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Discriminatory acts are defined as unequal treatment towards people due to 

their memberships in particular groups (Goldman et al. 2006: 795). In organizations 

where discriminatory acts are common, negative outcomes such as corruption, decline 

in professionalism, increase in negative employee attitudes such as withdrawal 

behaviors, which contribute to decrease in organizational effectiveness are likely to be 

observed (Boy 2018: 51). Although there have been studies on prejudice and 

discrimination in social psychology literature (e.g., Stainback & Irvin 2012: 657; 

Schmitt et al. 2014: 921), organizational discrimination and supervisory discrimination 

had been underestimated by previous research in the fields of industrial and 

organizational psychology and organizational behavior (James et al. 1994: 1574). In 

discriminatory acts in workplace in Turkey and found that discrimination in workplace 

included sub-dimensions of family and marital status based, sexual orientation based, 

age based, status based, belief/worldview/ideology based, disability based, group 

membership based and physical appearance based discrimination. In the present study, 

firstly, a scale of supervisory discrimination was be established by revising and 

Secondly, based on the propositions of social identity theory (Tajfel & Turner 1979: 
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33), the relationships of supervisory discrimination with different types of 

organizational commitment (i.e., affective, normative, and continuance commitment) 

levels, three dimensions of organizational justice (i.e., procedural, interpersonal and 

informational justice) of employees were examined within the framework of the 

proposed regression model. In addition, moderating effects of two different leadership 

styles (i.e., paternalistic leadership and task-oriented leadership) and leader-group 

prototypicality (Hogg 1996: 295) in the above mentioned relationships were 

investigated. It was expected that employees whose managers predominantly adopted 

the paternalistic leadership style would report higher organizational commitment and 

organizational justice than subordinates of managers with low scores on paternalistic 

leadership style. On the other hand, in case of supervisory discrimination, employees 

whose managers score high on task-oriented leadership style were expected to report 

lower levels of organizational commitment and organizational justice than employees 

whose managers with score low on task-oriented leadership style. In addition, when 

the manager's perceived leader-group prototypicality is high, the negative relationships 

between supervisory discrimination and employees' perceptions of organizational 

commitment and justice are expected to be weaker than when the manager's leader-

group prototypicality is low. Finally, moderating e

on the relationships between supervisory discrimination and the outcome variables 

were examined. Data were collected from 720 employees in Turkey and analysis of 

data was conducted by using IBM SPSS program. Supervisory discrimination was 

justice, job satisfaction and psychological well-being. In addition, most of moderation 

hypotheses were supported. The findings are discussed in terms of theoretical and 

practical implications as well as suggestions for future research. 

 

Keywords: Supervisory discrimination, paternalistic leadership, task-oriented 

leadership, leader-group prototypicality, organizational commitment, organizational 

justic
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CHAPTER I 

 

INTRODUCTION 

 

Discriminatory acts are defined as unequal treatment towards people due to 

their membership in a particular group (Goldman et al. 2006: 795). Social psychology 

and organizational behavior literature include several theoretical approaches (e.g. Cox 

1994) that provide relevant viewpoints to comprehend the phenomenon of 

discrimination. Social identity theory (SIT; Tajfel & Turner 1979: 33) is one of the 

main approaches, that defends that people are categorized into groups depending on 

shared characteristics, such as traditionality. In addition, the leader-member exchange 

theory (LMX; Dansereau et al. 1975: 46) claims that leaders may not treat subordinates 

needs. To illustrate, they may have a high level of interaction with subordinates whom 

they see close to themselves and their interests; whereas, they may interact with others 

whom they see as out-group with low quality (Liden & Maslyn 1998: 43). 

Gender discrimination is one of the most common types of discrimination 

frequently observed in workplaces. Discrimination in the workplace occurs when job 

applicants or employees are treated negatively due to their gender (Bobbitt-Zeher 

2011: 766). Age discrimination, which is another prevalent type of discrimination, is 

observed in cases where a person is deprived of certain rights in the workplace, not 

appreciated, dismissed or not hired because of his or her age (Yuan 2007: 292). Despite 

the ideas that support the prevalence of age discrimination in the elderly (Buz 2015: 

268), young adults are also exposed to age discrimination for being inexperienced in 

work-life (Snape & Redman 2003: 79)  

Studies have shown that discrimination 

psychological well-being (Schmitt et al. 2014: 921). Perceived discrimination has been 

associated with poor health management (Marchiondo et al. 2017: 659). Besides, 

people may internalize the labels and discriminatory behaviors; accordingly, a 

decrease in self-esteem and an increase in the sense of weakness may be observed 

(Verkuyten 1998: 490). Furthermore, discriminatory acts not only reduce individuals' 
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self-esteem and life satisfaction, but also boost the risk of depression and anxiety levels 

(Xu & Chopik 2020: 459; Schmitt et al. 2014: 924). 

Studies in the literature generally focus on perceived discrimination at the 

organizations (e.g., Boy 2018: 7; Tomei 2003: 401); however, there are very limited 

studies addressing supervisory discrimination and how supervisory discrimination 

affects employee-related, work-related, and organizational outcomes (Jeanquart-

Barone & Sekaran 1996: 477). Indeed, at least to my knowledge, there is no research 

on this topic yet. Kartolo and Kwantes (2018: 605) claim that people reflect their 

attitudes and biases, especially ones arising from their social context to their acts in 

the workplace. This reflection can be also shown by the employees; however, biased 

and discriminatory acts of managers, who have authority in the reward and punishment 

acts. Accordingly, it is immensely significant to investigate the types, bases, 

prevalence, and effects of supervisory discrimination. 

 

1.1  

ORGANIZATIONAL COMMITMENT 

Organizational commitment has numerous descriptions; yet, Allen and 

: 2

-

dimensions: The affective commitment, normative commitment, and continuance 

commitment. Affective commitment (AC) represents the reconciliation between 

individual and institutional values in consequence of the employee's emotional 

commitment to the organization, identification, and participation in the company. 

(Huselid & Day 1991: 381) Normative commitment (NC) occurs as a result of 

e organization. It makes employees feel 

compelled to stay in the company. If the employee feels indebted to the institution as 

a consequence of investments (e.g., internship, educational scholarships, and other 

unrequited payments), his/her NC also increases (Meyer & Allen 1991: 67). This state 

of commitment enables employees to comprehend that it is morally appropriate to 

remain loyal to the organization ( ). Continuance commitment (CC), 

on the other hand, occurs with the employee's thoughts of inability to afford the costs 

s/he will pay if s/he severs ties with the institution (Meyer & Allen 1991: 67). It is the 

state of being committed to the organization with the thought that there is no better 
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alternative or the employee may lose the time, effort, and gains such as money and 

status that s/he achieved, in case of leaving the organization (Obeng & Ugboro 2003: 

84). 

Since employees perceive their managers as the first and closest representative 

intentions of the managers 

notably affect the thoughts, and intentions of the employees toward the institution itself 

- : 9). Therefore, it is expected that supervisory 

discrimination negatively affects the identification of the employees with the 

organization and reduces the AC of the employees towards their organization. 

Subordinates having a supervisor who exhibits discriminatory behaviors are likely to 

think that their managers do not treat themselves and others fairly. As a result, they 

may spend less effort and show a lower level of loyalty to the institution by considering 

their own personal interests more than the interests of the organization. For example, 

an employee who thinks that another employee with the same status benefits more 

from the company's investments (e.g., educational scholarship) may feel less 

compelled to remain with the company.  Accordingly, individuals working with 

managers who engage in discriminatory acts are expected to have lower NC than other 

employees.  

Lastly, individuals working with managers who exhibit discriminatory 

behaviors against their employees on different bases such as family and marital status, 

sexual orientation, age, status, religious beliefs, worldview or ideology, disability, 

group membership, and physical appearance are more likely to think that they cannot 

get the position and value they deserve in exchange for the time and effort they spend 

in the organization, compared to individuals working with managers who do not 

exhibit such an attitude. Hence, employees who are exposed to supervisory 

discrimination are more likely to consider other alternatives, with the thought that they 

will be better valued in other organizations and achieve the status they deserve. 

Consequently, a positive association is expected between supervisory discrimination 

and the CC of employees working with managers who engage in discriminatory acts. 

Accordingly, the first set of hypotheses are generated as follows: 

Hypothesis 1a: Supervisory discrimination is negatively associated with 

 

Hypothesis 1b: Supervisory discrimination is negatively associated with 
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Hypothesis 1c: Supervisory discrimination is positively associated with 

 

 

1.1.1 ustice 

Organizational justice refers to employees' perceptions of how fair they are 

treated in the organization, that is, how fair the distribution of resources, functioning, 

: 195). Organizational 

justice has four dimensions:  procedural, interpersonal, informational and distributive 

justice. Distributive justice refers to the perception of fairness in distribution of 

material resources within the organization, such as rewards, punishments, and 

promotions (Folger & Konovsky 1989: 116). Procedural justice, on the other hand, is 

related to how fair the processes that guide the decisions and procedures taken in the 

organization are perceived by the employees (Greenberg 1987: 221). For instance, 

distrib

procedural justice focuses on the criteria that are taken into account in the process of 

decisions are made. Interpersonal justice, on the other hand, focuses on the level of 

courtesy, seriousness, respect, and sensitivity shown by the manager to his/her 

employees (Robinson 2004: 11). Finally, informational justice is the perception of 

equity that occurs as a result of timely, honest, and adequate disclosure to employees 

in business processes (Colquitt et al. 2001: 427). 

Consistent with the propositions of leader-member exchange theory (LMX 

Dansereau 1975: 46), it is expected that organizational justice perceptions of 

employees who are exposed to supervisory discrimination would decrease. For 

example, managers who embrace more of their in-group employees may not designate 

the rights and privileges they accord these employees to their subordinates who are 

out-group members. Therefore, a decrease is expected in both procedural and 

informational justice perceptions of employees who are considered out-group 

members. 

In addition, managers who engage in discriminatory acts may share their 

personal experience and knowledge less with their subordinates, whom they describe 

as out-group members, and may cause a decrease in these subordinates' perceptions of 

informational justice. Likewise, when employees observe that their supervisors 

discriminate among their employees in terms of gender, race, religious orientation, 
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political opinion etc., their perception of interpersonal justice may be negatively 

affected due to feeling of not being respected. 

Hypothesis 2a: Supervisory discrimination is negatively associated with 

 

Hypothesis 2b: Supervisory discrimination is negatively associated with 

 

Hypothesis 2c: Supervisory discrimination is negatively associated with 

 

 

1.1.2  

Job satisfaction is described as a pleasant or positive emotional state of the 

 experiences 

(Locke 1976: 1304). Previous studies showed that there was a positive association 

between job satisfaction and organizational commitment (Ismail & Razak 2016: 34), 

 2007: 253), job performance (Locke 1970:  484), and 

: 160). Negative consequences of 

discriminatory acts on job satisfaction was shown by previous studies (e.g., Taylor et 

al. 2013: 1229). In addition, Sanchez and Brock (1996: 704) declare that 

discriminatory behaviors give rise to unwanted actions at the workplace. Likewise, in 

the present study, individuals who are exposed to supervisory discrimination are 

expected to report low levels of job satisfaction. 

Hypothesis 3: Supervisory discrimination is negatively associated with 

 

 

1.1.3 -Being 

Psychological well-being is defined as the individual's feeling of autonomy in 

connection with self-love and respect, finding his/her life meaningful by thinking that 

he/she has a purpose in life, developing positive relationships by communicating with 

his/her environment in a healthy way, and finally finding the life he/she lives 

meaningful and enjoying life (Ryff 1995: 719). Perceived discrimination is one of the 

important variables that negatively affects psychological well-being (Taylor et al. 

2013: 1229). Studies have shown that individuals suffering from discrimination 

experience negative feelings such as anxiety and depression due to the stress and 

sadness they experience. Such individuals were also found to be more prone to 
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psychological disorders (e.g., Schmitt et al. 2014: 924). Similarly, researchers found 

that individuals who are exposed to discrimination feel insecure; their sense of 

autonomy decreases, and they enjoy life less in general (Williams et al. 2003: 200). In 

this study, it is expected that the psychological well-being of individuals who are 

exposed to discrimination by their supervisors would be negatively affected due to the 

stress and negative emotions they experience. 

Hypothesis 4: Supervisory discrimination is negatively associated with 

psychological well-being. 

 

1.2 MODERATING EFFECTS OF PATERNALISTIC AND TASK-ORIENTED 

LEADERSHIP STYLES IN THE PROPOSED RELATIONSHIPS 

The paternalistic leadership (PL) style is defined as a hierarchical subordinate-

superior relationship, in which the leader acts like an elder, establishes close 

relationships with his/her employees, provides support and guidance in their work and 

non-work lives, and expects respect and loyalty in return (Aycan 2006: 449; Cheng & 

Wang 2015: 640). Generally, Western literature defines PL as "benevolent 

dictatorship" (Northouse 1997). However, studies conducted in Middle Asian and 

Eastern countries as well as in Turkey have shown that PL is perceived as effective 

and desired by employees in various business contexts (e.g., Aycan et al. 2000: 193; 

: 37). Farh and Cheng (2000: 112) proposed the three-dimensional 

paternal leadership model. These dimensions were authoritarianism (having authority 

and control over subordinates without question), benevolence (striving for the welfare 

of subordinates in their personal lives), and moral leadership (not being selfish, not 

abusing authority, and acting honestly). 

It is quite possible for managers with the PL style to exhibit discriminatory 

behaviors. For example, such managers may not give the rights and privileges they 

designate to their subordinates, whom they see in their in-groups, to their subordinates 

whom they see as the members of the outgroup. However, even if they show 

discriminatory behaviors, the perceived negativity of such behaviors may vary 

according to the characters and cultural tendencies of the employees. Many studies 

have shown that PL style is more accepted in collectivistic and high power distance 

cultural contexts (e.g., Aycan 2006: 450 : 45; Rawat & Lyndon 

2016: 274). Employees in our country, where PL style is common, may regard the 
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discriminatory behaviors exhibited by managers with PL style as normal or acceptable 

because they are likely to adopt collectivism and high power distance. 

On the other hand, managers who adopt the PL style are expected to reduce the 

negative consequences of discrimination in the workplace, especially with certain 

behaviors that this leadership style includes (e.g., creating a family atmosphere in the 

workplace, establishing personalized relationships with employees). In other words, 

individuals who work with managers with a predominantly PL style are expected to 

report higher levels of organizational commitment, organizational justice, 

psychological well-being, and job satisfaction than subordinates of managers with low 

scores on PL style, even if their paternalistic supervisor perform discriminatory acts in 

the workplace.  

Hypothesis 5a: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' procedural 

justice perceptions. It is expected that employees whose managers predominantly 

adopt the PL style report a higher level of procedural justice perceptions than 

subordinates of managers with low scores PL style. 

Hypothesis 5b: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' informational 

justice perceptions. It is expected that employees whose managers predominantly 

adopt the PL style report a higher level of informational justice perceptions than 

subordinates of managers with low scores on PL style. 

Hypothesis 5c: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' interpersonal 

justice perceptions. It is expected that employees whose managers predominantly 

adopt the PL style report a higher level of interpersonal justice perceptions than 

subordinates of managers with low scores on PL style. 

Hypothesis 6a: 

association between the supervisory discrimination and the employees' AC. It is 

expected that employees whose managers predominantly adopt the PL style report a 

higher level of AC than subordinates of managers with low scores on PL style. 

Hypothesis 6b: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' NC. It is 

expected that employees whose managers predominantly adopt the PL style report a 

higher level of NC than subordinates of managers with low scores on PL style. 
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Hypothesis 6c: The manager's PL style has a moderating effect on the positive 

association between the supervisory discrimination and the employees' CC. It is 

expected that employees whose managers predominantly adopt the PL style report a 

lower level of CC than subordinates of managers with low scores on PL style. 

Hypothesis 7: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' job 

satisfaction. It is expected that employees whose managers predominantly adopt the 

PL style report a higher level of job satisfaction than subordinates of managers with 

low scores on PL style. 

Hypothesis 8: The manager's PL style has a moderating effect on the negative 

association between the supervisory discrimination and the employees' psychological 

well-being. It is expected that employees whose managers predominantly adopt the PL 

style report a higher level of psychological well-being than subordinates of managers 

with low scores on PL style. 

The task-oriented (T-O) leadership style is defined as a leadership style that 

basically emphasizes the determination of tasks and group activities (Fleishman 1953: 

2) and the production-oriented goals rather than interpersonal relationships at the 

workplace (Sahertian & Soetjipto 2011: 48; Tabernero et al. 2009: 1394).  The actions 

of the T-O leader include short-term planning, clarification of responsibilities, setting 

performance goals, and monitoring performance closely. In our country, T-O 

managers are less adopted than paternalistic supervisors because they are mainly 

performance-oriented and do not display behaviors that focus on interpersonal 

relations, such as establishing close relationships in a business environment that 

appeals to individuals with collectivist tendencies, and being interested in the private 

- : 13). Therefore, in the 

presence of high levels of supervisory discrimination, it is expected that employees 

who work with supervisors with the T-O leadership style report lower levels of 

organizational justice, organizational commitment, psychological well-being, and job 

satisfaction than employees with low-level managers in T-O leadership style. 

Hypothesis 9a: T-O leadership style of the manager has a moderating effect on 

the negative relationship between supervisory discrimination and the employees' 

perceptions of procedural justice. When employees are exposed to supervisory 

discrimination, it is expected that those who work with highly T-O managers report 
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lower levels of procedural justice than subordinates of managers with a low score on 

the T-O leadership style. 

Hypothesis 9b: T-O leadership style of the manager has a moderating effect on 

the negative relationship between supervisory discrimination and the employees' 

perceptions of interpersonal justice. When employees are exposed to supervisory 

discrimination, it is expected that those who work with highly T-O managers report 

lower levels of interpersonal justice than subordinates of managers with a low score 

on the T-O leadership style. 

Hypothesis 9c: T-O leadership style of the manager has a moderating effect on 

the negative relationship between supervisory discrimination and the employees' 

perceptions of informational justice. When employees are exposed to supervisory 

discrimination, it is expected that individuals who work with managers with a T-O 

leadership style report lower levels of informational justice than subordinates of 

managers with a low score on the T-O leadership style. 

Hypothesis 10a: T-O leadership style of the manager has a moderating effect 

on the negative relationship between supervisory discrimination and the employees' 

AC to the organization. When employees are exposed to supervisory discrimination, 

it is expected that individuals who work with managers with a T-O leadership style 

report lower levels of AC than subordinates of managers with a low score on the T-O 

leadership style. 

Hypothesis 10b: T-O leadership style of the manager has a moderating effect 

on the negative relationship between supervisory discrimination and the employees' 

NC to the organization. When employees are exposed to supervisory discrimination, 

it is expected that individuals who work with managers with a T-O leadership style 

report lower levels of NC than subordinates of managers with a low score on the T-O 

leadership style. 

Hypothesis 10c:  T-O leadership style of the manager has a moderating effect 

on the positive relationship between supervisory discrimination and the employees' 

CC to the organization. When employees are exposed to supervisory discrimination, it 

is expected that individuals who work with managers with a T-O leadership style report 

higher levels of CC than subordinates of managers with a low score on the T-O 

leadership style. 

Hypothesis 11: T-O leadership style of the manager has a moderating effect on 

the negative relationship between supervisory discrimination and the employees' job 
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satisfaction. When employees are exposed to supervisory discrimination, it is expected 

that individuals who work with managers with a T-O leadership style report lower 

levels of job satisfaction than subordinates of managers with a low score on the T-O 

leadership style. 

Hypothesis 12: T-O leadership style of the manager has a moderating effect on 

the negative relationship between supervisory discrimination and the employees' 

psychological well-being. When employees are exposed to supervisory discrimination, 

it is expected that individuals who work with managers with a T-O leadership style 

report lower levels of psychological well-being than subordinates of managers with a 

low score on the T-O leadership style. 

 

1.3 MODERATING EFFECTS OF LEADER-GROUP PROTOTYPICALITY 

IN THE PROPOSED RELATIONSHIPS 

SIT of leadership (Hogg 2001: 184) argues that leaders' ability to influence 

their followers or subordinates stems from their group prototypicality or leader-group 

similarity. Leader-

of the basic characteristics of the group s/he is affiliated with. Highly prototypical 

leaders show the most typical characteristics of subordinates or followers and s/he 

: 295; 

leaders with high LGP represent the beliefs, attitudes, values, and norms that 

characterize the shared identity of the group (Hogg 2001: 184). According to this 

theory, the more similar the leader or manager who represents the group identity with 

his followers or employees, the more s/he will be endorsed, loved, and supported. 

Therefore, in the presence of supervisory discrimination, leaders who are accepted and 

viewed by their subordinates as high on LGP are expected to receive fewer negative 

reactions than leaders with low LGP. Studies have shown that managers who are 

perceived to have high LGP are perceived as more effective and reliable by their 

followers or employees, even if they do not exhibit behaviours that ensure procedural 

: 109). In this study, employees whose 

managers are perceived as high on LGP are expected to report higher levels of 

organizational commitment, justice perception, psychological well-being, and job 

satisfaction than employees with managers who score low on LGP, even when their 

managers exhibit discriminatory behaviours. 
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Hypothesis 13a: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' perception of procedural justice. 

, the negative relationship between 

supervisory discrimination and employees' perceptions of procedural justice is 

expected to be weaker than when the manager's LGP is low. 

Hypothesis 13b: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' perception of interpersonal 

justice. When the manager's perceived LGP is high, the negative relationship between 

supervisory discrimination and employees' perceptions of interpersonal justice is 

expected to be weaker than when the manager's LGP is low. 

Hypothesis 13c: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' perception of informational 

justice. When the manager's perceived LGP is high, the negative relationship between 

supervisory discrimination and employees' perceptions of informational justice is 

expected to be weaker than when the manager's LGP is low. 

Hypothesis 14a: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' AC to the organization. When the 

manager's perceived LGP is high, the negative relationship between supervisory 

discrimination and employees' AC is expected to be weaker than when the manager's 

LGP is low. 

Hypothesis 14b: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' NC to the organization. When the 

manager's perceived LGP is high, the negative relationship between supervisory 

discrimination and employees' NC is expected to be weaker than when the manager's 

LGP is low. 

Hypothesis 14c: LGP has a moderating effect on the positive relationship 

between supervisory discrimination and employees' CC to the organization. When the 

manager's perceived LGP is high, the positive relationship between supervisory 

discrimination and employees' CC is expected to be weaker than when the manager's 

LGP is low. 

Hypothesis 15: LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' job satisfaction. When the 

manager's perceived LGP is high, the negative relationship between supervisory 
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discrimination and employees' job satisfaction is expected to be weaker than when the 

manager's LGP is low. 

Hypothesis 16:  LGP has a moderating effect on the negative relationship 

between supervisory discrimination and employees' psychological well-being. When 

the manager's perceived LGP is high, the negative relationship between supervisory 

discrimination and employees' psychological well-being is expected to be weaker than 

when the manager's LGP is low. 

 

1.4 

THE PROPOSED RELATIONSHIPS 

Age discrimination is a concept that emerges as a result of the fact that 

individuals are exposed to discriminatory behaviours in social life because of their age 

(Yuan 2007: 292). The most obvious examples of age discrimination are that young 

employees are not hired because of their lack of experience, and older employees are 

fired by claiming that their performance : 374). Despite the 

fact that discriminatory actions are applied to both young and old employees, it is 

expected that the reactions of employees to these actions will vary over the years. 

Therefore, younger employees with managers who exhibit discriminatory behaviours 

on different bases are expected to report lower levels of organizational commitment 

and perceptions of fairness compared to older employees. Older employees with longer 

work experience may view the discriminatory behaviors exhibited by their supervisors 

behaviours. For this reason, older employees are expected to report higher levels of 

organizational justice, organizational commitment, job satisfaction, and psychological 

well-being than younger employees.  

Hypothesis 17a: The age of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perceptions of 

procedural justice. When employees are exposed to supervisory discrimination, older 

employees are expected to report higher scores on perceptions of procedural justice 

than younger employees. 

Hypothesis 17b: The age of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perception of 

interpersonal justice. When employees are exposed to supervisory discrimination, 
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older employees are expected to report higher scores on perceptions of interpersonal 

justice than younger employees. 

Hypothesis 17c: The age of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perception of 

informational justice. When employees are exposed to supervisory discrimination, 

older employees are expected to report higher scores on perceptions of informational 

justice than younger employees. 

Hypothesis 18a: The age of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' AC to the 

organization. When employees are exposed to supervisory discrimination, older 

employees are expected to report higher scores on AC than younger employees. 

Hypothesis 18b: The age of employee has a moderating effect on the negative 

relationship between supervisory discrimina

organization. When employees are exposed to supervisory discrimination, older 

employees are expected to report higher scores on NC than younger employees. 

Hypothesis 18c: The age of employee has a moderating effect on the positive 

relationship between supervisory discrimination and employees' CC to the 

organization. When employees are exposed to supervisory discrimination, older 

employees are expected to report lower scores on CC than younger employees. 

Hypothesis 19: The age of employee has a moderating effect on the negative 

relationship between supervisory discrimination and employees' job satisfaction. 

When employees are exposed to supervisory discrimination, older employees are 

expected to higher scores on job satisfaction than younger employees. 

Hypothesis 20: The age employee has a moderating effect on the negative 

relationship between supervisory discrimination and employees' psychological well-

being. When employees are exposed to supervisory discrimination, older employees 

are expected to report higher scores on psychological well-being than younger 

employees. 

Another common discriminatory behaviors in workplaces is gender 

discrimination. The most important indicator of gender discrimination in the 

workplace is the  

2008: 280) and evaluation of job application forms by considering the gender of the 

candidates (Birkelund et al. 2022: 338;  In general, 

it has been shown that female workers in our country are exposed to more 
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discriminatory behaviors compared to males (Alparslan et al. 2015: 66). Therefore, in 

institutions where managers have a high tendency to discriminate, gender-based 

discriminatory behaviors are expected to be reflected more on female employees than 

on male employees. Since female employees are exposed to more discriminatory 

behaviors than male employees, the negative effects of these behaviors on 

organizational justice, organizational commitment, psychological well-being, and job 

satisfaction are expected to be stronger for female employees compared to male 

employees. 

Hypothesis 21a: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perceptions of 

procedural justice. When employees are exposed to supervisory discrimination, 

women are expected to report lower scores on perceptions of procedural justice than 

males. 

Hypothesis 21b: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perceptions of 

interpersonal justice. When employees are exposed to supervisory discrimination, 

women are expected to report lower scores on perceptions of interpersonal justice than 

males. 

Hypothesis 21c: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' perceptions of 

informational justice. When employees are exposed to supervisory discrimination, 

women are expected to report lower scores on perceptions of informational justice than 

males. 

Hypothesis 22a: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' AC to the 

organization. When employees are exposed to supervisory discrimination, women are 

expected to report lower scores on AC than males. 

Hypothesis 22b: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' NC to the 

organization. When employees are exposed to supervisory discrimination, women are 

expected to report lower scores on NC than males. 

Hypothesis 22c: Gender of employees has a moderating effect on the positive 

relationship between supervisory discrimination and employees' CC to the 
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organization. When employees are exposed to supervisory discrimination, women are 

expected to report higher scores on CC than males. 

Hypothesis 23: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' job satisfaction. 

When employees are exposed to supervisory discrimination, women are expected to 

report lower scores on job satisfaction than males. 

Hypothesis 24: Gender of employees has a moderating effect on the negative 

relationship between supervisory discrimination and employees' psychological well-

being. When employees are exposed to supervisory discrimination, women are 

expected to report lower scores on psychological well-being than males.  

The proposed theoretical model is presented in Figure 1. 

 

Figure 1: The Proposed Theoretical Model 
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CHAPTER II 

 

METHOD 

 

2.1 PARTICIPANTS AND THE PROCEDURE  

Data of the present study is a part of the 

University Scientific Research Coordination Department (FEF.22.001) and of which 

the primary investigator was the thesis supervisor. Due to the Covid-19 pandemic data 

were collected via an online survey which was prepared by using the Qualtrics 

program. Participation was voluntary and the snowball sampling method was used for 

data collection. The inclusion criteria for participants were to work at the same 

organization and with the same supervisor for at least six months to ensure that 

participants had sufficient experience with their immediate supervisors for evaluating 

their leadership style. Participation was voluntary and the snowball sampling method 

was used for data collection. The researchers shared the general information about the 

study along with the survey link on their social media accounts and online professional 

networks (e.g., LinkedIn). Participants were presented with an informed consent form 

containing the general information about the purpose of the study before they started 

the survey. Data were collected from white-collar and blue-collar working adults. 

White-collar participants were reached out via online channels only. Blue-collar 

participants were reached out via online surveys and face-to-face channels. During the 

face-to-face data collection process, the researcher opened the survey link on the tablet 

she took with her and presented it to the participants. The researcher, who was waiting 

for the participants to complete the questionnaire while maintaining a safe social 

distance, then took the tablet and disinfected the tablet.  

Each participant who completed the survey and provided an e-mail address was 

given a virtual gift voucher worth 50 TL belonging to a big supermarket chain.  

The total number of participants was 720. Three hundred thirty eight 

participants (% 46.9) mentioned their gender as male, 363 participants (% 50.5) 

mentioned their gender as female, and 19 (% 2.6) participants did not want to indicate 

their gender. 371 participants (% 51.5) had blue-color jobs and 349 (% 48.5) 
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participants had white-color jobs. Most of the participants were young adults (M = 

32.67, SS = .31). The detailed information regarding the demographic characteristics 

of the participants is presented in Table 1. 

 
Table 1: Demographic Characteristics of the Participants 

Age   
 M 32.67 
 SD .31 
Gender (%)   
 Men  46.9 
 Women 50.4 
 Other                       2.6 
Education (%)   
 Primary school 2.8 
 Secondary School 3.3 
 High School 21.8 
 Academy 11.9 
 University 47.9 
  11.3 
 Doctoral Degree 1.0 
Sector   
 Public 27.8 
 Private 68.6 
 Non-governmental organizations 1.5 
 Other 2.1 
Type of Job %   
 Blue Color 48.5 
 White Color 51.5 
Tenure at the Current Job (Years)   
 M 5.16 
 SD 2.3 
Tenure with the immediate 
 supervisor (Years) 

 
 

 
 

 M 3.45 
 SD 1.47 
Gender of Supervisor  Women 21.8 
 Men 78.2 
Age of Supervisor    
 M 45.22 
 SD .34 



18  

Table 1: Continued 
Women/Men Ratio in Workplace   
 Almost everyone is male 19.4 
 More men than women 27.4 
 The ratio of men and women is 

approximately equal. 
29.6 

 More women than men  17.1 
 Almost everyone is male 6.5 
Industry (%)   
 Finance 5.3 
 Fast-moving consumer goods 6.3 
 Health and pharmaceutical 11.7 
 Automotive 3.2 
 Metal 4.0 
 Durable consumer goods 3.1 
 Technology 9.9 
 Construction and materials 8.1 
 Media 1.0 
 Textile 8.9 
 Education 20.3 
 Other 18.5 

Note: M corresponds to the mean, SD corresponds to the standard deviation of variables. 

 

2.2 MEASURES 

2.2.1 Demographic Information Form 

In the demographic information form included questions regarding the 

participants' age, gender, education level, type of job (i.e., blue-collar vs. white-collar), 

sector, tenure at the organization, tenure with the supervisor, and the gender of the 

immediate supervisor. 

 

2.2.2 Supervisory Discrimination Scale 

In order to measure the discriminatory behaviors of the supervisor, 

19) was 

reworded to tap into supervisory discrimination behaviors. The scale has 17 items. The 

In the present study, 

Cronbach's alpha reliability coefficient of the scale was .94. 

 

2.2.3 Paternalistic Leadership Scale 

The paternalistic leadership scale developed by Aycan (2006: 460) was used to 

supervisors. The 

scale includes 21 items and participants give their answers using a 5-point Likert-type 
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behaves like a senior family member (father/mother or elder brother/sister) toward 

(family atmosphere in the workplace). Cronbach's alpha reliability 

coefficient of the scale was reported as .87 by Aycan (2006: 460). In the present study, 

Cronbach's alpha reliability coefficient of the scale was .91. 

 

2.2.4 Task-Oriented Leadership Style  

The task-oriented leadership scale was developed by Fleishman (1953:3) and 

adapted to Turkish by Sumer and Bilgic in unpublished research. The scale has 20 

items. Participants give their answers using a 5-point Likert-type scale ranging from 

-

O leadership sub-dimension has been reported as .84 ( ). The sample 

item is as follows: "My immediate supervisor) prioritizes the well-being of an entire 

unit/organization over the well-

Cronbach's alpha reliability coefficient of the scale was .83. 

 

2.2.5 Leader-Group Prototypicality 

The LGP scale was created by Van Knippernberg and van Knippenberg (2005: 

29 : 48). The LGP scale consists of 

11 items. Participants give their answers using a 5-point Likert-type scale ranging from 

: 60). The sample item is as follows: 

In the present study, 

Cronbach's alpha reliability coefficient of the scale was .93. 

 

2.2.6 Organizational Commitment 

The organizational commitment scale was developed by Allen and Mayer 

(1990: 5) and adapted into Turkish by Wasti (2000: 401). AC subscale consists of eight 

wanted to leave my organization, it would be very difficult f

-point Likert-type 

scale (1 = Strongly disagree, 5 = Strongly agree). Cronbach's alpha values were 
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reported as .87, .75 and .79 for AC, CC, and NC subscales, respectively (Allen & 

Mayer 1990: 6). In the present study, Cronbach's alpha reliability coefficients of the 

subscales were .88, .80, and .83 for AC, CC and NC, respectively. 

 

2.2.7 Organizational Justice 

The organizational justice scale developed by Colquitt (2001: 433) and adapted 

 was used. Although the original scale 

consists of 20 items, distributive justice was removed from the scale since it was not 

included in the present study. Procedural justice subscale consists of seven items and 

nt can you express 

consists of four items and a sample item is (Please consider the business processes and 

ting to you in 

their answers using a 5-point Likert-

of the Turkish subscales were 

reported as .91, .85 and .91 for procedural justice, interpersonal justice and 

informational justice, respectively  2007: 114). In the present study, 

Cronbach's alpha reliability coefficients of the subscales were .87, .38, and .89 for 

procedural justice, interpersonal justice, and informational justice, respectively. 

 

2.2.8 Job Satisfaction 

Job satisfaction was measured using the single-item "faces scale" developed by 

Kunin (1955: 71) to measure the overall level of job satisfaction. Participants are asked 

to indicate which facial expression best reflects their overall level of satisfaction with 

their job, and there are seven different facial expressions on the scale, ranging from 

the lowest to the highest level of satisfaction.  

 

2.2.9 Psychological Well-Being 

 psychological well-being was measured using the scale 

developed by Diener et al. (2010: 146) and translated into Turkish by Telef (2013: 

376). The scale consists of eight items. Participants give their answers using a 7-point 
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Likert-type scale (1 = Strongly disagree, 7 = Strongly agree). Telef (2013) reported 

Cronbach's alpha reliability coefficient as .80. In current study, Cronbach's alpha 

reliability coefficient was found as .87. 
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CHAPTER III 

 

RESULTS 

 

3.1 OVERVIEW 

In this chapter, firstly, data screening and cleaning processes are presented. 

Secondly, the correlations among the study variables are presented and interpreted. 

Lastly, analyses conducted for testing the study hypotheses were presented in detail.  

Statistical Package of Social Sciences (SPSS) version 21 (IBM CORP, 2015) 

was used to compute descriptive statistics and correlations. Moderated relationships 

were tested by performing Moderated Multiple Regression (MMR) using Process 

Macro 3.5.4 for SPSS by Hayes (2017).   

 

3.2 DATA SCREENING AND DATA CLEANING 

The study survey reached a total of 1.169 people. Two people gave the answer 

current i

working with the same manager for at least 6 months in my current institution.", they 

ended the survey without completing it. 126 participants who completed less than 

100% of the survey were also excluded, and the number of people who fully 

participated in all stages of the study was 993. 13 people were not included in the study 

because they gave the same e-mail address which indicated that they completed the 

survey twice. In addition, data of 259 participants were excluded from the data set 

because they answered the items measuring attention (bogus items) incorrectly. Thus, 

the total number of participants who provided usable data was 721. In addition, 

Mahalanobis distance analysis revealed that one participant was a multivariate outlier 

and, thus, his/her data were excluded from the data set. To sum up, the final sample 

included 720 participants. 
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3.3  DESCRIPTIVE STATISTICS AND BIVARIATE CORRELATIONS 

AMONG THE STUDY VARIABLES 

The means, standard deviations, minimum and maximum, kurtosis and 

skewness values of study variables are presented in Table 2. Supervisory 

discrimination has the lowest mean score and the mean scores of all the remaining 

variables were close to the midpoint. 

Table 2: Means, Standard Deviations; Minimum and Maximum Values of Study Variables  

Varibles Mean SD Min. Max. Skewness Kurtosis 
Rating 
Scale 

Supervisory Discrimination 2.11 .85 1.0 5.0 .76 .10 1-5 

Paternalistic Leadership 3.40 .66 1.05 5.0 -.50 .45 1-5 

T-O Leadersip 3.56 .50 1.60 5.0 -.26 .49 1-5 

LGP 3.40 .82 1.09 5.0 -.51 -.38 1-5 

Continuance Commitment 3.21 .77 1.0 5.0 -.27 -.04 1-5 

Normative Commitment 3.17 .71 1.10 5.0 -.17 -.30 1-5 

Affective Commitment 3.37 .82 1.0 5.0 -.53 .28 1-5 

Procedural Justice 3.34 .76 1.0 5.0 -.44 .08 1-5 

Interpersonal Justice 3.36 .61 1.0 5.0 -.42 .59 1-5 

Informational Justice 3.47 .88 1.0 5.0 -.68 .15 1-5 

Psychological Well-being 3.85 .65 1.0 5.0 -.66 1.31 1-5 

Job Satisfaction 3.26 1.60 1.0 7.0 .55 -.40 1-7 

 

Bivariate correlations among the study variables are presented in Table 3. Age 

was negatively related to PL, procedural justice, interpersonal justice, informational 

justice, LGP, and psychological well-being. Moreover, age was positively correlated 

with supervisory discrimination, NC and CC. 

Gender was negatively correlated with marital status, tenure with the 

immediate supervisor, and interpersonal justice. It means that women employees 

reported higher levels of tenure with the supervisor than men. They also reported 

higher levels of interpersonal justice than men.  

Marital status was negatively correlated with AC and NC. It means that married 

subordinates reported higher levels of AC and NC to organization than single 

employees. However, it was also negatively associated with CC. In addition, marital 

status was positively associated with procedural, interpersonal, and informational 

justice. That is, single employees reported higher levels of procedural, interpersonal, 

and informational justice. 
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Tenure with the immediate supervisor was positively associated with AC and 

NC. However, it was also positively associated with CC. In addition, there was a 

positive association between tenure with the immediate supervisor and job satisfaction. 

Age of the immediate supervisor was positively associated with supervisory 

discrimination, AC, NC, CC and job satisfaction. Moreover, age of the immediate 

supervisor was negatively correlated with T-O leadership, LGP, procedural justice, 

and informational justice. 

Gender of the supervisor was positively associated with supervisory 

discrimination. That is male supervisors were reported to engage in higher levels of 

discrimination than female supervisors. In addition, gender of supervisor was 

positively correlated with AC, NC, and CC. It means that subordinates of male 

supervisors reported higher levels of AC, NC and CC than subordinates of female 

supervisors. Moreover, negative correlation was found between gender of the 

supervisor and PL, T-O leadership, LGP, interpersonal justice and informational 

justice meaning that male supervisors were scored as lower on PL, T-O leadership, 

LGP, interpersonal justice, and informational justice than female supervisors. 

Female ratio in the organization was positively correlated with PL, while it was 

negatively correlated with NC and procedural justice. 

Supervisory discrimination was negatively correlated with PL, T-O leadership, 

LGP, AC, NC, procedural justice, interpersonal justice, and informational justice. 

Therefore, Hypothesis 1a which suggested that there would be a negative association 

between s

Hypothesis 1b which suggested that there would be a negative association between 

However, Hypothesis 1c which suggested that there would be a positive association 

supported. 

In addition, Hypothesis 2a which suggested that there would be a negative 

procedural justice; Hypothesis 2b which suggested that there would be a negative 

association between supervisory discrimination and employee

interpersonal justice; and Hypothesis 2c which suggested that there would be  a 

of informational justice, were supported. 
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Supervisory discrimination was negatively related to job satisfaction. Thus, 

Hypothesis 3 which suggested that there would be a negative association between 

supervisory discrimination was negatively correlated with psychological well-being. 

Therefore, Hypothesis 4 which suggested that there would be a negative association 

-being was 

supported.  

In addition, the correlation analyses showed that PL was positively correlated 

with T-O leadership, LGP, organizational commitment, and organizational justice. T-

O leadership was positively correlated with LGP, organizational commitment, and 

organizational justice. LGP was positively correlated with organizational 

commitment, and organizational justice. Organizational commitment was also 

positively correlated with organizational justice. 
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As expected, supervisory discrimination was negatively associated with AC, 

NC, procedural justice, interpersonal justice, informational justice, LGP, job 

satisfaction and psychological well-being. In addition, supervisory discrimination is 

also negatively correlated with PL, T-O leadership and CC. 

 PL was found to be positively correlated with AC, NC, procedural justice, 

interpersonal justice, informational justice, LGP, job satisfaction and psychological 

well-being. In addition, it was also positively associated with CC and T-O leadership. 

 T-O leadership was positively associated with AC, NC, CC, procedural justice, 

informational justice, interpersonal justice, LGP and psychological well-being. 

 As expected, AC was found to be positively correlated with NC, procedural 

justice, interpersonal justice, informational justice, LGP, job satisfaction, and 

psychological well-being. However, it is also positively correlated with CC. 

As expected, NC was positively associated with procedural justice, 

interpersonal justice, informational justice, LGP, job satisfaction and psychological 

well-being. On the other hand, it was also positively correlated with CC. 

 CC was positively correlated with procedural justice, interpersonal justice, 

informational justice, LGP, job satisfaction, and psychological well-being. 

Procedural justice was positively associated with interpersonal justice, 

informational justice, LGP, job satisfaction, and psychological well-being. 

Interpersonal justice was positively correlated with informational justice, LGP, job 

satisfaction, and psychological well-being. Informational justice was positively 

associated with LGP, job satisfaction and psychological well-being. 

LGP was positively correlated with job satisfaction and psychological well-

being. Lastly, as expected, job satisfaction and psychological well-being were 

positively correlated. 

 

3.4  MODERATED MULTIPLE REGRESSION ANALYSES (HYPOTHESES 

5A-24) 

PL did not significantly moderate the relationship between supervisory 

discrimination and procedural justice (B = -.01, SE = .03, p = .78, 95% CI [-.08, .06]). 

Therefore, Hypothesis 5a which suggested that manager's PL style would have a 

moderating effect on the negative association between supervisory discrimination and 

employees' perception of procedural justice, in such a way that, under high supervisory 

discrimination condition, employees whose managers predominantly adopted the PL 
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style would report a higher level of procedural justice perception than subordinates of 

managers with low scores PL style, was not supported. 

The findings showed that PL moderated the relationship between supervisory 

B = .07, SE = .03, 

p < .05, 95% CI [.00, .14]). Under both high and low supervisory discrimination 

conditions, subordinates with highly paternalistic leaders reported higher levels of 

informational justice than those who worked with supervisors who scored low on PL 

style. Thus, Hypothesis 5b which suggested that the manager's PL style would have a 

moderating effect on the negative association between supervisory discrimination and 

employees' perception of informational justice, in such a way that, under high 

supervisory discrimination condition, employees whose managers predominantly 

adopted the PL style would report a higher level of informational justice perception 

than subordinates of managers with low scores on paternalistic leadership style, was 

supported. (Figure 2.) 

 

Figure 2: Moderating Effect of PL in the Relationship Between Supervisory Discrimination 
 

 

PL also moderated the relationship between supervisory discrimination and 

B = .60, SE = .03, p < .05, 95% CI 

[.01, .12]). Under both high and low supervisory discrimination conditions, 

subordinates with highly paternalistic leaders reported higher levels of interpersonal 

justice than those who worked with supervisors who scored low on PL style. Hence, 

Hypothesis 5c which suggested that employees whose managers predominantly 

0

0,5

1

1,5

2

2,5

3

3,5

4

4,5

Low High

Supervisory Discrimination

Low PL

High PL



29  

adopted the PL style would report a higher level of interpersonal justice perception 

than subordinates of managers with low scores on the PL style, was supported (Figure 

3.) 

 

Figure 3: Moderating Effect of PL in the Relationship Between Supervisory Discrimination 
 

 

The findings revealed that PL moderated the relationship between supervisory 

B = -.12, SE = .40, p < .01, 95% CI [-.20, .-04]). 

Under both high and low supervisory discrimination conditions, subordinates with 

highly paternalistic leaders reported higher levels of AC than those who worked with 

supervisors who scored low on PL style. Thus, Hypothesis 6a which suggested that 

manager's paternalistic leadership style would have a moderating effect on the negative 

association between supervisory discrimination and employees' AC, in such a way 

that, employees whose managers predominantly adopted the PL style would report a 

higher level of AC than subordinates of managers with low scores on PL style, was 

supported (Figure 4). 
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Figure 4: Moderating Effect of PL in the Relationship Between Supervisory Discrimination 
 

 

However, PL did not moderate the relationship between supervisory 

B = -.07, SE = .04, p = .06, 95% CI [-.14, .00]). 

Therefore, Hypothesis 6b which suggested that the manager's PL style would have a 

moderating effect on the negative association between the supervisory discrimination 

and the employees' NC, in such a way that, employees whose managers predominantly 

adopted the PL style would report a higher level of NC than subordinates of managers 

with low scores on PL style, was not supported. 

On the other hand, PL moderated the relationship between supervisory 

B = -.11, SE = .04, p < .05, 95% CI [-.18, .-02]). 

However, contrary to expectations, under both high and low supervisory 

discrimination conditions, subordinates with highly paternalistic leaders reported 

higher levels of CC than those who worked with supervisors who scored low on PL 

style. Moreover, CC levels of subordinates who worked with highly paternalistic 

leaders decreased as the level of supervisory discrimination increased. CC levels of 

subordinates who worked with supervisors who scored low on PL increased as the 

level of supervisory discrimination increased. Therefore, Hypothesis 6c which 

suggested that the manager's PL style would have a moderating effect on the positive 

association between supervisory discrimination and CC, in such a way that, under high 
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supervisory discrimination condition, employees whose managers predominantly 

adopted the PL style would report a lower level of CC than subordinates of managers 

with low scores on PL style, was not supported.  (Figure 5.) 

 

Figure 5: Moderating Effect of PL in the Relationship Between Supervisory Discrimination 
 

 

PL did not moderate the relationship between supervisory discrimination and 

job satisfaction (B = -.11, SE = .08, p = .17, 95% CI [-.27, .05]). Thus, Hypothesis 7 

which suggested that the manager's PL style would have a moderating effect on the 

negative association between supervisory discrimination and employees' job 

satisfaction, in such a way that, employees whose managers predominantly adopted 

the PL style would report a higher level of job satisfaction than subordinates of 

managers with low scores on PL style, was not supported. 

In addition, PL did not moderate the relationship between supervisory 

-being (B = -.05, SE = .04, p = .17, 

95% CI [-.11, .02]). Therefore, Hypothesis 8 which suggested that the manager's PL 

style would have a moderating effect on the negative association between supervisory 

discrimination and employees' psychological well-being, in such a way that, under 

high supervisory discrimination condition, employees whose managers predominantly 

adopted the PL style would report a higher level of psychological well-being than 

subordinates of managers with low scores on PL style, was not supported. 
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T-O leadership did not moderate the relationship between supervisory 

discrimination and procedural justice.  (B = -.07, SE = .05, p = .17, 95% CI [-.03, .18]). 

Hence, Hypothesis 9a which suggested that T-O leadership style of the manager would 

have a moderating effect on the negative relationship between supervisory 

discrimination and employees' perception of procedural justice, in such a way that, 

employees whose manager predominantly adopted T-O leadership style would report 

lower levels of procedural justice than subordinates of managers with low scores on 

T-O leadership style, was not supported. 

On the other hand, T-O leadership moderated the relationship between 

B 

= .14, SE = .04, p < .01, 95% CI [.05, .22]). Subordinates who work with highly T-O 

leaders reported higher levels of interpersonal justice under high supervisory 

discrimination condition than those who worked with supervisors who scored low on 

T-O leadership style. Under low supervisory discrimination condition, employees 

whose manager predominantly adopted T-O leadership style reported similar levels of 

interpersonal justice (which was higher than the one under high supervisor 

discrimination condition) with subordinates of managers with a low score on T-O 

leadership style. Thus, Hypothesis 9b which suggested that T-O leadership would have 

a moderating effect on the negative relationship between supervisory discrimination 

and employees' perception of interpersonal justice, in such a way that, employees 

whose manager predominantly adopted T-O leadership style would report lower levels 

of interpersonal justice than subordinates of managers with low scores on T-O 

leadership style, was not supported. (Figure 6.) 
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Figure 6: Moderating Effect of T-O leadership in the Relationship Between Supervisory 
 

 

Moreover, T-O leadership moderated the relationship between supervisory 

ion of informational justice (B = .15, SE = .05, 

p < .01, 95% CI [.04, .26]). Under both high and low supervisory discrimination 

conditions, subordinates who worked with highly T-O leaders reported higher levels 

of informational justice than those who worked with supervisors who scored low on 

T-O leadership style.Thus, Hypothesis 9c which suggested that T-O leadership would 

have a moderating effect on the negative relationship between supervisory 

discrimination and employees' perception of informational justice, in such a way that, 

employees whose manager predominantly adopted T-O leadership style would report 

lower levels of informational justice than subordinates of managers with low scores 

on T-O leadership style,  was not supported. (Figure 7.) 
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Figure 7: Moderating Effect of T-O leadership in the Relationship Between Supervisory 
 

 

T-O leadership did not moderate the relationship between supervisory 

discrimination and AC (B = -.05, SE = .06, p = .40, 95% CI [-.18, .07]). Hence, 

Hypothesis 10a which suggested that T-O leadership would have a moderating effect 

on the negative relationship between the supervisory discrimination and the 

employees' AC to the organization, in such a way that, employees whose manager 

predominantly adopted T-O leadership style would report lower levels of AC than 

subordinates of managers with low scores on T-O leadership style, was not supported. 

T-O leadership did not significantly moderate the relationship between 

supervisory discrimination and NC (B = -.04, SE = .06, p = .46, 95% CI [-.15, .07]). 

Hence, Hypothesis 10b which suggested that T-O leadership would have a moderating 

effect on the negative relationship between supervisory discrimination and employees' 

NC to the organization, in such a way that, employees whose manager predominantly 

adopted T-O leadership style would report lower levels of NC than subordinates of 

managers with low scores on T-O leadership style, was not supported. 

T-O leadership did not moderate the relationship between supervisory 

discrimination and CC (B = -.07, SE = .06, p = .22, 95% CI [-.19, .04]). Hence, 

Hypothesis 10c which suggested that T-O leadership would have a moderating effect 

on the negative relationship between supervisory discrimination and employees' CC to 

the organization, in such a way that, employees whose manager predominantly 
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adopted T-O leadership style would report higher levels of CC than subordinates of 

managers with low scores on T-O leadership style, was not supported. 

T-O leadership did not moderate the relationship between supervisory 

discrimination and job satisfaction (B = -.07, SE = .12, p = .60, 95% CI [-.17, .31]). 

Hence, Hypothesis 11 which suggested that T-O leadership would have a moderating 

effect on the negative relationship between supervisory discrimination and the 

in such a way that, employees whose manager 

predominantly adopted T-O leadership style would report lower levels of job 

satisfaction than subordinates of managers with low scores on T-O leadership style, 

was not supported. 

T-O leadership did not moderate the relationship between supervisory 

discrimination and psychological well-being (B = -.02, SE = .04, p = .65, 95% CI 

[-.11, .07]). Hence, Hypothesis 12 which suggested that T-O leadership would have a 

moderating effect on the negative relationship between supervisory discrimination and 

employees' psychological well-being, in such a way that, employees whose manager 

predominantly adopted T-O leadership style would report lower levels of 

psychological well-being than subordinates of managers with low scores on T-O 

leadership style, was not supported. 

The moderation analyses revealed that, LGP did not moderate the relationship 

between supervisory discrimination and procedural justice (B = -.00, SE = .03, p = .99, 

95% CI [-.06, .06]). Thus, Hypothesis 13a which suggested that LGP would have a 

moderating effect on the negative relationship between supervisory discrimination and 

employees' perception of procedural justice, in such a way that, when the manager's 

perceived LGP is high, the negative relationship between supervisory discrimination 

and employees' perceptions of procedural justice would be weaker than when the 

manager's LGP is low, was not supported. 

LGP did not significantly moderate the relationship between supervisory 

discrimination and interpersonal justice (B = .02, SE = .02, p = .37, 95% CI [-.03, .07]). 

Thus, Hypothesis 13b which suggested that LGP would have a moderating effect on 

the negative relationship between supervisory discrimination and employees' 

perception of interpersonal justice, in such a way that, when the manager's perceived 

LGP is high, the negative relationship between supervisory discrimination and 

employees' perceptions of interpersonal justice would be weaker than when the 

manager's LGP is low, was not supported. 
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On the other hand, LGP moderated the relationship between supervisory 

discrimination and informational justice (B = .06, SE = .03, p < .05, 95% CI [.00, .11]). 

Thus, Hypothesis 13c which suggested that LGP would have a moderating effect on 

the negative relationship between supervisory discrimination and employees' 

perception of informational justice, in such a way that, when the manager's perceived 

LGP is high, the negative relationship between supervisory discrimination and 

employees' perceptions of informational justice would be weaker than when the 

manager's LGP is low, was supported. (Figure 8.) 

  

Figure 8: Moderating Effect of LGP in the Relationship Between Supervisory       
 

 

LGP did not moderate the relationship between supervisory discrimination and 

AC. (B = .05, SE = .03, p = .14, 95% CI [-.12, .01]). Thus, Hypothesis 14a which 

suggested that leader-group prototypicality would have a moderating effect on the 

negative relationship between supervisory discrimination and employees' AC, in such 

a way that, when the manager's perceived LGP is high, the negative relationship 

between supervisory discrimination and employees' AC would be weaker than when 

the manager's LGP is low, was not supported. 

LGP did not moderate the relationship between supervisory discrimination and 

NC (B = .01, SE = .03, p = .68, 95% CI [.05, .07]). Thus, Hypothesis 14b which 

suggested that LGP would have a moderating effect on the negative relationship 

between supervisory discrimination and employees' NC, in such a way that, when the 

manager's perceived LGP is high, the negative relationship between supervisory 
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discrimination and employees' NC would be weaker than when the manager's LGP is 

low, was not supported. 

LGP did not moderate the relationship between supervisory discrimination and 

CC (B = .01, SE = .03, p = .71, 95% CI [-.09, .06]). Thus, Hypothesis 14c suggested 

that LGP would have a moderating effect on the positive relationship between 

supervisory discrimination and employees' CC, in such a way that, when the manager's 

perceived LGP is high, the positive relationship between supervisory discrimination 

and employees' CC is expected to be weaker than when the manager's LGP is low, was 

not supported. 

LGP did not moderate the relationship between supervisory discrimination and 

job satisfaction (B = .11, SE = .07, p = .13, 95% CI [-.25, .03]). Thus, Hypothesis 15 

which suggested that LGP would have a moderating effect on the negative relationship 

between supervisory discrimination and employees' job satisfaction, in such a way 

that, when the manager's perceived LGP is high, the negative relationship between 

supervisory discrimination and employees' job satisfaction would be weaker than 

when the manager's LGP is low. was not supported. 

LGP did not significantly moderate the relationship between supervisory 

discrimination and psychological well-being (B = .04, SE = .03, p = .14, 95% CI 

[-.10, .01]). Thus, Hypothesis 16 which suggested that LGP would have a moderating 

effect on the negative relationship between the supervisory discrimination and 

employees' psychological well-being, in such a way that, when the manager's 

perceived LGP is high, the negative relationship between supervisory discrimination 

and employees' psychological well-being would be weaker than when the manager's 

LGP is low, was not supported. 

Contrary to expectations, age of the subordinates did not moderate the 

relationship between supervisory discrimination and procedural justice (B = .00, SE 

= .00, p = .78, 95% CI [-.00, .01]). Thus, Hypothesis 17a which suggested that 

supervisory discrimination and employees' perception of procedural justice, in such a 

way that, older employees would report higher level of perceptions of procedural 

justice than younger employees, was not supported. 

Age of subordinates did not significantly moderate the relationship between 

supervisory discrimination and interpersonal justice (B = .01, SE = .00, p = .73, 95% 

CI [-.00, .01]). Thus, Hypothesis 17b which s
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have a moderating effect on the negative relationship between the supervisory 

discrimination and employees' perception of interpersonal justice, in such a way that, 

older employees would report higher levels of perceptions of interpersonal justice than 

younger employees, was not supported. 

Age of subordinates did not significantly moderate the relationship between 

supervisory discrimination and informational justice (B = .00, SE = .00, p = .31, 95% 

CI [-.00, .01]). Thus, Hypothesis 17c which 

have a moderating effect on the negative relationship between supervisory 

discrimination and employees' perception of informational justice, in such a way that, 

older employees would report higher levels of perceptions of informational justice than 

younger employees, was not supported. 

On the other hand, age of the subordinates moderated the relationship between 

supervisory discrimination and AC (B = .00, SE = .00, p< .05 .03, 95% CI [.00, .01]). 

As expected, older subordinates reported higher levels of AC under high supervisory 

discrimination condition than younger subordinates. Under low supervisory 

discrimination condition, both older and younger subordinates reported similar levels 

of AC (which was higher than the one under high supervisor discrimination condition). 

Thus, Hypothesis 18a 

moderating effect on the negative relationship between supervisory discrimination and 

employees' AC, in such a way that, under high supervisory discrimination condition, 

older employees would report higher levels of AC than younger employees, was 

supported. (Figure 9.) 
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Figure 9: Moderating Effect of Age in the Relationship Between Supervisory 
Discrimination and  

 
Contrary to expectations, age of subordinates did not significantly moderate 

the relationship between supervisory discrimination and NC (B = .00, SE = .00, p = .78, 

95% CI [.00, .01]). Thus, Hypothesis 18b which 

would have a moderating effect on the negative relationship between supervisory 

discrimination and employees' NC, in such a way that, older employees would report 

higher levels of NC than younger employees, was not supported. 

Age of subordinates did not significantly moderate the relationship between 

supervisory discrimination and CC (B = .00, SE = .00, p = .99, 95% CI [-.00, .01]). 

Thus, Hypothesis 18c which 

effect on the positive relationship between supervisory discrimination and employees' 

CC, in such a way that, older employees would report lower levels of CC than younger 

employees, was not supported. 

Age of subordinates did not significantly moderate the relationship between 

supervisory discrimination and job satisfaction (B = .00, SE = .01, p = .60, 95% CI 

[-.01, .02]). Thus, Hypothesis 19 which 

a moderating effect on the negative relationship between supervisory discrimination 

and employees' job satisfaction, in such a way that, older employees would report 

higher levels of job satisfaction than younger employees, was not supported. 
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Age of subordinates did not significantly moderate the relationship between 

supervisory discrimination and psychological well-being (B = .00, SE = .01, p = .81, 

95% CI [-.01, .01]). Thus, Hypothesis 20 which 

would have a moderating effect on the negative relationship between supervisory 

discrimination and employees' psychological well-being, in such a way that, older 

employees would report higher levels of psychological well-being than younger 

employees, was not supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and procedural justice (B = .10, SE = .05, p = .07, 

95% CI [-.01, .20]). Thus, Hypothesis 21a which 

would have a moderating effect on the negative relationship between supervisory 

discrimination and employees' perception of procedural justice, in such a way that, 

under high supervisory discrimination condition, women would report lower levels of 

perceptions of procedural justice than men, was not supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and interpersonal justice (B = .04, SE = .04, p 

= .29, 95% CI [-.04, .13]). Thus, Hypothesis 21b which 

gender would have a moderating effect on the negative relationship between 

supervisory discrimination and employees' perception of interpersonal justice, in such 

a way that, under high supervisory discrimination condition, women would report 

lower levels of perceptions of interpersonal justice than men, was not supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and informational justice (B = .01, SE = .06, p 

= .84, 95% CI [-.10, .12]). Thus, Hypothesis 21c which suggested that subo

gender would have a moderating effect on the negative relationship between 

supervisory discrimination and employees' perception of informational justice, in such 

a way that, under high supervisory discrimination condition, women would report 

lower levels of perceptions of informational justice than men, was not supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and AC (B = .08, SE = .06, p = .18, 95% CI 

[-.04, .20]). Thus, Hypothesis 22a which 

have a moderating effect on the negative relationship between supervisory 

discrimination and employees' AC, in such a way that, under high supervisory 
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discrimination condition, women would report lower levels of AC than men, was not 

supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and NC (B = .05, SE = .06, p = .37, 95% CI 

[-.06, .16]). Thus, Hypothesis 22b which suggested that s

have a moderating effect on the negative relationship between supervisory 

discrimination and employees' NC, in such a way that, under high supervisory 

discrimination condition, women would report lower levels of NC than men, was not 

supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and CC (B = .06, SE = .06, p = .32, 95% CI 

[-.18, .06]). Thus, Hypothesis 22c which 

have a moderating effect on the positive relationship between supervisory 

discrimination and employees' CC in such a way that, under high supervisory 

discrimination condition, women would report higher levels of CC than men, was not 

supported. 

Gender of the subordinates did not significantly moderate the relationship 

between supervisory discrimination and job satisfaction (B = .16, SE = .12, p = .19, 

95% CI [-.08, .40]). Thus, Hypothesis 23 which 

would have a moderating effect on the positive relationship between the supervisory 

discrimination and employees' job satisfaction, in such a way that, under high 

supervisory discrimination condition, women would report lower levels of job 

satisfaction than men, was not supported. 

Finally, gender of the subordinates did not moderate the relationship between 

supervisory discrimination and psychological well-being (B = -.04, SE = .05, p = .39, 

95% CI [-.14, .05]). Thus, Hypothesis 24 

would have a moderating effect on the negative relationship between supervisory 

discrimination and employees' psychological well-being, in such a way that, under 

high supervisory discrimination condition, women would report lower levels of 

psychological well-being than men, was not supported.  

 

 

 

 



42  

Table 4: Summary of Hypotheses and Results 

Hypothesis 1a: Supervisory discrimination is negatively 
 

Supported 

Hypothesis 1b: Supervisory discrimination is negatively 
 

Supported 

Hypothesis 1c: Supervisory discrimination is positively 
 

Not Supported 

Hypothesis 2a: Supervisory discrimination is negatively 
 

Supported 

Hypothesis 2b: Supervisory discrimination is negatively 

justice. 
Supported 

Hypothesis 2c: Supervisory discrimination is negatively 

justice. 
Supported 

Hypothesis 3: Supervisory discrimination is negatively 
satisfaction. 

Supported 

Hypothesis 4: Supervisory discrimination is negatively 
-being. 

Supported 

Hypothesis 5a: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' procedural justice 
perceptions. It is expected that employees whose managers 
predominantly adopt the PL style report a higher level of 
procedural justice perceptions than subordinates of managers 
with low scores PL style. 

Not Supported 
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Table 4: Continued 

Hypothesis 5b: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' informational justice 
perceptions. It is expected that employees whose managers 
predominantly adopt the PL style report a higher level of 
informational justice perceptions than subordinates of 
managers with low scores on PL style. 

Not Supported 

Hypothesis 5c: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' interpersonal justice 
perceptions. It is expected that employees whose managers 
predominantly adopt the PL style report a higher level of 
interpersonal justice perceptions than subordinates of 
managers with low scores on PL style. 

Supported 

Hypothesis 6a: 
effect on the negative association between the supervisory 
discrimination and the employees' AC. It is expected that 
employees whose managers predominantly adopt the PL style 
report a higher level of AC than subordinates of managers with 
low scores on PL style. 

Supported 

Hypothesis 6b: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' NC. It is expected that 
employees whose managers predominantly adopt the PL style 
report a higher level of NC than subordinates of managers with 
low scores on PL style. 

Not Supported 

Hypothesis 6c: The manager's PL style has a moderating effect 
on the positive association between the supervisory 
discrimination and the employees' CC. It is expected that 
employees whose managers predominantly adopt the PL style 
report a lower level of CC than subordinates of managers with 
low scores on PL style. 

Not Supported 

 

 

 

 

 

 



44  

Table 4: Continued 

Hypothesis 7: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' job satisfaction. It is 
expected that employees whose managers predominantly adopt 
the PL style report a higher level of job satisfaction than 
subordinates of managers with low scores on PL style. 

Not Supported 

Hypothesis 8: The manager's PL style has a moderating effect 
on the negative association between the supervisory 
discrimination and the employees' psychological well-being. It 
is expected that employees whose managers predominantly 
adopt the PL style report a higher level of psychological well-
being than subordinates of managers with low scores on PL 
style. 

Not Supported 

Hypothesis 9a: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' perceptions of 
procedural justice. When employees are exposed to 
supervisory discrimination, it is expected that those who work 
with highly T-O managers report lower levels of procedural 
justice than subordinates of managers with a low score on the 
T-O leadership style. 

Not Supported 

Hypothesis 9b: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' perceptions of 
interpersonal justice. When employees are exposed to 
supervisory discrimination, it is expected that those who work 
with highly T-O managers report lower levels of interpersonal 
justice than subordinates of managers with a low score on the 
T-O leadership style. 

Not Supported 
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Table 4: Continued 

Hypothesis 9c: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' perceptions of 
informational justice. When employees are exposed to 
supervisory discrimination, it is expected that individuals who 
work with managers with a T-O leadership style report lower 
levels of informational justice than subordinates of managers 
with a low score on the T-O leadership style. 

Not Supported 

Hypothesis 10a: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' AC to the 
organization. When employees are exposed to supervisory 
discrimination, it is expected that individuals who work with 
managers with a T-O leadership style report lower levels of 
AC than subordinates of managers with a low score on the T-
O leadership style. 

Not Supported 

Hypothesis 10b: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' NC to the 
organization. When employees are exposed to supervisory 
discrimination, it is expected that individuals who work with 
managers with a T-O leadership style report lower levels of 
NC than subordinates of managers with a low score on the T-
O leadership style. 

Not Supported 

Hypothesis 10c:  T-O leadership style of the manager has a 
moderating effect on the positive relationship between 
supervisory discrimination and the employees' CC to the 
organization. When employees are exposed to supervisory 
discrimination, it is expected that individuals who work with 
managers with a T-O leadership style report higher levels of 
CC than subordinates of managers with a low score on the T-O 
leadership style. 

Not Supported 

 

 

 

 

 

 

 



46  

 

Table 4: Continued 

Hypothesis 11: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' job satisfaction. 
When employees are exposed to supervisory discrimination, it 
is expected that individuals who work with managers with a T-
O leadership style report lower levels of job satisfaction than 
subordinates of managers with a low score on the T-O 
leadership style. 

Not Supported 

Hypothesis 12: T-O leadership style of the manager has a 
moderating effect on the negative relationship between 
supervisory discrimination and the employees' psychological 
well-being. When employees are exposed to supervisory 
discrimination, it is expected that individuals who work with 
managers with a T-O leadership style report lower levels of 
psychological well-being than subordinates of managers with a 
low score on the T-O leadership style. 

Not Supported 

Hypothesis 13a: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' perception of procedural justice. When the 

between supervisory discrimination and employees' 
perceptions of procedural justice is expected to be weaker than 
when the manager's LGP is low. 

Not Supported 

Hypothesis 13b: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' perception of interpersonal justice. When the 
manager's perceived LGP is high, the negative relationship 
between supervisory discrimination and employees' 
perceptions of interpersonal justice is expected to be weaker 
than when the manager's LGP is low. 

Not Supported 
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Table 4: Continued 

Hypothesis 13c: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' perception of informational justice. When the 
manager's perceived LGP is high, the negative relationship 
between supervisory discrimination and employees' 
perceptions of informational justice is expected to be weaker 
than when the manager's LGP is low. 

Supported 

Hypothesis 14a: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' AC to the organization. When the manager's 
perceived LGP is high, the negative relationship between 
supervisory discrimination and employees' AC is expected to 
be weaker than when the manager's LGP is low. 

Not Supported 

Hypothesis 14b: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' NC to the organization. When the manager's 
perceived LGP is high, the negative relationship between 
supervisory discrimination and employees' NC is expected to 
be weaker than when the manager's LGP is low. 

Not Supported 

Hypothesis 14c: LGP has a moderating effect on the positive 
relationship between supervisory discrimination and 
employees' CC to the organization. When the manager's 
perceived LGP is high, the positive relationship between 
supervisory discrimination and employees' CC is expected to 
be weaker than when the manager's LGP is low. 

Not Supported 

Hypothesis 15: LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' job satisfaction. When the manager's perceived 
LGP is high, the negative relationship between supervisory 
discrimination and employees' job satisfaction is expected to 
be weaker than when the manager's LGP is low. 

Not Supported 
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Table 4: Continued 

Hypothesis 16:  LGP has a moderating effect on the negative 
relationship between supervisory discrimination and 
employees' psychological well-being. When the manager's 
perceived LGP is high, the negative relationship between 
supervisory discrimination and employees' psychological well-
being is expected to be weaker than when the manager's LGP 
is low. 

Not Supported 

Hypothesis 17a: The age of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perceptions of procedural 
justice. When employees are exposed to supervisory 
discrimination, older employees are expected to report higher 
scores on perceptions of procedural justice than younger 
employees. 

Not Supported 

Hypothesis 17b: The age of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perception of interpersonal 
justice. When employees are exposed to supervisory 
discrimination, older employees are expected to report higher 
scores on perceptions of interpersonal justice than younger 
employees. 

Not Supported 

Hypothesis 17c: The age of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perception of informational 
justice. When employees are exposed to supervisory 
discrimination, older employees are expected to report higher 
scores on perceptions of informational justice than younger 
employees. 

Not Supported 

Hypothesis 18a: The age of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' AC to the organization. When 
employees are exposed to supervisory discrimination, older 
employees are expected to report higher scores on AC than 
younger employees. 

Supported 
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Table 4: Continued 

Hypothesis 18b: The age of employee has a moderating effect 
on the negative relationship between supervisory 

employees are exposed to supervisory discrimination, older 
employees are expected to report higher scores on NC than 
younger employees. 

Not Supported 

Hypothesis 18c: The age of employee has a moderating effect 
on the positive relationship between supervisory 
discrimination and employees' CC to the organization. When 
employees are exposed to supervisory discrimination, older 
employees are expected to report lower scores on CC than 
younger employees. 

Not Supported 

Hypothesis 19: The age of employee has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' job satisfaction. When 
employees are exposed to supervisory discrimination, older 
employees are expected to higher scores on job satisfaction 
than younger employees. 

Not Supported 

Hypothesis 20: The age employee has a moderating effect on 
the negative relationship between supervisory discrimination 
and employees' psychological well-being. When employees 
are exposed to supervisory discrimination, older employees are 
expected to report higher scores on psychological well-being 
than younger employees. 

Not Supported 

Hypothesis 21a: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perceptions of procedural 
justice. When employees are exposed to supervisory 
discrimination, women are expected to report lower scores on 
perceptions of procedural justice than males. 

Not Supported 
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Table 4: Continued 

Hypothesis 21b: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perceptions of interpersonal 
justice. When employees are exposed to supervisory 
discrimination, women are expected to report lower scores on 
perceptions of interpersonal justice than males. 

Not Supported 

Hypothesis 21c: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' perceptions of informational 
justice. When employees are exposed to supervisory 
discrimination, women are expected to report lower scores on 
perceptions of informational justice than males.  

Not Supported 

Hypothesis 22a: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' AC to the organization. When 
employees are exposed to supervisory discrimination, women 
are expected to report lower scores on AC than males. 

Not Supported 

Hypothesis 22b: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' NC to the organization. When 
employees are exposed to supervisory discrimination, women 
are expected to report lower scores on NC than males. 

Not Supported 

Hypothesis 22c: Gender of employees has a moderating effect 
on the positive relationship between supervisory 
discrimination and employees' CC to the organization. When 
employees are exposed to supervisory discrimination, women 
are expected to report higher scores on CC than males. 

Not Supported 
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Table 4: Continued 

Hypothesis 23: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' job satisfaction. When 
employees are exposed to supervisory discrimination, women 
are expected to report lower scores on job satisfaction than 
males. 

Not Supported 

Hypothesis 24: Gender of employees has a moderating effect 
on the negative relationship between supervisory 
discrimination and employees' psychological well-being. 
When employees are exposed to supervisory discrimination, 
women are expected to report lower scores on psychological 
well-being than males. 

Not Supported 
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CHAPTER IV 

 

DISCUSSION 

 

Based on the propositions of social identity theory (SIT; Tajfel & Turner 1979: 

33), the present study is aimed to contribute to the literature by examining the effects 

organizational justice, psychological well-being, and job satisfaction. In addition, 

moderating effects of PL style, T-

gender in these relationships were examined. 

on 

Scale   and providing evidence for the construct and 

criterion validity of the scale.   

The current study also revealed that discriminatory acts performed by 

nizational justice, 

organizational commitment, job satisfaction, and psychological well-being. 

 

4.1  DISCUSSION OF THE MAIN FINDINGS, THEORETICAL 

CONTRIBUTIONS, AND SUGGESTIONS FOR FUTURE RESEARCH  

The results of bivariate correlation analyses revealed that supervisory 

discrimination was negatively related to all types of organizational commitment (i.e., 

AC, NC, CC). Consistently, previous studies showed that supportive leader behaviors 

were positively associated with organizational commitment (e.g., Perryer & Jordan 

2005: 379). However, the direction of the relationship between supervisory 

discrimination and CC was the opposite of what I expected. More specifically, I 

suggested that supervisory discrimination would be positively correlated with CC due 

to fact that CC includes perceptions of inability to afford the costs in case of leaving 

the organization. Therefore, in case of being faced with supervisory discrimination, 

subordinates are expected to remain in the organization not because they are satisfied 

with or have an emotional attachment to the company, but because they do not want 
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to lose time, effort, and gains which are achieved in the current organization. Cognitive 

dissonance theory (CDT; Festinger 1957) may explain this unexpected relationship. 

That is, employees may think they want to stay at the organization because they love 

it, not due to the lack of alternatives even under high supervisory discrimination, 

because thinking otherwise may create a cognitive dissonance which may be highly 

disturbing for them. Yet, at least to my knowledge, the present study is the first 

research that examined the relationship between supervisory discrimination and 

different types of organizational commitment and these relationships should be 

examined by future studies with various samples. 

In addition, PL moderated the relationship between supervisory discrimination 

supervisory discrimination conditions, subordinates with highly paternalistic leaders 

reported higher levels of CC than those who worked with supervisors who scored low 

on PL style. Moreover, CC levels of subordinates who worked with highly paternalistic 

leaders decreased as the level of supervisory discrimination increased. CC levels of 

subordinates who worked with supervisors who scored low on PL increased as the 

level of supervisory discrimination increased. What I suggest was that, under high 

supervisory discrimination condition, employees whose managers predominantly 

adopted the PL style would report a lower level of CC than subordinates of managers 

with low scores on PL style. The reason why the result turned out to be the opposite 

of what was expected may be because employees see their paternalistic leaders as a 

family member, when they are discriminated by the manager they see as their father 

or mother figure, they may be more disappointed and inclined to evaluate the 

alternatives more. 

As expected, bivariate correlation analyses revealed that supervisory 

discrimination was also negatively related to different types of organizational justice 

(i.e., procedural justice, interpersonal justice, and informational justice). Similarly, a 

negative relationship between discriminatory acts performed by managers and 

organizational justice perception was shown by a previous study (i.e., Wood et al. 

2013: 627). Moreover, in line with my expectation, supervisory discrimination was 

negatively asso -being and job satisfaction. 

Former researchers have provided evidence for the negative effects of discriminatory 

acts on job satisfaction and well-being (e.g., Taylor et al. 2013: 1229). Therefore, the 

findings of the present research supported previous results regarding the negative 
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perceptions, job satisfaction, and psychological well-being with a different sample.  

According to the moderated multiple regression analyses, PL moderated the 

relationships of supervisory discrimination with interpersonal justice, AC, and CC. PL 

style may buffer the negative effects of discriminatory acts performed by supervisors 

on 

who worked with supervisors with low scores on PL increased as the level of 

supervisory discrimination increased. Taken together, I propose that under high 

discrimination condition, PL style increases AC and decrease CC.  However, CC levels 

of subordinates who worked with highly paternalistic leaders decreased as the level of 

supervisory discrimination increased. Cognitive dissonance theory may explain this 

result as well. That is, even under high supervisory discrimination condition, 

employees who have highly paternalistic supervisors may think they want to stay in 

the organization since they love their supervisor and organization, not due to lack of 

opportunities. 

On the other hand, PL did not moderate the relationships of supervisory 

discrimination with procedural justice, informational justice, NC, job satisfaction, and 

psychological well-being. NC and procedural justice may be related more strongly to 

organizational features and procedures than other variables such as interpersonal 

justice and AC. Therefore, they may be less likely to be affected by specific leadership 

characteristics and behaviors including discriminatory acts.  

T-O leadership style moderated the relationships of supervisory discrimination 

with interpersonal and informational justice, but in the unexpected direction. It is 

plausible to suggest that T-O leaders may prefer a distant communication style which 

does not allow reckless or unconventional conversations. Therefore, they may be 

perceived as acting in courtesy even when they perform discriminatory acts. Moreover, 

T-O leaders emphasize goal accomplishment and task performance. They are likely to 

give timely and appropriate level of information to their subordinates. Therefore, under 

both low and high supervisory discrimination conditions, T-O managers may be rated 

higher regarding informational justice than managers who scored low on the T-O 

leadership style. On the other hand, T-O did not moderate the relationships of 

supervisory discrimination with AC, CC, NC, procedural justice, job satisfaction, and 

psychological well-being.  
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LGP moderated only the relationship between supervisory discrimination and 

informational justice. That is, when the manager's perceived LGP is high, the negative 

relationship between supervisory discrimination and employees' perceptions of 

informational justice was weaker than when the manager's LGP is low. Since managers 

who are perceived to have high LGP are considered as more effective and reliable by 

their followers or employees, the information provided by these managers may 

likewise be perceived as more reliable and acceptable. On the other hand, age of 

subordinates moderated only the relationship between supervisory discrimination and 

AC. More specifically, older subordinates reported higher levels of AC under high 

supervisory discrimination condition than younger subordinates.	 The possible 

explanation for this findingmay be that, older subordinates have more tendency to 

show AC to the organization and have more access to positive work experiences than 

younger subordinates (Allen & Mayer 1993: 49). Therefore, since older subordinates 

have more positive attitudes and commitment to the organization, they may be more 

likely to tolerate discriminatory acts from the manager. Unexpectedly, gender did not 

have a moderating effect on the relationships between supervisory discrimination and 

the outcome variables. The possible explanation for this finding may be related to the 

supervisory discrimination scale used in the present study. That is, supervisory 

discrimination scale included discrimination behaviors that can be applied to everyone 

in different domains, and the items did not tap into gender discrimination behaviors. 

 

4.2 PRACTICAL IMPLICATIONS OF THE FINDINGS 

 The findings of this study seem to have number of practical implications for 

organizations concerned about minimizing exposure to supervisory discrimination and 

psychological well-being, and job satisfaction. First, it is shown that supervisory 

discrimination was negatively related to empl

In light of this finding, I suggest that non-discriminatory attitudes of supervisors 

significantly contribute to a fair environment in the organization and higher levels of 

perceived justice among employees. For instance, providing all subordinates with an 

opportunity to participate in decision making processes may 

perception of procedural justice. Likewise, managers should reassure their employees 

that all group members are given equal levels of information within the company, 

regardless of in-group and out-group discrimination. In addition, the findings showed 
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that PL moderated the relationship between supervisory discrimination and 

l justice, therefore, 

supportive paternalistic attitudes of managers such as creating a family atmosphere at 

the workplace and forming individualized relationships with subordinates should be 

encouraged by the organizational leaders. 

 Second, supervisory discrimination was negatively associated with 

organizational commitment. In light of this finding, supervisors are encouraged to 

ensure that all investments (i.e., training programs, educational scholarships, and other 

unrequited payments) in the organization are distributed fairly. Of course, applying the 

same investment to every employee will put the company in trouble. Therefore, it 

would be recommended to classify the investments to be made according to the 

 and performance. In this way, employees know that they 

have certain investments in return for the hours they work and the effort they show, 

without any favouritism. In addition, the findings revealed that PL moderated the 

relationship between supervisory 

reemphasizing the benefits of creating a supportive environment in the workplace, I 

propose a training program for managers that highlights the benefits of following a 

supportive and fair policy by forming individualized relationships in the company.  

 Third, negative associationships were found between supervisory 

psychological well-being. As 

known, individuals who experienced discrimination tend to feel insecure; their sense 

of autonomy decreases, and they enjoy life less (Williams et al. 2003: 200). In the light 

of these findings, supervisors and organizations should definitely avoid special 

treatment for any employee and encourage managers to behave with respect and 

dignity.  

 

4.3 LIMITATIONS AND THE CONCLUSION   

 No study is without limitations and despite its theoretical and practical 

contributions; this study contains several limitations, too. First, the data were collected 

from Turkish employees which may decrease the generalizability of the results. 

Indeed, even in different parts of Turkey, cultural norms and attitudes concerning 

supervisor-subordinate interrelationships are likely to diverge. Future studies are 

encouraged to replicate the findings and improve the theoretical model by collecting 

data in various cultural contexts. Second, the measures were self-reported by the 
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respondents, and it is known that self-report measures may be skewed by a tendency 

to report socially desired acts and it might have affected the results obtained.  

 In addition, subordinates rated the leadership style of the supervisors. Future 

studies are encouraged to collect data regarding the leadership styles of the supervisors 

from multiple sources including supervisors themselves, peers of supervisors, and 

subordinates.  

 In summary, the present study investigated the relationship of supervisory 

organizational justice (i.e., procedural, interpersonal, and informational justice), 

psychological well-being, and job satisfaction. In addition, moderating effects of two 

different leadership styles (i.e., PL and T-O leadership) and LGP in the above 

age and gender on the relationships between supervisory discrimination and the 

outcome variables were examined. Future studies are encouraged to investigate 

other moderating variables (e.g., perceived organizational support, organizational 

culture) involved in the relationships of supervisory discrimination and various 

organizational outcomes.  
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-GRUP  

 

 

 

 

1. Amirim i inde bulundu um grubun tipik bir temsilcisidir.   

2. Amirim, sahip oldu u zellikler yelerini temsil 

etmektedir. 
 

3. Sahip oldu u de  grubumun di er 

yelerine) ok benzer. 
 

4. Genel olarak, amirimin d  grubumun di er 

yelerinden) ildir. 
 

5. Genel olarak amirim bende, bizden (ben ve i  grubumun di er yelerinden) biri 

oldu  
 

6. Amirimin ekip/i  grubu olarak sahip oldu umuz kimli i 

d n r m. 
 

7. Amirim i    

8. Genel olarak amirimin y   

9. Amirimin o  grubumun dan) 

onaylanmaz. 
 

10. Amirimle i  grubu olarak ortak bir d nce   

11. Amirimin i  ile ilgili olaylara yakla ekli bizimkine (ben ve i  grubumun 

yelerine) benzer. 
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 belirtiniz) ...................................................................... 

7. 

   

  

____Ay 

8. 

   

 

____Ay 
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9. -

  

_____ neredeyse herkes erkek 

 

 

 

 

10.    

 

_____ Erkek 

11.   ______ 
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