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Sommario 
Mentre le carriere dei migranti in generale e degli africani in particolare sono sottorappresentate nella let-
teratura, la maggior parte degli studi disponibili si concentrano in modo sproporzionato sugli aspetti legati 
alla loro discriminazione sul posto di lavoro. Tuttavia, a nostra conoscenza, nessuna ricerca ha adattato o 
convalidato la scala della Perceived Discrimination at Workplace di Sanchez e Brock (1996) sui lavoratori mi-
granti africani in Italia. Questo studio si propone di adattare e valutare le proprietà psicometriche della scala 
della Perceived Discrimination at Workplace di Sanchez & Brock (1996) sui lavoratori migranti africani che 
lavorano in Italia. Abbiamo somministrato la Perceived Discrimination at Workplace Scale con le scale Career 
Satisfaction e Job Satisfaction a 209 lavoratori dipendenti migranti africani che lavorano in Italia e abbiamo 
esaminato le proprietà psicometriche della scala. Abbiamo analizzato l’affidabilità della scala utilizzando l’alfa 
di Cronbach, eseguito l’analisi fattoriale confermativa e la correlazione di Pearson per indagare la sua relazio-
ne con le scale di soddisfazione carriera e soddisfazione lavorativa. I risultati hanno mostrato che la Perceived 
Discrimination at Workplace Scale è affidabile e mostra una buona validità discriminante con la scala della 
Soddisfazione di Carriera e della Soddisfazione lavorativa. La scala ha inoltre dimostrato buone proprietà 
psicometriche ed è appropriata per programmi di intervento sulla carriera e per essere utilizzata a scopi di 
ricerca su campioni di lavoratori migranti africani.
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Abstract
While the careers of migrants in general and Africans specifically are underrepresented in the literature, most 
studies available are disproportionately focused on migrant workplace discrimination aspects. However, to 
our knowledge, no research has adapted or validated the Perceived Discrimination at Workplace Scale of 
Sanchez and Brock (1996) to African migrant employees in Italy. This research aims to adapt and evaluate 
the psychometric properties of the Perceived Discrimination at Workplace Scale of Sanchez & Brock (1996) 
to African migrant employees working in Italy. We administered the Perceived Discrimination at Workplace 
Scale with the Career Satisfaction and the Job Satisfaction Scales to 209 African migrant employees working 
in Italy and investigated the scale’s psychometric properties. We analysed the reliability of the scale using 
Cronbach’s alpha, performed confirmatory factor analysis, and Pearson’s correlation to investigate its re-
lationship with the Career Satisfaction and Job Satisfaction Scales. The results showed that the Perceived 
Discrimination at Workplace Scale is reliable and has discriminant validity with the Career Satisfaction and 
Job Satisfaction Scale. The scale has also demonstrated good psychometric properties and is appropriate for 
career intervention programmes, policy implications, and future research purposes among African migrant 
employees.
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While careers of migrants in general (Al Ariss et al., 2012) and of Africans 
specifically (Abdi et al., 2021; Attias-Donfut & Dimova, 2011) are underrepre-
sented in the literature, most studies are disproportionately focused on migrant 
workplace discrimination aspects (Crowley-Henry & Ariss, 2018). Workplace 
discrimination refers to a differential treatment of individuals during employ-
ment opportunities and other career-related decisions (e.g., during selection, 
promotion, and compensation) based on their ethnic, racial, religious, cultural, 
or other background, where such differential treatment is objectively unjusti-
fied by the demands of the work that these individuals perform (e.g., Araújo & 
Borrell, 2006; Sanchez & Brock, 1996). Despite research interest in perceived 
discrimination due to its association with different career outcomes such as job 
satisfaction, career satisfaction, and well-being (e.g., Elçi et al., 2021; Ensher et 
al., 2001; Sanchez & Brock, 1996), and the fact that migrants are more likely to be 
the targets of discrimination at workplace compared to their counterpart natives, 
there have been few studies focusing on the migrant population (e.g., Avery et 
al., 2008; Krings et al., 2014).

Among the few available studies considering the migrant population, Krings 
et al. (2014) and Avery et al. (2008) used a single item to assess perceived dis-
crimination among migrant employees in Switzerland and the US, respectively; 
the former authors used the items used by the latter. Moreover, Capasso et al. 
(2016) also implemented a single item to assess self-reported discrimination at 
work among ethnically and racially diverse migrant workers in Southern Italy. 

On the other hand, Sanchez and Brock (1996) implemented a unidimensional 
10-item scale selected from a 24-item scale measuring acculturative and perceived 
discrimination by Mena et al. (1987) to assess perceived discrimination in work 
settings among Hispanic immigrants in the United States. Sanchez and Brock 
(1996) provided evidence for the psychometric properties of the scale while 
documenting the negative association between perceived discrimination and 
job satisfaction among Hispanic employees in the US. Moreover, other authors 
also provided evidence of the negative effect of perceived discrimination on job 
satisfaction among the general population (Ensher et al., 2001). Similarly, Elçi 
et al. (2021) have reported that (gender-based) discrimination at the workplace 
has a negative effect on the career satisfaction of Turkish female employees.

Despite the relevance of the perceived discrimination variable as a vital pre-
dictor of labour market and career outcomes, particularly among migrants (e.g., 
Chihaya et al., 2022; Sanchez & Brock, 1996), studies investigating the psycho-
metric properties of instruments of perceived discrimination among migrant 
employees are lacking, and, if existing, are at their infancy stages. Specifically, 
given the significant prevalence of African migrant workers in Italy (e.g., Achilli 
et al., 2016; D’Angelo, 2019), robust, valid, and psychometrically solid measure-
ment scales are necessary in the context of African migrant employees, where to 
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the best of our knowledge, no empirical research has been conducted to assess 
this construct among this migrant group.

Therefore, the present study aims to adapt and validate the Perceived Dis-
crimination at Workplace Scale of Sanchez and Brock (1996) to African migrant 
employees in Italy. To this end, we performed confirmatory factor analysis 
(hereafter CFA), an analysis of reliability using Cronbach’s alpha coefficient, 
and an investigation of discriminant validity.

Methods

Participants and Procedures

Migrant sampling and recruitment into surveys is a complex and challenging 
task (Pötzschke & Braun, 2016). Moreover, the timing for the data collection 
was also hindered by COVID-19, which did not allow us to collect data face-
to-face. Therefore, we sent out questionnaires to African migrant workers on 
Facebook and WhatsApp groups. In the end, we received responses from 209 
participants, comprising 122 males (58.37%) and 85 women (40.67%), while 
two were missing values. The participants have been in Italy on average for 
the last 17.44 years (SD = 10.00). Concerning their legal status, 47.85% were 
documented migrants (with legal work and residence permits), 40.19% have 
Italian citizenship status, and 11.48% were unwilling to disclose their legal 
status. Regarding their employment types, 78.47% had indefinite or renewable 
employment contracts, and 20.10% reported having temporary employment 
work contracts, while three were missing values. We also asked about their 
educational levels. The responses showed that 28.71% had a vocational educa-
tion diploma, 26.32% had a master’s degree, 21.53% had a bachelor’s degree, 
20.10% attended secondary/high school, 1.91% had a doctorate, and 1.44% at-
tended primary school.

Measure

The Perceived Discrimination at Workplace Scale (Sanchez & Brock, 1996). The 
Scale, which is in English, has 10-items assessing perceived discrimination on 
a 5-point Likert scale ranging from strongly disagree (1) to strongly agree (5), and 
is reported to have been selected from a 24-item scale measuring acculturative 
and perceived discrimination by Mena et al. (1987). The Scale had a Cronbach’s 
α = .87 and demonstrated a unidimensional factor structure (Sanchez & Brock, 
1996). To make the items specific to the current sample, we replaced ethnicity or 
ethnic origin with migration background and English with Italian. Examples of such 
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items are: «At work, I sometimes feel that people actively try to stop me from 
advancing because of my ethnic origin» replaced by «At work, I sometimes feel 
that people actively try to stop me from advancing because of my migration back-
ground», and «At work, people think I am unsociable when in fact I have trouble 
communicating in English» replaced by «At work, people think I am unsociable 
when in fact I have trouble communicating in Italian». Finally, the items were 
translated into Italian and then translated back into English by bilingual profes-
sionals to keep the equivalence of the construct in both languages (Brislin, 1980). 

The Career Satisfaction Scale (Greenhaus et al., 1990; Italian version: Abdi & 
Lo Presti, 2024a) is a five-item scale that assesses one’s satisfaction with one’s 
attainment of career goals for income, advancement, new skills, and overall ca-
reer progress (e.g., Greenhaus et al., 1990). Participants responded to the items 
on a 5-point Likert scale ranging from strongly disagree (1) to strongly agree (5). 
A sample item is: «I am satisfied with the progress I have made toward meeting 
my goals for advancement». The original scale had adequate Cronbach’s alpha 
(α) reliability of .88 while for the Italian version it was .91. 

The Job Satisfaction Scale (Pejtersen et al., 2010; Italian version: Abdi & Lo 
Presti, 2024b). The scale measures job satisfaction using four items on a five-
point Likert scale ranging from not relevant (1) to very satisfied (5). A sample item 
is «How pleased are you with your job as a whole, with everything taken into 
consideration?». The original scale had Cronbach’s alpha values of .82 while for 
the Italian version it was .89.

Data analysis

CFA was carried out using Mplus 8 software. Model fit was evaluated with 
comparative fit index (CFI), Tucker-Lewis index (TLI), root mean square error 
of approximation (RMSEA), and standardized mean square residual (SRMR). 
Generally, values ³ .90 of CFI and TLI indices are considered indicators of a 
good fit model (Vandenberg & Lance, 2000). For the RMSEA index, values ≤ .08 
are considered acceptable fit model, values between .08 and .10 are mediocre, 
and values > .10 are not acceptable, while for SRMR, the cutoff value close to 
.08 indicates a better model fit (Gunzler & Morris, 2015; Hu & Bentler, 1999; 
Vandenberg & Lance, 2000).

Results

The CFA results showed that CFI = .93, TLI = .90, RMSEA = .10, and SMR = .06, 
indicating an acceptable fit model for data except for the RMSEA value, which is 
close (.098) to .10. However, several scholars showed that for simpler models, 
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RMSEA is sensitive to sample size and may be inflated (e.g., Kenny et al., 2014). 
The Cronbach’s alpha of the scale was also found to be adequate with the value 
of a = .87. The path diagram of the CFA results of the Perceived Discrimination at 
Workplace Scale is depicted in Figure 1. Moreover, we performed Pearson’s cor-
relations between the Perceived Discrimination at Workplace Scale and the Career 
Satisfaction Scale and between the Perceived Discrimination at Workplace Scale and 
the Job Satisfaction Scale, presented in Table 1. Consistent with our expectation, 
the Perceived Discrimination at Workplace Scale showed negative and statistically 
significant correlations with both the Career Satisfaction Scale and the Job Satis-
faction Scale. 

Figure 1

Perceived Discrimination at Workplace Scale: CFA — Path diagram (N = 209)

Note: PDW = Perceived Discrimination at Workplace Scale; Disc1 = Item 1, Disc2 = Item 2, Disc3 = Item 3, Disc4 = 
Item 4, Disc5 = Item 5, Disc6 = Item 6, Disc7 = Item 7, Disc8 = Item 8, Disc9 = Item 9, Disc10 = Item 10.

Table 1
Correlations Between the Perceived Discrimination at Workplace Scale and the Job Sati-
sfaction Scale and Between the Perceived Discrimination at Workplace Scale and the Career 
Satisfaction Scale (N = 209).

Variables Career Satisfaction Scale Job Satisfaction Scale

Perceived Discrimination at the 
Workplace -.32** -.33**

Note: **p ≤ .01.
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Discussion

To the best of our knowledge, no research has adapted the Perceived Discrimi-
nation at Workplace Scale of Sanchez and Brock (1996) to the context of African 
migrant employees in Italy. Therefore, this study aimed to adapt the Perceived 
Discrimination at Workplace Scale of Sanchez and Brock (1996) and examine its 
validity and psychometric properties among African migrant employees in Italy. 
The results illuminated that the Perceived Discrimination at Workplace Scale can 
validly and reliably assess perceived discrimination against migrant employees. 
Statistically significant negative correlations with the Career Satisfaction Scale 
and Job Satisfaction Scale, which are consistent with previous study findings (Elçi 
et al., 2021; Ensher et al., 2001; Sanchez & Brock, 1996), provide evidence for 
discriminant validity for the Perceived Discrimination at Workplace Scale. Thus, 
the good psychometric properties of the scale suggest its suitability for career 
intervention, policy implications, and future research on migrant employees. 
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