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ABSTRACT 
Purpose - The main purpose of the present study was to investigate cultural, religional and political identity differences in the role of the diversity 
climate perceptions, individual career outcomes and organizational effectiveness outcomes. 
Methodology -   The research is a quantitative research in terms of the data collection and analysis method.  
Findings- It is determined that cultural, religious and political identity has a differentiating effect on perception of diversity climate, individual 
career outcomes and organizational effectiveness outcomes. As a result, this study which attempts to measure the perceptions shaping the 
attitudes and behaviors of employees with different identity structures, proceeded its tests means of quantitative research method and found its 
theoretical foresight supported. 
Conclusion- All participants of the labor market need to understand that people are diverse and unique, and that diversities are not sufficient to 
justify discriminatory policies such as exclusion, marginalization and humiliation. 
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1. INTRODUCTION   

"Why are diversities so important for organizations?" is one of the most important questions waiting to be answered in today's 
business life. Diversities are important for organizations and there are many factors that reveal this importance. Among these 
factors are changing world dynamics, free mobility of the workforce, differentiation of the socio-cultural structures in 
organizational life. Especially, the changing position of women and their increasing number in business, the presence of employers 
from various political, religious, cultural identity and different sexual and emotional orientation. In the circumstances, 
organizations with uniform and homogeneous structures are replaced by organizations dominated by heterogeneous structures. 
In this context, organizations have to see these diversities  and they must manage those diversities properly and they have to 
create a supportive diversity climate. Sustaining an organizational atmosphere that supports diversities would increase individual 
career outcomes and organizational efficiency. This situation will enable members of the organization to interact and work 
together in harmony. Thus, it will be opened up the acquirement of competitive advantage and long-term sustainability for 
organizations. For that reason, it is necessary to meet the need to manage diversities effectively. 

In the 1990s, diversity management has been brought to the agenda with the studies carried out in USA. Diversity management 
is based on the idea that employees, who differ in many aspects such as ethnic identity, culture, sexual and emotional orientation, 
appearance, disability, educational status, lifestyle should be managed in a way that they work in harmony, add value to the 
organization and provide competitive advantage (Thomas, 2010,3). This idea suggests that when diversities are managed in a 
proper way, it will make a positive effect in both individual and organizational outcomes. 
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An important issue that comes up with the diversity management is the perception of  diversity climate. Diversity climate is an 
important issue for labor force differences and it has become wildly popular in recent years. As it is well known, organizational 

climate is about employees’ perception regarding their working environment. On the other hand, the diversity climate is related 
to the employees perception the opportunities or obstacles the organization offers who are considered different within the 
organization. 

According to Cox, the diversity climate is the overall perception by which employees think that their organizations put policies, 
practices and procedures into practice for the elimination of discrimination as well as the enhancement and protection of 
individual differences. Cox (1993,35) in his book Cultural Diversity in Organization, presented his model of transactional diversity 
climate and examined it under three factors. These are categorized as: Individual factors - identity, prejudice and discrimination, 
stereotypes, personality - group/intergroup factors - cultural differences, ethnocentrism, group conflicts - and organizational 
factors - organizational culture, structural integration, human resources system. Cox (1993,35), who argues that the perceived 
diversities at work has an impact on individual and organizational outcomes, classifies these outcomes as follows: Individual career 
outcomes include factors such as job and career satisfaction, organizational commitment, promotion status, job performance 
ratio. Organizational effectiveness includes factors such as efficiency, quality of work, creativity and innovation, absenteeism, 
intention to quit, communication and harmony between employees, market rate, feasibility of objectives. Cox's model has blazed 
the trail for many studies related to diversity climate (Thomas, 2010; Orlando, 2000; Prahalad and Bettis, 1986; Gilbert et al., 1999; 
Barak, 2000; Özbilgin et al 2013; Sürvegil, 2010; Dreachslin et al., 2004; Agars and Kottke, 2004; Richard, 2000; Mckay et al. 2009; 
Yeo, 2006). 

This study addresses the diversities at the individual level in the context of identity structures. Previous studies largely focused on 
identity differences originated from gender and ethnicity. This study examines individual identity differences in the context of  
cultural identity, political identity, religious identity in Turkey as a developing country with various cultural structures and 
identities. As one of the main problems in developing countries, the fact that minorities in the working life are exposed to 
discriminatory, exclusive and marginalizing practices, and the scarcity of laws and regulations increases the significance of this 
topic. The study evaluates how employees with different identities perceived the diversity climate in their workplaces. Then, it 
focuses on the effects of differences in identity structures on individual outcomes such as organizational commitment and job 
satisfaction as well as organizational outcomes such as intention to quit, communication and collaboration between employees, 
behavioral innovation and organizational performance. The outcomes subjected to examination were selected based on a 
previously conducted meta-analysis study.  

2. LITERATURE REVIEW 

2.1. Diversity Climate 

Hyde and Hopkins (2004,61) define the concept of diversity as the degree of heterogeneity of employees within the organization. 
The diversity climate, which has been a very popular subject recently, is “the overall perception by which employees think that 
their organizations put policies, practices and procedures into practice for the elimination of discrimination as well as the 
enhancement and protection of individual differences” (Lauring and Selmer,2011). Empirical research on the diversity climate is 
quite limited. Present studies typically focus on in its precursors rather than the consequences of the diversity climate. The first 
study on the diversity climate was conducted by Kossek and Zonia (1993,12). The aim of this study is to enhance the representation 
of minority groups within the organization. The second important study is about scale of diversity climate. The perception of 
diversity climate scale was developed by Mor Barak et al. (1998,23). This scale assesses the extent to which an institution supports 
diversities to provide an inclusive and fair climate, based on social identity and intergroup relations theories. 

According to Sliter (2014), the diversity climate in an organization reflects the common perceptions of employees regarding the 
results of various forms of workplace harassment and discrimination against diversities. From this point of view, organizations 
with a positive diversity climate do not show tolerance towards harassment and discrimination, while organizations with a 
negative diversity climate overlook marginalization, harassment and discrimination of others. Pitts and Wise (2010) state that the 
diversity climate consist of  the psychological climate (perceptions, attitudes and beliefs about diversities) and behavioral climate 
(ways of interaction of different racial and ethnic groups in a given environment). From this perspective, the concept of diversity 
climate covers the whole of attitudes, perceptions and beliefs developed against diversities between groups in the work 
environment. 
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2.2. Identity Structure 

Identity acquires its meaning as the answer given to this specific question 'Who am I?'. In addition, identity have attempted to 
define it within the framework of the individual life and considerations (Bauman, 2017,25). Every person has an identity, which 
cannot be limited to the information contained in the official records. Foremost among them are belongings. This sense of 
belonging could be felt towards a nation, an ethnic and religious group, a more or less large family, a vocation, an institution, a 
certain social circle, a city, a village, a sports team or professional organization, a group of friends, a union, a political party, group 
of people sharing the similar sexual orientations or similar physical disabilities, a community got harmed by same negative effects. 
The list is quite long and even unlimited (Maalouf, 2018, 16). Each of these has different degrees of significance. Certainly none 
of them are pointless. They are defined as the genes of the soul, provided that it is known that most of them are not innate. They 
are also the building blocks of personality. Personality is one of the main factors that determine identity. 

As Milan Kundera aptly explains in his classic aphorism, the identity of any person comes into being his existence hurts. This 
aphorism proves that at every stage of life, people have some attitudes towards their belonging and wounds that determine the 
hierarchy between them (Mollaer, 2014, 8). People do not forget when they are persecuted because of their religion, when they 
are humiliated or mocked because of their skin color or accent. Identity consists of a wide variety of belongings, but at the same 
time, identity is a phenomenon in which we experience it as a whole. According to Maalouf, ''a person’s identity is not the result 
of successive juxtaposition of some self-ordained belongings, identity is not a patched rag bag, it is a pattern drawn on a stretched 
canvas'' (Maalouf, 2018, 26). 

2.2.1. Cultural identity 

Our cultural identities formed by the culture itself are the focal point of the social identities we belong to. The power of our 
cultural identity shows the degree of importance we attach to our culture while defining ourselves (Gudykunst, 2015,23). The 
cultural identity of the people in America reflects the degree to which they identify themselves as Americans whereas the fact 
that Turkish people describe their cultural identities by referring to their sub-cultures actually indicates its multicultural structure. 
In this context, if one attempts to classify cultural identity in Turkey, ethnic-based identity structures such as Turkish, Kurdish, 
Armenian, Laz, Greeks, Romany, Caucasian, Arabic, Bulgarian, Bosnian, Pomak and Albenian ethnicities. In comparison with other 
minorities, the most crowded ethnical and cultural identity in Turkey is Kurdish identity. 

2.2.2.Political identity 

Individual identities are under the domination of collective identity. Individuals attempts to participate in social life by displaying 
an essentialist attitude are also resistance against the impositions of social identity. This resistance testifies to the effort for the 
affirmation of individual existences in overall society. In this context, the melting pot in which individual identity and collective 
identity intertwine is political identity (Pamuk, 2017, 90). 

Another aspect that shapes political identity of Turkish population is ideological perspective. It is also accepted that religious 
identity plays a role in the construction of political identity. In this context, when people classify political identities in Turkey they 
use categories such as nationalist, conservative, liberal, democrat, socialist and anarchist (Cotton, 2017.98). 

2.2.3. Religious identity 

Religion has been one of the most important institutions affecting individuals and societies since the beginning of human history. 
Societies has always believed in a religion, albeit in various ways, and performed religious rituals. Although its exact number is not 
known today, it is thought that there are about five thousand religions and sects in the world (The Book of Religions, 2014). 

There is no single form for religion. Every religion has different forms of meaning. Religion itself is open to different interpretations. 
In this context, Islamic identity also cannot be interpreted as a monolithic structure. People who believe in the same God in their 
faith creates different religious ways by their interpretations formed in their deeds and life practices. It testifies that Sunni Muslim 
and Shia Muslim (Alevism), two different forms of Islam, construct different forms of meaning in different geographies (Pamuk, 
2017: 68-69). Alevis composes the largest segment among religious minorities in Turkey. (Minority Right Group International 2011 
Report). Other religious identities that continues their existence in Turkey are Jews, Christians, Assyrians, and Yazidis. 

Although they take different forms, religious arrangements and rituals determine the lifestyle of the society and the individual, 
and encompass all areas of the society. But modern societies emphasize that religion should take a backseat in the public sphere. 
However, it is wrong to consider modern societies completely anti-religious, secularist and materialist. Because, even though it 
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has been thrown into the background, religion remains as a significant part of daily life by undergoing different changes. In other 
words, large-scaled social transformations in modernity prompted traditional religious structures to evolve into a new 
understanding of holiness (Arslan, 2015: 55-72). In this context, different religious identities such as atheism, deism, agnosticism, 
paternalism and materialism become increasingly popular. 

2.3. Individual and Organizational Outcomes 

In the literature, we frequently encounter in organizational life the concepts related to the individual and organizational outcomes. 
It is obvious that diversities in identity are related to outcomes such as job satisfaction, organizational commitment, the intention 
to quit work, the environment for communication and cooperation, behavioral innovation, organizational performance, yet this 
relationship has not been adequately studied. The issue of job satisfaction as the summation of various elements like wages, the 
physical working conditions (Lawler, 1976, 345), all the positive and negative characteristics regarding the level of success, the 
awards given for these achievements, the relationships maintained with colleagues and managers because of this work (Blum and 
Naylor, 1986,128), is mostly connected with different identities such as diversities in tenure, employment status, age, income and 
gender. However, other identity diversities have not been taken into account. Organizational commitment (Smith et al. 1983,23), 
defined as the degree to which an employee embraces the values and goals of a particular organization, and the desire to invest 
in the organization in the long run and remain a member of it, has been studied more in the context of racioethnicity, gender and 
age. The intention to quit (Tett & Meyer, 1993, 259; Vandenberghe et al. 1998,1314), which reflects a subjective decision that 
employees would consider leaving their organization if they are not satisfied with their working conditions, has been also 
evaluated with similar identity diversities. Communication and cooperation, as the fundamental and compulsory functions of any 
organization, have been associated with diversities such as employment status, human resource practices, language and religion. 
Behavioral innovation, which enables the formation of an innovation culture among individuals, teams and management circles, 
has been associated with the frequency of innovation proposals that employees would generate as a result of original 
thinking/behavior, managerial  attitudes towards innovation proposals, and the methods that management takes in adopting 
innovations (Yavuz, 2010,143). Organizational performance (Ensari et al. 2016) defined as the compilation of many variables such 
as communication and collaboration between employees, culture of the organization, corporate policies and practices, leadership 
structure, the environment for creativity and innovation, organizational climate with high organizational commitment is mainly 
associated with demographic diversities. 

In this framework, this study is an attempt to provide an alternative model in the literature by considering the individual career 
outcomes and organizational effectiveness outcomes in the context of diversities in cultural, political and religious identities. 

2.4. Conceptual Framework and Hypotheses 

Theories and conceptions play a guiding role in explaining the research topics. Accordingly, the fundamental theories and 
institutions on which the diversities are based in the Social Psychology and Behavioral Science literature are listed as “Social 
Identity Theory, Intergroup Relations Theory, Symbolic Interactionism Theory, Social Categorization Theory, Equality Theory, 
Ethnic Identity Theory”. Social Identity Theory and Equality Theory contribute significantly to the creation of our conceptual 
framework since its model focuses on identity structures among employees. 

Social identity theory is one of the fundamental theories of social psychology trying to explain the behaviors between groups, 
group memberships and processes for group formation. People tend to divide others into groups and give superiority to their own 
group. The underlying reason is the tendency for people to make positive self-assessment. When people construct this positive 
self-assessment they consider their own group as superior and identify themselves with this group. At this point, the concept of 
social identity comes to the forefront. Social Identity Theory, developed by Henri Tajfel and John Turner in the mid-1970s, explains 
this concept in the most comprehensive way. They called as minimal group paradigm, demonstrates the fact that even normally 
non-existent artificial groups are sufficient for people to favor their own groups, affirming their superiority. If we evaluate this 
situation in terms of working life, the dominant or minority status of the groups brings along a series of individual and 
organizational advantages and/or disadvantages. 

Similar to the social identity theory, Equality Theory, Adams (1963,430) argues that the individual perception for equality is not 
independent from the values and norms of his/her social group. Every individual has a learning story. However, to the extent that 
he/she learns the same values, social norms, the same language and culture from the group he/she belongs, his/her psychological 
responses become similar to theirs. In this context, individual identity testifies to one’s existence. Individual identity affects our 
world of thought, our social status and our working life. 
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There is a common point upon which these theories that diversities in individual identity have some consequences for individuals 
and organizations.In this framework, the perception for diversities among minority and majority groups differ in terms of their 
identity structures within organization life. On the one hand, minority groups are considered as the group that increases the value 
of the workforce, while the dominant majority is seen as the source of resistance to change. In this case, leaders who manage to 
balance them are building multi-participatory heterogeneous organizational structures with an organizational climate that would 
benefit from diversities (Freeman and Huang, 2014,305). Ellemer and Rink (2016,39), in their research they focused on diversities 
in terms of gender and ethnic identity, indicate that heterogeneous business groups are more creative, innovative and have more 
qualified performances compared to homogenous groups. On the other hand, they emphasize that not all diversities have equal 
benefits and advantages, and their study result could take many forms and ways. 

It is determined that the perception regarding organizational support for diversities has a positive relation with individual 
outcomes such as organizational commitment, job and career satisfaction (McKay et al. 2007; Gonzalez and Denisi, 2009; Buttner 
et al. 2019); and a negative relation with organizational outcomes such as intention to quit, absenteeism, conflict, and 
performance (Mc Kay et al. 2008; Boehm et al. 2014; Kaplan et al. 2011; Madera et al. 2016, Ensari et al. 2016). On the other hand, 
Avery et al. (2013) in their study found that women and minorities lose the chance to land a job due to prejudices regarding their 
identity and are directly disqualified in recruitment processes. A similar study reveals that psychological contract violations 
occurred among employees with different ethnic identities in the USA are related to the awareness and perception regarding 
racial and other diversities in identity. If minorities have a positive perception regarding justice, organizational commitment and 
communication-oriented cooperation increases however, by contrast if the same perception is negative, efficiency decreases and 
the intention to quit increases (Buttner et al. 2010,321).As a result of this views, basic predictions of this study is that the diversities 
in the identity structures of the employees affect individual and organizational outcomes. Individual outcomes includes job 
satisfaction and organizational commitment; organizational outcomes consists of intention to quit, communication and 
cooperation environment, behavioral innovation and perceived organizational performance. In this study, identity structures of 
employees are evaluated in three categories, respectively cultural identity, religious identity and political identity. Based on the 
preceding discussion, the following two hypotheses: 

H1:Identity structures of employees have impact on individual career outcomes. 

H2: Identity structures of employees have impact on organizational efficiency outcomes. 

According to Akerlof and Kranton, people's identities define who they are and their social categories, describing their instant, daily 
interactions for several years, lifelong and generations (2016, 16). As a result of these interactions, individuals define, evaluate 
and classify themselves by taking into account the social group they belong to. Thus, they identify with the group in which they 
placed themselves. This identification constitutes the social identities of individuals (Turner, 1985, 89). Identity structures differ 
in many contexts such as gender, age, marital status, educational background, sexual orientation, ethnicity, religious belief, 
political or ideological view. 

According to Mead's (1934, 21) Symbolic Interactionism Theory, employees attach meaning to the organization according to the 
results of social interactions they experience in the organization. The meaning attributed to the organization itself contributes to 
the formation of the perception regarding this climate. In this context, the diversity climate is a metaphorical concept that explains 
the interaction between minorities and others within the organization.When organizations develop and establish policies, rules 
or practices, some of them pay attention to employees' satisfaction, while others simply choose to pursue their own interests. 
However, each employee develops various attitudes and behaviors against organizational practices that directly or indirect 
(somehow) affect himself and other employees. In this regard, the opportunities and obstacles offered to those defined as 
“others” within the organization determine the formation of diversity climate perception (Sürvegil, 2010).In this context, the 
diversities in the identity structures of the employees affect the perception of the diversity climate within the organization. Based 
on the preceding discussion, the following hypothesis has been developed: 

H1:Identity structures among employees have a differentiating effect on the diversity climate perception 
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Figure 1: Research Model 

 

3. DATA AND METHODOLOGY 

3.1. Sample 

The sample of the study consists of 532 employees from different sectors in Istanbul. The reasons for choosing Istanbul as the 
sample area can be listed as follows: 

• Istanbul is a metropolis hosting the greatest proportion of Turkish labor force 

• Istanbul is a city that enables the cohabitation of people with different cultures and identities  

• Istanbul is the engine of Turkish economic development 

• Istanbul draws immigration to a very a great extent. 

By means of the snowball sampling method, the study reached these sample size and sent a survey via mail and 534 of these 
group responded to this survey. After identifying 2 missing and incorrectly coded questionnaires, 532 employees were included 
in the research. Frequency distribution was examined in order to define distribution of employees identity. In this context, the 
distribution of employees' identity orientation diversities can be seen in Table 1: 

Table 1:Frequency Distribution of Identity Structures 

IDENTITY STRUCTURES Frequency Percentage 

Cultural Identity 

Turkish 274 51.5 

Kurdish 173 32.5 

Immigrant 43 8.1 

Armenian 42 7.9 

Total 532 100 

Religious 
Identity 

Sunni Muslim 300 56.5 

Alevi 72 13.5 

Atheist 64 12.1 

Deist 53 9.9 

Christian 22 4.1 

Agnostic 21 3.9 
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The resulting distribution of cultural identity in our data is in parallel with Turkey's cultural structure. Similarly, distribution of 
religious identity is also in parallel with the social structure in Turkey as demonstrated by the fact that Sunni Muslims constitute 
60% of the population. It was expected that the number of Christians and Armenians would be close but almost half of Armenians 
are Deist in terms of their religious identity. 

3.2. Measures 

Diversity climate scale was developed by McKay Avery and Morris (2008) which contains 4 items. Organizational commitment 
scale was developed by McKay et al. (2007) which contains 4 items. Job satisfaction scale was developed by Brimhall, Lizano and 
Mor Barak (2014) which contains 4 items.Intention to quit work scale was developed by McKay, Avery, Tonidandel, Morris, 
Hernandez, and Hebl (2007) which contains 2 items. organizational performance scale was developed by Erdem, Gökdeniz and 
Met (2011) which contains 7 items.perception for the communication and cooperation environmentscale was developed by Avcı 
(2005) which contains7 items. Behavioral innovation scale was developed by Wang and Ahmed (2004) which contains 4 items. 
The reliability coefficients of the scales used in the research are over 0.80. 

3.4. Analysis 

The research is a quantitative research in terms of the data collection and analysis method. In the test of our research model, 
Explanatory Factor Analysis method was used to evaluate the validity of the scales.Cronbach Alpha (α) model was used in reliability 
analysis. Independent Sample T-Test and  One Way Analysis of Variance (ANOVA) are used  to examine whether the identity 
structures of employees have a differentiating effect on the variables in the research model and Sheffe and Tukey-B Tests to find 
the origin of the difference. In the event that the Sheffe and Tukey-B Tests from the SPSS analysis did not yield any findings, we 
also made evaluations by looking at the mean differences. Prior to analysis, we determined classifications in the data set as 
follows: For cultural identity categories are Turkish and others (Kurdish, Armenian, Immigrant); for religious identity they are Sunni 
Muslim and others (Alevi, atheist, deist, Christian); and for political identity they are conservative + nationalist, social democrat + 
socialist and liberals. 

3.5. Results 

Explanatory factor analysis was performed on the items of the all variables of the research model. Two measures were used to 
test the fit between the data and the factor analysis to be performed: Bartlett Test of Sphericity (BTS=1850.649 for diversity 
climate, BTS(= 2130,649 for organizational effectiveness outcomes, BTS=1501,928 for individual career outcomes; p <.00 ) and  
Kaiser Meyer Olkin (KMO value for the overall variable was over the 0.80,indicating a very good fit of factor analysis).  Cronbach’s 
alpha value is 0.918 for job satisfaction and 0.941 for organizational commitment. The Cronbach’s alpha value is 0.906 for 
behavioral innovation; 0,904 for communication and collaboration environment; 0.976 for intention to quit work; and 0.943 for 
perception of organizational performance. Cronbach’s alpha value is 0.870 for diversity climate 0.870. This result indicating 
excellent internal consistency. Table 1 present result of the ANOVA (including the F-test and significance levels) and Independent 
t-Test for the overall scale as well as for each of the variables in the research model. Table 2 is the complement of the Table 1, 
presenting the means that showed significant differences for the interaction. 

 

 

 

 

Total 532 100 

Political Identity 

Conservative 60 11.2 

Nationalist 75 14.2 

Social Democrat 136 25.6 

Liberal 94 17.6 

Socialist 167 31.4 

Total 532 100 
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Table 2: Results of Anova and Independent t-Test 

 

With respect to research model, which deals with political identity differences in the diversity climate perception, Table 2 indicates 
that on average, conservative+nationalist employees (M=3.22) had more positive perceptions than social democrat+socialist 
employees (M=2.74).  Religious identity in the diversity climate perception, sunni muslim employees (M=3.58) had more positive 
perceptions than others (Alevi, atheist, deist, Christian M=2.36).  Cultural identity in the diversity climate perception, Turkish 
employees (M=3.92) had more positive perceptions than others (Kurdish, Armenian, Immigrant M=2.98). A similar trend was 
revealed with respect to individual outcomes (Job satisfaction and organizational commitment) and organizational outcomes 
(intention to quit, cooperation and commucnication, behavioral innovation, performance). 

Table 3: Mean Differences of the Independent Variables 

 

4. DISCUSSIONS 

The goal of the present study was to investigate cultural, religional and political identity differences in the role of the diversity 
climate perceptions, individual career outcomes and organizational effectiveness outcomes. Integrating insights gleaned from a 
variety perspectives especially social identity theory and equity theory, we developed hypotheses concerning the relationship 
between employees’ identity differences on the diversity climate perception, job satisfaction, organizatonal commitment, 
intention to quit, cooperation and communication, behavioral innovation, performance. 

It is determined that cultural identity has a differentiating effect on perception of diversity climate, individual career outcomes 
and organizational effectiveness outcomes. In general, Turkish employees have a usually positive perception regarding the 
diversity climate. However, it is shown that the perceptions of employees who have Kurdish, Armenian and Immigrant cultural 
identities united in the category of others are significantly lower than Turkish employees.. For example, if we evaluate the negative 
perception among Kurdish group, it can be said that factors such as nationalism and alienation/marginalization are effective in 
this outcome, as Altun (2013, 78) stated in his research focused on the transformation of Kurdish identity into the Kurdish problem. 
Similarly, it can be said that Armenian employees have been subjected to discrimination due to both their ethnic origins and 
religious beliefs. In terms of individual career outcomes, Turkish employees have higher job satisfaction and organizational 
commitment compared to others. Likewise, Turkish employees who have higher job satisfaction and organizational commitment 
in terms of organizational outcomes have lower intention to quit from work, their perceptions about communication and 
collaboration environment are usually positive, their behavioral innovation perceptions are usually positive, and they have usually 
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positive perception on organizational performance. It can be said that this situation is a natural result of the differentiation of 
perceived diversity climate according to cultural identity. When employees categorized as others/minority have negative 
perception regarding the diversity climate, it also increases the likelihood that they think their working environment as unfair, 
they have low confidence in management, do not have a sense of belonging to the organization and feels dissatisfaction, thereby 
increasing their intention to quit job. Various studies examining the impact of race and ethnicity on the perception of diversity 
support these results (Prahalad and Bettis, 1986; McKay et al. 2007; Cordova and Cervantes, 2010; Armenta and Hunt, 2009; Ely 
and Thomas, 2001; Ragin et al. 2012; Chua, 2013; Buttner et al. 2012; Chin,2010; Ellemers & Rink, 2016). Buttner and Lowe, (2017, 
179), stated that discriminatory and unfair practices increase their intention to quit of minority employees in workplace. In a 
similar study conducted with migrated workers in Australia and focusing on diversities in ethnic identity, it was found that the 
positive diversity climate affects their working attitudes, increases their emotional commitment and positively affects their 
psychological capital (Newman et al. 2018, 1). 

It has been determined that religious identity has a differentiating effect on the perception of diversity climate. Sunni Muslims 
usually consider their working environment as an even factor supporting and showing respect to diversities. It is determined that 
the other religious groups, Alevi, Deist, Atheist, Agnostic and Christian workers, have occasionally positive perception regarding 
the diversity climate. It is determined that the organizational commitment of Sunni Muslim employees is usually high. It is found 
that organizational commitment and job satisfaction of employees belonging to other religious identities are occasionally low and 
their intention to quit is usually high. In terms of Turkish social structure, religious diversities in business life could bring about a 
series of negative consequences. It is difficult to determine the number of employees harassed or marginalized because of their 
religious identity in Turkey. However, as it is known, the practices of religious beliefs in the workplaces might cause tensions. 
There are strong findings indicating a negative perception towards other religious identities and the presence of sectarian conflicts 
in Turkey.On the other hand, there is discrimination against Alevis in the workplaces (Kayabaş & Kütküt, 2011). Alevis’ complaints 
regarding the discrimination they encounter are usually answered with the response of “oppressive tolerance”. This means that 
all complaints of discrimination, all reminders for diversities are quietly slided over or completely denied. Besides the increasing 
presence and popularity of deists in Turkey is considered as the softened version of atheism by the government and religious 
institutions. They are also subjected to negative criticism (Girit, 2018). 

It is determined that political identity has a differentiating effect on the perceived diversity climate. In addition, these 
differentiating effects have influence on both individual career outcomes and organizational effectiveness outcomes (except 
organizational performance). In this context, it is determined that employees with conservative + nationalist political identity have 
generally positive perception of the diversity climate, higher job satisfaction and organizational commitment compared to other 
identities. It is also determined that employees with social democrat + socialist identity occacionally have a positive perception 
on diversity climate, usually low job satisfaction and low organizational commitment. This situation is interpreted as a result of 
the transformations in the structural form of post-modern societies. Nowadays, the concept of “class inequalities” declines and 
gives way to inequalities and antagonisms shaped by the distribution of political power (Aktaş, 2011, 210). Given the fact that 
political power shapes perception, attitudes and behaviors in working life, the result of this research is not a coincidence: 
Employees of conservative + nationalist political identity have high individual career outcomes and organizational effectiveness 
outcomes and they diversity climate perception is usually positive. This finding coincides with the fact that political power 
suppresses, ignores and silences others as Heller and Feher (1988) stated in their book, "The Postmodern Political Condition". 

As a result, this study which attempts to measure the perceptions shaping the attitudes and behaviors of employees with different 
identity structures, proceeded its tests b means of quantitative research method and found its theoretical foresight supported. 

5. LIMITATION AND FUTURE RESEARCH 

There are several limitations of this study. The most important difficulties we encountered during the process of data collection 
in this study are the political and economic developments of Turkey during this same period, and employees refusing to respond 
or refuse to participate in the research because they have the fear and anxiety of losing their jobs. 

It is also found that the participants who did not hesitate to express their gender, age, educational status, marital status which 
are described as superficial differences, -were concerned about giving information about their political identity, cultural identity 
and religious identity. The majority of associations, religious institutions and non-governmental organizations refused to 
participate in this study for inseure structure of Turkish society.  

Furthermore, it is important to note that the social norms in the country, causing employees to be afraid to explain their sexual 
orientation, have a very negative impact on the data collection process.  



 

Research Journal of Business and Management- RJBM (2020), Vol.7(2). p.116-127                                                                            Alay 

________________________________________________________________________________________________________ 
 DOI: 10.17261/Pressacademia.2020.1203                                                              125 

 

Last limitation may be regarded as the way that the survey is conducted. Online surveys make the data collection easier but it can 
lower the sincerity of the answers. . For this reason, it is presumed that the participants gave correct answers to the questions. 

For a further study a research can be conducted on different identities and also different variables. . In addition, future studies 
could apply large-scaled studies for quantitative, qualitative or mixed research methods. 

6. CONCLUSION 

All participants of the labor market need to understand that people are diverse and unique, and that diversities are not sufficient 
to justify discriminatory policies such as exclusion, marginalization and humiliation. First and foremost we have to admit that 
people have equal rights despite their diversities. As a requirement of the modern managerial approach, it is necessary to focus 
on topics such as the function of leadership, career management and mentoring, training for diversity and sensitivity, employees' 
realm of freedom in order to reduce discrimination in working environment, to manage the diversities properly and create a 
supportive diversity climate. 
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