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ABSTRACT

ATTITUDES TOWARD MANAGERS IN TURKEY:
THE EFFECTS OF GENDER OF EMPLOYEES, GENDER OF MANAGERS

AND SOCIAL DOMINANCE ORIENTATION

Nur Gurur EMEKSIZOGLU
M. S., Department of Psychology

Supervisor: Prof. Dr. Nuray SAKALLI-UGURLU

June 2016, 95 pages

The main aim of the present study was to explore the effects of gender of employees,
gender of managers, and social dominance orientation on attitudes toward managers
in Turkey. Additionally, the study aimed to test whether priming social dominance
orientation has any effect on attitudes toward managers. Accordingly, 417 employees
had participated to the study. While 231 of them are women, 186 of them are men.
Their age means are 28.45 (SD = 6.33) and 29.09 (SD = 6.34), respectively.
According to the data analyses, men employees who take priming and having high
social dominance orientation show more negative attitudes toward women managers
than women employees who do not take priming and having low social dominance
orientation. Additionally, it was found that employees high in social dominance
orientation show more negative attitudes toward women managers than employees
low in social dominance orientation. Also, the present study showed that women

employees have more positive attitudes toward women managers than men do.
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Finally, it is seen that attitudes toward women managers are more positive than
attitudes toward men managers for women employees, whereas attitudes toward men
managers are more positive than attitudes toward women managers for men

employees.

Based on the results, contributions of this thesis to the literature are (1) comparing
genders of employees and managers within the context of attitudes toward managers,
(2) investigating the effect of social dominance orientation on attitudes toward
managers in Turkey, (3) using priming method to see the effect of gender-based

social dominance orientation on attitudes toward managers.

Keywords: Attitudes toward managers, gender differences, social dominance

orientation, gender-based priming, Turkey.



0z

TURKIYE’DE YONETICILERE ILISKIN TUTUMLAR:
CALISANIN CINSIYETI, YONETICININ CINSIYETI VE

SOSYAL BASKINLIK YONELIMININ ETKILERI

Nur Gurur EMEKSIZOGLU
Yiiksek Lisans, Psikoloji Boliimii

Tez Danmigmant: Prof. Dr. Nuray SAKALLI-UGURLU

Haziran 2016, 95 sayfa

Bu ¢alismanin ana amaci ¢alisanin cinsiyeti, yoneticinin cinsiyeti ve sosyal baskinlik
yoneliminin yoneticilere iliskin tutumlar iizerindeki etkilerini Tiirkiye baglaminda
arastirmaktir. Ayrica, hazirlama etkisi yontemi kullanilarak, cinsiyet temelli sosyal
baskinlik yoneliminin yoneticilere iligkin tutumlar tizerinde etkisi olup olmayacagini
arastirmaktir. Amag¢ kapsaminda, 417 calisan arastirmaya katilim gostermistir.
Katilimcilarin 231°1 kadinken, 186°s1 erkektir. Yas ortalamalar1 ise sirasiyla 28.45
(SS =6.33) ve 29.09’dur (SS = 6.34). Veri analizi bulgularina gore, hazirlama etkisi
alan, sosyal baskinlik yonelimi yiiksek erkek ¢alisanlarin kadin yoneticilere iligkin
tutumlari; hazirlama etkisi almayan, sosyal baskinlik yonelimi diisiikk kadin
calisanlarin kadin yoneticilere iliskin tutumlarindan daha negatif bulunmustur.
Ayrica bulgular arasinda, sosyal baskinlik yonelimi yiiksek olan calisanlarin diigiik
olan calisanlara kiyasla kadin yoneticilere iliskin daha olumsuz bir tutuma sahip

olduklar1 da gorilmektedir. Son olarak, bulgulara gore, kadin c¢alisanlar erkek
Vi



calisanlara kiyasla kadin yoneticiye iliskin daha olumlu tutuma sahiptirler. Ayrica,
kadin ¢alisanlarin kadin yoneticilere iliskin tutumlar1 erkek yoneticilere iliskin
tutumlarina kiyasla daha pozitifken, erkek c¢alisanlarin erkek yoneticilere iliskin

tutumlar1 kadin yoneticilere iliskin tutumlarina kiyasla daha pozitiftir.

Tim bunlardan hareketle, bu tezin yazina katkilar1 (1) yoneticilere iliskin tutumlar
baglaminda c¢alisanlarin ve yoneticilerin cinsiyetlerini karsilastirmasi, (2) Tiirkiye’de
yoneticilere iliskin tutumlar {izerinde sosyal baskinlik yoneliminin etkisini
arastirmasi, (3) calisanlarin yalnizca cinsiyet temelli sosyal baskinlik yonelimlerinin
yoneticilere iliskin tutumlar1 iizerindeki etkilerini gérmek i¢in hazirlama etkisi

yontemini kullanmasidir.

Anahtar Kelimeler: Yoneticilere iliskin tutumlar, cinsiyet farkliliklari, sosyal

baskinlik yonelimi, cinsiyet temelli hazirlama etkisi, Tiirkiye.
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CHAPTER 1

INTRODUCTION

When the statistics about the world population have been examined, it is possible to
say that the ratio of males to females is almost equal. Despite the equality in
numbers, the distribution rates of the privileges or sources to women and men are
different. According to the statistics that United Nations Statistics Division has
explained in December 2012, the male population in the world is approximately
60,000,000 higher than the female population in the world (United Nations Statistics
Division — UNSD, 2012). However, the difference between distribution rates of the
sources to women and men is bigger than this and the many of the privileges are for

men.

The unfair distribution rates of the sources, such as job, wage, and prestige have been
improved some, but there is still a huge gap between men’s and women’s in terms of
job opportunities, wage, and management positions. For example, when the gender
wage gap in OECD nations is analyzed; as a very developed country, United States
or Canada can present surprising results. According to the statistics, United States
was the seventh and Canada was the eighth country that has the largest gender wage
gap with 19.09% and 18.77% respectively, in 2012. In same statistics, Turkey was
found as the sixth country that has the largest gender wage gap with 20.06% (OECD,
2012).

To form an idea about the place of men and women, the statistics that are especially
about women and men in managerial positions can be used. The share of women as
legislators, senior officers and managers was 43% in United States in 2008, whereas
the share was 10% in Turkey in the same year (United Nations Statistics Division —
UNSD, 2012). Again, in another statistics about the inequalities, the proportions of

female high level managers, female judges, female professors, female police officers
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were found as 9.3%, 36.3%, 28.2% and 5.5 % respectively in Turkey in 2013
(Turkish Statistical Institute — TSI, 2013). Even though the managerial positions are
too risky to discriminate between men and women, people’s tendencies to choose
men for managerial positions are much more than women. For instance, executive
officer positions held by women percentages for Fortune 500 was 14.6% in 2013
(Catalyst, 2014). The low representation of the women in managerial positions shows
that there are some serious reasons behind this inequality. Therefore, to research
about these reasons will be useful to decrease their defects on the distribution rates in

Turkey.

As mentioned before, this inequality is everywhere in the world, from the most
developed countries, such as United States and United Kingdom to the least
developed countries, such as Ethiopia and Afghanistan. Despite the fact that the more
prosperity that the country has, the more share that the women have, women’s
opportunities are always lesser than men. This fact points to the question ‘‘what is
behind of this permanent inequality between men and women?’’. In different studies,
the reasons of the unequal sources of women and men have been researched with
different perspectives. Glick and Fiske’s sexism studies (2001), Eagly and Karau’s
gender-roles related studies (2002), studies with the focus of patriarchy (Mostafa,
2005) are only some examples of these researches. Except for these, attitudes toward
women (e.g., Eagly & Mladinic, 1989; Spence & Helmreich, 1972), attitudes toward
women’s rights (e.g., Heaven, 1999), attitudes toward women employees (e.g., Bass,
Krusell, & Alexander, 1971), attitudes toward women leaders (e.g., Ugurlu &
Hovardaoglu, 2011) and attitudes toward women managers (e.g., Liu, Comer, &
Dubinsky, 2001; Mostafa, 2005; Simmons, Duffy, & Alfraih, 2012) have also been
studied within years. By taking into consideration all these studies, it is possible to
suggest that individuals’ attitudes can be very explanatory while analyzing the

inequalities between men and women in the world, and of course in Turkey.

Starting from this point of view, | aim to go deeper into the reasons that pave the way
for lower representations of women in managerial positions. As stated before, if the

motivation sources of evaluating women and men differently for managerial
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positions are known, the conditions and the disproportionate distribution in all areas
can be understood and adjusted. Therefore, the present study aims to analyze the
effect of social dominance orientation (SDO), and some demographic information,
such as gender of employees and gender of managers, work life experience and
sector on attitudes toward managers. Except for these, the present study also aims to
put emphasis on the effect of gender-based SDO on attitudes toward managers, with
the help of it the difference between the effects of general SDO and gender-based
SDO can be evaluated. While examining these, the following concepts were
discussed and analyzed in the introductory chapter: First, | plan to put emphasis on
attitudes toward managers, and the effects of gender differences of the employees
and also managers. Second, social dominance theory (SDT) and its links with
gender-roles and sexism concepts will be explained. Finally, the research questions

and the hypotheses of the thesis will be presented.
1.1. Attitudes Toward Managers

Before elaborating the reasons about the inequality between the numbers of women
and men managers, and attitudes toward them, first, the definition of manager
concept and the studies on attitudes toward managers will be discussed. Next, gender
differences of employees and managers regarding attitudes toward managers will be

put emphasis on, and finally, the gaps in the previous studies will be given.

To apprehend the studies regarding attitudes toward managers, first what the
manager is and other concepts similar to manager will be discussed. Later, attitudes
toward managers studies will be examined by making use of the findings of attitudes
toward leaders and authorities. In the lights of the definitions of manager concepts, it
can be said that being manager is associated with effort, passion and need for success
(Turk, 2007), therefore in every small or big community, there is a manager that is
responsible for the managerial issues. Management is mostly related to conducting
the businesses, so always there is a need for a manager. As a consequence of this
need, the most suitable person in the community can be the manager, because the
position that manager holds cannot be vacant permanently. Ideally, all corporations

want their managers be smart, tough, persistent, analytical and tolerant, but actually
3



the person holds the manager title does not have to be genius or hero for managing
the organization (Zaleznik, 2004). Because of the similarity of their responsibilities,
usually manager and leader positions are confused. Although these qualifications are
attributed to both managers and leaders, the presence of manager serves running the
businesses, as mentioned before. Contrary to this, leaders hold those qualifications to
create great change and reach great goals. The aims of the leaders can be linked to
the characteristics of the leadership that Etzioni (1964) defines. According to him,
leadership depends on some effective personal qualifications, and cannot be suitable
for everyone. Being leader is much more intuitive, and mostly based on the
personality. Further, according to Bennis (1994), while manager tries to handle the
situation, leader makes innovations; and while manager focuses on the structure and
the system, leader focuses on the people. Similarly, Starratt (1995) suggests that
while manager manages, leader manipulates; and while manager preserves the
existing structure, leader tries to change the existing structure. By gathering all these
definitions, it can be inferred that while the most suitable person can be the manager
in an organization, leadership cannot be given as a title to the person, it is only
claimed by the right person. Therefore, it is not necessary to have a leader in the

organization, while it is necessary to have at least one manager.

Understanding the differences between two concepts is important to apprehend
people’s attitudes toward managers and leaders. Because of the conceptual
differences of these two positions, people’s expectations about them can change.
According to Zaleznik (2004), leaders are much more artistic, and can tolerate lack
of structure, while managers are more structured minded, organized and controlled.
In the simplest term, people can evaluate managers and leaders differently just
because of the characteristics that Zaleznik (2004) indicates. Although the definitions
of both concepts are similar, implicit structures are mostly used while defining the
leader (Rush, Thomas, & Lord, 1977). To be more precise, while everybody has a
chance to be a manager, there is only a bunch of people who have the exact
qualifications to be a leader. According to this, it seems that the characteristics of the

leadership, image of the ideal leader and the requisites for being leader can affect the



attitudes of a person toward a leader (Rush et al., 1977). Therefore, it can be assumed
that the same evaluators can have different attitudes toward a same person who is
presented as a leader, as an authority or as a manager. Although the concepts are
confused with each other usually, there are many differences between them as it was
told before. Based on the distinctions between leader and manager, the aim of the
thesis is to focus on attitudes toward managers, not leaders. Even so, the studies
regarding attitudes toward leaders and attitudes toward authorities will be considered

to make effective inferences in the present study.

Since the studies regarding attitudes toward managers do not give places to the
comparisons between genders, the literature about this is a little bit barren. Therefore,
using the findings of attitudes toward leaders and authorities (e.g., Eagly, Makhijani,
& Kilonsky, 1992; Eagly, Wood, & Diekman, 2000; Rudman & Kilianski, 2000;
Ugurlu & Hovardaoglu, 2011; Wood, 2000) can make us gain insight about the
differences between attitudes toward men and women managers. At this point, it
should be mentioned that although the literature regarding attitudes toward women
managers are very rich and helpful to conduct a new study (e.g., Aycan, Bayazit,
Berkman, & Boratav, 2011; Sakalli-Ugurlu & Beydogan, 2002), the same thing
cannot be mentioned for attitudes toward men managers. There is no study in Turkey
to examine attitudes toward both women and men managers. In the lights of this fact,
it is possible to say that attitudes toward managers issue was not explored completely
in Turkey. As a comparison group, men managers cannot find a place for themselves
among the attitudes toward managers studies. The most comparative data about men
and women managers are the studies related to public polls. Although the public
polls related studies are very informative, there is still a need for explanatory studies.
Thus, to take action against the inequalities between women and men managers can

be possible.

Actually, the differences between the numbers of the explanatory studies regarding
attitudes toward women and men managers can also be seen in the scales that have
been used in this area. In the simplest term, while a researcher can select one of the

many scales that test attitudes toward women managers, the same thing cannot be

5



mentioned for the attitudes toward men managers. There are several attitudes toward
women managers scales, such as The Women as Managers Scale (WAMS) (Terborg,
Peters, llgen, & Smith, 1977), The Attitudes Toward Women as Managers Scale
(ATWAM) (Yost & Herbert, 1985), Managerial Attitudes Toward Women
Executives (MATWES) (Dubno, Costas, Cannon, Wankel, & Emin, 1979) and
Attitudes Towards Women Managers (ATWoM) (Aycan et al., 2011). Since there
are no scales measuring attitudes toward men managers, it can be assumed that the
interest toward attitudes regarding men managers is too little. As it seems, inequality
between women and men managers is actually everywhere. Therefore, to
comprehend the attitudes toward managers subject as a whole, attitudes toward

women and men managers will be studied simultaneously.

As it was mentioned, despite the lack of comparative studies regarding attitudes
toward women and men managers, attitudes toward women managers have been
intensively studied. Therefore, sharing results of them can be insightful to conduct
the present study. According to Dubno’s longitudinal study, participants’ attitudes
toward women managers remained same over the years (1985). Although the
participants’ attitudes toward women managers did not change over the years, it is
assumed that the factors that affect the attitudes have diversified in years, such as
gender differences (e.g., Mostafa, 2005), experience with women manager (e.g.,
Bhatnagar & Swamy, 1995; Owen & Todor, 1993; Preko, 2012), having a mother
that works (e.g., Ali, Khan, & Munaf, 2013; Terborg et al., 1977), age (Mostafa,
2005), negative stereotypes (e.g., Preko, 2012), gender-roles (e.g., Aycan et al.,
2011), sexism (e.g., Masser & Abrams, 2004; Sakalli-Ugurlu & Beydogan, 2002),
power distance (e.g., Simmons et al., 2012) and attributions (e.g., Ozkan, 2006).
These different studies regarding attitudes toward women managers have enriched
the literature undoubtedly, and have helped researchers to comprehend the attitudes
toward managers from different perspectives. However, there can be still other
factors that are related to attitudes toward managers. Therefore, attitudes toward

managers should be explored with different variables and methods.



At this point, the studies (e.g., Ali et al., 2013; Bhatnagar & Swamy, 1995; Conway
& Vartanian, 2000; Simmons et al., 2012) that explore the predictors of attitudes
toward managers should be underlined. When the literature about the role of social
contact with women managers was reviewed, it is seen that there is a relationship
between having a mother that works and attitudes toward women managers (Terborg
et al., 1977). According to them, male participants who have working mothers show
more positive attitudes toward women managers than the male participants who do
not have working mothers. Furthermore, having an experience with women manager
Is also important factor for having positive attitudes toward women managers
(Bhatnagar & Swamy, 1995; Owen & Todor, 1993).

Sexism has also been studied as an important predictor of attitudes toward women
managers (Masser & Abrams, 2004). Accordingly, there is a relationship among
hostile sexism, benevolent sexism, discrimination and a job type that the woman
prefers. The women who apply for the managerial positions are evaluated more
negatively because of the hostile sexism, whereas the men who apply for the
managerial positions are evaluated more positively because of the benevolent sexism
(Masser & Abrams, 2004). Further, a study from Turkey (Sakalli-Ugurlu &
Beydogan, 2002) found that there is a significant relationship between hostile sexism
and negative attitudes toward women managers. Hostile and benevolent sexism will
be discussed in detail later, but the short definitions of them can be given now to
apprehend the results of the studies. Hostile sexism is a kind of prejudice and
discrimination form against women. Just being woman is enough for being a target
of hostile sexism, and its natural cause, hostility. On the other hand, benevolent
sexism is much more complicated since it is more sinister than other. Benevolent
sexism is usually be confused with protection and goodwill, but actually it serves
gender stereotypes, and it aims to keep women in their places, such as home, with
their husbands and children (Glick & Fiske, 1996). Because of the differences,

hostile sexism is much stronger predictor of attitudes toward women managers.

Another variable predicting negative attitudes toward women managers is patriarchy.

As it is well known, patriarchy supports the dominance of man over woman, and in
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patriarchal societies, men rules over women (Mostafa, 2005). According to this
assumption regarding patriarchy, it is expected that patriarchy predicts negative
attitudes toward women managers. In literature, there are some studies that put
emphasis on this relationship (Ali et al., 2013; Mostafa, 2005; Sakalli-Ugurlu &
Beydogan, 2002). For instance, in a study that examines whether having nuclear or
joint family in childhood can affect people’s attitudes toward women in managerial
positions, and it is found that males grow up in nuclear families have more
favourable attitudes toward women in managerial positions than males grow up in
joint families (Ali et al., 2013). With this study, the role of patriarchy and the gender-
roles on attitudes toward managers have been examined in detail. Additionally, a
study conducted in United Arab Emirates (Mostafa, 2005) demonstrated that older
generations have more unfavourable attitudes toward women managers than younger
generations, since the older generations are much more patriarchal than younger

ones.

Further, gender stereotypes are very important variable influencing attitudes toward
managers. Gender stereotypes are associated with negative attitudes toward women
managers and discrimination in the workplace (Conway & Vartanian, 2000; Eagly &
Mladinic, 1994). According to gender stereotype theory (Schein, 1978), women and
men have different capabilities and places in society. While women belong to house
and domestic areas, men belong to outside for being breadwinners. Therefore, the
women in workplaces are found unnatural, and discriminated mostly. Collins,
Waters, and Waters (1979) specifically examined the relation between gender
stereotypes and attitudes toward women managers. According to the results of their
study, males that are more masculine-stereotyped and females that are more

feminine-stereotyped have more negative attitudes toward women managers.

Researches have also other variables affecting attitudes toward women managers.
For example, Simmons and his colleagues (2012) examined the association between
power distance and attitudes toward women managers. With this study, the attitude
differences between egalitarian and non-egalitarian cultures were presented. The

study was conducted in USA and Kuwait, and showed when the power distance

8



increases culturally, positive attitudes toward women managers decreases as a

consequence of this.

When manager concept and attitudes toward managers are examined, it is seen that
gender differences are also associated with attitudes toward managers. Therefore, in
the following pages, | especially examine the effects of gender differences of
employees and managers on attitudes toward managers. After that, | focus on SDO
which can be considered as an important factor affecting negative attitudes toward

women managers and positive attitudes toward men managers.
1.1.1. Gender Differences of Evaluators in Attitudes toward Managers

In the literature, there are a lot of studies that express the importance of the gender
differences of evaluators on attitudes toward managers. When the literature is
analyzed, studies regarding attitudes toward women managers are found richer in
these gender comparisons. For instance, Terborg and his colleagues (1977) indicated
that female evaluators have more favourable attitudes toward women managers than
male evaluators. These findings can also be strengthened with the findings of the
study from United Arab Emirates. According to that study’s results, men have more
traditional attitudes toward women managers than women. However, younger males’
general attitudes are more liberal than older males’ (Mostafa, 2005). It seems that the
studies assert that male evaluators have more unfavourable attitudes toward women
managers than female evaluators. This inference is confirmed with the findings of
different studies. For instance, a study conducted in China (Liu, Comer, & Dubinsky,
2001) presented that saleswomen’s attitudes toward female sales manager were more
positive than salesmen’s attitudes. Similarly, according to Gallup (2001), 64%
women indicate that it would be better if more women were in politics, whereas 50%

men indicate the same idea.

Researchers from Turkey have also explored the association between gender
differences of evaluators and attitudes toward women managers. Sakalli-Ugurlu and
Beydogan (2002) demonstrated that female college students’ attitudes toward women

in managerial positions were more positive than male college students’. Likewise,
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Koca, Arslan, and Asc1 (2011) showed that women employees in sport organizations
hold more positive attitudes toward women managers than men do, although men
employees have higher scores from attitudes toward women’s work roles. Further,
Aycan and her colleagues (2011) presented that women, compared to men, have

more favourable attitudes toward women managers.

Even though the assumption ‘‘males have more negative attitudes toward women
managers than females’’ is dominant, there are also different studies that present
opposite results. For example, Ali and his colleagues (2013) did not demonstrate any
significant differences between males’ and females’ attitudes toward women
managers in Pakistan with an employee sample. Similarly, according to Koshal,
Gupta, and Koshal’s study (1998), both male and female employees approach to
women managers cautiously. As it is seen, in some research, attitudes of males are
similar with the attitudes of females. However, it is also possible to mention the
presence of some other studies that claim significant differences between males and
females. For instance, according to the statistics that are based on the boss
preferences of public, the women percentage that indicates the preference of male
boss is 40%, whereas the men percentage that indicates the preference of male boss
is 29% (for results are based on 100 women and 100 men) (Gallup, 2013). The
difference between men’s and women’s attitudes toward managers is explained in a
different way with this study. While generally research focuses on the differences
between men’s and women’s attitudes toward women managers, this study focuses
partially on attitudes toward men managers through the participants’ preferences of

boss gender.

As it is seen, there are many studies that approach both female and male evaluators
in the literature, and the most of them claim that attitudes can change from one
gender to another. Therefore, it is necessary to examine the effects of gender

differences of employees on attitudes toward managers.
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1.1.2. Gender Differences of Managers in Attitudes toward Managers

Despite the presence of many different studies that approach gender differences of
evaluators in attitudes toward managers, the number of studies that approach both
gender as managers are fewer. As | mentioned before, most of the studies are
interested in attitudes toward women managers, but it is not possible to mention
detailed studies regarding attitudes toward men managers. Although there are some
Gallup research that are based on choosing one or another sex as a manager (Gallup,
2013), and others mainly focused on leaders (e.g., Carpenter, 2001; Ugurlu &
Hovardaoglu, 2011), or authority figures (e.g., Rudman & Klianski, 2000); there is

not any study put emphasis on attitudes toward both men and women managers.

When Gallup based studies from 1953 to 2013 have been examined, researchers can
gain insight about American people’s preferences regarding the gender of their future
boss. Results demonstrated that while preference for male boss was 66% and
preference for female boss was 5% in 1953, the preference for male boss was 35%
and the preference for female boss was 27% in 2013 (Gallup, 2013). Further, another
Gallup research (2001) aimed to learn people’s president preference by asking public
if everything else being equal, which one of the gender would be a better president.

Results showed that public opinion supported males over females by 42% to 31%.

In terms of the studies about evaluations of leaders, male leaders were evaluated
more positively than female leaders (Eagly, Makhijani, & Klonsky, 1992; Eagly,
Wood, & Diekman, 2000; Wood, 2000). Similarly, while everything was equal
(same qualifications, same performance), male leaders were evaluated more
positively than female leaders (Nieva & Gutek, 1980). Similar results were also
found in the Turkish study (Ugurlu & Hovardaoglu, 2011) that examined the effect
of sex of evaluator, sex of leader and leadership style on the evaluation of leadership
behavior. Accordingly, the authoritarian female leader was evaluated more
favourable than authoritarian male leader by the female evaluators. Additionally,
female leaders that have similar leadership styles with male leaders were evaluated
more unfavourable than their male counterparts by the male evaluators (Ugurlu &

Hovardaoglu, 2011).
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Although the preference of male leaders is dominant in literature, there are some
studies that express different results. For instance, in education, public or social
services sectors, female leaders have been evaluated more positively than male
leaders (Eagly, Karau, & Makhijani, 1995). However, when leader concept replaced
with authority figure, widely accepted idea gains importance again. In other words,
male authority figure is evaluated more positively than female authority figure. In
Rudman and Klianski’s study (2000), student participants were primed with some
drawings about female and male authority figures (e.g., judge, doctor, boss), then
their responses to them were measured with positive and negative adjectives. Results
of the study point that both female and male students’ attitudes toward female

authority figure are more negative than the attitudes toward male authority figure.

In spite of the lack of detailed and comparative research about the attitudes toward
men managers, studies regarding leader and authority are very informative to
understand the seriousness of inequality. As it was mentioned before, to interpret the
results in the most correct way, comparative data should be collected. Within the
scope of attitudes toward managers, the effects of gender differences of employees
and managers will be examined simultaneously in the present study. Possible
inequalities between attitudes toward women and men managers can be explained
with the help of Social Dominance Theory. Therefore, Social Dominance Theory

will be explained in the next pages.
1.2. Social Dominance Theory

When the interpersonal or intergroup relations are examined, it is possible to realize
that inequality, prejudice and discrimination between people or between groups are
the inevitable results of being social. Although the prosperity or development level of
the society affects the magnitude of these, in all societies there are at least one
dominant / advantaged and one subordinate / disadvantaged group. Sidanius and
Pratto (1999) have explored how people maintain their relations while there was a

group-based hierarchy in the society, and they developed Social Dominance Theory.
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According to SDT, nearly all societies are established on group-based hierarchies;
and according to this hierarchic system, while one group holds power and privileges,
the other group is obliged to be in more oppressed place. SDT states that the
privileged group’s members generate prejudice and discrimination against the non-
privileged group’s members, because the members of privileged group want to
prevent their sources via unequal society, whereas the members of non-privileged
group want to prevent at least their position and order of the society (Sidanius &
Pratto, 1999). SDT also explores people’s negative tendencies toward equality and

positive tendencies toward inequality and hierarchic structure.

If the hierarchic structure is explored, it seems that society is consisted of stratums
that are shaped with age, gender, ethnicity, religion, and nation (Pratto & Stewart
2012). In this structure, some groups are accepted as dominant, and the rests are
accepted as subordinate. Based on this, the members of dominant group have wealth,
purchasing and political power, educational and occupational sources as positive
social values, whereas the members of subordinate group have poverty,
underemployment, stigmatization, and bad conditioned life as negative social values
(Pratto, Sidanius, & Levin, 2006). According to SDT, the processes that generate
prejudice and discrimination should be examined at multiple levels of analysis
(Sidanius & Pratto, 1999). Since the hierarchic structure tries to examine nearly
everything that can be related; such as cultural ideologies, policies, relations between
the individuals and their in-group or out-group members, evolutionary psychology,
and psychological tendencies of individuals, comprehending the inequality in detail
is possible.

As a general result of this detailed multiple levels of analysis, Pratto and colleagues
(2006) offer the trimorphic structure of group-based hierarchy. Accordingly, they
state that society’s group-based social hierarchy is based on three different systems:
an age system in which older ones are more precious than younger ones, a gender
system in which males have more power than females, and an arbitrary-set system in
which groups are evaluated based on the arbitrary things, such as race, and ethnicity.

SDT suggests that the subordinate groups in this trimorphic structure tend to support
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and protect the system to prevent the conflicts between dominant and subordinate
groups, instead of protesting their negative social value. This unusual result is
actually related to the people’s SDO levels. Accordingly, since SDO level is directly
associated with perceiving equality, the individual’s attitudes toward equality will
change depending on the SDO level. In the lights of this information, SDO is defined
as a general tendency to maintain inequality between the social groups, even if this
means being subordinate in in-group and being discriminated (Sidanius, Levin,
Federico, & Pratto, 2001). According to Zinn (1968), society tends to preserve the
existing social order, because revolt has always damaged the society in human
history, so people’s tendencies to revolt are always lesser than forbearance. Indeed, it
was found that people in low-status groups with high SDO scores internalized
system-justifying behaviors and supported the high-status groups instead of revolting
(Overbeck, Jost, Mosso, & Flizik, 2004).

In this kind of an association, SDO can be misunderstood, and accepted as a
personality theory because of the assumptions of the term SDO. However, theorists
argue against this idea. According to them, SDO is not a personality trait, it only
serves the process of theorizing. Additionally, they claim that SDO is influenced by
some factors, such as the role of group position, the vital importance of social
environment, constant individual differences in personality, gender and socialization.
It is not innate structure like real personality traits (Pratto et al., 2006). Even though
SDT examines the individual differences at some levels of analysis, there are also
other things that contribute to the theory, such as of groups or ideologies (Pratto et
al., 2006). Therefore, it is possible to infer that SDT theorizes the intergroup relations

through SDO to make use of empirical findings.

Starting from this point of view, it is possible to say that SDO levels of people can
determine their attitudes toward inequality; and as a result of this, behavioral
asymmetry can arise amongst people or groups (Pratto et al., 2006). At exactly this
point, behavioral asymmetry’s place is very important to understand hierarchic
structure; because the sustainability of the structure is supported by behavioral

asymmetry. As long as behavioral asymmetry exists, legitimizing myths will
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continue to work and hierarchic structure will exist. At this point, as consequences of
behavioral asymmetry, legitimizing myths should be explained. According to Pratto
and colleagues (2006), there are two legitimizing myths; while the first one is
hierarchy-enhancing legitimizing myths; such as beliefs, values, attitudes,
stereotypes and cultural ideologies that justify the unfair distribution of power,
privileges and status, the second one is hierarchy-attenuating legitimizing myths;
such as beliefs, values, attitudes, stereotypes and cultural ideologies that increase the
equality between social groups, contrary to the first one. While, racism, sexism,
nationalism, ethnocentrism are accepted as hierarchy-enhancing legitimizing myths;
feminism, socialism and humanist doctrines are accepted as hierarchy-attenuating
legitimizing myths (Pratto et al., 2006).

It is argued that having tendencies to use or not to use hierarchy-enhancing
legitimizing myths defines the individual’s orientation to social dominance. To be
more precise, while embracement of hierarchy-enhancing legitimizing myths means
having high SDO, embracement of hierarchy-attenuating legitimizing myths means
having low SDO (Pratto et al., 2006). In addition to this, when the scores of SDO
Scale were examined for both women and men, it was seen that men got higher
scores than women (Sidanius & Pratto, 1999). Maybe because of this reason, as an
effect of being more social dominance oriented, men embrace hierarchy-enhancing
legitimizing myths, more. Indeed, when social institutions and social roles were
scrutinized in detail, it is possible to see that men are over-represented in hierarchy-
enhancing roles and institutions (military, finance, law), whereas women are over-
represented in hierarchy-attenuating roles and institutions (social works, education).
According to experimental and correlational evidences; self-selection, corporational
discrimination in recruitment, on-the-job socialization and intimidation via feedbacks
can be important while canalizing the individuals to the roles (Pratto & Stewart,
2012).

Shortly, the same thing can be both cause and effect simultaneously. With respect to
group-based hierarchies, men’s and women’s roles differentiate from each other;

while men are overrepresented in roles and positions that enhance hierarchy, women
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predominate in roles and positions that attenuate hierarchy (Pratto & Walker, 2004).
Otherwise seems impossible because of the different SDO levels of the genders.
Accordingly, it is possible to say that hierarchy-enhancing legitimizing myths pave

the way for negative attitudes toward women managers.

While talking about legitimizing myths, as a most noteworthy hierarchy-enhancing
legitimizing myth, sexism and its relation to attitudes toward managers should be
explored. Thus, the need to explore the effects of SDO on attitudes toward managers
can be understood better. Since the high SDO level is characterized with
discriminative behaviors against subordinate groups (Sidanius & Pratto, 1999), and
sexism is accepted as a version of discrimination against women (Glick & Fiske,
1996), two subjects should be approached together. As a subordinate group, women
can be the target of discrimination via sexism, whereas men are elevated. At this
point, before mentioning the association between sexism and SDO, sexism should be
defined carefully. As it was told before, in literature, sexism is appeared in two
forms, hostile and benevolent sexism (Glick & Fiske, 1996). Hostile sexism is related
to having negative attitudes toward women. In comparison with the hostile sexism,
benevolent sexism is known lesser. Although the prevalence of benevolent sexism is
as high as hostile sexism, recognition level of the term is lower. Glick and Fiske
(1996) define benevolent sexism as a set of attitudes toward women that consists
both stereotypical and positive patterns. Based on the definition, it is possible to say
that, it is hard for the perceiver to perceive the negative meaning of the positive tone

of stereotypical attitude or behavior.

When the underlying predictors of hostile and benevolent sexism are analyzed, a few
things can be counted, such as body size differences between men and women, or the
differences of SDO levels between men and women, or the distributions of the
divisions of labor between men and women (Glick & Fiske, 1996). The interrelated
structure of SDO levels and sexism is very important to understand why the women’s
rate in managerial positions is quite lower than men’s, because the latest study has
showed that there is a significant relation between SDO and hostile sexism
(Christopher & Mull, 2006). Hostile sexist individuals tend to reserve the jobs that
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are at the top of hierarchy as a consequence of SDO. For instance, it was found that
hostile sexism explains negative attitudes toward women in managerial positions
more than benevolent sexism (Sakalli-Ugurlu & Beydogan, 2002). Similarly, it was
found that negative attitudes toward career women were explained by hostile sexism,
but not benevolent sexism (Glick, Dibold, Bailey-Werner, & Zhu, 1997). Shortly,
especially hostile sexism serves to the tendencies of enhancing the hierarchy. In other
words, SDT claims that some people have tended to sustain the inequality between

groups, and sexism is just a one way to serve its purpose.

By taking into consideration the association between SDO and sexism, and the scope
of SDO, it is possible to suggest that SDO can explain the attitudes toward managers
by comprehending sexism, too. Therefore, from now on, it is planned to present the
previous studies that are directly interrelated with attitudes toward managers and
SDO. Although it is possible to mention the presence of the limited numbers of
studies that focus on the association between SDO and attitudes toward women
managers, there is no empirical study that focuses on the association between SDO

and attitudes toward men.

Although the literature is limited, some studies’ findings can be used to get an idea
about the association between attitudes toward managers and SDO. Simmons and his
colleagues (2012) conducted a study with men students from United States and
Kuwait. They have found that high levels of SDO is associated with negative
attitudes toward women managers. Further, perceived power distance moderates the
relation between SDO and attitudes toward women managers (Simmons et al., 2012).
Heaven (1999) also found that SDO is the strongest predictor of negative attitudes
toward women rights amongst men, whereas political group identities are found as
the strongest predictor amongst women. Similarly, some other studies (e.g., Bates &
Heaven, 2001; Lippa & Arad, 1999) have shown that SDO is associated with
negative attitudes toward women and attitudes toward women rights. These studies
are very informative about the attitudes toward women managers, just like the studies
focus on work life (e.g., Christopher & Wojda, 2008; Poch & Roberts, 2003). In a

study that explores the effects of SDO and masculinity on male’s perceptions, female

17



manager is presented as a dominant figure or as a submissive figure. According to
the results, male participants with high SDO evaluate dominant female managers as
less effective and less likeable than submissive female managers (Poch & Robert,
2003). It is very reasonable, because dominant female manager is much more
dangerous for group-based social hierarchy than submissive female manager.
Similarly, Christopher and Wojda (2008) examine the association between SDO,
right-wing authoritarianism and sexism against women in the workforce, and present

that employment skepticism is a result of hostile sexism which is predicted by SDO.

Since SDT is fed from multiple sources, such as individual differences, social
environment, and gender, it will be reasonable to explore the effects of it on attitudes
toward managers. Based on the previous studies, SDO is highly relevant to attitudes
toward women, attitudes toward women’s rights (e.g., Heaven, 1999; Lippa & Arad,
1999), and attitudes toward women managers (e.g., Simmons et al., 2012). Therefore,
it is possible to argue that not only attitudes toward women managers but also
attitudes toward men managers can be relevant to SDO. In the scope of this present
study, it is planned to focus on the gender system which is a piece of trimorphic
structure of SDT and indicates that men desire to hold power in their hands more
than women (Pratto et al., 2006). By using this assumption of SDT, and examining
the employees’ levels of SDO, it can be seen whether SDO is determinative for
attitudes toward managers. Also, with this study, it will be possible to compare the
attitudes toward women managers and men managers in the same study and
understand how gender of employees, gender of managers and SDO influence

attitudes toward managers.
1.3. The Purpose and the Hypotheses of the Present Study

As it was told before, the present study aims to examine whether there is an effect of
SDO level, gender differences of employees and managers on attitudes toward
managers. In addition to this aim, it is planned to prime approximately half of the
employees’ SDO levels with gender salient scales. Thus, it is aimed to find whether
priming SDO exert any effects on the relationship among independent and dependent

variables. To sum up, the research design will be a 2 (women employees vs. men
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employees) X 2 (women managers vs. men managers) X 2 (SDO high vs. SDO low)
X 2 (priming vs. no priming). Additionally, the effects of some demographic
variables such as work life experiences and sector on the attitudes toward managers

are examined in the scope of the thesis.

As mentioned before, with the present study the effect of SDO level on attitudes
toward managers will be explored in Turkey for the first time. Since researchers from
both Turkey and the world have not put emphasis on the effect of SDO level on
attitudes toward managers entirely, the findings can be informative. Also, as
presented before, the distribution rates of the attitude studies for women and men
managers are very different. Although the literature about attitudes toward women
managers is rich enough, researchers have not focused on attitudes toward men
managers. Further, in previous studies, the generalizable results are very limited,
since many of them were conducted with students (Beutell, 1984; Sakalli-Ugurlu &
Beydogan, 2002; Simmons et al., 2012). Even though there are some studies that
were conducted with employees in Turkey, it is possible to say that these studies
were kept very restricted to specific jobs, such as business (Aycan, 2004), education
(Akkas, 2001; Celikten, 2005), banking (Giiney, Gohar, Kili¢ Akinci, & Akinci,
2006; Kabasakal, Boyacigiller, & Erden, 1994), sports organizations (Koca, Arslan,
& Asgt, 2011). With the present study, the attitudes of employees from public and
private sectors and many different kinds of job holders can be examined within the
scope of attitude research. Additionally, in this study, the importance of work life
experiences can be explored, because the results are based on real life experiences,
not on assumptions. Finally, distinctly from all other relevant studies, a priming
method was used to get the participants’ gender salient SDO levels in the present
study. The method that was implemented only by Huang and Liu (2005) offers that
gender-salient SDO can be reached with a special kind of priming. Since society’s
group-based hierarchy is based on trimorphic structure, gender-salient SDO should
be separated from others to get clear results. Therefore, the method that Huang and
Liu used (2005) can work.

In short, the present study aims to answer the following research questions;
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Research Question 1: Is there any difference between the employees who take

priming and having high levels of SDO and who do not take priming and having low

levels of SDO in the scope of their attitudes toward managers?

Hypothesis 1: Men employees who do not take priming and low in SDO have
significantly more positive attitudes toward women managers than women

employees who take priming and high in SDO.

Hypothesis 2: Women employees who do not take priming and low in SDO have
significantly more positive attitudes toward women managers than men employees

who take priming and high in SDO.

Hypothesis 3: Men employees who take priming and high in SDO have significantly
more positive attitudes toward men managers than women employees who do not

take priming and low in SDO.

Research Question 2: Is there any difference between the employees having high

SDO and low SDO, in terms of their attitudes toward managers?

In the literature, as a consequence of SDO’s function, the higher SDO people have
the more positive attitudes toward inequalities. Since the men are accepted as more
superior and dominant than women (Pratto et al., 2006), it is expected that SDO can
affect the attitudes toward women and men managers differently and so the fourth

and fifth hypotheses are following.

Hypothesis 4. Employees who have high levels of SDO show significantly more
negative attitudes toward women managers than employees who have low levels of
SDO.

Hypothesis 5: Employees who have high levels of SDO show significantly more

positive attitudes toward men managers than women managers.

Research Question 3: Are the effects of general SDO and gender-based SDO on

attitudes toward women and men managers same?
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As it was mentioned before, manipulating SDO of participants is very unusual
method in literature, but the results of the only study that used this method (Huang &
Liu, 2005) shows that gender-based SDO can be reached by using situational priming
method. Therefore, in this study, while gender-based SDO is represented with
“‘priming condition’’, general SDO is represented with ‘‘no priming’’ condition.
Thus, the pure effect of gender-based SDO of employees on attitudes toward

managers can be seen.

Hypothesis 6: Employees who take priming and having high levels of SDO show
significantly more negative attitudes toward women managers than employees who

do not take priming and having high levels of SDO.

Hypothesis 7: Employees who take priming and having high levels of SDO show

significantly more positive attitudes toward men managers than women managers.

Research Question 4: Are the attitudes of men and women employees different from

each other for women and men managers, and are the attitudes toward women and

men managers different from each other for women and for men employees?

In the lights of the previous studies (Aycan et al., 2011; Koca et al., 2011; Liu et al.,
2001; Sakalli-Ugurlu & Beydogan, 2002; Terborg et al., 1977), it is possible to
expect that attitudes toward a manager can change depending on the gender of
evaluators. Therefore, with the first part of the research question, gender of employee
based comparison can give the possible difference between women and men

employees.

Additionally, according to the previous studies that lean on public pool, leadership,
authority (e.g., Carpenter, 2001; Gallup, 2013; Rudman & Klianski, 2000; Ugurlu &
Hovardaoglu, 2011), it is possible to expect that attitudes of an employee can change
depending on the gender of managers. Therefore, with the second part of the research
question, gender of manager based comparison can give the possible difference

between women and men managers.
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Hypothesis 8: Both attitudes toward women and men managers are significantly

different for women and men employees.

Hypothesis 8a: Attitudes of women employees toward women managers

are more positive than attitudes of men employees toward women

managers.

Hypothesis 8b: Attitudes of men employees toward men managers are

more positive than attitudes of women employees toward men managers.

Hypothesis 8c: Attitudes toward women managers are more positive than

attitudes toward men managers for women employees.

Hypothesis 8d: Attitudes toward men managers are more positive than

attitudes toward women managers for men employees.

22



CHAPTER 2

METHOD
2.1. Participants

People having at least six-month work life experience and currently are working
participated to the study. They were called to the study mainly via Facebook,
LinkedIn, Eksi Sozliik Duyuru. At the end of the data collection process, it was seen
that 885 surveys were started, but only 417 of them could be examined in the study
because of removing the missing values. Therefore, in the results chapter of the
present study, data of 417 employees (231 women and 186 men) are presented.
Accordingly, general age mean is 28.73 (SD = 6.33); while the women employees’
age mean is 28.45 (SD = 6.33) and the men employees’ age mean is 29.09 (SD =
6.34). When their sectors that they work were examined, it was found that 34.3 % of
the employees are working in public sector, and 65.2 % of the employees are
working in private sector. While 37.4 % of the employees declared that they had
experienced with either women or men managers, 62.6 % of the employees declared
that they had experienced with both women and men managers. Additional

demographic details about the employees were given in Table 2.1.
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Table 2.1 Demographic Details of the Sample

Demographic Variable Mean / Frequencies Percentages
Gender
Men 186 44.6
Women 231 55.4
Education
Elementary 1 0.2
High School 22 5.3
Undergraduate 210 50.4
Postgraduate Student 94 22.5
Postgraduate 90 21.6
Socioeconomic Status (SES)
Low 4 1.0
Lower-middle 30 7.2
Middle 215 51.6
Upper-middle 152 36.5
Upper 16 3.8
Accommodation Unit
Village 6 1.4
Town 8 1.9
District 44 10.6
City 80 19.2
Metropolis 279 66.9
Sector
Public 143 34.3
Private 272 65.2

24




2.2. Measures

Within the scope of this study, two scales (Attitudes toward Women/Men Managers
Scale (Aycan et al.,, 2011) and Social Dominance Orientation Scale (Pratto &
Sidanius, 1999)), a demographic information form, and priming measures
(Ambivalent Sexism Inventory (Glick & Fiske, 1996) and Ambivalence Toward Men
Inventory (Glick & Fiske, 1999)) were given to the participants. The scales and their

purposes in the present study are listed below.
2.2.1. Attitudes toward Women/Men Managers Scale

Attitudes toward Women/Men Managers Scale aims to measure attitudes of people
toward women and men managers. It was developed by Aycan and her colleagues
(2011). Although the original scale was developed for measuring the attitudes toward
women managers, in this study the general instruction was changed for learning the
attitudes toward men managers, too. The scale comprises 27 items that the
participants were asked to express whether they agreed or disagreed with each item
on a seven-point Likert Scale from 1 (Strongly Disagree) to 7 (Strongly Disagree).
Example items from this scale are “‘In general, women/men managers anticipate
employees’ problems and provide support.”’ or ‘‘In general women/men managers

have trouble overcoming challenges.’” (see Appendix D and Appendix E).

14 items of the scale were reverse coded and the higher scores indicate positive
attitudes toward women/men managers. According to the reliability and validity
tests, Cronbach’s alpha was found .91 in its first test with one sample, and in its
second test with another sample, it was found .90. Also, the scale has three factors
which are ‘‘task role behaviors’” (TRB), ‘‘relational role behaviors’> (RRB), and
“work ethic’’ (WE). The first factor includes 14, the second factor includes 9, and
the last factor includes 4 items. In this study, to detect the structural validity, factor
analysis and varimax vertical rotation of three factors solution were implemented.
According to the factor analysis; it was decided to drop out three items from the
scale, since they did not load on any factor specifically. In the next step, it was found

that 12 items of the scale have loaded on the first factor which is task role behaviors

25



(Cronbach’s alpha = .89), 9 items have loaded the second factor which is relational
role behaviors (Cronbach’s alpha = .91), and 3 items have loaded the third factors
which is work ethic (Cronbach’s alpha = .71). While task role behaviors explains
22.60% of the total variance (eigenvalues = 6.63), relational role behaviors explains
22.44% (eigenvalues = 4.87) and work ethic explains 9.28% (eigenvalues = 1.54).
According to the results of the factor analysis, three factors explain 54.32% of the
total variance (Cronbach’s alpha = .88) after the varimax rotation. When the
corrected item-total correlation analysis was performed for each of the three factors,
it was found that the range of correlation was between .49 and .66 for task role
behaviors, between .40 and .78 for relational role behaviors, and between .47 and .62

for work ethic.

In the scope of this study; the associations amongst variables and subscales were

examined, but while testing the hypotheses, total scores of whole scale were used.
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Table 2.2 Factor Analysis of Attitudes toward Women/Men Managers Scale

Factor Loading

Items Task Role Relational Role Work Ethic
Behaviors Behaviors

15 73

8 72

20 71

16 .70

7 .70

13 .69

21 .68

17 .65

9 .63

6 61

12 .59

10 57

23 .83

18 .80

27 79

22 .78

14 176

19 73

26 72

1 67

25 53

2 74

3 .69

5 .69
Eigenvalues 6.63 4.87 1.54
Explained Variance 22.6 % 22.44% 9.28%
Cronbach’s Alpha (o) .89 91 1
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2.2.2. Social Dominance Orientation Scale

Social Dominance Orientation Scale aims to measure the people’s level of tendency
to support inequality. It was revised many times, but the mostly preferred one is SDO
Scale and it was developed by Sidanius and Pratto (1999). The scale comprises 16
items in which 8 of them are reverse coded, and was adapted to Turkish firstly by
Karaganta (2002) and secondly by Akbas (2010, unpublished master thesis). In the
scope of present study, Akbas’s adaptation was used. Sample items from this scale
are “‘It would be good if groups could be equal.”” or ‘‘Inferior groups should stay in

their place.”” (see Appendix C).

It was designed as a seven-point Likert Scale from 1 (Strongly Disagree /
Disapprove) to 7 (Stongly Agree / Approve). Accordingly, higher scores indicate
higher SDO and higher tendency to support inequality. According to the reliability
and validity tests of Akbas’s adaptation, Opposition to Equality Subscale’s (OE)
Cronbach’s alpha was .91, and Group-Based Dominance Subscale’s (GD)
Cronbach’s alpha was .81. For the entire scale, it was .92. The present study
demonstrated two factor solutions after the varimax vertical rotation, as same as
Akbas’s study (2010). According to the results of the factor analysis, 8 items loaded
on the first factor which is opposition to equality (Cronbach’s alpha = .94), and the
rest of 16 items loaded on the second factor which is group-based dominance
(Cronbach’s alpha = .87). While opposition to equality factor explained 35.36 % of
the total variance (eigenvalues = 7.26), group-based dominance factor explained
26.65 % (eigenvalues = 2.66) after the varimax rotation. As a general result, it is
possible to say that two factors explained 62.01 % of the total variance (Cronbach’s
alpha = .91). According to the corrected item-total correlation analysis, the range of
correlation for opposition to equality was between .69 and .86, and for group-based

dominance is between .56 and .71.

In the scope of this study; the associations amongst variables and subscales were

examined, but while testing the hypotheses, total scores of whole scale were used.
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Table 2.3 Factor Analysis of SDO Scale

Factor Loading

Items Opposition to Group-Based
Equality Dominance

13 .88

12 .87

10 .84

11 81

9 81

14 .80

15 .76

16 .75

7 74

8 74

6 73

4 71

5 .70

2 .70

1 .66

3 .66
Eigenvalues 7.26 2.66
Explained Variance 35.36 % 26.65%
Cronbach’s Alpha (o) 94 87
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2.2.3. Demographic Information Form

Questions about the participants’ gender, age, education level, the accommodation
unit they have lived most of the time, socioeconomic status in comparison with the
environment, sector they worked, the gender of the last manager that they worked
under, and the period of time they worked with their managers were asked to the
participants. Multiple choices and open-ended questions were used in this part of the
questionnaire (see Appendix B).

2.2.4. Priming Measures

To prime SDO in the scope of gender-based hierarchy, some of the participants took
The Ambivalent Sexism Inventory and Ambivalence toward Men Inventory as
priming measures. These scales were taken by the participants just for priming

procedure, and scores were not analyzed or used in hypotheses.
2.2.4.1. The Ambivalent Sexism Inventory

In the present study, this scale was used for manipulating the gender-based SDO
levels of the employees. The aim of using this measure is to create gender-salient
condition for approximately half of the participants.

The Ambivalent Sexism Inventory was developed by Glick and Fiske (1996). It
consists of 22 items and two subscales to assess the level of sexism that people have.
Participants were asked to express whether they agreed or disagreed with each item
on a six-point Likert Scale. The higher scores participant gets, the higher level of

sexism he or she has. The original scale was adapted to Turkish by Sakalli-Ugurlu
(2002).

2.2.4.2. Ambivalence Toward Men Inventory

Just like The Ambivalent Sexism Inventory, in the present study, this scale was used
for manipulating the gender-based SDO levels of the employees. The aim of using
this measure is to create gender-salient condition for approximately half of the

participants.
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Ambivalence Toward Men Inventory was developed by Glick and Fiske (1999). It
consists of 20 items and two subfactors to assess the hostility and benevolence
toward men. The participants were asked to express whether they agreed or disagreed
with each item on a six-point Likert Scale. The higher scores indicate the huge
hostility and benevolence toward men. The original scale was adapted to Turkish by
Sakalli-Ugurlu (2008).

2.3. Procedure

Before beginning to collect data, an approval for the present study was obtained from
Middle East Technical University Human Subjects Ethics Committee (HSEC). After
obtaining the approval, an online survey was prepared via Qualtrics Survey Software.
With the link that the software created, participants were invited to the study through
Facebook, LinkedIn, Eksi S6zliik Duyuru, and some personal connections. In calling
for participation phase, expectation of six-month work life experiences was

indicated.

In the first page of the study, the informed consent was presented to the participants
and through it, their permissions were obtained. Firstly, participants filled
demographic information form. Next, approximately the first 100 men and 100
women participants took both ASI and AMI as priming measures and after that they
answered SDO Scale, while the second 100 men and 100 women started to answer
SDO Scale without taking priming measures. After that, randomly assigned women
and men participants took either Attitudes toward Women Managers Scale or
Attitudes toward Men Managers Scale. Thus, all participants ended the survey.

After the participation to the study, the debriefing form was presented to the
participants, and through it, study and the process were explained in detail and the
participants were thanked for their participation. The whole survey for the
participants that took priming measures was approximately 15 minutes, and for the
participants that did not take priming measures was approximately 10 minutes.
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CHAPTER 3

RESULTS

Prior to the data analysis, the major variables were examined through some SPSS
functions to control whether the data entry is accurate, to detect missing values and
outliers and to test the assumptions of the multivariate analysis. After the data
collection period, it was seen that 885 surveys were started. To see the amount and
distribution of missing values, all data were examined. Cases with missing values on
SDO Scale and ATW/MoM Scales higher than 50 % were removed. Therefore, 417
of 885 data were examined in the present study. The remaining missing values in

data set were replaced by the mean values of the distribution.

In the forthcoming part; first, inter-correlation among the variables are examined and

next, research questions and hypotheses are explored.
3.1. Inter-Correlations among the Variables

To explore the associations between the demographic variables and study variables,
Pearson bivariate correlation analyses were conducted. According to the results,
gender of employee is negatively correlated with education level (r = -.14, p < .01)
and duration of experience with women managers (r = -.10, p < .05). Except for
these, gender of employee is also positively correlated with sector (r = .11, p < .05),
duration of experience with men managers (r = .15, p < .05), and SDO (r = .20, p <
.01) as expected. In accordance with the literature, SES is positively correlated with
education level (r = .23, p <.01), accommodation unit (r = .18, p <.01), and SDO (r
=.12,p<.05).

In addition to the correlation results regarding demographic variables, there are some
affirmative correlation results to the literature. Accordingly, taking priming is
negatively correlated with ATM (r = .10, p <.05), and ATM is negatively correlated
with SDO (r =-.12, p < .05).
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Table 3.1 Inter-Correlations among Demographic Variables and Study Variables (N = 417)

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13
1. GoE - - -

2. GoM - - 01 -

3. Education - - 14 13 -

4. Accommodation Unit - - 07 02 .06 -

5. SES - - -05 -.04 .23**.18** -

6. Sector - - 11 .04 -25%*13** (05 -

7. Gender of the Last Manager - - 11* -04 -08 -02 -06 .02 -

8. Working with Managers from both Gender - - -09 00 -04 -04 -02 .02 -.26**

9. Duration of Experience with Women Managers 17.15 32.10 -.10* -.03 .06 .06 .11* -.09 -.36**.28** -
10. Duration of Experience with Men Managers ~ 46.40 56.06 .15* -.02 -.03 .05 .14** -03 .16** .01 .12* -

11. Priming - - 00 04 -03 06 -01 .02 .08 -02 -02 .04 -
12. ATM 438 81 -09 -00 04 .01 -02 -02 -04 .07 .01 -02 -10* -
13. SDO 277 117 .20** -05 -.02 -04 .12 05 -02 -02 .05 .01 .09 -12* -

Note. GoE = Gender of Employee (0 =Woman, 1 = Man); GoM = Gender of Manager (0 = Woman, 1 = Man); Education (1 = Elementary, 2 = High School, 3= Undergraduate,
4 = Postgraduate Student, 5 =Postgraduate); Accommodation Unit (1 = Village, 2 = Town, 3 = District, 4 = City, 5 = Metropolis); SES = Socioeconomic Status (1 = Low,

2 = Lower-middle, 3 = Middle, 4 = Upper-middle, 5= Upper); Sector (1 = Public, 2 = Private); Gender of the Last Manager (0 =Woman, 1 =Man); Working with Managers
fromboth Gender (0= No, 1 = Yes); Priming (0= No, 1 = Yes); ATM = Attitudes toward Managers; SDO = Social Dominance Orientation.

*=p<.05**=p<.0L



3.2. Analyses Regarding Research Questions and Hypotheses

Based on the research questions and the hypotheses, four — way ANOVA was
conducted to examine the effects of the study variables on attitudes toward
managers. According to this, the research design is a 2 (women employees vs. men
employees) X 2 (women managers vs. men managers) X 2 (SDO low vs. SDO high)

X 2 (no priming vs. priming).

In accordance with the analysis of variance results, detailed analyses regarding
research questions and hypotheses will be approached in the forthcoming parts one

by one.

34



Table 3.2 Analysis of Variance Results for the Main and Interaction Effects of the

Study Variables

Variables df MS F N
Gender of Employee (GoE) 1 49 .83 .00
Gender of Manager (GoM) 1 01 02 .00
Priming 1 151 2.53 01
SDO Level 1 1.59 2.66 01
GoE * GoM 1 5.64 9.45%** 02
GoE * Priming 1 2.44 4.04* .01
GoE * SDO Level 1 50 83 .00
GoM * Priming 1 2.87 4.81* 01
GoM * SDO Level i 471 7.89%* .02
Priming * SDO Level 1 10 17 .00
GoE * GoM * Priming il 69 1.15 .00
GoE * GoM * SDO Level 1 66 1.10 .00
GoE * Priming * SDO Level 1 91 1.52 .00
GoM * Priming * SDO Level 1 1.75 2.93 .01
GoE * GoM * Priming * SDO Level 1 50 83 .00
Error 401 .60
Total 417

Note. GoE = Gender of Employee (0 = Woman, 1 = Man); GoM = Gender of Manager (0 = Woman, 1 = Man);
Priming (0 = No, 1 = Yes); SDO Level = Social Dominance Orientation Level (0 = Low, 1 = High).
*p<.05**p<.0L
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3.2.1. Testing Hypothesis 1: Men employees who do not take priming and low in
SDO have significantly more positive attitudes toward women managers than

women employees who take priming and high in SDO.

Based on the first hypothesis, there is a significant difference between the attitudes of
men employees who do not take priming and low in SDO and women employees
who take priming and high in SDO in the scope of their attitudes toward women
managers. Although the four-way interaction of priming, gender of manager, gender
of employee and SDO level was found insignificant, pairwise comparisons using a
Bonferroni adjustment were done and estimated marginal means were used to test the
hypothesis. Depending on the results of pairwise comparisons, there is not any
significant difference amongst the hypothesis variables. Therefore, ‘‘Hypothesis 1’

was rejected.

3.2.2. Testing Hypothesis 2: Women employees who do not take priming and low
in SDO have significantly more positive attitudes toward women managers than

men employees who take priming and high in SDO.

Depending upon the second hypothesis, attitudes toward women managers are
different for women employees who do not take priming and low in SDO and men
employees who take priming and high in SDO. Although the four-way interaction of
priming, gender of manager, gender of employee and SDO level was found
insignificant, pairwise comparisons using a Bonferroni adjustment were done and
estimated marginal means were used to test the hypothesis. According to the results
of pairwise comparisons, women employees who do not take priming and low in
SDO have significantly more favourable attitudes toward women managers (M =
4.77, SD = .88) than men employees who take priming and high in SDO (M = 3.98,
SD =.69, p <.01). To sum up, ‘‘Hypothesis 2’ was supported (see Table 3.3).
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3.2.3. Testing Hypothesis 3: Men employees who take priming and high in SDO
have significantly more positive attitudes toward men managers than women

employees who do not take priming and low in SDO.

Based on the third hypothesis, there is a significant difference between the attitudes
of men employees who take priming and high in SDO and women employees who
do not take priming and low in SDO in the scope of their attitudes toward men
managers. Although the four-way interaction of priming, gender of manager, gender
of employee and SDO level was found insignificant, pairwise comparisons using a
Bonferroni adjustment were done and estimated marginal means were used to test the
hypothesis. Depending on the results of pairwise comparisons, there is not any
significant difference amongst the hypothesis variables. Therefore, ‘‘Hypothesis 3’

was rejected.

Table 3.3 Results of Interaction between Priming, SDO Level, Gender of Employee,

and Gender of Manager

Women Managers Men Managers

M SD n M SD n

No Primng ~ SDO Low Women 4.77 .88 40 4.35 .63 30
Employees

Men 454 .85 13 4.46 .62 26
Employees

SDO High Women 4.85 1.0 28 4.29 .68 19
Employees

Men 3.96 .65 31 4.37 .65 24
Employees

Priming SDO Low Women 4.50 .89 29 4.18 .83 36
Employees

Men 441 72 15 4.39 42 20
Employees

SDO High Women 4,03 .95 22 4.40 .85 27
Employees

Men 3.98 .69 35 4.69 73 22
Employees
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3.2.4. Testing Hypothesis 4: Employees who have high levels of SDO show
significantly more negative attitudes toward women managers than employees who

have low levels of SDO.

Based on the fourth hypothesis, there is a significant difference between the attitudes
of employees who have high levels of SDO and low levels of SDO. To test the first
hypothesis, pairwise comparisons using a Bonferroni adjustment were done and
estimated marginal means were used. Depending on the results of pairwise
comparisons using a Bonferroni adjustment, employees who have high levels of
SDO show significantly more negative attitudes toward women managers (M = 4.19,
SD =.89) than employees who have low levels of SDO (M = 4.60, SD = 86, p <.01).
Therefore, ‘‘Hypothesis 4°” was supported (see Table 3.4).

3.2.5. Testing Hypothesis 5: Employees who have high levels of SDO show

significantly more positive attitudes toward men managers than women managers.

Depending on the fifth hypothesis, it is expected that there is a significant difference
between the attitudes toward women and men managers of employees who have high
levels of SDO. Based on the results of pairwise comparisons using a Bonferroni
adjustment, employees who are high in SDO show more favourable attitudes toward
men managers (M = 4.44, SD = .74) than women managers (M = 4.19, SD = .89, p <
.05). Accordingly, ‘‘Hypothesis 5’* was supported (see Table 3.4).

Table 3.4 Results of Interaction between SDO Level and Gender of Manager

Women Managers Men Managers
M SD n M SD n
SDO Low 4.60 .86 97 4.33 .67 112
SDO High 4.19 .89 116 4.44 74 92
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3.2.6. Testing Hypothesis 6: Employees who take priming and having high levels
of SDO show significantly more negative attitudes toward women managers than

employees who do not take priming and having high levels of SDO.

Based on the sixth hypothesis, there is a significant difference between the attitudes
of employees who take priming and having high levels of SDO and who do not take
priming and having low levels of SDO. Although the three-way interaction of
priming, gender of manager and SDO level was found insignificant, pairwise
comparisons using a Bonferroni adjustment were done and estimated marginal means
were used to test the hypothesis. Depending on the results of pairwise comparisons,
employees who take priming and having high levels of SDO show significantly more
negative attitudes toward women managers (M = 4.00, SD = .79) than employees
who do not take priming and have low levels of SDO (M = 4.38, SD = .94, p < .01).
Therefore, ‘‘Hypothesis 6°° was supported.

3.2.7. Testing Hypothesis 7: Employees who take priming and having high levels
of SDO show significantly more positive attitudes toward men managers than

women managers.

Depending on the seventh hypothesis, it is expected that there is a significant
difference between the attitudes toward women and men managers of employees
who having high SDO and take priming. Although the three-way interaction of
priming, gender of manager and SDO level was found insignificant, pairwise
comparisons using a Bonferroni adjustment were done and estimated marginal means
were used to test the hypothesis. Based on the results of pairwise comparisons,
employees who take priming and having high levels of SDO show significantly more
positive attitudes toward men managers (M = 4.53, SD = .80) than women managers
(M =4.00, SD =.79, p <.01). To sum up, ‘‘Hypothesis 7°” was supported (see Table
3.5).
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3.2.8. Testing Hypothesis 8: Both attitudes toward women and men managers are

significantly different for women and men employees.

Based on the eighth hypothesis, attitudes toward women and men managers and
attitudes of women and men employees can change depending on the gender of
employee and gender of manager. Depending on the results of ANOVA regarding
eighth hypothesis, there is a significant two-way interaction between gender of
manager and gender of employee (F (1, 401) = 9.45, n? = .02, p < .01). In brief,
““Hypothesis 8’ was supported (see Table 3.5).

Table 3.5 Results of Interaction between Priming, SDO Level and Gender of

Manager
Women Managers Men Managers
M SD n M SD n
SDO Low  No Priming 4.71 87 53 4.40 .62 56
Priming 4.47 .83 44 4.25 71 56
SDO High  No Priming 4.38 94 59 4.33 .66 43
Priming 4.00 .79 57 4.53 .80 49

3.2.8.1. Testing Sub-Hypotheses:

Hypothesis 8a: Attitudes of women employees toward women managers are more

positive than attitudes of men employees toward women managers.

Hypothesis 8b: Attitudes of men employees toward men managers are more

positive than attitudes of women employees toward men managers.

Hypothesis 8c: Attitudes toward women managers are more positive than attitudes

toward men managers for women employees.
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Hypothesis 8d: Attitudes toward men managers are more positive than attitudes

toward women managers for men employees.

To test the sub-hypotheses and understand the nature of this interaction, pairwise
comparisons using a Bonferroni adjustment were done and estimated marginal means
were used. According to the results of comparisons, attitudes of women employees
toward women managers (M = 4.59, SD = .96) are significantly more positive than
attitudes of men employees toward women managers (M = 4.12, SD = .73 p < .01).
However, attitudes of men and women employees toward men managers are not
significantly different from each others. To sum up, while ‘‘Hypothesis 8a’’ was

supported, ‘ ‘Hypothesis 8b’’ was rejected.

According to the results of same pairwise comparisons, attitudes toward women
managers are more positive (M = 459, SD = .96) than attitudes toward men
managers for women employees (M = 4.30, SD = .76, p < .01), and attitudes toward
men managers are more positive (M = 4.48, SD = .62) than attitudes toward women
managers for men employees (M = 4.12, SD = .73, p < .01) also. Therefore, it is
possible to say that both ‘“Hypothesis 8¢’’ and ‘‘Hypothesis 8d’” were supported (See
Table 3.6).

Table 3.6 Results of Interaction between Gender of Employee and Gender of

Manager
Women Managers Men Managers
M SD n M SD n
Women Employees 4.59 .96 119 431 .76 112
Men Employees 4.12 73 94 4.48 .62 92
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CHAPTER 4

DISCUSSION

In the discussion chapter, core findings of the present study were discussed in the
scope of the hypotheses. Generally, the aim of the present study was exploring the
effects of the gender of employees and managers, social dominance orientation, and
gender-based social dominance orientation that is awoken by priming on attitudes
toward managers. Additionally, some demographic variables, such as duration of
experience with women / men managers, working with managers from both genders,

SES, accommodation unit mostly lived were studied.

From this point forth, the results will be discussed. Then, contributions and

limitations of the present study will be given.
4.1. Evaluations of the Findings of the Present Study

4.1.1. The Effect of SDO Level, Priming, Gender of Manager and Gender of

Employee on Attitudes toward Managers

Based on the first three hypotheses, it was expected that there is an interaction
between SDO level, priming, gender of manager and gender of employee.
Accordingly, some differences between attitudes toward managers were expected
amongst the groups. However, according to the results of ANOVA, the four-way
interaction was insignificant. Despite the insignificant interaction, pairwise

comparisons using Bonferroni adjustment were done to test the hypoyheses.

Accordingly, it seems that women employees who do not take priming and low in
SDO have significantly more positive attitudes toward women managers than men
employees who take priming and high in SDO. Because of two reasons, this makes
sense. As it is known, literature asserts that women employees have more positive
attitudes toward women managers than men employees (e.g., Sakalli-Ugurlu &

Beydogan, 2002), and also SDO level was found in a relation to negative attitudes
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toward women managers (Simmons et al., 2012). With this study, literature was

supported, and also improved by adding a new variable, gender-based SDO.

Although the same interaction effect was expected in another hypotheses, there were
no difference between the attitudes toward women managers of men employees who
do not take priming and low in SDO and women employees who take priming and
high in SDO, or no difference between the attitudes toward men managers of men
employees who take priming and high in SDO and women employees who do not
take priming and low in SDO. The first rejection might be explained with the gender
of employee variable’s effect size. If the gender of employee is more important to
define the attitudes toward managers, the effect of gender-based SDO on attitudes
will decrease. As it is known, women have more favourable attitudes toward women
managers than men (e.g., Aycan et al., 2011; Koca et al., 2011). However, in the
present study the effect of gender-based SDO might decrease the attitudes of women
employees toward women managers, and as a result of this, the difference between
attitudes of women and men employees toward women managers cannot be found.
Unfortunately, since this association was not studied before, only making speculation
based on the results can be possible. In another rejected hypothesis, attitudes toward
men managers were explored. When the possible reasons for rejection are
considered, this time gender of manager variable comes to the forefront. As it is seen,
attitudes toward men managers do not differ for different kinds of groups. This can
be explained with the nature of attitudes toward men, maybe. In especially Turkish
population, attitudes toward men support negative attitudes and sexism toward
women (Sakalli-Ugurlu, 2008). Since men managers are not the target group of
negative attitudes or behaviors as much as women managers, the attitudes toward

them might not be affected from gender-based SDO, or gender of employee.

As a result of these findings, it seems it is possible to say that gender of manager and
gender of employee is much more descriptive than gender-based SDO for attitudes
toward managers. The main function of gender-based SDO seems like sharping the
attitude differences. If there is no difference at all, the effect of gender-based SDO

can be depressed by the effect of gender of manager or gender of employee. Since
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SDO level is not an innate structure in contrast to gender, the effect of it can be
smaller than the effect of gender. To sum up, this situation can be associated with

nature — nurture comparison.

4.1.2. The Effect of SDO Level and Gender of Manager on Attitudes toward

Managers

Based on the hypotheses, it was expected that SDO level of employees and gender of
manager have an influence on their attitudes toward managers. In general, SDO and
gender of manager was found in a relation with attitudes toward managers. When
this relation was explored, it seems that employees who have high levels of SDO
show significantly more negative attitudes toward women managers than employees
who have low levels of SDO. Besides, results demonstrated that employees who
have high levels of SDO show significantly more positive attitudes toward men

managers than women managers.

When the literature was reviewed, it was seen that the association between SDO
level and attitudes toward managers was studied only once (Simmons et al., 2012).
Consistent with the present study, high levels of SDO was negatively correlated with
positive attitudes toward women managers (Simmons et al., 2012). Results are
sensible for the reasons following. First of all, social dominance oriented people tend
to discriminate between dominant and subordinate groups. It has been already
written on the literature that, women are accepted as subordinate, on the contrary
men (Sidanius & Pratto, 1999). Within the scope of this study, groups can be defined
as women and men managers. According to Social Dominance Theory, people high
in SDO evaluate men more superior and more suitable for being manager and having
resources. In this case, while men managers have the resources as dominants,
subordinates content themselves with what they have. Taking into account all of
these, it is expected that social dominance oriented people do not want women to be

managers, since this means giving the resources to the subordinates.

At this point, a detail should be mentioned. Although the literature demonstrates that

men are more social dominance oriented, inequality is supported not only by men,
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but also by women. This can be explained by the desire to keep the balance in the
society. As it was mentioned before, low-status groups having high SDO tend to
preserve the existing social order instead of revolting (Zinn, 1968). Therefore, they
internalize the system-justifying behaviors and support high-status groups (Overbeck
et al., 2004). This detail also explains why women employees high in SDO and
taking priming have more negative attitudes toward women managers than women

employees low in SDO and taking priming.

Another thing regarding the effect of SDO is its living and changing structure. Since
SDO is not a personality trait, its degree of effect on attitudes toward managers can
change society by society, time by time. If the inequality between groups is
supported by the language through hierarchy-enhancing myths, the effect of SDO
will be more crucial in time. According to Simmons and colleagues (2012),
perceived power distance moderates the relation between SDO and attitudes toward
women managers. In other words, SDO can gain or lose power depending on the
dominant trend in the society. If vertical hierarchies are supported, inequality
between groups and SDO will increase. Therefore, while seeing the effects of SDO
on attitudes toward managers is so hard in egalitarian societies, it is so easy in non-
egalitarian societies. In the present study, Turkey was taken as a reference country.
Because of its changing dynamics and young population, the effect of SDO on
attitudes toward managers can increase in near future. As it was mentioned before,
SDO has dynamic structure and is affected by the cultural realities. To sum up,
results show that inequality between women and men is supported by Turkish

population.

4.1.3. The Effect of Priming, SDO Level and Gender of Manager on Attitudes
toward Managers

Based on the hypotheses, using gender-salient priming make people focus on gender
before answering SDO. Thus, their gender-based SDO appears and affects their
attitudes toward women and men managers. In brief, the difference between the
effects of gender-based SDO and general SDO can seem with the help of priming.

Although the interaction effect was not significant, pairwise comparisons
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demonstrated some significant associations between priming, SDO level and gender
of manager. For instance, employees who take priming and having high levels of
SDO show significantly more negative attitudes toward women managers than
employees who do not take priming and having high levels of SDO. Also, results
showed that employees who take priming and having high levels of SDO show

significantly more positive attitudes toward men managers than women managers.

Even though evaluating the effect of priming is a little bit confusing, using this kind
of a manipulator makes the present study different in many aspects. First of all, in the
scope of this study, a sub-dimension of trimorphic SDO could be examined. In other
words, with the help of priming any sub-dimension of any multidimensional scale
can be explored. Secondly, until this research, the association between gender-based
discrimination against managers and gender-based SDO was not demonstrated.
However, this time, while approximately the half of the employees took priming, the
other half did not. Thus, the difference between the effects of general SDO and
gender-based SDO on attitudes toward managers was approached. Additionally, it is
necessary to mention that priming is not an artificial manipulator in this study. For
instance, in daily life, people always come across with sexist behaviors. While some
of them ignore these behaviors, some of them embrace more. The difference between
them is the level of SDO that they have. In other words, if a person tends to evaluate
inequalities positively, the sexist behaviors he / she comes across support his / her
tendency to gender-based inequality. From this point of view, it is possible to say
that gender-based inequality that is supported via society, policies, movies or books

can affect social dominance oriented people more.

To sum up, we have been manipulated via the new policies, or TV shows every day.
At the end of these manipulations, some of the people internalize the gender-based
inequality. According to the results of this study, the effect of priming can seem
more for the people high in SDO than the people low in SDO. Therefore, to decrease
the effects of gender-based SDO on attitudes toward women, reverse-priming
methods can be used. Thus, not only negative attitudes toward women managers, but

also negative attitudes toward women can be changed positively. For example, the
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positive tone of language that supports women in workforce can be functional as a
reverse-priming. As it is seen, priming is not a metaphor in this study, it has a great

role.

4.1.4. The Effects of Gender of Employee and Gender of Manager on Attitudes

toward Managers

Based on the last hypothesis, it was expected that men and women employees had
different attitudes toward managers from same gender, and managers from different
genders were evaluated differently by employees from same gender. Accordingly,
ANOVA demonstrated that attitudes toward women managers are more positive for
women employees than for men employees; however attitudes toward men managers
do not differentiate for women and men employees. In addition, attitudes toward
women managers are more positive than attitudes toward men managers for women
employees, whereas attitudes toward men managers are more positive than attitudes

toward women managers for men employees.

As it is seen, some of the findings of the present study are consistent with the
suggestions of previous researches. For instance, some of the studies (e.g., Calik,
Kosar, & Dagli, 2012; Liu et al., 2001; Koca et al., 2011; Mostafa, 2005; Sakalli-
Ugurlu & Beydogan, 2002) pointed that attitudes toward women managers are more
positive for women employees than for men employees. Except for the consistent
results with previous studies, the results of the present study support the literature in
many aspects, t0o. According to the results, employees’ attitudes toward managers
are affected from the gender of manager. Further, employees have more favourable
attitudes toward managers that share same gender with themselves. In other words,
while women employees’ attitudes toward women managers are more favourable,
men employees’ attitudes toward men managers are more favourable. In this case, in-
group favoritism can be possible. Based on Social Identity Theory, individuals tend
to group themselves depending on gender, ethnicity, age, or something else (Tajfel,
1978). As an effect of this tendency, every one of each individual can belong to more
than one group and builds his / her social identity through his / her groups (Tajfel &

Turner, 1979). Accordingly, everything regarding group will be his / her interest, too.
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In a situation like this, individual is expected to favor his / her group against others.
The intend behind this tendency can be explained with the desire for protecting and
increasing self-esteem (Kagit¢ibasi, 2005; Tajfel, 1978). Indeed, not only the present
study, but also Ugurlu and Hovardaoglu’s (2011) study demonstrates results that
support this idea. Accordingly, the authoritarian woman leader was evaluated more
positive than authoritarian man leader by the women evaluators. Also, women
leaders that have similar leadership styles with men leaders were evaluated more
negative than their men counterparts by the men evaluators (Ugurlu & Hovardaoglu,
2011). Therefore, in the present study, favourable attitudes toward same-gender
manager can be explained through Social Identity Theory and in-group favoritism.

Additionally, when the association between the present study and literature is
reviewed, some other findings are also interesting. Accordingly, while attitudes
toward women managers are significantly more positive for women employees than
for men employees, attitudes toward men managers are not significantly different for
women and men employees. This may be explained by Rudman and Goodwin’s
(2004) study. Based on their study, evaluators were asked to indicate their gender
preferences by evaluating the adjectives. Depending on the results of that study,
women favor women more than men favor men, implicitly (Rudman & Goodwin,
2004). When the results of that study are examined, it is possible to say that even the
magnitude of in-group bias that people do can be affected by gender. Therefore, it is
very normal to get different attitudes toward women and men managers for both

women and men employees.
4.2. Contributions and Implications of the Present Study

When the present study is evaluated as a whole, it is possible to mention some major

and minor contributions to the literature.

First of all, the biggest contribution of the study is harmonizing SDO and attitudes
toward managers in one study. Although Simmons and colleagues (2012) explored
the effect of SDO on attitudes toward women managers, the present study developed

the former study in many aspects. For example, while previous study was conducted
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with only men students, the present study was conducted with women and men
employees. In other words, the present study’s sample is more heterogeneous.
Additionally, in the previous study, while only the attitudes toward women managers
were measured, in the present study, attitudes toward both women and men managers
were measured. Although the attitudes toward men managers do not change depend
on the SDO levels of the employees, exploring the possibility of change makes the
present study more comprehensive. According to these, the present study is
completely based on comparisons and so, more powerful. Regarding the final
contribution of studying SDO and attitudes toward managers together, it is possible
to say that since SDO has an impact on both interpersonal and intergroup relations,
studying the effects of SDO on attitudes toward managers helps us to understand the

dynamics of the inequalities between women and men managers in two perspectives.

Second of all, using situational priming method to see the clear effect of gender-
based SDO is very new and functional for the literature. Since situational priming of
SDO was only used by Huang and Liu (2005), the present study tried a very new
method for manipulation. Therefore, it is possible to say that with this study, the
difference between gender-based SDO and general SDO can be examined
experimentally. In changing world, since everything goes to simplicity including
research methods, conducting an experimental design that simple is a contribution

for the method diversity.

Thirdly, as it was mentioned before, the present study is based on the comparisons
amongst women and men employees, and also women and men managers. Since
only the attitudes toward women managers were explored until this time, some
findings of the present study are brand new. With the present study, it is possible to
say that managers from different genders are evaluated differently by employees
from same gender. Also, by examining the effect of gender of employees on attitudes
toward men managers, it is seen that women and men employees have similar

attitudes toward men managers.

Finally, as a general contribution to real life, this study makes us to see that the

discrimination against women managers can be based on people’s tendency to
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support gender-based inequality. However, this tendency is not a personality trait, so
it can be reversed or at least decreased. To decrease the effect of SDO, maybe the
vertical hierarchies should be decreased first. Additionally, huge differences between
the resources that managers and employees have should be decreased as another
caution. Since the main desire regarding SDO is having resources, attitudes toward
managers will be equalized in time, if the difference between resources decreased.
Although it seems unrealistic solution, actually it is not. If purchasing power of
public and the welfare of society are high enough, nobody will compete with other to
get more resources. Therefore, the main aim of the business world should be
supporting welfare for their employees to decrease gender-based discrimination.

Thus, while discrimination decreases, collaboration will increase.
4.3. Limitations and Directions for Future Studies

Even though the present study was successful to explain gender-based attitudes
differences toward managers through the study variables, there were some limitations
that should be improved. Accordingly, in future researches, data collection can be
preceded in different environments and regions for the heterogeneous participants
group. To be clear, since the data of the present study was mainly collected via Eksi
Sozliik Duyuru; and the target group of Eksi Sozliik Duyuru is statistically young,
well-educated and inhabitant of metropolitans, the results cannot be generalized to
Turkish population. Shortly, the present participant group may represent egalitarian
class more. With the future studies, much more striking results based on the
associations between SDO level, attitudes toward managers, and also gender of the
employees and managers can be presented. Therefore, in future studies,
heterogeneous samples should be used, because Turkey is mostly collectivist,
masculine and high power distance culture (Hofstede, 1991). Thus, the effect of SDO
on attitudes toward managers can be higher than the present study shows. As it was
mentioned before, the present study cannot show any relation between high levels of
SDO and positive attitudes toward men managers. Homogeneity of sample might
cause this, also. Therefore, future researches should continue focusing on the

association between SDO and positive attitudes toward women managers.
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As another development area, it is possible to say that there is not any scale that
measures the attitudes toward women and men managers together. In the scope of
this study, ATWoM (Aycan et al., 2012) could be used by changing the instruction
from “‘In general women’’ to ‘‘In general men’’. However, for the future researches,
a scale that measures attitudes toward managers can be developed. Thus, the need to

change the instruction from one gender to another disappears.

Further, in future studies, the effect of negative and positive priming can be
measured. For example, while one group takes priming that should decrease gender-
based SDO level, one group takes priming that should increase gender-based SDO
level. In such a study, SDO should also be measured to see the difference between

positive and negative priming.
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APPENDIX B

Informed Consent

Degerli Katilimet,

Bu ¢alisma, Orta Dogu Teknik Universitesi Psikoloji Boliimii yiiksek lisans
ogrencisi Nur Gurur EMEKSIZOGLU tarafindan, Sosyal Psikoloji Yiiksek Lisans
Programi bitirme tezi kapsaminda, Prof. Dr. Nuray SAKALLI-UGURLU
danigsmanliginda yiiriitiilmektedir. Bu calismanin amaci, ¢alisan bireylerin
yoneticilere iligkin tutumlar1 ve bazi sosyal psikolojik degiskenler arasindaki iliskiyi
incelemektir. Calismaya katilim tamamen goniilliillik temeline dayanmaktadir.
Caligmada, sizden kimlik belirleyici higbir bilgi istenmemektedir. Cevaplariniz
tamamiyla gizli tutulacak ve sadece arastirmacilar tarafindan degerlendirilecektir; elde

edilecek sonuglar sadece bilimsel arastirmalar dahilinde kullanilacaktir.

Calismanin  hi¢cbir  boliimiinde, kisisel rahatsizlik verecek sorular
bulunmamaktadir. Ancak, katilim sirasinda calismadan ya da herhangi bagka bir
nedenden oOtiirli kendinizi rahatsiz hissederseniz cevaplama isini yarida birakmakta

serbestsiniz.

Bu calismaya katildiginiz icin simdiden tesekkiir ederiz. Calisma hakkinda
daha fazla bilgi almak igin Orta Dogu Teknik Universitesi Sosyal Psikoloji Yiiksek
Lisans Programi &grencisi Nur  Gurur EMEKSIZOGLU ile (e-posta:

gurur.emeksizoglu@metu.edu.tr) araciligiyla iletisim kurabilirsiniz.
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APPENDIX C

Demographic Information Form

Cinsiyetiniz:
Kadin () Erkek ()

Yasiniz I

Egitim durumunuz:

[lkokul mezunu O
Lise @]
Lisans mezunu O
Yiiksek lisans 6grencisi @]
Yiiksek lisans ve iizeri mezunu O

En uzun siire yasadiginiz yerlesim birimi:

Koy () Kasaba () flige () Sehir ()
Cevrenizle karsilastirdiginizda sosyoekonomik
degerlendirirsiniz?

Alt () Alt-Orta () Orta () Orta-Ust ()

Calistiginiz sektor:
Kamu () Ozel ()

Bagli bulundugunuz son ydneticinizin cinsiyeti:
Kadin () Erkek ()

Her iki cinsiyetten yonetici ile de calistim
Evet () Hayir ()

Kadin yonetici(leri)niz ile birlikte ¢alisma siireniz (Ay): ...

Erkek yonetici(leri)niz ile birlikte ¢alisma siireniz (Ay): ...
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APPENDIX D
Social Dominance Orientation Scale (Pratto et al., 1994)

Sosyal Baskinlhik Yénelimi Olcegi

Bazi gruplar digerlerinden daha iistiindiir.

Istediginizi elde etmek icin bazen diger gruplara kars: giic kullanmak gerekir.
Bazi gruplarin hayatta digerlerinden daha fazla sansa sahip olmasi kabul edilebilir
bir seydir.

Hayatta 6ne ge¢gmek i¢in bazen diger gruplarin iistiine basmak gereklidir.

Eger belirli gruplar yerlerini bilselerdi, daha az sorunumuz olurdu.

Belirli gruplarin iistte, diger gruplarin ise altta olmas1 muhtemelen iyi bir seydir.
Daha alttaki gruplar yerlerini bilmelidir.

Bazen diger gruplara hadleri bildirilmelidir.

Tiim gruplar esit olabilseydi, iyi olurdu.

Gruplarn esitligi idealimiz olmalidir.

Tilim gruplara hayatta esit sans verilmelidir.

Farkli gruplarin kosullarini esitlemek igin elimizden geleni yapmaliy1z.
Toplumda gruplararasi esitligi arttirmaliyiz.

Eger farkli gruplara daha esit davransaydik daha az sorunumuz olurdu.

Gelirleri olabildigince esit hale getirmek i¢in ¢abalamaliyiz.

Toplumda higbir grup baskin olmamalidir.
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APPENDIX E

Attitudes Toward Women Managers Scale (Aycan, Bayazit, Berkman, &
Boratav, 2011)

Kadin Yéneticilere Karsi Tutum Olcegi

Liitfen, her bir ifade i¢in sizin goriisiiniize en uygun olan secenegi asagidaki dlgegi

kullanarak isaretleyiniz.

Liitfen her climlenin basindaki bosluga bir say1 gelecek sekilde cevap veriniz.

1 2 3 4 5 6 7
Kesinlikle  Katilmiyorum Biraz Ortadayim Biraz Katiliyorum  Kesinlikle
Katilmiyorum Katilmiyorum Katiliyorum Katiliyorum

Genel olarak KADIN YONETICILER:

—

. . *
...calisanlarinin istek ve sorunlarin1 zamaninda hissederler.

...cok galisirlar.

...diizenlidirler.

...karar alirken aceleci davranirlar.

...0zel hayatlarindan fedakarlik ederek islerine asilirlar.

...karar alirken duygusal davranirlar. *

...0zel hayatlarindaki sorumluluklar nedeniyle islerine odaklanamazlar. *

...olaylara genel bakamaz, detaylarda kaybolurlar.

A AT A o B

...gerektiginde sert olmakta zorlanirlar. *

___10. ...6diin vermemeleri gereken noktalarda ddiin verirler.

__11. ...kendi ¢ikarlar1 dogrultusunda politik davranirlar.

_ 12, ...izerinde aile sorumluluklari oldugu i¢in is hayatlarini 6n planda
tutamazlar.

13. ...zorluklarla basetmekte sikint1 cekerler.
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14. ...calisanlariin hangi zorluklari yasayabileceklerini anlarlar ve onlara
destek olurlar. *

15. ...detaylara odaklandiklari i¢in sonuca ulasmalar1 zaman alir. *

16. ...insan iligkilerinde profesyonel davranamazlar. *

17. ...isleri baskalarma delege etmekte zorlanirlar. *
18. ...calisanlarinin hissettiklerini anlayabilirler ve ona gore davranirlar. *

19. ...problemler karsisinda calisanlarina giiler yiizle yardimei olurlar. ™

20. ...sorunlar karsisinda dinamik degildirler, pasif kalirlar. *

21. ...olaylara objektif yaklasamazlar. *

22. ...calisanlariyla nasil konusmalar1 gerektigini iyi bilirler. *

23. ...calisanlarinin yasadiklar1 sikintilar1 anlayisla karsilarlar.

24, ..slerin yiiriidiigiinden emin olmak igin ¢alisanlarini takip eder ve
sorgularlar.
_25....duygusallig1, onlarm profesyonelligini arttirir. *

26. ...sosyal yonleri kuvvetlidir. ~

27. ...rahat iletisim kurulur. *

“ Items that were used in this study.
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APPENDIX F

Attitudes Toward Men Managers Scale (Aycan, Bayazit, Berkman, &
Boratav, 2011)

Erkek Yoneticilere Karsi Tutum Olcegi

Liitfen, her bir ifade i¢in sizin goriisiiniize en uygun olan secenegi asagidaki dlgegi

kullanarak isaretleyiniz.

Liitfen her climlenin basindaki bosluga bir say1 gelecek sekilde cevap veriniz.

1 2 3 4 5 6 7
Kesinlikle  Katilmiyorum Biraz Ortadayim Biraz Katiliyorum  Kesinlikle
Katilmiyorum Katilmiyorum Katiliyorum Katiliyorum

Genel olarak ERKEK YONETICILER:

—

. . *
...calisanlarinin istek ve sorunlarin1 zamaninda hissederler.

...cok galisirlar.

...diizenlidirler.

...karar alirken aceleci davranirlar.

...0zel hayatlarindan fedakarlik ederek islerine asilirlar.

...karar alirken duygusal davranirlar. *

...0zel hayatlarindaki sorumluluklar nedeniyle islerine odaklanamazlar. *

...olaylara genel bakamaz, detaylarda kaybolurlar.

© N kWD

...gerektiginde sert olmakta zorlanirlar. ~

___10. ...6diin vermemeleri gereken noktalarda ddiin verirler.

__11. ...kendi ¢ikarlar1 dogrultusunda politik davranirlar.

_ 12, ...izerinde aile sorumluluklari oldugu i¢in is hayatlarini 6n planda
tutamazlar.

13. ...zorluklarla basetmekte sikint1 cekerler. *
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14. ...¢alisanlarin hangi zorluklar1 yasayabileceklerini anlarlar ve onlara
destek olurlar.

15. ...detaylara odaklandiklari i¢in sonuca ulasmalar1 zaman alir. *

16. ...insan iliskilerinde profesyonel davranamazlar. *

17. ...isleri baskalarma delege etmekte zorlanirlar. *
18. ...calisanlarinin hissettiklerini anlayabilirler ve ona gore davranirlar. *

19. ...problemler karsisinda calisanlarina giiler yiizle yardimei olurlar. ™

20. ...sorunlar karsisinda dinamik degildirler, pasif kalirlar.

21. ...olaylara objektif yaklasamazlar. *

22. ...calisanlariyla nasil konusmalar1 gerektigini iyi bilirler. *

23. ...calisanlarinin yasadiklar1 sikintilar1 anlayisla karsilarlar.

24, ..islerin yiiriidiigiinden emin olmak igin ¢alisanlarini takip eder ve
sorgularlar.
_25....duygusallig1, onlarm profesyonelligini arttirir. *

26. ...sosyal yonleri kuvvetlidir. ~

27. ...rahat iletisim kurulur.

“ Items that were used in this study.
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10.

11.
12.
13.
14.
15.

16.

17.

APPENDIX G
The Ambivalent Sexism Inventory (Glick & Fiske, 1996)

Celisik Duygulu Cinsiyetcilik Olcegi

. Ne kadar basarili olursa olsun bir kadinin sevgisine sahip olmadikca bir erkek

gercek anlamda biitiin bir insan olamaz.

Gergekte birgok kadin “esitlik” ariyoruz maskesi altinda ise alinmalarda
kendilerinin kayirilmasi gibi 6zel muameleler artyorlar.

Bir felaket durumunda kadinlar erkeklerden 6nce kurtariimalidir.

Birgok kadin masum s6z veya davranislart cinsel ayrimcilik olarak
yorumlamaktadir.

Kadinlar ¢ok ¢abuk alinirlar.

Kars1 cinsten biri ile romantik iliski olmaksizin insanlar hayatta ger¢cekten mutlu
olamazlar.

Feministler ger¢ekte kadinlarin erkeklerden daha fazla giice sahip olmalarini
istemektedirler.

Birgok kadin ¢ok az erkekte olan bir safliga sahiptir.

Kadinlar erkekler tarafindan el iistiinde tutulmali ve korunmalidir.

Bircok kadin erkeklerin kendileri ic¢in yaptiklarina tamamen minnettar
olmamaktadirlar.

Kadinlar erkekler iizerinde kontrolii saglayarak gii¢ kazanmak hevesindeler.

Her erkegin hayatinda hayran oldugu bir kadin olmalidir.

Erkekler kadinsiz eksiktirler.

Kadinlar isyerlerindeki problemleri abartmaktadirlar.

Bir kadin bir erkegin bagliligini kazandiktan sonra genellikle o erkege siki bir
yular takmaya calisir.

Adaletli bir yarigmada kadinlar erkeklere kars1 kaybettikleri zaman tipik olarak
kendilerinin ayrimciliga maruz kaldiklarindan yakinirlar.

Iyi bir kadin erkegi tarafindan yiiceltilmelidir.
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18.

19.
20.

21.
22.

Erkeklere cinsel yonden yaklagilabilir olduklarini gosterircesine sakalar yapip
daha sonra erkeklerin tekliflerini reddetmekten zevk alan bir¢cok kadin vardir.
Kadinlar erkeklerden daha yiiksek ahlaki duyarliliga sahip olma egilimindedirler.
Erkekler hayatlarindaki kadin i¢in mali yardim saglamak i¢in kendi rahatlarim
goniillii olarak feda etmelidirler.

Feministler erkeklere makul olmayan istekler sunmaktadirlar.

Kadinlar erkeklerden daha ince bir kiiltiir anlayisina ve zevkine sahiptirler.
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10.
11.

12.
13.

14.
15.

APPENDIXH
Ambivalence Toward Men Inventory (Glick & Fiske, 1999)

Erkeklere iliskin Celisik Duygular Olcegi

Ciftlerden ikisi de ¢alisiyor olsa bile, kadin evde erkegine bakma konusunda daha
fazla sorumluluk iistlenmelidir.

Bir erkek cinsel acidan g¢ekici buldugu kadini yataga atmak i¢in ne gerekiyorsa
yapmak konusunda tipik olarak hi¢ bir ahlaki degere sahip degildir.

Acil durumlarda erkekler kadinlara gore daha diisiik olasilikla kendilerini
kaybedeceklerdir.

Erkekler kadinlara “yardim ediyor” gibi goziikiirken, ¢ogunlukla kendilerinin
kadinlardan daha 1yi olduklarini kanitlamaya calisirlar.

Her kadinin kendisini el {istlinde tutacak bir erkege ihtiyaci vardir.

Eger kendilerine yol gosterecek kadinlar olmasaydi erkekler diinyada
kaybolurlardi.

Eger kadinin bir erkekle uzun siireli, bagllik i¢eren bir iligkisi yoksa bu hayatta
gercek anlamda kendini tamamlamis sayilmaz.

Erkekler hasta olduklarinda bebekler gibi davranirlar.

Erkekler toplumda kadinlardan daha fazla kontrole sahip olmak ic¢in her zaman
cabalarlar.

Erkekler temelde kadinlara maddi giivence saglamak agisindan yararlidirlar.
Kadin haklarina duyarli oldugunu iddia eden erkekler bile aslinda ev islerinin ve
cocuk bakiminin ¢ogunu kadinin iistlendigi geleneksel bir iligki isterler.

Her kadinin hayran oldugu bir erkegi olmalidir.

Erkekler bagkalarin1 korumak ig¢in Kkendilerini tehlikeye atmaya daha
gontllidiirler.

Erkekler kadinlarla konusurken genellikle baskin olmaya ¢alisirlar.

Cogu erkek kadinlar icin esitligi sdzde savunur ama bir kadin1 kendilerine esit

olarak gérmeyi kaldiramazlar.
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16.
17.
18.
19.

20.

Kadinlar erkeksiz eksiktirler.

Oziine bakildiginda, ¢ogu erkek gercekten ¢cocuk gibidir.

Erkekler kadinlara oranla risk almaya daha goniilliidiirler.

Cogu erkek, kadinlar {izerinde gii¢ sahibi olduklar1 bir pozisyonda bulunduklari
anda, Ustii kapal1 yolla bile olsa kadinlar1 cinsel agidan taciz ederler.

Kadmnlar evde erkeklerine bakmalidirlar ¢iinkii eger erkekler kendi kendilerine

bakmak zorunda kalirlarsa bunu beceremezler.
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APPENDIX |

Tiirkce Ozet / Turkish Summary

1. GIRIS

Diinya niifusuna dair istatistiklere bakildiginda, kadin ve erkek oranlarinin
birbirlerine ¢ok yakin oldugunu sdyleyebilmemiz miimkiindiir. Oransal bu yakinliga
ragmen, ayricalik ve kaynaklarin kadin ve erkege dagilimi incelendiginde, oransal
denkligin bozuldugu goriiliiyor. Birlesmis Milletler Istatistik Boliimii’niin Aralik
2012’de sunmus oldugu rapora gore erkek niifusu kadin niifusundan yalnizca
60,000,000 fazla iken, kaynaklarin dagilimindaki farkliligin bundan ¢ok daha biiyiik
oldugu ve ayricaliklarin biiyiik bir ¢ogunlugunun erkekler icin tanimlandigr dikkat

cekmektedir (Birlesmis Milletler Istatistik Boliimii — BMIB, 2012).

Kaynaklarin ve ayricaliklarin kadin ve erkek arasindaki adaletsiz dagilimi hakkinda
fikir sahibi olmak i¢in yalnizca yonetici pozisyonunda calisan kadin ve erkek
oranlarin1 gdsteren istatistiklere bakilmasi bile yeterli olacaktir. Tiirk Istatistik
Kurumu’nun 2013 yili verilerine gore, kadin {ist diizey yonetici, kadin hakim, kadin
profesor ve kadin polis yilizdeleri sirasiyla % 9.3, % 36.3, % 28.2 ve % 5.5’tir (Tiirk
Istatistik Kurumu — TIK, 2013). Her ne kadar yonetici kademesindeki pozisyonlar
ayrimcilik yapmak i¢in ¢ok riskli olsa da, insanlarin yonetici pozisyonu icin erkek
adayr segme egilimi daha yiiksektir. Ornegin, 2013 yilinda Fortune 500
sirketlerindeki iist diizey kadin yonetici oran1 % 14,6 dir (Catalyst, 2014). Yonetici
pozisyonlarinda kadinin bu denli az temsili, bu esitsizligin arkasinda bagka bazi ciddi
nedenler oldugunu diisiindliirmektedir. Bu yiizden, bu nedenlerin arastirilmasinin
Tiirkiye’deki dagilimi olumsuz etkileyen faktorleri bulmak ve etkilerini azaltmak

anlaminda biiyiik faydas1 olacaktir.

Farkli galigmalar kapsaminda esitsizligin temel nedeni arastirilirken, cinsiyetgilik,
cinsiyet rolleri, ataerkillik ve ayrica kadinlara, kadin haklarina, kadin calisanlara,
kadin yoneticilere ve kadin liderlere iligkin tutumlar gibi pek c¢ok konu iizerinde

durulmustur (Bass, Krusell ve Alexander, 1971; Eagly ve Mladinic, 1989; Eagly ve
72



Karau, 2002; Glick ve Fiske, 2001; Heaven, 1999; Liu, Comer ve Dubinsky, 2001,
Mostafa, 2005; Simmons, Duffy ve Alfraih, 2012; Spence ve Helmreich, 1972;
Ugurlu ve Hovardaoglu, 2011). Tiim bu ¢alismalar goz oniinde bulunduruldugunda,
bireylerin tutumlar1 iizerinde ¢alismanin diinyadaki ve Tirkiye’deki esitsizligi

anlamak adina son derece agiklayici olacagi diisiiniilmektedir.

Buradan hareketle, kadinlarin yoneticilik poziyonlarindaki diisiik temsilinin
nedenleri {izerinde durarak konu aydimlatilmaya calisilacaktir. Oncesinde de
bahsedilmis oldugu gibi, yoneticilik pozisyonlar1 i¢in kadin ve erkegi farkli sekilde
degerlendiriyor olmanin motivasyonel sebepleri bilinirse, kosullar ve dengesiz
dagilimin anlagilmasi ve degistirilmesi adina bir adim atilabilir. Bu sebeple, bu
calisma kapsaminda; sosyal baskinlik yonelimi (SBY), yoOneticinin cinsiyeti,
calisanin cinsiyeti, is tecriibesi ve calisilan sektoér gibi demografik degiskenlerin
yoneticilere iliskin tutumlar lizerindeki etkisinin 6l¢iilmesi amaglanmaktadir. Bunun
yanisira, bu ¢alisma ile cinsiyet temelli SBY nin agiga ¢ikarildigi durumlarin da
yoneticilere iligkin tutumlar tizerindeki etkisi incelenebilecektir. Bu kapsamda, giris
boliimii icerisinde Oncelikle yoneticilere iliskin tutumlar {izerinde durulacak ve
calisanlar ile yoneticilerin cinsiyet farkliliklarinin etkisi incelenecektir. Sonrasinda,
Sosyal Baskinlik Kurami ve onun cinsiyet rolleri, cinsiyetgilik gibi kavramlarla
iliskisi ele alinacaktir. Son olarak, bu teze konu olan arastirma sorular1 ve denenceler

sunulacaktir.
1.1. Yoneticilere liskin Tutumlar

Kadin ve erkek yoneticiler arasindaki rakamsal esitsizlige dair nedenler ve
yoneticilere iliskin tutumlara gegcmeden oOnce, ilk olarak, yonetici kavraminin tanimi
tizerinde durulmasi calismanin gidisatini kavramak i¢in 6nem arz etmektedir. Bu
kismin ardindan, ¢alisanlar ve yoneticilerin cinsiyet farkliliklar1 yoneticilere iliskin
tutumlar kapsaminda ele alimacak ve Onceki ¢alismalardaki bosluklardan

bahsedilerek bu ¢alismanin amaglarina odaklanilacaktir.

Yonetici kavraminin tanimlarindan yola g¢ikarak, her toplulukta yonetim gerektiren

isler icin mutlaka bir yoneticinin bulundugunu sdylemek miimkiindiir. Yonetim
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cogunlukla isleri yiiriitmeyle iligkili oldugu igin yOnetici ihtiyact her zaman soz
konusudur. Bu ihtiyacin bir sonucu olarak, topluluktaki en uygun kisi yonetici
olabilmektedir, ¢iinkii yonetim gerektiren isleri yliriitecek kisinin pozisyonunun
daimi olarak bos kalmasi miimkiin degildir. Sorumluluklarinin benzerliginden
kaynakli olarak, yonetici ve lider pozisyonlarinin birbiri yerine kullanilmasi siklikla
karsilasilan bir durumdur. Ancak, daha 6nce de bahsedilmis oldugu gibi yoneticiye,
ilgili kurumun yonetsel islerini yiirlitmek ve diizenlemek adina gereksinim
duyulurken, liderlere biiyiik degisiklikler yaratmak ve biiyiik amaglara erismek igin
ihtiya¢ duyulur. Liderlerin amaclarini Etzioni’nin (1964) tanimladig1 karakteristik
ozelliklere baglayacak olursak, liderligin bazi son derece etkili kisilik ozellikleri
gerektirdigini ve herkese uygun olmadigini sdylemek miimkiin olacaktir. Bennis’e
(1994) gore, yonetici durumlari idare ederken, lider yenilikler yapmaktadir; ve yine
yonetici yapt ve sistem odakli hareket ederken, lider insan odaklidir. Benzer bir
tanimda  Starratt (1995), yoneticinin adi  istiinde yOnettigini, liderinse
yonlendirdigini; ve yine yoneticinin varolan yapiyr koruma gayreti icerisindeyken,
liderin varolan yapiyr degistirme arayisi i¢inde oldugunu vurgulamistir. Tiim bu
tamimlardan hareketle, herhangi bir organizasyonda en uygun kisi yonetici
olabilirken, liderligin bir {invan veya makam olarak kimseye verilemeyecegini,
clinkii liderin kendiliginden ortaya ¢ikmasi gerektigini sdylemek miimkiindiir. Bu
sebeple, bir organizasyon biinyesinde hi¢ lider olmayabilirken, en az bir yoneticinin

olmas1 zorunlu goriinmektedir.

Yonetici ve lider kavramlar1 arasindaki farklari anlamak, yoneticilere ve liderlere
iliskin tutumlar1 kavramak adina biiylik 6nem arz etmektedir. Zira, ikisi arasindaki
kavramsal farkliliklar insanlarin bu pozisyondaki kisilerden beklentilerini de biitiin
biitiine etkilemektedir. Her ne kadar iki kavram tanimlar1 geregi benzer olsa da,
liderligin ortiik yapilarla tanimlanma orani daha fazladir (Rush, Thomas ve Lord,
1977). Bu sebeple, ayn1 degerlendiricinin yonetici olarak sunulan kisiye iliskin farkls,
lider olarak sunulan kisiye iliskin farkli, otorite olarak sunulan kisiye iliskin farkli
tutumlart olacagini varsaymak miimkiindiir. Bu tez kapsaminda yoneticilere iligkin

tutumlar ¢alisilacak olmakla birlikte, onceki c¢alismalarda islenen liderlere ve
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otoritelere iligkin tutumlar konularma da yeri geldikge fikir vermesi adma yer

ayrilacaktir.

Bu noktada, kadin yoneticilere iliskin tutumlara dair yazinin (Aycan, Bayazit,
Berkman ve Boratav, 2011; Sakalli-Ugurlu ve Beydogan, 2002), oldukg¢a zengin
olmas1 sebebiyle yeni ¢aligmay1 kurgulama asamasinda biiyiik faydasi1 dokundugunu
sOylemek miimkiinken, ayni sey erkek yoneticilere iliskin tutumlara dair liiteratiir
icin gegerli degildir. Bu sebeple, yoneticilere iliskin tutumlar konusunun tam olarak
calisilip bitirildigini sOylemek esasen miimkiin goriinmemektedir. Kadin ve erkek
yoneticilerin birlikte ele alindig1 en kapsamli ¢alismalar kamuoyu yoklamalarindan
ibarettir. Her ne kadar bu c¢aligmalar son derece bilgilendirici nitelikte olsa da,
aciklayici ¢aligmalara hala gereksinim duyulmaktadir. Ciinkii ancak bu sekilde kadin

ve erkek yonetici sayilar1 arasindaki esitsizlige karst harekete gecilebilecektir.

Daha 6nce de bahsedildigi iizere, erkek yoneticilere iliskin tutumlar ¢alisiimamis
olmasina karsin, kadin yoneticilere iligkin tutumlar yazini olduk¢a zengindir.
Dubno’nun (1985) boylamsal ¢aligmasina gore, kadin yoneticilere iliskin tutumlar
gecen zamana kiyasla degismemektedir. Her ne kadar kadin yoneticilere iliskin
tutumlar degismiyor olsa da, bu tutumlari etkileyen degiskenler yillar i¢inde ¢esitlilik
gostermistir. Calismalara bakildiginda, cinsiyet farkliliklar1 (Mostafa, 2005), kadin
yonetici deneyimi (Bhatnagar ve Swamy, 1995; Owen ve Todor, 1993; Preko, 2012),
calisan anneye sahip olma (Ali, Khan ve Munaf, 2013; Terborg ve ark., 1977), yas
(Mostafa, 2005), negative stereotipler (Preko, 2012), cinsiyet rolleri (Aycan ve ark.,
2011), cinsiyetcilik (Masser ve Abrams, 2004; Sakalli-Ugurlu ve Beydogan, 2002),
gii¢ aralig1 (Simmons ve ark., 2012) ve atiflarm (Ozkan, 2006) kadin yoneticilere
iligkin tutumlara etkisinin incelendigi goriilmektedir. Farkli kapsamlardaki bu
caligmalarin yazina katkisinin ¢ok biiylik oldugu asikardir, ancak hala yoneticilere
iligkin tutumlar kapsaminda etkisi incelenmeyen degiskenler mevcuttur. Ancak,
oncelikle yazindaki caligmalardan yola ¢ikarak ortaya konulmus olan bulgular

paylasmak ve sonrasinda yeni bir degisken 6nermek yerinde olacaktir.

Kadin yonetici tanidiga sahip olmanin kadin yoneticilere iliskin tutumlar iizerinde

etkilerinin incelendigi bir ¢alismada, ¢alisan anneye sahip olmanin kadin yoneticilere
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iliskin tutumlar etkiledigi goriilmiistiir (Terborg ve ark., 1977). Bulgulara gore,
calisan anne sahibi erkek katilimcilar, anneleri ¢calismayan erkek katilimcilara kiyasla
kadin yoneticilere iliskin daha olumlu tutumlara sahiptirler. Benzer bulgular kadin
yonetici deneyimi olan kisiler i¢in de farkli c¢aligmalar araciligiyla ortaya

konulmustur (Bhatnagar ve Swamy, 1995; Owen ve Todor, 1993).

Cinsiyetgilik de yine kadin yoneticilere iligkin tutumlar iizerinde etkisi oldugu 6ne
stiriilen bir diger degiskendir (Masser ve Abrams, 2004). Buna gore, yonetici
pozisyonuna basvuran kadinlar diismanca cinsiyetcilik sebebiyle daha negatif
degerlendirilirken, erkekler korumaci cinsiyet¢ilik sebebiyle daha pozitif
degerlendirilirler (Masser ve Abrams, 2004). Tiirkiye’deki bir bagka c¢alisma da bu
sonucu destekler niteliktedir. Buna gore, diismanca cinsiyetgilik ve kadin yoneticilere
iliskin negatif tutumlar arasinda anlamli bir iliski vardir (Sakalli-Ugurlu ve

Beydogan, 2002).

Kadin yoneticilere iligskin negatif tutumlari yordayan bir bagka degisken ataerkilliktir.
Bilindigi tizere, ataerkillik erkegin kadin {izerindeki iistiinliigiinii savunmaktadir
(Mostafa, 2005). Bundan hareketle, bazi ¢alismalar (Ali ve ark., 2013; Mostafa,
2005; Sakalli-Ugurlu ve Beydogan, 2002) aracilifiyla ataerkil yaklagimin kadin

yoneticilere iligkin tutumlar1 negatif yonde etkiledigi ortaya konulmustur.

Bunlarin yanisira, cinsiyet stereotipleri de yine tutumlari yordayan Onemli
degiskenlerdendir. Bazi ¢alismalar (Conway ve Vartanian, 2000; Eagly ve Mladinic,
1994) cinsiyet stereotiplerinin kadin yoneticilere iliskin negatif tutumlar ve isyerinde
ayrimcilikla iligkisini ortaya koyar niteliktedir. Cinsiyet stereotipleri kuramina gore
(Schein, 1978), kadinlar ve erkekler toplum icinde farkli kapasite ve yerlere
sahiptirler. Bu sebeple, kadinlarin isyerlerinde bulunmasi dogal olmayan bir durum
olarak algilanir, bu da ayrimcilig1 beraberinde getirir. Collins, Waters ve Waters
(1979) cinsiyet stereotipleri ve kadin yoneticilere iligskin tutumlar1 ele aldiklar
caligmalarinda, daha erkeksi stereotipte erkekler ve daha kadinsi stereotipteki
kadinlarin kadin yoneticilere iliskin daha olumsuz tutumlar1 olduklarmi ortaya

koymuslardir.
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Kadin yoneticilere iliskin tutumlar1 etkiledigi diisiiniilen bir baska degisken giic
araligidir. Simmons ve arkadaslar1 (2012)’de yiirtittiikleri bir ¢alismada Amerika
Birlesik Devletleri ve Kuveyt’ten aldiklar1 6rneklemlerle glic araligi ve kadin
yoneticilere iligkin tutumlar arasinda negatif yonli bir iliski oldugunu

gostermislerdir.

Tiim bu degiskenlerin incelenmesi siirecinde etkisi oldugu goriilen bir diger degisken
cinsiyet farkliliklaridir. Bu sebeple, izleyen sayfalarda calisanlarin ve yoneticilerin
cinsiyet farkliliklarinin ydneticilere iliskin tutumlar1 ne sekilde etkiledigi iizerinde
durulacaktir. Sonrasinda ise kadin yoneticilere iliskin negatif tutumlarin ve erkek
yoneticilere iligkin pozitif tutumlarinin sebebi olabilecegi diisiiniilen SBY ele

alinacaktir.

1.1.1. Degerlendirenlerin Cinsiyet Farkhiliklarimin Yoneticilere iliskin Tutumlar
Uzerinde Etkisi

Cinsiyet farkliliklarinin yoneticilere iliskin tutumlar tizerinde etkilerinin incelendigi
calismalar yazinda oldukg¢a 6nemli bir yer tutmaktadir. Bu kapsamda, bazi ¢caligsmalar

ve bulgularindan bahsetmek yeni ¢alismay1 anlamak icin gerekli gériinmektedir.

Pek ¢ok ¢alisma (Gallup, 2001; Liu, Comer ve Dubinsky, 2001; Mostafa, 2005;
Terborg, 1977) kadin degerlendiricilerin erkek degerlendiricilere kiyasla kadin
yoneticilere iliskin daha olumlu tutumlara sahip olduklarini ortaya koymaktadir.
Benzer bulgulara Tirkiye’de yapilan g¢aligmalarla (Aycan ve ark., 2011; Koca,
Arslan ve Asci, 2011; Sakalli-Ugurlu ve Beydogan, 2002) da ulasildigi goriilmiis
olsa da yazinda kadin ve erkek degerlendirici arasinda kadin yoneticiye iliskin
tutumlar anlaminda fark bulmayan calismalar (Ali ve ark., 2013; Koshal, Gupta ve
Koshal, 1998) ya da tam tersi bulgular ortaya koyan galigmalar (Gallup, 2013)

oldugunu da séylemek miimkiindiir.

Goriildiigii iizere, yoneticiye iliskin tutumlar1 ele alirken tutum sahibi kisilerin

cinsiyet farkliliklarini da hesaba katmak son derece dnemlidir.
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1.1.2. Yoneticilerin Cinsiyet Farkhliklarinin Yéneticilere Iliskin Tutumlar

Uzerinde Etkisi

Degerlendiricilerin cinsiyet farkliliklarmin yoneticilere iligkin tutumlar tizerindeki
etkisini inceleyen caligmalarin ¢okluguna karsin, yoneticilerin cinsiyet farkliliklarini
ele alan ¢alisma sayisi yok denecek kadar azdir. Bu kapsamda sozii edilebilecek
calismalar kamuoyu g¢alismasina dayanan arastirmalar (Gallup, 2013) ve liderlere
(Carpenter, 2001; Ugurlu ve Hovardaoglu, 2011) veya otoritelere (Rudman ve

Klianski, 2000) iligkin tutumlarin incelendigi arastirmalardir.

1953’ten 2013’e kadar olan Gallup calismalar1 Amerikan halkinin gelecekteki
yOneticisinin cinsiyetini se¢cmesi miimkiin olsa sorusuna verdikleri yaniti temel
alarak bazi bulgular ortaya koymustur. Buna goére, 1953 yilinda erkek yonetici tercihi
% 66 iken, kadin yonetici tercihi % 5°tir. 2013’te ise tercihler erkek yonetici ve kadin
yOnetici icin sirastyla % 35 ve % 27 olarak bulunmustur (Gallup, 2013). Yine
Gallup’un 2001°deki bir baska arastirmasi ile sartlarin esit oldugu durumlarda
erkeklerin % 42’ye % 31 oranla kadinlardan daha iyi bir devlet bagkani olacagi
diisiincesi baskin gelmistir (Gallup, 2001).

Yazindaki diger calismalara (Eagly, Makhijani ve Klonsky, 1992; Eagly, Wood ve
Diekman, 2000; Nieva ve Gutek, 1980; Wood, 2000) baktigimizda, erkek liderlerin
kadin liderlerden daha olumlu degerlendirildigi fikri agirliktadir. Benzer sekilde,
Tiirkiye’de yapilan ve liderlere iliskin tutumlar konusunu ele alan bir ¢alisma da
diinya yazimin1 destekler nitelikte bulgular ortaya koymustur. Buna gore, kadin
degerlendiriciler otoriter erkek lideri otoriter kadin liderden daha olumlu
degerlendirirken, erkek degerlendiriciler tiim liderlik tiirlerinde erkek lideri kadin
liderden daha olumlu degerlendirmislerdir (Ugurlu ve Hovardaoglu, 2011). Lider
kavramini otorite kavramiyla degistirdigimizde de yine benzer bulgulara ulasildigini
goriiriiz. Ornegin Rudman ve Klianski’nin (2000) calismasinda katilimcilara bazi
kadin ve erkek otorite figiirii ¢izimleri gosterilmis ve sonrasinda bu ¢izimlere
tepkileri pozitif ve negatif sifat kullanimlariyla 6l¢iilmiistiir. Calisamanin sonucuna
gore, hem kadin hem de erkek katilimcilar kadin otoriteyi erkek otoriteden daha

olumsuz degerlendirmislerdir (Rudman ve Klianski, 2000).
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Her ne kadar yazindan sunulan calismalar son derece bilgilendirici olsa da
yoneticilere iliskin tutumlar1 karsilastirmali olarak incelemenin onemi esitsizlikleri
giderebilmek adina 6nemlidir. Bu sebeple, bu ¢alisma kapsaminda es zamanli olarak
kadin ve erkek caligsanlarin kadin ve erkek yoneticilere iligkin tutumlari ele alinirken
sosyal baskinlik yoOneliminin etkileri {izerinde durulacaktir. Dolayisiyla izleyen

sayfalarda Sosyal Baskinlik Kurami detaylariyla incelenmeye caligilacaktir.
1.2. Sosyal Baskinhik Kuram

Kisileraras1 ve gruplararasi iliskiler incelendiginde, sosyal varliklar olmanin birer
sonucu olarak esitsizlik, dnyargt ve ayrimcilig1 yarattigimizi gorebiliyoruz. Her ne
kadar tiim bunlar toplumun refah ve gelismislik seviyesinden etkileniyor olsa da, her
toplumda yine de en az bir adet baskin / avantajli, bir adet de ezilen / dezavantajli
grup oldugunu soylemek miimkiin goriiniiyor. Bu hiyerarsik yapiya karsin iligkilerin
nasil yiiridigiini agiklamak iizere Sidanius ve Pratto (1999) Sosyal Baskinlik

Kurami’ni (SBK) 6ne stirmiislerdir.

SBK’ye gore, toplumlar grup bazli hiyerarsik sistemler {istiine kurulmustur ve bu
sistemde bir grup giicii ve ayricaliklari elinde tutarken, diger grup aza kanaat etmek
durumundadir. Bu ortamda, baskin grubun iiyeleri ezilmekte olan grup iiyelerine
kars1 yogun bir 6nyargi ve ayrimcilik gelistirirler. Bunun sebebi giicii ve ayricaliklar
elde tutmak ve dezavantajli grubun kaynaklari ele gecirmesini dnlemektir (Sidanius
ve Pratto, 1999). Tim bunlardan yola ¢ikarak, SBK’nin amacinin esitlige iliskin
negatif ve hiyerarsik yapilanmaya iliskin pozitif tutumlari arastirmak oldugunu

sOyleyebiliriz.

Toplumdaki grup temelli sosyal hiyerarsi esasen ii¢ farkli sistemden olusmaktadir
(Pratto ve ark., 2006). Bunlar; erkegin kadindan daha degerli oldugu cinsiyet temelli
hiyerarsik sistem, yaglinin gengten daha degerli oldugu yas temelli hiyerarsik sistem
ve rastgele hiyerarsik yap1 dedigimiz toplumdan topluma degisebilen sistemdir
(Pratto ve ark., 2006). Bu sistemler dahilinde SBK’ye gore, dezavantajli grup
toplumsal diizeni korumak ve elindeki kaynaklardan da olmamak adina bu hiyerarsik

yapty1 destekler ve durumunu kabullenir. Bu durum SBK’ye gore kisinin sahip
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oldugu SBY ile agiklanmaktadir. SBY kisinin esitligi algilayis sekliyle birebir ilgili
oldugu igin, dezavantajli grubun avantajli grubu destekler tavri sahip olduklari
SBY ’nin bir sonucu olabilir gibi géziikmektedir (Sidanius, Levin, Federico ve Pratto,
2001). Esasen, SBY diizeyi ve sistemi mesrulastirici davraniglarda bulunma
arasindaki iligki de incelendiginde, SBY’si yiiksek dezavantajli gruplarin sistemi
mesrulastirici davraniglar daha ¢ok igsellestirdigi goriilmektedir (Overbeck, Jost,
Mosso ve Flizik, 2004). Bu da yukarida bahsedilen durumu agiklar niteliktedir.

Kurulan iliskilerden yola ¢ikarak SBY’nin bir kisilik 6zelligi olarak algilanilmasi
miimkiindiir, ancak SBK kuramcilar1 buna kars1 ¢ikmaktadir. SBY yalnizca SBK’nin
kuramlastirilmasi asamasinda emprik bulgular saglamasi agisindan kullanilmak i¢in
yaratilmigtir. Gergek kisilik ozellikleri gibi kisinin dogalinda varolan bir yap1
degildir. Pek ¢ok degiskenden etkilenerek kisi i¢in durumdan duruma farkh
sekillerde ortaya ¢ikabilmektedir (Pratto ve ark., 2006).

Tiim bunlardan hareketle, SBY nin kisilerin esitsizligi degerlendirme sekillerini
etkiledigini ve bunun bir sonucu olarak kisiler veya gruplararasi davranissal
asimetrinin olustugunu sdylemek miumkiindiir (Pratto ve ark., 2006). Hiyerarsik
yapinin devamini mesrulastirict mitlerle saglayan davranigsal asimetri SBK ig¢in
onem teskil eden kavramlardan biridir. Bu noktada mesrulastirict mitlerden
bahsederek davranigsal asimetriyi agmak dogru olacaktir. Hiyerarsiyi artiran ve
azaltan olmak {izere iki ¢esit mesrulastirict mit tanimlanmistir (Pratto ve ark., 2006).
Bunlardan ilki esitsizligi pekistiren irk¢ilik, cinsiyetgilik, milliyetcilik gibi mitlerken,
ikincisi esitligi pekistiren feminizm, sosyalizm gibi mitlerdir (Pratto ve ark., 2006).
Kisilerin mesrulastirict mitleri kullanma egilimi sahip olduklari SBY diizeyi ile
birebir iligkilidir. Yani, hiyerarsiyi artiran mesrulastirict mitleri kullanma egilimi
yiiksek SBY ile iliskilendirilirken, hiyerarsiyi azaltan mesrulastirict mitleri kullanma
egilimi diisiik SBY ile iliskilendirilir (Pratto ve ark., 2006). ilaveten, SBY diizeyi
cinsiyetleraras1 karsilastirildiginda, erkeklerin kadinlardan daha yiiksek SBY
diizeyine sahip olduklar1 bulunmustur (Sidanius ve Pratto, 1999). Sahip olunan SBY

diizeylerindeki farklilik erkeklerin hiyerarsiyi artiran roller ve mesleklere
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yonelmesine neden olurken, kadinlarin hiyerarsiyi azaltan pozisyonlara yonelmesine

sebep olmustur (Pratto ve Walker, 2004).

Bu noktada, mesrulastirici mitlerden olan ve hiyerarsiyi artiran cinsiyet¢iligin
yoneticilere iliskin tutumlar iizerindeki etkilerinden bahsetmek, SBY’nin etkilerini
arastirmanin neden gerekli oldugunu daha iyi ortaya koyacaktir. Dezavantajli grup
olarak kadinlar, cinsiyet¢iligin yarattig1 ayrimciligin hedefi konumundadirlar. Ayrica
SBK’nin  Onerdigi lizere cinsiyet temelli sistemde erkeklerin altinda
konumlandirilmaktadir. Bu sebeple, cinsiyet¢iligin  bulgular1 SBY’nin olasi
etkilerinin bir kismi hakkinda fikir sahibi olmamizi saglayacaktir. Daha once de
sOylendigi lizere, cinsiyetgiligin diismanca ve korumaci olmak tizere iki sekli
bulunmaktadir (Glick ve Fiske, 1996). Bu iki c¢esidin altinda yatan sebepler
arastirildiginda, kadin ve erkeklerin birbirlerinden farkli SBY diizeylerine sahip
olmalar1 da neden olarak ortaya konulmustur (Glick ve Fiske, 1996). Yonetici
pozisyonlarinda calisan kadinlarin sayica az olmasint anlamamiz agisindan SBY ve
diismanca cinsiyetcilik arasindaki iliskiyi gosteren arastirmalarin varligi oldukga
onemlidir (Christopher ve Mull, 2006). Kadin yoneticilere iliskin tutumlar {izerinde
diismanca cinsiyet¢iligin anlamli bir etkisi oldugunu 6ne siiren ¢aligmalara (Sakalli-
Ugurlu ve Beydogan, 2002) da baktigimizda, SBY diizeyinin bulgularindan yalnizca
biri olan cinsiyetciligin etkilerini gormemiz miimkiin olmaktadir. Bu sebeple,
SBY’nin bir biitiin olarak ele alinmasi halinde daha kapsamli bulgular ortaya

koyacag varsayilmaktadir.

SBY diizeyinin yoneticilere iligkin tutumlar iizerinde etkilerinin incelendigi
calismalarin sayica son derece yetersiz olmasi sebebiyle, iliski kurma noktasinda
fikir verebilecek yakin odakli ¢alismalarin da bulgular1 paylasilmaya calisilacaktir.
Bu noktada, en kapsamli calisma olarak gosterilebilecek olan Simmons ve
arkadaslari’nin (2012) Amerika Birlesik Devletleri ve Kuveyt’teki erkek dgrencilerle
yiiriittiikleri arastirmada, yiiksek SBY diizeyinin kadin yoneticilere iliskin negatif
tutumla iliskisi oldugu ortaya konulmustur. Bunun haricinde, yine SBY diizeyinin
yiikselmesinin bir sonucu olarak kadin haklarina, calisan kadinlara ve kadinlara

iliskin negatif tutumlarin arttigi (Bates ve Heaven, 2001; Christopher ve Wojda,
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2008; Heaven, 1999; Lippa ve Arad, 1999; Poch ve Roberts, 2003) da yine simdiki
calismanin gerekliligini gosterir niteliktedir. Onceki calismalara bakarak fikir dne
siiremedigimiz tek konu erkek yoneticilere iliskin tutumlar iizerinde SBY diizeyinin
bir etkisinin olup olmayacag1 gibi géziikmektedir. Ancak, SBK’nin varsayimlarindan
yola ¢ikarak yalnizca kadin yoneticilere iliskin tutumlarin degil erkek yoneticilere

iliskin tutumlarin da sahip olunan SBY diizeyinden etkilenecegini diisiinmek olasidir.

Tim bu sebeplerle, bu c¢alisma kapsaminda SBY diizeyinin yoneticilere iligkin
tutumlar {izerindeki genel etkisi ve cinsiyet temelli sistemin belirginlestirildigi

durumlardaki cinsiyet temelli etkisi arastirilacaktir.
1.3. Calismanin Amaclari ve Denenceleri

Daha o6nce de belirtildigi lizere, bu ¢alismanin amaci ¢alisanlarin ve ydneticilerin
cinsiyet farkliliklarinin ve ¢alisanlarin sahip olduklar1 SBY diizeylerinin yoneticilere
iliskin tutumlarma etkisi olup olmadigini1 gostermektir. Bunun yanisira, ¢alisanlarin
yaklasik olarak yarisina uygulanan hazirlama etkisi teknigi ile calisanlardaki cinsiyet
temelli SBY’nin One c¢ikarilmasi ve yoneticilere iligkin tutumlari genel SBY
diizeyinden farkli etkileyip etkilemediginin bulunmasi amag¢lanmistir. Bunlardan
hareketle, arastirma deseninin 2 (kadin calisanlar / erkek caligsanlar) X 2 (kadin
yoneticiler / erkek yoneticiler) X 2 (diisiik SBY / yiikksek SBY) X hazirlama etkisi

(var / yok) seklinde oldugunu séylemek miimkiindiir.
Buna gore, ¢alismanin amaglar1 dogrultusunda ele alacagi denenceler su sekildedir;

Denence 1: Ipucu almayan ve diisiik SBY diizeyine sahip erkek calisanlarin kadin
yoneticilere iliskin tutumlari, hazirlama etkisi alan ve yiiksek SBY diizeyine sahip

kadin ¢alisanlarin kadin yoneticilere iliskin tutumlarindan daha olumludur.

Denence 2: ipucu almayan ve diisiik SBY diizeyine sahip kadin ¢aliganlarin kadin
yoneticilere iliskin tutumlari, hazirlama etkisi alan ve yiiksek SBY diizeyine sahip

erkek calisanlarin kadin yoneticilere iliskin tutumlarindan daha olumludur.
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Denence 3: ipucu alan ve yiiksek SBY diizeyine sahip erkek calisanlarin erkek
yoneticilere iliskin tutumlari, hazirlama etkisi almayan ve diisiik SBY diizeyine sahip

kadin ¢alisanlarin erkek yoneticilere iliskin tutumlarindan daha olumludur.

Denence 4: Yiiksek SBY diizeyine sahip calisanlarin kadin yoneticilere iliskin
tutumlari, diisik SBY diizeyine sahip c¢alisanlarin kadin yoneticilere 1iliskin

tutumlarindan daha negatiftir.

Denence 5: Yiikksek SBY diizeyine sahip ¢alisanlarin erkek yoneticilere iligkin

tutumlari, kadin yoneticilere iliskin tutumlarindan daha pozitiftir.

Denence 6: Ipucu alan ve yiiksek SBY diizeyine sahip ¢alisanlarin kadm yoneticilere
iliskin tutumlari, hazirlama etkisi almayan ve yiiksek SBY diizeyine sahip

calisanlarin kadin yoneticilere iligskin tutumlarindan daha negatiftir.

Denence 7: Ipucu alan ve yiiksek SBY diizeyine sahip galisanlarm erkek ydneticilere

iliskin tutumlari, kadin yoneticilere iliskin tutumlarindan daha pozitiftir.

Denence 8: Kadin ve erkek calisanlarin kadin ve erkek yoneticilere iliskin tutumlari

birbirlerinden farklidir.

Denence 8a: Kadin ¢alisanlarin kadin yoneticilere iligskin tutumlari, erkek

calisanlarin kadin yoneticilere iligkin tutumlarindan daha pozitiftir.

Denence 8b: Erkek galisanlarin erkek yoneticilere iligkin tutumlari, kadin

calisanlarin erkek yoneticilere iligkin tutumlarindan daha pozitiftir.

Denence 8c: Kadin calisanlarin kadin yoneticilere iliskin tutumlari, erkek

yoneticilere iligkin tutumlarindan daha pozitiftir.

Denence 8d: Erkek g¢alisanlarin erkek yoneticilere iligkin tutumlari, kadin

yoneticilere iligkin tutumlarindan daha pozitiftir.
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2. YONTEM
2.1. Katihhmcilar

Calismaya en az alt1 aylik ¢alisma hayati bulunan ve aktif olarak caligmakta olan
kisiler Facebook, LinkedIn, Eksi Sozliik Duyuru gibi kanallar araciligiyla yapilan
cagrilar tizerinden haberdar edilerek katilmiglardir. Veri toplama siirecinin sonunda
885 anketin Dbaslatildigi, ancak bunlardan 417’sinin c¢alisma kapsaminda
degerlendirilebilecegi bulunmustur. Calisma kapsaminda analize dahil edilen 417
calisanin 231’ kadin, 186’s1 erkektir. Orneklemin genel yas ortalamasi 28.73 (SS =
6.33) iken, kadinlarin yas ortalamas1 28.45 (SS = 6.33) ve erkeklerin yas ortalamasi
29.06 (SS = 6.34) olarak bulunmustur. Ayrica, katilimcilarin % 34.3’i kamu sektorii
calisaniyken, % 65.2°si 6zel sektor calisant oldugu beyan etmistir. Yine, % 37.4
calisan daha once tek bir cinsiyetten yoneticiyle ¢alisma deneyimi oldugunu ifade

ederken, % 62.6’s1 her iki cinsiyetten yonetici ile de ¢alistigini beyan etmistir.
2.2. Ol¢iim Araclar

Bu ¢alisma kapsaminda iki ana 6lgek (Kadin / Erkek Yoneticilere Karsi Tutum
Olgegi (Aycan ve ark., 2011) ve Sosyal Baskinlik Yonelimi Olgegi (Pratto ve
Sidanius, 1999)), bir demografik bilgi formu ve hazirlama etkisi 6lgekleri (Celisik
Duygulu Cinsiyetcilik Olgegi (Glick ve Fiske, 1996) ve Erkeklere Iliskin Celisik
Duygular Olgegi (Glick ve Fiske, 1999)) kullanilmistir. Olgeklere iliskin bilgilere

izleyen sayfalarda yer verilmistir.
2.2.1. Kadin / Erkek Yoneticilere Karsi Tutum Olcegi

Aycan ve arkadaglar1 (2011) tarafindan gelistirilen bu 6lgek yoneticilere iliskin
tutumlarin 6lgiilmesini amaglamaktadir. Her ne kadar orijinal 6lgek yalnizca kadin
yoneticilere iliskin tutumlar1 6lgmeyi amaglayarak gelistirilmis olsa da, bu ¢alisma
kapsaminda genel yonergenin degistirilmesi araciligiyla erkek yoneticilere iliskin
tutumlarin da Glglilmesi saglanmustir. 7°1i Likert tipi 27 madde bulunan 6lgekte 6rnek
olarak sOyle maddeler bulunmaktadir; ‘‘Genellikle, kadin / erkek yoneticiler

calisanlarinin hangi zorluklar yasayabileceklerini anlarlar ve onlara destek olurlar.”’
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veya ‘‘Genel olarak kadin / erkek yoneticiler zorluklarla basetmekte sikinti

¢ekerler.”’

Olgegin 14 maddesi ters kodlanmistir ve dlgekten alinan yiiksek puanlar kadin /
erkek yoneticilere iligkin olumlu tutuma isaret etmektedir. Ayrica, dlgekte “‘gorev rol
davranislar’’, ‘‘iliskisel rol davramislari’® ve ‘‘is ahlaki’’ seklinde ii¢ faktor ele
alinmaktadir. Bu ¢alisma kapsaminda 6lgek iizerinde uygulanan yap1 gegerligi testi
bulgularinda, 3 maddenin {i¢ faktoriin herhangi birine 6zel olarak yiik vermemesi
sebebiyle c¢ikarilmasina karar verilmistir. Bu maddelerin ¢ikarilmasinin ardindan
yapilan faktor analizine gore li¢ faktor toplam varyansin 54.32%’sini (Cronbach alfa

= .88) aciklamaktadir.

Calismanin amaglart kapsaminda, alt Olgekler kullanilmayacak olup yalnizca

Olcekten alinan toplam puanlar analize dahil edilecektir.
2.2.2. Sosyal Baskinhk Yonelimi Olgegi

Sidanius ve Pratto (1999) tarafindan gelistirilen Sosyal Baskinlik Yonelimi Olgegi
insanlarin esitsizligi destekleme egilimlerini 6l¢meyi amagclar. 8’1 ters kodlanmis
olan 16 maddeden olusan 6lgek Tiirk¢e’ye ilk olarak Karacanta (2002) tarafindan,
daha sonra ise Akbas (2010) tarafindan adapte edilmistir. Bu c¢alisma kapsaminda
Akbas’n adaptasyonu kullanilmistir. 7°1i Likert tipi 6l¢ekte yer alan maddelere 6rnek
olabilecek maddeler soyledir; ‘‘Tiim gruplar esit olabilseydi, iyi olurdu.”” veya
“Daha alttaki gruplar yerlerini bilmelidir.”’. Olgekten alinan yiiksek puanlar

esitsizligi destekleme egiliminin yiiksekligine igaret eder.

Akbas’in versiyonu i¢in giivenirlik ve gegerlik testlerine gore iki faktorlii yapisi
bulunan 6lgegin Cronbach alfasi .92 iken, simdiki ¢aligsma da iki faktorlii yap: ortaya
koyarak agikladigi toplam 62.01% varyans ve .91 Cronbach alfa degeri ile Akbas’in

versiyonunu dogrulamastir.

Calismanin amaglar1 kapsaminda, alt oOlcekler kullanilmayacak olup yalnizca

6l¢ekten alinan toplam puanlar analize dahil edilecektir.
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2.2.3. Demografik Bilgi Formu

Katilimcilarin cinsiyet, yas, egitim diizeyi, en uzun siireli yagadiklar1 yerlesim birimi,
sosyoekonomik durum, calistiklari sektor, son yoneticilerinin cinsiyeti, her iki
cinsiyetten yoneticiye sahip olup olmadiklarina iligkin bilgilerinin edinilecegi sorular
sorulmustur. Bu formdaki sorular coktan se¢meli ve acgik ucglu olarak dizayn

edilmistir.
2.2.4. Hazirlama Etkisi Olcekleri

SBY diizeyini cinsiyet temelli olarak belirgin hale getirmek amaciyla ¢alisanlarin
yaklagik yarisina uygulanan hazirlama etkisi dlgekleridir. Bu kapsamda kullanilan
dlgekler; Celisik Duygulu Cinsiyetcilik Olgegi ve Erkeklere iliskin Celisik Duygular
Olgegi olup, calisanlarm bu 6lceklerden aldiklari puanlar analiz asamasinda

kullanilmamustir.
2.2.4.1. Celisik Duygulu Cinsiyetcilik Ol¢egi

Hazirlama etkisi 6l¢eklerinden biri olan bu 6lcek cinsiyet temelli SBY’yi belirgin

hale getirmek i¢in ¢alisanlarin yaklasik yarisi tarafindan alinmistir.

Celisik Duygulu Cinsiyetcilik Olcegi Glick ve Fiske (1996) tarafindan gelistirilmis
olup 22 maddeden olusmaktadir. Olgegin amaci kisilerin sahip oldugu cinsiyetgilik
diizeyini 6lgmektir. Olgekten alinan yiiksek puanlar yiiksek diizeyde cinsiyetgilige
isaret etmektedir. Orijinal 6lgegin Tiirkge’ye adaptasyonu Sakalli-Ugurlu (2002)

tarafindan yapilmstir.
2.2.4.2. Erkeklere iliskin Celisik Duygular Olgegi

Tipki Celisik Duygulu Cinsiyetgilik Olgegi gibi bu dlgek de cinsiyet temelli SBY’yi
belirgin hale getirmek amaciyla kullanmilmis olup Celisik Duygulu Cinsiyetgilik

Olgegi’ni alan kisilere uygulanmustir.

Erkeklere Iliskin Celisik Duygular Olgegi Glick ve Fiske (1999) tarafindan
gelistirilmis olup 20 maddeden olusmaktadir. Olgegin amaci kisilerin sahip oldugu

erkeklere iliskin diismanca ve korumaci duygular diizeyini 6lgmektir. Olgekten
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aliman yliksek puanlar yiiksek diizeyde diigmanca ve korumaci duygulara isaret
etmektedir. Orijinal 6l¢egin Tiirk¢e’ye adaptasyonu Sakalli-Ugurlu (2008) tarafindan
yapilmustir.

2.3. Islem

Veri toplamaya baslamadan dnce Orta Dogu Teknik Universitesi Insan Arastimalari
Komitesi’'nden ¢alismanin yapilmasina iliskin herhangi bir sorun olmadigma dair
onay alinmistir. Ardindan, internet iizerinden doldurulacak olan Ol¢ekler Qualtrics
Anket Yazilimi’na yiiklenmistir. Yazilim tarafindan yaratilan link Facebook,
LinkedIn, Eksi Sozliik Duyuru ve bazi kisisel baglantilar araciligiyla duyurulmus ve
ankete davet cagris1 yapilmistir. Cagrida iizerinde durulan konu kisilerin aktif ¢aligan

olmasi ve en az alt1 ay stireli i yasami ge¢mislerinin bulunmasidir.

Sisteme giris yapan kisiler ilk once bilgilendirilmis onami1 okumus ve kabul etmesi
halinde onaylayarak ¢alismaya dahil olmustur. Sonrasinda, demografik bilgi formunu
doldurmalar1 beklenmis ve burada belirtmis olduklart cinsiyetlerinden hareketle ilk
100 erkek ve 100 kadin ¢alismaya hazirlama etkisi Olcekleri alarak baslamislardir.
Hazirlama etkisi 6lgeklerini tamamlayan kisiler ardindan sirasiyla SBY Olgegi ve
rastgele olarak kendilerine sunulan Kadin Yéneticilere Karst Tutum Olgegi veya
Erkek Yoneticilere Karst Tutum Olgegi’ni almuslardir. Hazirlama  etkisi
uygulanmayan kisilerse, SBY Olgegi alarak calismaya baslamis ve akabinde diger

Olcekleri almiglardir.

Katilimin ardindan, katilimcilara katilim sonrasi bilgi formu sunulmus ve ¢alismanin
amacindan bahsedilmistir. Hazirlama etkisi alan kisiler i¢in anketi tamamlama siiresi
yaklasik 15 dk. iken, hazirlama etkisi almayan kisiler i¢in bu siire yaklasik 10 dk.

olarak bulunmustur.
3. BULGULAR

Yapilan analizler dogrultusunda, katilime1 cinsiyeti ve yonetici cinsiyetinin
yoneticilere iligkin tutumlar iistiinde birlikte bir etkisi bulunmustur. Ayrica, SBY

diizeyi ve yonetici cinsiyetinin ortak etkisinin yoneticilere iligskin tutumlar etkiledigi
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ortaya konulmustur. Bunlarin diginda, ¢alismanin amaglar1 kapsaminda ele alinan
hazirlama etkisi yonteminin de yine yonetici cinsiyeti ile etkilesime girmesi sonucu

yoneticilere iliskin tutumlari etkiledigi bulunan bulgular arasindadir.
Calisma kapsaminda 6nerilen denencelere tek tek goz atacak olursak;

Denence 1, detayli analizler sonucu reddedilmistir ve buna baglh olarak, hazirlama
etkisi alan, yiiksek SBY diizeyine sahip kadin g¢alisanlarin kadin yoneticilere iliskin
tutumlarinin; hazirlama etkisi almayan, diisiik SBY diizeyine sahip erkek calisanlarin
kadin yoneticilere iliskin tutumlarindan daha olumsuz oldugu fikri kabul

edilmemistir.

Denence 2, kabul edilmistir ve hazirlama etkisi alan, yiiksek SBY diizeyine sahip
erkek ¢alisanlarin kadin yoneticilere iliskin tutumlarinin; hazirlama etkisi almayan,
diisiik SBY diizeyine sahip kadin ¢alisanlarin kadin yoneticilere iligkin tutumlarindan

daha olumlu oldugu fikri dogrulanmaistir.

Denence 3 reddedilerek, hazirlama etkisi alan ve yiiksek SBY diizeyine sahip erkek
calisanlarin erkek yoneticilere iliskin tutumlari ile hazirlama etkisi almayan ve diisiik
SBY diizeyine sahip kadin caliganlarin erkek yoneticilere iliskin tutumlar1 arasinda

bir fark olmadigin1 ortaya koymustur.

Denence 4 kabul edilerek, yiiksek SBY diizeyine sahip ¢alisanlarin kadin yoneticilere
iligkin tutumlarinin, diisiik SBY diizeyine sahip ¢alisanlarin kadin yoneticilere iliskin

tutumlarindan daha olumlu oldugunu ortaya koymustur.

Denence 5 kabul edilerek, yiiksek SBY diizeyine sahip ¢alisanlarin erkek yoneticilere
iliskin tutumlarinin, yiiksek SBY diizeyine sahip calisanlarin kadin yoneticilere

iligkin tutumlarindan daha olumlu oldugunu ortaya koymustur.

Denence 6 da yine kabul edilerek, hazirlama etkisi almayan ve diisiik SBY diizeyine
sahip calisanlarin kadin yoneticilere iligkin tutumlarinin, hazirlama etkisi alan ve
yiiksek SBY diizeyine sahip c¢alisanlarin kadin yoneticilere iligkin tutumlarindan

daha olumlu oldugu iddiasin1 desteklemistir.
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Denence 7 ile hazirlama etkisi alan ve yiiksek SBY diizeyine sahip ¢alisanlarin erkek
yoneticilere iliskin tutumlariin, kadin yoneticilere iliskin tutumlarindan daha olumlu

oldugu desteklenmistir.

Son denence olan Denence 8 de dogrulanarak kadin ve erkek c¢alisanlarin kadin ve
erkek yoneticilere iliskin farkli tutumlara sahip olduklarini ortaya koymustur.
Devaminda incelenen alt denencelere bakildiginda, Denence 8a, 8c ve 8d
dogrulanirken, 8b reddedilmistir. Buna gore, kadin calisanlarin kadin yoneticilere
iliskin tutumlari, erkek calisanlarin kadin yoneticilere iliskin tutumlarindan, kadin
calisanlarin  kadin yoneticilere iliskin tutumlari, erkek yoneticilere iliskin
tutumlarindan ve erkek calisanlarin erkek yoneticilere iliskin tutumlari, kadin
yoneticilere iligkin tutumlarindan daha pozitif bulunmustur. Erkek c¢alisanlarin erkek
yoneticilere iliskin tutumlari, kadin c¢alisanlarin erkek yoneticilere iliskin

tutumlarindan daha pozitif oldugu varsayimi ise reddedilmistir.
4. TARTISMA

Yapilan analizler sonucunda denencelerin bir kismi reddedilirken, bir kismi
dogrulanmistir. Calismanin amaci geregi ele alman tiim degiskenlerin etkisi
incelenmistir ve her alanda olmasa da bazi degiskenlerle girdikleri etkilesim sonucu
yarattiklar1 ortak etkiler anlamli bulunmustur. Calismanin bu son kisminda, elde
edilen bulgular ve yazin arasindaki karsilastirmalara deginilecek ve bu ¢alismanin
yazina katkilarina odaklanilacaktir. Son olarak, gelecekteki ¢aligmalara yon verme
amacli olarak bu caligmanin eksiklikleri {izerinde durularak, Onerilerde

bulunulacaktir.
4.1. Cahsmanin Bulgularinin Degerlendirilmesi

Her ne kadar dort degiskenin yoneticilere iliskin tutumlar iizerinde ortak bir etkisi
bulunamamis olsa da, denenceleri test etmek igin yapilan ikili karsilagtirmalar
sonucunda ortak etkiyi test eden ilk {i¢ denenceden birinin dogrulandigini, diger
ikisininse reddedildigini goriiyoruz. Dogrulanan denenceye bakildiginda, yazinin

desteklendigini gérmek miimkiindiir. Elbette bu calisma, yazin1 desteklemekle
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kalmamis, cinsiyet-temelli SBY nin de etkisini inceleyerek yeni bir bakis agisi

getirmistir.

Yanliglanan denencelerin olasi reddedilme sebepleri diistiniildiigiinde, ilk denencede
kadin yoneticilere iliskin tutumlarin tizerinde ¢alisanin cinsiyetinin cinsiyet-temelli
SBY ’nin etkisinden bliyiik olmasin1 bir sebep olarak diisiinmek miimkiin olabilir.
Yazima gore, kadinlarin kadin yoneticilere iligkin tutumlar1 erkeklerinkinden daha
olumlu yondedir (Aycan ve ark., 2011; Koca ve ark., 2011). Bu sebeple, yiiksek SBY
diizeyine sahip kadinlara cinsiyet-temelli hazirlama etkisi verildiginde kadin
yoneticiye iligkin tutumlar1 azalmasina karsin, diisiik SBY diizeyine sahip hazirlama
etkisi almayan erkeklerin kadin yoneticilere iligkin tutumlar1 ile farklilik
gostermemis olabilir. Bir diger yanlislanan denencede ise erkek yoneticilere iliskin
tutumlar arastirilirken, iki grup arasinda fark bulunamamasinin olasi nedenleri erkek
yoneticilere iliskin tutumlarin cinsiyetlerarasi fark gostermemesi ve benzer olmasi
olabilir. Tiirkiye Orneklemine bakildiginda, erkeklere iliskin tutumlarin kadinlara
iliskin negatif tutumlar1 pekistirir nitelikte oldugunu sdylemek yazina gére miimkiin
goriinmektedir (Sakalli-Ugurlu, 2008). Dolayisiyla, kadin ve erkek calisanlarin erkek
yoneticilere iligkin tutumlarindaki benzerlik cinsiyet-temelli SBY’nin etkisiyle dahi
olsa degistirilememis olabilir. Bunlardan hareketle, cinsiyet gibi dogustan gelen
ozelliklerin tutumlar iizerinde SBY gibi sonradan kazanilan degiskenlere kiyasla
daha etkili oldugu yoniinde spekiilasyon yapmak miimkiindiir. Bu denencelerin
reddedilme sebepleri cinsiyet-temelli SBY’nin etkisizliginden ziyade, cinsiyetin etki

blytikligl gibi gériinmektedir.

Calisgmanin SBY’ye iligskin bulgular1 degerlendirilecek olunursa, SBY diizeyinin
daha Once de bahsedildigi iizere kaynaklara ve ayricaliklara sahip olma arzusuyla
birebir ilgisi olmasi sebebiyle bulgular son derece anlamlidir. Zira, SBY diizeyi
yiikseldik¢e kadin yoneticiye iligkin tutumlar olumsuzlagma egilimi gostermistir.
Yani, ezilen grup olarak kabul edilen kadinlar yonetici olarak olumsuz
degerlendirilmislerdir. Bunun yanisira, bu ¢alismayla birlikte diisiik statiilii gruplarin
da sistemi mesrulastirict davraniglart kullandigimi  (Overbeck ve ark., 2004)

orneklemek miimkiin olmustur, ¢lnki bulgulara bakildiginda yalmzca erkek
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calisanlarin degil kadin calisanlarin da SBY diizeylerinin ylikseldik¢e kadin

yoneticilere iligkin olumlu tutumlarinin azaldig1 gézlenmistir.

SBY’ye iligkin énemli bir husus, SBY nin degismez bir kisilik 6zelligi olmayisidir.
Dolayisiyla, yagsayan ve degisen bir yap1 olarak pek cok seyden etkilenebilmektedir.
Gii¢ araliginin yiiksek oldugu tilkelerde SBY ’nin kadin yoneticilere iliskin tutumlar
tizerindeki etkisinin arttigint vurgulayan Simmons ve arkadaslari’nin (2012)
calismasini géz oniinde bulunduracak olursak, Tiirkiye gibi gen¢ niifusa ve degisen
dinamiklere sahip bir iilkede ilerleyen zamanlarda SBY ’nin etkisinin artmasi olas1

goziikmektedir.

SBY’nin etkisini ortaya koyarken, cinsiyet-temelli SBY nin farkli bir etkisi olup
olmayacaginin da incelenmis olmasi yine bu c¢alismanin farkli bulgular ortaya
koymasinin nedenlerinden biridir. Her ne kadar hazirlama etkisi yontemi ilk etapta
fazla yapay ve gergek hayatta yeri olmayan bir yontem izlenimi verse de, aslinda
stk¢a karsilastigimiz cinsiyet odakli davranislarin sahip oldugumuz SBY diizeyini
etkiledigini soyleyebiliriz. Cinsiyet¢i yaklagimlarin islendigi filmler, kitaplar, olaylar
kadin ve erkek arasinda bir esitligin s6z konusu olamayacagi yoniinde alicisini
yonlendirirken, degerlendirme yargilarim1 da bu ydnde etkilemektedir. Bundan
hareketle, ters hazirlama etkisi yontemleriyle kisileri cinsiyetlerarasi esitligin oldugu
yoniinde yonlendirmek cinsiyet-temelli SBY diizeylerinin daha az belirgin hale

gelmesine ve azalmasina yardimci olabilecektir.

Son olarak, calisanlarin ve yoneticilerin cinsiyet farkliliklarinin yoneticilere iliskin
tutumlar iizerindeki etkilerini gosteren bulgulara bakildiginda, yazin1 (Calik, Kosar
ve Dagli, 2012; Liu ve ark., 2001; Koca ve ark., 2011; Mostafa, 2005; Sakalli-Ugurlu
ve Beydogan, 2002) destekleyen bulgulara ulasildigi goriilmektedir. Tutum
caligmalariyla olan tutarli bulgularin yanisira, simdiki ¢alismanin bulgular1 yazindaki
baska kuramlarca da desteklenebilmektedir. Ornegin, calisanlar kendileriyle aymi
cinsiyeti paylasan yoneticiye iliskin daha olumlu tutumlara sahip bulunmuslardir. Bu
durumu i¢ grup tarafgirligi (kayirmacilig) ile agiklamak miimkiindiir. Bu noktada i¢
grup tarafgirligini biraz agmak yerinde olacaktir. Tajfel’in (1978) 6ne siirmiis oldugu

Sosyal Kimlik Kurami geregi, kisiler belli kistaslar ¢evresinde toplanarak grup olma
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egilimindedirler. Bunun bir sonucu olarak da ait olduklar1 grubu koruma, kayirma
egilimi gelistirirler, ¢linkii bu sekilde kendi benlik saygilarini da koruyor olacaklardir
(Kagitcibasi, 2005; Tajfel, 1978). Buradan hareketle tekrar simdiki g¢alismaya
donecek olursak, calisanlarin cinsiyetlerini bir grup olarak kabul etme egiliminde
olduklarinm1 ve farkli bir gruba kiyasla once kendi gruplarini olumlu

degerlendirdiklerini sOyleyebiliriz.

Cinsiyet farkliliklarina iliskin bir diger bulguya bakarak, onu da farkli bir ¢alismanin
bulgulariyla iliskilendirebiliyoruz. Buna gore, kadin c¢alisanlar erkek c¢alisanlara
kiyasla kadin yoneticilere iliskin daha olumlu tutum sahibiyken, erkek yoneticilere
iligkin tutumlar i¢in calisan cinsiyetleri arasinda bir fark bulunamamistir. Bu
noktada, Rudman ve Goodwin’in (2004) bir calismasinda da inceledigi {izere,
kadinlarin kadinlari, erkeklerin erkekleri kayirdigindan daha ¢ok kayirdigi
bulgusunun 6ne ¢iktifini sdylemek miimkiin goriinmektedir. I¢ grup tarafgirliginin
siddetinin bile cinsiyetten cinsiyete degisebildigini diislinecek olursak, yoneticilere
iligkin tutumlar1 karsilastirmali olarak ele almis olmak calismanin sagligi agisindan

dogru goziikmektedir.
4.2. Calismanin Katkilar:

Bu calismanin en biiyiik katkis1 SBY ve yoneticilere iligkin tutumlart harmanlamis ve
birlikte ele almis olmasidir. Her ne kadar daha 6nce Simmons ve arkadaslar1 (2012)
tarafindan erkek ogrencilerin SBY diizeylerinin kadin yoneticilere iliskin tutumlar
tizerindeki etkisi incelenmis olsa da, ilk defa hem degerlendiren hem de
degerlendirilen cinsiyetleri karsilastirmali olarak SBY diizeyleri {izerinden

degerlendirmek miimkiin olmustur.

Caligmanin bir diger katkisi, cinsiyet temelli SBY’yi belirgin hale getirmek adina
kullanmis oldugu hazirlama etkisi teknigidir. Yontem son derece yeni ve islevsel
olmasi sebebiyle yazin agisindan deneysel caligmalarin 6niinii agabilecek niteliktedir.

Uygulaniginin kolayligina karsin ortaya koymus oldugu bulgular 6nemlidir.

Uciincii bir katki olarak, iizerinde sikga durulmus olan karsilastirmali inceleme

konuyla 1ilgili bu c¢alismayr tek kilmaktadir. Bazi noktalarda beklenen
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farklilagmalarin ortaya konulamamis olmasi bile yazindaki bilinmezligi ortadan
kaldirmis olmak adina énemli bir etkiye sahiptir. Ornegin, erkek yoneticilere iliskin
tutumlarin kadin ve erkek c¢alisanlar icin farklilagsmadigini veya erkek calisanlarin
erkek yoneticilere iliskin tutumlarinin kadin yoneticilere iligkin tutumlarindan
olumlu oldugunu verilere dayali olarak iddia edebilmek artitk miimkiin

goriinmektedir.

Son olarak, c¢alismanin genel bir katkisi niteliginde, cinsiyet temelli SBY’yi
azaltmaya iliskin ger¢ek hayatta uygulanabilir yontemlerin oldugunu diisiinebiliriz.
Calismanin acik ciktisi, yalniz ydnetici pozisyonu i¢in olan cinsiyetlerarasi sayisal
esitsizligi azaltmak i¢in degil farkli alanlarda da uygulanabilir olusudur. SBY nin
kaynaklara sahip olmakla iligkili olusundan yola ¢ikarak, pozisyonlar arasi gecislerde
kaynaklardaki arti miktarinin minimalize edilisi SBY nin etkisini kirabilecektir.
Yine SBY’nin etkisini azaltmak amaciyla dikey yerine yatay hiyerarsinin hakim
oldugu organizasyonel yapilanmalara gidilmesi esitsizligi destekleme egilimi olan

kisileri zaman i¢inde daha esitlik¢i hale getirebilecektir.
4.3. Calismanin Smirhhklar: ve Gelecek Calismalara Oneriler

Calisma kapsaminda etkisinin arastirilmasi planlanan tiim degiskenler ¢aligilabilmis
ve pek cok noktada anlamli bulgular elde edilebilmis olsa da gelecekteki

calismalarda tlizerinde durularak gelistirilmesi gereken bazi noktalar vardir.

Buna gore, bu ¢aligmada verilerin biiyiik cogunlugu Eksi S6zliik Duyuru araciligiyla
toplanmistir, ancak Eksi So6zlik Duyuru’nun kullanict profili incelendiginde,
istatistiki agidan geng, iyi egitimli ve biiyiik sehir sakini kisilerden olustugu goriiliir.
Bu sebeple, c¢alismanin bulgularimi  Tirkiye biitiiniine genellemek dogru
olmayabilecektir. Gelecekte bu hususa dikkat edilerek daha heterojen bir katilimci

grubu ele alinirsa bulgularin daha kapsayici olacagi ongériilmektedir.

Bir diger gelisim alani kullanilan 6l¢eklerdir. Bu calisma kapsaminda Aycan ve
arkadaslari’nin (2012) hazirladign Kadin Yoneticilere Karst Tutum Olgegi *‘Genel
olarak kadin yoneticiler’’ yonergesinin degistirilmesi ile erkek yoneticiler icin de

kullanilmistir. Ancak, yazinda karsilastirmali tutum 6l¢limii yapabilmek adina her iki
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cinsiyete de uygulanabilen bir 6lgek gelistirilmesi gelecekteki ¢aligsmalarda yonerge

degistirerek Olgek kullanma zorunlulugunu ortadan kaldiracaktir.

Dahasi, gelecek calismalarla birlikte hazirlama etkisi tekniginde gesitlendirmeye
gidilebilir. Boylece, negatif ve pozitif hazirlama etkisi kullanmanin etkileri ayr1 ayri
SBY ol¢iimii alinarak tespit edilebilir ve gergek hayata yansimalar1 konusunda daha

kesin adimlar atilabilir.
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APPENDIX J

Tez Fotokopisi izin Formu

ENSTITU

Fen Bilimleri Enstitiisii
Sosyal Bilimler Enstitiisii
Uygulamali Matematik Enstitiisii

Enformatik Enstittisi

NIl 1

Deniz Bilimleri Enstitiisi

YAZARIN

Soyadi : EMEKSIZOGLU
Adi : NUR GURUR
Béliimii : PSIKOLOJI

TEZIN ADI (ingilizce) : ATTITUDES TOWARD MANAGERS IN TURKEY:
THE EFFECTS OF GENDER OF EMPLOYEES, GENDER OF MANAGERS,

AND SOCIAL DOMINANCE ORIENTATION

TEZIN TURU : Yiiksek Lisans - Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.
2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir

boliimiinden kaynak gosterilmek sartiyla fotokopi alinabilir.

_NERE

3. Tezimden bir bir (1) yil stireyle fotokopi alinamaz.

TEZIN KUTUPHANEYE TESLIM TARIHI:
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