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STUDY ON THE ASSOCIATION OF THE
MANAGEMENT OF DIFFERENCES IN MULTI-
CULTURAL ORGANIZATIONS AND EMPLOYEE
PERFORMANCE: AN EXAMPLE FROM THE TEXTILE
SECTOR

Abstract

Culture is described as one of the most important elements that defines the facts and formation
of a human life. Working together with people from different cultures is inevitable in the business
world. Adjusting to this multi-culture also has an affect on the productivity of employees coming
from different cultures. Starting from this thought, the intention of this study is to manifest the
association between the attitudes encountered by the employees in an enterprise in view of their
cultural differences and their performance. In line with the objective of this study, a survey has
been carried out with the blue-color workers employed in manufacturing workshops in the textile
sector in Istanbul which also included questions regarding the regional cultures of the employees.
The findings of the study showed that there was a positive significant association between the
employees’ attitudes towards cultural differences and the employees’ performance. Furthermore,
the differences between employees from different cultures were also examined by means of
difference analyzes and analyzed by means of difference tests.
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COK KULTURLU ORGUTLERDE KULTUREL
FARKLILIKLARIN YONETIMININ CALISANLARIN
PERFORMANSI iLE ILiSKISI UZERINE BiR CALISMA:
TEKSTIL SEKTORU ORNEGI

Oz

Kiiltiir bir insanin hayatina dair olgu ve olusumlar: sekillendiren en onemli unsurlardan birisi
olarak ifade edilmektedir. Farkl kiiltiirlerden gelen kisilerin bir arada ¢alismasi is diinyast icin
kaginilmazdir. Bu ¢ok kiiltiirlii diizende farkl kiiltiirlerden gelen calisanlarin uyumu ¢alisanlarin
verimliligini de etkilemektedir. Bu diigiinceden yola ¢ikilarak yapilan bu arastirmada ¢alisanlarin
kiiltiirel farkhiliklarina karsi isletme igerisinde karsilastiklar: tutumlar ile performanslar
arasindaki iliski ortaya konulmaktadi. Arastirmamn amacina uygun olarak Istanbul’da tekstil
sektortindeki tiretim atolyelerinde istihdam edilmis mavi yakali ¢alisanlar iizerinde ¢alisanlarin
bolgesel kiiltiirlerinin de soruldugu bir arastirma yapimistir. Arastirma sonucunda elde edilen
bulgular, ¢alisanlarin kiiltiirel farkliliklarina karsi isletme icerisindeki tutumlari ile ¢alisanlarin
performanslari arasinda pozitif anlamli bir iligki icerisinde oldugunu gostermistir. Bununla beraber
farkly kiiltiirlerden gelen ¢alisanlarin aralarindaki farklihiklar da fark analizleriyle incelenmis ve
fark testleriyle analiz edilmistir.
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Introduction

The multicultural world brought by globalization
has become an important part of our daily
life. Multiculturalism is not limited to people
migrating to other countries. It can also include
people who migrate from other cities in order to
achieve better living conditions and so become a
part of metropolitan cities. This is also valid for
enterprises. Businesses which only employed
employees who had the culture of the same city
have transformed into multicultural structures
due to this reason. Therefore, the management
of cultural differences has become increasingly
important for businesses (Podsiadlowski,
Groschke, Kogler, Springer and van der Zee,
2013: 159; Barutcugil, 2011: 218; Dilek and
Topaloglu, 2017: 97-98). Cultural differences
need to be managed well in order for businesses
to achieve their common goals. It is important
that workers from different cultures are well
organized in order to sustain the productivity
of the business (Popescu, Borca, Fistis and
Draghici, 2014: 526; Matveev and Miltev,
2004: 105). Although cultural diversity is
associated with foreign workers, people
from different cultural groups of the same
country often encounter problems arising from
cultural differences. Employees from different
cultures need to adapt to the new culture while
preserving their own cultural characteristics
(Kayalar and Aytar, 2012: 51). In this study,
which was designed with this thought in mind,
a study was carried out with blue collar workers
employed in the manufacturing workshops of
textile enterprises operating in various districts
of Istanbul. This city hosts the most crowded
and culturally diverse population of our country
hence making it an excellent sample in which to
examine the association between the attitude of
the employees in businesses towards different
cultures and the performance of the employees.

The Concept of Culture

The word culture is derived from the word
“colere”, which is a Latin word for origin. This
word means to process land and deal with land.
However, in the general sense, it is believed
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that culture expresses “people-created” values
with the steering of environmental factors.
In other words, whatever nature gives to
humans, humans transform it into their own
culture. (Skierlo, 2007: 14, Hofstede, 1984:
22, Hampden-Turner and Trompenaars 2000:
24). Hofstede, Hofstede and Minkov (2010:
4-6) define culture as cognitive programming
for people to think, feel and react accordingly.
Durkheim, on the other hand, accepts
everything that creates pressure on a person as
a “social phenomenon” and indicates that these
social phenomena are effective in forming the
culture of the relevant society (Akin, 2007:
20-21). There are many elements that form
culture. These include common historical
backgrounds, self-specificity, social systems,
cultural education, traditions, language, faith
systems, values and attitudes, culture specific
rules and laws, presumptions about the future
and behavior forms manifested by norms
(Kayalar and Aytar, 2011 : 50-51; Turan 2005:
25, Yesil, 2009: 107-112). All of these elements
evolve according to their experiences over
time, and when they experience interactions,
culture brings new rules for self-preservation
or is assimilated by losing its self-values in the
face of the dominant culture.

Cultural Diversity and the Management of
Cultural Diversity

One of the most important problems that arise in
a business is the problem of coping with cultural
diversity and cultural differences created by
this diversity. According to Thomas and Inkson
(2004), “Groups do not begin to function
instantaneously”. Tuckman (2001) explains
that groups can develop using a five step
process named “forming, storming, norming,
performing and adjourning” (Flaherty, 2008:
192). In the past efforts were made to resolve
this problem with the employment of workers
originating only in a certain region or culture.
Nowadays, organizations are expected to cope
with this problem by developing a common
strategy for different cultures. The development
of an institutional language that is specific to an
organization can be considered as an example
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of such a strategy strategies. The ability of a
business to understand employees coming from
different cultures helps solve many problems
more easily (Kirkman, Lowe & Gibson, 2006:
296; Tukiainen, 2015: 70-71; Joshi & Roh,
2009: 601-602). Cultural differences arising
from cultural diversity cannot be ignored in an
enterprise and trying to eliminate differences
can only harm the operation. Since the
mismanagement of differences also means a
financial loss for the business, the management
process of differences should be assessed well
in the planning process to be profitable for
the enterprise (Siirgevil, 2008: 113). Some
researchers point out that the aim of cultural
diversity management is to eliminate the
negative effects of cultural differences from
employees and encourage them to use all
their skills in accordance with the goals and
objectives  of the organization (Barutcugil
2011: 202-203; Dilek ve Topaloglu, 2017: 4).

In situations where cultural diversity is not
sufficiently perceived or it is ignored, there
is always the risk that people from different
cultures oppress each other and, therefore,
the organization is managed by a dominant
culture. In such a case, the representatives
of the dominant culture interpret those from
another culture according to their own values,
and as a result of these misinterpretations, they
approach those from different cultures with
prejudice. In fact, this can advance to a further
level and be manifested as aggressive behavior
towards those from different cultures (Balogun,
Jarzabkowski and Vaara, 2011: 767). The fact
that cultural harmony has been established puts
great pressure on the managers of the enterprises
to achieve the objectives of the business (van
Marrewijk, 2010: 369-370).

The Association of Cultural Diversity,
Cultural Differences and Work Performance

Katzenbach and Smith (2015: 5-14) describe
a real working team as a group of people
with a high level of ability to solve problems,
communicate and understand each other, work
for a common goal and have high performance.
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Ahigh performing team is separated from others
by their ability to change, to grasp goals well,
and to show superiority in problem solving.
In multicultural teams, the situation is slightly
different. In multicultural teams, the confusion
that cultural differences bring about causes
a lack of understanding, which leads to poor
performance. In general, it is expected that the
problems that arise in an enterprise will be solved
by the management. However, when the issues
are created by cultural differences, the situation
becomes more complicated (Tomohiko,
Soyeon and Yuhee, 2017:157-158). The most
important management problems that have to be
overcome in multicultural teams can be listed
as understanding the geographical and regional
differences and eliminating the frustration of
the workers, ensure coordination, strengthen
communication and teach people how to be a
good team (Marquardt and Horvath, 2001:52;
Mateev and Nelson, 2004: 255-256). Because of
these possible difficulties, cultural differences
cause decrease in performance while those who
cannot achieve cultural adjustment easily quit
their jobs.

The Study
The Objective and Scope of the Study

This study has been conducted to determine the
association between the employees’ cultural
adaptations and their performances. Although
there are many studies regarding the association
between the differences of foreigners
originating from the cultural values systems
and their performances, there are very few
studies about the association between cultural
adaptation and performance of employees from
various regional subcultures in our country.
During the preparatory phase of the study, it
was determined that one of the most preferred
sectors to work for newcomers who come to
Istanbul were the textile workshops. Therefore,
this business has been used. The study was
conducted among blue-collar workers employed
in the manufacturing workshops of small and
medium-scale textile enterprises operating in
Istanbul.
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Data Collection Method

A questionnaire was used as a data collection
method in the study. The research was
carried out in textile workshops operating in
Istanbul with the easy sampling method. 306
returns were obtained from 350 survey forms
distributed in the survey, however 263 out of
these surveys were accepted as valid. According
to these results, the rate of responding to the
questionnaires was approximately 88%. In
the study, the individual work performance
scale consisting of 18 expressions and 3 sub-
dimensions developed by Koopmans, Coffeng,
Bernaards, Hildebrandt, Boot, de Vet and der
Berk (2014) was used for the measurement
of employee performance. One-dimensional
and 10 expression employee cultural values
scale developed by van Knippenberg (2000)
was used to determine the organization’s
perceptions of its employees’ cultural values. In
the demographic information part of the study,
the employees were asked about their gender,
age group, marital status, region where they got
their education, working time in the sector and
their positions in the workplace.

Study Model

Cultural Values
of Workers
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Hypotheses of the Study

The hypothesis of the research for the study
model shown in Figure 1 is as follows.

H: There is an association between
the perceptions of employees’ attitudes toward
their cultural values systems in the enterprise
and their performance.

H,: The perceptions of employees
regarding the attitude they encounter in the
enterprise towards their cultural values systems
are significantly different depending on the
regions they come from.

H,: Employees’ performance differs
significantly according to the region they come
from.

Reliability and Validity Analyses of the Scales

The results of the KMO (Kaiser-Meyer-Olkin)
and Barlett tests conducted to determine the
suitability of the explanations used in the survey
for factor analysis were found to be statistically
significant.

Performance

Work (Task)
Performance

Work Conditions

Performance

v

Achieving
Objectives
Performance

[Figure 1: Study Model
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Table 1;: KMO and Barlet Test Results
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Variable KMO Chi-Square Barlett
Ratio Degeri Testi

Cultural Values System 0,743 614,054 Significant
(p<0,01)

Task Performance 0,801 291,591 Significant
(p<0.01)

Working Conditions 0,809 627,348 Significant
(p<0,01)

Achieving Objectives 0,799 708,311 Significant
(p<0,01)

Performance 0,813 998,233 Significant
(p<0,01)

As a result of varimax rotations, it was
determined that the factors were distributed
according to the dimensions indicated on the
scales. According to this result in expressions
with factor loadings with more than one factor; if
the factor loadings between the two expressions
are greater than 0,10, then the expression is
evaluated as having a high factor load. Factor
loads of all expressions were found to be over
0.50. According to the results of the factor
analysis, the expressions forming the scales
were suitable for evaluation. However, since
all the factor loads were above 0.50, structure
validity was obtained at the same time.

The Cronbach Alpha values of the scales were
found to be 0.844 for the Cultural Values
System, 0.796 for the Task Dimension, 0.866
for the Working Conditions Dimension, 0.812
for the Objective Achievement Dimension and
0.851 for the Performance Dimension. (Table
2).

Analysis and Findings

The frequency distributions of the sample
group of the study are as follows. 62% of the
respondents were women, 54% were in the 20-
30 age group of, 70% were married, 38% were
primary school graduates, 41% had 6-9 years
of work experience and 50% were unskilled
workers (Table 4).

Table 2: Reliability Analysis Results of Scales and Explained Variance Scales

Variable Number Cronbach Explained
of Alpha Variance

expressio Value Percentage

Cultural Values System 10 0,844 53,009%
Task Performance 5 0,796 56,321%
Working Conditions 0,866 61,164%
Achieving Objectives 5 0,812 62,506%
Performance 18 0,851 68,404%
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Table 4: Gender, age, marital status, work experience and positions of the respondents
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Gender Frequency Percentage
Women 163 %62
Men 100 %38
Age Group Frequency Percentage
20-30 141 % 54
31-40 64 % 24
41-50 49 % 8.5
51 and over 9 % 3.5
Marital Status Frequency Percentage
Married 184 70%
Single 79 30%
Education Frequency Percentage
Literate 18 7%
Primary School 101 38%
Secondary School 91 35%
High School 51 19%
University 2 1%
Sectoral Work Experience Frequency Percentage
Less than 1 year 42 3%
1-5 Years 167 35%
6-9 Years 51 41%
10 Years and over 3 21%
Position Frequency Percentage
Novice / Worker 134 50%
Experienced Worker 101 39%
Supervisor / Group Manager 28 11%

Table 5 is comprised of the distributions regarding the origin of the sample group.

Table 5: Regional groups of the participants

Region Frequency Percentage
Mediterranean 8 % 3
Eastern Anatolia 53 % 20
Southeast Anatolia 46 % 18
Aegean 11 % 4
Central Anatolia 87 % 33
Black Sea 39 % 15
Marmara 19 % 7
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As can be seen in the table above, the largest
group in the sample group participating in the
study constitutes participants from the Central
Anatolian Region with 33%.

Pearson and Sperman correlation analyzes were
performed to determine the association between
the value criterion and other dimensions in
the study model. Cohen’s (1988) “in terms of
correlation coefficient for social sciences 0,10-
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0,29 indicates a low association while 0,30
-0,49 indicates a medium association and 0,50
-1,00 indicates a strong association” was used
to evaluate the association between the two
variables. (Altuntas 2014: 11; Deniz and Noyan,
2014:930). According to this, it was determined
that there is a moderate association between the

cultural values system of employees and their
performances (R = 0,446 P <0,05), (Table 6).

Table 6: Correlation Analysis Findings Related to tne Lower vimensions o1 tne >tuay vioael

No: | Variable 1 3 4 5
1 Cultural Values 1
Sys. Al.
2 Task 0,404
Performance
3 Working 0,399 0,815 1
Conditions
4 Achieving 0,401 0,787 0,867 1
Objectives
5 Performance 0,446 0,793 0,809 0,782 1

As can be seen from the table above, HI
hypothesis of our study is supported.

Differences analyses were carried out to test the
other hypotheses of the study, namely H2: The
perceptions of employees regarding the attitude
they encounter in the enterprise towards their
cultural values systems are significantly
different depending on the regions they come
from and H3: the performance of the employees
differ significantly according to the regions
where they come from. The Kruskal Wallis
H Test was used to determine the difference
because the participants originated from more
than two regions. The confidence interval was
determined as 95% and the significance level
was determined as p <0,05 in all analysis
studies. Since the sample size of the study group
was over 30 people, U and Z values were used
to explain the analyses and significance value
results (Blytikoztiirk, 2016).

According to the results of the Kruskall Wallis
H Test used to compare the perceptions of
the attitudes that the employees encountered
regarding their own cultural values system
within the enterprise according to the regions
that they originated from there is a significant
difference in the cultural adaptation score
average in terms of the culture group (X*:6,995;
p>0,05). According to the results of Mann
Whitney U test which was used to determine
the difference, this difference is valid for the
Aegean culture and Eastern Anatolian culture
and Central Anatolian culture. The results
indicate that the perception of individuals with
an Aegean culture regarding attitudes about
their own cultural systems is significantly more
compared to the other cultures. The culture
group with the lowest cultural perception
average was the Central Anatolian culture
group (Table 7). According to this result, the
study hypothesis of H2 was supported.
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Table 7: Comparison of the scale of cultural values system according to regions

Scale Culture Group | N X2 P Difference
A. Mediterranean 8 274,21
B. Eastern 53
Anatolia 253,17
46
Perception C. Aegean 249,71
> >
of cultural | D. Soujcheast 11 272.22 7,984 0,05 C>B, B>E
values Anatolia
system E.Central 87
Anatolia 271,13
F.Black Sca 39 | 25438
‘ ‘ G.Marmara ‘ 19 ‘ 259,92

As a result of the Kruskall Wallis H Test which
was carried out to compare the performance
of employees according to regions, it was
determined that the performance score averages

indicated no significant difference based on
the region of origin (X*:11,982; p>0,05). This
result did not support hypothesis H3 of the
study (Table 8).

Table 8: Comparison of the performance scale according to regions

Scale Culture N i X2 P Difference
Group

A. 8

Mediterranean 245,09

B. Eastern 53

Anatolia 236,27

C. Aegean 46 264,64

Performance | D. Sou'theast 11 297.42 4,851 0,801 )

Anatolia

E.Central 87

Anatolia 224,26

F.Black Sea 39 241,91

G.Marmara 19 251,13

Conclusion and Recommendations

In line with the objective of this study, the
perceptions of the employees regarding the
attitudes they encounter within the enterprise
in terms of their cultural values systems and

its association with their performance are also
in harmony with the reference. Accordingly,
employees are striving to achieve higher
performance in a business that perceives their
cultural differences. Other hypotheses of the
study show that regional differences cause
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differences in perception of these attitudes
even when cultural differences are understood
within the enterprise. Accordingly, a difference
was found between three regions in this study.
However, no significant association was found
between performance and culture group, which
is another hypothesis of the study. This shows
that the prejudices about the work performances
of people coming from certain regions which
are frequently encountered in society, are not
very accurate.

It is expected that this study will be a pioneer
for similar research in the future, as the study is
one of the few carried out in our country in this
area. Since the study was a pioneering research,
it was carried out only in one line of business.
However, the fact that similar studies are carried
out in different lines of business and even going
beyond regions and carried out on a province
basis, is important in terms of determining
who can work harmoniously in the design of
multicultural teams composed of people from
different cultures.
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