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ABSTRACT 

This research aims to study the relationships between the various determinants or areas in a 

religious diversity climate and the workforce diversity management in a private organization. 

The factors being studied are employees' attitudes towards a diverse workforce, religious 

accommodation, and HR practices. These areas were associated with the workforce diversity 

management (WDM) of the organization. The specific objectives of this study are; to determine 

the significant difference WDM between the Muslim and non-Muslim employees, to identify the 

relationship between the employees' attitudes towards religious diversity at work, the religious 

accommodation, and the HR practices with the WDM in the organization. This research utilizes 

the Survey Monkey, an online survey form with 60 responses picked from the total respondents 

by distributing it through the employees' WhatsApp group. This research is carried out in a 

manufacturing company in Pasir Gudang, Johor. The data was analyzed by Independent T-test 

and Pearson Correlation Coefficient. Findings from this study showed no significant difference 

between the Muslim and non-Muslim employees on the perceptions towards WDM. There is a 

significant relationship between HR practices and WDM while the employees' attitudes towards 

religious diversity and the religious accommodation has no significant relationship with WDM. 

This study provide knowledge and understanding to the organizations and HR practitioners on 

the factors that they need to focus on to create or maintain an effective workforce diversity 

management. From this, more organizations will possibly apply a better diversity initiatives for 

their employees and employees will perceive their organization as an inclusive workplace that 

emphasize and appreciate the diversity among their employees.

Keywords: religious diversity, diversity climate, workforce diversity management, employees' 

attitudes, religious accommodation, HR practices
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ABSTRAK 

Kajian ini, bertujuan untuk mengkaji hubungan antara suasana dalam kepelbagaian agama dan, 

pengurusan kepelbagaian tenaga kerja dalam organisasi swasta. Faktor faktor yang dikaji 

sebagai suasana kepelbagaian agama adalah sikap pekerja dalam kepelbagaian tenaga kerja, 

kemudahan keagamaan, dan amalan sumber manusia. Bidang ini dikaitkan dengan pengurusan 

kepelbagaian tenaga kerja (WDM) organisasi. Objektif khusus kajian ini adalah; untuk 

menentukan perbezaan signifikan WDMantara pekerja Islam dan bukan Islam, untuk mengenal 

pasti hubungan antara sikap pekerja terhadap kepelbagaian agama di tempat kerja, tempat 

keagamaan, dan amalan HR dengan WDMdi dalam organisasi. Kajian ini menggunakan Survey 

Monkey, satu bentuk kaji selidik atas talian dengan 60 jawapan dipilih daripada jumlah 

responden dengan mengagihkannya melalui kumpulan WhatsApp pekerja. Penyelidikan ini 

dijalankan di sebuah syarikat perkilangan di Pasir Gudang, Johor. Data dianalisis 

menggunakan Independent T-test dan Pearson Correlation Coefficient. Penemuan dari kajian 

ini menunjukkan tiada perbezaan signifikan antara pekerja Islam dan bukan Islam terhadap 

WDM di organisasi mereka. Terdapat hubungan penting antara amalan sumber manusia dan 

WDMmanakala sikappekerja terhadap kepelbagaian agama dan kemudahan keagamaan tidak 

mempunyai hubungan yang signifikan dengan WDM. Kajian ini memberikan pengetahuan dan 

kefahaman kepada organisasi dan pengamal sumber manusia mengenai faktor faktor yang perlu 

diberikan tumpuan untuk mewujudkan atau mengekalkan pengurusan kepelbagaian tenaga kerja 

yang berkesan. Dengan ini, lebih banyak organisasi akan menjalankan inisiatif kepelbagaian 

yang lebih baik untukpekerja dan pekerja akan melihat organisasi sebagai tempat kerja inklusif 

yang menekankan dan menghargai kepelbagaian di kalangan pekerja mereka.

Kata kunci: kepelbagaian agama, suasana kepelbagaian, pengurusan kepelbagaian tenaga 

kerja, sikap pekerja, kemudahan keagamaan, amalan sumber manusia
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CHAPTER ONE

1.0 Introduction 

In this research paper, workforce diversity is being studied in a Malaysian private sector 

organization. The racial diversity in Malaysia is not an odd phenomenon attributable to the 

histories and migration in this country, just like the America. On the contrary, it is familiar to 

see a racially diverse workforce in Malaysia too. Past researches had always focused on the 

study of age, gender, and ethnic diversity mainly. However, with ethnic diversity in Malaysia, 

comes religious diversity too and by far, there is limited research on religious-diversity as 

stipulated by Jawad Syed, Ngunjiri, Klarsfeld, and Hartel (2017). Hence, this research paper 

aims to investigate the religious-diversity climate in relation to the workforce diversity 

management (WDM) in the Malaysian private organization.

The link between the climate of the religious diversity in the organization and the 

workforce diversity management (WDM) will be investigated. The organization involved in this 

research is going to be studied on its capability of maintaining or creating a positive religious 

diversity climate through certain areas in the organizational practices besides the employees' 

reactions toward religious diversity climate at their workplace and associating it with the WDM. 

The climate here refers to the perceived environment in an organization that describes what it is 

like to work in that particular organization (Iverson, 2000). It is also important to prove that 

diversity initiatives is truly encompassed through the organizational workforce diversity 

management in Malaysian organization.

1.1 Background of Study 

This world comprises of a vast range of diversities from cultural, language, race or ethnic, 

religion, and even sexual orientation. Consequently, it is expected for employers in every 

organizations to account for diversity, respecting them, and creating an equal, diverse workplace. 

The subject matter on workplace diversity had been one of organizational interest since long
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before especially in the America as the emergence of workplace diversity intervention itself was 

first introduced by one of America's president through their armed forces in the year 1948 

(McCormick, 2007). Ibidunni et al., (2018) study on public healthcare workers in the Nigeria 

proved that gender and ethnic diversity especially benefits the workforce as it helps the employee 

to achieve job satisfaction and commitment to their organization. However, though a lot of 

studies have proved the importance and positive influence of diversity towards organizations 

previous study by Davis, Frolova, and Callahan (2016) had shown a contradictory finding where 

56.5 percent respondents thought of workforce diversity as a non-priority for their organization 

which indicates that the managers of organizations in Australia did not value workplace diversity 

as an important part of their organizational strategy. This may be caused by the cultural 

differences in those countries.

Pew Research Center (2017) reported that in 2015, though the numbers of the Christians 

are decreasing in the Europe, they continued to be the largest religious group with 2.3 billion 

(31.2%) population around the world, followed by the Muslims with 1.8 billion population 

(24.1%), 1.2 billion (16%) from the unaffiliated group, 1.1 billion (15.1 %) belong in the Hindus, 

0.5 billion (6.9%) from the Buddhists group, while the rest are in other religions including the 

Jews and folk religions (Hackett & McClendon, 2017). Jereza (2016) explained that 

communities with multiple faith have to share and compete for space at times, while multiple 

religious identities may exist non-submissively for an individual. On the other hand, Southeast 

Asia's religious diversity history also comes with its long-standing conflicts and religious 

tensions which are embedded among the communities where violence, discrimination and 

revolutions for the sake of religion have been a problem for Southeast Asia, damaging the 

relations between people of dissimilar faiths (Jereza, 2016).

Meanwhile, Malaysia is also well-known for its ethnic and religious diversity. Jabatan 

Perangkaan Malaysia (2018) reported that, in 2017, 68.8 percent of Malaysians belong to the 
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native group, making up 19.78 million people while 23.2 percent are Chinese, 7 percent are 

Indian and another 1 percent belongs to other ethnic group. These percentages are expected to 

increase by 0.3 percent in 2018. The ethnicity and racial diversity can be seen especially in the 

East Malaysia region where they have much more ethnic diversity than in the Malaysian 

peninsular. Some of the ethnics in East Malaysia consist of the Kadazan Dusun, Bajau, Murut, 

Iban, Bidayuh, Melanau and more. In 2010, the Department of Statistics Malaysia (2011) 

reported that 61.3 percent of Malaysians are Muslim, 19.8 percent are Buddhists, 9.2 percent are 

Christian, and 6.3 percent are Hindus, while the rest belong to other religions like Confucianism, 

Taoism and tribal, as well as those with no religion or like many has labelled today as the 

Atheists. The census provided explains Malaysia's culturally diverse society and this scenario 

in the same way result in ethnic and religious-based tensions, especially in the recent temple 

incident, tainting the peace and harmony that we have always practiced in this beloved country.

1.2 Problem Statement 

The American workforce is well-known with its workplace diversity and culture study 

(Dahm, Willems, Ivancevich, & Graves, 2009). In fact, most known studies about diversity were 

carried out in the America, as well as Canada, United Kingdom, and Germany with a vast field 

of topics ranging from gender (e. g. Mor Barak, Cherin, & Berkman, 1998), age (e. g. Boehm, 

Kunze, & Bruch, 2014), and racial or ethnicity (e. g. Triana & Garcia, 2009; Pugh, Dietz, Brief, 

& Wiley, 2008; Yang & Konrad, 2011). These studies have been conducted for quite some time 

ago, and many research are still being carried out in this field compared to the Asian countries, 

which only started since a few years back. This comes as no surprise since the Executive Order 

9981 were introduced in 1948 by President Truman and were quoted by some scholars as the 

first ever workplace diversity initiative implemented which promotes integration among the 

armed services (McCormick, 2007). As a result, it is common that there is a prevalent interest
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on workforce diversity in America be it among scholars or practitioners from various

organizations.

On the other hand, increasing attention had been given towards workforce diversity 

research in Asian countries though not as much as the American and the European countries due 

to the false impression that most Asian countries like Japan and Korea are homogenous, making 

this field of study less significant for Asian countries (Cho & Mor Barak, 2008). Some studies 

started to put interest on workforce diversity research in Asian countries including Malaysia 

though these studies simply focused on gender and ethnic diversity (Low, Roberts & Whiting, 

2015; Julizaerma, Zulkarnain Mohamad Sorib, 2012). Meanwhile, Low et al., study were on 

board gender diversity and firm performance in several Asian countries including Hong Kong, 

South Korea, Malaysia and Singapore (2015). Though their study samples indicates reliable 

data, the cultural factors of the Asian countries need to be considered in future studies and policy 

making according to them (Low et al., 2015) especially in Malaysia, a country rich with cultural 

and ethnic diversity.

For now, South Korea's study on diversity mostly focuses on the gender diversity (Kim, 

Lee & Kim, 2015). Their study on the management of gender diversity in the organization 

provided insight on the importance of organizational practices in valuing diversity in the 

perspective of their employee. In addition, every issue and problems in the ethnic relations and 

national integration is important and critical, hence research and analysis efforts must be done 

continuously on the various issues that our country and the society face among these ethnic 

variation that exists in Malaysia (Azlina Abdullah, Mohd Mahadee Ismail, & Mansor Mohd 

Noor, 2016).

One of the issue that could arise from the ethnic diversity in Malaysia nowadays is its

religion. Jawad Syed et al., (2017) mentioned in their book that one important aspect in ethnicity
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that needs serious consideration is the intersection between ethnicity and religion since in most 

cases, religion is in fact intertwined with ethnicity where the majority of an ethnic population 

usually shares the same religion and a only a minority of them have a different religious 

background from the others.

At present, limited number of research on religious diversity at the workplace are carried 

out in Asia though the number of research carried out on workforce diversity is growing in this 

day and age. In view of that, there is a need to study how the employees view their workplace 

religious diversity climate, since Malaysia is well-known with its heterogeneous ethnic and race 

composition. In essence, this research seeks to identify the relationship between the religious 

diversity in the organization and the workforce diversity management practices in accustoming 

to their employees needs which comprises of multiple religious.

1.3 Research Objective 

1.3.1 General Objective 

The main objective of this study is to investigate the relationship between the religious diversity 

climate and workforce diversity management (WDM). 

1.3.2 Specific Objectives

i. To determine the significant difference on WDM between the Muslim and non-Muslim 

employees. 

ii. To identify the relationship between the employees' attitudes towards religious diversity 

at work and WDM in the organization. 

iii. To identify the relationship between religious accommodation at work and WDM in the 

organization. 

iv. To identify the relationship between HR practices in workforce diversity and WDM in 

the organization.
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1.4 Research Hypothesis 

H1: There is no significant difference on WDM between Muslim and non-Muslim employees. 

H2: There is no significant relationship between the employees' attitudes towards religious 

diversity at work and WDM in the organization. 

H3: There is no significant relationship between the religious accommodation at work and WDM 

in the organization. 

114: There is no significant relationship between HR practices in workforce diversity and WDM 

in the organization.

1.5 Conceptual Framework 

The conceptual framework for this research is based on the occurrence and practices at the 

workplace that affect the religious diversity climate at the workplace. The independent variables 

are religion, employees' attitudes, religious accommodation, and the human resource (HR) 

practices, while the dependent variable is the workforce diversity management (WDM).

Independent Variables

1. Religion 

2. Religious Diversity Climate: 

" Employees' Attitudes 

" Religious Accommodation 

" HR Practices

Dependent Variable

Workforce Diversity 

Management

1.6 Definition of term 

1.6.1 Workforce diversity 

V Conceptual definition: 

DiTomaso, Post, and Parks-Yancy (2007) explained the term "workforce diversity" as "the 

composition of work units in terms of the cultural or demographic characteristics that are 

salient and symbolically meaningful in the relationships among group members". Whereas,
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Cummings and Worley (2009) described workforce diversity as something more than just

the synonym of cultural or racial differences which is, "the people who bring different 

resources and perspectives to the workplace and with distinctive needs, preferences, 

expectations, and lifestyles". 

V Operational definition: 

The different composition of employees in the organization that consists of several different 

groups based on their demographic information such as gender, age, ethnicity, religion, 

positions, and their seniority in this organization.

1.6.2 Diversity climate

V Conceptual definition: 

McKay, Avery and Morris (2008) explained organizational diversity climate as the shared 

perception of the employees about the degree to which their organization values diversity by 

applying impartial or fair practices and socially integrating all employees. They further 

stipulated in another study where organizations that successfully embedded their 

commitment to diversity through the corporate core value system, have created a pro- 

diversity climate where employees perceives their firm as having adopted fair employee 

policies (McKay, Avery, & Morris, 2009). 

V Operational definition: 

The employees perceived opinion on the religious diversity climate either their organization 

is pro-diversity or non-supportive of the religious differences.

1.6.3 Employees attitudes 

V Conceptual definition: 

Attitudes is the value judgements of an individual towards something based on a few 

different components which is; the cognitive component, their opinions or beliefs, affective 

component, that is the individual's feelings or emotions, and behavioral component, the
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intention to behave in any particular manner (Breckler, 1984; Crites, Fabrigar, & Petty, 

1994). 

V Operational definition: 

The evaluative judgement or overview of the employees as a result of their colleagues' 

different religious beliefs and practices which could affect them at work.

1.6.4 Religious Accommodation

V Conceptual definition: 

The United States Department of Labor (2011) defined this term as any adjustment in the 

work environment that enables the employee to practice his or her religion and the need for 

it can arise when the individual's beliefs observances or practices clash with the specific task 

or requirement in their job position. The type of accommodation requests often relate to 

work schedules, dress and grooming, including religious expression in the workplace and the 

employer must grant the employees' need as long as it does not pose any hardship to the 

organization (The United States Department of Labor, 2011). 

Operational definition: 

The ease or any distress experienced by the employees in practicing their own religious 

beliefs which could appear from various factors including their organizational support and 

peers attitudes.

1.6.5 Workforce diversity management

V Conceptual definition: 

Iverson's (2000) findings specified that an effective diversity management should consist of 

five categories which are; an organization-wide image, equality, career development, hiring 

practices and management practices.
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V Operational definition: 

In this study, the effectiveness of the organization's workforce diversity management 

assessed includes the managers and superiors' ability to support employees of all 

backgrounds, communicate and work together in the face of the differences.

9



CHAPTER TWO

2.0 Introduction 

This chapter deliberates more on the past literatures which constructs the context for this study. 

It includes the theory related to diversity, issues on diversity, and the findings on workforce 

diversity based on past researches. The past theories and findings included in this chapter will 

be significantly further support this study. Therefore, this chapter is one of the most critical part 

of this whole study.

2.1 Discussion on Related Theory 

2.1.1 Social Identity Theory and Intergroup Relation 

The concept of social identity was first introduced by Tajfel (1972) in his book as an 

individual's understanding of becoming fit into a certain social groups along with the emotional 

and values significance to them derived from the group membership (Tajfel as cited by Hogg & 

Terry, 2000). According to Tajfel, this moves the individual from a reflection of social, largely 

intergroup, perception namely, stereotyping and prejudice, towards a consideration on self- 

conceptualization in intergroup contexts, where the social categorizations system constructs and 

defines the individual's place in the society (Hogg & Terry, 2000). In addition, social identity 

relies on the intergroup social comparisons that approves the in-group distinctiveness of support 

between in-group and out-group, driven by the need of self-esteem (Turner, 1975).

This theory was further developed by Tajfel with more detailed explanations about group. 

Tajfel (1982) explained in his social identity and intergroup relations theory that "group" is 

defined in either external or internal basis of criteria where external criteria are the individual's 

"outside" designations like bank clerks, hospital patients, members of trade union, etc., while 

internal criteria are "group identification". He added that two necessary components in the 

"identification" are; cognitive, that is the sense of awareness of membership; evaluative, where
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this awareness is related to some value connotations and another component is; emotional

investment in the awareness and evaluations (Tajfel, 1982).

According to Ashforth and Mael (1989), members in a homogeneous teams tend to view 

themselves as the in-group whereas those outside are being categorized as the out-group. As a 

result, perceptual boundaries that are created by these homogeneous teams bind them together 

but at the same time, isolating them from the others in the external environment and the 

individuals from these groups feel that they do not need any interaction with the outside group 

since their social identification needs are satisfied within their own group (Ashforth & Mael, 

1989). For example, it is likely possible for a group of male engineers with the same ethnicity 

and about the same age, to get isolated from the other groups in the organizations, as compared 

to a group with more diversity in gender, age, and ethnicity (Joshi & Jackson, 2003).

Thus, the concepts of social identity and intergroup relation theory is the basis or 

foundation of diversity (Roberson, Ryan, & Ragins, 2017) as these experts' early theories 

demonstrates that, the existence of diversity itself arise from individuals ability to recognize 

themselves and the other group of people into one group based on their different characteristics 

as well as their interactions within those diverse groups. Demographic information are one of 

the characteristics being used most widely in categorizing people which leads to the 

identification of a diverse groups and community that we live in today.

2.2 Discussion on Issues Related to Topic 

2.2.1 Workforce Diversity Management and Inclusion 

A diverse group indicates that the categorical distinctions are being recognized among 

group members that leads to the internal division within the group (DiTomaso et al., 2007). 

DiTomaso et al., (2007) further explained that, though these distinctions may not be addressed 

consciously, they are consequential in the group processes (i. e.; communication, turnover,
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satisfaction, resource allocation, and performance evaluation) and diversity matters because the 

people from various categories or groups that people associate with were given a social 

significance by individuals.

As described by Cummings and Worley (2009, p. 473) to attract and retain a productive 

workforce, organizations must design human resource systems that account for the differences 

in the organization, making diversity a competitive advantage for their organization. This 

implies that the management of workforce diversity itself is even more important than the 

presence of workforce diversity in the organization. Diversity management is one of the strategy 

for organizational competitiveness and many interest have been put in this field be it academics, 

or practice through an inclusive organizational environment that celebrates employees' 

differences besides accepting them as they are (Kim, Lee, & Kim, 2015).

Yet, Sabharwal (2014) mentioned that the concept of organizational inclusion, goes 

beyond diversity management. This can be proved by Roberson's study which also mentioned 

that some insights on the meaning of diversity and inclusion was provided by the research on 

diversity climates (Roberson, 2006). The study resulted in a dissimilar meaning between 

diversity and inclusion where according to the respondents, diversity refers to "the differences 

and the demographic compositions of groups or organizations" while inclusion is "the 

organizational objectives designed to escalate the involvement of all employees and control the 

effects of diversity on the organization" (Roberson, 2006). Inclusion is an integral part of the 

civilization as to discriminate someone based on their ethnicity or any other socially visible 

categories is downright unreasonable and unrelated to their work purposes (Padela, Adam, 

Ahmad, Hosseinian, & Curlin, 2016). Therefore, an effective workforce diversity management 

must take into account the concept of inclusion in their organization.
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