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Abstract

:

This study explored the mental health and job satisfaction of Ultra-Orthodox women who work in different cultural environments. Data were gathered from 304 Ultra-Orthodox women who belong to various streams in this society and who were recruited by the Midgam research panel. The participants filled out self-reported questionnaires that assessed their family quality of life, community sense of coherence, diversity climate, inclusive leadership, job satisfaction, and mental health. The participants ranged in age between 19 and 64 years (M = 30.86, SD = 8.71); 43.1% worked within the Ultra-Orthodox enclave, while 22.4% worked with both Ultra-Orthodox and secular individuals and 34.5% worked in mainly secular environments. We observed differences and similarities among the three groups of women. Community sense of coherence was weakest among those who worked outside the enclave, while diversity perception and inclusive leadership were highest among that group. In all three groups, family and community were the most important resources for mental health. Both traditional resources (i.e., family and community) and other resources (i.e., perception of diversity climate and inclusive leadership) were important for job satisfaction.
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1. Introduction


Culture and ethnicity are crucial to our identity and our perceptions of ourselves and others. They are also responsible for our perception of health, values, and vitality [1]. Thus, it seems important to examine the consequences of human diversity among several cultural and ethnic groups who live in the same country (i.e., Ultra-Orthodox) [2,3] and share a work sphere/environment. More specifically, in the present study, we explored Ultra-Orthodox women’s mental health and the satisfaction they derive from their work. The focus on these women may teach us about women from other minority groups around the world, who are integrating into the general labor market. It is important to study the integration of these women into the workforce, as they are members of minority groups who experience significant difficulties in that integration, due to cultural differences and feelings of foreign-ness [2,3].



Drawing on the ecological model [4], we wanted to understand the ways in which the different circles in a woman’s life impact her mental health and satisfaction from work. Specifically, we were interested in examining family, communal, and work variables as potential explanatory variables of mental health and job satisfaction among Ultra-Orthodox women who work in three different types of environments: within Ultra-Orthodox society (within the enclave), outside the Ultra-Orthodox enclave (i.e., working mostly with people who are not Ultra-Orthodox), and in mixed work environments that include individuals who belong to Ultra-Orthodox society, as well as individuals who belong to secular or national-religious communities.



1.1. Literature Review


1.1.1. The Ecological Model


The present research is based on the ecological model (See Figure 1) [4], which claims that socialization and individual development are influenced by several circles with which one is in communication. It is a theoretical framework that considers the resources of the individual that are present in his/her surroundings, that is, his/her family, his/her community, work environment, etc. In each circle, the individual is an active actor who is influenced by others and who also influences others in that circle. Thus, s/he learns to adapt to the circle’s rules, conditions and restrictions. The different circles—the microsystem, mesosystem, exosystem, and macrosystem—interact with each other. Therefore, the ecological model can serve as an important tool when considering the optimal integration of women from cultural minorities into the workforce, as these circles may help individuals to cope with stress and conflicts in the workplace.




1.1.2. Microsystem—Family Quality of Life


Family and work conflicts arise when there is no balance between an individual’s roles at work and his/her roles outside of work (i.e., in the family) [5]. Although many studies have examined the effects of family–work conflicts on job satisfaction, several studies have focused on a different angle, namely, how family resources help individuals to perform better at work, thereby enhancing the satisfaction that they acquire from their work, as well as their mental health [6,7]. The present study will employ the resources approach to examine how the core resource of family quality of life (i.e., family’s strength, family’s communication, etc.) is related to community and work resources, with the aim of assessing its potential ability to enhance individuals’ job satisfaction and mental health.




1.1.3. Mesosystem—Community Sense of Coherence


Community sense of coherence includes the perception of the community with regard to the three components of Antonovsky’s concept of sense of coherence [8]: comprehensibility (i.e., resources in the community that advance the sense that life in the community is predictable and safe), manageability (i.e., resources that can assist individuals in times of crisis and distress), and meaningfulness (i.e., resources that enable individuals to express and to actualize themselves and to feel satisfaction, challenge, and interest) [9]. The assumption is that, in all cultures, individuals who view their community as being comprehensible, manageable, and meaningful will have another resource to rely on when needed. In the context of the present research, it is important to note that previous studies have found that higher levels of community sense of coherence can contribute to greater job satisfaction and are also associated with better subjective well-being (e.g., [10,11]). Specifically in the cultural group that is the subject of the present study (i.e., the Ultra-Orthodox), community sense of coherence has been shown to be an important contributor to job satisfaction and well-being [12]. The present study will examine the role of community sense of coherence as it relates to additional factors in the job environment, namely, diversity perceptions and inclusive leadership, which could all explain the job satisfaction and well-being of Ultra-Orthodox women in their work environments.




1.1.4. Exosystem—Diversity Perceptions and Inclusive Leadership


Diversity perception is a source of learning and creativity that helps to create opportunities for employees’ development and promotion, as well as organizational profitability [13]. Studies have found that workplaces that promote diversity experience better decision-making, provide better service to various ethnic groups, and enjoy productivity [14,15]. Cultural diversity in the workplace is of great interest for research and public administration. Despite the above-mentioned benefits, diversity in the workplace appears difficult to apply and is also associated with some negative outcomes, such as resistance from employees to working in teams that include members of various ethnic groups [16,17,18]. However, in general, diversity and diversity management generate positive outcomes for organizations. They produce new ideas and enhance the ability of employees at various stages and statuses to grow, learn, and imagine new possibilities. In addition, diverse workplaces tend to have relatively low levels of discrimination [19]. Diversity adds important value to the workplace when it is managed effectively and yields a higher quality of work because of the broad perspectives and ideas for problem-solving and the solutions that arise [20,21].



Inclusive leadership involves the openness, accessibility, and availability of the leader (i.e., the boss or supervisor) for discussion with his/her employees. The various aspects of inclusive leadership in a work environment include the boss’s care for his/her employees, the communication of desirable expectations, and new opportunities for individual employees, as well as for the organization [22]. The setting of goals by bosses and supervisors together with employees can improve an organization’s accomplishments. This means that the leaders expect and support their workers in initiating efforts to solve various problems that arise and, in that way, give the team members an appropriate voice [23]. This promotes employee trust and loyalty, which is reflected by the recognition, responsiveness, and responsibilities of bosses and supervisors [24,25]. Awareness, listening, and acting fairly toward employees and their needs are additional important components of inclusive leadership. All of these behaviors develop a social context that is safe for employees, which allows employees to speak up and contribute their input in different areas of the work sphere. In this way, the inclusive leader contributes to employees’ job satisfaction and well-being [26].





1.2. Outcomes: Job Satisfaction and Mental Health


1.2.1. Job Satisfaction


Job satisfaction has important implications for employee well-being [27] that derive from a need to believe that one’s actions within the framework of one’s work are important and significant [28]. One of the definitions of job satisfaction focuses on the perceptions of fulfilment as a result of day-to-day activities. This fulfilment is associated with job commitment, as well as higher levels of performance at work [29]. It seems that one of the contributors to greater job satisfaction is high income [30]. In the present research, we sought to examine women from a unique minority group, (i.e., the Ultra-Orthodox) and the way in which the above-mentioned variables, from different ecological circles, contribute to their job satisfaction. Community sense of coherence attributed to the community from which the minority individual comes has been reported only in one study, in which it was found to be a limited explanatory factor of job satisfaction [12]. Diversity perception [31] and inclusive management [26] have been reported to have positive effects on job satisfaction.




1.2.2. Mental Health


Positive mental health or well-being is important in the work sphere. Those who report positive mental health have better work performance and also enjoy better social relations and physical health [32]. Positive work environments also contribute to employee mental health, which, in turn, benefits their organizations [33]. Thus, it seems that there are strong positive relationships between job satisfaction and the physical and mental health of employees [34]. Workplace practices are important contributors to a mentally healthy worker [35].





1.3. Research Questions


In line with the literature reviewed above and our research aims, several research questions were formulated:




	
Are there differences between Ultra-Orthodox women who work within the Ultra-Orthodox enclave, those who work with the Ultra-Orthodox sector and other sectors of Israel society, and those who work mainly outside the Ultra-Orthodox enclave, in terms of family quality of life, community sense of coherence, diversity perception, inclusive leadership, job satisfaction, and/or mental health [2,3]?



	
Based on the ecological model that evaluates the different circles of one’s life as promoting one’s mental health, we built a model that included the main study variables: Family Quality of Life, Community Sense of Coherence, Diversity Perceptions subscales, and Inclusive Leadership subscales as potential explanatory factors of employees’ satisfaction from work and their mental health. The two dependent variables (i.e., job satisfaction and mental health) were examined separately [4,5,8].








This full model was tested, in our effort to identify the similarities and differences among the three groups of Ultra-Orthodox women: those who work within the ultra-Orthodox enclave, those who work with both the Ultra-Orthodox sector and other sectors, and those who work mainly with other sectors.





2. Materials and Methods


2.1. Participants


Three hundred and four Ultra-Orthodox women aged 19–64 (M = 30.86, SD = 8.71) participated in this study. Among the participants, 195 (64.1%) had earned an academic degree and 109 (35.9%) had completed studies for a certificate beyond a high school diploma. One hundred and eighty-five participants (60.9%) reported that they worked fully in the profession for which they had studied, 68 (22.4%) partially worked in their professions, and 51 (16.8%) did not work in the profession they had studied. One hundred and thirty-one participants (43.1%) worked within the Ultra-Orthodox enclave, 68 (22.4%) reported that they worked in a mixed environment, and 105 (34.5%) worked in a mostly secular environment. With regard to socioeconomic status, 213 (70%) reported a lower than average income, 43 (14.1%) reported an average income, and 15 (4.9%) reported a higher than average income. In addition, 30 participants preferred not to reveal their income and 3 (who were not included in further analyses) reported that they did not have any income at all. Most of the participants were married (85.9%) and reported having 0–11 children (M = 2.78, SD = 2.37). They belonged to various streams of Israeli Ultra-Orthodox society: 50.7% identified with the Lithuanian stream, 21.4% as Hasidic, 22.7% as Mizrachi, 4.3% as Modern, and 1% as others.




2.2. Procedure


After receiving ethical approval (no. 1739-2), data were gathered via the Midgam platform (https://www.midgampanel.com/; accessed on 24 December 2020) an internet platform for the distribution of questionnaires). Participants received a written explanation about the study and its aim and were asked to sign an informed-consent form. After signing that form, they were transferred to the questionnaire site, which kept their answers anonymous. Participants were free to withdraw their participation for any reason and at any time during the questionnaire procedure.




2.3. Measures


2.3.1. Demographic Data


Demographic background data included gender, age, level of education, socioeconomic status, and whether or not participants were working in the profession for which they had trained. Additionally, participants reported whether they worked in a mostly secular environment, in a mixed environment, or within the Ultra-Orthodox enclave.




2.3.2. The Family Quality of Life Scale (FQOL)


This construct includes 25 items, which are rated using a 5-point Likert-type scale ranging from 1 (not at all satisfied) to 5 (very satisfied). The questionnaire focuses on the satisfaction of the different members of the family with the family’s quality of life [36].



The dimensions include interactions between family members, parenthood, emotional wellness, physical and material wellness, etc. The higher the score, the better the quality of family life. Sample item: To what extent are you satisfied with how open family members are with one another? The Cronbach alpha reliability coefficient for the current sample was 0.94.




2.3.3. Sense of Community Coherence


This construct includes 12 items, which are each rated on a 7-point Likert-type scale with anchoring phrases at each end. It translates the major themes of Antonovsky’s [8] personal sense of coherence—comprehensibility, manageability, and meaningfulness—into community resources. Examples of the items: To what extent do you feel that you have influence in your community?; I intend to live in this community in the future [37].



The Cronbach alpha coefficient for the present study was 0.88.




2.3.4. Diversity-Perceptions Scale


This construct includes 16 items, which are rated on a 6-point Likert-type scale with anchoring phrases at each end (1—do not agree at all; 6—definitely agree.) The higher the score, the more openness to diversity there is at the organization [38]. In addition to the full scale, we also calculated mean scores for three subscales after reversing the relevant items. Those three subscales were: Organization’s Fairness [example: I feel that I have been treated differently here because of my race, gender, religion or age (reversed)], Organizational Inclusion [example: Management here encourages the formation of employee network support groups], and Personal Diversity Values [example: Knowing more about cultural norms of diverse groups would help me to be more effective in my job]. The Cronbach alpha reliability coefficients for the full scale and the subscales ranged between 0.73 and 0.82.




2.3.5. Inclusive Leadership Scale (ILS)


This construct was used to evaluate the relationships between managers and their workers. The evaluation included dimensions such as respect, awareness, and recognition of the worker and his/her contribution to the organization, fairness, etc. [22,39]. The questionnaire includes 16 items, which are each rated on a 5-point Likert-type scale. In addition to the full scale, we also used three subscales in this study: Support Recognition (example: Asks for my ideas about my work), Communication-Action-Fairness (example: Concerned with how things are, or are not, being done); Self-Interest–Disrespect (example: Makes comments to put me down). The items for the Self-Interest–Disrespect subscale were reversed, so that they would represent the respect angle of inclusive leadership. Means were calculated for each scale and alpha reliability coefficients ranged between 0.76 and 0.89.




2.3.6. Employee Satisfaction Inventory (ESI)


The employee satisfaction inventory is a 24-item inventory in which the items are each rated on 5-point Likert scale ranging from 1 (strongly agree) to 5 (strongly disagree). The inventory includes six subscales: working conditions, supervisors, pay, the job itself, the organization as a whole, and promotion. The global ESI scale is derived from the mean score of all items [27].



The psychometrics of the scale and the subscales have been shown to be reliable [27]. In the present study, the Cronbach alpha coefficient for the global scale was 0.90.




2.3.7. General Health Construct (GHQ-12)


This questionnaire was used to evaluate mental health [40,41].



It includes 12 items that are each rated on a 5-point Likert-type scale ranging from 1 (very often) to 5 (never). The higher the score, the better one’s mental health. The questionnaire includes items such as: To what extent do you feel that you can handle your problems? The mean of the scores for the 12 items was calculated and the Cronbach’s alpha reliability coefficient was 0.89.





2.4. Data Analyses


First, one-way ANOVA was performed to explore differences between the three groups of workers in terms of all of the study variables. Then, an AMOS model was used to evaluate the explanations of the two dependent variables (i.e., job satisfaction and mental health) by the main study variables from the different ecological systems. Finally, we used a nested model to evaluate the different effects of the main study variables on both job satisfaction and mental health, to explore different effects among the different groups of workers.





3. Results


The first question, which examined differences between the three groups of workers, was explored using one-way ANOVA. The results of that analysis are presented in Table 1.



As shown in Table 1, several differences emerged between the three groups of women. The women who worked in mixed environments reported less of a diversity climate, in terms of diversity perception and fairness, and less inclusive leadership, support recognition, and respect from their bosses/supervisors. Those who worked outside the enclave reported the weakest community sense of coherence when relating to the Ultra-Orthodox community. The strongest community sense of coherence was reported by those women who worked within the enclave.



We used a multi-group analysis to compare the effects of the different ecological factors on each group of women (i.e., those working within the enclave, those working with the Ultra-Orthodox sector and other sectors, and those working mainly with other sectors), in terms of the two dependent variables. The means for each scale were computed separately and used as manifest variables. The two dependent variables, job satisfaction and mental health, were presented as manifest variables. In the final model, job satisfaction played a role as an explanatory variable for the second dependent variable (mental health), in addition to the other independent variables in the ecological model. Model fit was assessed using the ratio of chi-square to degrees of freedom (χ2/df) incremental fit index (IFI [42], the comparative fit index (CFI [43]), and the root mean square error of approximation (RMSEA [44]).



Acceptable fit was indicated by a χ2/df ratio of 3 or less [45], IFI and CFI values equal to or greater than 0.90, and an RMSEA value of less than 0.08 [44,46]. The indices for the overall model were as follows: χ2(27) = 93, p < 0.001; χ2/df = 3.45; CFI = 0.85; IFI = 0.86; and RMSEA = 0.09 (Figure 2, Figure 3 and Figure 4). The inadequate parameters could be due to significant differences between the three groups. The parameters were computed separately for each group and, in each case, they were found to be adequate. These parameters are presented below as part of the figures describing each group.



The final SEM presents only relationships that were significant among at least one of the groups; variables that were not significant for the explanation of job satisfaction and/or mental health were deleted, in order to streamline the presentation. The overall model explained 39% of the variance in job satisfaction among the women who worked within the enclave, 51% of the variance among the women who worked in a mixed environment, and 44% of the variance among the women who worked outside the enclave. As for mental health, the overall model explained 19% of the variance in mental health among the women who worked within the enclave, 16% of the variance among the women who worked in a mixed environment, and 35% of the variance among the women who worked mainly with other sectors (i.e., outside the enclave).



The indirect effects of the various variables on job satisfaction were as follows. Among the women who worked within the enclave: Family Quality of Life (0.02) and Community Sense of Coherence (0.01). Among the women who worked in mixed environments: Family Quality of Life (0.12) and Community Sense of Coherence (0.09). Finally, among the women who worked mainly with other sectors: Family Quality of Life (0.08) and Community Sense of Coherence (0.01).



The indirect effects of the various variables on mental health were as follows. Among the women who worked within the enclave: Family Quality of Life (0.14), Respect (0.06), Organizational Inclusion (0.05), and Support Recognition (0.14). Among the women who worked in mixed environments: Family Quality of Life (0.15), Community Sense of Coherence (0.08), Respect (0.04), Organizational Inclusion (0.03), and Support Recognition (0.03). Finally, among women who worked mainly with other sectors: Family Quality of Life (0.20), Respect (0.09), Organizational Inclusion (0.04), and Support Recognition (0.10).



The total direct and indirect effects of the different factors on job satisfaction varied among the three groups of women. Among the women who worked within the enclave, Support Recognition had the most powerful effect (0.48), followed by Respect (0.22), Organizational Inclusion (0.18), and Community Sense of Coherence (0.14). Among the women who worked in mixed environments, Respect had the most powerful effect (0.47), followed by Organizational Inclusion (0.31) Support Recognition (0.29), Family Quality of Life (0.13) and Community Sense of Coherence (0.09). Finally, among the women who worked mainly outside the enclave, Support Recognition had the most powerful effect (0.39), followed by Respect (0.37), Organizational Inclusion (0.15) and Family Quality of Life (0.08).



The direct and indirect effects of the different factors on mental health also varied between the three groups of women. Among the women who worked within the enclave, Job Satisfaction, Community Sense of Coherence, and Family Quality of Life had equally powerful effects on mental health (all 0.29), with weaker effects observed for Support Recognition (0.14), Respect (0.14), and Organizational Inclusion (0.05). Among the women who worked in a mixed environment, Respect had the most powerful effect on mental health (0.27), followed by Community Sense of Coherence (0.26) and Family Quality of Life (0.15); Support Recognition and Respect had effects that were similar to one another in strength (0.03). Finally, among those who worked mainly outside the enclave, there were two pairs of variables with similar indirect effects on mental health: Community Sense of Coherence and Respect (both 0.36) and Job Satisfaction and Respect (both 0.16).



These results indicate that there were major differences between the three groups. To test whether these major differences in the strength of the relationships between the various independent and the dependent variables were significant, the effects of the independent variables on job satisfaction and mental health were examined using a nested model. Equality constraints among groups were assigned for each effect, to allow for the comparison of the constrained model with the free model. Statistical differences for Job Satisfaction as a dependent variable were found for the variables as follows: Organizational Inclusion [(χ2(27) = 93.2); Δχ2(3) = 412.4; p ≤ 0.001], Support Recognition [(χ2(27) = 93.2); Δχ2(3) = 284.4; p ≤ 0.001], and Respect [(χ2(27) = 93.2); Δχ2(3) = 272.5; p ≤ 0.001].



Statistical differences for the model in which mental health was the dependent variable were found for the variables as follows: Community Sense of Coherence [(χ2(27) = 93.2); Δχ2(3) = 558.3; p ≤ 0.001], Respect [(χ2(27) = 93.2); Δχ2(3) = 435.6; p ≤ 0.001], and Job Satisfaction [(χ2(27) = 93.2); Δχ2(3) = 383.5; p ≤ 0.001]. This means that despite the fact that most of the examined variables made important and significant contributions to job satisfaction and mental health among the different groups, they differed significantly in the strength of their contributions to those outcomes among the different groups.



Power analysis for the proposed model was conducted using the MacCallum et al. [47] approach, with effect size defined as the difference in model Root Mean Square Error of Approximation (RMSEA) between close fit (RMSEA < 0.05) and the lack of fit (RMSEA > 0.10). Given α = 0.05 and a sample size of n = 304, power was 0.98, which is above the recommended cutoff of 0.80.




4. Discussion


The aim of the present study was to explore the mental health of Ultra-Orthodox women and the satisfaction that they derive from their work. We wanted to understand how family, communal, and work resources explain mental health and job satisfaction. Drawing on the ecological model, we chose variables from various circles of one’s life. First, we compared family quality of life, community sense of coherence, diversity perception, and inclusive leadership, as well as job satisfaction and mental health across three groups of Ultra-Orthodox women (i.e., those working within the enclave, those working in mixed environments, and those working outside the enclave). While we found no differences in family quality of life, job satisfaction. or mental health across the three groups, we did find differences in community sense of coherence, diversity perception, and inclusive leadership. The weakest community sense of coherence was reported by those who worked outside the enclave [12]. The results presented here expand upon that finding and show that women who work outside the enclave experience similar feelings and perceptions and, such as those men, do not feel that they can influence their community as much as those who work and stay only within the enclave.



The other two variables, diversity climate perception and inclusive leadership, were weakest among the Ultra-Orthodox women who work with both the Ultra-Orthodox sector and other sectors of Israeli society. It seems that working with individuals from different sectors can be confusing and that confusion can be reflected in constant comparisons with the ‘other’, which might result in a feeling that there is not enough room for and openness to the special population of Ultra-Orthodox women. This, in turn, is reflected by the two variables of diversity perception and inclusive leadership.



Our main question was related to how family quality of life, community sense of coherence, diversity perception, and inclusive leadership in the workplace explain mental health and job satisfaction. To that end, we built a model to evaluate the direct and indirect effects of these variables on job satisfaction and mental health. We found similarities, as well as differences in the ways that the different variables explained the dependent variables among the three groups of women. When we looked at mental health as the dependent variable, we found that community sense of coherence was important explanatory factors of mental health among all three groups of women. It seems that in a traditional society such as Ultra-Orthodox society, women need the support of their community and recognition to go out to work in any type of work environment. Moreover, the belief that their community have the necessary resilience and resources to cope with the challenges contributes significantly to these women’s mental health.



The main difference that emerged in the explanation of mental health was in job satisfaction, which was an important contributor to mental health for those who worked within and outside the enclave, but was not significant among the women who worked in a mixed environment. While the findings regarding the groups of women who worked within and outside the enclave resembled those of other studies on different populations around the world in which job satisfaction has been shown to have a positive impact on the physical and mental health of employees [34], it seems that, in the mixed group, only specific workplace practices, such as respect from managers/supervisors, make important contributions to the mental health of Ultra-Orthodox women workers [35].



The picture for job satisfaction is a bit more complicated. When we look at the three main factors that explain job satisfaction, we can see that manager’s support/recognition and respect, which are two main aspects of inclusive leadership, were important for all three groups of employees. Indeed, support/recognition and respect, which includes supervisors asking their employees for their ideas, recognizing their contributions to the organization, encouraging them to be involved, letting them make decisions about things related to their jobs, showing interest in what their employees are doing, giving them credit for what they are doing, and making positive comments, have been found to be important factors for job satisfaction in various populations [26]. It seems that inclusive leadership and its contribution to job satisfaction remain important among Ultra-Orthodox women. These findings point to the importance of those circles in a traditional closed society, that grant legitimacy and power to those who choose to go out of the enclave to experience a more challenging work environment.



4.1. Study Limitations


Information about personal work experiences was provided only by the individuals themselves and, therefore, the collected data are subjective. Despite this limitation, the importance of this study lies in the fact that it is a field study, with the field providing a natural laboratory for the investigation of human behavior [48]). An additional limitation is the size of the mixed-environment group, which was smaller than the other two groups. Therefore, we believe that future studies should focus on this group, to provide a more thorough understanding of the experiences of those who work in such environments.




4.2. Study Strengths


The importance of this study lies in the fact that it is a field study rooted in a theoretical model. This study is focused on an important minority (women) within a minority population (Ultra-Orthodox) that is growing and now accounts for about 12.6% of the entire Israeli population. We examined Ultra-Orthodox women in the work sphere, distinguishing between three unique groups that are rarely studied: those who work within the Ultra-Orthodox enclave, those who work in a mixed environment, and those who work outside the enclave. The results of this study have important implications for public policy.





5. Conclusions


This study aimed to investigate the experiences of Ultra-Orthodox women in the work environment. To that end, we studied three groups of Ultra-Orthodox women: those who work within the Ultra-Orthodox enclave, those who work outside the Ultra-Orthodox enclave, and those whose work sphere is mixed. First, we compared the three groups in terms of the different study variables and found differences in community sense of coherence, diversity perception, and inclusive leadership, with those working outside the enclave reporting the weakest community coherence and the highest perceived levels of diversity climate and inclusive leadership in their work environments.



Our model that included both job satisfaction and mental health revealed significant similarities between these groups of women. Family and community are important resources for the mental health of women in all three groups. We also found that both the traditional resources of family and community and resources of the job environment (i.e., perception of diversity climate and inclusive leadership) are all important, to varying degrees, as explanatory factors of job satisfaction.



In conclusion, we make two key policy recommendations for the integration of women from minority groups into the general workforce. First, in light of the finding that community sense of coherence and family quality of life are important explanatory factors for the mental health of all three groups of women, we recommend focusing on those two factors. The intention is to establish legitimacy among the family and the community regarding Ultra-Orthodox women going out to work, through the enlistment of rabbinical leadership and influencers in the community. Expanding legitimacy for this professional activity and establishing a relationship with the community would significantly assist Ultra-Orthodox women in their integration into the workforce and would positively contribute to their mental health.



We also recommend the development of unique training programs for employers, to provide them with tools for integrating minorities into their organizations. As we have seen, the main factor contributing to job satisfaction across all three groups was the recognition and respect of one’s manager. This suggests that developing and integrating the concept of inclusive leadership into organizations would lead to better placement of employees belonging to minority groups, increase their job satisfaction, and, ultimately, benefit the organization, those integrating into the organization, and society as a whole.
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Figure 1. The ecological model. 
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Figure 2. The total direct and indirect effects of the different factors (family quality of life, community sense of coherence, manager’s support recognition, manager’s respect, and organizational inclusion) on job satisfaction and mental health among the women who worked within the enclave. All of the coefficients in the figure are standardized. Goodness-of-fit indices are presented below. * p < 0.05; ** p < 0.01; *** p < 0.001. 
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Figure 3. The total direct and indirect effects of the different factors (family quality of life, community sense of coherence, manager’s support recognition, manager’s respect, and organizational inclusion) on job satisfaction and mental health among the women who worked in a mixed environment. All of the coefficients in the figure are standardized. Goodness-of-fit indices are presented below. ** p < 0.01; *** p < 0.001. 
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Figure 4. The total direct and indirect effects of the different factors (family quality of life, community sense of coherence, manager’s support recognition, manager’s respect, and organizational inclusion) on job satisfaction and mental health among the women who worked outside the enclave. All of the coefficients in the figure are standardized. * p < 0.05; ** p < 0.01; *** p < 0.001. 
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Table 1. Differences between Ultra-Orthodox women who (a) work only within the enclave, (b) work with both the Ultra-Orthodox sector and other sectors, and (c) work outside the enclave.
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Variables

	
Within the Enclave (a)

N ≈ 131

	
Both (b)

N ≈ 68

	
Outside the Enclave (c)

N ≈ 105

	
F




	
M

	
SD

	
M

	
SD

	
M

	
SD






	
Family quality of life (1–5)

	
4.00

	
0.61

	
4.02

	
0.64

	
3.87

	
0.65

	
1.76




	
Community sense of coherence (1–7)

	
5.30

	
0.92

	
5.08

	
1.05

	
4.98

	
1.10

	
3.10 *(ac)




	
Diversity perceptions (1–6)

	
4.26

	
0.73

	
4.06

	
0.75

	
4.33

	
0.69

	
2.96 ^(bc)




	
Organization fairness (1–6)

	
4.75

	
1.14

	
4.34

	
1.31

	
4.70

	
1.12

	
2.91 ^(ab)




	
Organizational inclusion (1–6)

	
2.79

	
1.00

	
2.67

	
0.93

	
2.90

	
0.90

	
1.16




	
Personal diversity values (1–6)

	
4.01

	
1.25

	
4.03

	
1.45

	
4.31

	
1.24

	
1.69




	
Inclusive leadership (1–5)

	
3.77

	
0.65

	
3.61

	
0.72

	
3.90

	
0.65

	
4.08 *(bc)




	
Support-Recognition (1–5)

	
3.70

	
0.95

	
3.55

	
0.86

	
3.89

	
0.85

	
3.17 *(bc)




	
Communication-Action-Fairness (1–5)

	
3.57

	
0.78

	
3.55

	
0.79

	
3.72

	
0.71

	
1.46




	
Respect for the worker (1–5)

	
4.06

	
0.74

	
3.73

	
0.91

	
4.09

	
0.82

	
4.05 *(ab, bc)




	
General health (1–5)

	
3.33

	
0.48

	
3.25

	
0.55

	
3.20

	
0.52

	
1.95




	
Work satisfaction (1–5)

	
3.58

	
0.73

	
3.42

	
0.77

	
3.63

	
0.79

	
1.62








* p < 0.05; ^ p = 0.05.
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