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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
the only study conducted on these topics in Turkey, Stimer et al. (2019) examined
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
rewording the organizational discrimination scale developed by Siimer et al. (2019).

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 effects of employees’ age and gender
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
negatively associated with employees’ organizational commitment, organizational
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



OZET

YONETICININ AYRIMCILIK DAVRAN ISLARININ CALISANLARIN
KURUMSAL TUTUMLARINA ETKILERI: LIDERLIK STIiLLERI, LIDER-
GRUP BENZERLIGI VE CALISANLARIN DEMOGRAFIK
OZELLIKLERININ DUZENLEYiCi ROLLERI

Sosyal Bilimler Enstitiisii
Psikoloji Yiiksek Lisans Tezi

Tez Danismani: Dog. Dr. Asli GONCU KOSE
Eylil 2022, 92 Sayfa

Ayrimecr eylemler, belirli bir gruba ait olduklar1 i¢in insanlara karsi esit
olmayan muamele olarak tanimlanmaktadir (Goldman ve ark. 2006: 795). Ayrimcilik
davraniglarinin yaygin oldugu kurumlarda yonetimsel yozlagsma, profesyonelligin
azalmasi, ¢alisanlarin bilingli olarak ise ge¢ gelme ve kaytarma egilimlerinin artmasi
ve neticesinde kurumun veriminin diismesi gibi problemlerle karsilasilabilir (Boy
2018: 51). Sosyal psikoloji alanyazininda uzun yillardir 6nyarginin sonucu olarak
algilanan ayrimciliga dair arastirmalar yapiliyor olmasina karsin (6r., Stainback &
Irvin 2012: 657; Schmitt vd. 2014: 921) endiistri ve orgiit psikolojisi ile orgiitsel
davranig alanyazininda kurumsal ayrimciligi ve yoneticinin ayrimeilik davranislarin
ele alan ¢alismalarin sayisi son derece azdir (James vd. 1994: 1574). Turkiye’de bu
konuda yapilmis tek calismada Stimer ve arkadaslar (2019), Tiuirkiye’de isyerlerinde
gozlemlenen ayrimcilik davranislarini incelemisler ve is yerlerindeki ayrimciligin aile
ve medeni durum, cinsel yonelim, yas, statii, inang/diinya goriisii/ideoloji, engellilik,
aidiyet ve dig goriiniis temelli olmak {izere farkl alt boyutlar1 oldugunu bulmuslardir.
Bu ¢alismada ilk olarak, Siimer ve arkadaslar1 (2019) tarafindan gelistirilmis olan
kurumsal ayrimeilik Olgeginden yararlamlarak, yoneticilerin sergiledigi ayrimecilik

davranislar1 6lgegi olusturuldu. Ikinci olarak, sosyal kimlik kuramimn (social identity
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theory, Tajfel ve Turner 1979: 33) Onermelerinden yola ¢ikarak, yoOneticilerin
sergiledigi ayrimcilik davraniglart ile calisanlarin  Orgiitsel bagliligin - farkl
boyutlarindaki (devam bagliligi, normatif ve duygusal baglilik) diizeyleri, li¢ boyuttan
olusan adalet algilar1 (islemsel, kisilerarasi ve bilgisel adalet algilari), arasindaki
iligkiler Onerilen regresyon modeli ¢ercevesinde test edilmistir. Bunun yani sira,
belirtilen iligkilerde iki farkli liderlik stilinin (babacan liderlik ve is-odakli liderlik) ve
lider-grup benzerliginin (leader-group prototypicality, Hogg 1996: 295) diizenleyici
etkileri arastirilmistir. Babacan liderlik stilini baskin olarak gosteren yoneticilere sahip
olan ¢alisanlarin, yoneticilerinin yiiksek seviyede ayrimcilik davranislari sergilemeleri
durumunda bile, babacan liderlik stilinde diisiik skor alan yoneticilerin astlarina
kiyasla daha yiiksek diizeyde orgiitsel baglilik ve adalet algisi rapor etmeleri
beklenmektedir. Diger yandan, is odakl liderlik stili baskin olan yoneticilere sahip
olan ¢alisanlarin, yoneticilerinin yiiksek seviyede ayrimeilik davraniglar sergilemeleri
durumunda, bu liderlik stilinde diisiik seviyede degerlendirilen yoneticilere sahip olan
calisanlara oranla daha diisiik diizeyde orgiitsel baglilik ve adalet algisi rapor etmeleri
beklenmektedir. Ek olarak, yoneticinin lider-grup benzerliginin yiiksek olmasi
durumunda, yoneticinin ayrimcilik davranislari ile ¢alisanlarin orgiitsel baglilik, adalet
algilar1 arasindaki negatif yonli iliskilerin, yoneticinin lider-grup benzerliginin disiik
oldugu duruma kiyasla daha zayif olmasi beklenmektedir. Ayrica, ¢alisanlarin yag ve
cinsiyetinin, yoneticinin ayrimcilik igeren davraniglart ile sonug¢ degiskenleri
arasindaki iligkilerdeki diizenleyici etkileri incelenmistir. Calisma verisi 720
calisandan toplanarak, verinin analizleri (tanimlayici istatistikler, ¢oklu ug¢ skorlar,
korelasyon analizleri) IBM SPSS programi kullanilarak yapilmistir. Yoneticinin
ayrimel davraniglan ile ¢alisanlarin orgiitsel adaleti, orgiitsel bagliligi, is tatmini ve
psikolojik iyilik halleri arasinda negatif korelasyon test edilmistir. Ek olarak,
moderasyon hipotezlerinin ¢ogu desteklenmistir. Calismanin bulgulari, teoriye yaptig
katkilar, gelecek c¢alismalar igin Oneriler ve uygulamaya yonelik c¢ikarimlar

cergevesinde tartigilmistir.

Anahtar Kelimeler: Yoneticinin ayrimeilik davranislari, babacan liderlik, is-odakli

liderlik, lider-grup benzerligi, 6rgiitsel baglilik, orgiitsel adalet.

viii



To my beloved family, to my dearest friends...

X



ACKNOWLEDGEMENTS

I would like to express my deepest gratitude to my supervisor, Assoc. Prof.
Asli GONCU KOSE. First of all, I would like to express my gratitude for her intense
interest and support. As known, the process of writing a thesis is a difficult and
intricate. It was a great chance to complete this process with a knowledgeable, highly
caring and inspiring supervisor. Many thanks for being a role model whom
influenced me to become an academician.

I wish to show my gratitude to Prof. Dr. Ali DONMEZ who made me love in
Social Psychology. Also, I thank a lot for or providing very helpful and constructive
feedback during the thesis committee.

I am greatful for having such a loving and supporting family.
First of all, I would like to thank to my dear father, who inspired me to become an
academician. Also, to my precious mother, whose support I feel at every stage of my
life.

I would like show my special gratitutes to my dearest friends. They were all
like my family. It would have been very difficult to complete this thesis without them.

I would like to express my sincere thanks to all of them.



TABLE OF CONTENTS

STATEMENT OF NONPLAGIARISM .....cviiviiiiiisissnsisssisscccsscscsssssssssnssssssennes 1l
ABSTRACT ....ciiiiiisnniicsinsntiisssssssesssssssssesssssssssssssssssssssssssssssssssssssassssssssssssss iv
OZET..cocuuueevrrrrreeesssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss vii
ACKNOWLEDGEMENTS....cuutiiiiiiteiiinnnnntincsssssnetissssssssessssssssssssssssssssssssssssssses X
TABLE OF CONTENTS ..cuciiiviiiinntinisenscssneesssseisssssesssssssssssssssssssssssssssssssssssssnes xi
LIST OF TABLES ....cuuuiiiiiieiiciteetiinsnnnetiessssnssisssssesssssssssssssssssssssssssssssssssss xiii
LIST OF FIGURES......uuciiiiiiiiniiiinnneissssntinsntiesssstsesssesssssssssssssssssssssssssassssssssss xiv
ACRONYMS ..octeiiiiiiireetinssnsnnissssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssans XV
CHAPTER 1
INTRODUCTION
1.1 SUPERVISORY DISCRIMINATION AND SUBORDINATES’
ORGANIZATIONAL COMMITMENT .....oviiirnurieisserccssnniesssenesssnsesssasesns 2
1.1.1 Employees’ Perceptions of Organizational Justice ..............cccccuvverereneenn.n. 4
1.1.2 Employee’s Job Satisfaction .............ceeeeeiiiiiiiiiiiiiiiiieeeeeeeeiieeeeee e 5
1.1.3 Employees’ Psychological Well-Being.............cccccceeeveviiiiiiiniiiiiieieeeeeeene 5

1.2 MODERATING EFFECTS OF PATERNALISTIC AND TASK-
ORIENTED LEADERSHIP STYLES IN THE PROPOSED

RELATIONSHIPS....cuuuiiiiitetieninnntincsssssntissssssseesssssssssssssssssssssssssssssssssssnses 6

1.3 MODERATING EFFECTS OF LEADER-GROUP
PROTOTYPICALITY IN THE PROPOSED RELATIONSHIPS ............. 10

1.4 MODERATING EFFECTS OF SUBORDINATES’ AGE AND
GENDER IN THE PROPOSED RELATIONSHIPS .....cccccovvereeivvverrrcsnnne 12

CHAPTER 11

METHOD

2.1 PARTICIPANTS AND THE PROCEDURE .......cuuieiiirrreereccsssnnercccssaneeees 16

2.2 MEASURES ..coiiiittriiiiinttieiinneeiicisnsattessssseessssssssessessssssssssssssssasssssssssses 18
2.2.1 Demographic Information FOrm ..........ccccceeeiviiiiiiiiieiiiiiieiiiiiceeeee, 18
2.2.2 Supervisory Discrimination Scale................ccoeeeeiiiiiiiiiiiiieeees 18
2.2.3 Paternalistic Leadership Scale ... 18

x1



2.2.4 Task-Oriented Leadership Style..........cooovvviiiiiiiiiiiiiiiiiiiiiiiieeeee, 19

2.2.5 Leader-Group Prototypicality ..........ccoeeiiiiiiiiiiiiiieeeeeeeeeeeeee 19
2.2.6 Organizational Commitment .................ceeeeiiiiiiieiiiiiieeeeeeeeeeeeeeeeeeeaeaeaees 19
2.2.7 OrgamizatioNal JUSTICE ........uuuiiriieieieeeieeeeiee e eeeeeeeeeeeeeeeeeeeeee e e e ee e e 20
2.2.8 JOb SatiSTaCtION. .. ..eviiiiiiiiieii it 20
2.2.9 Psychological Well-Being............cccceeiieiiiiiiiiiiiiiiiieieeeeeeeieeeeee e 20
CHAPTER III
RESULTS
3.1 OVERVIEW ...cuiiiiiiineiiicsssnetissssssessssssssssssssssssssssssssssssssssssssssssssssssssses 22
3.2 DATA SCREENING AND DATA CLEANING.....tttiirrsneercsssseeeecccssanene 22
3.3 DESCRIPTIVE STATISTICS AND BIVARIATE CORRELATIONS
AMONG THE STUDY VARIABLES ......uuiiiiinnneiiiinnneeeiccsssneeescsssseenecns 23
3.4 MODERATED MULTIPLE REGRESSION ANALYSES
(HYPOTHESES 5A-24)....uuuuiiiiiinneiiensssneisscssssensssssssssssssssssssssssssssssssssssssnns 27
CHAPTER IV
DISCUSSION

4.1 DISCUSSION OF THE MAIN FINDINGS, THEORETICAL
CONTRIBUTIONS, AND SUGGESTIONS FOR FUTURE

RESEARCH ....uuuuiiiiittiieiinnteticnnnnnteessnneeeesssnnessssssssnsesesssssnsessssssssssssssssns 52
4.2 PRACTICAL IMPLICATIONS OF THE FINDINGS ......uuuuuuuereeeeeercccccnnene 55
4.3 LIMITATIONS AND THE CONCLUSION ......ccccvvnttereiirsnnerecsssnnenecsssnnnee 56
REFERENCE......uutiitiiiiniininnnnnntttteieeessssssssssnssssssssessssssssssssssssssssssssssssssss 58
APPENDICES ....coitiiiritnrtieitinennicninsnnnnanatsestsessssssssssssssssssesssssssssssssssssssssssssses 65
APPENDIX A. APPROVAL OF THE SOCIAL AND HUMANITIES
ETHICS COMMITTEE OF CANKAYA UNIVERSITY .....uuueiiiinnneinccinnneenees 65
APPENDIX B. THE STUDY SURVEY ......oiiiiinririiiinnneeeccsnnnneecssssnneeeessssneenes 66
CURRICULUM VITAE.....ccctttiiiiinnnnnnnnnneniensssssssssssssssssssessssssssssssssssssssssssssssssns 77

xil



LIST OF TABLES

Table 1: Demographic Characteristics of the Participants............cccceevviiieierniinneeen. 17

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

Variables ....ceeiiiiiiiie e 23
Table 3: Bivariate Correlations among the Study Variables.............ccccvvvvvvvivvinnnnnnn. 26
Table 4: Summary of Hypotheses and Results ............ccccceeeieeiiiiiiiiiiiiiiiieeeeeees 42

Xiil



Figure 1:
Figure 2:

Figure 3:

Figure 4:

Figure 5:

Figure 6:

Figure 7:

Figure 8:

Figure 9:

LIST OF FIGURES

The Proposed Theoretical Model .............c.coeveviiiiiiiiiiiiiiiiiiieeeeeeees
Moderating Effect of PL in the Relationship Between Supervisory
Discrimination and Subordinates’ Informal Justice Perception...............
Moderating Effect of PL in the Relationship Between Supervisory
Discrimination and Subordinates’ Interpersonal Justice Perception........
Moderating Effect of PL in the Relationship Between Supervisory
Discrimination and Subo rdinates’ Affective Commitment....................
Moderating Effect of PL in the Relationship Between Supervisory
Discrimination and Subordinates’ Continuance Commitment ................
Moderating Effect of T-O leadership in the Relationship Between
Supervisory Discrimination and Subordinates’ Interpersonal Justice
PerCEPHION. ..t
Moderating Effect of T-O leadership in the Relationship Between
Supervisory Discrimination and Subordinates’ Informational Justice
PerCEPHION. ...t
Moderating Effect of LGP in the Relationship Between Supervisory
Discrimination and Subordinates’ Informational Justice Perception .......
Moderating Effect of Age in the Relationship Between Supervisory

Discrimination and Subordinates’ Affective Commitment .....................

Xiv



AC
CC
LGP
LMX
NC
PL
SIT

ACRONYMS

: Affective Commitment

: Continious Commitment

: Leader-group Prototypicality
: Leader-member Exchange

: Normative Commitment

: Paternalistic Leadership

: Social Identity Theory

XV



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
equally; rather they specify their style with respect to the employees’ motivation and
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 negatively affects individuals’
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'



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
system in the company, may have a more significant impact on employees than others’
acts. Accordingly, it is immensely significant to investigate the types, bases,

prevalence, and effects of supervisory discrimination.

1.1 SUPERVISORY DISCRIMINATION AND SUBORDINATES’
ORGANIZATIONAL COMMITMENT

Organizational commitment has numerous descriptions; yet, Allen and
Mayer’s 1990: 2) definition of “the psychological state that binds a person to the
organization” is the most widely used. Organizational commitment includes three sub-
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
employees’ dedication and loyalty to the 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 (Yal¢in & Iplik: 398). 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



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
of the organization (Goncii 2013), the positive and negative intentions of the managers
notably affect the thoughts, and intentions of the employees toward the institution itself
(Onaran & Goncii-Kose 2022: 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
subordinates” AC to the organization.

Hypothesis 1b: Supervisory discrimination is negatively associated with

subordinates’ NC to the organization.



Hypothesis 1c: Supervisory discrimination is positively associated with

subordinates’ CC to the organization.

1.1.1 Employees’ Perceptions of Organizational Justice

Organizational justice refers to employees' perceptions of how fair they are
treated in the organization, that is, how fair the distribution of resources, functioning,
and interaction are in the organization (Iscan & Sayin 2010: 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,
distributive justice emphasizes the employees’ response to wage they receive, while
procedural justice focuses on the criteria that are taken into account in the process of
determining the amount of wage or employees’ perceptions of fairness about how these
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,



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
subordinates’ perception of procedural justice.

Hypothesis 2b: Supervisory discrimination is negatively associated with
subordinates’ perception of interpersonal justice.

Hypothesis 2c: Supervisory discrimination is negatively associated with

subordinates’ perception of informational justice.

1.1.2 Employee’s Job Satisfaction

Job satisfaction is described as a pleasant or positive emotional state of the
workers which are formed with the appraisal of the employees’ job experiences
(Locke 1976: 1304). Previous studies showed that there was a positive association
between job satisfaction and organizational commitment (Ismail & Razak 2016: 34),
organizational justice (Yildirim 2007: 253), job performance (Locke 1970: 484), and
life satisfaction (Carik¢i & Oksay 2004: 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

subordinates’ job satisfaction.

1.1.3 Employees’ Psychological Well-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



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

subordinates’ 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;
Goncti et al., 2014: 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; Goncli et al. 2014: 45; Rawat & Lyndon

2016: 274). Employees in our country, where PL style is common, may regard the



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: The manager’s PL style has a moderating 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.

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.



Hypothesis 6¢: 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
life of employees (e.g. Goncii, 2013; Civit & Goncii-Kdse 2021: 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



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



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-group prototypicality (LGP) refers to a leader’s representativeness
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
behaves like “one of them” (Hogg & Hains 1996: 295; Goncii 2013). In other words,
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
and interpersonal justice (e.g. Goncii 2011: 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.
When the manager’s perceived LGP is high, 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 MODERATING EFFECTS OF SUBORDINATES’ AGE AND GENDER IN
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 decreases (Topgiil 2016: 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
as more “normal” or “ordinary” behaviors and may be less sensitive to these
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 discrimination and employees’ NC to the
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 separation of work roles as male or female (Dalkiranoglu & Cetinel
2008: 280) and evaluation of job application forms by considering the gender of the
candidates (Birkelund et al. 2022: 338; Dalkiranoglu & Cetinel 2008: 292) 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 22¢c: 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.
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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 data of the project funded by Cankaya
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 504
Other 2.6
Education (%)
Primary school 2.8
Secondary School 3.3
High School 21.8
Academy 11.9
University 479
Master’s Degree 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
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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 29.6
approximately equal.

More women than men 171
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,
Organizational Discrimination Scale, which was developed by Stimer et al. (2019) was
reworded to tap into supervisory discrimination behaviors. The scale has 17 items. The
sample item is as follows: “My supervisor favors employees according to the group
they belong to (e.g., the school from which they are graduated)”. 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
assess the participants’ perceptions of the PL style of the immediate supervisors. The

scale includes 21 items and participants give their answers using a 5-point Likert-type
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scale (1 = Strongly disagree, 5 = Strongly agree). A sample item is “My manager
behaves like a senior family member (father/mother or elder brother/sister) toward
their employees” (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
“1 =1 strongly disagree” to “5 = I strongly agree”. Cronbach’s alpha value for the T-
O leadership sub-dimension has been reported as .84 (Ozmen 2005: 34). The sample
item is as follows: "My immediate supervisor) prioritizes the well-being of an entire
unit/organization over the well-being of its individual members.” In the present study,

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), revised and adapted to Turkish by Goncii (2011: 48). The LGP scale consists of
11 items. Participants give their answers using a 5-point Likert-type scale ranging from
“1 =1 strongly disagree” to “5 = I strongly agree”. Cronbach’s alpha value of the
Turkish scale was reported as .92 (Goncii 2011: 60). The sample item is as follows:
“My supervisor is a typical representative of my work group.” 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
items and a sample item is “I would be very happy to spend the rest of my career in
this organization”. CC subscale consists of seven items and a sample item is “If I
wanted to leave my organization, it would be very difficult for me to leave right now.”
NC subscale has 10 items and a sample item is “I would feel guilty if I left this
organization right now”. Participants give their answers using a 5-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
into Turkish by Ozmen, Arbak and Ozer (2005) 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
a sample item is “(Please consider the processes implemented in your institution to
achieve goal/goals and to determine general rules) “To what extent can you express
your ideas and feelings during these processes?”. Interpersonal justice subscale
consists of four items and a sample item is (Please consider the business processes and
practices in your organization) “How kindly is your supervisor reporting to you in
these processes?”. Informational justice subscale consists of five items and a sample
item is “How sincere is your supervisor in his dialogues with you?”. Participants give
their answers using a 5-point Likert-type scale ranging from “1 = very little” to “5 =
very much”. Cronbach's alpha reliability coefficients of the Turkish subscales were
reported as .91, .85 and .91 for procedural justice, interpersonal justice and
informational justice, respectively (Ozer & Urtekin 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
Subordinates’ 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
"No" to the "I agree to participate in the study" item. 38 people gave the answer “No”
to the item “I have been working with the same manager for at least 6 months in my
current institution”. Although ten people answered "Yes" to the question "I have been
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 I;it;?eg
Supervisory Discrimination  2.11 .85 1.0 5.0 .76 .10 1-5
Paternalistic Leadership 340 .66 1.05 5.0 -.50 45 1-5
T-O Leadersip 356 .50 1.60 5.0 -26 .49 1-5
LGP 340 .82 1.09 5.0 -51 -.38 1-5
Continuance Commitment 321 .77 1.0 5.0 =27 -.04 1-5
Normative Commitment 3.17 .71 1.10 5.0 =17 -.30 1-5
Affective Commitment 337 82 1.0 5.0 -53 28 1-5
Procedural Justice 334 76 1.0 5.0 -.44 .08 1-5
Interpersonal Justice 336 .61 1.0 5.0 -42 .59 1-5
Informational Justice 347 88 1.0 5.0 -.68 15 1-5
Psychological Well-being 385 65 1.0 5.0 -.66 1.31 1-5
Job Satisfaction 326 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 supervisory discrimination and employees’ AC to the organization; and
Hypothesis 1b which suggested that there would be a negative association between
supervisory discrimination and employees’ NC to the organization were supported.
However, Hypothesis 1c which suggested that there would be a positive association
between supervisory discrimination and employees’ CC to the organization was not
supported.

In addition, Hypothesis 2a which suggested that there would be a negative
association between supervisory discrimination and employees’ perception of
procedural justice; Hypothesis 2b which suggested that there would be a negative
association between supervisory discrimination and employees’ perception of
interpersonal justice; and Hypothesis 2c which suggested that there would be a
negative association between supervisory discrimination and employees’ perception

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 and employees’ job satisfaction was supported. Besides,
supervisory discrimination was negatively correlated with psychological well-being.
Therefore, Hypothesis 4 which suggested that there would be a negative association
between supervisory discrimination and employees’ psychologically well-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
discrimination and subordinates’ perception of informational justice (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.)
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Figure 2: Moderating Effect of PL in the Relationship Between Supervisory Discrimination
and Subordinates’ Informal Justice Perception

PL also moderated the relationship between supervisory discrimination and
subordinates’ perception of interpersonal justice (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 5¢ which suggested that employees whose managers predominantly
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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)
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Figure 3: Moderating Effect of PL in the Relationship Between Supervisory Discrimination
and Subordinates’ Interpersonal Justice Perception

The findings revealed that PL. moderated the relationship between supervisory
discrimination and subordinates” AC (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
and Subordinates’ Affective Commitment

However, PL did not moderate the relationship between supervisory
discrimination and subordinates’ NC (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
discrimination and subordinates’ CC (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 6¢ 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.)
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Figure 5: Moderating Effect of PL in the Relationship Between Supervisory Discrimination
and Subordinates’ Continuance Commitment

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
discrimination and employees’ psychological well-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
supervisory discrimination and subordinates’ perception of interpersonal justice (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
Discrimination and Subordinates’ Interpersonal Justice Perception

Moreover, T-O leadership moderated the relationship between supervisory
discrimination and subordinates’ perception 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
Discrimination and Subordinates’ Informational Justice Perception

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
employees’ job satisfaction, 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 13¢ 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.)
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Figure 8: Moderating Effect of LGP in the Relationship Between Supervisory
Discrimination and Subordinates’ Informational Justice Perception

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
subordinates’ age would have a moderating effect on the negative relationship between
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 suggested that subordinates’ age would
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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 suggested that subordinates’ age would
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 which suggested that subordinates’ age would have a
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 Subordinates’ Affective Commitment

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 suggested that subordinates’ age
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 suggested that subordinates’ age would have a moderating
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 suggested that subordinates’ age would have
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 suggested that subordinates’ age
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 suggested that subordinates’ gender
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 suggested that subordinates’
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 subordinates’
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 suggested that subordinates’ gender would
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 subordinates’ gender would
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 22¢ which suggested that subordinates’ gender would
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 suggested that subordinates’ gender
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 which suggested that subordinates’ gender
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.
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Table 4: Summary of Hypotheses and Results

Hypothesis 1a: Supervisory discrimination is negatively

associated with subordinates” AC to the organization. Supported
Hypothesis 1b: Supervisory discrimination is negatively Supported
associated with subordinates’ NC to the organization. PP
Hypothesis 1c: Supervisory discrimination is positively

associated with subordinates’ CC to the organization. Not Supported
Hypothesis 2a: Supervisory discrimination is negatively Supported
associated with subordinates’ perception of procedural justice. PP
Hypothesis 2b: Supervisory discrimination is negatively

associated with subordinates’ perception of interpersonal Supported
justice.

Hypothesis 2¢c: Supervisory discrimination is negatively

associated with subordinates’ perception of informational Supported
justice.

Hypothesis 3: Supervisory discrimination is negatively Supported
associated with subordinates’ job satisfaction. pp
Hypothesis 4: Supervisory discrimination is negatively Supported

associated with subordinates’ psychological well-being.

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 Not Supported
predominantly adopt the PL style report a higher level of

procedural justice perceptions than subordinates of managers

with low scores PL style.
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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.

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: The manager’s PL style has a moderating
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.

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.

Hypothesis 6¢: 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

Supported

Supported

Not Supported

Not Supported
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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.

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.

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.

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

Not Supported

Not Supported

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.

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.

Not Supported

Not Supported

Not Supported

Not Supported
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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.

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.

Hypothesis 13a: LGP has a moderating effect on the negative
relationship between supervisory discrimination and
employees' perception of procedural justice. When the
manager’s perceived LGP is high, 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.

Not Supported

Not Supported

Not Supported

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.

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
discrimination and employees' job satisfaction is expected to
be weaker than when the manager's LGP is low.

Supported

Not Supported

Not Supported

Not Supported

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.

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, 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.

Not Supported

Not Supported

Not Supported

Not Supported

Supported
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Table 4: Continued

Hypothesis 18b: The age of employee has a moderating effect
on the negative relationship between supervisory
discrimination and employees’ NC to the 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.

Hypothesis 2 1a: 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

Not Supported

Not Supported

Not Supported

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.

Hypothesis 2 1c: 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 organization. When
employees are exposed to supervisory discrimination, women
are expected to report higher scores on CC than males.

Not Supported

Not Supported

Not Supported

Not Supported

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.

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

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
of supervisory discrimination on subordinates’ organizational commitment,
organizational justice, psychological well-being, and job satisfaction. In addition,
moderating effects of PL style, T-O leadership style, LGP, and participants’ age, and
gender in these relationships were examined.

The present study contributed to the literature by developing the “Supervisory
Discrimination Scale” by adapting the items of the “Organizational Discrimination
Scale” developed by Stimer et al. (2019) and providing evidence for the construct and
criterion validity of the scale.

The current study also revealed that discriminatory acts performed by
supervisors negatively affect subordinates’ perceptions of organizational 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
and subordinates” CC, nevertheless, 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. 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 associated with employees’ psychological well-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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relationship of supervisory discrimination with subordinates’ organizational justice
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 subordinates’ interpersonal justice and AC. As expected, CC levels of subordinates
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
maximizing employees’ organizational commitment, organizational justice,
psychological well-being, and job satisfaction. First, it is shown that supervisory
discrimination was negatively related to employees’ organizational justice perception.
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 increase the employees’
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
subordinates’ perception of interpersonal and informational 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
employees’ work efficiency 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 P moderated the
relationship between supervisory discrimination and subordinates’ AC. Thereby
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
discrimination and employees’ job satisfaction and 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
discrimination with employees’ organizational commitment (i.e., AC, NC, CC),
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
mentioned relationships were investigated. Finally, moderating effects of employees’
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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APPENDIX B. THE STUDY SURVEY

On Calisma Bilgi Formu

Sayin Katilimei;

e Bu anket Cankaya Universitesi Psikoloji Boliimii 6gretim tiyesi Dog. Dr.
Asli GONCU-KOSE ve Cankaya Universitesi Sosyal Bilimler Enstitiisii Psikoloji
Anabilim Dali Sosyal ve Orgiitsel Psikoloji Yiiksek Lisans 6grencisi Tiiliice TOKAT
tarafindan yuriitiilen arastirma kapsamindadir. S6z konusu arastirmanin amaci,
bireysel tutumlarin is yerindeki deneyimler ile iliskilerini incelemektir.

e Cahsymamiza en az 6 aydir aym yonetici ile cahsan Kkisiler

katilabilmektedir. Anketi dikkatli bir sekilde tamamladigr belirlenen her

katihmciya 50'ser TL degerinde Migros hediye ceki gonderilecektir. Hediye
cekinizi alabilmek icin anketin sonunda yer alan ilgili bdéliime size

ulasabilecegimiz bir e-posta adresi yazmaniz yeterlidir. Vereceginiz e-posta

adresi ile cevaplarmiz kesinlikle eslestirilmeyecektir.

e Liitfen her soruyu dikkatle okuvunuz ve hicbir soruyu vyanitsiz

birakmayiniz.

e Verdiginiz bilgiler gizli tutulacak ve sadece arastirmacilar tarafindan
degerlendirilecektir; elde edilecek bilgiler yalmzca bilimsel yaymlarda
kullanilacak, kesinlikle hicbir kisi veya kurumla paylasilmayacaktir.

e Calismanin objektif olmasit ve elde edilecek sonuglarin giivenirligi
bakimindan anket sorularinda duygu ve diistincelerinizi yansitacak sekilde igtenlikle
yanitlamaniz 6nemlidir.

e (Calismaya katilim tamamiyla goniilliilik esasina dayanmaktadir. Katilim
sirasinda herhangi bir nedenden &tiirii kendinizi rahatsiz hissederseniz ¢alismay1

istediginiz anda birakabilirsiniz. Verdiginiz bilgiler gizli tutulacak ve sadece

arastirmaciar tarafindan degerlendirilecektir; elde edilecek bilgiler yalnizca

bilimsel vavinlarda kullanilacak, Kkesinlikle hicbir Kkisi veva kurumla

pavlasilmavacaktir.

e Calisma hakkinda daha fazla bilgi almak icin Cankaya Universitesi Psikoloji
Boliimii 6gretim tiyesi Dog. Dr. Asli GONCU-KOSE (agoncu@cankaya.edu.tr) veya

Cankaya Universitesi Sosyal Bilimler Enstitiisii Psikoloji Anabilim Dali Sosyal ve
Orgiitsel  Psikoloji ~ Yiiksek Lisans programn ogrencisi  Tiilice TOKAT

(tulucetokatt@gmail.com) ile iletisim kurabilirsiniz.
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e Anketin cevaplanmasinda siire sinirlamasi yoktur; ancak anketin
doldurulmasi, yaklasik XX dakika stirmektedir.

e Calismamiza katiliminiz ve yaptiginiz katki bizim i¢in ¢ok degerlidir. Bu
anketi doldurmak i¢in zaman ayirdiginiz i¢in tesekkiir ederiz.

Do¢. Dr. Ash GONCU-KOSE, Cankaya Universitesi, Psikoloji Béliimii

E-posta: agoncu@cankaya.edu.tr

Psk. Tiiliice TOKAT, Cankaya Universitesi, Psikoloji Boliimii (Sosyal ve
Orgiitsel Psikoloji Yiiksek Lisans Program Ogrencisi)

E-posta: tulucetokatt@gmail.com

Calismaya katilmay1 kabul ediyorum

__Evet

__Hayir (Calismamiza gosterdiginiz ilgi icin ¢ok tesekkiir ederiz)

Su anda ¢alistigim kurumda en az 6 aydir ayni yonetici ile ¢alistyorum
__ Evet

__Hayir (Cahismamiza gosterdiginiz ilgi icin ¢ok tesekkiir ederiz)
Calistigimz kurumdaki ¢alisma bi¢iminiz hangisidir?

Beyaz Yaka (Bedensel yerine zihinsel giicti ile maag kazanan kisi)

Mavi Yaka (Daha ¢ok bedensel giicii ile maas kazanan kisi)
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BOLUM 1. YONETICININ AYRIMCILIK DAVRANISLARI OLCEGI

Asagida, bazi yonetici davraniglari yer almaktadir. Liitfen her bir maddede ifade edilen davranisin

dogrudan bagh bulundugunuz yéneticiniz/amiriniz icin ne kadar gegerli oldugunu belirtiniz.

Degerlendirmelerinizi asagida sunulan 5 basamakli 6lgegi kullanarak yapiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5= Tamamen

katiliyorum

1. Caliganlara din ya da mezhepleri temelinde farkli muamelede bulunur.

2. Hemsehricilik yapar.

3. Siyasi goriis temelinde ayrimeilik yapar.

4. Calisanlara cinsel yonelimleri sebebiyle ayrimcilik yapabilir.

5. Isi iyi yapam degil, arkasi saglam olani kayirir.

Dikkatinizin dagilmadigini gostermek icin liitfen bu maddede 5' isaretleyiniz. (Kontrol

maddesi).

6. Fiziksel olarak daha ¢ekici ¢alisanlara ayricalikli davranir.

7. Caliganlar1 akrabalik ve yakinlik iliskileri temelinde kayirir.

Dikkatinizin dagilmadigini gostermek i¢in liitfen bu maddede 2'yi isaretleyiniz.

8. Ileri yastaki caliganlara, sirf yaglarindan dolay1 olumsuz bir sekilde ayrimcilik yapar.

9. Calisanlara oru¢ tutma, Cuma namazina gitme gibi dini ibadetleri yapip

yapmamalarina bagli olarak farkli muamele gosterir.

10. Isi yapabilecek olsa bile engelli bireylerin galistirilmasini tercih etmez.

11. Arkasi saglam olan ¢alisanlardan ¢ekinir.

12. LGBTI (homoseksiiel, transeksiiel, lezbiyen vb.) bireylerle ¢alismay tercih etmez.

13. Calisanlara medeni durumlari sebebiyle is yiikii veya is saatlerinin ayarlanmasinda

ayrimcilik yapar.

14. Engelli calisanlar1 olumsuz bir sekilde ayrimciliga maruz birakabilir.

15. Caliganlart akrabalik ve yakinlik iliskileri temelinde kayirir.

16. Calisanlar ait olduklart gruba (6rn., mezun olunan okul gibi) gére kayirir.

17. Calisanlara belli bir dini inang ve goriise uygun davranmalari i¢in sosyal baski yapar.
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BOLUM 2. BABACAN LIDERLIK OLCEGI

Asagida, bazi yonetici davraniglari yer almaktadir. Liitfen her bir maddede ifade edilen davranisin

dogrudan bagh bulundugunuz yéneticiniz/amiriniz icin ne kadar gegerli oldugunu belirtiniz.

Degerlendirmelerinizi asagida sunulan 5 basamakl 6lgegi kullanarak yapiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5= Tamamen

katiliyorum

DOGRUDAN BAGLI BULUNDUGUM YONETICI...

1. Caliganlarina kars1 bir aile biiyligti (baba/anne veya agabey/abla) gibi davranir.

Caligsanlarini yakindan (6., kigisel sorunlar, aile yasantisi vs.) tanimaya 6nem

Verir.

3. | Calisanlarina kars1 tatli-serttir.

Calisanlardan birinin 6zel hayatinda yasadigi problemlerde (6rn; esler arasi

problemlerde) arabuluculuk yapmaya hazirdir.

Calisanlariyla ilgili kararlar alirken (6rn., terfi, isten ¢ikartma), performans en

onemli kriter degildir.

6. | Calisanlarini digaridan gelen elestirilere karsi korur.

Calisanlaryla iliskilerinde duygusal tepkiler gosterir; seving, iiziinti, kizginlik

gibi duygularint disa vurur.

8. | Isleilgili her konunun kontrolii altinda ve bilgisi dahilinde olmasinu ister.

Ihtiyaglar1 oldugu zaman, galisanlarina is dist konularda (6rn., ev kurma, gocuk

okutma, saglik vs.) yardim etmeye hazirdir.

Calisanlarina gosterdigi ilgi ve alakaya karsilik, onlardan baglilik ve sadakat
bekler.

10.

11. | Calisanlarina bir aile biiytigii gibi 6giit verir.

12. | Calisanlartyla bire bir iliski kurmak onun i¢in ¢ok énemlidir.

Gerektiginde, ¢aliganlart adina, onaylarini almaksizin bir seyler yapmaktan
13.
¢ekinmez.

14. | Calisanlarinin 6zel ginlerine (6rn., nikah, cenaze, mezuniyet vs.) katilir.

15. | Calisanlarinda sadakate, performansa verdiginden daha fazla 6nem verir.

16. | is yerinde aile ortami yaratmaya énem verir.

17. | Calisanlarinin gelisimini yakindan takip eder.

18. | Calisanlartyla yakin iliski kurmasina ragmen aradaki mesafeyi de korur.

19 Bir ebeveynin c¢ocugundan sorumlu olmasi gibi, her c¢alisanindan kendini
" | sorumlu hisseder.

20. | Calisanlart i¢in neyin en iyi oldugunu bildigine inanir.

21. | lsleilgili konularda ¢aliganlarinm fikrini sorar, ama son karar1 kendisi verir.
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BOLUM 3. iS-ODAKLI LIDERLIK OLCEGI

Asagida, bazi yonetici davraniglari yer almaktadir. Liitfen her bir maddede ifade edilen davranisin

dogrudan bagh bulundugunuz yéneticiniz/amiriniz icin ne kadar gegerli oldugunu belirtiniz.

Degerlendirmelerinizi asagida sunulan 5 basamakl 6lgegi kullanarak yapiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5= Tamamen

katiliyorum

DOGRUDAN BAGLI BULUNDUGUM YONETICI...

1. Az calisan elemanlarii daha ¢ok ¢aligmalari igin tegvik eder.

2. Biitiin bir birimin/kurulusun esenligini elemanlarinin tek tek refahindan daha

ustiin tutar.

3. Elemanlarinin neyi nasil yapmalari gerektigi konusunda ayrintili kararlar verir.

4. Elemanlarinin aldiklari kararlardan kendisini haberdar etmelerini ister.

5. Kot yapilan isleri elestirir.

6. Iste kendi fikirlerini dener

7. Kurallarindan taviz vermez bir sekilde yonetir.

8. Biitlin bir birimin iyiligi i¢in elemanlarindan fedakarlikta bulunmalarini ister.

9. Elemanlarini daha fazla ¢aba harcamalari konusunda “diirttikler”.

10. Verilen islerin zamaninda bitirilmesi gerektigini 6zellikle belirtir.

11. Elemanlarinin her birine ayri gorevler verir.

Dikkatinizin dagilmadigini gostermek igin liitfen bu maddede 1°i isaretleyiniz.

12. Elemanlariyla yalnizca daha d6nceden tayin edilmis zamanlarda toplantilar yapar.

13. Rakip gruplardan daha 6nde olmalar1 konusunda elemanlarina baski yapar.

14. Elemanlarindan var olan standartlara harfi harfine uymalarini ister.

15. Elemanlarini normal siireden (mesai disinda) daha fazla ¢alismalari konusunda

tesvik eder.

16. Elemanlarinin miimkiin oldugunca ¢ok ¢aligmalarini saglar.

17. Ne kadar i yapilmasi gerektigi konusunda elemanlarina talimatlar verir.

18. Elemanlarinin bir igi en iyi bildikleri bigimde yapmalarina izin verir.

19. Sorunlara yeni yaklasimlar getirir.

20. Elemanlarinin yeni fikirler tiretmeleri igin sabirla bekler.
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BOLUM 4. LIDER-GRUP BENZERLIiGi OLCEGI

Asagida, baz1 yonetici davraniglart yer almaktadir. Liitfen her bir maddede ifade edilen davranisin

dogrudan bagh bulundugunuz yéneticiniz/amiriniz icin ne kadar gegerli oldugunu belirtiniz.

Degerlendirmelerinizi asagida sunulan 5 basamakli 6l¢egi kullanarak yapiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5= Tamamen

katiliyorum

1. Amirim i¢inde bulundugum grubun tipik bir temsilcisidir.

2. Amirim, sahip oldugu 6zellikler bakimindan ig grubumun tiyelerini temsil

etmektedir.

3. Sahip oldugu deger yargilari agisindan amirim bize (bana ve ig grubumun diger

tiyelerine) ¢ok benzer.

4. Genel olarak, amirimin diisiince yapisi bizimkinden (ben ve is grubumun diger

tiyelerinden) ¢ok farkli degildir.

5. Genel olarak amirim bende, bizden (ben ve is grubumun diger iiyelerinden) biri

oldugu izlenimini uyandirir.

6. Amirimin ekip/is grubu olarak sahip oldugumuz kimligi ¢ok iyi yansittigini

dustintiriim.

7. Amirim is grubumuzun degerlerini temsil etmek konusunda son derece basarilidir.

8. Genel olarak amirimin yonetim tarzi bizim ekibin ruhuna uygundur.

9. Amirimin ¢ogu davranisi tarafimizdan (ben ve is grubumun tiyeleri tarafindan)

onaylanmaz.

10. Amirimle i grubu olarak ortak bir diistince seklimiz vardir.

11. Amirimin is ile ilgili olaylara yaklasim sekli bizimkine (ben ve is grubumun

iyelerine) benzer.
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BOLUM 5. ORGUTSEL BAGLILIK OLCEGI

Lutfen, asagida verilen ifadeleri okurken su anda ¢aligmakta oldugunuz kurumu diisiiniiniiz ve
kendinize en uygun secenegi verilen 6lcegi kullanarak belirtiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5= Tamamen

katiliyorum

1. Buradaki isimi kendi 6zel isim gibi hissediyorum.

2. Baska bir kurumun ¢alistigim kurumdan daha iyi olacaginin garantisi yok, buray1

hi¢ olmazsa biliyorum.

3. Benim i¢in avantajli olsa da calistigim kurumdan su anda ayrilmam dogru olmaz.

4. Calistigim kuruma kendimi duygusal olarak bagli hissetmiyorum.

5. Calistigim kurum i¢in bu kadar ¢ok fedakarlik yapmamis olsaydim, baska bir yerde

caligmay1 diisiinebilirdim.

Dikkatinizin dagilmadigini gostermek igin liitfen bu maddede 1'i isaretleyiniz.

6. Buradaki insanlara karsi yiikiimliiliik hissettigim i¢in kurumumdan su an

ayrilmazdim.

7. Calisgtigim kurumuma karsi1 gii¢lii bir aidiyet hissetmiyorum.

8. Calistigim kurumdan ayrilip bagka bir yerde sifirdan baslamak istemezdim.

9. Calistigim kurum maddi olarak zor durumda olsa bile, sonuna kadar kalirdim.

10. Caligtigim kurumun amaglarini benimsiyorum.

11. Zaman gectikce calisngim kurumdan ayrilmanin gittikge zorlastigini

hissediyorum.

12. Calistigim kurum sayesinde ekmek parasi kazaniyorum, karsiliginda sadakat

gostermeliyim.

13. Caligtigim kurumun benim i¢in ¢ok 6zel bir anlami var.

14. Calistigim kurumdan ayrilirsam hayatim biiyiik 6lgiide alt iist olur.

15. Calistigim kuruma ¢ok sey bor¢luyum.

16. Calistigim kurumun bir ¢alisani olmanin gurur verici oldugunu diisiiniiyorum.

17. Isteseydim bile su anda ¢alistigim kurumdan ayrilmak benim igin ¢ok zor olurdu.

18. Calistigim kuruma sadakat gostermenin gérevim oldugunu diigtiniiyorum.

19. Caligtigim kurumun sorunlarini kendi sorunlarim gibi gériiyorum.

20. Yeni bir kuruma alismak benim i¢in zor olurdu.

21. Caligtigim kurumda kalmak i¢in hicbir yiikiimliiliik hissetmiyorum.

22. Kendimi kurumumda ailenin bir pargasi gibi hissediyorum.

23. Calistigitm kurumdan ayrilarak burada kurdugum kisisel iliskileri bozmam dogru

olmaz.

24. Calistigtm kurumdan ayrilip birlikte calistigim insanlar1 yari yolda birakmak

istemem.

25. Calistigim kurumdan simdi ayrilsam kendimi suglu hissederim.
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BOLUM 6. KURUMSAL ADALET OLCEGI

Asagida verilen ifadeleri dikkatlice okuyarak, kendinize en uygun secenegi verilen 5 basamakli
Olcegi kullanarak belirtiniz.
1 = Cok az dlgtde; 2 = Az 6lgiide; 3 = Kismen; 4 = Biiyiik 6lciide; 5 = Cok biiyiik 6lciide

Liitfen kurumunuzda amaclara/hedeflere ulasmak ve genel kurallan

belirlemek icin uygulanan siiregleri diisiiniiniiz:

1. Fikirlerinizi ve duygularinizi bu siirecler esnasinda ne dl¢iide ifade

edebiliyorsunuz?

2. Bu siiregler esnasinda elde edilen kazanimlar tizerinde ne 6l¢tide etkiniz vardir?

3. Busiireglerin ne olgtide tutarlt bir sekilde uygulandigini diisiintiyorsunuz?

4. Bu siiregler ne 6l¢iide 6nyargilardan uzak uygulaniyor?

5. Bu siiregler ne 6l¢giide dogru ve tutarh bilgilere dayandirilir?

6. Siirecler sonucu ulasilan kazanimlarin diizeltilmesini ne ol¢iide talep edebilirsiniz?

7. Bu siiregler etik ve ahlaki standartlara ne derece uygundur?

Liitfen kurumunuzdaki is siireclerini ve uygulamalar: diisiiniiniiz.

8. Dogrudan bagli bulundugunuz yoneticiniz bu siireglerde size ne kadar nazik

davranir?)

9. Dogrudan bagli bulundugunuz y6neticiniz bu stireglerde size ne kadar deger verir?

10. Dogrudan bagli bulundugunuz yéneticiniz bu siireglerde size ne kadar saygi

gosterir?

11. Dogrudan bagli bulundugunuz yoneticiniz bu stireglerde size ne derecede haksiz

yorum ve elestiriler yoneltir?

Liitfen, asagidaki sorular1 yanitlarken dogrudan bagh bulundugunuz yoneticiyi

diisiinerek cevap veriniz.

12. Dogrudan bagli bulundugunuz yoneticiniz, sizinle olan diyaloglarinda ne derece

samimidir?

13. Dogrudan bagli bulundugunuz yoneticiniz, siiregleri sizinle ne 6lgiide paylasir?

14. Dogrudan bagli bulundugunuz yoneticinizin siireglere yonelik aciklamalari ne

derece mantiklidir?

15. Dogrudan bagli bulundugunuz yoneticiniz, ayrintilar1 zamaninda aktarma

konusunda ne derece 6zenlidir?

16. Dogrudan bagli bulundugunuz yoéneticiniz bilgi aktarirken, herkesin

anlayabilecegi dilden konusmaya ne derecede 6zen gosterir?
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BOLUM 7. iS DOYUMU OLCEGI
Liitfen, genel olarak isinizden ne derecede memnun oldugunuzu en iyi temsil

eden yiiz ifadesinin altindaki ya da tistiindeki rakami, verilen 6lgekte isaretleyiniz.

VOO

BOLUM 8. PSIKOLOJIK IYILIK HALI OLCEGI

Liitfen, asagida verilen ifadeleri dikkatlice okuyarak, kendinize en uygun secenegi isaretleyiniz.
1= Kesinlikle katilmiyorum; 2= Katilmiyorum; 3= Biraz katiliyorum; 4= Katiliyorum; 5=

Tamamen katiliyorum

1. Amaci olan, anlamli bir yagsam stirmekteyim.

. Sosyal iliskilerim destekleyici ve ddiillendiricidir.

. Guinliik aktivitelerime ilgi duyar, kendimi adarim.

. Bagkalarmin mutluluk ve iyilik hallerine aktif olarak katkida bulunurum

. Benim i¢in 6nemli olan faaliyetlerde yetkin ve yeterliyimdir.

. Iyi bir insanim ve iyi bir hayat yasamaktayim.

. Gelecegim hakkinda iyimserim.

| | | | K~ LN

. Insanlar bana saygi duyar.
BOLUM 9: (DEMOGRAFIK BiLGI FORMU)

Son olarak, liitfen agagidaki sorular1 cevaplayiniz.

1. Yasimz:
2. Cinsiyetiniz:
e Kadm
e Erkek
e Belirtmek Istemiyorum
3. Medeni durumunuz:
___Evhi
___ Bekar
____ Diger (lutfen agiklayiniz)

____Belirtmek istemiyorum
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4. En son aldigimz egitim derecesi:
_ Tlkokul
___ Ortaokul
__Lise
_ Iki yillik yiiksekokul
__ Universite (dort y1llik)
__Yiksek lisans
____Doktora
5. Calistigimz sektor:
_ Kamu
_ Ogzel
__ Sivil Toplum Kurulusu (STK)
____ Diger (lutfen agiklayiniz)

6. Kurumunuzun faaliyet gosterdigi is kolu:

(J Finans (J Teknoloji

(J Hizhi Tiiketim Mallar1 0 Insaat ve Malzeme
O Saglik ve Ilag O Medya

J Otomotiv (J Tekstil

(J Metal 0 Egitim

(J Dayanikli Tiiketim Mallar

(J Diger (Liitfen bBelirtiniz) ...........eeveeiieeeeiiiiiiiiiiiieie e e e eeeeiireeeee e e
7. Ne zamandir mevcut ig yerinizde ¢alistyorsunuz? (Liitfen y1l ve ay olarak belirtiniz.
Ornegin, 3 y1l 0 ay veya 2 yil 7 ay gibi)
Yil

Ay

8. Ne zamandir dogrudan bagli bulundugunuz yonetici ile birlikte ¢alistyorsunuz?

(Liitfen y11 ve ay olarak belirtiniz. Ornegin, 3 y1l 0 ay veya 2 yil 7 ay gibi)
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9. Asagida sunulan seceneklerden, su an calismakta oldugunuz kurumdaki kadin-

erkek oranini en iyi sekilde tanimlayani belirtiniz (sizin kurumdaki cinsiyet dagilimin

nasil algiladiginiza gore):
____neredeyse herkes erkek
erkeklerin oram kadinlardan daha fazla
erkek ve kadin oran1 yaklagik olarak esit
kadinlarin oram erkeklerden daha fazla
neredeyse herkes kadin
10. Dogrudan bagl bulundugunuz yoneticinizin cinsiyeti nedir?
__ Kadm
_ Erkek

11. Dogrudan baglh bulundugunuz y6neticinizin yast nedir?

ARASTIRMAMIZA SAGLADIGINIZ KATKI ICIN COK
EDERIZ :)

76

TESEKKUR



	627e587cddb024fabf4ddb8af0fc5857001c36ec64905528ea38a1ee79516041.pdf
	627e587cddb024fabf4ddb8af0fc5857001c36ec64905528ea38a1ee79516041.pdf
	627e587cddb024fabf4ddb8af0fc5857001c36ec64905528ea38a1ee79516041.pdf

