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Abstract 
 
This study aims to determine the effect of perceived gender discrimination on emotional exhaustion and 
the moderating role of employee silence in this relationship. Although it has been examined conceptually, 
there is no study that evaluates all concepts in a holistic model. In this respect, the research has a unique 
value in terms of contributing to the literature. The sample of the study, which adopts a quantitative 
research method, consists of enterprises operating in Ankara. The questionnaire forms created within the 
scope of the research with 397 women working in these enterprises were applied. In the analysis of the 
data obtained, SPSS v24 package program was used to determine pretests, descriptive statistics and re-
lationships between variables, and IBM AMOS v24 package program was used for CFA analysis. In the 
study, firstly, the effects of perceived gender discrimination and employee silence on emotional exhaus-
tion were tested. As a result of the analysis, it was found that perceived gender discrimination and em-
ployee silence (defensive silence, silence for the benefit of the organization and accepting silence) have an 
effect on emotional exhaustion, and defensive silence has a moderating role in the relationship between 
perceived gender discrimination and emotional exhaustion. As a result of the research, recommendations 
were made for decision makers, employers and for further research.  
 
Keywords: Perceived Gender Discrimination, Emotional Exhaustion,   Employee  Silence, Or-
ganizational Behavior 
 
Öz 
 
Bu çalışmanın amacı, algılanan cinsiyet ayırımcılığının duygusal tükenmişlik üzerindeki etkisini ve ça-
lışan sessizliğinin bu ilişkideki düzenleyici rolünü belirlemektir. Kavramsal olarak incelenmiş olmakla 
birlikte, tüm kavramları bütüncül bir modelde değerlendiren bir çalışmaya rastlanmamıştır. Bu bakım-
dan araştırma, literatüre katkı sağlaması açısından özgün bir değere sahiptir. Nicel araştırma yöntemi-
nin benimsendiği çalışmanın örneklemini Ankara’da faaliyet gösteren işletmeler oluşturmaktadır. Bu 
işletmelerde çalışan 397 kadınla araştırma kapsamında oluşturulan anket formları uygulanmıştır. Elde 
edilen verilerin analizinde ön testler, tanımlayıcı istatistikler ve değişkenler arasındaki ilişkileri belirle-
mek için SPSS v24 paket programı, CFA analizleri için ise IBM AMOS v24 paket programı kullanıl-
mıştır. Çalışmada öncelikle algılanan cinsiyet ayrımcılığı ve çalışan sessizliğinin duygusal tükenmişlik 
üzerindeki etkileri test edilmiştir. Analiz sonucunda algılanan cinsiyet ayrımcılığı ve çalışan sessizliği-
nin (savunmacı sessizlik, örgüt yararına sessizlik ve sessizliği kabul etme) duygusal tükenme üzerinde 
etkisi olduğu, savunmacı sessizliğin algılanan cinsiyet ayrımcılığı ile duygusal tükenme arasındaki iliş-
kide düzenleyici rol oynadığı bulunmuştur. Araştırma sonucunda karar vericiler, işverenler ve ileri araş-
tırmalar için önerilerde bulunulmuştur.  
 
Anahtar Kelimeler: Algılanan Cinsiyet Ayırımcılığı, Duygusal Tükenmişlik, Çalışan Ses-
sizliği, Örgütsel Davranış 
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Introduction  
 
Today's intense competitive environment requires 
employees to work synchronously and as a whole 
with the management of the organization. It is hu-
man capital as well as human capital that keeps 
businesses alive and ensures continuity. It is only 
possible to fulfill customer demands, report any 
problems in the system to senior management and 
find solutions only if employees and managers 
who are open to communication are in charge. An 
effective communication network from subordi-
nate to superior and from superior to subordinate 
will ensure that employees work with high moti-
vation. Regardless of the occupational group, the 
adoption of a management approach that does not 
discriminate between religion, language, race and 
gender should be seen as an important tool in 
achieving the goals set for businesses. 

Women, who have been working in every field 
of production since the dawn of humanity, started 
to take part in business life for a wage with the in-
dustrial revolution. The main purpose of this is the 
need for cheap labor. Unfortunately, in working 
life, many negative situations unworthy of human 
dignity await women, such as glass ceilings, barri-
ers and the search for identity caused by obstacles, 
which insist on remaining unchanged from the 
19th century to the present day and perhaps from 
today to tomorrow. Despite this, she continues to 
search for a place for herself in a world dominated 
by male hegemony. 

At its most basic level, gender discrimination, 
which sees women as second-class citizens, is the 
most important indicator of inequality in economic 
life. Although social stereotypes and prejudiced at-
titudes towards women vary from country to 
country, in general, the positioning of women be-
hind men is still a reality of business life as a global 
problem. The negativities caused by the glass ceil-
ings that women face in business life push them to 
emotional exhaustion and silence in the organiza-
tion over time. 

The purpose of this study is to determine the ef-
fect of perceived gender discrimination on emo-
tional exhaustion and the moderating role of em-
ployee silence in this relationship. It is thought to 
contribute to the literature since there is no study 
in which gender discrimination, which constitutes 

the glass ceiling of women in business life, and the 
subsequent concepts of emotional exhaustion and 
employee silence are evaluated together. 
 
Conceptual Framework  
 
Perceived Gender Discrimination  
 
Perceived gender discrimination is an individual's 
perception that he/she is subjected to unfair, nega-
tive attitudes and behaviors by different gender 
groups because of his/her gender. The individual 
who thinks that gender discrimination is practiced 
against him/her believes that he/she is disadvan-
taged compared to other employees (Seçer, 2009). 
In the world of work, women are subjected to gen-
der discrimination and are evaluated within the 
framework of the tasks attributed to them by soci-
ety. In fact, women are perceived as a gender lim-
ited to their roles in family life and restricted to do-
mestic chores and responsibilities. Women who 
are forced to work have to assume both their work 
duties and their domestic roles on their own. Patri-
archal management approach makes it difficult for 
women to take part in management positions 
(Ergeneli and Akçamete, 2004). Since women's 
roles increase the burden of responsibility on them, 
they limit their opportunities for promotion in 
their professions and do not provide equal oppor-
tunities. Since the roles assumed by women in-
crease the burden of responsibility on them, they 
limit their opportunities for advancement in their 
professions and do not provide equal opportuni-
ties. This is because the roles that women have to 
assume are such that they prevent their wives from 
continuing to work. For example, women getting 
married, giving birth, and assuming household re-
sponsibilities are unfavorable for employers 
(Tolga, 2023). 

The main areas where equal opportunities are 
not provided are vocational training, utilization of 
social opportunities, finding a job and promotion 
(Kocacık and Gökkaya, 2005: 196-200). These neg-
ativities in working life have created glass ceilings, 
which are the most important indicator of gender 
discrimination against women. Glass ceilings are 
defined as situations that prevent women from 
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taking part in top management levels in the organ-
izations where they work (Aytaç et al., 2002). 
 
Emotional Exhaustions 
 
Although burnout as a concept was first intro-
duced by Freudenberger in 1974, it became a con-
cept associated with Marlash, who developed the 
scale (Aslan & Güzel, 2018). The difficult psycho-
logical environment awaiting women in business 
life and as a result of unfulfilment of long-term 
emotional demands, individuals emotional, men-
tal and physical exhaustion and ultimately burn-
out syndrome (Pines, Aranson, & Kafry, 1981; 
Neuberg et al., 2017; Ajayi, Ajayi & Udeh, 2024). 

Burnout syndrome is a concept consisting of 
three dimensions: depersonalisation, which refers 
to the alienation of the person from others; a de-
crease in the sense of personal achievement caused 
by thinking that the person is not capable of 
achieving success in their personal careers; and 
emotional exhaustion, which is characterised as 
the depletion of emotional resources (Maslach & 
Jackson, 1984; Budak & Sürvegil, 2005; Maslach, 
Schaufeli, & Leiter, 2001; Halbesleben & Buckley, 
2004; Geuens, Bogaert, & Franck, 2017; Shepherd, 
Tashchian, & Ridnour, 2011; Wilczek-Rużyczka, 
2024). 

Emotional exhaustion refers to the feeling of be-
ing overloaded and exhausted due to the work. In 
addition, it is the first indicator of burnout and if it 
is detected early, burnout can be prevented (Önder 
& Basim, 2008). The feeling of unreality, fatigue 
and extreme boredom encountered in people expe-
riencing emotional exhaustion has physical, psy-
chological and organisational consequences. The 
stress experienced by the individual causes 
him/her to experience negative emotions such as 
exhaustion of emotional resources, decreased en-
ergy, emotional fatigue, and as a result, he/she be-
comes insensitive to many environmental factors 
and even the thought of going to work causes 
him/her to feel fear (Bodur B. & Erdem, 2023). In 
addition, it causes negative situations such as in-
creased turnover, low performance, social shirk-
ing, intention to quit, absenteeism, problems in 
work and family life, silent resignation and health 

problems (Maslach & Jackson, 1985; Kanten, 2014; 
Bakır & Özcan, 2025; Erdek & Meteriz, 2025). 

There are many studies finding that perceived 
gender discrimination has an effect on emotional 
exhaustion (Gül, 2023; Trzebiatowski & Triana, 
2020; Adebayo et al., 2008 
 
Employee Silence   
 
Just as the conductor of a large orchestra wants to 
hear the right note from each instrument, manag-
ers expect to hear only the words that sound right 
to them in the organisation they manage. How-
ever, although this situation is accepted in an auto-
cratic approach, it should not be a preferred situa-
tion in a democratic management approach and an 
innovative organisational structure. In situations 
that affect the future of the organisation, individu-
als who express their opinions without any reser-
vations against any situation can play an active 
role in the decision-making mechanisms to make 
the right decisions. On the other hand, silence is the 
situation where employees who are in a position to 
influence the decisions or future of the organisa-
tion prefer to remain silent. The important thing is 
to identify the motivation of the employees who 
prefer to remain silent even though they have a 
good command of the subject. Because this nega-
tive situation is a type of behaviour that directly af-
fects the potential of the organisation (Tayfun & 
Çatır, 2013).  

Silence of employees is seen as an undesirable 
situation in organisational terms. Employee silence 
has three components: defensive silence, silence 
for the benefit of the organisation and accepting si-
lence. Defensive silence can be defined as employ-
ees' expressing their opinions after abstaining and 
observing for a while in order to protect their own 
position and position due to the anxiety and uneas-
iness they experience (Bowen & Blackmon, 2003). 
This self-protective behaviour can also be consid-
ered as a defensive attitude. Since employees fear 
that they will be harmed if they speak out, they 
avoid saying what they want to say for their own 
benefit and prefer to protect their current positions 
(Knoll & Van Dick, 2013). In other words, it means 
that employees hide their information, ideas and 



The Role of Employee Silence in The Effect of Perceived Gender  
Discrimination on Emotional Burnout in Female Employees  

 
     

OPUS Journal of Society Research 
opusjournal.net 

596 

thoughts by creating a personal strategy with a de-
liberate and proactive approach to protect them-
selves from external factors due to the fear they feel 
(Beheshtifar, et al., 2012; Dyne, et al., 2003). In ad-
dition, they may prefer to remain silent and not ex-
press their thoughts due to fears such as not being 
promoted, being subjected to ill-treatment and be-
ing unemployed (Öztürk & Cevher, 2015). This sit-
uation leads to the concealment of new ideas and 
thoughts as well as the concealment of errors and 
mistakes within the organisation (Yalçınsoy, 2019). 
The employees' self-protection motive can be con-
sidered as an indication that they do not have the 
power and intention to fight. Aktaş and Şimşek 
(2015) investigated the role of job satisfaction and 
emotional exhaustion perceptions in organisa-
tional silence and found that as emotional exhaus-
tion and depersonalisation increase, defensive si-
lence increases (Aktaş & Simsek, 2015).  It is con-
sidered that defensive silence, one of the compo-
nents of employee silence, may have an effect on 
emotional exhaustion.  

Silence for the benefit of the organisation, which 
is the second dimension of employee silence, is 
when employees prefer silence even in the face of 
positive or negative events occurring within the or-
ganisation, considering the interests of the organi-
sation (Yakışır, 2024). The main motivation for si-
lence for the benefit of the organisation is the belief 
that if the issue or issues are not raised, there will 
be consequences for the organisation (Whiteside & 
Barclay, 2013). On the other hand, avoiding shar-
ing information about organisational events can 
lead to serious organisational problems, detecting 
mistakes and preventing ethical violations (Morri-
son & Milliken, 2000). Silence for the benefit of the 
organisation can be considered as a factor that hin-
ders productivity and development, increases 
stress, reduces job satisfaction and causes emo-
tional exhaustion (Knoll & Redman, 2016).  

The last dimension of employee silence is ac-
cepted in the literature as accepted silenceAc-
cepted silence is the voluntary choice of silence and 
inaction by employees who have lost their belief 
that something will change in the organisation 
(Tayfun & Çatır, 2013). They are unresponsive, in-
different and uncaring towards all kinds of envi-
ronmental and organisational events (Pinder & 

Harlos, 2001). Individuals who feel that their opin-
ions are not valued feel inadequate and show their 
thoughts and behaviours by obediently and si-
lently obeying the decisions taken in the workplace 
(Dyne, et al., 2003). Thus, the employee, who is dis-
tanced from all kinds of organisational goals, con-
centrates on personal goals. In the literature re-
view, a limited number of studies on the relation-
ship between acceptance silence and emotional 
burnout were found. Yıldırım (2019), in his re-
search, found that emotional burnout has a posi-
tive effect on accepting silence (Yıldırım, 2018). 
However, in our research model, we aimed to 
question the opposite of this problematic and to 
evaluate the effect of variables on each other. 

  At the core of gender discrimination is the ex-
pectation of behaviour in accordance with the role 
assigned to women by society. In addition to a 
number of features given by the nature of creation, 
women also have duties determined by the society. 
This sexist perspective puts pressure on women to 
‘force them to live within the limits drawn for 
them’. Women can only behave and live in accord-
ance with this role. Regardless of the responsibili-
ties of working life, regardless of the circum-
stances, women are considered as the person who 
has to fulfil the role assigned to her. Regardless of 
the situation, capacity and living conditions of the 
woman, she has to give priority to responsibilities 
appropriate to the role imposed by society, as well 
as fulfil other responsibilities in business life. The 
responsibilities imposed on them by social pres-
sure and the specific requirements of business life 
cause women to become silent (Kocabacak, 2014).  
In the literature review, no study was found in 
which employee silence and its sub-dimensions, 
gender discrimination and emotional exhaustion 
were examined in a model. The above literature re-
views suggest that all three dimensions of em-
ployee silence may have a moderating role be-
tween gender discrimination and emotional ex-
haustion.  
 
Methodology 
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In this study, it is aimed to determine the effect of 
perceived gender discrimination on emotional ex-
haustion of female employees and whether em-
ployee silence has a moderating role in this rela-
tionship. In the literature review, there is no holis-
tic model in which three variables and their com-
ponents are examined in one model. The research 
hypotheses formed within this framework are as 
follows: 
 
H1: Perceived gender discrimination has an effect 
on emotional exhaustion. 
 
H2: Employee silence has an impact on emotional 
exhaustion 

H2a: Defensive silence has an effect on emo-
tional exhaustion 
H2b: Silence in favour of the organisation 
has an effect on emotional exhaustion 
H2c: Acceptive silence has an effect on emo-
tional exhaustion 

 
H3: Organizational silence has a moderating role in 
the relationship between perceived gender dis-
crimination and emotional exhaustion 

H3a: Defensive silence has a moderating 
role in the relationship between perceived 
gender discrimination and emotional ex-
haustion 
H3b: Silence for the benefit of the organisa-
tion has a moderating role in the relation-
ship between perceived gender discrimina-
tion and emotional exhaustion 
H3c: Accepting silence has a moderating 
role in the relationship between perceived 
gender discrimination and emotional ex-
haustion. 

 
Research Model 
 
The theoretical model of the research is shown in 
Figure 1. The main purpose of this study is to re-
veal the effect of perceived gender discrimination 
on emotional exhaustion and the moderating role 
of employee silence in this relationship. In order to 
achieve this aim, 7 hypotheses were formulated to 
test the model established below. 
 
 

 
Figure 1. The Research Model 

 
Research Implementation and Sampling 
 
The main mass of the research consists of women 
working in the service sector in Ankara. According 
to İŞKUR (2022) data, the total number of women 
working in Ankara is 418,918 (İşkur, 2022). Model 
of the research is shown in Figure 1. According to 
Cohen et al. (2002), the sample size should be 384 
(Cohen, et al.,2002). Since 397 female employees 
participated in this study, it was determined that 
the sample size was sufficient. The average age of 
the participant female employees is 32,6 years, and 
their working time in their current workplaces is 2 
years and 4 months. Their total work experience is 
8 years and 2 months on average. 
 
Data Collection 
 
Perceived Gender Discrimination Scale: To meas-
ure perceived gender discrimination, a four-item 
scale adapted by Foley et al. (2015) based on the 
‘Discrimination Scale’ developed by Sanchez and 
Brock (1996) was used (Foley, et al., 2015). Sample 
items of the unidimensional scale with an α value 
of 0.87: ‘I sometimes feel that my gender is a limi-
tation at work’ and “My gender has a negative im-
pact on my career progression”.  
 
Employee Silence Scale: The scale consisting of fif-
teen items developed by Bilgin et al. (2019) was 
used to measure employee silence (Bilgin, et al., 
2019). The scale consists of three dimensions called 
‘Defensive Silence, Prosocial Silence and Accept-
ing Silence’. Sample items of the scale: ‘This em-
ployee is reluctant to talk about change proposals 
because he/she is excluded’ and “This employee 
withholds confidential information on the basis of 
co-operation”.  

Employee Silence 

Perceived Gender 
Discrimination 

Emotional Ex-
haustion 
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 Emotional Exhaustion Scale: Maslach and Jack-
son's (1981) nine-item emotional exhaustion scale, 
which is the most widely used scale in the litera-
ture, was used to measure emotional exhaustion 
(Maslach and Jackson, 1981). Sample items of the 
unidimensional scale are: ‘I feel emotionally 
drained by my job’ and “I feel exhausted at the end 
of the working day”. 

 
Data Analysis and Tests 
 
The philosophical basis of this study is based on 
the post-positivist paradigm. Post-positivism is a 
scientific paradigm that approaches reality with an 
objective enquiry, taking into account the possible 
influence of the researcher's biases (Panhwar, et al., 
2017). 
 

 
 In this context, quantitative research method was 
used to test the assumptions formed in the theoret-
ical part of the study. In the analysis of the data, 
SPSS v24 package programme was used to deter-
mine pre-tests, descriptive statistics and relation-
ships between variables, and IBM AMOS v24 pack-
age programme was used for CFA analyses. 
 
Results  
 
Findings and Discussion 
 
Firstly, the construct validity and reliability of the 
scales were tested. In this direction, confirmatory 
factor analysis was performed. As a result of the 
factor analysis, it was determined that the factor 
loadings of the statements in the scale were higher 

than 0.50. Confirmatory Factor Analysis (CFA) was 
conducted to determine the construct validity of 
the scales. The goodness of fit values obtained with 
CFA are given in Table 1.  

 
 
 
 

 
As can be seen in Table 1, the CFA analysis re-

vealed that the scales had good goodness of fit val-
ues (Hinkin, 1998). In order to further test the con-
vergent and discriminant validity, the steps sug-
gested by Netemeyer et al. (1990) were followed 
(Netemeyer, et al., 1990).  

 
 
 

 
 
Accordingly, the square root of the variance 

produced by the variables (AVE) should exceed 
the correlation coefficient between the variables. In 
addition, variance and factor values (AVE) and 
composite reliability (CR) coefficients were calcu-
lated for concurrent validity and tested whether 
they were within the accepted values (AVE = 0.50; 
Factor load = 0.50; CR = 0.70).  

Finally, for concurrent validity, the square root 
of the variance values should exceed the correla-
tion coefficients (Fornell and Larcker, 1981: 39). 
These results are presented in Table 2.  

When the findings were analyzed together, it 
was determined that the study met the criteria of 
convergent and discriminant validity. In addition, 

Table 1. Confirmatory Factor Analysis Results 
 χ2/df 

<5 
AGFI >0.85 GFI 

>0.85 
CFI 
>0.90 

NFI 
>0.90 

SRMR 
<0.08 

RMSEA 
<0.08 

Perceived Gender Discrimination 3.124 0.908 0.912 0.921 0.918 0.078 0.078 
Employee Silence 2.756 0.944 0.942 0.955 0.941 0.064 0.068 
Emotional Exhaustion 3.658 0.902 0.910 0.907 0.901 0.079 0.078 

Table 2. Convergent and Discriminant Validity Analysis Results 
 Mean SD AVE CR 1 2 3 4 5 
1. Perceived Gender Discrimination 3.39 1.869 0.644 0.921 (0.802)     
2. Defensive Silence 4.02 0.894 0.508 0.802 0.423*** (0.713)    
3. Silence for the Benefit of the Organisa-
tion 

3.02 1.018 0.516 0.804  -0.216* -0.148* (0.718)   

4. Accepting Silence 4.21 1.441 0.501 0.798   0.186* 0.246** -0.185* (0.708)  
5. Emotional Exhaustion 3.78 1.114 0.541 0.816 0.465*** 0.581*** 0.281** 0.335*** (0.717) 
SD = Standard Deviation; *p<0.05; **p<0.01; ***p<0.001; Values in Brackets = √AVE 
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it was concluded that it has a sufficient level of re-
liability.  

Since it was determined that the data provided 
sufficient reliability and validity, hypothesis tests 
were started. Hierarchical regression analysis was 
performed to reveal the multiple relationships be-
tween the dependent (perceived gender discrimi-
nation), independent (emotional exhaustion) and 
moderator (employee silence) variables. The re-
sults of the multiple regression analysis conducted 
with SPSS v26 package programme are presented 
in Table 3.  
 
Table 3. Hierarchical Regression Analysis 

 
 

In the first step of the hierarchical regression anal-
ysis, the effect of the independent variable (per-
ceived gender discrimination) on the dependent 
variable (emotional exhaustion) was examined. 
The percentage of explanation of this significant 
model is R2 = 17.8 and the F value is 22.853. In the 
second step, defensive silence, silence for the ben-
efit of the organization and accepting silence vari-
ables, which are the dimensions of the moderator 
variable, were added to the model. The percentage 
of explanation of this significant model is R2 = 20.9 
and the F value is 19.186. In the third step, interac-
tion terms were added to the model. The percent-
age of explanation of this significant model is R2 = 
15.6 and F value is 24.645. 

According to the results of regression analysis, 
perceived gender discrimination (β = 0.223; 
p<0.001), defensive silence (β = 0.196; p<0.01), si-
lence for the benefit of the organization (β = 0.091; 
p<0.05) and accepting silence (β = 0.158; p<0.01) 
have a positive and significant effect on emotional 

exhaustion. Based on these findings, “H1: Per-
ceived gender discrimination has an effect on emo-
tional exhaustion” supported. “H2: Employee si-
lence has an impact on emotional exhaustion” sup-
ported. H2a: Defensive silence has an effect on emo-
tional exhaustion, , H2b: Silence for the benefit of 
the organization has an effect on emotional ex-
haustion, and H2c: Accepting silence has an effect 
on emotional exhaustion’ hypotheses were sup-
ported. 

 
 
 

 
When the interaction terms created to reveal the 

moderating effect analysis were examined, it was 
found that the interaction term ‘Defensive Silence 
X Perceived Gender Discrimination’ (β = 0.181; 
p<0.01) had a positive and significant effect on 
emotional exhaustion. In addition, it was observed 
that the interaction terms ‘Silence for the Benefit of 
the Organization X Perceived Gender Discrimina-
tion’ and ‘Accepting Silence X Perceived Gender 
Discrimination’ did not have a significant effect.In 
the light of these findings, the hypothesis “H3: Or-
ganizational silence has a moderating role in the 
relationship between perceived gender discrimi-
nation and emotional exhaustion” partially sup-
ported.  ‘H3a: Defensive silence has a moderating 
role in the relationship between perceived gender 
discrimination and emotional exhaustion’ was 
supported. However, ‘H3b: Silence for the benefit of 
the organization has a moderating role in the rela-
tionship between perceived gender discrimination 
and emotional exhaustion’ and ’H3c: Accepting si-
lence has a moderating role in the relationship be-

Variablesa Step 1 Step 2 Step 3 
β S.h. β S.h. β S.h. 

Fixed 3.285 .185 3.721 .191 3.956 .196 
Perceived Gender Discrimination .385*** .067 .281*** .067 .223*** .066 
Defensive Silence   .204** .074  .196** .074 
Silence for the Benefit of the Organisation   .096* .096  .091* .097 
Accepting Silence   .165** .077  .158** .077 
Defensive Silence X Perceived Gender Discrimination      .181** .058 
Silence for the Benefit of the Organisation X Perceived Gender Discrimination       .041 .072 
Accepting Silence X Perceived Gender Discrimination       .046 .074 

R2 18.6 21.3 15.8 
ΔR2 17.8 20.9 15.6 

F 22.853 19.186 24.645 
aDependent Variable = Emotional Exhaustion; N = 397; *p<0.05; **p<0.01; ***p<0.001 
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tween perceived gender discrimination and emo-
tional exhaustion’ hypotheses were rejected. The 
regression curve slop matrix drawn to show the 
significance of the moderating effect of defensive 
silence is as shown in Figure 2. 

 
Figure 2. Moderator Impact Analysis Slop Matrix 

 
As seen in Figure 2, the fact that the two lines 

are not parallel to each other shows that the mod-
erating effect is significant (Aiken, 1991). Accord-
ing to this finding of the study, it is concluded that 
perceived gender discrimination, combined with 
defensive silence, leads to intense emotional ex-
haustion in individuals. 
 
Discussion and Conclusion 
 
In today's world, women are still struggling to 
prove their existence in every field. Although 
women's first steps in business life were for eco-
nomic reasons, in today's world, in addition to eco-
nomic freedom, they work to prove themselves as 
individuals and to live freely in the modern world. 
Although all kinds of governmental organizations, 
legal entities and NGOs responsible for the gov-
ernance of the modern world are working on wom-
en's participation in employment, they do not hes-
itate to build glass ceilings with education, marital 
status, legal regulations, procedures and unwritten 
rules when it comes to senior positions (Bozkaya, 
2013; Corsun & Costen, 2001; Sposito, 2013; 
Amudha, et al., 2016; Jackson, 2001). 

Although they do the same job and take on 
more responsibility for family life than their peers, 
the gender discrimination they face has physiolog-
ical, economic, organizational and psychological 
consequences. In this study, a unique model was 
created at the center of gender discrimination in 

the workplace and it was aimed to investigate its 
psychological effects on women. The hypotheses 
formed for this purpose, the analyses made and the 
model established are “Does perceived gender dis-
crimination have an effect on emotional exhaus-
tion?”, “Does defensive silence have an effect on 
emotional exhaustion?”, “Does silence for the ben-
efit of the organization have an effect on emotional 
exhaustion?”, “Does accepting silence have an ef-
fect on emotional exhaustion? ”, “Does defensive 
silence have a moderating role in the relationship 
between perceived gender discrimination and 
emotional exhaustion?”, “Does silence for the ben-
efit of the organization have a moderating role in 
the relationship between perceived gender dis-
crimination and emotional exhaustion?” and 
“Does acquiescent silence have a moderating role 
in the relationship between perceived gender dis-
crimination and emotional exhaustion?”. In the 
studies conducted in the literature, there is no 
study in which three elements are examined to-
gether. In this context, it will set an example for fu-
ture studies. 

Perceived gender discrimination was found to 
have an effect on emotional exhaustion. Accord-
ingly, it is seen that the gender-based approach in 
the workplace starts during the recruitment pro-
cess (Chang & Milkman, 2020), male employees are 
positively discriminated against (Onay, 2009) and 
negative situations such as not being able to work 
in top positions due to their gender cause emo-
tional exhaustion in female employees (De Villiers, 
2001; Lee, et al., 2021; Wang, et al., 2020). In addi-
tion, gender discrimination in the workplace is a 
factor that increases stress, depression and burn-
out (Hennein, et al., 2021). In this context, the re-
search data support the studies in the literature. 

It has been determined that defensive, accept-
ing and organizational benefit silence, which are 
components of employee silence, have an effect on 
emotional exhaustion. In a study conducted by 
Çitli (2015) with the participation of teachers work-
ing in Istanbul, it was found that defensive silence, 
accepting silence and silence for the benefit of the 
organization had an effect on emotional exhaus-
tion (Çitli, 2015). Based on the existing information 
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and literature review, it can be said that the silenc-
ing of female employees in the workplace causes 
emotional exhaustion. 

In the moderator analyses, it is another finding 
that defensive silence in female employees has a 
moderating role in the relationship between per-
ceived gender discrimination and emotional ex-
haustion. It was thought and tested that the reac-
tion of female employees who thought that they 
were subjected to gender discrimination by keep-
ing silent would affect their emotional exhaustion. 

Family, cultural structure, social factors, socie-
ty's sexist perspective, social values and beliefs, 
which are the source of the role assigned to 
women, push them to behave in accordance with 
the role expected of them (Terzioğlu & Taşkın, 
2008; Kocabacak, 2014). As a result, perceived gen-
der discrimination increases emotional exhaustion 
because it pushes women to defensive silence. 
However, the hypothesis that silence for the bene-
fit of the organization has a moderating role in the 
relationship between perceived gender discrimi-
nation and emotional exhaustion was not sup-
ported. In addition, it was found that accepting si-
lence did not have a moderating role in the rela-
tionship between perceived gender discrimination 
and emotional exhaustion. 

When the results of the research were evalu-
ated, some suggestions were made. According to 
this: 

• Although women and men do the same 
work in the same work groups, they are 
paid differently and male personnel are 
preferred when it comes to senior positions. 
The most important reason for this is that 
women cannot see the value they deserve in 
a world dominated by male hegemony. It is 
considered that the struggle for equal rights 
should be waged in unity and solidarity. In 
this context, it is recommended that women 
take an active role in NGOs such as trade 
unions.  

• Women should train and work to be present 
in every sector. They must show their pres-
ence in all professions that have been con-
sidered men's work for centuries, prove 
their success and demonstrate to society 
that no work can be dependent on a person 

or gender.   
• It is known that women have a higher level 

of awareness than men in terms of detail 
mastery, fine workmanship, and the ability 
to follow several tasks at the same time. For 
centuries, women have been condemned to 
live in a world limited to “house, field and 
garden work” because of this feature be-
stowed upon them at birth. It is recom-
mended that businesses should make pref-
erences based on personal skills, education 
and experience rather than gender in their 
recruitment processes, and that they should 
not ignore women, especially in coordina-
tion positions, due to their natural abilities.  

• States need a young population to survive. 
Women are the ones who can fulfill this 
task. However, due to the difficult eco-
nomic conditions of today's world, women 
who have to work have to cope with heavy 
housework, the responsibility for children 
and the difficult conditions of working life. 
Is it not second-class treatment of women 
when they are not paid the wages they de-
serve, when they are burdened with all the 
responsibility for housework and childcare, 
and yet they are not considered suitable for 
senior positions in the workplace simply be-
cause they are women? However, young 
population is needed for the continuation of 
states and women should give birth to chil-
dren for the continuation of the new gener-
ation. While the fertility rate in European 
Union countries in 2022 was 1.46, in Turkey 
this rate was 1.63 in 2022 and decreased to 
1.51 by 2023 (TUIK, 2024).  The decline in 
the birth rate jeopardizes the sustainability 
of countries' social security systems (Toker 
& Şahin, 2024). Women's labor force partic-
ipation rate is also quite low. In 2021, the fe-
male employment rate, which was 54% 
even in OECD countries where the world 
average was the highest, was realized as 
32.8% in Turkey. However, despite this, the 
birth rate continues to decline. Considering 
the economic conditions, it is considered es-
sential and urgent to make some legal ar-
rangements to facilitate the births of women 
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who have to work. 
This study has some limitations. Conducting 

the research in Ankara and among service sector 
employees is considered as a limitation. Although 
it is anticipated that similar results will be obtained 
when applied to female employees in different sec-
tors in relatively smaller cities, it is thought to be 
more inclusive. In addition, since the measurement 
of perceived gender discrimination, organizational 
silence elements and emotional exhaustion varia-
bles is based on subjective judgments, it can be con-
sidered as a limitation that the participants may 
have responded according to their current mood. 
In addition, it is recommended as a suggestion for 
future studies that holistic inclusive research 
should be conducted on the subject. 
 
References 
 
Aiken, L. S. (1991). Multiple regression: Testing and 

interpreting interactions. London: Sage. 
Adebayo, D. O., Sunmola, A. M., & Udegbe, I. B. 

(2008). Workplace fairness and emotional ex-
haustion in Nigeria police: The moderating 
role of gender. Anxiety, Stress, & Cop-
ing, 21(4), 405-416. 

Ajayi, F. A., & Udeh, C. A. (2024). Combating burnout 
in the IT Industry: A review of employee 
well-being initiatives. International Journal of 
Applied Research in Social Sciences, 6(4), 567-
588. 
https://doi.org/10.30574/msarr.2024.10.2.0057 

Aktaş, H., & Şimşek, E. (2015). Bireylerin Örgütsel 
Sessizlik Tutumlarinda Iş Doyumu Ve Duy-
gusal Tükenmişlik Algilarinin 
Rolü. Uluslararası Yönetim İktisat ve İşletme 
Dergisi, 11(24), 205-230. 

Amudha, R., Motha, L. C., Selvabaskar, S., Alamelu, 
R., & Surulivel, S. (2016). Glass ceiling and 
glass escalator-an ultimate gender divide in 
urban vicinity. Indian Journal Of Science And 
Technology, 9(7), 1-
8.https://doi.org/10.17485/ijst/2016/v9i27/976
20 

Aslan, Ş., & Güzel, Ş. (2018). Duygusal zeka, problem 
odaklı stresle başa çıkma, iyileşme ve 
duygusal tükenme ilişkileri. Yönetim Bilimleri 
Dergisi, 16(31), 59-82. 

Aytaç, S., Sevüktekin, M., Işığıçok, Ö., Bayram, N., S., 
Y. B., & Eryiğit, K. Y. (2002). Çağdaş Sanayi 

Merkezlerinde Kadın İşgücünün Konumu Bursa 
Örneği. Ankara: Türkiye İşveren Sendikaları 
Konfederasyonu. 

Bakır, N., & Özcan, A. (2025). Sağlık çalışanlarının iş 
yaşam dengesi, sessiz istifa ve tükenmişlik 
düzeylerinin araştırılması. Atlas Journal of 
Medicine, 5(12), 1-11. 
https://hdl.handle.net/20.500.12900/601 

Beheshtifar, M., Borhani, H., & Moghadam, M. N. 
(2012). Destructive role of employee silence 
in organizational success. International 
Journal of Academic Research in Business and 
Social Sciences, 2(11), 275-282. 

Bilgin, N., Gülşen, M., Kutlu, A., & Pakyüz, S. Ç. 
(2019). Çalışan sessizlik ve seslilik 
davranışları ölçeğinin öğretim elemanları 
üzerinde Türkçeye uyarlanması. Ege 
Üniversitesi Hemşirelik Fakültesi Dergisi, 35(3), 
103-114. 

Bodur B., E., & Erdem, M. (2023). Kadın 
öğretmenlerin karşılaştıkları cam tavan 
engelleriyle tükenmişlik düzeyleri 
arasındaki ilişki. Uluslararası Psiko-Sosyal 
Eğitim Araştırmaları Dergisi, 3(5), 199-228. 

Bowen, F., & Blackmon, K. (2003). Spirals of silence: 
The dynamic effects of diversity on 
organizational voice. Journal of Management 
Studies, 40(6), 1393-1417. 
https://doi.org/10.1111/1467-6486.00385 

Bozkaya, G. (2013). Kadınların iş gücüne katılımını 
belirleyen faktörler: Türki̇ye üzeri̇ne bi̇r 
anali̇z. Sosyal Bilimler Dergisi, 3(5), 69-89. 

Budak, G., & Sürgevil, O. (2005). Tükenmişlik ve 
tükenmişliği etkileyen örgütsel faktörlerin 
analizine ilişkin akademik personel üzerinde 
bir uygulama. Dokuz Eylül Üniversitesi İktisadi 
İdari Bilimler Fakültesi Dergisi, 20(2), 95-108. 

Cohen, L., Manion, L., & Morrison, K. (2002). 
Research methods in education. London: 
Routledge. 

Chang, E. H., & Milkman, K. L. (2020). Improving 
decisions that affect gender equality in the 
workplace. Organizational Dynamics, 49(1), 1-
7. 
https://doi.org/10.1016/j.orgdyn.2019.03.002 

Corsun, D. L., & Costen, W. M. (2001). Is the glass 
ceiling unbreakable? Habitus, fields, and the 
stalling of women and minorities in 
management. Journal of Management Inquiry, 
10(1), 10-
25.https://doi.org/10.1177/1056492601101003 

https://doi.org/10.30574/msarr.2024.10.2.0057
https://doi.org/10.17485/ijst/2016/v9i27/97620
https://doi.org/10.17485/ijst/2016/v9i27/97620
https://hdl.handle.net/20.500.12900/601
https://doi.org/10.1111/1467-6486.00385
https://doi.org/10.1016/j.orgdyn.2019.03.002
https://doi.org/10.1177/1056492601101003


Sibel Bilkay 
 
 

 

OPUS Journal of Society Research 
opusjournal.net 

603 

Çitli, İ. İ. (2015). Master Thesis. Örgütsel sessizlik ile 
tükenmişlik arasındaki ilişki ve bir araştırma. 
İstanbul: Bahçeşehir University. 

De Villiers, C. (2001). Addressing systemic sex 
discrimination: Employer defences to 
discrimination in Canada and South Africa. 
Acta Juridica, 175-185. 

Dyne, L. V., Ang, S., & Botero, I. C. (2003). 
Conceptualizing employee silence and 
employee voice as multidimensional 
constructs. Journal of Management Studies, 
40(6), 1359-1392. 
https://doi.org/10.1111/1467-6486.00384 

Erdek, F., & Meteriz, N. (2025). Öğretmenlerin İş 
Motivasyonlari ile Tükenmişlik 
Durumlarının İncelenmesi. Premium e-
Journal of Social Sciences (PEJOSS), 9(51), 
158-175. https://doi.org/10.5281/ze-
nodo.14975893 

Ergeneli, A., & Akçamete, C. (2004). Bankacılıkta cam 
tavan: Kadın ve erkeklerin kadın çalışanlar 
ve kadınların üst yönetime yükseltilmelerine 
yönelik tutumları. Hacettepe Üniversitesi 
İktisadi ve İdari Bilimler Fakültesi Dergisi, 22(2), 
85-109. 

Foley, S., Ngo, H. Y., Loi, R., & Zheng, X. (2015). 
Gender, gender identification and perceived 
gender discrimination: An examination of 
mediating processes in China. Equality. 
Diversity and Inclusion: An International 
Journal, 34(8), 650-
655.https://doi.org/10.1108/EDI-05-2015-0038 

Fornell, C., & Larcker, D. F. (1981). Evaluating 
structural equation models with 
unobservable variables and measurement 
error. Journal of Marketing Research, 18(1), 39-
50. 
https://doi.org/10.1177/002224378101800104 

Geuens, N., Van Bogaert, P., & Franck, E. (2017). 
Vulnerability to burnout within the nursing 
workforce—The role of personality and 
interpersonal behaviour. Journal of Clinical 
Nursing, 26(23-24), 4622-
4633.https://doi.org/10.1111/jocn.13808 

Gül, T. (2023). İşyerinde Cinsiyet Ayrımcılığı İle Tü-
kenmişlik Arasındaki İlişkide İşyeri Nezaket-
sizliğinin Aracı Etkisi ve Özsaygının Düzen-
leyici Aracılık Rolü. İşletme Araştırmaları 
Dergisi, 15(3), 2449-2464. 

Halbesleben, J. R., & Buckley, M. R. (2004). Burnout 
in organizational life. Journal of Management, 

30(5), 859-
879.https://doi.org/10.1016/j.jm.2004.06.004 

Hennein, R., Bonumwezi, J., Nguemeni Tiako, M. J., 
Tineo, P., & Lowe, S. R. (2021). Racial and 
gender discrimination predict mental health 
outcomes among healthcare workers beyond 
pandemic-related stressors: Findings from a 
cross-sectional survey. International Journal of 
Environmental Research and Public Health, 
18(7), 
9235.https://doi.org/10.3390/ijerph18179235 

Hinkin, T. R. (1998). A brief tutorial on the 
development of measures for use in survey 
questionnaires. Organizational Research 
Methods, 1(1), 104-
121.https://doi.org/10.1177/109442819800100
106 

İşkur. (2022). İŞKUR. 12 13, 2024 Retrieved from 
İşgücü Piyasası Araştırma: 
https://media.iskur.gov.tr/66863/ankara.pdf#
page=25.11 

Jackson, J. C. (2001). Women middle managers’ 
perception of the glass ceiling. Women in 
Management Review, 16(1), 30-
41.https://doi.org/10.1108/0964942011038026
5 

Kanten, P. (2014). İşyeri nezaketsizliğinin sosyal 
kaytarma davranışı ve işten ayrılma niyeti 
üzerindeki etkisinde duygusal tükenmenin 
aracılık rolü. Aksaray Üniversitesi İktisadi ve 
İdari Bilimler Fakültesi Dergisi, 6(1), 11-26. 
http://aksarayiibd.aksaray.edu.tr/en/downlo
ad/article-file/209409 

Knoll, M., & Redman, T. (2016). Does the presence of 
voice imply the absence of silence? The 
necessity to consider employees’ affective 
attachment and job engagement. Human 
Resource Management, 55(5), 829-
844.https://doi.org/10.1002/hrm.21744 

Knoll, M., & Van Dick, R. (2013). Authenticity, 
employee silence, prohibitive voice, and the 
moderating effect of organizational 
identification. The Journal of Positive 
Psychology, 8(4), 346-
360.https://doi.org/10.1080/17439760.2013.80
4113 

Kocabacak, S. (2014). Kadın yoksulluğu ve kadın 
sağlığı üzerine yansımaları. Sosyal Güvence, 6, 
135-161. Retrieved from 
https://dergipark.org.tr/en/download/article
-file/152172 

https://doi.org/10.1111/1467-6486.00384
https://doi.org/10.5281/zenodo.14975893
https://doi.org/10.5281/zenodo.14975893
https://doi.org/10.1108/EDI-05-2015-0038
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1111/jocn.13808
https://doi.org/10.1016/j.jm.2004.06.004
https://doi.org/10.3390/ijerph18179235
https://doi.org/10.1177/109442819800100106
https://doi.org/10.1177/109442819800100106
https://media.iskur.gov.tr/66863/ankara.pdf#page=25.11
https://media.iskur.gov.tr/66863/ankara.pdf#page=25.11
https://doi.org/10.1108/09649420110380265
https://doi.org/10.1108/09649420110380265
http://aksarayiibd.aksaray.edu.tr/en/download/article-file/209409
http://aksarayiibd.aksaray.edu.tr/en/download/article-file/209409
https://doi.org/10.1002/hrm.21744
https://doi.org/10.1080/17439760.2013.804113
https://doi.org/10.1080/17439760.2013.804113
https://dergipark.org.tr/en/download/article-file/152172
https://dergipark.org.tr/en/download/article-file/152172


The Role of Employee Silence in The Effect of Perceived Gender  
Discrimination on Emotional Burnout in Female Employees  

 
     

OPUS Journal of Society Research 
opusjournal.net 

604 

Kocacık, F., & Gokkaya, V. B. (2005). Turkiye’de 
çalısan kadınlar ve sorunlari,ı. Cumhuriyet 
Universitesi Iktisadi ve Idari Bilimler Dergisi, 
6(1), 195-219. 

Lee, S. J., Jung, S. I., Kim, M. G., Park, E., Kim, A. R., 
K. C., & Jung, T. D. (2021). The influencing 
factors of gender differences on mental 
burdens in young physiotherapists and 
occupational therapist. International Journal of 
Environmental Research and Public Health, 
18(6), 2858-
2871.https://doi.org/10.3390/ijerph18062858 

Maslach, C., & Jackson, S. E. (1981). The Measurement 
of Experienced Burnout. Journal of 
Organizational Behavior, 2(2), 99-
113.https://doi.org/10.1002/job.4030020205 

Maslach, C. S. (1984). Burnout in organizational 
settings. Applied Social Psychology Annual, 5, 
133-153. 

Maslach, C., & Jackson, S. (1985). The role of sex and 
family variables in burnout. Sex Roles, 12(7/8), 
837–851. 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). 
Job burnout. Annual Review of Psychology, 
52(1), 397-422. 

Morrison, E. W., & Milliken, F. J. (2000). 
Organizational silence: A barrier to change 
and development in a pluralistic world. 
Academy of Management Review, 25(4), 706-
725.https://doi.org/10.5465/amr.2000.3707697 

Netemeyer, R. G., Johnston, M. W., & Burton, S. 
(1990). Analysis of role conflict and role 
ambiguity in a structural equations 
framework. Journal of Applied Psychology, 
75(2), 148-157. 

Neuberg, M., Železnik, D., Meštrović, T., Ribić, R., & 
Kozina, G. (2017). Je li sindrom izgaranja 
povezan sa zlostavljanjem starijih i nemoćnih 
osoba u domovima: rezultati presječnog 
istraživanja u medicinskih sestara i tehničara. 
Arhiv za Higijenu Rada i Toksikologiju, 68(3), 
190-197.https://doi.org/10.1515/aiht-2017-68-
2982 

Onay, M. (2009). Algılanan cinsiyet ayırımcılığının 
sonuçları ve konuyla ilgili ampirik bir 
araştırma. Ege Akademik Bakış Dergisi, 1101-
1125. 

Önder, Ç., & Basim, N. (2008). Examination of devel-
opmental models of occupational burnout 
using burnout profiles of nurses. Journal of 
Advanced Nursing, 64(5), 514-523. 

Öztürk, U. C., & Cevher, E. (2015). Mobbing 
sendromunda örgüt kültürü virüs mü aşı 
mı?: Örgüt kültürü ve mobbing ilişkisi. 
Trakya Üniversitesi İktisadi ve İdari Bilimler 
Fakültesi Dergisi, 4(2), 37-65. 

Panhwar, A. H., Ansari, S., & Shah, A. A. (2017). Post-
positivism: An effective paradigm for social 
and educational research. International 
Research Journal of Arts and Humanities, 45(45), 
253-259. 

Pinder, C. C., & Harlos, K. P. (2001). Employee 
silence: Quiescence and acquiescence as 
responses to perceived injustice. Research in 
Personnel and Human Resources Management, 
20, 331-369. 

Pines, A. M., Aronson, E., & Kafry, D. (1981). 
Burnout: From tedium to personal growth. 
New York: The Free Press. 

Seçer, B. (2009). Kadınların sendikalara yönelik 
tutumları ile cinsiyet ayrımcılığı algılarının 
sendika üyesi olma isteğine etkisi. Çalışma ve 
Toplum, 4(23), 27-60. 

Shepherd, C. D., Tashchian, A., & Ridnour, R. E. 
(2011). An investigation of the job burnout 
syndrome in personal selling. Journal of 
Personal Selling & Sales Management, 31(4), 
397-409.https://doi.org/10.2753/PSS0885-
3134310403 

Sposito, C. A. (2013). Carrier barriers for women 
executives and the glass ceiling syndrome: 
the case study comparison between french 
and turkish women executives. Social and 
Behavioral Sciences, 75, 488-497 
https://doi.org/10.1016/j.sbspro.2013.04.053 

Tayfun, A., & Çatır, O. (2013). Örgütsel sessizlik ve 
çalışanların performansları arasındaki ilişki 
üzerine bir araştırma. İşletme Araştırmaları 
Dergisi, 5(3), 114-134. 

Terzioğlu, F., & Taşkın, L. (2008). Kadının toplumsal 
cinsiyet rolünün liderlik davranışlarına ve 
hemşirelik mesleğine yansımaları. CÜ 
Hemşirelik Yüksekokulu Dergisi, 12(2), 62-67. 

Timming, A., & Johnstone, S. (2015). Employee 
silence and the authoritarian personality: A 
political psychology of workplace 
democracy. International Journal of 
Organizational Analysis, 23(1), 154-
171.https://doi.org/10.1108/IJOA-06-2013-
0685 

Toker, B., & Şahin, H. N. (2024). Kadın işgücüne 
katılım oranı ile doğurganlık hızındaki 

https://doi.org/10.3390/ijerph18062858
https://doi.org/10.1002/job.4030020205
https://doi.org/10.5465/amr.2000.3707697
https://doi.org/10.1515/aiht-2017-68-2982
https://doi.org/10.1515/aiht-2017-68-2982
https://doi.org/10.2753/PSS0885-3134310403
https://doi.org/10.2753/PSS0885-3134310403
https://doi.org/10.1016/j.sbspro.2013.04.053
https://doi.org/10.1108/IJOA-06-2013-0685
https://doi.org/10.1108/IJOA-06-2013-0685


Sibel Bilkay 
 
 

 

OPUS Journal of Society Research 
opusjournal.net 

605 

değişimin sosyal güvenlik sistemine etkisi: 
Projeksiyon analizi. Sosyal Güvence, 24, 1104-
1130.https://doi.org/10.21441/sosyalguvence.
1473426 

Tolga, G. Ü. L. (2023). İşyerinde Cinsiyet Ayrımcılığı 
İle Tükenmişlik Arasındaki İlişkide İşyeri 
Nezaketsizliğinin Aracı Etkisi ve Özsaygının 
Düzenleyici Aracılık Rolü. İşletme 
Araştırmaları Dergisi, 15(3), 2449-2464. 
https://www.ceeol.com/search/article-
detail?id=1203923 

Trzebiatowski, T., & Triana, M. D. C. (2020). Family 
responsibility discrimination, power 
distance, and emotional exhaustion: When 
and why are there gender differences in 
work–life conflict?. Journal of business 
ethics, 162(1), 15-29.  

TUİK. (2024, 5 15). Doğum İstatistikleri 2023. 
Retrieved from: 
https://data.tuik.gov.tr/Bulten/Index?p=Dog
um-Istatistikleri-2023-53708 

Wang, L. J., Tanious, A., Go, C., Coleman, D. M., 
McKinley, S. K., Eagleton, M. J., Conrad, M. 
F. (2020). Gender-based discrimination is 
prevalent in the integrated vascular trainee 
experience and serves as a predictor of 
burnout. Journal of Vascular Surgery, 71(1), 
220-227. 
https://doi.org/10.1016/j.jvs.2019.02.064 

Whiteside, D. B., & Barclay, L. J. (2013). Echoes of 
silence: Employee silence as a mediator 
between overall justice and employee 
outcomes. Journal of Business Ethics, 116, 251-
266.https://doi.org/10.1007/s10551-012-1467-
3 

Wilczek-Rużyczka, E. (2024). Job burnout among 
polish nurses–influence of mobbing and 
coping with stress. Acta Neuropsychological, 
21, 457-466. 

Yakışır, C. (2024). Okul müdürlerinin paternalist 
liderlik tarzlarının öğretmenlerin örgütsel 
sessizlik düzeylerine etkisinin incelenmesi. 
Journal of Oriental Scientific Research/E-
Sarkiyat Ilmi Arastirmalar Dergisi, 16(1), 474-
487.https://doi.org/10.26791/sarkiat.1486193 

Yalçınsoy, A. (2019). Örgüt kültürü ve örgüt ikliminin 
örgütsel sessizlik üzerindeki etkisinin 
analizi. Anemon Muş Alparslan Üniversitesi 
Sosyal Bilimler Dergisi, 7(2), 67-
77.https://doi.org/10.18506/anemon.425635 

Yıldırım, M. (2019). Tükenmişlik ve örgütsel sessizlik 
ilişkisi: otel işletmelerinde bir araştırma. İş-
letme Araştırmaları Dergisi, 11(1), 358-371. 

 

 

 

https://doi.org/10.21441/sosyalguvence.1473426
https://doi.org/10.21441/sosyalguvence.1473426
https://www.ceeol.com/search/article-detail?id=1203923
https://www.ceeol.com/search/article-detail?id=1203923
https://data.tuik.gov.tr/Bulten/Index?p=Dogum-Istatistikleri-2023-53708
https://data.tuik.gov.tr/Bulten/Index?p=Dogum-Istatistikleri-2023-53708
https://doi.org/10.1016/j.jvs.2019.02.064
https://doi.org/10.1007/s10551-012-1467-3
https://doi.org/10.1007/s10551-012-1467-3
https://doi.org/10.26791/sarkiat.1486193
https://doi.org/10.18506/anemon.425635

