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Abstract 

This study uses a vignette experiment to examine the discriminatory attitudes towards immigrant entrepreneurs. 

The aim is to assess how biases based on ethnicity affect the job application intentions directed towards 

immigrant entrepreneurs, specifically comparing those from Syria and Ukraine with their Turkish counterparts. 

The research addresses several objectives: to determine whether discriminatory practices against immigrant 

entrepreneurs differ from those faced by immigrant workers; to explore the presence and nature of 

discrimination against immigrant entrepreneurs in Türkiye, including taste-based and statistical forms of 

discrimination; to investigate potential double discrimination between entrepreneurs of Middle Eastern (Syria) 

and European (Ukraine) origins; and to analyze whether ethnic cues in job advertisements influence job 

application intentions. Findings reveal that immigrant entrepreneurs experience significant discrimination, with 

Syrian entrepreneurs facing more bias compared to Ukrainians, influenced by geopolitical and cultural factors. 

This study offers a new perspective by examining how potential applicants respond to job advertisements from 

immigrant entrepreneurs, differing from previous research on discrimination faced by immigrant workers. The 

results highlight the need for inclusive policies and practices to support immigrant entrepreneurs and enhance 

their participation in the Turkish economy, contributing to a more equitable and diverse entrepreneurial 

landscape. 
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Çifte Ayrımcılık: Türkiye'deki Suriyeli ve Ukraynalı 

Göçmen Girişimcilerin İş İlanlarına Yönelik Tutumlar 

 

Öz 

Bu çalışma vignette (kısa hikaye) deney yöntemi kullanarak göçmen girişimcilere karşı ayrımcı tutumları 

incelemektedir. Çalışmanın amacı, etnik kökene dayalı önyargıların, göçmen girişimcilerin işe ilanlarına başvuru 

niyetlerini nasıl etkilediğini, özellikle Suriyeli ve Ukraynalı girişimcileri Türk girişimcilerle karşılaştırarak 

değerlendirmektir. Araştırmanın hedefleri arasında; Göçmen girişimcilere karşı ayrımcı uygulamaların, göçmen 

işçilere karşı yaşananlardan farklı olup olmadığını belirlemek; Türkiye’de göçmen girişimcilere karşı ayrımcılığın 

varlığını ve doğasını keşfetmek, bu ayrımcılığın tercih temelli ve/veya istatistiksel temelli olmasını incelemek; Orta 

Doğu (Suriye) ve Avrupa (Ukrayna) kökenli girişimciler arasında potansiyel çifte ayrımcılığı araştırmak; İş 

ilanlarında girişimcinin etnik kökenine ilişkin ipuçlarının yer almasının başvurucunun başvuru niyetini doğrudan 

etkileyip etkilemediğini analiz etmek. Elde edilen bulgular, göçmen girişimcilerin önemli bir ayrımcılığa maruz 

kaldığını, Suriyeli girişimcilerin Ukraynalılara kıyasla daha fazla önyargı ile karşılaştığını, bunun nedeninin 

jeopolitik ve kültürel faktörlere dayandığını ortaya koymaktadır. Bu çalışma, göçmen çalışanların karşılaştıkları 

ayrımcılığı araştıran önceki çalışmalardan farklılaşarak, göçmen girişimcilerin iş ilanlarına karşı potansiyel 

başvurucuların tutumlarını inceleyerek ayrımcılık araştırmalarına yeni bir perspektif sunmaktadır. Araştırmanın 

sonucunda, göçmen girişimcileri desteklemek ve Türk ekonomisine katılımlarını artırmak için kapsayıcı politika ve 

uygulamaların gerektiği, daha adil ve katılımcı bir girişimcilik ortamına ihtiyaç olduğu ortaya çıkmıştır.  

Anahtar Kelimeler: tercih temelli ayrımcılık, istatistiksel ayrımcılık, göçmen girişimciler, istihdam engelleri 
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1. INTRODUCTION 

Understanding the challenges encountered by immigrant entrepreneurs in the job market and 

the impact of discriminatory attitudes on their integration and success is crucial because it 

provides insights into the systemic barriers that hinder their economic participation and growth. 

Research has shown that immigrant entrepreneurs often face significant hurdles, including 

biases and stereotypes, which can adversely affect their business opportunities and success rates 

(Vernby and Dancygier, 2019; Adida et al., 2016). These challenges not only limit their 

individual potential but also impact broader economic outcomes by reducing the diversity of 

entrepreneurial activities and innovation (Cooray et al., 2018). Addressing these issues is 

essential for developing effective policies and interventions that promote inclusivity and 

harness the full potential of immigrant entrepreneurs, ultimately contributing to a more dynamic 

and equitable economic environment (Zschirnt and Ruedin, 2016). 

The experiences of immigrant entrepreneurs in Türkiye, particularly from Syria and Ukraine, 

underscore the necessity for greater comprehension and support. This study aims to investigate 

discriminatory attitudes among local populations towards immigrant entrepreneurs in job 

applications and to propose recommendations for creating a more inclusive and equitable 

environment for all job seekers. By addressing these issues, we aim to foster a welcoming and 

supportive workplace for immigrant entrepreneurs. 

Discrimination against immigrant entrepreneurs in job applications poses a significant issue 

requiring urgent attention and empathy. Negative attitudes towards immigrants have 

intensified, particularly in countries like Türkiye, which has welcomed numerous migrants from 

Syria and Ukraine due to regional turmoil (Özçürümez and Yetkin, 2014). Despite the potential 

economic contributions of immigrant entrepreneurs, they frequently encounter discrimination 

from local communities. Such discrimination may drive these entrepreneurs to seek 

opportunities in other countries. 

Immigrant entrepreneurs have two primary positive impacts on the host country's economy. 

Firstly, they often employ other immigrants, thus addressing recruitment challenges specific to 

immigrants. Secondly, they stimulate economic activity in the host country. Türkiye has 

experienced a significant influx of undocumented migrants from Syria (Özçürümez and Yetkin, 

2014) and Ukraine (Fedyuk and Kindler, 2016; Özgür and Deniz, 2023). Without appropriate 

measures to manage this influx, less educated migrants may remain in Türkiye, while skilled 

individuals may prefer relocating to European countries. 

Discrimination against immigrants in job applications is well-documented. Studies indicate that 

job applicants with non-native names receive significantly fewer positive callbacks compared 

to those with native names, illustrating hiring discrimination based on ethnicity (Baert and 

Pauw, 2014). Furthermore, candidates with foreign-sounding names face greater challenges in 

securing job interviews, especially in sectors with low labor market demand (Baert et al., 2015). 
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These studies highlight the existence of discrimination against immigrant job seekers and 

underscore the complexities they face. 

Moreover, research by Ganesan et al. (2018) discusses how job advertisements act as signals 

that influence job seekers' perceptions and attractiveness towards potential employers, thereby 

influencing their application intentions. This emphasizes the critical role of job postings in 

shaping job seekers' decisions. 

While existing literature extensively covers discrimination faced by immigrant job seekers, it 

often overlooks the specific challenges encountered by immigrant entrepreneurs. Most studies 

focus primarily on issues like access to finance and cultural differences (Chidau and Khosa, 

2022; Zighan, 2021), with limited exploration of discriminatory attitudes towards immigrant 

entrepreneurs. This study addresses a critical gap by focusing on both taste-based and statistical 

discrimination faced by immigrant entrepreneurs, providing a novel perspective on how these 

biases impact their job application intentions and business success. By employing a true 

experimental design and analyzing the effects of ethnicity on job application intentions, this 

research offers new insights into the dual forms of discrimination—taste-based and statistical—

that uniquely affect immigrant entrepreneurs. This approach not only enhances our 

understanding of the barriers specific to this group but also contributes to developing targeted 

interventions and policies aimed at fostering a more inclusive and equitable entrepreneurial 

environment. Thus, this study's originality lies in its comprehensive examination of 

discrimination against immigrant entrepreneurs and its implications for policy and practice, 

filling a significant gap in the current literature. 

This study aims to achieve several objectives. Firstly, it seeks to determine whether 

discriminatory practices against immigrant entrepreneurs differ from those faced by immigrant 

workers, as extensively covered in existing literature. Secondly, it aims to ascertain the presence 

and nature of discrimination against immigrant entrepreneurs in Türkiye—whether it is taste-

based, statistics-based, or both. Thirdly, it aims to explore potential double discrimination 

against entrepreneurs of different ethnic backgrounds by comparing attitudes towards 

entrepreneurs from Middle Eastern (Syria) and European (Ukraine) origins. Lastly, it aims to 

investigate whether ethnic cues in job advertisements directly influence job application 

intentions, despite prior research indicating the positive impact of wage or environmental 

signals. 

The rest of the paper continues as; section 2 is the literature review and presents the theories 

and hypotheses related to discrimination in recruitment processes and their specific application 

to immigrant entrepreneurs. Section 3 is the methodology section aims to clarify the 

experimental design, sampling approach, data collection process, and statistical power analysis, 

ensuring a comprehensive understanding of the study's methodological framework. Section 3 

also provides a clear and structured overview of the measurements used in the study, their 

adaptation and validation processes, and steps taken to address potential methodological biases. 

Section 4 provides a clear presentation of the results, including statistical tests, correlations, 
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discrimination analyses, and mediation effects, emphasizing the study's findings on 

discrimination against immigrant entrepreneurs and their implications. 

2. LITERATURE REVIEW AND THEORETICAL BACKGROUND 

2.1. Discrimination against Immigrants in Recruitment 

Extensive research documents the pervasive discrimination against immigrants in recruitment 

processes, with historical roots tracing back to early 20th-century labor markets. Early studies 

reveal that discriminatory practices against immigrants were evident as immigration policies 

began to shape labor markets, with biases often manifesting through restricted access to 

employment opportunities and lower wages (Alba and Nee, 2003). Over the decades, research 

has highlighted persistent ethnic hierarchies and pronounced discrimination, particularly 

against Muslim immigrants (Adida et al., 2016; Vernby and Dancygier, 2019). A meta-analysis 

confirms significant discrimination against minority applicants, including immigrants, from 

1990 to 2015 across various contexts (Zschirnt and Ruedin, 2016). 

Research has emphasized organizational behaviors that exclude immigrants (Cooray et al., 

2018; Lang, 2021) and systematic disadvantages in hiring (Auer and Ruedin, 2019; Binggeli et 

al., 2013). Biases based on accents and stereotypes are identified as significant barriers (Dietz, 

2010), and stereotypes influencing hiring decisions are also highlighted (Birkelund et al., 2020). 

The distinction between statistical and taste-based discrimination is discussed (Busetta et al., 

2020), along with implicit discrimination against immigrants (Oreopoulos, 2011). Exclusionary 

behaviors of co-workers (Enoksen, 2016) and the impact of discrimination on organizational 

citizenship access (Hainmueller and Hangartner, 2013) are additional concerns. 

Recent studies have explored wage discrimination and economic disparities faced by 

immigrants (Bartolucci, 2014; Kampelmann and Rycx, 2016), with specific attention to wage 

gaps between Syrian immigrants and natives in Türkiye (Elgin and Elveren, 2024). While the 

literature comprehensively covers discrimination against immigrant job seekers, there is a 

notable gap in research on discrimination against immigrant employers. This gap is addressed 

in the subsequent section, which focuses on the unique challenges faced by immigrant 

entrepreneurs. 

2.2. Immigrant Entrepreneurs 

Immigrant entrepreneurs significantly contribute to host country economies by generating 

income, facilitating knowledge transfer, fostering innovation, and promoting economic growth 

(Brieger and Gielnik, 2020). They introduce new products and services reflecting their cultures, 

disrupting markets and enhancing local and national economies (Gölgeci et al., 2023). 

Immigrant entrepreneurs enhance competitiveness, contribute to innovation, and bring positive 

changes to host country entrepreneurial ecosystems (Brzozowski and Cucculelli, 2020). 
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They create opportunities for native entrepreneurs, correlating positively with the total number 

of non-immigrant firms in host countries (Duan et al., 2021). Leveraging their human and social 

capital, immigrant entrepreneurs identify business opportunities bridging their home and host 

countries, establishing successful ventures (Shinnar and Nayır, 2019). Their integration into 

host country economies contributes significantly to economic, social, and cultural dimensions 

(Barth and Zalkat, 2020; Vinogradov and Kolvereid, 2010). 

In Türkiye, immigrant entrepreneurship emerges as a substantial economic force, with 

immigrants contributing not only through labor but also entrepreneurial activities (Shinnar and 

Nayır, 2019). Immigrant entrepreneurs positively impact trade, enhancing both exports and 

imports, particularly in cities like Izmir with significant immigrant populations (Eraydin et al., 

2010). Ethnic entrepreneurship in Türkiye contributes to job creation, tax revenue, and local 

economic growth, fostering economic responsibility and community reinvestment (Ülker, 

2019). 

Research demonstrates immigrant entrepreneurship's critical role in local economic growth, as 

observed in Gaziantep, where immigrant entrepreneurs integrate local innovative entrepreneurs 

into diverse sectors, thereby stimulating local economies (Eren et al., 2012). Türkiye's role as a 

hub for foreign nationals influences demographics, society, and the economy, exemplified by 

Turkish immigrants' entrepreneurial activities abroad, particularly in Germany (Kavuş, 2019). 

Immigrant entrepreneurship in Türkiye significantly contributes to economic development, 

social inclusion, and local economic growth. 

Despite their contributions, immigrant entrepreneurs face challenges such as discrimination in 

accessing formal funding, language barriers, xenophobia, and limited access to finance (Fatoki, 

2018). They also encounter difficulties in securing mentoring, social capital, and funding for 

ventures (Awotoye and Singh, 2018; Cadenas et al., 2023). These challenges underscore the 

need for supportive policies facilitating immigrant entrepreneurs' success in navigating 

complex entrepreneurial landscapes. 

Despite their significant contributions to the economy, immigrant entrepreneurs encounter 

numerous challenges that hinder their success. These include discrimination in accessing formal 

funding, language barriers, xenophobia, and limited access to finance (Fatoki, 2018). The 

underlying reasons for these challenges are multifaceted. Systemic factors, such as biased 

lending practices and exclusionary financial policies, contribute to the difficulty immigrant 

entrepreneurs face in securing formal funding. Cultural and linguistic barriers further 

exacerbate these issues, as immigrant entrepreneurs may struggle to navigate complex 

bureaucratic systems and build networks within unfamiliar environments (Awotoye and Singh, 

2018). Xenophobia and implicit biases also play a crucial role, leading to unequal treatment and 

diminished opportunities compared to native entrepreneurs (Cadenas et al., 2023). Additionally, 

immigrant entrepreneurs often face challenges in accessing mentoring and social capital, which 

are vital for entrepreneurial success. These issues are compounded by institutional barriers that 

limit their participation in established business networks and support systems. Understanding 
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these underlying factors is essential for developing supportive policies that facilitate immigrant 

entrepreneurs' success in navigating complex entrepreneurial landscapes and addressing these 

systemic inequalities. 

Previous studies document discrimination where immigrants receive fewer job interview calls 

compared to natives (Cooray et al., 2018; Lang, 2021; Vernby and Dancygier, 2019), and 

highlight immigrant employers' challenges like access to finance and language barriers 

(Awotoye and Singh, 2018; Cadenas et al., 2023; Fatoki, 2018). However, the literature lacks 

specific examination of natives' attitudes towards job advertisements from immigrant 

employers regarding discrimination. Thus, the first hypothesis of this study is formulated: 

H1: Job postings from immigrant owners receive fewer applications compared to those from 

native owners. 

2.3. Double Discrimination Attitude in Recruitment 

Double discrimination in recruitment occurs when individuals face bias based on multiple 

aspects of their identity simultaneously. This form of discrimination manifests when individuals 

belong to more than one marginalized group, compounding biases and challenges in the 

recruitment process. For instance, Black women may experience a "double burden" of race and 

gender discrimination, hindering their recruitment, professional development, and 

advancement opportunities (Melaku, 2022). 

Studies demonstrate that individuals holding multiple stigmatized identities encounter 

heightened discrimination due to intersecting social identities (Ji and Bouguettaya, 2021). This 

double discrimination can lead to differential treatment, limited advancement opportunities, and 

biased recruitment decision-making. Refugee women, for example, may confront both racism 

and sexism, contributing to high rates of unemployment and underemployment (Psoinos, 2015). 

Existing literature on discrimination in recruitment predominantly examines double 

discrimination based on race, gender (De Leon and Rosette, 2022; Melaku, 2022), and ethnicity 

(Sesko and Biernat, 2010). However, there is a notable gap in studying how double 

discrimination manifests specifically in the context of immigration status and ethnic origin. In 

Türkiye, the geographical and cultural differences between Syrian and Ukrainian immigrants 

play a significant role in the level of discrimination they face. 

Syrian immigrants, coming from the east of Türkiye, may be subject to heightened negative 

biases due to ongoing geopolitical tensions, cultural differences, and stereotypes associated 

with conflict and instability. In contrast, Ukrainian immigrants, hailing from the west, might 

not face the same intensity of negative stereotyping and could benefit from relatively less 

cultural and political friction. These geographical and cultural distinctions contribute to varying 

levels of discrimination. 
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To address this gap, this study investigates double discrimination concerning both immigration 

status and ethnicity by comparing Syrian and Ukrainian immigrants. The hypothesis is 

formulated as follows: 

H2: Job postings indicating the owner is a Syrian immigrant entrepreneur receive fewer 

applications compared to those indicating a Ukrainian immigrant entrepreneur. 

This hypothesis is grounded in the premise that Syrian entrepreneurs face more intense negative 

biases due to both their immigration status and ethnic origin, as opposed to Ukrainian 

entrepreneurs who may experience relatively less stigmatization based on their geographical 

and cultural proximity to Türkiye. 

2.4. Theories on Discrimination in Recruitment 

Taste-based discrimination, proposed by Becker (1957), and statistical discrimination, outlined 

by Phelps (1972), are pivotal theories shedding light on ethnic discrimination in recruitment 

processes. Taste-based discrimination occurs when employers prefer individuals from their 

majority group or similar backgrounds, leading to biased hiring (Adamovic, 2020). Statistical 

discrimination, on the other hand, involves decisions based on group averages rather than 

individual qualifications, often resulting in discrimination against certain ethnic groups 

(Laurence et al., 2023). 

Taste-based discrimination can stem from personal prejudices or strong preferences favoring 

certain groups (Zussman, 2013). Statistical discrimination may arise when employers perceive 

certain groups as less productive or prefer to hire individuals from their own ethnic or national 

backgrounds (Laurence et al., 2023). Discrimination against ethnic minorities in recruitment 

manifests in biased resume screening based on ethnic salience and stereotypes (Derous et al., 

2016). 

Differentiating between taste-based and statistical discrimination presents challenges, 

particularly in real-world settings where multiple factors influence hiring decisions (Lane, 

2019). Studies emphasize the importance of comprehending these mechanisms to develop 

effective strategies against biased practices in recruitment processes. By employing methods 

that distinguish between taste-based and statistical discrimination, researchers can uncover the 

underlying reasons for discriminatory behaviors in the labor market (Bryson and Chevalier, 

2014). 

Immigrant entrepreneurs frequently encounter unique stressors that can influence their 

decisions, intentions, and behaviors, potentially shaping their experiences in the labor market 

(Awotoye and Singh, 2018). However, discriminatory attitudes towards immigrant 

entrepreneurs in job applications have not been extensively studied. While there is ample 

research on discrimination in hiring decisions against ethnic and immigrant groups, a gap exists 

in understanding whether discrimination faced by immigrant entrepreneurs in the job 
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application process is taste-based, statistical, or both. To address this gap, the following 

hypotheses have been formulated: 

H3: Discrimination against immigrant entrepreneurs is taste-based. 

H4: Discrimination against immigrant entrepreneurs is statistical-based. 

Understanding the mechanisms of discrimination faced by immigrant entrepreneurs in job 

applications is crucial for developing strategies to enhance their inclusion and success. This is 

because discriminatory attitudes influence applicants' decisions to apply for jobs (H1 and H2). 

Previous studies (Adamovic, 2020; Laurence et al., 2023) have shown that human resource 

professionals are less likely to invite minorities for interviews. This study aims to explore how 

these discriminatory attitudes mediate job application intentions, particularly focusing on the 

role of ethnic origin in these dynamics. 

Taste-based discrimination refers to prejudicial attitudes that individuals may hold based on the 

ethnicity of an entrepreneur. This form of discrimination is driven by personal biases and 

prejudices, leading to negative evaluations of applicants based on their ethnic background. The 

hypothesis posits that such biases will mediate the relationship between the entrepreneur's 

ethnicity and the likelihood of receiving job applications. By examining this hypothesis, the 

study seeks to reveal how personal prejudices can affect hiring decisions and contribute to 

barriers faced by immigrant entrepreneurs. The hypothesis is formulated as; 

H5: Taste-based discriminatory attitudes mediate the effect of the entrepreneur's ethnicity on 

the job application intention. 

Statistical-based discrimination involves making decisions based on generalized stereotypes or 

perceived statistical trends about certain ethnic groups. This form of discrimination rationalizes 

biases by assuming that certain groups are less favorable based on broader statistical data, rather 

than individual merit. The hypothesis suggests that such statistical biases will mediate the 

relationship between the entrepreneur's ethnicity and job application intentions. This hypothesis 

aims to uncover how rationalized, stereotype-based assumptions influence the recruitment 

process and impact immigrant entrepreneurs. The hypothesis is formulated as; 

H6: Statistical-based discriminatory attitudes mediate the effect of the entrepreneur's ethnicity 

on the job application intention. 

By exploring these mechanisms, this study aims to deepen understanding of the barriers faced 

by immigrant entrepreneurs in accessing human resources. The independent variable is the 

ethnic origin of the entrepreneur, with mean scores for taste-based discrimination (TBD) and 

statistical-based discrimination (SBD) serving as parallel mediators. The dependent variable is 

the mean score for job application intention (JAI), as depicted in Figure 1. 
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Figure 1. Conceptual model 

 

3. METHODOLOGY 

3.1. Procedure and Experimental Design 

A vignette experiment design was employed to investigate discrimination attitudes towards 

Ukrainian and Syrian entrepreneurs who have migrated to Türkiye. According to Baert and 

Pauw (2014), vignette scenarios closely correlate with real-world decision-making processes. 

Three distinct job postings were created, each accompanied by a different vignette and identical 

job advertisements, randomly assigned to participants. 

The scenarios are as follows: The first scenario (control group) features "Mehmet Aydın," a 

Turkish entrepreneur who, after years of professional experience, establishes his company 

(Anadolu Foreign Trade Inc.) and advertises a job for an office manager position. Mehmet 

Aydın represents a typical native Turkish entrepreneur. The second scenario involves Ivan 

Petrovich, an entrepreneur of Ukrainian origin who immigrates to Türkiye and establishes his 

company (Kyiv Foreign Trade Inc.), also advertising for an office manager position. The third 

scenario features Ahmad Khalid, a Syrian entrepreneur who migrates to Türkiye due to turmoil 

in his home country, establishes his company (Al-Nour Foreign Trade Inc.), and advertises for 

an office manager position. Both the entrepreneur and company names reflect their Ukrainian 

and Syrian origins, respectively. 

Participants were randomly assigned to one of the three scenarios: the first scenario (86 

participants) served as the control group, while the second (90 participants) and third (126 

participants) scenarios constituted the experimental groups. Random assignment in vignette 

experiments, as proposed by Atzmüller and Steiner (2010), ensures unbiased allocation and has 

been widely used in similar studies (e.g., Eifler and Petzold, 2019; Kunz and Fuchs, 2019). 

After completing the survey, participants were debriefed about the experimental manipulation. 

The job postings with vignettes are provided in the appendix. 

Ethnic Group 
of the 

Entrepreneur 

Job Application 
Intention (JAI) 

Taste-Based 
Discrimination 

(TBD) 

Statistic-Based 
Discrimination 

(SBD) 
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The questionnaire comprised three sections: The first section presented the vignette (one of 

three random scenarios), detailing the entrepreneur's business background and the company's 

establishment, including a signal about the entrepreneur's ethnic origin. The second section 

included items measuring taste-based discrimination, statistical discrimination, and job 

application intention. The third section contained manipulation check questions and 

demographic items. Additionally, two attention check questions were incorporated among the 

scale items to identify and exclude careless respondents, following the approach suggested by 

Kung et al. (2018).  

3.2. Sample and Data Collection 

Convenience sampling was employed for this experimental research, targeting participants 

through online surveys. Participants were graduates or senior students from management-

related departments such as business administration, management information systems, health 

management, and tourism management, as well as graduate students seeking managerial 

positions. The online survey link was distributed through relevant student groups, and 322 

participants completed the survey. 

After excluding 18 respondents who failed the attention check questions and three outliers, the 

final sample comprised 302 participants for analysis. Given that the dependent variable 

(job application intention) did not vary significantly across different departments or graduation 

statuses, all responses were included in the evaluation. Descriptive statistics with mean, 

skewness and kurtosis are presented in Table 1, and density histograms are depicted in 

Figure 2. 

Table 1. Descriptives 
 Ethnic Group JAI TBD_R SBD M_C 

N 

Turkish 86 86 86 86 

Ukrainian 90 90 90 90 

Syrian 126 126 126 126 

Total 302 302 302 302 

Mean 

Turkish 5.71 3.21 2.81 5.79 

Ukrainian 5.15 3.52 3.31 2.26 

Syrian 4.4 4.44 3.83 1.75 

Total 4.99 3.81 3.38 3.05 

Skewness 

Turkish -1.2 0.145 0.358 -1.23 

Ukrainian -0.614 0.0685 0.172 1.28 

Syrian -0.444 -0.171 0.472 2.02 

Std. error skewness 

Turkish 0.26 0.26 0.26 0.26 

Ukrainian 0.254 0.254 0.254 0.254 

Syrian 0.216 0.216 0.216 0.216 
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Kurtosis 

Turkish 1.62 -0.295 -0.254 0.515 

Ukrainian -0.12 -0.472 0.495 0.572 

Syrian -0.815 -0.708 0.121 3.35 

Std. error kurtosis  

Turkish 0.514 0.514 0.514 0.514 

Ukrainian 0.503 0.503 0.503 0.503 

Syrian 0.428 0.428 0.428 0.428 

Abbreviations: JAI, job application intention; TBD_R, test-based discrimination (reversed); SBD, statistical based discrimination;  
M_C, manipulation check 

Figure 2. Density histograms 

 

 

A sensitivity power analysis was conducted using G-Power software based on parameters from 

a previous study on double discrimination (De Leon and Rosette, 2022) with 1-=.80, =.05, 

and 3 groups (Turkish, Ukrainian, and Syrian). The results show that the sample size 302 would 

be sufficient to detect Cohen’s d effect size of .18 with a probability of .80 (De Leon and 

Rosette, 2022; Faul et al., 2009), surpassing the requirements of the previous study. 
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3.3. Measurements 

The measurements were adapted from Baert and Pauw (2014). The original scale items in 

English were translated into Turkish and subsequently back-translated for accuracy and cultural 

relevance to Turkish participants. All items were assessed using a 7-point Likert scale ranging 

from “1-strongly disagree” to “7-strongly agree”.  

Job Application Intention (JAI) was measured using three items. Sample scale items 

presented to the control group included: “I would like to work with Mehmet Aydın”, “I would 

like to work at Anadolu Foreign Trade Inc.” and “If I were looking for a job, I would apply for 

this job posting”. 

Taste-Based Discrimination Attitude (TBD_R) was measured using two reverse-coded 

items. Sample scale items directed towards the group assigned to the Syrian entrepreneur 

scenario included:“I would enjoy working with Ahmad Khalid at Al-Nour Foreign Trade Inc.” 

and : “Everybody would enjoy working with Ahmad Khalid at Al-Nour Foreign Trade Inc.”. 

These items aimed to capture prejudicial discrimination attitudes. 

Statistical-Based Discrimination Attitude (SBD) was assessed with six scale items. Sample 

items directed towards the group assigned to the Ukrainian entrepreneur scenario included: “I 

believe that Kyiv Foreing Trade Inc. will not pay salaries on time.” and “Working at Kyiv 

Foreing Trade Inc. is taking a risk”. These items were designed to measure rationalized 

discrimination attitudes based on previous experiences. 

To ensure the reliability and validity of the translated scales, standard procedures were 

followed. Confirmatory Factor Analysis (CFA) was employed to evaluate construct validity. 

The Average Variance Extracted (AVE), indicating convergence among items representing a 

latent variable, was calculated to assess construct validity. AVE values of at least .50 are 

typically considered indicative of good construct validity (Hair, 2009, p.659). For the JAI scale, 

the AVE was .79, for TBD_R it was .69, both exceeding the .50 threshold. The AVE for the 

SBD scale was .47, with a Composite Reliability (CR) of .84, which also meets acceptable 

criteria (Fornell and Larcker, 1981). Cronbach’s alphas were calculated as .917 for JAI, .756 

for TBD_R, and .840 for SBD, all exceeding the recommended threshold of .70, with CR values 

of .919, .756, and .840 respectively, exceeding .60 (Hair, 2009). The Cronbach’s alpha was .85 

in previous study (Baert and Pauw, 2014).  

Furthermore, CFA results indicated good model fit (CFI = .990, TLI = .984, RMSEA = .042, 

and χ²/df = 1.536), supporting the validity of the measurement model. 
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Table 2. Confirmatory factor analysis results 

Factor Indicator Std. Est. SE AVE CR  

JAI 

JAI1 0.917 0.0821 

%79 0.919 0.917 JAI2 0.924 0.0811 

JAI3 0.825 0.0866 

TBD_R 
TBD1_R 1.010 0.0877 

%69 0.756 0.756 
TBD2_R 0.602 0.0966 

SBD 

SBD1 0.689 0.0938 

%44 0.840 0.840 

SBD2 0.65 0.0935 

SBD3 0.61 0.0957 

SBD4 0.761 0.0917 

SBD5 0.572 0.0958 

SBD6 0.661 0.0943 
Abbreviations: JAI, job application intention; TBD_R, test-based discrimination (reversed); SBD, statistical based discrimination; 

AVE, average variance extracted; CR, consistence reliability; , Cronbach’s  (reliability); SE, standard error; Std. Est., Standard Estimate 

Common Method Bias was assessed due to potential biases from measuring dependent and 

independent variables simultaneously. Although longitudinal studies are preferable, they are 

impractical in manipulated experimental settings. Harman’s single-factor test indicated that the 

total factor extracted from a single factor was 45.5%, below the critical threshold of 50% 

(Podsakoff et al., 2003), suggesting that common method bias was not a significant concern. 

Additionally, to mitigate collinearity issues, the Variance Inflation Factor (VIF) was examined, 

yielding a value of 1.12, well below the critical threshold of 3.3 (Kock, 2017), further indicating 

minimal collinearity among variables. 

4. FINDINGS 

Manipulation was verified using a 7-point Likert scale item asking, “Is the entrepreneur is 

native Turkish?”. Due to non-normal distribution of the data, a non-parametric Kruskal-Wallis 

ANOVA was conducted to determine if respondents correctly perceived the ethnicity 

manipulation of the entrepreneur. Table 3 presents χ² and p-values, along with pairwise 

comparisons using Dwass-Steel-Critchlow-Fligner tests and mean scores for the manipulation 

check item. Results indicate that respondents correctly perceived the manipulation signal. The 

difference between Turkish (N=86, M=5.79) and immigrant groups (Ukrainian, N=90, 

M=2.26; Syrian, N=126, M=1.75) are significant (WTurkish-Ukrainian= -13.25, p<.001 and WTurkish-

Syrian= -16.07, p<.001), while the difference between Syrian and Ukrainian groups was not 

significant (WUkrainian-Syrian = -3.18, p=.063). Mean differences for the manipulation check are 

illustrated in Figure 1. 

Table 3. Manipulation check kruskal wallis and pairwise comparison results 

Component Group Pairs W p(W) χ² df p(χ² - df) 

Manipulation Check 

Turkish (M=5.79) Ukrainian (M=2.26) -13.25 < .001 

151 2 < .001 Turkish (M=5.79) Syrian (M=1.75) -16.07 < .001 

Ukrainian (M=2.26) Syrian (M=1.75) -3.18 .063 



Yıl/Year: 2024, Cilt/Volume: 05, Sayı/No: 03, 315-342. e-ISSN: 2718-1081.                                                

 

 329 

Correlation analysis (Table 4) revealed significant associations between job application 

intention (JAI) and taste-based discrimination (r=-.744, p<.001), statistical discrimination 

(r=-.385, p<.001), and between taste-based and statistical discrimination (r=.395, p<.001). 

Table 4. Correlation matrix 
 JAI TBD_R SBD 

JAI —   

TBD_R -0.744*** —  

SBD -0.385*** 0.395*** — 
Note: * p < .05, ** p < .01, *** p < .001 

Given violations of normality (Shapiro-Wilk, W=.942, p<.001) and homogeneity of variances 

(Levene’s Test, F=10.1, df=1, p<.002), a Mann-Whitney U test was conducted. Results 

(Table 5) confirm that native entrepreneurs received more job applications compared to 

immigrant entrepreneurs, supporting H1. 

Table 5. Independent samples t-test (mann-whitney u) 
 Statistics P Group N Mean SD SE 

Job Application Intention 6086 < .001 
Native 86 5.71 1.31 .141 

Immigrant 216 4.71 1.75 .119 
Note: Hₐ μ Native > μ Immigrant 

A Kruskal-Wallis test was used to compare job application intentions across ethnic groups 

(Table 6). Significantly (χ²=29.7, df=2, p<.001) lower intentions to apply for jobs posted by 

Syrian entrepreneurs compared to Ukrainian entrepreneurs support H2, which suggests the 

presence of double discrimination attitudes against Syrians compared to Ukrainians. 

Table 6. Kruskal wallis test results and pairwise comparisons 

Component Group Pairs W p(W) χ² df p(χ² - df) 

Taste-Based 
Discrimination 

Turkish (M=3.21) Ukrainian (M=3.52) 2.02 .327 

30.8 2 < .001 Turkish (M=3.21) Syrian (M=4.44) 7.32 < .001 

Ukrainian (M=3.52) Syrian (M=4.44) 5.48 < .001 

Statistical-Based 
Discrimination 

Turkish (M=2.81) Ukrainian (M=3.31) 4.35 .006 

30.5 2 < .001 Turkish (M=2.81) Syrian (M=3.83) 7.70 < .001 

Ukrainian (M=3.31) Syrian (M=3.83) 3.40 .043 

Job Application 
Intention 

Turkish (M=5.71) Ukrainian (M=5.15) -3.69  .025 

29.7 2 < .001 Turkish (M=5.71) Syrian (M=4.40) -7.55 < .001 

Ukrainian (M=5.15) Syrian (M=4.40) -4.00 .013 

To determine if discrimination against immigrant entrepreneurs is taste-based, statistical-based, 

or both, independent samples t-tests (Mann-Whitney U) were conducted (Table 7). Results 

support H3 and H4, indicating higher mean scores for taste-based discrimination (TBD) and 

statistical-based discrimination (SBD) among immigrant entrepreneurs. 
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Table 7. Independent samples t-test (mann-whitney u) 
 Statistics p Group N Mean SD SE 

TBD_R 6550 < .001 
Native 86 3.21 1.31 .141 

Immigrant 216 4.06 1.69 .115 

SBD  5866 < .001 
Native 86 2.81 1.01 .109 

Immigrant 216 3.61 1.32 .090 
Note: Hₐ μ Native < μ Immigrant 

These findings underscore that immigrant entrepreneurs encounter significant discrimination in 

the labor market, characterized by both taste-based and statistical forms. Addressing this dual 

discrimination calls for comprehensive strategies aimed at mitigating biases and promoting 

equitable treatment for immigrant entrepreneurs. 

The final objective of this study is to explore the mediating roles of taste-based discrimination 

(TBD) and statistical-based discrimination (SBD) in the effect of ethnicity on job application 

intentions (JAI). Analysis was conducted using the Jamovi software GLM Mediation package 

(Gallucci, 2020; Rosseel, 2012), with results compared to those obtained from Hayes' (2017) 

Model 4 in SPSS PROCESS, revealing consistency between the two methods. The independent 

variable, entrepreneur ethnicity, was categorized into three groups using the Dummy method: 

Ethnic Group 1 contrasted Turkish vs. Ukrainian entrepreneurs, while Ethnic Group 2 

contrasted Turkish vs. Syrian entrepreneurs. Contrast coefficients are detailed in Table 8. 

Table 8. Contrast groups and coefficients 

Name Contrast level=Turkish level=Ukrainian level=Syrian 

Ethnic Group1 Ukrainian - Turkish 0 1 0 

Ethnic Group2 Syrian - Turkish 0 0 1 

Indirect, direct, and total effects along with z values, estimates, and standardized betas were 

computed using bias-corrected bootstrap (5000) and are presented in Table 9 and Figure 3.  

Z values were calculated using Sobel's (1982) delta method (Rosseel, 2012). 

Table 9 provides estimated coefficients and betas for all components across different contrasts, 

focusing on relevant effects within the study scope. The specific component effects are as 

follows: 

For the Ethnic Group 1 contrast, (Ukrainian vs. Turkish entrepreneurs): 

• The TBD mean for Ukrainian entrepreneurs (M=3.52) is higher than for Turkish entrepreneurs 

(M=3.21), but the difference is not significant (β =.088, z=1.35, p=.178). 

• The SBD mean for Ukrainian entrepreneurs (M=3.31) is higher than for Turkish entrepreneurs 

(M=2.81), and the difference is significant (β =.178, z =2.72, p=.006). 

For the Ethnic Group 2 contrast, (Syrian vs. Turkish entrepreneurs): 

• The TBD mean for Syrian entrepreneurs (M=4.44) is higher than for Turkish entrepreneur 

(M=3.21), and the difference is significant (β =.371, z=5.70, p<.001). 
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• The SBD mean for Syrian entrepreneurs (M=3.83) is higher than for Turkish entrepreneurs 

(M=2.81), and the difference is significant (β =.391, z =6.00, p<.001). 

The results are consistent with the Kruskal-Wallis results presented in Table 6. Moreover, as 

seen in Table 9, both the TBD (β =-.688, z =-16.27, p<.001) and SBD (β =-.089, z =-2.10, 

p=.035) have a negative significant effect on JAI, as expected.  

The test results for hypotheses H5 and H6, which propose to determine the parallel mediating 

role of taste-based discrimination (TBD) and statistical-based discrimination (SBD) in the 

effect of ethnicity on job application intention (JAI), are as follows: 

For the Ethnic Group 1 contrast (Ukrainian vs. Turkish entrepreneurs): 

• The indirect effect of ethnicity on JAI with the mediation of TBD is not significant  

(β =-.060 C.I.[-.524:.063], z =-1.34, p=.179).  

• The indirect effect of ethnicity on JAI with the mediation of SBD is also not significant  

(β =-.016 C.I.[-.154:-.002], z =-1.67, p=.096).  

These results indicate that the H5 and H6 is not supported between Ukrainian and Turkish 

groups. 

For the Ethnic Group 2 contrast (Syrian vs. Turkish entrepreneurs): 

• The indirect effect of ethnicity on JAI with the mediation of TBD is significant  

(β =-.255 C.I.[-1.198:-.572], z =-5.38, p<.001).  

• The indirect effect of ethnicity on JAI with the mediation of SBD is also significant  

(β =-.035 C.I.[-.280:-2.25e-4], z =-1.99, p=.047).  

These results indicate that the H5 and H6 are supported between Syrian and Turkish groups. The 

significant indirect effects through TBD and SBD confirm that both types of discrimination 

mediate the relationship between ethnicity and job application intentions for Syrian 

entrepreneurs compared to their Turkish counterparts. 

This analysis underscores the nuanced differences in how different ethnic groups experience 

discrimination in the labor market, with Syrian entrepreneurs facing significant effects through 

both taste-based and statistical-based discrimination attitudes, while Ukrainian entrepreneurs 

do not. This result also supports the notion of double discrimination attitudes against Syrians 

compared to Ukrainians. 
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Table 9. Indirect and total effects 

Type Effect Estimate SE 
95% C.I. 

β z p 
Lower Upper 

Indirect 
 
  

Ethnic Group1 ⇒ TBD_R ⇒ JAI -0.2235 0.1663 -0.5242 0.0627 -0.0604 -1.34 0.179 

Ethnic Group1 ⇒ SBD ⇒ JAI -0.0584 0.0351 -0.1535 -0.002 -0.0158 -1.67 0.096 

Ethnic Group2 ⇒ TBD_R ⇒ JAI -0.8766 0.1629 -1.1977 -0.571 -0.2554 -5.38 < .001 

Ethnic Group2 ⇒ SBD ⇒ JAI -0.1194 0.0601 -0.2804 -.0002 -0.0348 -1.99 0.047 

Component 
 
 
 
  

Ethnic Group1 ⇒ TBD_R 0.313 0.232 -0.092 0.718 0.0878 1.35 0.178 

TBD_R ⇒ JAI -0.714 0.044 -0.798 -0.620 -0.6883 -16.27 < .001 

Ethnic Group1 ⇒ SBD 0.500 0.183 0.174 0.806 0.1775 2.72 0.006 

SBD ⇒ JAI -0.117 0.056 -0.236 0.003 -0.089 -2.1 0.035 

Ethnic Group2 ⇒ TBD_R 1.227 0.215 0.807 1.626 0.3711 5.7 < .001 

Ethnic Group2 ⇒ SBD 1.020 0.170 0.709 1.353 0.3911 6.0 < .001 

Direct  
Ethnic Group1 ⇒ JAI -0.275 0.170 -0.572 0.012 -0.0744 -1.62 0.105 

Ethnic Group2 ⇒ JAI -0.312 0.168 -0.643 0.008 -0.0911 -1.86 0.063 

Total  
Ethnic Group1 ⇒ JAI -0.557 0.242 -0.969 -0.133 -0.1506 -2.3 0.021 

Ethnic Group2 ⇒ JAI -1.309 0.224 -1.733 -0.874 -0.3813 -5.83 < .001 

Note: Confidence intervals computed with method: Bias corrected bootstrap (5000) 
Note: Betas are completely standardized effect sizes 

Figure 3. Statistical diagram of the conceptual mode 

 
Diagram Notes: 
Weighs are estimate coefficients 
Categorical independent variables (factors) are represented by contrast indicators  
For variable Ethnic Group the contrasts are: Ethnic Group1 = Ukrainian - Turkish, Ethnic Group2 = Syrian – Turkish 
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5. DISCUSSION 

The study highlights significant discrimination faced by immigrant entrepreneurs in the Turkish 

labor market, particularly those of Ukrainian and Syrian origin. The findings reveal that these 

entrepreneurs encounter notable obstacles in attracting job applications compared to their 

Turkish counterparts, reflecting entrenched biases within Turkish society. This aligns with 

previous research that underscores the challenges faced by immigrant entrepreneurs due to 

societal biases (Fatoki, 2018; Awotoye and Singh, 2018). The results suggest that taste-based 

discrimination, characterized by preferences for individuals similar to oneself or the majority 

group, is evident in lower job application intentions towards Ukrainian and Syrian 

entrepreneurs. This supports the findings of research by Adamovic (2020) and Laurence et al. 

(2023), which document how human resource professionals may exhibit biases favoring native 

applicants due to cultural familiarity and implicit biases against foreign backgrounds. 

The study also reveals the impact of statistical discrimination, where generalized assumptions 

about productivity and reliability based on ethnic stereotypes influence job application 

intentions. This form of discrimination aligns with the theoretical framework of statistical 

discrimination (Ji and Bouguettaya, 2021), where stereotypes about ethnic groups are used to 

make hiring decisions. For instance, concerns about Ukrainian entrepreneurs adhering to 

Turkish business norms and stability issues related to Syrian entrepreneurs due to geopolitical 

factors illustrate how these biases manifest in the labor market. 

By connecting these findings with established theories and literature, the study provides a 

comprehensive understanding of how both taste-based and statistical discrimination affect 

immigrant entrepreneurs. The results underscore the need for targeted policies and interventions 

to address these biases and support the inclusion of immigrant entrepreneurs in the Turkish 

labor market. 

5.1. Theoretical Contribution 

The findings of this study align with extensive research on discrimination against immigrants 

in recruitment processes. Vernby and Dancygier (2019) and Adida et al. (2016) illustrate the 

persistence of ethnic hierarchies and pronounced discrimination against ethnic minorities, 

including immigrants. This study confirms these trends, revealing significant biases against 

immigrant entrepreneurs, particularly those of Ukrainian and Syrian origin. The meta-analysis 

by Zschirnt and Ruedin (2016) consistently identifies significant discrimination against 

minority applicants, reinforcing the substantial challenges faced by Ukrainian and Syrian 

entrepreneurs highlighted in this research. 

The study's results reflect findings from Cooray et al. (2018) and Lang (2021), which document 

organizational mechanisms of exclusion, demonstrating that both taste-based and statistical 

discrimination affect immigrant entrepreneurs’ job postings. Taste-based discrimination, rooted 

in preferences for individuals similar to oneself or the majority group, manifests in lower job 
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application intentions towards Ukrainian and Syrian entrepreneurs. This aligns with societal 

biases and preferences favoring native entrepreneurs, influenced by cultural familiarity and 

perceived communication barriers. The theoretical framework of social identity theory (Tajfel 

and Turner, 2003) supports this, as it suggests that individuals tend to favor in-group members 

over out-group members, which can explain the biases observed. 

Conversely, statistical discrimination operates through generalized assumptions about 

productivity and reliability based on ethnic stereotypes. The concerns about Ukrainian 

entrepreneurs adhering to Turkish business norms and the perceived instability of Syrian 

entrepreneurs due to geopolitical factors reflect these biases. This finding is consistent with the 

work of Phelps (1972) and Arrow (1998), who discuss how statistical discrimination results 

from the use of group-based stereotypes to make decisions in the absence of individual-specific 

information. 

5.2. Implications for Policy and Practice 

The results underscore the global relevance of these findings and highlight the necessity for 

universal policy interventions. Policies that address both taste-based and statistical 

discrimination could significantly improve the inclusion and success of immigrant 

entrepreneurs. The implications of these findings contribute to the broader discourse on 

discrimination in the labor market and emphasize the need for tailored strategies to mitigate 

biases and promote equity. 

The findings from this study emphasize the urgent need for targeted policy interventions and 

organizational practices to address discrimination against immigrant entrepreneurs. To 

effectively mitigate such biases, governments and organizations should develop and enforce 

policies that explicitly promote diversity and inclusion in entrepreneurship. These policies must 

include measurable objectives and accountability mechanisms to ensure progress. In addition, 

national and regional awareness campaigns should be launched to challenge stereotypes and 

educate the public about the contributions of immigrant entrepreneurs, helping to shift public 

perception and reduce biases. 

Enhancing intercultural competence is also crucial. Mandatory training programs for employers 

and human resource professionals should be implemented to focus on recognizing and 

overcoming unconscious biases, fostering inclusive workplace cultures, and understanding the 

unique challenges faced by immigrant entrepreneurs. Inclusive hiring practices, such as blind 

recruitment techniques and standardized evaluation criteria, should be adopted to reduce biases 

in job postings and recruitment processes. 

Support systems for immigrant entrepreneurs need to be strengthened. Tailored mentoring 

programs and networking opportunities should be created to connect immigrant entrepreneurs 

with experienced mentors and peers who can provide guidance and support. Financial support 

programs, including grants and low-interest loans, are necessary to help immigrant 
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entrepreneurs access the capital needed to start and grow their businesses. Additionally, 

resources and information on navigating the financial aspects of entrepreneurship should be 

provided. 

Collaborative efforts between government agencies, non-governmental organizations (NGOs), 

and the private sector are essential to create a comprehensive support network for immigrant 

entrepreneurs. These partnerships can facilitate the sharing of resources, knowledge, and best 

practices. Organizing policy forums and workshops that bring together stakeholders from 

various sectors can help identify gaps in support systems and drive the development of 

innovative solutions. By implementing these recommendations, policymakers and practitioners 

can foster a more inclusive environment, enabling immigrant entrepreneurs to thrive and 

contribute effectively to Türkiye's economy, thereby enhancing the overall diversity and 

dynamism of the entrepreneurial ecosystem. 

5.3. Future Research Directions 

Future research should explore additional dimensions of discrimination faced by immigrant 

entrepreneurs, including gender-specific biases and intersectional discrimination. Longitudinal 

studies tracking immigrant entrepreneurs' career trajectories and business outcomes could 

provide insights into the long-term impacts of discrimination and the effectiveness of policy 

interventions. Comparative studies across different countries or regions would offer valuable 

perspectives on immigrant entrepreneurship and discrimination patterns. 

5.4. Methodological Considerations 

Methodologically, employing vignette experiments provided robust insights into discrimination 

perceptions without the biases of self-reporting. However, limitations include the sample's 

composition primarily from management-related fields and the use of convenience sampling, 

potentially limiting generalizability. Future research could expand sampling diversity and 

employ longitudinal designs to capture dynamic changes over time. 

6. CONCLUSION 

In conclusion, this study advances understanding of discrimination against immigrant 

entrepreneurs in Türkiye's labor market. It highlights pervasive biases and underscores the need 

for proactive measures to enhance inclusivity and equal opportunity. Addressing both taste-

based and statistical discrimination is crucial for creating a more equitable environment where 

all entrepreneurs, regardless of ethnicity, can thrive and contribute effectively. 

The findings prompt broader discussions on societal implications and the role of organizational 

policies in fostering inclusive workplaces. By combatting discriminatory practices and 

promoting cultural diversity, businesses and policymakers can bolster economic growth and 

social cohesion. Continued research should explore intersectional discrimination factors and 
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expand interventions aimed at dismantling barriers for immigrant entrepreneurs, ensuring a 

more just and inclusive society. 

References 

Adamovic, M. (2020). Analyzing discrimination in recruitment: A guide and best practices for 

resume studies. International Journal of Selection and Assessment, 28(4), 445-464. 

https://doi.org/10.1111/ijsa.12298  

Adida, C. L., Laitin, D. D., & Valfort, M. A. (2016). Why Muslim integration fails in Christian-

heritage societies. Harvard University Press. 

Alba, R. D., & Nee, V. (2003). Remaking the American mainstream: Assimilation and 

contemporary immigration. Harvard University Press. 

Arrow, K. J. (1998). What has economics to say about racial discrimination?. Journal of 

Economic Perspectives, 12(2), 91-100. https://doi.org/10.1257/jep.12.2.91  

Atzmüller, C., & Steiner, P. M. (2010). Experimental vignette studies in survey research. 

Methodology, 6(3), 128-138. https://doi.org/10.1027/1614-2241/a000014  

Auer, D., & Ruedin, D. (2019). Who feels disadvantaged? Reporting discrimination in surveys. 

In I. Steiner, & P. Wanner (Eds.), Migrants and expats: The Swiss migration and 

mobility nexus (pp. 221-242). Springer. https://doi.org/10.1007/978-3-030-05671-1_9  

Awotoye, Y., & Singh, R. P. (2018). Immigrant entrepreneurs in the USA. New England 

Journal of Entrepreneurship, 21(2), 123-139. https://doi.org/10.1108/neje-08-2018-

0017  

Baert, S., & Pauw, A. D. (2014). Is ethnic discrimination due to distaste or statistics?. 

Economics Letters, 125(2), 270-273. https://doi.org/10.1016/j.econlet.2014.09.020  

Baert, S., Cockx, B., Gheyle, N., & Vandamme, C. (2015). Is there less discrimination in 

occupations where recruitment is difficult?. ILR Review, 68(3), 467-500. 

https://doi.org/10.1177/0019793915570873  

Barth, H., & Zalkat, G. (2020). Immigrant entrepreneurship in Sweden: The liability of 

newness. Sustainability, 12(16), 6478. https://doi.org/10.3390/su12166478  

Bartolucci, C. (2014). Understanding the native–immigrant wage gap using matched employer-

employee data. ILR Review, 67(4), 1166-1202. 

https://doi.org/10.1177/0019793914546300  

Becker, G. S. (1957). The economics of discrimination. University of Chicago Press. 

Binggeli, S., Dietz, J., & Krings, F. (2013). Immigrants: A forgotten minority. Industrial and 

Organizational Psychology, 6(1), 107-113. https://doi.org/10.1111/iops.12019  

Birkelund, G. E., Johannessen, L. E., Rasmussen, E. B., & Rogstad, J. (2020). Experience, 

stereotypes and discrimination. Employers’ reflections on their hiring behavior. 

European Societies, 22(4), 503-524. https://doi.org/10.1080/14616696.2020.1775273  

https://doi.org/10.1111/ijsa.12298
https://doi.org/10.1257/jep.12.2.91
https://doi.org/10.1027/1614-2241/a000014
https://doi.org/10.1007/978-3-030-05671-1_9
https://doi.org/10.1108/neje-08-2018-0017
https://doi.org/10.1108/neje-08-2018-0017
https://doi.org/10.1016/j.econlet.2014.09.020
https://doi.org/10.1177/0019793915570873
https://doi.org/10.3390/su12166478
https://doi.org/10.1177/0019793914546300
https://doi.org/10.1111/iops.12019
https://doi.org/10.1080/14616696.2020.1775273


Yıl/Year: 2024, Cilt/Volume: 05, Sayı/No: 03, 315-342. e-ISSN: 2718-1081.                                                

 

 337 

Brieger, S. A., & Gielnik, M. M. (2020). Understanding the gender gap in immigrant 

entrepreneurship: A multi-country study of immigrants’ embeddedness in economic, 

social, and institutional contexts. Small Business Economics, 56, 1007-1031. 

https://doi.org/10.1007/s11187-019-00314-x  

Bryson, A., & Chevalier, A. (2014). What happens when employers are free to discriminate? 

Evidence from the English barclays premier fantasy football league. IZA Discussion 

Paper No. 8177. https://doi.org/10.2139/ssrn.2441473  

Brzozowski, J., & Cucculelli, M. (2020). Transnational ties and performance of immigrant 

firms: Evidence from central Italy. International Journal of Entrepreneurial Behaviour 

& Research, 26(8), 1787-1806. https://doi.org/10.1108/ijebr-10-2019-0582  

Busetta, G., Campolo, M. G., & Panarello, D. (2020). The discrimination decomposition index: 

A new instrument to separate statistical and taste-based discrimination using first- and 

second-generation immigrants. International Journal of Social Economics, 47(12), 

1577-1597. https://doi.org/10.1108/ijse-02-2020-0055  

Cadenas, G. A., Cantú, E. A., Sosa, R., Carroll, S., Lynn, N., Suro, B., & Ruth, A. (2023). An 

educational program affirming immigrant entrepreneurship, critical consciousness, and 

cultural strengths. The Career Development Quarterly, 71(4), 284-299. 

https://doi.org/10.1002/cdq.12335  

Chidau, T., & Khosa, R. (2022). The interoperability of mobile phone technology as a way to 

improve immigrant entrepreneurship in South Africa. International Journal of Research 

in Business and Social Science, 11(10), 24-34. 

https://doi.org/10.20525/ijrbs.v11i10.2086  

Cooray, A., Marfouk, A., & Nazir, M. (2018). Public opinion and immigration: Who favours 

employment discrimination against immigrants?. International Migration, 56(6), 5-23. 

https://doi.org/10.1111/imig.12457  

De Leon, R. P., & Rosette, A. S. (2022). “Invisible” discrimination: Divergent outcomes for 

the nonprototypicality of black women. Academy of Management Journal, 65(3), 784-

812. https://doi.org/10.5465/amj.2020.1623  

Derous, E., Pepermans, R., & Ryan, A. M. (2016). Ethnic discrimination during résumé 

screening: Interactive effects of applicants’ ethnic salience with job context. Human 

Relations, 70(7), 860-882. https://doi.org/10.1177/0018726716676537  

Dietz, J. (2010). Introduction to the special issue on employment discrimination against 

immigrants. Journal of Managerial Psychology, 25(2), 104-112. 

https://doi.org/10.1108/02683941011019320  

Duan, C., Kotey, B., & Sandhu, K. (2021). The effects of cross-border e-commerce platforms 

on transnational digital entrepreneurship. Journal of Global Information Management, 

30(2), 1-19. https://doi.org/10.4018/jgim.20220301.oa2  

 

https://doi.org/10.1007/s11187-019-00314-x
https://doi.org/10.2139/ssrn.2441473
https://doi.org/10.1108/ijebr-10-2019-0582
https://doi.org/10.1108/ijse-02-2020-0055
https://doi.org/10.1002/cdq.12335
https://doi.org/10.20525/ijrbs.v11i10.2086
https://doi.org/10.1111/imig.12457
https://doi.org/10.5465/amj.2020.1623
https://doi.org/10.1177/0018726716676537
https://doi.org/10.1108/02683941011019320
https://doi.org/10.4018/jgim.20220301.oa2


Yıl/Year: 2024, Cilt/Volume: 05, Sayı/No: 03, 315-342. e-ISSN: 2718-1081.                                                

 

 338 

Eifler, S., & Petzold, K. (2019). Validity aspects of vignette experiments: Expected “what‐if” 

differences between reports of behavioral intentions and actual behavior. In P. Lavrakas, 

M. Traugott, C. Kennedy, A. Holbrook, E. de Leeuw, & B. West (Eds.), Experimental 

methods in survey research: Techniques that combine random sampling with random 

assignment (pp. 393-416). John Wiley & Sons. 

https://doi.org/10.1002/9781119083771.ch20  

Elgin, C., & Elveren, A. Y. (2024). Wage-productivity gap and discrimination against Syrian 

refugees: Evidence from Turkey. The Economic and Labour Relations Review, 1-13. 

https://doi.org/10.1017/elr.2024.15  

Enoksen, E. (2016). Perceived discrimination against immigrants in the workplace. Equality, 

Diversity and Inclusion, 35(2), 66-80. https://doi.org/10.1108/edi-07-2015-0058  

Eraydin, A., Taşan-Kok, T., & Vranken, J. (2010). Diversity matters: Immigrant 

entrepreneurship and contribution of different forms of social integration in economic 

performance of cities. European Planning Studies, 18(4), 521-543. 

https://doi.org/10.1080/09654311003593556  

Eren, M. V, Tutar, E., Tutar, F. K., & Erkan, Ç. (2012). The role of entrepreneurship in local 

economic growth: Example of Gaziantep. In S. Sarı, A. H. Gencer, B. Aşık, &  

A. Turdalieva (Eds.), International conference on Eurasian economies 2012 (pp. 369-

373). Turan University Press. https://doi.org/10.36880/c03.00487  

Fatoki, O. (2018). Work-life conflict of native and immigrant entrepreneurs in South Africa. 

Journal of Economics and Behavioral Studies, 10(4(J), 174-184. 

https://doi.org/10.22610/jebs.v10i4(j).2419  

Faul, F., Erdfelder, E., Buchner, A., & Lang, A. G. (2009). Statistical power analyses using G* 

Power 3.1: Tests for correlation and regression analyses. Behavior Research Methods, 

41(4), 1149-1160. https://doi.org/10.3758/BRM.41.4.1149  

Fedyuk, O., & Kindler, M. (2016). Migration of Ukrainians to the European Union: Background 

and key issues. O. Fedyuk, & M. Kindler (Eds.), Ukrainian migration to the European 

Union (pp. 1-14). Springer. https://doi.org/10.1007/978-3-319-41776-9_1  

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable 

variables and measurement error. Journal of Marketing Research, 18(1), 39-50. 

https://doi.org/10.1177/002224378101800104  

Gallucci, M. (2020). JAMM: Jamovi Advanced Mediation Models. [jamovi module]. 

https://jamovi-amm.github.io/ (Accessed Date: 22 January 2024). 

Ganesan, M., Antony, S. P., & George, E. P. (2018). Dimensions of job advertisement as signals 

for achieving job seeker’s application intention. Journal of Management Development, 

37(5), 425-438. https://doi.org/10.1108/JMD-02-2017-0055  

 

https://doi.org/10.1002/9781119083771.ch20
https://doi.org/10.1017/elr.2024.15
https://doi.org/10.1108/edi-07-2015-0058
https://doi.org/10.1080/09654311003593556
https://doi.org/10.36880/c03.00487
https://doi.org/10.22610/jebs.v10i4(j).2419
https://doi.org/10.3758/BRM.41.4.1149
https://doi.org/10.1007/978-3-319-41776-9_1
https://doi.org/10.1177/002224378101800104
https://jamovi-amm.github.io/
https://doi.org/10.1108/JMD-02-2017-0055


Yıl/Year: 2024, Cilt/Volume: 05, Sayı/No: 03, 315-342. e-ISSN: 2718-1081.                                                

 

 339 

Gölgeci, İ., Arslan, A., Kentosová, V., Callaghan, D., & Pereira, V. (2023). The role of 

marketing agility and risk propensity in resilience and survival of Eastern European 

immigrant entrepreneurs in Denmark. International Journal of Entrepreneurial 

Behaviour & Research. https://doi.org/10.1108/ijebr-03-2022-0214  

Hainmueller, J., & Hangartner, D. (2013). Who gets a Swiss passport? A natural experiment in 

immigrant discrimination. American Political Science Review, 107(1), 159-187. 

https://doi.org/10.1017/s0003055412000494  

Hair, J. F. (2009). Multivariate data analysis (7th Edition). Prentice Hall. 

Hayes, A. F. (2017). Introduction to mediation, moderation, and conditional process analysis: 

A regression-based approach. Guilford publications. 

Ji, Y., & Bouguettaya, A. (2021). Examining the effect of social identity of British Asian 

transgender and gender non-conforming people on mental health and well-being: A 

mixed method pilot study [Master’s Thesis]. University of Birmingham. 

Kampelmann, S., & Rycx, F. (2016). Wage discrimination against immigrants: Measurement 

with firm-level productivity data. Iza Journal of Migration, 5, 15. 

https://doi.org/10.1186/s40176-016-0063-1  

Kavuş, H. K. (2019). Diasporada güzellik: Almanya’da kadın etnik girişimciliği. Kültür ve 
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APPENDIX 

Scenario 1. Turkish Entrepreneur (Control Group) 

Mehmet Aydın, who managed a corporate foreign trade company in Ankara, where he was born 

and raised, is looking for colleagues to work at Anadolu Foreign Trade Inc., which he founded 

in February 2023. 

Scenario 2. Ukrainian Entrepreneur 

Ivan Petrovich, who managed a corporate foreign trade firm in Ukraine for many years and 

relocated to Turkey in 2021 due to internal conflict in his country, is looking for colleagues to 

work at Kyiv Foreign Trade Inc., which he founded in February 2023. 

Scenario 3. Syrian Entrepreneur 

Ahmad Khalid, who managed a corporate foreign trade company in Syria for many years and 

relocated to Turkey in 2021 due to internal conflict in his country, is looking for colleagues to 

work at Al-Nour Foreign Trade Inc., which he founded in February 2023. 

Job Description  

Position: Office Manager 

Job Description: 

• Coordinating office activities, 

• Ensuring necessary communication, 

• Following up on emails. 

Qualifications: 

• Ability to work as part of a team, 

• Adherence to systematic and orderly working principles, 

• At least a high school graduate, 

• No communication barriers. 

Salary and Benefits: 

• A net monthly salary between 25,000 TL and 30,000 TL, 

• Meal card (monthly 5,000 TL Sodexo), 

• Mobile phone and line bill support, 

• Private health insurance. 


