIVE STATISTICS AND BIVARIATE CORRELATIONS FOR STUDENTS 

 
 Variable Mean SD 1 2 3 4 5 6 

1. Age 1.50   .92       
2. Gender   .72   .45 -.03      
3. Race    .59   .49 -.03  .06      
4. Climate of respect  5.93 1.00 -.07  .09*  .01    

5. Faculty extra-role 
behaviors 5.62 1.39  .04  .01  .02 .64***   

6. 
Satisfaction w/ 
academic 
performance  

5.67 1.41  .17***  .04 -.11* .27*** .36***  

Note: N = 536; Gender, race are dummy coded (1 = female, minority, respectively).    
*p<.05; **p<.01; ***p<.001 
 
Results  

After concluding that faculty climate of respect positively affects faculty extra role behaviors in Study 
1, in Study 2 we confirm the relationship between climate of respect and faculty extra role behaviors and 
examine the degree to which these variables affect student satisfaction with their academic performance. 
Table 3 displays the means, standard deviations, correlations and reliability alphas for the study variables. 
Hypotheses 2 through 4 investigated the relationship between climate of respect, faculty extra role 
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behaviors and the dependent variable satisfaction with academic performance. Hypotheses 2 and 3 were 
tested using hierarchical multiple regression by first entering the control variables age and gender in Step 
1, entering the race and ethnicity dummy variable in step 2, climate of respect in Step 3, and faculty extra 
role behaviors in step 4. Hypothesis 5 investigated the two-way interaction effect between students’ race 
and ethnicity and climate of respect on satisfaction with academic performance. The two-way interaction 
term between climate of respect and race and ethnicity was entered in Step 5. The overall model explained 
18% of the variance in satisfaction with academic performance (R2 = .18, F(6, 529) = 19.39, p < .001).  

Hypothesis 4 investigated the direct and indirect effect of climate of respect on satisfaction with 
academic performance through faculty extra role behaviors. Using path analysis in Mplus v.8 we examined 
both the direct and indirect effects of the various X variables on the Y variable (Kellar & Kelvin, 2013).   

In the first step of the regression model, the control variable age (β =.17; p <.001) was positively and 
significantly related to satisfaction with academic performance. Gender (β= .04; p =.343) was not 
significantly related to satisfaction with academic performance. Both variables in the model together 
explained 3% of variance in the dependent variable (R2 = .03, F(2, 533) = 8.46, p <.001). Student race and 
ethnicity explained an additional 1% variance in satisfaction with academic performance (ΔR2 =.01, F(1, 

532) = 6.57, p < .05) with  minority students (β= -.11; p <.05) having an inverse relationship to satisfaction 
with academic performance compared to non-Hispanic White students in the second step of the model. In 
the third step of the model, climate of respect was entered. Hypothesis 2, proposing that climate of respect 
is positively related to satisfaction with academic performance was supported (β= .28; p <.001). In the 
fourth step, faculty extra role behaviors was added to the model and was positively related to satisfaction 
with academic performance (β= .30; p <.001) supporting Hypothesis 3.  

The significant effect of climate of respect (Hypothesis 2) and faculty extra role behaviors (Hypothesis 
3) on satisfaction with academic performance made it possible to examine the indirect effect of climate of 
respect on their satisfaction with academic performance proposed in our fourth hypothesis. The result of 
the path analysis indicated that climate of respect is related to faculty extra role behaviors (β =.66; p < .001), 
thereby satisfying the Baron & Kenny (1986) procedure to interpret mediation effects. Moreover, a part of 
the total effect of climate of respect on students’ satisfaction with academic performance was mediated by 
faculty extra role behaviors (β =.14; p < .001). Thus, Hypothesis 4 was supported. 
 

TABLE 4 
STUDY 2:  HIERARCHICAL REGRESSION ANALYSES OF INTERACTION EFFECTS ON 

SATISFACTION WITH ACADEMIC PERFORMANCE 
 

  Main Effects  
Two-way 

Interactions 
Variable  Step 1β Step 2β Step 3β  Step 4β Step 5β 
Age  .17***  .17***  .19***  .16***   .17*** 
Gender   .04  .05  .02  .04    .04 
Race    -.11* -.11** -.12**  -.12** 
Climate of respect      .28***  .08  -.03 
Faculty extra-role 
behaviors       .30***   .31*** 
Race × Climate of Respect           .14* 
∆ R2 .03*** .01* .13*** .00   .01* 
R2 .03 .04 .17 .17   .18 

Note: N=536; Gender, Race are dummy coded (1 = female, minority, respectively). 
*p<.05; **p<.01; ***p<.001 

 
Hypothesis 5 examined the moderating effect of race and ethnicity on the relationship between climate 

of respect and satisfaction with their academic performance. The race × climate of respect interaction effect 
on satisfaction with academic performance was significant (β= .14; p<.05) supporting our fifth hypothesis. 
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A breakdown of the significance of the two-way interaction effect between race and ethnicity and climate 
of respect on satisfaction with academic performance is shown in Table 4. Overall, the effect of climate of 
respect on satisfaction with their academic performance is greater for minority students than non-Hispanic 
White students. Moreover, as depicted in the graph of the interaction in Figure 1, race and ethnicity 
influences the effect of climate of respect on satisfaction with academic performance such that the 
satisfaction with academic performance increases for minority students compared to non-Hispanic White 
students as climate of respect strengthens. Interestingly, the graph of the two-way interaction suggests that 
when the climate of respect is strong, satisfaction with academic performance increases for minority 
students (from M = 6.13 to M = 6.57) with simple slope tests demonstrating that the difference is significant 
(t = 2.47, p <.05). However, it appears from the graph of the two-way interaction that satisfaction with 
academic performance slightly decreases for non-Hispanic White students (from M =5.19 to M = 5.11) 
when the climate of respect is strong, although the slope test revealed the difference was not significant (t 
= -.37, p = .71).  
 

FIGURE 1 
TWO-WAY INTERACTION EFFECT BETWEEN CLIMATE OF RESPECT AND RACE & 

ETHNICITY ON SATISFACTION WITH ACADEMIC PERFORMANCE 
 

 
 
DISCUSSION 
  

In this study, we contribute to the diversity climate literature, particularly in higher education. While 
prior research has mostly focused on the effect that diversity climate has on students, we advance the 
literature by investigating if climate of respect affects the behavior of faculty, specifically their extra role 
behaviors. We know from prior research that the role faculty play in the success of students is significant 
(Astin, 1993; Campbell & Campbell, 1997; Gandara, 1995; Pascarella & Terenzini, 1976; Rendon, 1994; 
Spady, 1971). Our results demonstrate that the effect of both faculty and students’ perceptions of climate 
of respect and faculty extra role behaviors on student outcomes are not only significant but connected. The 
findings suggest that the extra role behaviors that students observe, and experience of faculty may indeed 
be influenced by the faculty perceptions of climate of respect, as perceptions of diversity climate was 
significantly related to faculty extra role behaviors. In turn, students’ perceptions of both faculty extra role 
behaviors and diversity climate affected their satisfaction with their academic performance. In addition, 
consistent with previous findings (e.g., Cabrera et al., 1999; Hurtado et al., 1998; Museus et al., 2008; Nora 
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& Cabrera, 1996; Reid & Radhakrishnan, 2003), our results suggest that students’ perceptions and reactions 
to diversity climate differ by race and ethnicity. We found that in this institution, the relationship between 
students’ climate of respect and satisfaction with academic performance was stronger for minority students 
than for non-Hispanic White students. 
 
Theoretical Implications   

As proposed in our first hypothesis, our findings indicate that the stronger the climate of respect by 
faculty, the greater their extra role behavior. This finding supports research in the management literature 
regarding how perceptions of diversity and inclusion influence the behavior of employees (e.g., Chung et 
al., 2015; Singh & Selvarajan, 2013). In line with insights from social identity theory and workplace 
diversity research, our results suggest that faculty are similar to employees in traditional organizations and 
are affected by perceptions of diversity and inclusion in the same way. In support of our second hypothesis, 
the results show that students report higher satisfaction with their academic performance when they 
perceive the climate as one that respects and values diversity. Interestingly, we also found that student 
reported faculty extra role behaviors is positively related to their satisfaction with academic performance 
supporting the third hypothesis. This result is striking because it suggests a link, albeit indirectly, between 
faculty perceptions of climate of respect and students’ satisfaction with their academic performance. 
Specifically, our results indicate that when faculty perceive a positive climate of respect, that it motivates 
them to go above and beyond their prescribed role, and when students perceive that faculty go above and 
beyond, that leads to higher students’ satisfaction with their academic performance. We contend this is 
reasonable to assume because of the positive relationship between faculty-reported climate of respect and 
faculty-reported faculty extra role behaviors, and the positive relationship between student-reported faculty 
extra role behaviors and student satisfaction with their academic performance. Although it is empirically 
clear that student climate of respect and their reported faculty extra role behaviors affects their satisfaction 
with academic performance, an assumption can also be made that perceptions climate of respect and faculty 
extra role behaviors reported by faculty participants indirectly impact student satisfaction with their 
academic performance. Compared to prior research that mainly focuses on the impact that diversity has on 
students, our findings underscore the equally important need to understand how the diversity climate affects 
faculty and ultimately student outcomes. 

Results from Hypothesis 4 point to an underlying mechanism that links the effect of climate of respect 
to students’ satisfaction with academic performance. Climate of respect not only relates directly to students’ 
satisfaction with their academic performance, but also through their perceptions regarding faculty extra role 
behaviors. Moreover, our study emphasizes the driving force of students’ perceptions of faculty extra role 
behaviors on students’ satisfaction with academic performance, especially when it is influenced by a climate 
viewed by both its students and faculty to value diversity. 

Supporting our fifth hypothesis, indeed race and ethnicity moderated the effect of the diversity climate 
on students’ satisfaction with academic performance. Consistent with results from previous studies, the 
main effect for race on satisfaction with academic performance suggests that minority students were less 
satisfied with their academic performance than non-Hispanic White students. Another important key 
finding is that non-Hispanic White and minority students were satisfied with their academic performance 
differently when climate of respect was perceived to be strong. Specifically, minority students reported 
significantly higher satisfaction with academic performance when climate of respect was perceived to be 
strong compared to when it was weak. Based on the results, we contend that for minority students, it is very 
important for climate of respect to be strong to be impactful on student outcomes. 

Interestingly, though not significant, satisfaction with academic performance decreased for non-
Hispanic White students when diversity climate was strong. Our results underscore the complexity of race 
and ethnicity on the campus experience of students, and the importance of gaining a better understanding 
of why these differences in attitudes towards climate of respect and student satisfaction with academic 
performance exist between different racial identity groups in institutions of higher education. For example, 
it is possible that non-Hispanic White students might view diversity initiatives less favorably indicating the 
potential for diversity initiatives in higher education to backfire among non-Hispanic White students if not 
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managed or implemented well. This is similar to instances in organizations where lower organizational 
attachment occurs for White group members when work groups become more heterogeneous (Tsui et al., 
1992) or employee backlash occurs from majority group members when diversity training is introduced 
(Bezrukova et al., 2012). Future studies should explore this line of research further within the context of 
higher education.  
 
Practical Implications 

Our results explain some important findings related to the effect the diversity climate has on student 
outcomes. First, the results suggest that the way that the climate of respect affects institutions of higher 
learning is indeed complex and multi-faceted. The results indicate that both faculty extra role behaviors and 
climate contribute to how students feel about their academic performance. Moreover, not only does 
ensuring a climate of respect influence faculty extra role behaviors for faculty, climate of respect impacts 
how students perceive extra role behaviors and ultimately satisfaction with their academic performance. 
Thus, climate of respect has a dual effect. In other words, a climate of respect influences different targets, 
i.e. faculty, students, and possibly staff, in different ways. The way in which the university climate is 
perceived is important to stakeholders beyond students, and faculty should be a larger part of the 
conversation regarding the culture of diversity in academic settings. Drawing from the human resources 
and workplace diversity literature, it is evident that the diversity climate has similar effects on faculty as 
employees. Viewing the higher education institution as an organization, and faculty and staff as employees 
may serve as a beneficial paradigm shift to better understand the importance of investing in diversity 
initiatives aimed at supporting female and minority faculty which will in turn contribute toward improving 
student outcomes. Furthermore, the results support research that students from different racial backgrounds 
are affected by diversity and experience it in their academic life differently and not in the same way. 
Institutions of higher education should consider these findings when creating diversity initiatives because 
they suggest that the attitudes and beliefs of students vary between and among racial identity groups and 
should not be viewed as monolithic.   
 
Limitation and Future Research 

The study was conducted in one institution limiting its generalizability. For future research, the study 
should be conducted across multiple university types to investigate differences between private, public, 
Hispanic Serving Institutions (HSIs), Historically Black Universities and Colleges (HBCUs), and 
Predominantly White Institutions (PWIs). The current study used self-report measures, it would be valuable 
to conduct research on faculty extra role behaviors using dyads for climate and faculty extra role behaviors. 
This would also allow for investigating the role of race and ethnicity and gender of faculty, as well as 
students, simultaneously. Although subjects were informed that their responses would be anonymous and 
remain confidential, social desirability and mono-method bias as a result of common method variance may 
have affected the results of the data (Spector, 1994). 

Because minority racial groups should not be assumed to share similar beliefs, future research should 
expand the scope of this study by investigating intragroup racial minority differences in how perceived 
diversity climate and faculty extra role behaviors and caring may be interpreted. Also, further exploration 
is needed to investigate gender differences in how climate of respect and faculty extra role behaviors affect 
student satisfaction with academic performance and if intersectionality between race and gender plays a 
role in forming students’ perceptions.   

Data for the current study were primarily collected using survey data collection methods. Future 
researchers should develop more qualitative methods such as interviews to collect richer data from faculty 
and students that may explain the circumstances under which students perceive their university’s climate 
to be diverse, faculty to be more caring, and how those factors interact with race to influence satisfaction 
with academic performance. More research is needed in this area to identify how and why a university’s 
climate of diversity affects some students different from others. 

Given prior research that provides evidence that a university’s diversity climate affects student 
outcomes, implications of the current study may further the understanding for higher education 
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administrators, researchers, and faculty regarding what environmental factors play a role in not only student 
outcomes, but also outcomes for faculty which indirectly affect students. An implication of these findings 
is that the diversity climate is equally important for both faculty and students. Additionally, decision makers 
in higher education should consider how diversity initiatives may impact both minority and non-Hispanic 
White students to ensure their strategy is implemented in a way that does not backfire. Creating an 
environment that supports faculty diversity is critical, as it is clear that the diversity climate affects faculty 
extra role behaviors which in turn contributes to student satisfaction with academic performance leading to 
graduation and retention.   
 
CONCLUSION  
 

The purpose of this study was to examine how climate of respect affects faculty extra role behaviors 
and, how faculty extra role behaviors and climate of respect affect satisfaction with academic performance. 
Further, we examined the moderating effect of race on the relationship between climate of respect and 
satisfaction with academic performance. The results demonstrate that 1) the climate of respect among 
faculty is positively related to their faculty extra role behaviors; 2) that climate of respect affects satisfaction 
with academic performance directly and indirectly via faculty extra role behaviors, and 3) that race 
strengthens the effect of climate of respect on satisfaction with academic performance. Specifically, race 
moderates this relationship as minority students reported greater satisfaction with academic performance in 
a strong diverse climate. Overall, a climate of diversity may not be effective by itself at impacting how 
students feel about their academic performance, and that faculty extra role behaviors plays a necessary role 
in influencing the effect that a diversity climate has on student outcomes. Therefore, leaders in higher 
education should pay greater attention to addressing diversity issues for faculty, as well as for students, in 
order to impact their motivation to go above and beyond for their students. However, institutions must also 
be mindful to balance the way in which they manage diversity initiatives needed to positively affect all 
students.     
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