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ABSTRACT

Stigma defines the process where a target’s attribute or set of attributes is devalued by an existing
social group (Phelan, Link, & Dovidio, 2008). It is also expressed as an attribute which is discrediting in
organizations. On the other side, Jones, and colleagues (1984) stated undesired situations like physical
violence, bullying and mobbing can observe towards to the labeled employees in organizations.
Moreover, perception of stigma influences employees’ behaviors, attitudes, and work outcomes.
Intention to quit, dissatisfaction and disengagement are undesired attitudes in the workplace.
Although, they are various factors that affect these variables, stigma also continues to increase its
impact on negative outcomes. In addition, the increasing importance of psychosocial relationships and
psychological factors on employees' perceptions reveals the need to examine the concept of stigma in
detail in work-related studies. For that reason, in this study, it was mentioned about stigma, intention
to quit, dissatisfaction and disengagement in the conceptual framework. Later, a research model was
created related to variables. Finally, with this study, it is expected to tend scholars to researches about
stigma in organizations.
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DAMGALANMA, i$ TATMINSIZLiGI, GERI CEKILME VE iSTEN AYRILMA
NIYETi: BIR MODEL ONERISIi

0z

Damgalanma, bir hedefin niteliginin veya nitelik kiimesinin mevcut bir sosyal grup tarafindan degerinin
onemsizlestirildigi stireci ifade etmektedir (Phelan, Link ve Dovidio, 2008). Ayni1 zamanda, orgiitlerde
insanlar itibarsizlastiran bir ézellik olarak da ele alinmaktadir. Ote yandan, Jones ve meslektaslar
(1984) fiziksel siddet, zorbalik ve mobbing gibi istenmeyen durumlarin bas gostererek farkli 6zelliklere
sahip olan bireylerin damgalanma ile etiketlenmeye ¢alisildigin1 vurgulamaktadir. Bu sekilde olumsuz
tutumlarin algilanmas, calisanlarin davrams, tutum ve is ciktilarim da etkilemektedir. Isten ayrilma
niyeti, is tatminsizligi ve geri ¢cekilme, isyerinde istenmeyen tutumlardir. Her ne kadar bu degiskenleri
etkileyen cesitli faktorler olsa da damgalanma da olumsuz sonuglar lizerindeki etkisini artirmaya
devam etmektedir. Ayrica, psikososyal iliskilerin ve psikolojik faktdrlerin calisanlarin algilar:
tizerindeki Oneminin artmasi, damgalama kavraminin isyeri ile ilgili calismalarda ayrintili olarak
incelenmesi gerekliligini ortaya ¢ikarmaktadir. Bu nedenle, bu calismada damgalanma, isten ayrilma
niyeti, tatminsizlik ve geri ¢cekilme kavramlari irdelenmistir. Daha sonra arastirma degiskenleri ile ilgili
bir model olusturulmustur. Son olarak, bu ¢alisma ile arastirmacilarin orgiitlerdeki damgalanma ile
ilgili arastirmalara yonelmeleri beklenmektedir.

Anahtar Kelimeler

Damgalanma, Isten Ayrilma Niyeti, [s Tatminsizligi, Geri Cekilme

1Asst. Prof. Dr., Alanya Alaaddin Keykubat University Gazipasa Faculty of Aeronautics and Astronautics,

e-mail: meltem.akca@alanya.edu.tr, ORCID: 0000-0001-5544-5929

2Assoc. Prof. Dr, Istanbul University School of Transportation and Logistics, e-mail: ozaslan@istanbul.edu.tr

ORCID: 0000-0002-3276-5089

Citation: Akca, M., Ozaslan Caliskan, B.0. (2020). Stigma, dissatisfaction, disengagement and intention to quit: A model proposal.
Life Skills Journal of Psychology, 4(7), 101-114.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology « www.dergipark.org.tr/ybpd e E-ISSN: 2587-1536 101


mailto:meltem.akca@alanya.edu.tr
mailto:ozaslan@istanbul.edu.tr

Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

Introduction

Stigma is a significant concept in psychology, sociology and organizational behavior
sciences and has enhanced its popularity in recent years. The importance of stigma
based on social norms related with individuals and groups also triggers the
conceptual reputation (Harvey & Wade, 2019:48).

Goffman (1963) explained social stigma as a social discrimination of some individuals
because of social expectations. Moreover, it was stated that individuals who are
perceived as different are also stigmatized with negative attitudes (Rintamaki &
Brashers, 2010:157). Corrigan and Penn (2015) also defined stigma as a social
construct that forms from negative prejudices and stereotypes. Stereotyping is
generally evaluated as labels of individuals or groups by some of their special
characteristics like blacks, homosexuals etc. In this approach, it is tried to stigmatized
people with some negative attitudes due to their features. These negative attitudes,
beliefs or stereotypes tend to alienate these people in social groups (Wildes, 2005;
Crocker & Major, 1989). In this context, workplace stigma is considered as an
isolation, treat or disidentification of some people because of their beliefs, attitudes,
religions, sexual choices, political opinions, tongue, color, race etc (Wildes, 2005;
Ozaslan- Caliskan & Akca, 2017).

On the other side, Jones, and colleagues (1984) stated undesired situations like
physical violence, bullying and mobbing can observe towards to the labeled
employees in organizations. In this way, perception of negative attitudes also
influences employees’ behaviors. Steele and Aronson (1995) emphasized that
stigmatization guides the individuals to deviant behaviors that leads performance
losses in the workplace. Ozaslan-Caliskan and Akca (2017) also revealed out that
perception of stigma is correlated with workplace deviance in organizations. Besides,
rejection by the society related with stigma has a major role on social, psychosocial
and economic consequences for the ones who are stigmatized as loss of self-esteem,
self-confidence, willingness for the success, satisfaction, commitment and increase of
turnover (Akkoca, 2019; Onk & Cemaloglu, 2016, Oztiirk, 2013).

Reference to upper explanations, in this study, it was aimed to figure a model proposal
about stigma, dissatisfaction, disengagement and intention to quit. In this context,
variables were mentioned in the contextual framework and research model was
figured detailed.

Contextual Framework
Stigma in the Workplace

Stigma points out the process that a target’s attribute or set of attributes is devalued
by an existing social group (Phelan, Link, & Dovidio, 2008). It is also defined as an
attribute that is deeply discrediting. Attitude components create a mental scheme that
affects behavioral, cognitive, and emotional responses in the interaction process of
individuals. Stigma also refers to the process of degrading the value of a group by an
existing social group. One of the side effects of the depreciation of an individual's
qualifications in this way is that the individual is excluded from social acceptance.
These discrediting attributes cause individuals to be “disqualified from full societal
acceptance” (Goffman, 1963). Moreover, Crocker and colleagues (1998:505)
emphasized that stigmatized individuals have a trait that has a devalued social
identity in a particular social relationship.

According to Corrigan and colleagues (2001), stigma is a phenomenon that make
differentiates between individuals because of their features. In this way, labeled
employees (racial, sexual, religious, ableism etc.) feel bad at work and perceived
negative aproaches towards them (Yaman ve Giingor, 2013). This difference can also
leads to discrimination both in workplace and society (Karabekiroglu et al., 2009).
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Nevertheless, stigma can be considered as a situation experienced in many
dimensions and experienced by individuals or groups from different segments (Dever
et al, 2009). Most of the research on stigma has evolved within the framework of
Goffman's original conceptualization of the subject. When the relevant literature is
searched, it is noteworthy that different theoretical definitions regarding stigma are
made.

Goffman (1963) states that the stigmatized individual carries a symbol which is
thought to be discrediting and is excluded in this respect for the acceptance of various
social groups. Stigma can be seen immediately or because of the interaction of
members of a group. Stigmatized individuals may try to conceal their characteristics
such as sexual preference and substance addiction that may cause stigma. According
to Goffman (1963), stigma occurs because of a conflict between personal
characteristics (eg race, sexual orientation, registration) and group identity. In some
cases, the individuals who are stigmatized can provide the stigma management by
controlling their stigmatized qualities in line with the social norms of the group.

Jones et al. (1984) accepted stigmatization as an extreme form of classification that
described individuals as deviant and unreliable. Like Goffman's (1963) approach, it is
a central and permanently attributed feature to the identity of the stigmatized
individual. According to Jones et al. (1984), generally, stigma is associated with social
group norms, and the individual who is the victim of stigmatization is excluded by the
public through a disparaging sign. Jones et al. (1984) argued that stigma prevents
interpersonal interaction and stated that people can be stigmatized according to the
six factors they define. The interaction of these six variables in the form of
confidentiality, behavior, separatism, aesthetic characteristics, origin, and the
potential to create a threat can have an effect ranging from indecision to exposure to
threats of physical violence and abuse.

Stigma also refers to the humiliation of individuals with certain characteristics by
those who do not. Stigma occurs when an individual carries a worthless social identity
because of the characteristics that the individual possesses or believes to have
(Crocker & Major, 1989). Furthermore, stigma has harmful effects on personality and
identity. According to Goffman (1963), the behavior of the stigmatized individual
emerges primarily as a social reaction, and self-perception changes from normal to
deviant; accordingly, the individual acquiring or stigmatizing a new identity acts
internally and acts in accordance with this stigma and exhibits deviant behaviors.

On the other side, Link et al. (1989) combined stigmatization with the Labeling
Theory. The Labeling Theory asserts that the labeled individual will form an identity
by shaping the behavior and beliefs based on the expectations of the society (Link
et.al,, 1989). The theory suggests that they associate these labels, as defined by social
standards, to those associated with them, due to the stigmatization of individuals with
mental disorders (Link et.al., 1989). When the label becomes part of an individual's
identity, the individual attempts to keep it confidential, withdraw from various social
groups and / or educate others about the label. The label affects the individual's
environment, work, and self-esteem. Moreover, when the stigma becomes incredibly
significant for the person, there is a decrease in the interpersonal interaction of
individuals stigmatized for fear of devaluation and exposure to discrimination.

Besides, factors that generate stigma are also significant. Social psychologists
generally point out the stereotypes, prejudices, and a sense of discrimination as
antecedents of stigma (Topkaya, 2011; Onk &Cemaloglu,2016). Steele and Aronson
(1995) also developed a Stereotype Threat (Stereotypical Threat) Model that
emphasizes stigma may have negative psychological effects on the individual. In
addition to psychological effects, stigmatization is thought to have a negative impact
on an employee’s performance that influences the identity of the stigmatized
individual. The ability to hide or adjust situational and contextual factors and
stigmatized features can increase or decrease the identity of identity-threatening
situations. Such threats can also reduce employee performance and productivity
(Steele & Aronson, 1995). Furthermore, the negative effects of stereotypical judicial
threat have been confirmed in different studies in the based of variables as terms of
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variables such as age, sexual orientation, gender, physical disability, race and socio-
economic status (Roberson & Kulik, 2007). In their study, Steele and Aronson (1995)
conducted an experiment that included measures designed to measure awareness of
racial stereotypes on black and white American students. A difficult verbal task given
in this study is linked to two experimental conditions. In the first condition, the
subjects were told that the intellectual performance of the task was distinctive, and
that the performance of the blacks was reduced by being influenced by the stereotype
‘blacks have a low mental capacity’. In the second condition, there was no difference
between blacks and whites. As it is understood from this result, stigmatized
individuals are threatened by stereotypes when others do not know exactly what
negative stereotypes themselves are about.

Later, Link and Phelan (2001) improved a Social Cognitive Approach to stigma and
mentioned the existence of five related elements to demonstrate the existence of
stigma. These are defined as labeling, stereotyping, categorizing, loss of status and
discrimination. Scholars argued that the central elements of the convergence of these
five elements of stigmatization were groups, social influence, economic power, and
political power. Kurzban and Leary (2001) also developed the Evolutionary Model of
Stigmatization. According to the Evolutionary Model based on the natural selection
process, cognitive systems exist in human nature and provide guidance in the cost-
benefit analysis of interpersonal interaction. Nevertheless, these cognitive functions
imply that similar people come together to form groups and avoid contact with those
that are different enough to carry infectious pathogens.

After all, based on the Evolutionary Model, Parker and Aggleton (2003) improved a
similar model. They described stigmatization as a condescending sign and argued that
a group of people with undesirable characteristics were positioned at lower levels in
the social hierarchy. They expressed functions of stigma as difference, power and
intersection of culture.

Herek (2009) also described stigma in three dimensions in the typology of stigma. He
identified these dimensions as performed (staged) stigmatization, felt stigmatization,
and internalized (adopted) stigmatization. In this study, internalized stigmatization,
which is a dimension of stigmatization, is considered as the acceptance of negative
stereotypes created by the society about the disease and the isolation of the individual
from the society by experiencing feelings such as worthlessness and shame (Corrigan,
1998). The person has the expectation that other individuals will react to his or her
illness. As a result of internalized stigma, it has been shown that patients have social
adaptation problems, deviating behaviors, decreased job performance, and even face
problems such as unemployment (Sirey et. al, 2001). Internalized stigma is a concept
that has been dealt with especially in studies on mental illnesses, and it is a subject
that has been validated and reliable for many diseases by means of tested scales
(Ersoy & Varan, 2007). Watson and colleagues (2007) also classified stigma as social
stigmatization and self-stigmatization. While the attitude of individuals in society
towards a person is called as social stigma, the individual's feeling of being inadequate
and low is announced as self-stigma (Onk & Cemaloglu, 2016).

Intention to Quit

Today, organizations must ensure that their intellectual capital, namely it’s
employees, are happy, peaceful, satisfactory and successful in order to continue their
existence under competitive conditions, to obtain maximum profit, to be effective and
efficient (Yenihan, Oner & Ciftyildiz, 2014:40). Otherwise, the ideas of the employee
that aim to quit his/her current job is considered as the intention to quit (Kim & Ahn,
2012). The intention to quit is the most significant signal of leaving the job (Tett &
Meyer, 1993). In this context, intention to quit is the individual assessment process of
the employee's possibility to leave the organization in the short term (Theron,
Barkhuizen & Du Plessis, 2014:3). When the employee thinks about leaving his/her
current job; he/she evaluates many alternatives such as working in another
organization, employing in a different job or retiring. (Akbolat et al., 2014:4; Oktem,
Kiziltan & Tarhan, 2016:166). For that reason, an employee who intends to quit job,
spends most of his/her time looking for new jobs or evaluating his/her career status.
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Besides, the employees who intend to quit their jobs are observed to have a decrease
in their individual work outcomes (Calisir, Giimiissoy & Iskin, 2011; Tzeng, 2002;
Bowen, 1982). The individual's energy and willingness on the current job also
decreases in this process (Ersoy & Bayraktaroglu, 2012).

There are several theories and models in the literature connected with the intention
to quit. For example, reference to the Business Embeddedness Model (Mitchell et al.,
2001), employees with strong workplace relationships and connections continue their
activities with intensive effort, but if dark leaders or destructive work environment
affect their loyalty by weak and poor communication skills, this approach negatively
affects employees' commitment to work and organization. Such a case, employee
tends the ideas of the intention to quit. In addition, Lee, and Mitchell's (1994)
Unfolding Model also explains turnover of employees. According to the model,
employees consider quitting job as a reaction with various reasons (lack of
communication, abusive supervision, injustice, poor bilateral relations) that exists in
the workplace (Weaver & Yancey, 2010:109). However, Social Exchange Theory
developed by Blau (1964) emphasized that when the employee experiences a
negativity caused by the leader or other members, he/she can turn it into a negative
situation both against the leader, members and the organization. In addition to that,
The Theory of Met Expectations, discussed by Porter and Steers (1973), may also
clarify the intention to quit. Reference to the theory, it is possible to have a good
communication with the managers among the expectation groups regarding to the
business life of the employees. If this expectation is not met (the existence of a poor
relationship with the manager-colleagues), the employee who is not satisfied with the
business life that can direct to quit the job (Pradhan & Jena, 2016:241). On the other
side, Horner and Swarbrooke (2004: 282) expressed the factors that affect turnover
as; low wages, poor working conditions, lack of career path, working time problems.
In the study of Islam and colleagues (2019:6), factors related to intention to quit was
reported as injustice appointment and rewarding. Nevertheless, according to various
researchers, factors related with intention to quit are generally classified under
individual factors (age, gender, education status, marriage etc.), organizational-work
related factors (working condition, leadership, stigma, wage, job content, co-worker
relations etc.), environmental factors(crisis, employment policies, sectoral
features)(Cotton & Tuttle,1986; Babalik, 2016:68; Jiang et al., 2019:160; Alsaraireh et
al,, 2014).

Especially, intention to quit ideas of popular employees may damage motivation and
moral of his/her colleagues in the workplace (Ersoy and Bayraktaroglu, 2012).
Furthermore, new employee recruitment and selection costs and internal orientation
process of the new employee is troublesome for the organizations. Therefore, to
retain qualified and competent workforce and prevent leaving the job, factors that
lead individuals to such behaviors should be revealed and their negative effects
should be eliminated (Arnold vd. 1985). If this intention is noticed by the
management in advance, measures may be taken to ensure qualified employees
remain at work (Pradhan & Jena, 2016:240).

Dissatisfaction

Job satisfaction defines an individual's attitude towards his/her work as well as
his/her attitude towards the working environment and working condition
characteristics (Akcadag & Ozdemir, 2005). Eren and Titizoglu (2014) also expressed
job satisfaction as happiness resulting from the acquisitions of the individual in
relation to the business life. In this context, satisfaction is an emotional answer. It is an
attitude that can be expressed. For that reason, satisfaction is associated with being
satisfied or not (Davis, 2004). Satisfaction is an emotion felt in the individual by
comparing expectations and outcomes (Yazicioglu, 2010: 244). If the employee is
happy with his/her job and the business environment and behavior towards him/her,
satisfaction is actualized, on the contrary, dissatisfaction occurs (Keser, 2006:104;
Cheung et al., 2009).

Job satisfaction is directly connected with the job itself, income earned, promotion
opportunities, organizational culture, leader-member relations, workplace climate
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and colleague’s relations (Robie et al, 1998; Shim, Lusch & O’Brien, 2002). Job
satisfaction is related with assessment of physiological, psychological and
environmental working conditions (Arnold & Feldman, 1982). In this perspective,
positive attitude of employees resulting from the evaluation of the expectations with
the realization about work environment is explained by job satisfaction while the
negative attitudes are considered as job dissatisfaction (Poyraz & Kama, 2008:147;
Weiss, 2002). Nevertheless, dissatisfaction is associated with unhappiness and
negative attitudes towards to workplace. Negative attitudes and feelings towards
work and workplace are also comprised of dissatisfied and disgruntled emotions (Lee,
2008). Besides, while the performance of employees who have achieved job
satisfaction is affected positively, the job outcomes of employees who are dissatisfied
due to various factors are shaped negatively (Ahmad, Ahmad & Shah, 2010; Sy, Tram
& O’hara, 2006; Judge et al., 2001).

Disengagement

Schaufeli and colleagues (2002) explained work engagement as “a constructive,
satisfying, state of mind which is characterized by enthusiasm, dedication, and
absorption”. Engagement, a positive and desirable situation, has been viewed by
scholars from a variety of viewpoints of such as Role Theory Approach (Kahn 1990),
Social Exchange Theory Approach (Saks, 2006) and Burnout Approach (Leiter &
Maslach, 1999; Schaufeli et.al., 2002). On the contrary, disengagement is discussed as
a negative and undesired concept. While employee engagement has been studied in
the literature, disengagement of individuals has not catched the eyes of scholars
(Kahn, 1990; Dawsey & Taylor, 2011).

According to Singh (2009) disengaged employees appear in the workplace although
they leave their mind, heart, soul elsewhere. From this point, disengagement in
organizations proves to be a constant issue of problems in the workplace.
Disengagement also have negative impacts such as loss of individual productivity and
morale (Prencipe, 2001). For that reason, employee disengagement starts off as a
concern in the business world.

Kahn (1990) identifies disengagement as defending or withdrawing of oneself,
cognitively, physically or emotionally during employees’ task performance. According
to this explanation, it is seen that disengaged individuals differ cognitively and
emotionally from tasks and their behavior becomes unresponsive and effortless.
Besides, disengagement means, interest, commitment and reluctance to job or
organization. It shows that the self-employed staffs is less engaged and less committed
in their jobs, and they are likely to leave the organization. Moreover, disengagement
can be expressed as a negative, unforgettable, work-related state of mind shaped with
weakness, subtlety and infidelity.

In the literature, it is reported that disengaged individuals in the workplace show
behaviors and attitudes as; lack of endorsement and commitment, loss of energy and
social behaviors, discontent, withdrawal, indifference disconnection, dissatisfaction,
weak job performance, uncertainty, and inefficient working behavior (DuVernay,
2007; Momal, 2003; Branham, 2005). These behaviors and attitudes include several
pioneering and disengagement results in practice. Nevertheless, practitioner study is
formed by methodological complexity and lack of theoretical foundation (Shaw &
Lunt, 2011). However, the urgency and extent of the discourse of practitioners on the
concept has not made a sound in academic research. In academic research generally
negative states are examined by researchers.

Model Proposal

Stigma in the workplace has negative outcomes in stigmatized ones as fear, stress,
disidentification, disengagement, intention to quit, dissatisfaction and performance
losses (Pickern & Costakis, 2017; Hatzenbuehler, Phelan and Link, 2013; Wang et al,,
2018; Wang et al,, 2014). Moreover, stigma in the workplace, results with harassment
and hostility. It is possible to say that stigmatized employees in the workplace also
tend to demonstrate behaviors such as deviant or counterproductive and anti-social
(Picker & Costakis, 2017). On the other side, the intention to quit is an undesirable
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factor for organizations. Especially, qualified workforce will cause various costs to
increase in this intention (Porter et al, 1974). Loyalty to the organization, job
dissatisfaction, weak leader-member interaction, weak team relations are among the
precursors of the intention to quit (Cekmecelioglu, 2014). Furthermore,
disengagement, disidentification and dissatisfaction are also related with intention to
quit. Employees who are not happy in the workplace and have low levels of
satisfaction tend to quit their jobs more than satisfied ones (Lambert, Hogan &
Barton,2001; Tett & Meyer,1993).

Preston and Bigelow (1998) found that there is a positive relation between
discrimination and dissatisfaction in the workplace. Harter, Schmidt, and Hayes
(2002) obtained that satisfaction has a positive impact on productivity while negative
impact on absenteeism, turnover and intention to quit. Mugadas, Rehman and Aslam
(2017) found that organizational justice has a negative impact on job dissatisfaction.
Pandita and Domnic (2019) also obtained that perception of librarians’ discrimination
in the workplace is related with racial, religious, and ethnic. Besides, Onk and
Cemaloglu (2016) revealed out that teachers’ stigma scores were high in prejudice
and psychological health. Wildes (2005) also found that there is a negative correlation
with stigma and intention to stay in service industry.

Accordance with the upper explanations, model proposal and propositions were
formed as below.

v Dissatisfeation

0 -
Workplace Stigma 5 Iniention to Quit

¥

Disengagement

Figure 1: Research Modal

P1. Workplace Stigma has a positive effect on intention to quit of employees.
P2: Workplace Stigma has a positive effect on disengagement of employees.
P3: Workplace Stigma has a positive effect on dissatisfaction of employees.

Ps: Dissatisfaction will mediate the relationship among workplace stigma and
intention to quit.

Ps: Disengagement will mediate the relationship among workplace stigma and
intention to quit.

Conclusion

Workplace discrimination and stigma is a major problem for employees. Especially,
stigmatization impacts discrimination related practices in some organizations
(Pandita & Domnick, 2019). Jones and collegues (1984) explain stigmatization as a
sign that distinguishes one person from another and means that it has an unwelcome
and unpleasant nature. Devers, Dewett, Mishina and Belsito (2009) also identified
stigma as “A label that evokes a collective perception that the organization is deeply
flawed and discredited”.

Stigma is also considered as labeling individuals due to their qualities such as race,
religion, mental illness or physical disability. This labeling process creates a negative
emotions on labeled ones (King et al., 2007). With this approach, it is possible to say
that stigmatization leads significant negative impacts on both individuals and
organizations. Besides, stigmatization causes social, political, psychological problems
like prejudice,hate and hostility (Dovidio, 2001).
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Picker and Costakis (2017) emphasized that job satisfaction and job performance are
generally related with ethical organizational situations. However, stigma in
organizations has unethical consequences as fear, isolation, intention to quit of victims
(Hatzenbuehler ,2016; Hatzenbuehler et al,2013). Besides, Devers and colleagues
(2009) determined that stigma has negative affect on individuals that causes
disidentification and social and economic sanctions. In this context, it is required to
remove the stigmatization in the workplace to provide satisfaction and engagement of
employees that leads them to stay in the organization. Engaged and satisfied
employees are likely to outperform their disengaged and dissatisfied colleagues;
therefore, engagement and satisfaction is important variables for desired work
outcomes (Wollard, 2011). If an organization foster an organizational climate that
respect all differences to minimize diversification, consequences of work outcomes
will have better results and encourages employees’ well-being. Nevertheless, human
resource policies, needs to revise detailed to prevent stigmatization in the workplace.
After all it can be said that it is significant to build trust, create a favorable
environment and organizational culture and provide progression of interpersonal
skills to reduce stigmatization, disengagement and dissatisfaction related issues which
may guide the victims to intention to quit the organization.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 108



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

References

Ahmad, H., Ahmad, K, & Shah, 1. A. (2010). Relationship between job satisfaction, job
performance attitude towards work and organizational commitment. European
journal of social sciences, 18(2), 257-267.

Akbolat, M., Yilmazer, A, & Tutar, H. (2014). Konaklama Isletmeleri Calisanlarinin
Algiladiklar1 Mobbingin Is Tatmini ve Isten Ayrilma Niyetine Etkisi. Manas
Sosyal Arastirmalar Dergisi, 3(3), 1-17.

Akcadag, S., & Ozdemir, E. (2005). insan kaynaklar1 kapsaminda 4 ve 5 yildizli otel
isletmelerinde is tatmini: Istanbul’da yapilan ampirik bir calisma. Kocaeli
Universitesi Sosyal Bilimler Enstitiisti Dergisi, 10(2), 167-193.

Akkoca, Y. (2019). The Role of Personality Characteristics on The Relationship Between
Tendency of Stigmatization And Organizational Commitment: A Research on
Academic Staff, Yildirim Beyazit Universitesi Sosyal Bilimler Enstitiisti,Doktora
Tezi, Ankara.

Alsaraireh, F., Quinn Griffin, M. T., Ziehm, S. R, & Fitzpatrick, ]J. J. (2014). Job
satisfaction and turnover intention among ] ordanian nurses in psychiatric
units. International journal of mental health nursing, 23(5), 460-467.

Arnold, H. ]., & Feldman, D. C. (1982). A multivariate analysis of the determinants of
job turnover. Journal of applied psychology, 67(3), 350-360.

Arnold, H. ], Feldman, D. C,, & Purbhoo, M. (1985). The role of social-desirability
response bias in turnover research. Academy of Management Journal, 28(4),
955-966.

Babalik, A. G. (2016). Liderlik davranisinin ¢alisanlarin érgiite baghlik diizeyi ile isten
ayrilma niyeti iizerine etkisi. Nisantas1 Universitesi Sosyal Bilimler Enstitiisii
Yiiksek Lisans Tezi, Istanbul.

Blau, P. M. (1964). Justice in social exchange. Sociological Inquiry, 34(2), 193-206.

Bowen, D. E. (1982). Some unintended consequences of intention to quit. Academy of
Management Review, 7(2), 205-211.

Bowling, N. A. (2007). Is the job satisfaction-job performance relationship spurious? A
meta-analytic examination. Journal of Vocational Behavior, 71(2), 167-185.

Branham, L. (2005). The 7 hidden reasons employees leave: How to recognize the subtle
signs and act before it’s too late. New York, NY: American Management
Association.

Calisir, F., Gimissoy, C. A. and Iskin, 1. (2011). Factors Affecting Intention to Quit
among IT Professionals in Turkey. Personnel Review, 40 (4): 514-533.

Cekmecelioglu, H. G. (2014). Goreve ve insana yonelik liderlik tarzlarinin orgitsel
baglilik, is performansi ve isten ayrilma niyeti tizerindeki etkileri. Kocaeli
Universitesi Sosyal Bilimler Dergisi, (28), 21-34.

Cheung, M. F.,, Wu, W. P., Chan, A. K,, & Wong, M. M. (2009). Supervisor-subordinate
guanxi and employee work outcomes: The mediating role of job
satisfaction. Journal of Business Ethics, 88(1), 77-89.

Corrigan, P. W. (1998). The impact of stigma on severe mental illness. Cognitive and
behavioral practice, 5(2), 201-222.

Corrigan, P. W,, & Penn, D. L. (1999). Lessons from social psychology on discrediting
psychiatric stigma. Stigma and Health, 54(9), 765-776.

Cotton, J. L., & Tuttle, J. M. (1986). Employee turnover: A meta-analysis and review
with implications for research. Academy of management Review, 11(1), 55-70.

Crocker, ], & Major, B. (1989). Social stigma and self-esteem: The self-protective
properties of stigma. Psychological review, 96(4), 608.

Crocker, J., Major, B., Steele, C,, Fiske, S. T., & Lindzey, G. (1998). Social stigma. The
handbook of social psychology (p. 504-553). McGraw-Hill.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 109



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

Davis, G. (2004). Job satisfaction survey among employees in small businesses. Journal
of small business and enterprise development, 11(4), 495-503.

Dawsey, J. C., & Taylor, E. C. (2011). Active engagement to active disengagement: A
proposed model. Business Studies Journal, 33, 29-41.

Demerouti, E.,, Bakker, A. B., Nachreiner, F.,, & Schaufeli, W. B. (2001). The job
demands- resources model of burnout. The Journal of Applied Psychology, 86,
499-512.

Devers, C. E., Dewett, T., Mishina, Y., & Belsito, C. A. (2009). A general theory of
organizational stigma. Organization Science, 20(1), 154-171.

Dovidio, J. F. (2001). On the nature of contemporary prejudice: the third wave. Journal
of Social Issues, 57 (4),829-849.

DuVernay, C. (2007). Micromanage at your peril. Harvard Management Update, 12(2),
Article 3.

Eren, M. S., & Titizoglu, O. C. (2014). Déniisiimcii ve Etkilesimci Liderlik Tarzlarinin
Orgiitsel Ozdeslesme Ve Is Tatmini Uzerindeki Etkileri. Sosyal Ekonomik
Arastirmalar Dergisi, 14(27), 275-303.

Ersoy, M. A, & Varan, A. (2007). Ruhsal hastaliklarda i¢sellestirilmis damgalanma
Olcegi Tirkce formu'nun giivenilirlik ve gecerlik calismasi. Tiirk Psikiyatri
Dergisi, 18(2), 163-171.

Ersoy, S. & Bayraktaroglu, S. (2012). Orgiitsel giiven. Orgiitsel Davranista Giincel
Konular, Bursa: Ekin Basim Yayin Dagitim, 1-19.

Gifford, G. T. (2009). Stigma in the workplace: Testing a framework for the effects of
demographic and perceived differences in organizations. The University of
Nebraska-Lincoln Doctoral Dissertation.

Goffman, E. (1963). Stigma and social identity. Understanding Deviance: Connecting
Classical and Contemporary Perspectives, 256-265.

Goffman, E. (2009). Stigma: Notes on the management of spoiled identity. Simon and
Schuster.

Halbesleben, ].R.B., Wheeler, A.R. (2008), The relative roles of engagement and
embeddedness in predicting job performance and intention to leave. Work and
Stress, 22, 242-256.

Harter, J. K, Schmidt, F. L., & Hayes, T. L. (2002). Business-unit level relationship
between employee satisfaction, employee engagement and business outcomes:
A meta-analysis. Journal of Applied Psychology, 87, 268-279.

Harvey, E., & Wade, ]. (2019). Organizational Stigma: Sources and Outcomes. Drake
Management Review, 8(1-2), 48-60.

Hatzenbuehler, M. L., Phelan, J. C., & Link, B. G. (2013). Stigma as a fundamental cause
of population health inequalities. American journal of public health, 103(5),
813-821.

Hatzenbuehler, Mark L.(2016). Structural stigma: Research evidence and implications
for psychological science. American Psychologist 71, (8),742-751.

Herek, G. M. (2009). Sexual stigma and sexual prejudice in the United States: A
conceptual framework. In Contemporary perspectives on lesbian, gay, and
bisexual identities (pp. 65-111). Springer New York.

Horner, S., & Swarbrooke, J. (2004). International cases in tourism management.
Oxford: Elsevier Butterworth-Heinemann.

Islam, N., Rumman, M., Nower, N., Rahman, M., Niaz, S. K., & Afrin, S. (2019). The
Measurement of Employee Turnover Intentions in Telecom Industry of
Bangladesh. Prof. Dr. Nazrul Islam, Meshkatozzaman Rumman, Nowshin Nower,
Md. Nafizur Rahman, Shadman Kabir Niaz, & Dr. Sharmina Afrin.(2019). The

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 110



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

Measurement of Employee Turnover Intentions in Telecom Industry of
Bangladesh. Journal of Business Management and Economics, 7(06), 01-07.

Jiang, Feng, Huixuan Zhou, Jeffrey Rakofsky, Linlin Hu, Tingfang Liu, Shichao Wu,
Huanzhong Liu, Yuanli Liu, and Yilang Tang. Intention to leave and associated
factors among psychiatric nurses in China: a nationwide cross-sectional
study. International journal of nursing studies 94 (2019), 159-165.

Jones, E. E., Farina, A., Hastorf, A. H., Markus, H., Miller, D. T., & Scott, R. A. (1984).
Social stigma: The psychology of sex differences. New York: W.H. Freeman and
Company.

Judge, T. A, Thoresen, C. ]., Bono, J. E., & Patton, G. K. (2001). The job satisfaction-job
performance relationship: A qualitative and quantitative review. Psychological
bulletin, 127(3), 376-407.

Kahn, W. A. (1990). Psychological conditions of personal engagement and
disengagement at work. Academy of Management Journal, 33, 692-724.

Kanten, P. (2014). Family Friendly Policies in Organizations and Their Effects on
Work-Life Balance, Work Alienation and Life Satisfaction. International Journal
of Business and Technology, 2(2), 18-30.

Kanten, S., & Sadullah, O. (2012). An empirical research on relationship quality of
work life and work engagement. Procedia-Social and Behavioral Sciences, 62,
360-366.

Karabekiroglu, K., Cakin-Memik, N., Ozcan-Ozel, 0., Toros, F., Oztop, D., Ozbaran, B. &
digerleri. (2009). DEHB ve otizm ile ilgili bilgi diizeyleri ve damgalama: sinif
ogretmenleri ve ana-babalarla ¢cok merkezli bir ¢calisma. Klinik Psikiyatri, 12, 79-
89.

Keser, A., 2006. Cagr1 merkezi calisanlarinda is yiiki diizeyi ile is doyumu iliskisinin
arastirilmasi. Kocaeli Universitesi Sosyal Bilimler Enstitiisii Dergisi, 11 (1), 100-
119.

Kim, J. S., & Ahn, K. Y. (2012). The relationship between organizational commitment
and intention to leave and the moderating effect of gender and occupation in
Dae-deok venture enterprises. Asia-Pacific Journal of Business Venturing and
Entrepreneurship, 7(4), 77-86.

King, M., Dinos, S., Shaw, ].,Watson, R,, Stevens, S., Passetti, F., et al. (2007). The stigma
scale: development of a standardised measure of the stigma of mental illness.
British Journal of Psychiatry, 190, 248-254.

Koodamara, N.K.,, Thomas, B. Kademani, P. (2016), Job satisfaction and employee
engagement as an antecedent of organizational commitment. The International
Journal of Humanities and Social Studies, 4(10), 118-123.

Kurzban, R, & Leary, M. R. (2001). Evolutionary origins of stigmatization: the
functions of social exclusion. Psychological bulletin, 127(2), 187-208.

Lambert, E. G., Lynne Hogan, N., & Barton, S. M. (2001). The impact of job satisfaction
on turnover intent: a test of a structural measurement model using a national
sample of workers. The Social Science Journal, 38(2), 233-250.

Lee, K. S., & Gao, T. (2005). Studying organizational commitment with the OCQ in the
Korean retail context: Its dimensionality and relationships with satisfaction

and work outcomes. The International Review of Retail, Distribution and
Consumer Research, 15(4), 375-399.

Lee, S. H. (2008). A study on the relationship between professional self-concept, self-
efficacy and job satisfaction in clinical nurses. Korean Journal of Adult
Nursing, 20(1), 10-20.

Lee, T. W., & Mitchell, T. R. (1994). An alternative approach: The unfolding model of
voluntary employee turnover. Academy of management review, 19(1), 51-89.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 111



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

Leiter, M. P., & Maslach, C. (1999). Six areas of worklife: a model of the organizational
context of burnout. Journal of health and Human Services Administration, 472-
489.

Link, B. G., & Phelan, J. C. (2001). Conceptualizing stigma. Annual review of Sociology,
27(1),363-385.

Link, B. G., Cullen, F. T., Struening, E., Shrout, P. E., & Dohrenwend, B. P. (1989). A
modified labeling theory approach to mental disorders: An empirical
assessment. American sociological review, 400-423.

Mitchell, T. R., Holtom, B. C., Lee, T. W,, Sablynski, C. J., & Erez, M. (2001). Why people
stay: Using job embeddedness to predict voluntary turnover.Academy of
management journal, 44(6), 1102-1121.

Momal, F. (2003). France’s disengaged workforce. Gallup Management Journal, 1-4.

Mugadas, F., Rehman, C. A., & Aslam, U. (2017). Organizational justice and employee’s
job dissatisfaction: a moderating role of psychological empowerment. Pakistan
Business Review, 18(4), 848-864.

Oktem, S., Kiziltan, B., & Oztoprak, M. (2016). Orgiitsel giiven ile orgiit ikliminin
orgiitsel 6zdeslesme, is tatmini ve isten ayrilma niyeti lizerine etkileri: otel
isletmelerinde bir uygulama. Journal of Business Research Turk, 8(4), 162-186.

Onk, M., & Cemaloglu, N. (2016). Ogretmenlerin Damgalama Diizeyleri ile Orgiitsel
Adalet Algilan Arasindaki Iliski. International Journal of Human Sciences, 13(1),
1574-1588.

Ozaslan Caliskan, B. 0., & Akca, M. (2017). Damgalanma algis1 ve sapma davranisi
iliskisinde kisilik 0zelliklerinin diizenleyici roli. International Journal of
Academic Value Studies, 3(13), 357-369.

Oztiirk, F. O. (2013).Ankara ilindeki verem savasi dispanserlerinde tedavi alan
tiiberkiiloz hastalarinda damgalanma, Gazi Universitesi Saghk Bilimleri
Enstitiisti, Yiiksek Lisans Tezi, Ankara.

Pandita, R, & Domnic, J. (2019). Overcoming workplace discrimination and job
dissatisfaction in academic libraries: A Study. Library Philosophy and Practice,
1-24.

Parker, R., & Aggleton, P. (2003). HIV and AIDS-related stigma and discrimination: a

conceptual framework and implications for action. Social science & medicine,
57(1), 13-24.

Phelan, J. C, Link, B. G., & Dovidio, ]. F. (2008). Stigma and prejudice: One animal or
two?. Social science & medicine, 67(3), 358-367.

Pickern, |. S., & Costakis, H. R. (2017). A Conceptual Review of Enacted Stigmatization,
Stigma Consciousness, and Job Satisfaction of LGB Workers with

Recommendations for Organizational Leaders. Journal of Management Policy
and Practice, 18(3).74-81.

Porter, L. W.,, & Steers, R. M. (1973). Organizational, work, and personal factors in
employee turnover and absenteeism. Psychological bulletin, 80(2), 151-176.

Porter, L., Steers, R, Mowday, R., Boulian, P. (1974). Organizational Commitment, Job
Satisfaction, and Turnover amnong Psychiatric Technicians, Journal of Applied
Psychology, 59(5), 603-609.

Poyraz, K, & Kama, U. B. (2008). Algilanan Is Giivencesinin, Is Tatmini, Orgiitsel
Baghlik ve Isten Ayrilma Niyeti Uzerindeki Etkilerinin Incelenmesi. Siileyman
Demirel Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 13(2), 143-164.

Pradhan, S, & Jena, L. K. (2016). The moderating role of neutralizers on the
relationship between abusive supervision and intention to quit: a proposed
model. Journal of Human Values, 22(3), 238-248.

Prencipe, L. (2001). Reenergize the disengaged worker. InfoWorld, 23(16), 95.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 112



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

Preston, K. L, & Bigelow, G. E. (1998). Opioid discrimination in humans:
discriminative and subjective effects of progressively lower training
dose. Behavioural pharmacology, 9(7), 533-543.

Rintamaki, L. S., & Brashers, D. E. (2010). Stigma and intergroup communication. The
dynamics of intergroup communication, 155-166.

Roberson, L., & Kulik, C. T. (2007). Stereotype threat at work. The Academy of
Management Perspectives, 21(2), 24-40.

Robie, C., Ryan, A. M., Schmieder, R. A,, Parra, L. F., & Smith, P. C. (1998). The relation
between job level and job satisfaction. Group & Organization
Management, 23(4), 470-495.

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21, 600-619.

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their
relationship with burnout and engagement: A multi-sample study. Journal of
Organizational Behavior, 25, 293-315.

Schaufeli, W., Salanova, M., Gonzalez-Roma, V. & Bakker, A. B. (2002). The
measurement of engagement and burnout: a two-sample confirmatory factor
analytic approach. Journal of Happiness Studies, 3(1), 71-92.

Shaw, I, & Lunt, N. (2011). Navigating practitioner research. The British Journal of
Social Work, 41, 1548-1565.

Shim, S., Lusch, R., & O'Brien, M. (2002). A hierarchical model of values, leadership, job
satisfaction and commitment: Human resources management implications for
the retail industry. Journal of Marketing Channels, 10(1), 65-87.

Singh, J. (2009). Leveraging your talent for superior performance. Human Resource
Magazine, 22-23.

Sirey, J. A., Bruce, M. L., Alexopoulos, G. S., Perlick, D. A,, Raue, P., Friedman, S. |, &
Meyers, B. S. (2001). Perceived stigma as a predictor of treatment
discontinuation in young and older outpatients with depression. American
Journal of Psychiatry, 158(3), 479-481.

Spector, P.E. (1997) Job Satisfaction. Sage Publications, Thousand Oaks

Steele, C. M., & Aronson, J. (1995). Stereotype threat and the intellectual test
performance of African Americans. Journal of Personality and Social Psychology,
69,797-811.

Sy, T., Tram, S., & O’hara, L. A. (2006). Relation of employee and manager emotional
intelligence to job satisfaction and performance. Journal of vocational behavior,
68(3),461-473.

Tett, R. P.,, & Meyer, ]. P. (1993). Job satisfaction, organizational commitment, turnover
intention, and turnover: path analyses based on meta-analytic
findings. Personnel psychology, 46(2), 259-293.

Theron, M., Barkhuizen, N., & Du Plessis, Y. (2014). Managing the academic talent void:
Investigating factors in academic turnover and retention in South Africa. SA
Journal of Industrial Psychology, 40(1), 01-14.

Topkaya, N. (2011). Structural equation analysis of willingness to seek psychological
help by the roles of social stigma, treatment fears, anticipated benefits, risks, and
attitudes toward therapy. Ege Universitesi, Sosyal Bilimler Enstitiisii Doktora
Tezi, izmir.

Tzeng, H. M. (2002). The influence of nurses’ working motivation and job satisfaction
on intention to quit: an empirical investigation in Taiwan. International journal
of nursing studies, 39(8), 867-878.

Wan X, Wang C, Xu D, Guan X, Sun T & Wang K (2014) Disease stigma and its
mediating effec on the relationship between symptom severity and quality of

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 113



Stigma, Dissatisfaction, Disengagement and Intention To Quit: A Model Proposal

life among community-dwelling women with stress urinary inconti- nence: a
study from a Chinese city. Journal of Clinical Nursing, 23, 2170-2180.

Wang, |. L., Hsieh, H. F., Assari, S., Gaskin, J., & Rost, D. H. (2018). The protective effects
of social support and engagement coping strategy on the relationship between
perceived discrimination and psychological distress among Chinese migrant
children. Youth & Society, 50(5), 593-614.

Watson, A. C., Corrigan, P., Larson, J. E., & Sells, M. (2007). Self-stigma in people with
mental illness. Schizophrenia bulletin, 33(6), 1312-1318.

Weaver, S. G., & Yancey, G. B. (2010). The impact of dark leadership on organizational
commitment and turnover. Leadership Review, 10, 104-124.

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs
and affective experiences. Human resource management review, 12(2), 173-
194.

Wildes, V. ]J. (2005). Stigma in food service work: How it affects restaurant servers'
intention to stay in the business or recommend a job to another. Tourism and
Hospitality Research, 5(3), 213-233.

Wollard, K. K. (2011). Quiet desperation: Another perspective on employee
engagement. Advanced in Developing Human Resources,13(4),526-537.

Yaman, E., & Giing6or, H. (2013). Relationship between stigma tendencies of school
administrators’ and teachers’ and organizational culture. Internafional Online
Journal of Educafional Sciences, 5(3), 783-797.

Yazicioglu, 1. (2010). Orgiitlerde is tatmini ve isgéren performansi iliskisi: Tiirkiye ve
Kazakistan karsilastirmasu. bilig, 55(1), 243-264.

Yenihan, B, Mert, O. N. E. R, & Ciftyildiz, K. (2014). Is stresi ve isten ayrilma niyeti
arasindaki iliski: Otomotiv isletmesinde bir arastirma. Calisma [liskileri
Dergisi, 5(1), 38-49.

Yasam Becerileri Psikoloji Dergisi e Life Skills Journal of Psychology  http://dergipark.gov.tr/ybpd 114



