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Abstract
The goal of this study is to analyze the relationship between organizational dissent, perceived supervisor support and 
intention to leave. A review of the literature did not yield many academic studies on the concepts of organizational 
dissent, perceived supervisor support and intention to leave. Therefore, the originality of this research is that it fills 
the gap mentioned in the literature. In addition to making a literature review about the concepts mentioned in the 
study, it is aimed to determine the role of perceived supervisor support on the relationship between organizational 
dissent and intention to leave. For this purpose, quantitative research was carried out with 313 white-collar employees 
who were also studying in foundation universities in Istanbul. According to the results of the research, it is determined 
that there are significant relationships between organizational dissent, perceived supervisor support and intention to 
leave. Another result of the study is that perceived supervisor support has a moderator role on the relationship between 
organizational dissent and intention to leave.
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Introduction
Nowadays, one of the most significant issues of organizations is to satisfy their 

employees. Although organizations try to satisfy their employees, they sometimes face 
unsatisfactory conditions. When employees are not satisfied, they often share their 
disagreements and conflicts with each other. In this case, employees make organizational 
dissent. However, organizational dissent can be seen as risky by employees, because they 
think that organizational dissent will negatively affect their livelihoods, professionalism, 
and relationships with their colleagues. For this reason, employees may remain reserved 
while expressing their disagreements.

In cases when employees cannot voice their disagreements and opinions in the 
workplace, when they make organizational dissent and do not receive a response or 
when their expectations are not met, their intention to leave will increase. However, 
one of the most important factors for the sustainability of organizations in today’s 
competitive environment is to ensure the continuity of their employees.

There are many factors that ensure the continuity of employees in the workplace. 
One of them is supervisor support. If employees feel that their managers are with them 
in all conditions, they will receive supervisor support. Employees who feel that their 
supervisors are with them may not intend to leave their job.

However, managing organizational dissent is very important for the sustainability 
of businesses. Because organizational dissent is needed in order to resolve conflicts 
and problems, to develop the organization and to generate new ideas. In addition, 
employees who think that their manager is with them will be able to express their ideas 
and thoughts easily with the perception of supervisor support. In addition, employees 
who receive support from their supervisor may want to continue in their organizations 
instead of intending to leave. In this way, organizations can survive in a competitive 
environment and ensure their sustainability.

Within this scope, in the literature section, a literature review about organizational 
dissent, perceived supervisor support and intention to leave will be given. In the 
research section, there will be research on white-collar workers who are studying at 
a foundation university and who are working. In this research, the role of perceived 
supervisor support on the relationship between organizational dissent and intention 
to leave will be discussed. An examination of the related literature reveals a lack of 
research done on the concepts of organizational dissent, perceived supervisor support 
and intention to leave. This information gap is the source of motivation for this research. 
Additionally, as this study was conducted with white-collar workers from different 
sectors, it is thought that this study will yield diverse results. Therefore, it is thought 
that this study will contribute to the literature.
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Literature Review

Organizational Dissent
As a concept, dissent has been a dominant theme in all processes in the history of 

humanity (Redding 1985). Although dissent has generally been dealt with in political 
science, today it also attracts attention in management science. For this reason, this 
concept has started to be analyzed in the context of intra-organizational relations and 
the concept of organizational dissent has emerged (Özdemir, 2010).

Kassing (1998, p.183) describes organizational dissent as “feeling apart from one’s 
organization and expressing disagreement or contradictory opinions about one’s 
organizations”. In other words, organizational dissent occurs when a member of an 
organization has different feelings from the organization and the person expresses 
opposing or contradictory ideas or disagreement about the organization (Kassing, 1998).

If members of an organization express their opposing and negative opinions about 
the work they do or the work done in the workplace, they will make organizational 
dissent (Al-Busaidi 2014; Ingwar 2014; Özdemir 2010). In addition, organizational 
dissent is also an expression of employees’ opinions about policies, processes, or 
practices in the organization (Graham 1986; Kassing 1997b). Besides, organizational 
dissent is not only an attitude towards managers and management in the organization, 
but also includes the views and differences of opinions of the employees with each 
other (Graham 1986).

Organizational dissent is accepted as destructive behavior (Kassing 2011a; 
Kassing 1997b). However, organizational dissent is not just opposition to something. 
Organizational dissent aims at the development of the organization by bringing new 
perspectives, situations and problems to organizations. Therefore, in an organization 
with an understanding of organizational dissent, employees will be able to express their 
problems freely (Sadykova and Tutar 2014). The concept of organizational dissent has 
been discussed in three dimensions according to Kassing (1997a). These are articulated 
dissent, latent dissent, and displaced dissent.

According to Kassing (1997b, p.327), articulated dissent occurs “when employees 
express their dissent within organizations to audiences that can effectively influence 
organizational adjustment.” In other words, articulated dissent is employees’ expressions 
of their opposing views about organizational policies and practices to their managers 
(Ingwar 2014; Kassing 1997b). When the members of an organization believe that 
the issues they oppose will be perceived constructively and positively, they dissent 
upward. For this reason, articulated dissent emerges in situations that are constructive 
and will be perceived positively by the managers (Al-Busaidi 2014; Kassing 1997b).
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Latent dissent occurs “when employees believe that they possess comparatively poorer 
quality relationships with their supervisors, when their organizations are comparatively 
intolerant of employee feedback, and when they register comparatively low levels 
of satisfaction and commitment” (Kassing 2011b, p.227). In other words, latent 
dissent occurs when employees express their dissenting opinions to their friends in 
the organization with the fear that their interests will be harmed. Therefore, latent 
dissent arises when the members of an organization cannot express themselves to their 
managers (Kassing and Avtgis 1999).

According to Kassing (1997b, p.327) displaced dissent occurs “when employees 
choose to express their dissent to external audiences, to ineffectual internal audiences, 
and in concert with other employees. External audiences include nonwork friends, 
spouses/partners, strangers, and family members.” In displaced dissent, employees 
express their dissenting opinions to people outside the organization. Thus, they reduce 
the hostile behaviors that may occur against them within the organization (Avtgis 
et al. 2007). In addition, employees in displaced dissent may not think of leaving 
their organizations, but they leave the organization psychologically by sharing these 
oppositional views with people outside the organization (Kassing 1997b).

Among the main causes of organizational dissent are role conflict (Garner 2006), 
insensitive behavior by management to the needs of employees (Redding, 1985), lack 
of communication of employees with each other, ineffective decisions, injustice in 
resource allocation, low performance of organizational members (Kassing 1997b) and 
illegal practices in the organizations (Kassing 1997a).

Organizational dissent enables organizations to adapt to changing conditions and 
be sustainable (Kassing 2011a). In addition, organizational dissent has many positive 
results such as increasing innovation and creativity (Aksel 2013), job satisfaction 
(Lutgen-Sandvik et al. 2011; Avtgis et al. 2007), perception of justice (Avery and 
Quinones 2002), and improving decision-making processes (Hegstrom 1990; Redding 
1985). However, when managers do not consider or suppress the employees’ dissenting 
issues, the organization becomes autocratic by moving away from being a democratic 
structure. This situation may cause polarization, discrimination and conflicts within 
the organization and increase the intention to leave (Shahinpoor and Matt 2007).

Perceived Supervisor Support
Perceived supervisor support is the manager’s friendly and helpful behavior towards 

his employees and socio-emotional conduct with them (Rhoades, et. al., 2001). According 
to another definition, perceived supervisor support is how much managers value the 
contributions of employees (Alkhateri, et al., 2018) and the degree to which they care 
about their well-being (Janse van Rensburg, 2017). In other words, perceived supervisor 
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support is the general view that managers care about the welfare of their employees 
(Maertz, et al., 2007). Therefore, managers’ perception of positive employee behavior 
increases the employees’ perception of supervisor support (Pekdemir, et al., 2013).

Perceived supervisor support has many positive outcomes, such as increasing 
motivation, job satisfaction (Alkhateri, et al., 2018), commitment (Gagnon and 
Michael, 2004), organizational citizenship behavior (Gordon, et al., 2019), work 
engagement (Janse van Rensburg, 2017), trust (Gagnon and Michael, 2004) and 
employee performance (Arici, 2018). In addition, both physical and mental health of 
employees who receive support from their supervisor will be positively affected (Arici, 
2018; Janse van Rensburg, 2017).

Moreover, the fact that managers take care of their employees and pay special attention 
to them also increases the quality of the relationship between them (Rhoades, et al., 
2001). If the relationship between the employee and the supervisor is good, intention 
to leave may decrease. In other words, supervisor support reduces employees’ intention 
to leave (Arici, 2018; Alkhateri, et al., 2018; Dysvik and Kuvaas, 2013; Gagnon and 
Michael, 2004; Maertz, et al., 2007). 

In addition, according to Janse van Rensburg et al (2017), employees leave their 
supervisors, not their workplaces. In other words, organizations can reduce their 
employees’ intention to leave with increased supervisor support (Kalidass and Bahron, 
2015). Besides, supervisor support is also important in terms of providing an environment 
where employees can freely express their ideas. In other words, employees can develop 
and express their ideas and offer solutions to organizational problems thanks to the 
support they receive from their managers (Škerlavaj, et al., 2014). Therefore, when 
employees freely express their ideas, they make organizational dissent (Sadykova 
and Tutar 2014).

Intention to Leave
Intention to leave is an employee’s desire to leave an organization (Mobley, 1979). 

Before an employee leaves the job, he/she has an intention to leave (Bedeian 2007). 
Intention to leave consists of “destructive and active actions of employees when they 
are not satisfied with their working conditions” (Khalique, et al. 2018). In addition, 
intention to leave is the tendency of the employee to leave the social system on his/
her own initiative (Gaertner 1999). 

Researchers have sought answers to the question of why employees leave their 
companies. As a result of these studies, job dissatisfaction, weak organizational 
commitment (Yavan 2017), low wages (Chang and Chang 2008), employer’s failure to 
meet employee expectations, increased workload, physical conditions in the workplace 
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(Onay and Kılcı 2011), work stress, and loneliness and mobbing at work (Yenihan et 
al., 2014) have been stated the reasons for employees’ intention to leave. In addition, 
employees may intend to leave their job when there are job alternatives where they 
can work in better conditions (Bartlett 1999). Also, according to Graen et al. (1982) 
and Munn et all. (1996), lack of supervisor support may lead to turnover intention. 
Therefore, employees who do not receive support from their supervisor may intend 
to leave (Hatton and Emerson, 1998).

Intention to leave has positive and negative consequences. Among the negative 
results, compensation paid to employees as well as time and money spent on hiring 
a new employee bring additional costs (Şahin, 2011). In addition, the loss of a senior 
or experienced employee by leaving the job may cause an increase in job stress and 
decrease in employee satisfaction for the employees remaining in the organization. This 
situation may decrease the income, profitability, and efficiency of the organization in 
the long run (Demirbaş and Haşit 2016). In addition, when employees leave their jobs, 
it may result in their transferring confidential information, processes, and strategic 
decisions of their businesses to rival businesses (Güzel 2019).

However, employee turnover can be beneficial in certain situations. Employees 
who have high seniority often earn higher wages. Replacing high-paid employees with 
low-paid new and young employees will contribute positively to the budget of the 
organization and result in savings (McKnight, 2002). In addition, since employees who 
intend to leave their job will have low commitment to the organization, it can offer the 
organization the opportunity to find replacement employees with enthusiasm and the 
desire to work, instead of keeping low-performing employees (Sirota and Klein, 2013).

Research Methodology

Purpose and Importance of the Research
Today, employees are often faced with unsatisfactory and contradictory environments 

in their organizations. Employees generally want to share these negative experiences. 
However, employees often have conflicts in expressing these situations because of the 
risk of losing their jobs and the thought that their relationships with their managers and 
colleagues may be endangered. In cases where employees can express these negative 
experiences, they make organizational dissent. 

As the disagreements and opposing opinions of the employees within the organization 
increase, they want to express them. If the employees have a perception that they receive 
support from their supervisors and they think that their supervisors value them and 
care about their ideas, they will be able to make organizational dissent. In addition, 
employees who think that their supervisor is there for them in all circumstances may 
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not show an intention to leave because they have positive communication with their 
supervisor.

However, employees who dissent to their organization may intend to leave their job when 
their expectations are not met. Employees who intend to leave their job may leave the job 
at the end of this process or they may not and continue in their organizations. However, in 
both cases, it can have negative consequences for organizations. In situations that result in 
leaving the job, the organization may lose valuable employees. In cases that do not result 
in leaving the job, the productivity of the employees may decrease. This situation is very 
important for the sustainability of organizations in a competitive environment.

Within this scope, the concepts of organizational dissent, perceived supervisor 
support and turnover intention are very important in terms of the sustainability of 
organizations. Therefore, as stated above, it has been thought that the concepts may 
be related to each other. In addition, according to the literature review, studies on the 
concepts of organizational dissent, perceived supervisor support and intention to leave 
have not been discussed much before, which has been the source of motivation for this 
research. Additionally, this study has gained originality due to the opinion that it will 
increase the diversity of the results because it is conducted with white-collar workers 
working in different sectors.

Participants and Sampling of the Research
This research was carried out on white-collar workers who were studying in foundation 

universities in Istanbul and working in different sectors. The reason the study was 
conducted with graduate students was thought to be that these people tend to improve 
themselves and that they can transfer the knowledge or ideas they have acquired to their 
businesses without hesitation. Moreover, if the research was conducted in businesses, 
the employees may not have been objective while answering the statements about the 
concepts of organizational dissent, perceived supervisor support and intention to leave. 
It has been learned that 812 students have active registration from the student affairs 
of the university. The sample size was determined as 204 from a population of 812 
participants, at a 95% confidence interval and 5% significance level. A convenience 
sampling method was used. The data was obtained from 313 respondents. 

Research Model, Variables and Hypothesis of the Study
In this research, there are three variables. The independent variable is organizational 

dissent. The dependent variable is intention to leave. The moderating variable is 
perceived supervisor support. The moderating variable is a variable that affects the 
strength and direction of the relationship between the independent variable and the 
dependent variable (Baron and Kenny,1986).
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The research model is given in Figure 1. It has been demonstrated that there 
is moderating role of perceived supervisor support on the relationship between 
organizational dissent and intention to leave. 

Figure 1. Research Model

According to the research model, the research hypothesis is determined as: 

H1: Perceived supervisor support significantly moderates the relationship between 
organizational dissent and intention to leave.

Measurement Instrument of the Research Variables

A survey method was used in this research. Organizational dissent was measured by 
a scale developed by Kassing (1998). This scale consists of 20 items with 3 dimensions: 
articulated dissent, latent dissent, and displaced dissent. Perceived supervisor support 
was measured by the scale developed by Eisenberger et. all. (1986) with 8 items. 
Intention to leave was measured by the scale developed by Mobley (1979) with 3 items. 
The items in all three scales have been measured by using a 5-point Likert type scale. 

Findings

Descriptive Statistics
57 % of the participants were men, and 43% of them were women. 53% of the respondents 

indicated they were married, and 30% of them had children. 20% of respondents at under 25, 
27% at 26 to 30, 26% at 31 to 35, 27% at 36 and above ages. The percentage of employees 
were 80% and 20% of them were managers. Participants’ occupation tenure was 26% at 1 
to 4 years, 30% at 5 to 8 years, 17% at 9 to 12 years, 27% at 13 years or more. Participants’ 
current company tenure ranged from 23% at and under 1 year, 36% at 2 to 4 years, 20% 
at 5 to 7 years, 21% at 8 years or longer. Participants’ current manager tenure was 41% at 
and under 1 year 38% at 2 to 3 years, 21% at 4 years or more. 
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Factor and Reliability Analysis of Variables
Organizational dissent scale KMO value was 0.90, perceived supervisor support 

scale KMO value was 0.93, intention to leave scale KMO value was 0.78. All of them 
were found significant at 0.000 level. 

According to Hair (1998) factors with high cross loadings must be excluded. 
Therefore, the organizational dissent scale item 4 which was “I do not question 
management” was eliminated. The original of the organizational dissent scale consisted 
of 3 dimensions called “articulated dissent”, “displaced dissent”, and “latent dissent”. 
In the factor analysis, it was found that organizational dissent was measured with three 
dimensions as in the original scale in this study. “Articulated dissent” factor loading 
values were found between 0.86- 0.58; “displaced dissent” factor loading values were 
found between 0.84- 0.70; “latent dissent” factor loading values were found between 
0.75- 0.65. Explained variances of 3 factors and the total explained variance of the 
scale were found as: “articulated dissent” as the 1st factor explains 26% of the variance, 
“displaced dissent” as the 2nd factor explains 22% of the variance, and “latent dissent” 
as the 3rd factor explains 15% of the variance. The total explained variance was 63%. 

According to the result of reliability analysis regarding the organizational dissent 
scale, Cronbach Alpha was 0.90, perceived supervisor support scale, Cronbach Alpha 
was 0.95 and the intention to leave scale Cronbach Alpha was 0.97.

As a result, after the factor and reliability analysis, the latest situation of the 
organizational dissent scale, perceived supervisor support scale and intention to leave 
scale was the same as in the original.

Descriptive Statistics and Correlation Analysis of Variables
The correlations between variables, means, and standard deviations are reported 

in Table 1. 

Table1
Descriptive statistics and correlations for study variables

M SD 1 2 3 4 5 6
Articulated Dissent 3.77 0.75 1 -0.60 0.28** 0.63** 0.35** -0.78
Displaced Dissent 2.70 1.02 1 0.46** 0.67** -0.60 0.31**

Latent Dissent 2.85 0.80 1 0.77** -0.002 0.31**

Organizational Dissent 3.38 0.61 1 0.16** 0.25**

Perceived Supervisor Support 3.50 0.95 1 -0.38**

Intention to Leave 2.50 1.34 1
**Correlation is significant at the 0.01 level (2-tailed)

Table 1 shows that articulated dissent had a significant positive correlation with latent 
dissent (r= 0.28 p <.01), organizational dissent (r= 0.63 p <.01) and with perceived 
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supervisor support (r= 0.35 p <.01). Displaced dissent had a significant positive 
correlation with latent dissent (r= 0.46 p <.01), organizational dissent (r= 0.67 p <.01) 
and with intention to leave (r= 0.31 p <.01). Latent dissent had a significant positive 
correlation with organizational dissent (r= 0.77 p <.01) and with intention to leave 
(r= 0.31 p <.01). Organizational dissent had a significant positive correlation with 
perceived supervisor support (r= 0.16 p <.01) and with intention to leave (r= 0.25 p 
<.01). Perceived supervisor support had a significant negative correlation with intention 
to leave (r=-0.38 p <.01).

Hypothesis Testing: Measuring Moderating Effect
The purpose of this study was to demonstrate that there is a moderating role of 

perceived supervisor support on the relationship between organizational dissent and 
the intention to leave. 

For the purpose of this study, the research hypothesis was determined as: 

H1: Perceived supervisor support significantly moderates the relationship between 
organizational dissent and intention to leave.

In this study, in order to overcome the multicollinearity problem that may occur 
in the analysis, the analyses were carried out by subtracting the centered means of 
independent and moderating variable from each mean value.

A further regression analysis was conducted to examine whether perceived supervisor 
support moderates the relationship between organizational dissent and intention to 
leave. F statistics = 38.064 and p = 0.00 demonstrate that the regression analysis was 
statistically accepted. The results of the moderated hierarchical regression analysis are 
shown in Table 2. According to Table 2, “organizational dissent” alone explains 5.6% 
of the intention to leave (Adjusted R2 = 0.056, p< 0.01), then “moderating variable: 
organizational dissent x perceived supervisor support” explains 9.4% of the intention 
to leave (Adjusted R2 = 0.094, p< 0.01). When the results are evaluated, it can be said 
that the interaction of organizational dissent and perceived supervisor support predicts 
an intention to leave.

Table 2
Results of the moderated hierarchical regression analysis

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
Model 1 0.243 0.059 0.056 1.30988
Model 2 0.317 0.100 0.094 1.28309
a. Predictors: (Constant), Organizational Dissent
b. Predictors: (Constant), Organizational Dissent X Perceived Supervisor Support
c. Dependent Variable: Intention to Leave
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A moderated hierarchical regression analysis was used to investigate the moderating 
effects of perceived supervisor support on the relationships between organizational 
dissent and intention to leave. According to Baron and Kenny (1986), a test for 
moderation should include a term for the direct effect (intention to leave) of the 
predictor (organizational dissent), a term for the direct effect (intention to leave) of 
the moderator (perceived supervisor support) and the interaction term of the two. The 
moderating effect is supported if the interaction term is significant. 

As mentioned above, in order to measure the moderating effect, a hierarchical 
regression analysis by Baron and Kenney (1986) was applied in three steps. As seen in 
Table 3, according to this approach, for the moderating test of the first step, organizational 
dissent had positive effect on intention to leave. In other words, when one unit increased 
in organizational dissent, intention to leave increased by 0.343 (β). Therefore, it can be 
said that as organizational dissent increases, intention to leave also increases. For the 
second step, perceived supervisor support had a negative effect on intention to leave. 
In other words when one unit increased in perceived supervision support, intention to 
leave decreased by -0.418(β). Therefore, it can be said that as perceived supervision 
support increases intention to leave decreases. 

As a result of the analysis, it was observed that there was a change in the beta 
coefficients. A third step analysis was conducted to test whether this change was 
caused by the moderator variable. As seen in the third step analysis, the effect of the 
interaction term is significant.

In other words, Table 3 also shows that when perceived supervisor support interacted 
with organizational dissent as a moderator, it affected intention to leave. Put another 
way, when one unit increased in interaction with organizational dissent and perceived 
supervisor support, intention to leave also increased by 0.177 (β). It can also be said 
that organizational dissent turned a negative relationship between perceived supervisor 
support and intention to leave into a positive relationship.

Table 3
Results of the moderated coefficients 
Coefficients

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.
B Std.

Error B

(Constant) 2.440 0.066 37.041 0.000
Organizational Dissent 0.463 0.067 0.343 6.860 0.000
Perceived Supervisor Support -0.564 0.067 -0.418 -8.472 0.000
Organizational Dissent X Perceived Supervisor 
Support 0.169 0.047 0.177 3.570 0.000

a. Dependent Variable: Intention to Leave
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Moreover, as seen from Table 3, perceived supervisor support affects the direct 
relationship between organizational dissent and intention to leave. So, according to the 
research result, perceived supervisor support was a pure moderator on the relationship 
between organizational dissent and intention to leave. Thus, the H1 hypothesis is 
accepted. 

According to the results of the analysis, when employees show organizational 
dissent behavior, their intention to leave will increase. However, considering the beta 
coefficients, employees will experience a relative decrease in their intention to leave 
when they receive perceived supervisor support.

Conclusion, Limitations and Recommendation
In today’s competitive environment, one of the most important factors in ensuring 

the sustainability of organizations is to encourage the organizational dissent behavior 
of employees, because organizational dissent can be an opportunity for employees 
and managers to resolve unsatisfactory conditions, disagreements and opposing ideas.

However, many employees may think that exhibiting organizational dissent behavior 
poses significant risks, because employees think that when they make organizational 
dissent, they will lose their positions and will harm their relations with their managers 
and colleagues. In addition, employees may not make organizational dissent when they 
think that their expectations will not be met.

In other words, when employees make organizational dissent, if their expectations 
are not met, their intention to leave may increase. Intention to leave is the employee’s 
thoughts of leaving the job or the desire to leave the job soon. Therefore, intention to 
leave is a desire that occurs in the mind of the employee as a result of many reasons.

In this context, how the organizational dissent behaviors of the employees affect 
their intention to leave is an important issue. While organizational dissent occurs by 
voicing disagreements and opposing views within the organization, the intention to 
leave is formed in the mind of the employee according to whether these disagreements 
and opposing ideas will be resolved or not.

However, as the disagreements and opposing opinions of the employees within the 
organization increase, they want to express them. If the employees have the perception 
that they receive support from their supervisors, in other words, when the employees 
think that their supervisors value them and care about their ideas, they will easily make 
organizational dissent. In addition, employees who think that their supervisor is there 
for them in all circumstances may not show an intention to leave because they have 
positive communication with their manager.
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In this context, this study examines the moderating role of perceived supervisor 
support on the relationship between organizational dissent and intention to leave.

The results of this research show that there is a positive relationship between 
organizational dissent and intention to leave, because ignoring the organizational 
dissent by the managers and not meeting the expectations of the employees may cause 
the employees to leave. This result also supports the studies of Kassing et al. (2012), 
Ötken and Cenkci (2014) and Tuğrul and Koçoğlu-Sazkaya (2021).

This study results also claims that there is a positive relationship between organizational 
dissent and perceived supervisor support. Kassing et al. (2012) and Ötken and Cenkci’s 
(2014) studies also support this result. Meanwhile, when the result of the research is 
examined based on the sub-dimensions of organizational dissent, it is seen that there 
is only a relationship between articulated dissent and perceived supervisor support. In 
other words, articulated dissent, that is, organizational dissent to the supervisor, and 
perceived supervisor support are positively related. If employees have the perception 
that they receive support from their supervisors, or in other words, when the employees 
think that their supervisors value them and care about their ideas, they will easily be 
able to perform organizational dissent and especially articulated dissent behavior.

The negative relationship between perceived supervisor support and intention to 
leave is another result of this study. Employees who do not think that their supervisor 
is with and supporting them will be able to leave the job. That is to say, if employees 
feel that their supervisors are there for them under all conditions, they will receive 
supervisor support. These employees may not intend to leave. Alkhateri, et al., (2018), 
Arici, (2018), Janse van Rensburg, et al., (2017), Gordon, et. all., (2019), Kalidass and 
Bahron (2015), Taş and Özkara’s (2020) studies also support this result.

Another result of this study shows that perceived supervisor support has a moderating 
role on the relationship between organizational dissent and intention to leave. 
Organizational dissent will increase employees’ intention to leave. Otherwise, when 
employees receive support from their supervisors, there will be a relative decrease in 
their intention to leave. Therefore, when businesses want their employees to exhibit 
organizational dissent behaviors and at the same time when they want to ensure 
continuity in employment, they should provide supervisor support. In other words, 
the employees who think that they have received support from their supervisor will 
be able to express their ideas easily and show organizational dissent behavior. This 
situation may reduce the employee’s intention to leave.

Moreover, organizational dissent is very important to ensure the sustainability of 
businesses, because organizational dissent is needed to resolve conflicts and problems, 
develop the organization and generate new ideas. In addition, employees who think that 
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their supervisor is with them will be able to express their ideas and thoughts easily with 
the perception of supervisor support they have. Furthermore, employees who receive 
support from their supervisors may want to continue in their organizations instead of 
having an intention to leave. In this way, organizations can survive in a competitive 
environment and ensure their sustainability.

The fact that this study was carried out only on employees who were educated at a 
foundation university and also take part in working life does not mean that the findings 
of the research will reflect all employees. For this reason, it is not possible to make 
any further generalizations about the results of the research. Another limitation of this 
research is that it was evaluated with a subjective approach based on the opinions of 
the employees.

In this direction, some suggestions were made for businesses and researchers in the 
study. Businesses should support employees in eliminating disagreements, opposing 
ideas and dissatisfaction that cause organizational dissent. In addition, businesses 
should ensure that employees do not see organizational dissent behavior as a risk. In 
other words, business should encourage their employees to make organizational dissent. 
Moreover, business should provide perceived supervisor support to their employees 
in order to decrease intention to leave. In this way, business could be sustainable.

It is proposed for future researchers to consider topics such as leadership style, 
leader-member exchange, personality, organizational commitment, organizational 
citizenship, as well as to contribute to the field of social sciences by examining the 
study by considering the distinction between private and public sector.

Peer-review: Externally peer-reviewed. 
Conflict of Interest: The authors have no conflict of interest to declare.
Grant Support: The authors declared that this study has received no financial support.
Author Contributions: Conception/Design of Study- M.K.S.; Data Acquisition- E.T.; Data Analysis/Interpretation- M.K.S.; 
Drafting Manuscript- M.K.S.; Critical Revision of Manuscript- M.K.S.; Final Approval and Accountability- M.K.S., E.T.

References
Aksel, S.F., (2013). Relationship between workplace democracy and organizational dissent behaviour. 

(Unpublished Master’s thesis). Marmara Üniversitesi SBE, İstanbul.
Al-Busaidi, A.S., (2014). Toward a model of organizational muted dissent: Construct definition, 

dimensions, measurement and validation. (Doctoral dissertation). Ohio University GSSS, Ohio. 
Alkhateri, A. S., Abuelhassan, A. E., Khalifa, G. S., Nusari, M., & Ameen, A. (2018). The Impact of 

perceived supervisor support on employees turnover intention: The Mediating role of job satisfaction 
and affective organizational commitment. International Business Management, 12(7), 477-492.

Arici, H. E. (2018). Perceived supervisor support and turnover intention: Moderating effect of authentic 
leadership. Leadership and Organization Development Journal, (39)7,899-913.



Koçoğlu Sazkaya, Tuğrul / The Moderating Role of Perceived Supervisor Support on the Relationship...

35

Avery, D.R. & Quinones, M.A., 2002. Disentangling the effects of voice: The incremental roles of 
opportunity, behavior and instrumentality in predicting procedural fairness. Journal of Applied 
Psychology. 87, 81-86.

Avtgis, T.A., Thomas-Maddox, C., Taylor, E. & Patterson, B.R., 2007. The influence of employee 
burnout syndrome on the expression of organizational dissent. Communication Research Reports, 
24(2), 97-102.

Bartlett, K.R., (1999). The relationship between training and organizational commitment in the health 
care field. (Doctoral dissertation). The University of Illinois GSSS, Illinois. 

Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in social 
psychological research: Conceptual, strategic, and statistical considerations. Journal of Personality 
and Social Psychology, 51(6), 1173. 

Bedeian, A.G., (2007). Even if the tower is “ivory”, it isn’t “white”: Understanding the consequences 
of faculty cynicism. Academy of Management Learning and Education, 6(1), 9-32.

Chang, C.P. & Chang W.C., (2008). Internal marketing practices and employees turnover intentions 
in tourism and leisure hotels. The Journal of Human Resource and Adult Learning, 4(2), 161-172. 

Demirbaş, B. & Haşit, G., (2016). İşyerindeki yalnızlık ve işten ayrılma niyetine etkisi: Akademisyenler 
üzerine bir uygulama. Anadolu Üniversitesi Sosyal Bilimler Dergisi. 16(1), 137-158.

Dysvik, A., & Kuvaas, B. (2013). Perceived job autonomy and turnover intention: The moderating role 
of perceived supervisor support. European Journal of Work and Organizational Psychology, 22(5), 
563-573

Eisenberger, R., Huntington, R., Hutchison, S., &Sowa, D., (1986). Perceived organizational support. 
Journal of Applied Psychology, (71)3, 500-507. 

Gaertner, S., (1999). Structural determinants of job satisfaction and organizational commitment in 
turnover models. Human Resource Management Review, 9(4), 479-493.

Garner, J.T., (2006). When things go wrong at work: Expressions of organizational dissent as 
interpersonal influence. (Doctoral Dissertation). Texas A&M University GSSS, Texas.

Gagnon, M. A., & Michael, J. H. (2004). Outcomes of perceived supervisor support for wood 
production employees. Forest Products Journal, 54(12), 172-177. 

Gordon, S., Tang, C. H. H., Day, J., & Adler, H. (2019). Supervisor support and turnover in hotels: 
does subjective well-being mediate the relationship?. International Journal of Contemporary 
Hospitality Management, 31 (1), 496-512.

Graen, G., Liden, R. & Hoel, F., (1982). The role of leadership in the employee withdrawal process. 
Journal of Applied Psychology, 67, 868-872.

Graham, J.W., (1986). Principled organizational dissent: A theoretical essay. Research in Organizational 
Behavior, 8, 1-52.

Güzel, C., (2019). The mediating effect of organizational commitment and job satisfaction in the 
relationship between workplace incivility and turnover intention. (Master’s Thesis). Middle East 
Technical University GSSS, Ankara.

Hatton, C. &Emerson, E., (1998). Brief report: Organizational predictors of actual staff turnover in 
a service for people with multiple disabilities. Intellectual Disabilities, 11(2), 166-171.

Hair, Jr. F. Joseph, Anderson, E. Rolph, Tatham, L. Ronald, & Black, C. William. (1998). Multivariate 
Data Analysis. Upper Saddle River, Prentice Hall Inc., NJ. 



ISTANBUL MANAGEMENT JOURNAL

36

Hegstrom, T.G., (1990). Mimetic and dissent conditions in organizational rhetoric. Journal of Applied 
Communication Research, 18, 141-152.

Ingwar, N.I., (2014). Exploring relationship between employees’ locus of control, individualism and 
collectivism orientation and upward dissent message strategies. (Master Thesis). University of 
Alaska Fairbanks GSSS, Alaska.

Janse van Rensburg, C., Rothmann, S., & Diedericks, E. (2017). Supervisor support, flourishing, and 
intention to leave in a higher education setting. Journal of Psychology in Africa, 27(5), 412-419.

Kalidass, A., & Bahron, A. (2015). The relationship between perceived supervisor support, perceived 
organizational support, organizational commitment and employee turnover intention. International 
Journal of Business Administration, 6(5), 82-89.

Kassing, J. W., (1997a). Development and Validation of The Organizational Dissent Scale. (Doctoral 
Dissertation). Kent State University GSSS, Kent, OH.

Kassing, J.W., (1997b). Articulating, antagonizing and displacing: A model of employee dissent. 
Communication Studies, 48, 311-332.

Kassing, J.W., (1998). Development and validation of the organizational dissent scale management. 
Communication Quarterly, 12, 183-229. 

Kassing, J.W., (2011a). Dissent in organizations. Polity, Cambridge.
Kassing, J.W., (2011b). Stressing out about dissent: Examining the relationship between coping 

strategies and dissent expression. Communication Research Reports,28, 225-234.
Kassing, J.W., Piemonte, N.M., Goman, C.C. & Mitchell, C.A., (2012). Dissent expression as an 

indicator of work engagement and intention to leave. Journal of Business Communication, 49(3), 
273-253.

Kassing, J.W. & Avtgis, T.A., (1999). Examining the relationship between organizational dissent and 
aggressive communication. Management Communication Quarterly, 13(1), 100-115.

Khalique, M., Arif, I., Siddiqui, M., & Kazmi, S. W. (2018). Impact of workplace bullying on job 
performance, intention to leave, OCB and stress. Pakistan Journal of Psychological Research, 
33(1), 55-74.

Lutgen-Sandvik, P., Riforgiate, S. & Fletcher, C., (2011). Work as a source of positive emotional 
experiences and the discourses informing positive assessment. Western Journal of Communication, 
75(1), 2-27.

Maertz Jr., C. P., Grifferh, R.W., Campbell, N.S., & Allen, D.G., (2007). The effects of perceived 
organizational support and perceived supervisor support on employee turnover. Journal of 
Organizational Behavior, (28), 1059-1066.

McKnight, A. (2002). Low-paid work: drip-feeding the poor. Understanding social exclusion, Oxford 
University Press, Newyork.

Mobley, W.H., Griffeth, R.W. and Hand, H.H. & Meglino B.M., (1979). Review and conceptual 
analysis of the employee turnover process. Psychological Bulletin, 86(3), 493-522.

Munn, E.K. and Barber, C.E. & Fritz, J.J., (1996). Factors affecting the professional well-being of 
child life specialists. Children’s Health Care, 25(2), 71-91.

Onay, M. & Kılcı, S., (2011). İş stresi ve tükenmişlik duygusunun işten ayrılma niyeti üzerine etkileri: 
Garsonlar ve aşçıbaşılar. Organizasyon ve Yönetim Bilimleri Dergisi, 3(2), 363-372.



Koçoğlu Sazkaya, Tuğrul / The Moderating Role of Perceived Supervisor Support on the Relationship...

37

Ötken, A.B. & Cenkci, T., 2014. Organization-based self-esteem as a moderator of the relationship 
between employee dissent and turnover intention. Procedia Social and Behavior Sciences, 150, 
404-412. 

Özdemir, M., (2010). Ankara ili kamu genel liselerinde görev yapan yönetici ve öğretmenlerin örgütsel 
muhalefete ilişkin görüşleri. (Doktora Tezi). Ankara Üniversitesi EBE, Ankara.

Pekdemir, I., Koçoğlu, M., & Gürkan, G. Ç. (2013). Birey-örgüt uyumunun açıkça konuşma davranışı 
üzerindeki etkisinde algılanan yönetici desteğinin aracılık rolü: mba öğrencilerine yönelik bir 
araştırma. İstanbul Üniversitesi İşletme Fakültesi İşletme İktisadı Enstitüsü Yönetim Dergisi, 24(75), 
83-104.

Redding, W.C., (1985). Rocking boats, blowing whistles and teaching speech communication. 
Communication Education, 34, 245-258.

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the organization: the 
contribution of perceived organizational support. Journal of Applied Psychology, 86(5), 825-836.

Sadykova, G. & Tutar, H., (2014). Örgütsel demokrasi ve örgütsel muhalefet arsaındaki ilişki üzerine 
bir inceleme. İşletme Bilimi Dergisi. 2(1), 1-16.

Sirota, D., & Klein, D. (2013). The enthusiastic employee: How companies profit by giving workers 
what they want. FT Press, New Jersey.

Shahinpoor, N. & Matt, B.F., (2007). The power of one: Dissent and organizational life. Journal of 
Business Ethics, 74(1), 37-48.

Škerlavaj, M., Černe, M., & Dysvik, A. (2014). I get by with a little help from my supervisor: 
Creative-idea generation, idea implementation, and perceived supervisor support. The Leadership 
Quarterly, 25(5), 987-1000.

Şahin, F., (2011). Lider-üye etkileşimi ile işten ayrılma niyeti arasındaki ilişki üzerinde cinsiyetin 
etkisi. Ege Akademik Bakış Dergisi. 11(2), 277-288.

Taş, A., & Özkara, Z. U. (2020). İş Stresinin Algılanan Yönetici Desteği ile İşten Ayrılma Niyeti 
Arasındaki İlişkide Üstlendiği Rol. OPUS Uluslararası Toplum Araştırmaları Dergisi, 15(21), 
475-504.

Tuğrul, E., & Koçoğlu-Sazkaya M. (2021). Örgütsel Muhalefetin İşten Ayrılma Niyeti Üzerindeki 
Etkisinin İncelenmesi: Otomotiv Sektöründe Bir Araştırma. In Journal of Social Policy Conferences, 
81,101-124.

Yavan, Ö. (2017). Örgüt psikolojisinde işten ayrılma eğiliminin kavramsal değerlemesi. Kırıkkale 
Üniversitesi Sosyal Bilimler Dergisi. 7(1), 57-72.

Yenihan, B., Öner, M. & Çiftyıldız, K., (2014). İş stresi ve işten ayrılma niyeti arasındaki ilişki: 
Otomotiv işletmesinde bir araştırma. Çalışma İlişkileri Dergisi. 5(1), 38-49.




