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Abstract

Gender diversity policies aim to reduce institutional discrimination in a male-dominated society and the
underutilization of women in terms of the economy. Extant gender diversity literature has focused on gender
diversity policies premised on women being treated as a minority. However, since women-centered occupational
groups do exist, women cannot be considered an absolute minority. Therefore, we explored the gender difference
in job seekers’ reactions to a diversity policy favorable to men. The experiment divided participants into 2
(Gender: Male, Female) x 2 (Diversity: Favorable, Unfavorable), canvassing 329 college students (156 male, 173
female). Participants evaluated the organizational justice and organizational attractiveness of the virtual company
by looking at the diversity cues presented in the job posting seeking new employees. As a result, it was
confirmed that if the diversity cues presented in the job posting were favorable (vs. unfavorable) to the individual,
the organization’s distribution justice and procedural justice perceptions were generated differently according to
the gender of the job seeker. Moreover, female job seekers perceived distribution justice and procedural justice
as higher than male job seekers when they encountered diversity cues that were favorable (vs. unfavorable) to
them. In addition, the relationship between diversity cues and organizational attractiveness was mediated by the
perception of organizational justice, and this mediating effect was moderated by gender. For women, on the one
hand, the mediating effect through the perception of distributive justice and procedural justice was significant in
the relationship between diversity cues and organizational attractiveness. On the other hand, the mediating effect
alone through the perception of procedural justice was significant for men. Our findings suggest that identical
diversity managements are distinguished by individuals’ social status or affiliation and may even result in

differentiated behaviors.
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(e.g., Cox & Blake, 1991; Diaz-Garcia et al., 2013;
Thomas, 1990).

TAH O 2, Cox & Blake(1991)= vt #e)7F =
Aol FojHel EAAS ATl O wAW $79
BANE 2 exbagel FrReg she FHHY &
& AU FLOH, 1 Qo APAELS T
o] 24 =Y STHAIZI3L(Magoshi & Chang, 2009),
AES ofelt]olE ol Zol 25 1S 7157 5]
(Diaz-Garcia et al., 2013), 74 7F Y =S B S &
WA st} o] T2 A= =S I A
(Cox et al, 1991)5 BalWith o2 gk thF(diversity)
o AL F7hst B W7, 193 ATAEe]

—1
U, AR <22 FAAYE ol Aol
Al71E Y, Q1F, A% 5o AT AT 59
]2tH(Choi & Rainey, 2010; Kim & Lee, 2017).
Yo & Py FHES AEEY O
w3}, oIS Jao® A v= F AT =7k A
TFAES dA o] el FH8L, AFoAME 53
AE, WSl o] -] 59, s|ladY 55 F
A= gk AFE &s] 2183 i Cropanzano et al.,
2005; Sanchez & Brock, 1996). HFH, $-2luel= o5
=7kt v sl o vl A @ FISo 8 A E o]
Aol Ao ® IF TR Aoy dF o
Fdel o FES) & HO|THAn et al., 2019).

g, AF7HA AE A ved #d 3o

S FAS FHHA Hmajority) O F, AL A543
H(minority) 2.2 37 2 A3} the.g., Thomas &
Wise, 1999; Williams & Bauer, 1994). ©]+= & Al A %

O ool g Rlue o AEE Wol £ ik
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ARl AT F shto] 7] wiEeld], AAZ vk el
SR04 BAE AL A1 SelE ok % il
oJ A el AlERIEo]gl= #(Shen et al., 2009)°] ©]& 5
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A3} f2]4(Outcome favorability)< 237} 7l <ol
Al eleje] HeEA 2 obdAE o] gtk (Krehbiel &
Cropanzano, 2000). 2]t 2 ¥= 7HQ1S] AAFE R ©]
olo|u} S8} A X|sh= Zlolm, FAg A =94 &
“(moral standard)©]| 1} T+ 2]
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(Branscombe et al., 1999; Ryan, 2001). ol & &°, Kim
& Park(2017) S X2 7 EAAZAAA} 25 T
£-7]3](Equal Employment Opportunity, EEO)°ll <] A
sjol S2%7kE YO T BRI E oY 50] T
o ¢ ‘3]71'6]-0% 2121 9] }Htﬂoﬂ wel 23 517&/\4
of thg tiepd Belel ol thE 4 ek S

et al.(2016)> =2 A9 & 7HAH F=FA T 43 1Y
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A} S o, o] o] s A6l o5 B3 e Azbst=Ae el 22 AdEoly tig-2te thEA
g5 A 24X ¥ vgskA il A4k A 2+ e Lerner, 1987; Sunshine & Heuer, 2002). ©] =
ok T2 gh, oA o] Ag- o] xR QP Fet oAl e, A8 ool o3 JAd AR A 2
AP s LHA A}ﬁoﬂﬁﬂ el X91E QA = FF 2 fEde 2E O SATE AAE
st g3t71ed o]2 2] Hidell Hlsl A& A <] o stEEte B2 ARgle] nhgs] o] & FEok g
84 AR 7HEAE 9 = 7heAe] dv A oL A Zbstod(deserve) o173l vl allF A2rF 244l
3 A% A THChapman et al., 2005). wepa] 2 A AAl & FEsithr AT F dsS vsth
TASES Thd DA S Hek 7icle] sl =49 & Brockner et al.(2007)°] Aol Al o9 3 FA oAl &
AL oAGA A=A 2o dal FEle A5 A3t A= fEle A3t FolRedE of4do] A
al7] f1siAlE sl 7HRle] ARSlell A FFF kol &3 of vlal] Foizl Azt EleA ¥ fEsittal 59
AE FUA 2 Ayl S8 Ade AAAE a0l ol AA| gttt
FHE ool vk Akakth olefst IS HH wEit o] E(Relative
Deprivation Theory)3} S1A%]o] & 4= =H|, sl ©]
2.3 MY Zn FE|MI ZHA 0lA] ol = AR Aple] g Ao w Y At
Hr} zpqlo] AAZ vk Anprt £ 18 o g 4
4 ot AR e g, Al oal sl e HE BT AR wdstes Aol ATHCrosby,
Ho2A] B Al A9E Teste] ek 3k 1976; Van den Bos et al, 1997). =, Al A37E o]
HrtElo] & AEoA Y-S = A7 UusrE = o o] WA @ AAEe] AR S
o] THLee, 2019). o= A= T Ao Z st Ak o] o, Eelo] ZEA AL Y- FHEP Q)
AR & o= FElsty, o JHde & i et S o 240 BEAE TERIAE A
gt 125 2EF WETh SEAINE 00 T E Al I ol& R R F84e Al "vke A
Ho] W&thew YsHl 9] 25-40%S FSAY o7 A5 ot} ool & AelXE A& FarolA 1A &9
= O Wi FgAPAA o = A5(Jang, 2021) 'H3 = e O A7 AR E RS woll B -
olZt i Y EES thFAd TN wiEsHAl H A o FRAG £33 ale] Atk Y S e A T
a1, ool Etal S frEl ek thdA @Al N mEEEHA| Astorar Aestar s a7 ARale] Zdol] W XA
=] etk FITL Hol o] & oA B ByA sttt sk, A
SEAIRE FA 3 o > ARSJel|A ] X 9] B Ak Aoz d FAHA A4 & dvka Btk Bt
o] Tt 7o), & Axe] Ax FEAdS 2 T T DA77 FARE Aol B H o BF ol&
GA7F AAE RS W xpEstE s B S 9l E3gsittar 1A E AolANk vk fel 213 o
oh WA $Ad o] A9 ALEleA =2 A9E 7L 2 Fd B e ek RS vwd A fEe o
o FFHel £ok=rl(Kim, 2021; Madera et al, 73 27X FART 3o 22 FAA 14l %
2019), olA™ E=2= AE 7 ol ERlo] migs] A NAE Rolgal e Zlojtk
fFeEeh AHdEd 22 g5 FE A40] Aoty A A stA, ARSlo A @A ofido] &g ol
] 3]

715l 7 8ke] 2JthDiekmann et al., 2007; Jost, 1997). tE7ld Aol ARY § 52 FFE e 2 B
2 A Z Pelham & Hetts(2001)= HAGFFAT 74 ol gk 7|t et Hol, TLE FEl R FE T
Sk

A AG(EFHTE AR 22 S AT ok ©ay 7} FojRt) 5y YA S JA0] Bol
3 01 Aol A B B BAde AlFsloF ok SR o] Zldhell mA|A] F3oha Bzbste] FHH 0w FA
e 50, FAel 943 vus) o A A 7o st Gtk o4 ThsAle] vk ZAlolth F7HE, i
(entitlement)ell Wt 1245 7FA AL Athal sFTh 3784 B AR Al ol A AeAE
T3 AbE AFAle] ow st Z1S whg wherhal A+ Kulik et al.(1996)ol] W= 7fQlelAl TS
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a2y PFel G vA F A7l 7190l o1& 4
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>/ Distributive Justice

Favorable
Diversity Cue
(vs. Unfavorable)

Organizational
Attractiveness

Fig. 1A. Moderated mediation model.
The conditional indirect effect of favorable(vs. unfavorable)
diversity cue on organizational attractiveness
through distributive justice, moderated by gender

Gender

Procedural Justice

Favorable /Tganizational

Diversity Cue ‘ ’ Attractiveness

(vs. Unfavorable)

Fig. 1B. Moderated mediation model.
The conditional indirect effect of favorable(vs. unfavorable)
diversity cue on organizational attractiveness
through procedural justice, moderated by gender
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Fig. 2A. Moderating effect of gender on the relationship
between diversity cue and distributive justice
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Table 1. Results of moderated mediation analysis (Distributive justice as a mediator)

DV: Distributive Justice

b SE t LLCI ULCI
Constant 2.13 .09 23.51** 1.95 2.30
Diversity Cue 17 13 1.29 -.09 42
Gender -.03 12 -.24 -.28 22
Diversity Cue x Gender 48 18 2.773%* 14 .83
DV: Organizational Attractiveness
b SE t LLCI ULCI
Constant 2.01 .20 10.13%* 1.62 241
Diversity Cue 72 .14 5.17%* 45 1.00
Distributive Justice .64 .08 7.70%* 47 .80
**p < .01
Table 2. Bootstrapping results for the moderated mediation (Distributive justice as a mediator)
Gender b SE Boot LLCI Boot ULCI
Distributive Justice Male A 08 ~05 26
Female 41 .09 24 .61

Boot LLCI = The lower limit of the 95% bootstrap confidence interval of the indirect effect
Boot ULCI = The upper limit of the 95% bootstrap confidence interval of the indirect effect
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Table 3. Results of moderated mediation analysis (Procedural justice as a mediator)

DV: Procedural Justice

b SE t LLCI ULCI

Constant 2.27 .10 21.62%* 2.06 2.47
Diversity Cue 37 15 2.48* .08 .66
Gender .10 .14 .68 -.19 .38
Diversity Cue x Gender 41 21 1.98* .00 .81

DV: Organizational Attractiveness

b SE t LLCI ULCI

Constant 1.99 .19 10.55%* 1.62 2.36
Diversity Cue .64 .14 4.62%* 37 92
Procedural Justice .59 .07 8.38** A5 .73

*p < .05, **p < .01

Table 4. Bootstrapping results for the moderated mediation (Procedural justice as a mediator)

Gender b SE Boot LLCI Boot ULCI
Male 22 .09 .04 A1
Procedural Justice
Female 46 11 27 .68
Boot LLCI = The lower limit of the 95% bootstrap confidence interval of the indirect effect
Boot ULCI = The upper limit of the 95% bootstrap confidence interval of the indirect effect
AT AN R MALN} BANCE foF o FS Wol AN TEL /1Y FHE FEA]
Aoz yesth wekd 7 32 FEA SR AA 7] Slste] ¥ AN B3] 55 HIEE oY TR0
A gkt #= 3aF A tHKim, 2019)
olFA 22 W 4 ol #g Bl A
d =o7F S E Y ol ek, dA7EA] 3
5. =9 B0 T B BAES TR YA FRAY,

214171 223 AU E HoEA HHA, 23 U o
A g2 =7k S HESI VP EC] B2
S &= A4 o= F248F3 thJackson & Josh,
2001). ole] 229 A7 CEOES 4] thedAd
of & IS 7 #EE AFEE e, =W 719
E 9A A2 =5A1FY] FA4% HekE Qlete] Y
T4 tFdo]l A =mobA A |l v o ol
A o] obd E7lo g d4o] = ATHAR et al, 2019).
olglgh AAC=E Qlste U 7|HEE & thEA,
IdFaME 4l dgds F73t7] 98] thide=

-1 ==
=9 7%, o8 715 2lsky BAARE 95te] o
3 A HIES oF 40%E FASL STk ol= =

o

=
600t 7142l o] AAY H v 23.8%5 A
HoldE 5] o]thKwak, 2019). & &+ P&GE 14

et al.,, 2019; Olsen et al., 2016). &
25wl Hde delHol Bete] et 299 -
A= Z(Azab & Clark, 2017)4 Aol = B o4
SAA Yol doke Ae 1EEg o, B A7aE
o°

%/\1 A ZA oﬂ 1
I

3 WA A4S Y& 23 A6
TrepA whaivt Al A]Eli’iz qu xmoﬂﬂl Be)e
o

_E
?1_,
4y

_1

n



e s

(e.g., Cropanzano & Ambrose, 2001; Kulik et al., 1996)
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