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Abstract
Introduction: Innovative work behavior of nurses is essential to deliver affordable quality healthcare services. Diversity cli-

mate and job crafting are a few of the supportive managerial strategies that can be applied to cultivate the innovative capacity

of nurses.

Objective: Aim for the current study is to: (a) examine the role of diversity climate in cultivating innovative work behavior of

nurses directly; and (b) indirectly through job crafting.

Methods: For this study data was collected through cross-sectional design employing simple random sampling using struc-

tured questionnaires from 283 nurses. Data was analyzed using SPSS.Amos.21.

Results: Results revealed the positive influence of diversity climate on innovative work behavior directly (γ= 0.51, p< .001)
and indirectly through job crafting (ρ= 0.235, p< .001).
Conclusion: The current study revealed that diversity climate significantly influences the innovative work behavior of

employees directly and indirectly through Job crafting. Healthcare management can integrate diversity management policies

and job crafting techniques in their strategies to foster innovative work behavior of nurses.
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Introduction
Innovation is a viable factor for the survival and sustainable
competitive advantage of health sector in today’s highly sensi-
tive and contemporary world (Akhtar et al., 2020; Carlucci
et al., 2020). At an individual level, employee’s innovative
potential and creative thoughts have always been recognized
as the root of the organizational innovation process (Yasir &
Majid, 2019). Individuals being primary and fundamental
actors in cultivating innovation do not only present creative
ideas but also exert efforts to implement them, referred to as
innovative work behavior (IWB) (Slåtten et al., 2020).
Innovative work behavior (IWB) is intentional behavior that
is beneficial not only for individuals but also for organizations
(Shih & Susanto, 2017) that’s why organizations eagerly seek
ways to cultivate IWB of employees (Afsar, 2016). The discus-
sion and application of IWB have been virtually addressed in
various fields like technology, engineering, business manage-
ment, and even education. Nonetheless, the same phenomenon
is not deeply discussed in the healthcare sector (Weintraub &

McKee, 2019) even though the growth of healthcare organiza-
tions is largely dependent on the IWB of their employees (Yasir
& Majid, 2019). Healthcare professionals specifically nurses
need to exhibit innovative behavior for multiple reasons such
as they have to respond to changing disease burden (i.e.
finding ways to control infectious disease (Weintraub &
McKee, 2019) such as Coronavirus 2019 (COVID-19)
(Slåtten et al., 2020), rapid change in technology (i.e. diagnosis
and treatment of patients by introducing new and better
methods), new data processing techniques and communication
methods, new models for care, (Weintraub & McKee, 2019)
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promoting health and avoiding disease, extending safety
factors, and improving the treatment procedures (Ahmed
et al., 2019; Asurakkody & Shin, 2018; Li, 2014). Based on
previous studies it is found that doctors exhibit knowledge
gathering skills whereas nurses demonstrate the new idea gen-
eration skills which is more important for innovative behavior
(Asurakkody & Shin, 2018). Nurses have been acknowledged
as backbone of the health sector (Hussain et al., 2020) as they
play fundamental role in taking care of patients and providing
round the clock services (Othman & Nasurdin, 2019; Scherr
et al., 2021). Nurses provide up to 80% of main care in the
healthcare scheme and expected to do more with less to
respond the frequently changing needs of health sector thus
nurses are well-positioned to contribute to the area of innova-
tions in practice (Ahmed et al., 2019; Shih & Susanto, 2017).
Precisely, cultivating innovative behavior among nurses is
essential for reliable, advance, and affordable quality health
care services (Ahmed et al., 2019; Li, 2014; Sørly et al.,
2019; Yasir & Majid, 2019). Innovative work behavior of
nurses can be defined as “practical application of new ideas
in an effective manner’ in conformity with organizational
objectives” (Xerri & Reid, 2018) or for the better performance
of newly created work-related requirements (Yasir & Majid,
2019) (e.g. managing computerized medical record, specialized
care settings like arranging and maintaining beds for particular
disease) (Carlucci et al., 2020). It can be incremental or radical;
incremental innovative behavior refers to the activities targeted
at minor improvement in quality services and radical innova-
tive behavior focused on introducing entirely novel techniques
of providing quality services (Slåtten et al., 2020).

The Healthcare sector in Pakistan is generally free and
accessible to all Pakistanis, but access to quality healthcare
services, particularly in the public health sector remains a
challenge. It lacks badly the facilities for quality treatment
and management of patients (Ittefaq & Iqbal, 2018; Kumar
& Bano, 2017). Despite the extensive and spanning infra-
structure of the health system throughout the country, it is
ironical that most of the public sector healthcare facilities
lack quality services health management information
system (HMIS), (Hussain et al., 2020; Khalid & Abbasi,
2018; Policy & Note, 2018; Shaikh et al., 2019).
Nevertheless, the private sector is providing advanced
health facilities as compared to the public sector but rela-
tively at a higher cost which the majority of the population
cannot afford (Khalid & Abbasi, 2018). Therefore, to
deliver affordable quality health services, IWB of healthcare
professionals (both working in public and private hospitals)
is imperative (Khan et al., 2016; Moreira et al., 2017).
Moreover, the health sector of Pakistan scored 0.0 index as
per Global Health Security Index 2019, in various aspects
including emergency preparedness, response planning, infec-
tion control practices, and availability of equipment, etc (Atif
& Malik, 2020). Even though the current situation of
COVID-19 (infectious disease) has highlighted the inade-
quate preparedness of the health sector for treating

pandemics and enlightened the need of IWB to control this
infectious disease (Noreen et al., 2020) as innovation is
regarded as an imperative factor in critical times for survival
of organizations (Darwish et al., 2020).

Numerous factors play a significant role in fostering inno-
vative work behavior (IWB), nonetheless, diversity manage-
ment (Jankelová et al., 2020) and job crafting are those
supportive managerial strategies which can be applied to cul-
tivate the innovative capacity of nurses specifically in the
time of COVID-19 (Irfan & Qadeer, 2020). Diversity
alludes to notable differences among people in terms of
culture, religion, demographics, color, and work-related
behavior (Hofhuis et al., 2016). Though diversity affords
the base for employee creativity and innovation to translate
diversity into optimistic contributions, it entails a climate
where employees could perceive that irrespective of their
diverse backgrounds they are being honored and valued
(Luu, 2019). Diversity climate (DC) is one of such climate/
environments where employees perceive that they are being
treated fairly and equitably (Hofhuis et al., 2016) through
organizational practices and procedures regardless of their
diversified backgrounds (Luu, 2019). Diversity climate
appreciates individual differences that in turn bring positive
outcomes at the micro as well as macro-level (individual,
group, and organizational level) (Hofhuis et al., 2016). One
of the significant individual-level outcome of diversity
climate is innovative work behavior (Qi et al., 2019).

Likewise, job characteristics are equally important for an
individual’s innovativeness (De Spiegelaere et al., 2012).
During the last decade, an organization’s perspective regard-
ing job design has been changed (Demerouti et al., 2015;
Tims & Bakker, 2010). In the early concept of job design,
organizations were engaged in a top-down approach where
top management was not only responsible for creating the
job but also set guidelines for employees for execution of
the task (Demerouti et al., 2015; Wrzesniewski et al.,
2013). Unfortunately, these top-down approaches failed to
bring about the outcomes as desired by organizations and
thus proven to be less effective (Biron & Murray, 2012).
Given that the organizations, practitioners, and researchers
acknowledged a bottom-up approach in which employees
can modify or customize their jobs to improve their perfor-
mance (Demerouti et al., 2015). One of these dynamic
work practices that is considered by utilizing a bottom-up
approach has picked up its underlying foundations from
job design, is job crafting (JC) (Grant & Parker, 2009).
This explicit form of proactive behavior allows individuals
to make self-initiated variations in their job and build up
better relations with other employees (Petrou et al., 2018).
Good job crafters not only modify the job idea but also job
duties and behaviors (Dubbelt et al., 2019) necessary to cul-
tivate IWB.

Diversity climate (DC) that cultivates shared impression
of reasonable and unbiased practices towards diverse work-
force (Gelfand et al., 2005) is probably affect employee’s
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Job crafting (JC) attitude (Ingusci, 2018) and such JC may
have an impact on IWB (Bindl et al., 2019; O’Connor,
2017). Since the relationship of diversity climate and innova-
tive work behavior is not well-delineated and require further
explanation. Likewise, job crafting as mediator between the
association of diversity climate and innovative work behav-
ior is not yet explored. Therefore current study intends to:
(a) examine the role of diversity climate in cultivating inno-
vative work behavior of nurses directly and; (b) indirectly
through job crafting in response to the call of Luu (2019)
and Carlucci et al. (2020).

Review of Literature

Diversity Climate (DC) and Innovative Work Behavior
(IWB)
Diversity climate (DC) is a subjective construct where
employees perceive that they are being treated fairly and
equitably (Hofhuis et al., 2016) through organizational prac-
tices and procedures regardless of their diversified back-
grounds (Luu, 2019). Other characteristics of DC include
acceptance of others, the atmosphere of respect, and the
assumption of integration (Goyal & Shrivastava, 2013). In
this study DC refers to “the extent to which employees per-
ceive that the organization values and promotes diversity”
(Sliter et al., 2014). Innovative work behavior (IWB)
focuses on a broad range of behaviors related to idea gener-
ation, idea promotion, and making its implementation possi-
ble (Afsar et al., 2020; Jong & Hartog, 2010). In the health
sector IWB refers to seeking improved ways of healthcare
processes, services, and products or looking for novel
methods to solve the existing problems (Carlucci et al.,
2020; Dan et al., 2018; Kessel et al., 2012). Different ante-
cedents of IWB have been revealed by researchers such as
leader-member exchange, organizational support, employee
perception regarding organizational climate (Dhar, 2017),
supervisor support (Haq et al., 2017), servant leadership
(Khan et al., 2020), and cultural intelligence (Afsar et al.,
2020). Besides these diversity climate is considered as one
of the prominent antecedents of IWB (Luu, 2019).

Diversity climate (DC) affords employees equal opportu-
nities for growth and development which builds trust
between employees and employers (Agarwal, 2014). Trust
is a crucial element for organizational success as it influences
the behavior of employees and yields a positive perception
about an organization that its practices and policies are sup-
portive and justified towards all employees (Cropanzano
et al., 2017; Luu, 2019). DC where support and justice
prevail, promotes positive perception among employees
and builds social exchange relationships between employees
& organization (Luu, 2019). In such an environment,
employees get motivated to reciprocate with positive behav-
ior and according to Agarwal (2014), innovative work behav-
ior (IWB) is one of those reciprocal behaviors. A favorable

DC is likely to provide resources for personal growth and
endeavor employees to involve cognitively, emotionally,
and physically in their work (Holmes et al., 2021; Sliter
et al., 2014). Further, DC fosters discussion between ideas
of diversified groups (Bogilović et al., 2020) and the hetero-
geneous groups usually results in higher quality decisions
and a high level of creativity specifically when the tasks
are cognitively demanding such as of health care profession-
als (Clinton et al., 2004). Therefore it can be asserted that DC
has enough potential to improve the attitude of employees
and to facilitate them to in exhibiting IWB (Luu, 2019).
Therefore, it is postulated that:

H1: Diversity climate (DC) has a significant impact on inno-
vative work behavior (IWB)

Diversity Climate (DC) and Job Crafting (JC)
Job crafting (JC) refers to the change initiated by an
employee in the task, cognitive and relational boundaries of
the job. It allows the employee to choose how to conceptual-
ize and operationalized their tasks (Tims & Bakker, 2010).
Job crafter’s behaviors can be classified into three categories;
seeking resources, seeking challenges, and reducing
demands (Afsar et al., 2019; Tims & Bakker, 2010).
Seeking resources is concerned with looking for more job
autonomy and feedback from supervisors. Seeking chal-
lenges is concerned with looking for opportunities for per-
sonal growth. While reducing job demands refers to
decreasing all job elements which are related to mental, phys-
ical, and emotional exhaustion (Ingusci, 2018). JC allows
employees to reshape their tasks and work environment so
they can cope easily with a task in novel ways (Petrou
et al., 2018). As opposed to the top-down approach where
job characteristics are defined by supervisors, JC is a flexible
approach through which employees get autonomy to reshape
their duties and assignment (Menachery, 2018; Peng, 2018).
Existing literature shows two basic categories of job crafting
antecedents; individual and organizational (Peng, 2018).
Previously most of the studies focused on individual-level
and task-level predictors of JC such as self-efficacy, cogni-
tive ability, and task interdependence (Kim et al., 2018).
Thus, the current study focused on diversity climate an orga-
nizational level driver of job crafting. Diversity climate trig-
gers job crafting behavior of employees (Ingusci, 2018) as
when employees feel they are being treated fairly and their
efforts are being recognized regardless of their diverse back-
grounds, they demonstrate a more productive and ardent atti-
tude towards their jobs (Hofhuis et al., 2016) which
encourages them to effectively craft their jobs. Through JC
employees are motivated to pursue resources and challenges
and simultaneously lessen their job demands to have a greater
impact on their work-related tasks. Therefore organizations
that cultivate a diverse climate (DC) successfully induce
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the employee to improve job crafting behavior (Ingusci,
2018).

Thus, in the light of the above reasoning, it is proposed
that:

H2: Diversity climate (DC) has a significant impact on job
crafting (JC)

Job Crafting (JC) and Innovative Work Behavior (IWB)
Analysis of existing studies revealed that Job crafting (JC)
yields positive outcomes not only for the individual but
also for the organization. Few of these outcomes are positive
attitude towards work, employee satisfaction, organizational
commitment, enhanced loyalty (Tims & Bakker, 2010),
employee well-being (Peng, 2018), job creativity (Rizwan
et al., 2016), adaptive behavior (Baik et al., 2018), proactive
behavior (Menachery, 2018), and innovative work behavior
(IWB) (Khan et al., 2020).

IWB is a multidimensional construct that involves various
stages and each of these stages requires different skills and
abilities. Such as idea generation requires more cognitive
abilities while idea promotion and implementation needs
sociopolitical skills (Khan et al., 2020). Every individual is
different in terms of their needs and capabilities, and it
does not seem feasible for the organization to design
optimal jobs for every individual to cultivate their extra-role
behavior (IWB). In this scenario, JC serves as an opportunity
for employees to redesign their jobs for utilizing their
strengths optimally and to exhibit IWB (Khan et al., 2020;
Rizwan et al., 2016). Through JC individuals alter their
tasks, endeavor to develop more resources, and decrease hin-
drance demands. They can build resources in terms of asking
for more autonomy (Setoodegan et al., 2019) and feedback;
can seek challenges by initiating a new project and can
lessen job demands by reducing taxing aspects of their jobs
to create a fit between their abilities and their tasks (Afsar
et al., 2019; Villajos et al., 2019). Job crafting facilitates
change and motivates the employee to find novel means of
performing tasks (Uen et al., 2021). Changing work
methods increases involvement and decreases the level of
boredom, frustration, and emotional exhaustion (Afsar
et al., 2019). Therefore employees feel enthusiastic and ener-
getic which stimulates the creation of new ideas (Supriyanto
et al., 2020). Considerably when employees have more
resources like autonomy in redesigning their jobs they do
not feel stuck and proactively engage in generating, promot-
ing, and implementing new ideas (Afsar et al., 2019).
Furthermore, Job crafting being a strategic resource enhances
one’s resources and positive emotions. It is usually believed
that a resourceful person is more capable of initiating and
implementing novel ideas (Afsar et al., 2019; De
Spiegelaere et al., 2012; Tian et al., 2021). In the same
way, positive emotions help individuals in cognitive and
sociopolitical processes needed for creating new ideas and

their promotion and allow individuals to build relationship
within the organization to win support from all stakeholders
for successful implementation of the new idea (Afsar et al.,
2019). Hence, Job crafting through its ability to germinate
positive emotions and resource augmentation triggers
employee to pursue IWB (Khan et al., 2020, 2021). Thus,
it is postulated that:

H3: Job crafting has a significant impact on innovative work
behavior.

Job Crafting (JC) as a Mediator Between Diversity
Climate (DC) and Innovative Work Behavior (IWB)
The indirect association between DC and IWB is not empiri-
cally delineated earlier and requires explanation. Diversity
climate is a strategic resource that facilitates the employee
to engage in JC behavior (Ingusci, 2018). JC is an approach
that supports employees in seeking more resources and chal-
lenging tasks while reducing job demands (Afsar et al., 2019)
that results in enhanced IWB (Demerouti et al., 2015). IWB is
a complex and multidimensional phenomenon that requires
various skills (i.e. cognitive and sociopolitical) for idea crea-
tion and promotion (Khan et al., 2020) and additional
resources for implementing those ideas (Škerlavaj et al.,
2014). JC germinates positive emotions and enhances individ-
ual’s resources that are required for indulging in IWB (Khan
et al., 2020). Positive emotions facilitate employees in cogni-
tive and sociopolitical processes needed for creating and pro-
moting novel ideas respectively. As in presence of positive
emotions individuals can introduce and promote their ideas
more effectively through enhanced thought-action repertoire
(Khan et al., 2020). Additionally, JC enhances individual
resources that help in implementing ideas (Demerouti et al.,
2015; Khan et al., 2020, 2021). Therefore, in the light of
aforementioned rationale, it is proposed that

H4: Job crafting (JC) mediates the relationship between
diversity climate (DC) and innovative work behavior (IWB).

The aforementioned arguments and hypothesis based on
research objectives can be supported by the Conservation
of Resource (COR) theory, which revolves around the tenet
that individuals endeavor to retain, gain and protect the
resources they value. The resource investment principle of
COR theory explicates that some resources can be a source
of resource gain or resource accumulation (Hobfoll et al.,
2018) which provides support to the claims of the current
study. Diversity climate (DC) is a contextual resource that
creates a conducive environment for resource generation
and accumulation. Such an environment motivates employ-
ees to invest their existing resources (i.e., time, energy) to
build new resources like more autonomy, more feedback,
and more challenges through crafting their jobs.
Resultantly individuals gain enough resources to exhibit
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IWB. Exhibiting IWB may further yield valuable outcomes
for employees like promotion and recognition and thus
creates a “gain spiral” process. Hence, individuals endeavor
to capitalize on the resources stimulated through diversity
climate and job crafting by engaging in innovative work
behavior. Overall objectives of the study include:

(I) To investigate to relationship between diversity climate
and innovative work behavior

(II) To examine the relationship between diversity climate
and job crafting

(III) To measure the relationship between job crafting and
innovative work behavior

(IV) To determine the mediating role of job crafting
between the relationship of diversity climate and inno-
vative work behavior (Figure 1)

Methods

Design
Drawing on the ontological (the nature of realities one
encounters in research) and epistemological (what comprises
valid, acceptable, and legitimate knowledge) assumptions
(Saunders et al., 2007) the current study is objective and per-
ceptual. Further, hypotheses of current study are derived
from literature and based on existing theory for that reason
positivist approach is used (Saunders et al., 2007, 2019).
Moreover, mono method (quantitative method) research is
employed in this study rather than mix method (both quanti-
tative and qualitative method) since emphasis of this study is
theory testing and verification rather than theory generation
or theory modification (Saunders et al., 2019).

Research Questions

(I) Does diversity climate relate to innovative work
behavior?

(II) Does diversity climate relate to job crafting?
(III) Does job crafting relate to innovative work behavior?
(IV) Does job crafting mediate the relationship between

diversity climate and innovative work behavior?

Sample
Setting. Health system of Pakistan along with many other low
and middle income countries is stressed, due to absence of
basic facilities, insufficient number of healthcare profession-
als, and inadequate preparedness for treating pandemics. The
researchers have enlightened the accelerated need of IWB of
healthcare professionals (Asurakkody & Shin, 2018;
Weintraub & McKee, 2019) specifically of nurses (Ahmed
et al., 2019) to promote and improve the quality of the health-
care system (Yasir & Majid, 2019). Among health sector
employees, nurses (the frontline employees) are considered

to be one of the key pillars supporting the health sector
given that they spend the longest time with patients and
take care of them (Mohammed et al., 2021; Santos et al.,
2019; Wibowo & Mochklas, 2020; Zhang et al., 2020).
Undoubtedly, innovative work behavior is crucial for health-
care professionals to respond health care needs in effective
and efficient way, nevertheless IWB of nurses is most rele-
vant and essential as they provide up to 80% of main care
in the healthcare scheme (Ahmed et al., 2019). For this
reason study population is limited to nurses only.

Sample. There are total 22 tertiary hospitals in twin cities. Out
of which 6 hospitals (Pakistan Institute of Medical Sciences
Islamabad (PIMS), Federal government services hospital
Islamabad (Polyclinic), Military hospital, Rawalpindi, Holy
family hospital Rawalpindi, Benazir Bhutto hospital
Rawalpindi, and DHQ Hospital Rawalpindi) were selected
due to the availability of maximum in-patients beds services
(more than 500 beds).

After deciding upon the target population (nurses), the
questionnaires were distributed to the nurses based on
simple random sampling. They were contacted personally
and concerns regarding purpose and confidentiality were
addressed before the collection of data. Most of the respon-
dents filled the questionnaire in the presence of the
researcher, while others returned the questionnaire after a
few days.

For current study total 350 questionnaires were distributed
(on the basis of number of nurses dealing with COVID-19
patients, 100 questionnaires in PIMS and 50 in other 5 hos-
pitals) out of which 283 were collected back and found fit
for analysis. According to Uma Sekaran (2016) this sample
size is adequate for analysis.

Inclusion/Exclusion Criteria
In light of current situation of healthcare system in Pakistan,
this study is based on health sector of Pakistan (particularly
public and private hospitals of twin cities; Rawalpindi &
Islamabad). Tertiary hospitals of twin cities were included
in this study as tertiary hospitals are the largest health care
unit where highly specialized services are delivered. These
hospitals were selected due to the availability of maximum
in-patients beds services for COVID-19 patients. In current
study primary data was collected from 283 registered
nurses who were directly interacting with COVID-19
patients, since data was collected during the period of
COVID-19 pandemic.

Ethical Consideration
Study ethics have been kept on the top priority during the
course of conducting current study. The selected hospitals
have been approached following an ethical process of
taking prior permission by providing questionnaire which
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included informed consent of the respondents and purpose of
the study. The issue regarding confidentiality of data was also
assured. Further informed consent of participants was
obtained by including paragraph in the beginning of ques-
tionnaire indicating that your participation is voluntary and
if you agree to participate in the study you can proceed
further.

Statistical Analysis
In this study quantitative data was analyzed using SPSS.21
and AMOS.21. Initially data was explored for demographic
information of respondents, mean and standard deviation.
Then, the adequacy of the measurement model was examined
for unidimensionality, reliability, and validity. In the last
hypothesis were tested through Structural equation modeling
(SEM). In the current study, the significance level was set at
0.1% (p ≤ .001).

Measures
In the current study 5-point, Likert scale; ranging from 1
(strongly disagree) to 5 (strongly agree) is used.

Diversity climate (DC) was measured using a 4-items
scale which is previously used by Luu, (2019) and McKay
et al. (2011). Sample items include “I trust the company to
treat me fairly” and “The organization maintains a diversity-
friendly work environment”. Cronbach alpha (α) of original
tool of diversity climate (DC) was 0.82 McKay et al.
(2011) and for current study is 0.793.

For measuring Job crafting (JC), a 13-item scale was used
adopted from Petrou et al. (2018). Sample items include “I
ask colleagues for advice” and, “I ask for more responsibili-
ties”. Cronbach alpha (α) of original three dimensions of job
crafting; seeking resources, seeking challenge and reducing
demands was 0.70, 0.76, and 0.69 respectively Petrou et al.
(2012). For current study Cronbach’s alpha (α) of three
dimensions is 0.859, 0.795 and 0.853 respectively, while
0.919 for whole construct.

Innovative work behavior (IWB) focuses on a broad range
of behaviors related to ideas generation, idea promotion, and
making its implementation possible (Jong & Hartog, 2010).

Innovative work behavior (IWB) was assessed by 9 items
scale of Janssen, (2000) currently used by Suseno et al.
(2020). Sample items include “I create new ideas for difficult
issues” and “I generate creative solutions for problems”.
Original tool’s Cronbach alpha was 0.95 Janssen (2000)
and for current study α= 0.896.

In order to examine the adequacy of instrument in health
industry pilot study was conducted. Total 106 nurses had
completed the questionnaire. The reliability of the instrument
was examined by Cronbach alpha (α) and found to be satis-
factory to precede further (data collection). The Cronbach
alpha (α) of Diversity climate, Job crafting and innovative
work behavior was 0.759, 0.713 and 0.737 respectively.

Results

Sample Characteristics
The descriptive analysis demonstrated that 64% (181/283) of
the data was gathered from public hospitals and 26% (102/
283) were from private hospitals. Whereas 81% (230/283)
of the respondents were female nurses while 19% (53/283)
were males, the number of male nurses is very low as com-
pared to female nurses around the globe. Since globally
there are 9 out of 10 nurses are females (Catton & Iro,
2021). The sample distribution regarding age level is as
follows: 145 respondents (51%) were 25 to 30 years old;
75 respondents (27%) were 31 to 35 years old; 54 respon-
dents (19%) were 36 to 40 years old; 9 respondents (3%)
were 40 and above years old (see Table 1). It shows that
the majority of nurse’s age lies between 25–30 years. Mean
(M), standard deviation (SD), and inter-correlation of vari-
ables included in the study are mentioned in Table 2.

Analyzing first-order correlation showed that diversity
climate has moderate association with job crafting (r= 0.40,
p< .001) and innovative work behavior (r= 0.51, p< .001).
First-order correlation also show that nurses who are highly
engage in job crafting behavior are more inclined to exhibit
the innovative work behavior (r= 0.68, p< .001). In the
current study, the significance level was 0.1% and all values
of correlations were statistically significant at p< .001 (0.1%
significance level) suggesting that results are highly significant.

Figure 1. Theoretical framework.
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Data were analyzed using SPSS.Amos.21. In the first step,
the adequacy of the measurement model was examined for uni-
dimensionality, reliability, and validity. Unidimensionality was
assessed through three-factor model. The three-factor model
was assessed and ensured by assigning factors to their corre-
sponding latent variables, as factor loading of all items was
greater than 0.6 (see Figure 2). The inter-item consistency
and composite reliability (CR) of the instrument were tested.
To establish the reliability required value of Cronbach alpha
(α) and CR is at least 0.7 (Ursachi et al., 2015). The value of
α and CR of all variables was greater than 0.7 (see Table 2),
therefore, all scales used in this study were reliable and all
items accurately measured their respective constructs.
Convergent validity was assessed and established through
average variance extracted (AVE). The minimum required
value of AVE for each construct is 0.5 (Awang, 2015) and
analysis revealed that all constructs achieved this minimum
level and have good convergent validity. AVE value of diver-
sity climate is 0.49 which is too close to 0.5 therefore it is also
acceptable (see Table 2). The discriminant validity was
assessed by comparing the square root of AVE of all constructs
to their respective correlations and found to be greater than their
respective correlations which depict that constructs are different
from each other (Awang, 2015) (see Table 2).

Lastly, construct validity was assured through fitness
indexes for the measurement model and found to achieve
the required level as suggested by (Awang, 2015) [χ2 (290)
= 431, p < .001; Root Mean Square Error of Approximation
(RMSEA)= 0.042; Standardized Root Mean Square
Residual (SRMR)= 0.049; Comparative Fit Index (CFI)=
0.960, and PClose= 0.959.

In this research, response on all variables was obtained
from a single source due to which dependent variable may
be influenced by common method bias. To examine the
intensity of common method bias (CMB) the Harman’s
single factor test was carried out. If more than 50% of the var-
iance is explained by one factor, CMV is likely to be a
problem for analysis (Podsakoff & Organ, 1986). An unro-
tated factor analysis explained 37.649% of the total variance,
therefore CMB was not a serious concern for analysis.

Research Questions Results
Table 3 below shows the result of simple and serial mediation
(also see Figure 3 for direct paths only) of data collected from
public and private hospitals of twin cities. Structural equation
modeling (SEM) was used to analyze the research hypothesis
as this multivariate technique considers measurement error
while statistically analyzing the data unlike the traditional
techniques (Jourdain & Chênevert, 2010). Further, a 95%
confidence interval (CI) for the indirect effects was con-
structed and based on 2000 bootstrap samples.

Hypothesis 1 predicted that diversity climate (DC) has a
positive effect on innovative work behavior (IWB). The
results show that the direct effect of DC on IWB was signifi-
cant and positive (γ= 0.282, p < .001), supporting H1.

Hypothesis 2 predicted that diversity climate (DC) has a
significant effect on Job crafting (JC). The results show
that the direct effect of DC on JC was significant and positive
(γ= 0.400, p< .001), supporting H2.

Hypothesis 3 predicted that Job crafting (JC) has a signifi-
cant effect on innovative work behavior (IWB). The results
show that the direct effect was significant and positive (γ=
0.566, p< .001), supporting H3.

Hypothesis 4 predicted that there is a positive indirect
effect of DC on IWB through JC. The results show the pos-
itive and significant indirect effect of DC on IWB through JC
(ρ= 0.235, p < .001, 95% CI= [0.134. 0.382]) supporting H4.

In the current study, the significance level was 0.1% and
all the regression weights for study relationships were signif-
icantly different from zero at the p≤ .001 (0.1% significance
level) which means that results are highly significant.

Discussion
The current research was aimed to examine the association
between diversity climate and innovative work behavior
through mediating role of Job crafting. The findings of the
current study provide evidence for the significant positive
relationship between diversity climate and innovative work
behavior and provide empirical support to the findings of
Luu (2019). Results suggest that in hospitals where diversity
is managed effectively and employees perceive that they are
being treated equitably and fairly they are inclined to demon-
strate more innovative behavior towards their jobs. The asso-
ciation between diversity climate with job crafting was also
proved as previously ascertained by Ingusci (2018).
Findings advocate that impartial practices in organizations
influence employees to redesign their jobs according to
their needs and capabilities. Besides, the relationship
between job crafting and innovative behavior was also signif-
icant confirming the studies of Afsar et al. (2019); Khan et al.
(2020, 2021). When employees get the opportunity to craft
their roles and jobs they can perform better and could find
improved and innovative ways for accomplishing their
tasks. The findings of this study also supports the argument

Table 1. Demographic Characteristics.

Characteristics Frequency Percentage

Gender

Male 53 19

Female 230 81

Organization Type

Public 181 64

Private 102 36

Age

25–30 145 51

31–35 75 27

36–40 54 19

41 and above 9 3
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Table 2. Reliability, Validity, Mean, STD Deviation, and Inter-Correlations of Study Variables.

Correlation

Min. loading α CR AVE Mean S.D DC JC IWB

DC 0.66 0.793 0.794 0.490 4.46 0.54 0.700
JC 0.66 0.919 0.940 0.546 3.78 0.72 0.40*** 0.739
IWB 0.68 0.896 0.921 0.566 3.85 0.71 0.51*** 0.68*** 0.752

(n= 283) R= ***p< .001.

Note= [DC=Diversity Climate; JC= Job crafting; IWB= Innovative Work Behavior].

Figure 2. Factor loadings of constructs.
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outlined in diversity literature of health sector and the
premise of this study, that an hospital, which manages diver-
sity well and is perceived by their workers as fair to all parts
of the workforce, will experience positive outcomes
(Jankelová et al., 2020). In health industry it was experienced
that nurses who perceived better diversity climate are more
innovative (Gomez & Bernet, 2019). As creating the proper
environment in which nurses can develop to their fullest
potential and providing a conducive work environment is
essential for enhancing nurse innovation (Mahgoub et al.,
2019).

Strengths and Limitations
Current study has validated the role of Job crafting as a medi-
ator between the relationship of diversity climate and innova-
tive work behavior. An environment where diversified
workforce experience equitable treatment regardless of
their diversified backgrounds tend to have a positive

relationship with their colleagues and supervisors and have
an opportunity to redesign their tasks which ultimately
fosters innovative work behavior. Therefore current study
provides empirical evidence for mediating the role of Job
crafting between the relationship of diversity climate and
innovative work behavior as suggested by Luu (2019) and
added a new dimension in the literature of nurses.

Few limitations are surmounted regarding this study.
Firstly, in this study data was collected in one-wave due to
time constrain, while the model that involves mediator,
two-wave process for collection of data is more appropriate.
Secondly, cross-sectional data is collected using a single
method (self-administered survey) that may result in
common method bias. Thus, this limitation can be addressed
by conducting a longitudinal study that is more rigorous in
unfolding causal relationships. This study focused on exam-
ining the mediating role of Job crafting between diversity
climate and innovative behavior further study may also incor-
porate knowledge sharing behavior as a mediator since it has

Table 3. Structural Model.

Variables b Se LLCI ULCI Hypothesis

Direct Effect

H1 DC→IWB 0.282*** 0.070 Accepted

H2 DC→JC 0.400*** 0.089 Accepted

H3 JC→IWB 0.566*** 0.078 Accepted

Indirect Effect

H4 DC→JC→IWB 0.235*** 0.062 0.134 0.382 Accepted

(n= 283) R= ***p< .001.

Note= [DC=Diversity Climate; JC= Job crafting; IWB= Innovative Work Behavior].

Figure 3. Structural model.

Note= [DC=Diversity Climate; JC= Job crafting; IB= Innovative Work Behavior; IG= Idea Generation; IP= Idea promotion; II= Idea

Implementation].
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the potential to influence the innovative work behavior of
employees (Afsar et al., 2019). Further, in the current
study, we did not examine any moderator therefore in the
future scholars can incorporate various moderators. Such a
role of leader (leadership style) as a moderator between the
relationship of Job crafting and innovative work behavior
can be assessed. As employees may avoid crafting their
jobs due to the fear of failure and in this scenario, a leader
can play a vital role (Khan et al., 2020). Likewise, age as a
moderator can be examined between the relationship of
diversity climate and Job crafting as employees with different
age groups may have an assorted attitude towards Job craft-
ing (Ingusci, 2018).

Implications for Practice
The findings of the current study can significantly assist
healthcare organizations in managing diversity management
and improving innovative behavior of nurses. This research
complements the previous study that diversity management
enables an organization to take maximum advantage of the
expertise of diverse workgroups and cultivate innovative
behavior amongst its employees. Though diversity climate
has a significant impact on the innovative behavior of
employees in the service industry specifically healthcare,
and innovative behavior is of great interest to both academics
and practitioners because of globalization and intense com-
petition (Kim & Lee, 2013) thus findings of this study can
be assistive for practitioners and academia in creating aware-
ness and developing policies regarding diversity climate to
cultivate innovative work behavior.

The findings of this study add a novel mediator, Job crafting
between the relationship of diversity climate and innovative
work behavior. Previously diversity climate and leadership
were taken as triggering factors of innovative work behavior
directly (Dhar, 2017). Job crafting is considered as an opportu-
nity for employees to change their jobs and such autonomy
motivates employees to find better ways of performing their
tasks through optimal utilization of resources and turn out to
be more creative and innovative at their workplace. Thus, job
crafting can be used as a motivational tool for employees to
perform their tasks innovatively for their comfort and have a
greater impact on organizational performance.

Conclusively healthcare management should integrate job
crafting techniques and diversity management policies in their
strategy. They should communicate and motivate employees
through their constructive and fair, practices and policies
that how diversity climate and Job crafting can assist in foster-
ing innovative behavior which is crucial not only for organi-
zational advancement but also for individual growth.

Conclusion
The current study revealed that diversity climate significantly
influences the innovative work behavior of employees

directly and indirectly through Job crafting. Suggesting that
employees who are more comfortable and pessimist
towards diversity at their workplaces are good job crafters
and likely to demonstrate innovative work behavior.
Therefore, the management of healthcare organizations
should create a diversity climate and employ Job crafting
approach to cultivate employee’s innovative work behavior.
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Škerlavaj, M., Černe, M., & Dysvik, A. (2014). I get by with a little
help frommy supervisor: creative-idea generation, idea implemen-
tation, and perceived supervisor support. Leadership Quarterly,
25(5), 987–1000. https://doi.org/10.1016/j.leaqua.2014.05.003

Slåtten, Mutonyi, & Lien. (2020). The impact of individual creativity,
psychological capital, and leadership autonomy support on hospital
employees’ innovative behaviour. BMC Health Services Research,
20(1), 1–17. https://doi.org/10.1186/s12913-020-05954-4

Sliter, M., Boyd, E., Sinclair, R., Cheung, J., & McFadden, A.
(2014). Inching toward inclusiveness: diversity climate, interper-
sonal conflict and well-being in women nurses. Sex Roles, 71(1–
2), 43–54. https://doi.org/10.1007/s11199-013-0337-5

Sørly, R., Krane, M. S., Bye, G., & Ellingsen, M. B. (2019). “There
is a lot of community spirit going on.” middle Managers’ stories
of innovation in home care services. SAGE Open Nursing, 5, 1–
11. https://doi.org/10.1177/2377960819844367

Supriyanto, A. S., Sujianto, A. E., & Ekowati, V. M. (2020). Factors
affecting innovative work behavior: mediating role of knowl-
edge sharing and job crafting. Journal of Asian Finance,
Economics and Business, 7(11), 999–1007. https://doi.org/10.
13106/jafeb.2020.vol7.no11.999

Suseno, Y., Standing, C., Gengatharen, D., & Nguyen, D. (2020).
Innovative work behaviour in the public sector: the roles of
task characteristics, social support, and proactivity. Australian
Journal of Public Administration, 79(1), 41–59. https://doi.org/
10.1111/1467-8500.12378

Tian, W., Wang, H., & Rispens, S. (2021). How and when job craft-
ing relates to employee creativity: the important roles of work
engagement and perceived work group status diversity.
International Journal of Environmental Research and Public
Health, 18(1), 1–17. https://doi.org/10.3390/ijerph18010291

Tims, M., & Bakker, A. B. (2010). Job crafting: towards a new
model of individual job. SA Journal of Industrial Psychology,
36(2), 1–9. https://doi.org/10.4102/sajip.v36i2.841

Uen, J. F., Vandavasi, R. K. K., Lee, K., Yepuru, P., & Saini, V.
(2021). Job crafting and psychological capital: A multi-level
study of their effects on innovative work behaviour. Team
Performance Management, 27(1–2), 145–158. https://doi.org/
10.1108/TPM-08-2020-0068

Uma Sekaran. (2016). Research methods for business: A skill-
building approach. John Wiley & Sons.

Ursachi, G., Horodnic, I. A., & Zait, A. (2015). How reliable are
measurement scales? External factors with indirect influence
on reliability estimators. Procedia Economics and Finance, 20,
679–686. https://doi.org/10.1016/S2212-5671(15)00123-9

Villajos, A., García-Ael, C., & Topa, G. (2019). Job crafting among
labor union representatives: its impact on work engagement and
job satisfaction. Social Sciences, 8(1), 1–11. https://doi.org/10.
3390/socsci8010020

Weintraub, P., & McKee, M. (2019). Leadership for innovation in
healthcare: an exploration. International Journal of Health
Policy and Management, 8(3), 138–144. https://doi.org/10.
15171/ijhpm.2018.122

Wibowo, T. S., & Mochklas, M. (2020). Urgency of organizational
citizenship behavior towards performance of nurses of type-C
hospitals in surabaya. International Journal of Scientific and
Technology Research, 9(2), 4534–4538. Retrieved from http://
www.ijstr.org/research-paper-publishing.php?month=feb2020

Wrzesniewski, A., Lobuglio, N., Dutton, J. E., & Berg, J. M. (2013).
Job crafting and cultivating positive meaning and identity in
work. Advances in Positive Organizational Psychology, 1,
281–302. West Yorkshrie, UK: Emerald Group. https://doi.org/
10.1108 S2046-410X(2013)0000001015

Xerri, M. J., & Reid, S. R. M. (2018). Human resources and inno-
vative behaviour: improving nursing performance.
International Journal of Innovation Management, 22(2), 1–25.
https://doi.org/10.1142/S1363919618500196

Yasir, M., & Majid, A. (2019). Boundary integration and innovative
work behavior among nursing staff. European Journal of
Innovation Management, 22(1), 2–22. https://doi.org/10.1108/
EJIM-02-2018-0035

Zhang, H., Zhao, Y., Zou, P., Liu, Y., Lin, S., Ye, Z., Tang, L.,
Shao, J., & Chen, D. (2020). The relationship between auton-
omy, optimism, work engagement and organisational citizenship
behaviour among nurses fighting COVID-19 in Wuhan : A serial
multiple mediation. BMJ Open, 10(9), 1–7. https://doi.org/10.
1136/bmjopen-2020-039711

Baig et al. 13

https://doi.org/10.1177/23779608211024213
https://doi.org/10.1177/23779608211024213
https://doi.org/10.1177/23779608211024213
https://doi.org/10.1016/j.ijnss.2019.05.002
https://doi.org/10.1016/j.ijnss.2019.05.002
https://doi.org/10.26719/2019.25.10.754
https://doi.org/10.26719/2019.25.10.754
https://doi.org/10.26719/2019.25.10.754
https://doi.org/10.1080/09585192.2016.1143860
https://doi.org/10.1016/j.leaqua.2014.05.003
https://doi.org/10.1016/j.leaqua.2014.05.003
https://doi.org/10.1186/s12913-020-05954-4
https://doi.org/10.1186/s12913-020-05954-4
https://doi.org/10.1007/s11199-013-0337-5
https://doi.org/10.1007/s11199-013-0337-5
https://doi.org/10.1177/2377960819844367
https://doi.org/10.1177/2377960819844367
https://doi.org/10.13106/jafeb.2020.vol7.no11.999
https://doi.org/10.13106/jafeb.2020.vol7.no11.999
https://doi.org/10.13106/jafeb.2020.vol7.no11.999
https://doi.org/10.1111/1467-8500.12378
https://doi.org/10.1111/1467-8500.12378
https://doi.org/10.1111/1467-8500.12378
https://doi.org/10.3390/ijerph18010291
https://doi.org/10.3390/ijerph18010291
https://doi.org/10.4102/sajip.v36i2.841
https://doi.org/10.1108/TPM-08-2020-0068
https://doi.org/10.1108/TPM-08-2020-0068
https://doi.org/10.1108/TPM-08-2020-0068
https://doi.org/10.1016/S2212-5671(15)00123-9
https://doi.org/10.1016/S2212-5671(15)00123-9
https://doi.org/10.3390/socsci8010020
https://doi.org/10.3390/socsci8010020
https://doi.org/10.3390/socsci8010020
https://doi.org/10.15171/ijhpm.2018.122
https://doi.org/10.15171/ijhpm.2018.122
https://doi.org/10.15171/ijhpm.2018.122
http://www.ijstr.org/research-paper-publishing.php?month=feb2020
http://www.ijstr.org/research-paper-publishing.php?month=feb2020
https://doi.org/10.1108 S2046-410X(2013)0000001015
https://doi.org/10.1108 S2046-410X(2013)0000001015
https://doi.org/10.1142/S1363919618500196
https://doi.org/10.1142/S1363919618500196
https://doi.org/10.1108/EJIM-02-2018-0035
https://doi.org/10.1108/EJIM-02-2018-0035
https://doi.org/10.1108/EJIM-02-2018-0035
https://doi.org/10.1136/bmjopen-2020-039711
https://doi.org/10.1136/bmjopen-2020-039711
https://doi.org/10.1136/bmjopen-2020-039711

	 Introduction
	 Review of Literature
	 Diversity Climate (DC) and Innovative Work Behavior (IWB)
	 Diversity Climate (DC) and Job Crafting (JC)
	 Job Crafting (JC) and Innovative Work Behavior (IWB)
	 Job Crafting (JC) as a Mediator Between Diversity Climate (DC) and Innovative Work Behavior (IWB)

	 Methods
	 Design
	 Research Questions
	 Sample
	 Setting
	 Sample

	 Inclusion/Exclusion Criteria
	 Ethical Consideration
	 Statistical Analysis
	 Measures

	 Results
	 Sample Characteristics
	 Research Questions Results

	 Discussion
	 Strengths and Limitations
	 Implications for Practice
	 Conclusion
	 References


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile ()
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 5
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Average
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Average
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /PDFX1a:2003
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError false
  /PDFXTrimBoxToMediaBoxOffset [
    33.84000
    33.84000
    33.84000
    33.84000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    9.00000
    9.00000
    9.00000
    9.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV <>
    /HUN <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames false
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks true
      /AddColorBars false
      /AddCropMarks true
      /AddPageInfo true
      /AddRegMarks false
      /BleedOffset [
        9
        9
        9
        9
      ]
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks true
      /IncludeHyperlinks true
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


