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ABSTRACT
Doctoral Thesis
Doctor of Philosophy (PhD)
Impact of Paternalism, Nepotism and Fatalism Values on Recruitment and
Selection Practices in Turkish Context

Nihan KUTAHNECIOGLU iNAN

Dokuz Eyliil University
Graduate School of Social Sciences
Department of Business Administration

Business Administration Doctorate Program

The study was focused on the effects of cultural values on the relationship
between, recruitment, selection practices and perceived fairness where previous
studies were mainly focused only on the effect of selection practices on perceived
fairness and other organizational outcomes without considering recruitment
practices and the role of culture. Studies which also considered the culture are
found to be covering only some of the values such as individualism, collectivism
and power distance. Perceived fairness and the role of cultural values on this
relationship were not addressed clearly yet but considering some countries have
high nepotism, paternalism and fatalism values, perceived fairness and how these
cultural values affect this relationship is sensitive. Specifically, when Turkish
context is analyzed cultural values make the relationship between recruitment,
selection and perceived fairness more salient to study.

The study aimed to investigate the recruitment and selection methods
preferred in Turkey and by focusing on the cultural values which are assumed to
be pervasive in Turkey it is also aimed to investigate the roles of these values on
the relationship between recruitment and selection practices and perceived
fairness, and to develop a conceptual model. With regards to the aims of the
study, paternalism, nepotism and fatalism are analyzed as the cultural values.
Since, the aforementioned values are not investigated in this context, it shows the

originality of the research study.



To test the hypotheses, data is collected from 424 employees. After
confirming the factor structure of the model using AMOS, hypotheses are tested
through regression analyses.

The results of the study showed that both recruitment and selection
practices have effects on perceived fairness and these effects are moderated by
cultural values. Nepotism and fatalism are found to be the values which are
moderating the relationship between recruitment and selection practices and

perceived fairness.

Keywords: Paternalism, Nepotism, Fatalism, Recruitment and Selection

Practices, Perceived Fairness
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OZET
Doktora Tezi
Tiirkiye Baglaminda Babacanhk, Kayirmacilik ve Kadercilik Degerlerinin

Secme ve Yerlestirme Uygulamalarina Etkisi

Nihan KUTAHNECIOGLU iNAN

Dokuz Eyliil Universitesi
Sosyal Bilimler Enstitiisii
ingilizce Isletme Anabilim Dah

Ingilizce Isletme Yonetimi Doktora Programi

Daha once yapilmis calismalarda, ise alim uygulamalar ve Kkiiltiirel
degerlerin etkisi degerlendirilmeksizin, genel olarak se¢me uygulamalarimin
algillanan adalete vediger orgiitsel ciktilara etkileri iizerinde duruldugu
goriiliirken, bu calismada kiiltiirel degerlerin ise alim ve se¢me uygulamalarn ile
algilanan adalet arasindaki iliskilere olan etkisi iizerinde durulmustur. Algilanan
adalet ve Kkiiltiirel degerlerin bu iliskideki rolii heniiz ortaya a¢ikca konulmamais
olsa da, baz iilkelerde kayirmacilik, babacanlk, kadercilik degerlerinin yiiksek
oranda goruldiigii diisiiniildiigiinde, algilanan adalet ve kiiltiirel degerlerin bu
iliskiler iizerine olan etkisi daha cok 6nem kazanmaktadir. Ozellikle Tiirkiye
baglamm analiz edildiginde, kiiltiirel degerler ise alim, secme uygulamalar ve
algilanan adalet arasindaki iliski iizerine calisilmasini1 daha 6nemli kilmaktadir.

Yapilan calisma Tiirkiye’de tercih edilen ise alim ve se¢me siireclerinde
kullanilan methodlar ve Tiirkiye’de yaygin olarak goriilen Kiiltiirel degerlere
odaklanarak bu degerlerin ise alim ve secme uygulamalar ile algilanan adalet
arasindaki iliskiye etkisini arastirmayr ve kavramsal bir model gelistirmeyi
amaclamistir. Arastirmanin amaclar1 dogrultusunda, Kkiiltiirel degerler olarak
babacanhk, kayirmacilik ve kadercilik ele alinmistir. S6z konusu degerlerin daha
once bu baglamda arastirilmamis olmasi calismanin 6zgiinliigii acisindan

degerlendirilebilir.

Vii



Calismamin hipotezleri test etmek icin 424 calisandan veri toplanmistir.
Calisma modelinin faktor yapis1i AMOS kullamlarak desteklendikten sonra,
hipotezler regresyon analizi ile test edilmistir.

Calismanin sonuclar1 ise alma ve se¢cme siireclerinin algilanan adalet
iizerinde etkisi oldugunu ve bu etkide Kkiiltiirel degerlerin diizenleyici rolii
oldugunu gostermistir. Babacanlik ve kadercilik ise alma ve secme siirecleri ile
algillanan adalet arasindaki iliskide diizenleyici rolii olan degerler olarak

bulunmustur.

Anahtar Kelimeler: Babacanhk, Kayirmacilik, Kadercilik, ise Alma ve Secme

Uygulamalari, Algilanan Adalet
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INTRODUCTION

Management can be seen as dependent on cultural values. More specifically,
pertaining to the topic of the study; human resource management as an essential part
of the management area can be influenced by cultural values (Brewster, 1995).

According to Tayeb (1988), there are some management practices that can be
transferred almost without any change from one country to another; and on the other
hand some management practices must be modified to make it work in another setting
and even some management practices are so culture-specific that they may not always
be transferable. The areas where managerial transfers are problematical are those
which include human interactions and interpretations. At the core of human
interactions and interpretations, HRM is a relevant field within this framework, and to
be investigated in this essence. The reason of the resistance to implementing global
HR systems locally is labour markets, laws and people are different (Ryan, et. al.,
2003: 85).

It has been found that culturally based differences in people’s attitudes, values,
and beliefs affect the way in which they view management practices (Jeanquart-
Barone and Peluchette, 1999: 4). Despite the fact that there are numerous theories
offering explanations regarding the ways in which social and organizational context
influences HRM practices, many of them doesn’t discuss the role of culture in human
resource management policies and practices explicitly (Aycan, et. al., 2007: 8).
Moreover, while many researchers have worked to measure cross-cultural values along
different dimensions, values of subcultures within specific countries have been
assessed by few authors (Peppas, 2002), and most of the studies which analyze
influences of nationality on managerial behavior and orientations do not cover sub-
cultures within countries (Bhaskaran and Sukumaran, 2007: 55). This creates one of
the motives of the current study.

The other motive is that the change in socio-cultural environment. The cultural
dimensions of Hofstede (1980) have been changing in Turkey because of external and

internal dynamics (Aycan, 2001: 253). Since the empirical studies focusing Turkish



nation are scarce in the literature, this gap is also tried to be covered with the current
study.

To the contrary HRM is a developing field in Turkey which is in high demand,
organizations show tendency to have negative attitudes towards using scientifically-
based knowledge in Turkey (Ercek, 2006: 653). In this sense, HRM practices should
be based on scientific knowledge and local values should be considered (Aycan, 2001:
259) in order to improve the field. Considering the importance of studies on
recruitment and selection practices and the scarcity of the studies in this area
specifically concentrating on Turkey, a specific focus is given to recruitment and
selection practices which are used in Turkey.

The importance of culture and its effects on HRM practices are widely analyzed
in the literature, on the other hand cultural guidance is not enough for recruitment and

selection practices, and the effects of these practices on perceived fairness.

Figure 1: Conceptual Model of the Study

. It
Selection Culture

A

Perceived

Recruitment ~ .
Fairness

The study aims to analyze the effects of cultural values on recruitment and
selection practices and the influence of these effects on perceived fairness. Moreover,

the study intends to analyze the moderation effects of cultural variables on these



relationships. The selected cultural variables are explained in the next chapter. The
conceptual model is given above in Figure 1.

By focusing on the relationships among the cultural values and recruitment and
selection practices, and also analyzing the effects of these practices on the fairness
perceptions, study intends to make a contribution providing new and important
insights to understand HRM in Turkish context.

Besides, study intends to make an empirical contribution by concentrating on
this area where studies are scarce. With the help of the results of the research study,
study also intends to contribute to fill the practical gap by providing guidelines to
organizations.

Since it is also visible that majority of the management studies cover
individualistic cultures whereas most of the world’s population is living in
collectivistic cultures, the study also intends to contribute to the literature by focusing
on Turkey — a collectivistic culture- and analyzing other values which are considered
to be pervasive in the nation.

In the research study, culture is addressed as national culture and paternalism,
nepotism and fatalism are taken into consideration as the values that are pervasive in
Turkish nation. The effects of culture on the relationship between selection practices
and perceived fairness are analyzed in the study.

In the first chapter of the study, the purpose of the study, the significance of the
study and culture, national culture and human resource practices are discussed. In the
following two chapters, paternalism, nepotism and fatalism, perceived fairness and
recruitment and selection practices are examined, and how to relate those concepts are
discussed. In the third chapter of the study, variables used in the research, and the
hypotheses developed are explained, sample of the study is cleared and finally within
the scope of research methodology; data collection methods used, questionnaire used
and research model are examined. In the last chapter of the study, research findings
are included and discussions are presented. The last part of the current study includes

the conclusion, limitations of the study and the future directions.



CHAPTER 1
THEORETICAL CONCEPTS OF THE STUDY

This chapter provides a framework for the study and a baseline of the
conceptual contexts needed for the research. It covers the background of the study at
first, and then gives information about the purpose of the study. Afterwards the chapter
continues with specifying stating the significance of the study and at last explains the

theoretical concepts regarding the study.

1.1. PURPOSE OF THE STUDY

The study focuses to understand the effect of cultural values on the relationship
between recruitment and selection practices and fairness perceptions of employees
towards these practices.

Based on the purpose of the study, an additional supplementary aim can be
highlighted which is to show how emic cultural values might explain Turkish context
better than etic cultural values.

According to the aims of the study a conceptual model will be proposed and

this model will be tested through an empirical investigation.

1.2. SIGNIFICANCE OF THE STUDY

By focusing on the relationship between cultural values and HRM recruitment
and selection practices and perceived fairness, this study intends to fulfill three gaps.
The first gap refers to theoretical gap. Based on current literature reviews, neither
international nor national studies have consistent findings regarding the relationship
between culture and HRM recruitment and selection processes. Among the very few
studies which look for HRM and culture relationship, they don’t develop and test
whether emic cultural values affects HRM recruitment and selection practices well
than etic cultural values. Moreover studies have done regarding the effects of these

practices on the fairness perceptions are scarce and the effects of culture on these



relationships are not clear. By focusing on these areas, the study can warrant new and
important insights to understand HRM in Turkish context.

The other important reason of proving a significant contribution to literature is
due to the fact that international HRM literature includes studies focusing on countries
having largest economies such as the US, the UK, Germany, and Japan, and studies
analyzing these countries mainly concentrates on the comparison of the US and the
UK, the UK and France, the UK and Germany, and the US and Japan (Aydinli, 2010:
1491); and there is an important degree of variation is visible among the selection
practices used in different countries (Lévy-Leboyer, 1994 cited in Steiner and
Gilliland, 1996: 135).

The second gap is related with empirical contribution of this study. Studies
focusing on developing framework for HRM and culture relationship are generally
scarce, but empirical studies to test these frameworks are even scarcer. Therefore one
of the important issue is to collect HRM related data from employees are really
important.

Considering the empirical studies, research made on the effects of values on
reactions towards selection methods are relatively rare and this area needs to be
reviewed (Bogicevi¢-Miliki¢, 2009: 101). It can be seen that the moderating role of
cultural values than performance orientation and uncertainty avoidance (e.g. Walsh,
et. al., 2010: 365) are not analyzed as a factor effecting fairness perceptions towards
selection. The current study also intends to make contributions in this area by
analyzing three values which are not analyzed in this sense before.

The third gap refers to practical gap. HRM is very important for the success of
the organizations. Positive relationship between HRM practices and organizational
performance is remarked in contemporary research studies (Becker and Gerhart, 1996:
797) and HRM can be considered as a strategic unit creating competitive advantage
among rivalry organizations. The domain of HRM practices involves not only systems
and procedures but also and more importantly human interactions and interpretations.
At the absence of specific systems and procedures, interpersonal interactions and
interpretations can let cultural values to surface. However cultural guidance is
generally missing or assumed in HRM recruitment and selection processes. If people

are not aware of the circumstances, they may be biased at the recruitment and selection



processes. That is why the findings of the study can provide general guidelines to HR
managers how recruitment and selection is affected by cultural values. Once managers
know which values are important, they can modify their recruitment and selection
strategies to improve the fairness perceptions of employees.

Moreover, when the national cultural values are considered it is seen that
individualism—collectivism is the most commonly used dimension in the literature (Ma
and Allen, 2009: 338) and although it has been pointed out that most of the world’s
population (considered to be more than 70%) are living in collectivistic societies
(Triandis, 1994), the majority of the management studies reflect individualistic
cultures (Phillips and Gully, 2002: 1188). Current study aims to focus on a
collectivistic culture and analyze other values —nepotism, paternalism and fatalism-
which can be also seen as another contribution which will support both theoretical and
practical areas. Consequently, it can be seen that this research intends to make

contributions in theoretical, empirical and practical areas.

1.3. FUNDAMENTAL CONCEPTS OF THE STUDY

Through the main objectives of the study, the fundamental concepts are
determined as culture, HRM practices and perceived fairness. To specify these broad
concepts; national culture and national cultural values are explained within the culture
concept and specific human resource practices including recruitment and selection are

clarified and the concept of perceived fairness is discussed in this part of the study.

1.3.1. Culture

There are multiple definitions of culture which tend to be vague and overly
general. Being a concept which is hard to define and causing much confusion, culture
has been tried to be defined by multiple disciplines, but while increasing richness, it
does not necessarily increase clarity (Easterby, et. al., 1995: 35).

To provide a conceptual framework, in this study culture is covered as the
collective programming of the human mind that distinguishes the members of one

human group from those of another (Hofstede, 1981), and elements of culture can be



determined as shared standard operating procedures, unstated assumptions, tools,
norms, values, habits about sampling the environment, and the like (Triandis, 2001:
908).

According to the definition given above, different areas of culture such as
organizational culture and national culture can become a focus. Current study focuses
on the national culture regarding the aims of it.

National culture shapes employees' understanding of work, the way they
approach to work and their expectation about the treatment in their work and it
indicates the preferable outcomes and ways of acting (Newman and Nollen, 1996: 755).

The importance of culture and cultural factors has been emphasized due to the
forces in the real world. Different typologies are developed in which the cultural
dimensions vary. Despite the differences among their methodologies, common
drawback of these typologies may be seen as that they do not provide an understanding
on how culture interacts with management practices to affect employee behavior (Erez
and Earley, 1993: 12). Therefore, studies emerged to evaluate the effects of culture on
management practices.

According to Kabasakal and Bodur (2008: 835-871) Turkey has an important
role originating from its geographic location over two continents to be a bridge
between East and West and hence being a bridge between East and West, Turkey
carries both Eastern and Western values. And this situation may reveal that both
traditional and modern practices can be seen at the same time in Turkey (Aldemir et.
al., 2003).

Those differences in management practices can be explained with the
contradiction and paradox which is confronted by Turkish management during the last
three centuries (Aldemir et al., 2003). Paradox revealing from the different views
among supporters of change, who turned their faces to the west (especially Western
European countries) and defenders of the existing order who turned their faces to the
East (Arbak, 2005: 71).

According to Arbak (2005: 74), people who live in Coastal Towns and in Inland
Towns which are large and dealing with trade such as Ankara, Kayseri and Adana are
taught to be influenced more by universal and modern (West European and American)

values.



1.3.2. Human Resource Management (HRM) Practices

HRM was considered as a subfield of Industrial Relations till the early 1960s
(Kaufman, 2001: 339). For the first time in 1964, two HRM texts appeared, in which
titles mentioned that HRM is equivalent to personnel administration. On the other
hand, when it comes to the organizations, generally departments did not start to use
the title of HRM before mid-1980s (Strauss, 2001: 879-80).

Human resource management can be defined as a congruent and strategic
approach to the management of the people who are an organization’s most valued
assets and who contribute to the achievement of its objectives both individually and
collectively (Armstrong, 2008 5).

According to the resource-based theory (Barney, 1991: 105-106) a firm can
gain sustained competitive advantage by having resources which are valuable, rare,
and imperfectly imitable and for those resources there should not be substitutes, and
by implementing a value-creating strategy which is not implemented by other firms.
Human capital is one of the major sources for core competence. With the increase of
competition both nationally and internationally, the importance paid by business
organization in order to gain competitive advantage through having competent
employees increases, too. Therefore, the significance of managing human capital
becomes more of an issue for business organizations.

The scope for HRM can vary across organizations. HRM can be distinguished
among three major subfields which are micro HRM, strategic HRM, and international
HRM. According to this distinction, micro HRM includes HR policy and practice and
covers two main categories which are managing individuals and small groups and
managing work organization and employee voice systems. The first category consists
of recruitment, selection, orientation, training and development, performance
management, and compensation and benefits and the second one consists of union-
management relations. On the other hand, the overall HR strategies are covered by
strategic HRM and the impacts of the strategies on performance are also tried to be
measured by this subfield. Eventually, HRM practices held by business organizations

which are operating internationally are covered in International HRM subfield (Boxall,



et. al., 2007) current study focuses on recruitment and selection which can be
considered in Micro HRM subfield.

Schuler (2001: 244) proposed the core human resource management activities,
which includes human resource planning, recruitment, selection and orientation,
training, socialization and assimilation, performance and career management,

compensation, employee welfare and communications (Feng, 2005: 11).

1.3.2.1. Recruitment and Selection Practices

Due to the demographic, labor, societal and cultural changes demand for
qualified and competent employees is increasing which causes challenges for staffing.
This situation influence organizational decision makers and make them recognize that
staffing has a great role in gaining competitive advantage. However, there is still
relatively little research concentrating on the value of staffing and there are many gaps
between research and practice (Ployhart, 2006: 869).

Staffing includes recruitment and selection practices that are closely linked to
each other, but they have been considered as separate practices (e.g. Roe and van den
Berg, 2003, Ryan et. al., 1999) that should be approached differently.

Research on selection has been a one of the central pillars of the foundations
of Industrial, Work and Organisational (IWO) psychology (Anderson, et. al., 2004).
On the other hand, to have successful and effective selection process an adequate
number of people should apply for vacant positions. This can be provided by a
successful recruitment process (Ployhart, 2006: 870). However, since the role of talent
in providing sustainable competitive advantage has been becoming more important
day by day (Hiltrop, 1999: 422), to learn how to attract best applicants is becoming
more critical (Chapman, et. al., 2005: 928) and harder accordingly (Hiltrop, 1999:
422).

The entire purpose of HRM is to assure the success of the organization through
people (Armstrong, 2008: 9). This success can be ensured by having appropriate
human resource which can be provided by selecting right people. At this point the
human resource cycle given below can show explicitly how important selection

process is for human resource practices.



Figure 2: The Human Resource Cycle
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Resource: Fombrun and Devanna (1984), cited in Armstrong (2008: 6).

As it can be seen in the figure above, human resource cycle may be considered
to begin with selection process. It can be extended to the recruitment process, since a
good selection process can be achieved after a well-designed recruitment process. In
that respect, without an accurate selection, management practices will not be
successful.

Moreover, in obtaining a workforce which may be a source of competitive
advantage, selection procedures have an important role (Greer, 2003: 406). There is
also a positive relationship between use of staffing practices (recruitment and

selection) and organization’s profitability (Terpstra and Rozell, 1993: 42).

1.3.3. Perceived Fairness

Perceptions of applicants and the organizational attractiveness has been
becoming more essential since employees are seen as customers of organizations,
selection procedures can cause lawsuits against organizations and the validity of the
selection procedure can also be effected by negative applicant reactions (Borman, et.
al., 1997: 318).

Interpretation of fairness reactions come from the organizational justice

literature (Imus and Ryan, 2005). Also, justice and fairness have been used
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interchangeably in the literature (e.g. Cohen-Charash 2001: 279). Greenberg (1987)
introduced the concept of organizational justice as ‘a blanket term to describe a group
of general social psychological and sociological theories that focused on people’s
perceptions of fairness by showing their applicability to organizations’ (Greenberg,
2009: 182).

Discussions of organizational justice have focused on the distributive and
procedural justice (Gilliland, 1993: 695). Organizational justice is identified as the role
of fairness in the workplace, and has gained importance in the sense that the employees
who feel that they are treated fairly will be more likely to have positive attitudes about
their supervisors, their work and work outcomes (Moorman, 1991), where procedural
justice is considered as a function of the extent to which a number of procedural rules
are satisfied or violated (Gilliland, 1993: 697) or perceived fairness of the policies and
procedures used to make decisions and distributive justice is considered as fairness of
outcome distributions (Greenberg, 1990: 400).

On the other hand, it is also argued that procedural and distributive justice are
constructs which are similar because of the reason that procedural justice evaluations
are based on the outcomes of the procedure where outcome of a process can also be
seen as a process of another outcome (Cropanzano and Ambrose, 2001, cited in
Colquitt, 2001: 387).

Procedural justice affects perceived correctness of the selection process
whereas distributive justice affects perceived correctness of the selection decision and
these perceptions affect attitudes, intentions, and behaviors of the employees (Ployhart
and Ryan, 1998: 3). Current study focuses on the procedural justice construct, since
the study focuses on the employees’ fairness perceptions of recruitment and selection
process.

Procedural justice has an essential role in the area that focuses on fairness
perceptions. Gilliland (1993: 696) proposed that procedural justice associated with the
formal properties of the selection system such as job relatedness, explanations made
during the process, and interpersonal treatment and job relatedness is a very essential
factor influencing fairness perceptions of selection process.

It has been assumed that perceptions of human resource practices are more

substantial than the written policies (Kooij, et. al., 2010: 1112) and fairness perceptions
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towards selection procedures has gained importance over the last two decades
(Bernerth, et. al., 2006: 545). Perceptions are also found to be related with perceived
organizational attractiveness (Anderson, et. al., 2004).

Justice knowledge has emerged from the research done in North-American and
Western European settings like where most of the other organizational research has
been done (Morris, et. al., 1999: 784), but the enquiries are manifested regarding the
differences among the perceptions towards selection processes based on the culture
(Anderson, et. al., 2003). Applicant reactions to selection methods have been given a
great focus over recent years (Anderson and Witvliet, 2008). Many studies in the
literature (e.g. Ababneh and Chhinzer, 2014; Anderson and Witvliet, 2008; Anderson,
et. al., 2010; Bertolino and Steiner, 2007; Chan and Schmitt, 2004; Hausknecht, et. al.,
2004; Ryan and Ployhart, 2000) paid attention to this and many other studies (e.g.
Rynes and Connerley, 1993; Steiner and Gilliland, 1996) focus on the fairness of
selection tools and their job relatedness.

Research has been done to identify the selection process from the
organizational point of view, and in this sense validity and utility of selection methods
have been analyzed to provide benefit to organizations (Hausknecht et. al. 2004: 641)

Validity of selection methods has been a widely investigated topic, but on the
other hand social validity has become another important concept which focuses on the
reactions to selection methods (e.g. Schuler 1993). Afterwards in the late 1980s and
early 1990s, with regards to business, legal, ethical, technological and scientific forces
the applicant reactions developed as a field to understand the perspective of the
applicants towards selection (Hausknecht et. al. 2004: 675), and since organizational
justice theory is applied to reactions of applicants to selection process by Gilliland
(1993), literature in this area has been developing day by day (Bertolino and Steiner,
2007: 197).

Literature shows that fairness perceptions of the selection process are important
for organization as well as the individual. It is also found that fairness perceptions of
employees have an impact not only on performance, job satisfaction, organizational
citizenship behavior that may differ regarding the culture (Fischer and Smith, 2006:
543), self-perceptions, different kind of attitudes and behaviors (Hausknecht et. al.

12



2004: 643), but also on reputation of the organization, applicant decision making and
litigation (Anderson, 2001: 202).

In accordance with the gap in the current literature, and the importance of field
research in this area (Truxillo, et. al., 2002), the current study embraces the perceived
fairness of recruitment and selection methods used in organizations. The table given
below which is adapted from Ryan’s (2000) study presents an overview of the

literature focusing on the selection practices and the perceptions of them.
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1.4. NATIONAL CULTURE AND HUMAN RESOURCE MANAGEMENT
PRACTICES

Differences among countries can be based on labour-force characteristics,
institutional and regulatory environments, but the general focus of the international
management literature is on national differences in culture (Gerhart and Fang, 2005:
971).

It has been reported that national culture can influence many HR practices such
as selection, performance management and compensation (Hannah and Iverson, 2004
cited in Jeanine, et. al., 2014).

Before starting a discussion regarding the relationship between national culture
and HRM, national culture should be defined. In addition to the debate about the
definition of culture, it is not clear how to define the concept of national culture
(Silverthorne, 2005: 25). Culture as a phenomenon is a very broad concept, and when
it comes to study national culture, it is a complex set of norms, values, assumptions,
attitudes, and beliefs that are characteristics of particular groups, and the groups’
strategies for survival which constitute successful attempts to adapt to the external
environment (Triandis, 1993). It can be said that there are two approaches which are
primary in describing and analyzing national cultures. These approaches entitled as
emic and etic approaches. The focus of emic approach is to understand a phenomenon
within a particular culture and to do so the researcher does unicultural researches.
Conversely, etic approach aims to study a phenomenon in order to build a universal
law that can state the commonalities and differences among different cultures. To do
so0, etic approach uses equivalent concepts, indicators or metrics (Peng, et. al., 1991:
99). To increase effectiveness, management practices should be adapted to the local
cultures (Newman and Nollen, 1996: 773) in which organizations are doing business.
In this context, emic approaches should be held and national cultures should be
realized.

Cultural values may vary in different nations (Kluckhohn and Strodbeck,
1961), since they are shared by individuals having a common geographic and resource
base (Earley, 1997). National cultural contexts shape managerial values, approaches

and effectiveness (Pasa, et. al., 2001), therefore differences among the cultures may
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affect the management practices in different cultures. (Feng, 2005: 23). In turn, those
differences may influence HRM decisions in managing people (Feng, 2005: 23).
Because, designing and implementing HRM practices are considered to be affected by
the differences among managers’ cultures (Jackson, 2001) since the culture shapes the
values of the managers which will affect their behaviour. Moreover, employee
preferences are found to be dependent on the cultural norms (Ramamoorthy and
Carroll, 1998: 581).

The effects of culture on human resource practices have been a widely
investigated area in management literature, since organizations found to be culture-
bound (Hofstede, 1980: 372), and human resource management is considered to be
culture specific (Becker and Gerhart, 1996; Budhwar and Khatri, 2001; Brewster,
2007). International human resource management literature includes research studies
comparing different countries and even regions regarding the differences in human
resource practices depending on the cultural differences.

Significant interest has been taken in the influences of national culture on
national HRM practices recently, and insights to our comprehension of the relevance
of particular value and belief sets to the appropriateness and acceptability of particular
HRM practices in a given national context are contributed in the literature (Leat and
El-Kot, 2007: 152).

In this study, an emic approach is followed, in the direction of the argument
that cultures and nations are different (Erez and Early, 1993), and besides this
argument there may also different subcultures within the national culture (Hofstede,
1997). In this respect, emic approach can be seen as more appropriate to analyze a

single culture and provide information about this culture without making comparisons.
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CHAPTER 2
RELATIONSHIP BETWEEN NATIONAL CULTURE, RECRUITMENT
AND SELECTION PRACTICES AND PERCEIVED FAIRNESS

It is a widely shared fact that management practices should not be universal
(Newman and Nollen, 1996: 753). But there is a limitation in management literature
focusing on the human resource management practices in Turkish context. And this
condition leads to the development of the present study.

Since, as well as the job content, type of industry and labour market, culture is
also determined as a factor effecting selection process (Roe and van den Berg, 2003:
258), this chapter specifies the relationship between cultural values that are pervasive
in Turkish context and recruitment and selection practices. In the first part of this
chapter, paternalism, nepotism and fatalism are covered that considered to be national
values specific to Turkish nation. The second section of the chapter includes the
recruitment and selection practices in Turkish context. The last part of the chapter
covers the relationship between those cultural values on the relationship between

recruitment and selection practices and perceived fairness.

2.1. TURKISH NATIONAL CULTURE AND VALUES SPECIFIC TO
TURKISH NATION

Cultural values can influence organizational processes immediately and those
processes and managerial practices may vary depending on the cultural values. Those
which are acceptable may be seen as unacceptable in another nation (Erez and Earley,
1993: 24). Those differences in national cultures may require differences in
management practices (Pasa, et. al., 2001: 559).

National culture can be seen as a major force shaping individual work values
(Ralston, et. al., 2008: 9), and in a situation where management practices are not
consistent with national culture, employees of an organization may feel dissatisfied,
distracted, uncomfortable, and uncommitted (Newman and Nollen, 1996: 755).
Differentiation and comparison of HRM practices among countries has become a more

important focus with the globalization, and Hofstede’s model (1980) has become the
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most popular model and it has been used in many management studies (Papalexandris
and Panayotopoulou, 2004).

Hofstede (1980) investigated attitudes of 116.000 employees working in IBM
in 40 countries and his work grouped culture in several divisions. But according to the
argument in the literature the measures used by Hofstede (1980) reflects the Western
values of those who designed them (Smith, et. al., 1996: 233), therefore the values
specific to Turkish nation should be involved in researches. To do so, it is essential to
determine those values based on Turkish culture. Considering the importance of
identifying and examining emic (culture specific) dimensions (Pellegrini and
Scandura, 2006: 267), the current study focuses on some emic dimensions that are
specific to Turkish nation. The present study also aims to focus on the recruitment and
selection practices covered in human resources management, in Turkish context.

Turkey is one of the more developed Middle Eastern counties and its role either
in the world’s political or economic scene is becoming increasingly significant (Aycan
and Kirmanoglu, 2007: 112). Due to its growing population and its strategic location
Turkey is considered to be one of the main emerging markets (Jennings, 1996 cited in
Wasti, 1998: 609) and based on its growing supply of young workers Turkey has been
considered as a potential global economic power (Recruiter, 2014,

http://www.recruiter.co.uk/analysis/2014/12/global-spotlight-on-turkey/,24.04.2015).

Moreover, it is assumed and also confirmed that Turkey has its own cultural value
system since it is close to Middle East and it is also located between Europe and Aisa
(Woldu, et. al., 2012 and Kabasakal and Dastmalchian, 2001).

Turkish society has been appeared to be a closed system for almost the last
three centuries, and Turkish management faced the dilemma and paradox occurred
among supporters of change in other words who turned their faces to the west
(especially Western European countries) and defenders of the existing order who
turned their faces to the East (Arbak, 2005: 71). Besides, facing many changes both in
social and economic life Turkey is now considered as a country having traditional and
modern values together (Wasti, 1998).

Turkish cultural values can be covered as inland values and coastal land values.
Inland values can be seen in rural and relatively close parts of Turkey, in which the

typical values and characteristics are patrimonial, collectivist, traditionalist-
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conventionalist, cooperative, little tolerance to uncertainty, little or no tolerance to
deviants, militarist, religious, dependent, fatalistic, scholastic, obedient to elderly,
autocratic-centralized, rural, closed systems (Aldemir, 1995). On the other hand,
coastal land societies which are distinctly different than traditional inland societies are
very flexible, open to change and ready to initiate private enterprises. The basis of this
difference is that in coastal cities intensive interaction with foreign cultures due to the
trade transactions (Arbak, 2005: 73). The values given in Table 1 can be seen as factors
that will affect organizational values, managers’ styles (Arbak, 2005: 74) and therefore

the management practices.

Table 2: Inland Town and Coastal Town Values

BASIC INLAND VALUES BASIC COASTAL VALUES
Being patrimonial Open to change
Collectivism Flexible-adaptive
Being conventionalist-traditional Rationalism
Cooperation Creative-innovative
Little tolerance to uncertainty Risk Taker
Dependent Entrepreneur
Centralized Achievement oriented
Militarist Individualistic
Religious Appreciation for impersonal
Fatalistic relations
Rural Self-confident
Obedience to authority Competitive
Appreciation for personal relations Ends oriented (pragmatic and
Means-oriented (bureaucratic) efficiency oriented)

Resource: Aldemir, (1995).

According to Hofstede’s study (Hofstede, 1981, 2001) Turkey is a relatively
high power distant (score of 66 and the world average for this dimension is 55),
relatively collectivist (score of 37 and the world average is 45 for individualism), more

on the feminine side (score of 45 and the world average is 50 for the masculinity
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dimension), and scores high on the uncertainty avoidance dimension (score of 85 and
the world average is 64). High power distance, high uncertainty avoidance and
collectivism are found to be the values possessed by Turkish culture in many other
studies (e.g. Sargut, 2001; Pasa, et. al., 2001).

The studies analyzing the effects of culture mainly focusing on collectivism
and power distance dimensions (Miliki¢, 2009). There are also other studies that
reveals high power distant, collectivistic, and fatalistic characteristics of developing
countries (e.g. Budhwar and Debrah 2001; Aycan 2005).

As a result of economic reforms Turkey has experienced a series of major
economic changes. Besides, high inflation rate and economic instability has effected
Turkey for a long time (Erdogmus, 2004: 158). These situations are considered to be
increasing uncertainty avoidance in Turkey.

High uncertainty avoidance can be considered to be increasing the level of
power distance, because when society feels pressure caused by unknown
circumstances this situation may increase the need to feel secured which can be
achieved by authority and high power distance. Therefore, maintaining high-power
distance can also be seen as a solution for overcoming effects of uncertainty (Pellegrini
and Scandura, 2006: 265). Moreover, a positive relationship between power distance
and uncertainty avoidance values and the Muslim religion is also argued (Taylor, 2003
cited in Pellegrini and Scandura, 2006: 266). This can be seen as another reason for
having a high power distant and uncertainty avoidant culture in Turkey where Islam is
the main religion.

Power distance is considered to be high in developing countries, and this
situation leads to an authoritarian and paternalistic management style in organizations
(Wasti, 1998: 611). In Turkey, power inequalities are accepted and instead of
participating the decision making process, employees prefers their superiors to decide
(Pellegrini and Scandura, 2006: 269). Besides, Sargut (2001) characterizes the
structures of Turkish organizations as pyramids where in most of the situations
horizontal communication among employees are not visible that also proves power
inequalities. This is argued to be reducing the uncertainty since the manager’s

decisions are accepted without question.
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Being a developing country Turkey assumed to be fatalistic. It is also argued
that in societies where uncertainty avoidance is high, people turn to God to reduce the
effect of uncertainty (Sargut, 2001). This also explains why fatalism is a value which
is expected to be important in Turkey. Being a high power distant society (that is also
influenced by uncertainty avoidance) Turkey is also expected to be a nation where
paternalism is valued.

Being a feminine society in Turkey “soffer aspects of culture such as leveling
with others, consensus, sympathy for the underdog are valued and encouraged.
Conflicts are avoided in private and work life and consensus at the end is important.
Leisure time is important for Turks, it is the time when the whole family, clan and
friends come together to enjoy life” (Hofstede, 2001). Since Turkey is seen as a
feminine society where family, clans and friends are seen to be very important,
nepotism is also expected be an important value in Turkish nation.

In the study, a focus is given to Hofstede’s cultural dimensions, since this
classification has been successfully attempted to explain differences in HRM practices
across different cultures in past research (Milikic 2009: 98). Moreover the relationship
between these dimensions and paternalism, nepotism and fatalism are discussed since
these are the values assumed to be essential in Turkey and selected as the cultural

variables of the current study.

2.1.1. Paternalism

Paternalism can be defined as the extent to which an organization or society
accepts and encourages that people in authority provide care, protection and guidance
to their subordinates, just as they would do to their own children. In return,
subordinates are expected to show loyalty and deference to the superiors (Aycan et.
al., 2000: 197). In this sense, in organizational context as well as the professional lives,
personal lives of the subordinates are guided by the manager (Gelfand et al., 2007) and
this can be explained by fatherly behavior toward employees. In a paternalistic
relationship, manager considers employees’ needs and provides guidance to them
regarding their individual situation while the organization is considering employees’

health, education, personal well-being and family life. And sometimes this relationship
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may even appear in which paternalistic leaders make decisions for their followers
(Kabasakal and Bodur, 2008: 848-70). In those relations, the superior can also expect
personal favors from his or her subordinates, as if he or she is a father, a close friend,
or a brother (Aycan, 2006).

It can be argued that paternalism is an asymmetric power relationship (Padavic and
Earnest, 1994), where power inequalities are visible between a leader and his or her
subordinates. This kind of relationships are accepted in cultures that are characterized
by high power distance and criticized in Western cultures which are low power
distance societies (Pellegrini and Scandura, 2008: 570). Besides power distance,
collectivism and is also a shared cultural value of highly paternalistic nations. This is
also proved with studies of Mendonca and Kanungo (1994), Aycan (2006) and
Gelfand, et. al., (2007). Besides, developing countries are more likely to be high power
distant, to have strong family bonds, and to look for care from the organization
(Dickson et. al., 2003), and these aspects lead to a paternalistic culture.

In collectivist societies people grow up in cohesive in-groups (Hofstede and
Hofstede, 2005), where personal relationships are highly valued (Hofstede, 2001),
high conformity, more responsibility-taking for others, and more interdependence are
of primary importance (Aycan, 2006: 450). Since personal relationships are valued
more in collectivistic societies, this leads the expectation of more frequent contact in
organizations (Pellegrini and Scandura, 2006: 268). This relationship between
employee and the employer can be considered to be similar with family relationship
instead of task relationship, and protection is provided by the employer in exchange
for loyalty (Wasti, 1998: 623). This exchange relationship is also seen in paternalistic
relations where a person who has the authority protects people under their care and
they expect loyalty from them (Aycan, et. al., 1999; James, et. al., 1996). In family
owned businesses paternalism is the leadership style which is dominant (Dyer, 1986)
and it can be seen as an essential reason why paternalism is pervasive in Turkey, where
most of the businesses are family owned.

The study in which Aycan and her colleagues (2000) tested the model of culture
fit which is developed by Kanungo and Jaeger (1990) and developed by Mendonca
and Kanungo (1994), ten countries are investigated and the results showed that these

ten nations have different scores on paternalism. Turkey was rated as a highly
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paternalistic nation. Turkish workers perceive their manager as a father or a protector
(Aycan et al., 2000; Aycan and Kanungo 2000), and paternalism has become more
important in contemporary studies as a cultural value which is pervasive for Turkish
people (Aycan and Kanungo, 2000; Yetim and Yetim, 2006).

Considering the power distance and collectivism dimensions regarding Turkey,
it becomes very understandable that paternalism is a widely shared value in Turkey.
In Turkey, individuals receive help from their family and in-groups while they are
dealing with their problems. Besides the traditional family norms, the legal structure
influences paternalistic practices. For instance, if an employee is fired, regarding the
years of service a severance payment must be made and if a female employee wants
to resign within one year after she got married, the same severance payment must be
made. This shows the effect of family norms on business practices and the patriarchal
nature of the family structure in Turkey (Pellegrini and Scandura, 2008: 571).
Moreover, the effects of Ottoman Empire can be considered as visible in Turkish
nation such as in family-tribal traditions that leads to authoritarian practices in
management (Dorfman and House, 2004: 63). These practices can also be seen as

revealing nepotism and paternalism in organizations.

2.1.2. Nepotism

The roots of nepotism considered to be based on favoritism. Favoritism in the
workplace means giving preferential treatment -that can be intentional and
subconscious- to one or more employees. Cronyism can be seen as a type of favoritism
that favors friends and business associates (Indvik, 2012: 14-15). Nepotism, the unfair
practice by a powerful person of giving jobs and other favors to relatives (Merriam-

Webster, 2015, http://www.merriam-webster.com/dictionary/nepotism, 15.03.2015).

PN Ts

Guanxi -the Chinese term that means “‘connections,” “relations,” or “relationships-
practices which are found to be negatively correlated with trust in management (Chen,
et. al., 2004: 203) is also seen as a nepotistic practice. But in the current study practices
giving preferential treatment to some employees is taken into consideration together

as nepotism.
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Nepotism can also be defined as a practice in which unqualified or
underqualified relatives are hired or promoted due to their relationship with a person
in the organization (Wong and Kleiner, 1994). On the other hand, throughout the
literature nepotism is described as particularistic in-group solidarity which is
contrasted with the universalistic and utilitarian criteria of recruitment, appointments
and resource allocation that are understood as the principles guiding behavior in
economically rational organizations (Kragh, 2012: 249).

When formal and informal relationships overlap in an organization —e.g. as a
manager having employees coming from the same hometown- a conflict can occur
among manager’s responsibilities and informal relationships that may cause fairness
problems (Chen, et. al., 2004: 200). Studies revealed that family has a critical role in
work organizations which are composed of two different social institutions; the family
and the business. These social institutions have their own principles, norms and rules
(Lansberg, 1983) and the differences among them can create conflicts. According to
this approach the things that parents and chief executive officers (CEOs) should do
regarding HRM functions are different. Parents should provide opportunities to
relatives when it is needed whereas CEOs should hire only people who are most
competent (for more information see Lansberg, 1983).

Individuals in collectivistic cultures describe themselves along with their
families or the groups that they belong to. Considering loyalty towards community,
one of the sub-dimensions of individualism-collectivism, individuals in collectivistic
cultures can be seen as they feel loyal to their communities and they are obliged to
fulfill the demands of their in-group members in the community, such as their relatives,
friends and colleagues (Aycan and Kirmanoglu, 2007: 116). In collectivistic cultures,
where group membership has a very important role in society in-group members are
favored (Chen, et. al., 2002: 572).

In a review of the literature, nepotism can be considered as widespread around
the world, but it is highly visible in the developing societies (Abdalla, et. al., 1998:
554). On the other hand, nepotism has received limited attention and it can be seen as
one of the least studied and most poorly understood human resource practice (Vinton,
1998). Moreover, research that explicitly covers nepotism in developing countries is

very scarce (Kragh, 2012: 247-49).
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To consider nepotism, degree of professionalism and institutionalization
should also be addressed. In small states where it is quite difficult to establish
professionalism and institutionalization because of the tendency of employees to be
related or know each other personally, nepotism is likely to occur more frequently.
Several external factors like sociocultural, economic, educational and political
structures can contribute to establish connections between people and force them to
support their close relatives or friends (Arasli, et. al., 2006: 295). This can cause
obstacles regarding hiring, placement, rewarding, development and retention of staff
in these institutions (Arasli and Tumer, 2008: 1238). In this respect, it can be expected
that in smaller states of Turkey nepotism would be more pervasive.

Having collectivistic characteristics, many of the Middle Eastern countries
base on close knit communities and this situation creates social pressure on some
managers to help their friends when it comes to staffing instead of using formal
methods (Tanova and Nadiri, 2005: 695).

As it is mentioned in Turkish Constitution, family is the foundation of the
Turkish society. One of the most important values in the society is loyalty to the
family, and the basis of social relations is based mostly on kinship relations (Wasti,
1998: 614). The collectivistic property of Turkish nation can be seen as a factor
cherishing interpersonal and family relations (Yeganeh and Su, 2008: 212) which
would reveal nepotism and the situation that Namazie (2003: 363) stated companies in
Iran are based on nepotism and prefer to employ people who are known to them rather
than people who they do not know. This situation can also occur in Turkish companies.

Job stress (Arasli and Tumer, 2008); lower levels of organizational trust (Keles,
et. al., 2011) and decreased employee satisfaction and commitment due to perceptions
of inequity and discrimination (Laker and Williams, 2003) can be considered as some
of the consequences of nepotism.

Considering historical transformation of society, it can be seen as
comprehensible that transforming from rural and pre-industrial to urban and industrial
norms and values which are family and kinship oriented are gradually changing. This
change reveals the notion that all individuals should be treated equally according to

utility and merit and kinship should be disregarded (Kragh, 2012: 249).
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Being a developing country Turkey is expected to have nepotism as a cultural

value which is pervasive for Turkish people.

2.1.3. Fatalism

Fatalism is a tendency to believe in the efficacy of environmental rather than
personal forces in understanding the causes of life outcomes, including both success
and failure outcomes (Wheaton, 1983: 211). Fatalism does not denote religiosity, but
it is the extent to which people in an organization or society believe that it is not
possible to control completely the outcomes of one's actions (Aycan, et. al., 2000: 198).
Therefore this construct can be clarified as a belief in an external locus of control over
the events in one’s life. As opposite of instrumentalism - in which the individual
believes that he or she can master, control or effectively alter the environment, in
fatalism the individual believes that he or she is more or less at the mercy of the
environment (Ross, et. al., 1983: 384). Consequently, it can be said that fatalism is
characterized as external locus of control, predetermination, acceptance of reality, or
a coping response (Esparza, 2008: 3).

In hierarchical cultures, future planning is deemed to be unnecessary when
events are perceived to be beyond the control of the individuals’ plans may change to
accommodate the requests of high-level executives. For example, despite the
succession plans, the nephew of a high level officer may be unexpectedly appointed to
a managerial position or an unsuccessful family member ‘promoted’ to a position
where he or she is given a passive role; this way he or she does not lose face (Aycan,
2005: 1103). Future planning is linked to the future orientation dimension. House et.
al. (2002: 6) defined future orientation as “the degree to which individuals in
organizations or societies engage in future-oriented behaviors such as planning,
investing in the future, and delaying gratification”. Since Turkey is found to be below
the world average (Hofstede, 2001), this can be considered as supporting the view that
fatalism is pervasive in Turkish nation.

Besides, fatalism can also be linked with Islam, in which it is assumed that the
future is best left to Allah (Leat and El-Kot, 2007: 151) and it can be assumed that in

Islamic countries fatalism can be viewed valued. Since Turkey is a hierarchical culture

31



in which most of the people are Muslims, fatalism is expected to be a cultural value
which is pervasive for Turkish people. Moreover, the survey conducted by TUSIAD
(1991) indicated that 46 percent of the sample was found to be fatalists (Wasti, 1998:
622).

2.2. HUMAN RESOURCE MANAGEMENT PRACTICES IN TURKEY

Researches focus on Europe and U.S. dominates human resources literature
and there is scarcity in researches conducted to understand Turkey and developing
countries with similar properties.

The HR literature provides a discussion on transfers of managerial practices,
and specifically on convergence and divergence in human resource practices that
manifests two different points of views. Review introduced by Tayfur (2013: 625)
states that directional convergence is present that means companies in Turkey follow
the same trends prevailing in the USA or Europe, nevertheless the patterns differ with
respect to Turkish companies’ understanding and implementation of these trends.

Small and medium sized enterprises (SMEs) have a very important role in
Turkish economy. Most of the business organizations are private companies that are
family businesses (Gurbuz and Mert, 2011: 1806). Since most of the firms are small
or medium sized, those firms have a large share in total employment (Bakan, et. al.,
2013: 86). SMEs are mainly using traditional personnel administration practices, and
more effort should be given in order to implement effective HRM practices (Ozgelik
and Ferman, 2006). In this sense, human resources are very essential assets for them
and they need competent and qualified employees in order to be successful.

The study focuses on the specific cultural values of Turkish nation and look for
their effects on recruitment and selection practices which would decrease the tendency
of convergence. It is hoped to contribute the literature regarding human resource
practices in Turkey which is contemporarily not very comprehensive.

To maintain organizational effectiveness and competitiveness in Turkey’s
dynamic economy, human resource management should be recognized as one of the
most essential tools. Being a developing field in a developing country, human resource

management in Turkey has both advantages and disadvantages. The wide interest
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shown by both students and business organizations can be seen as an evident
advantage. On the other side of this condition, expertise and know-how to give
guidance and meet the demands of business organizations are not adequate (Aycan,
2001: 252). Know-how about the field has been imported through interactions with
foreign counterparts, and the attention given to human rights issues and effective
utilization of human capital has been increased due to being a part of the European
Union. On the other hand, Turkey faces uncertainties which cause negative effects on
HRM practices (Aycan, 2001: 253).

Consequently, regarding the reality that Turkish national and organizational
culture is a blend of Western and Eastern values, it is predictable that some
organizations follow the trends in HRM practices, but they may also experience some
difficulties due to some of the emic characteristics of both the national and
organizational cultures (Aycan, 2001: 253).

When it comes to focus on human resource practices in Turkish context, the
empirical study conducted by Arthur Andersen (2000) can provide guidance. The
mentioned study collected data from 307 organizations doing business in private
sector, and the results indicate the main functions of human resources which starts with
staffing, and in descending order goes on wage determination and compensation,
training and development, health-related issues, performance evaluation, pay-roll
design and maintenance, transfers and promotions, catering services, transportation
services, job security and career planning (Aycan, 2001: 256). In this context, the
thesis study is designed to focus on recruitment and selection practices — seen to be the

most essential practice in Turkish context.

2.2.1. Recruitment and Selection Practices in Turkey

To gain organizational success, selection procedures must be reliable and valid.
Validity in selection process can be achieved the test or interview predicts job
performance in the position for which applicants are being selected (Greer, 2003: 408).

The study conducted in Turkey by Arthur Andersen (2000) manifests that the
most popular recruitment practices among the participating organizations, include

suggestions from employees and other contacts which is seen as a reflection of the
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collectivistic nature of the culture (Aycan, 2001: 256) may also be seen as a sign for
nepotism. These practices are covered in the current study in addition to the formal
practices that are thought to be used. The results also indicates that as selection tools
among only a few organizations use objective and standard tests, interviews are
unstructured and heavily influenced by the interviewer’s intuition and subjective
evaluation, and a few popular objective tests which are used by these organizations are
just translated from English to Turkish without a proper adaptation and standardization
procedure (Aycan, 2001: 256). This can be also seen as a tendency to use more
informal tools in the selection processes.

According to a recent study conducted by Bakan and his colleagues (2013: 91),
most popular recruitment channels used by the participating organizations are
recommendations from employees and other contacts, and it can be considered as a
reflection of collectivist nature of Turkish culture. The study also states that face-to-
face interviews are the most frequently used selection method, and only a few of the
participating organizations use objective and standard tests.

With the help of successful recruitment and selection practices employees who
are able to make good decisions can be hired and this can be considered as one
important reason why HRM practices can improve organizational performance

(Ahmad and Schroeder, 2003: 20).

2.3. RELATIONSHIP BETWEEN CULTURE, RECRUITMENT AND
SELECTION PRACTICES AND FAIRNESS PERCEPTIONS

Culture is one of the most analyzed topics both in management literature and
interdisciplinary studies. Specifically, there are some studies which are extensively
referred in management literature, such as the conceptualizations offered by Hofstede
(1980), Schwartz (1999), and Trompenaars (1998) which are conducted at different
times, with different samples, and used different methods, but share some remarkable
similarities (Elenkov and Manev, 2005: 386).

On the other hand, by reviewing the literature it can be seen that cross-cultural
studies are mainly using the concepts designed in one culture and not comparing

potential differences among different cultures (Adler, 2002), hence there is a need in
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the literature for studies that have an emic point of view instead of only having etic
research strategies to generalize the results (Scandura and Dorfman, 2004: 288).

Hofstede's cultural framework has been accepted as important and reasonable
for describing differences among nations (Triandis 1982, cited in Newman and Nollen,
1996: 755), but it is lacking data from important regions of the world (Schwartz, 1999:
24). On the other hand, it may not be enough to use those conceptualizations, since
culture is not a notion which can be generalized for every nation. This point of view
brings out to carry emic perspectives while designing the study.

National cultures differ from one country to another and these differences may
affect management behavior differently. Management practices may produce better
outcomes when it is congruent with societal culture (Newman and Nollen, 1995: 766).
Since, it is generally accepted that culture represents the software of mind (Hofstede,
1991) rather than hardware, culture effects certain people-related management issues
which can also be called ‘soft’ aspects of organizations such as human resource
management practices than the ‘hard’ aspects, such as financial and technical matters
(Tayeb, 1988). Those management practices which are soft aspects of organizations
may be seen as the most culture-dependent practices in organizations. In this respect,
recruitment and selection practices may differ among different national cultures which
may have different cultural characteristics. For instance, informal networks of relatives,
friends and acquaintances are used in recruitment process in traditional and
industrializing societies, whereas formal procedures such as interviews, written tests
and assessment centers can be used in selection process in an advanced industrialized
society in which managers have high level of professionalism (Tayeb, 2005: 31).

Work sample tests or written ability tests which focuses on the superior skills
and abilities are considered to be more favorable in individualistic cultures such as US
whereas collectivist cultures (e.g. Singapore) focus on characteristics of applicants that
may affect the relationship between the employees in turn. Also, individuals in cultures
which are having small power distance are more likely to be concerned about misuse
of private information whereas individuals in high power distance cultures are more
likely to accept that organizations have right to ask for information that will provide a
better selection process even there is an impact on the applicant (Phillips and Gully,

2002: 1188-1189).
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Hence, it can be argued that collectivism supports informal recruitment
methods and use of sources based on networks (Aycan, 2005: 1084) and similarly
cultures that are collectivist and high power distant predominantly focuses on socio-
political connections rather than knowledge, skills and abilities which can be
considered as hard criteria (Budhwar and Khatri, 2001: 805) or formal recruitment
point of view.

Tayeb (2005: 32) states that in many developing nations new recruits learn the
skills needed to perform their jobs by means of apprenticeship. In this situation the
relationship between the young recruit and the supervisor is very much like that
between teacher and pupil, even parent and child which may be also seen as a clue for
paternalism. Being a developing nation, this kind of paternalistic relationships can be
seen in Turkey.

Another important finding regarding Turkish society, obtained by GLOBE
Study is that in-group collectivism is high and family is always available to support
the members. Likewise in Turkish society, in Turkish organizations in-group ties and
interdependent relationships are valued and practiced, and people trust family
members and other in-groups - including the same school or region- more than others
and this can be seen as a sign of nepotism (Kabasakal and Bodur, 2008).

Besides paternalism and nepotism, fatalism can be also observed in Turkey,
since interpretations of Islam promote fatalism (Kabasakal and Bodur, 2008). On the
other hand, Turkish society has a mixed set of values, it is open to change but also
conservative, it is neither democratic nor totally autocratic, neither industrialized nor
technologically backward, and it values achievement as much as security and
relationships at work (Esmer, 1998). In Turkey, large social distances can be seen
among groups that belong different classes in society and organizations. Moreover,
power and resource allocation in Turkey is generally based on hierarchy and
centralization of authority and influence is an important characteristic of Turkish
society (Kabasakal and Bodur, 2008).

After analyzing eighty six studies regarding applicant reactions to selection
process, Hausknecht, et. al. (2004) presented that tendency to perceive the organization

favorable is higher when the applicants have positive experiences in selection process.
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To be fair in selection procedures relatively objective practices should be used in
which subjectivity in decision making is minimized. In this sense, using subjective
selection tools such as informal interviews, not keeping track of any data can be
considered as less fair in selection than using test scores, developing specific criteria
and having formalized decision rules. Besides, all applicants should be treated same in
order to be consistent and fair (Arvey and Renz, 1992: 332-33).

To make a selection decision, employers may use many different variables.
Job-related variables such as work experience, knowledge and skills are perceived as
fairer than variables which are not job-related -personality, values, interests and
connections- (Arvey and Renz, 1992: 334). Hausknecht et al. (2004: 651) found that
interviews, CVs and references are perceived relatively favorably whereas personal
contacts are found be perceived as least favorable. Even though it is still the most
commonly used one, interview is found to be a very flawed method and it is argued to
be used more for social processes than gathering selection information (Barclay, 1999:
134).

It is argued in the literature that culture can moderate the procedural
favorability of selection methods (Moscoso and Salgado, 2004: 188). In this sense, the
current study assumes that cultural values will moderate perceived fairness.

Since the conclusions made about culture’s role in the use of and reactions to
selection methods are not considered to be clear enough till a few years ago (e.g.
Bertolino and Steiner, 2007: 199), a literature review is done regarding this area. The

overview of the research studies are given below.
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By reviewing the literature, it is observed that perceived fairness has been a
widely analyzed concept, and the cultural values which are investigated with
recruitment and selection practices and perceived fairness and justice variables
basically are; individualism/collectivism, respect for authority, power distance,
uncertainty avoidance, societal emphasis on collectivism, gender egalitarianism,
authoritarianism/egalitarianism, materialism, and Chinese traditionality. And it is
found that although there are some similarities, there are also differences among the
reactions to selection methods in different countries (Steiner and Gilliland, 2001).

It can be seen that whether the values are named differently, it is visible that
culture is still analyzed with a few dimensions which are mainly presented by
Hofstede. Focusing on other dimensions which are specifically considered to be
pervasive in Turkish nation will help to develop a new research insight.

Whereas in some studies (e.g. Steiner and Gilliland, 2001; Truxillo, et. al.,
2004) culture is considered as a factor effecting the reactions towards selection
practices, empirical studies focused on the difference among reactions of applicants
from different cultures has not covered the aspects of culture directly, except some
studies (e.g. Ryan, et. al., 2009 and Walsh, et. al., 2010). Limitation in the scope of
research studies on comparisons of national differences in selection practices has been
also mentioned in Ryan and her colleagues’ study (1999: 359). Walsh, et. al. (2010)
analyzed the moderating role of cultural practices -performance orientation and
uncertainty avoidance- on the effect of selection fairness perceptions in their study.
But other cultural values are not investigated as a factor effecting fairness perceptions
towards recruitment and/or selection. On the other hand, most of the empirical studies
in this area are investigated student participants and this causes a limitation since these
participants have not experienced actual selection processes (Walsh, et. al., 2010).

Even though it is not always very possible, to do sampling in the Middle East,
Africa or South America is important since a considerable amount of the world’s
population is located in these regions, and there are also cultural differences in many
areas between these and mostly evaluated regions (Ryan et. al. 1999: 388). In the
current study the focus is given on Turkish nation and contribution is intended to be

made in this area.
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Study assumes that informal recruitment and selection practices are used more
than formal practices and Turkish organizations mainly focus on relationships rather
than hard criteria. Consequently, assuming that paternalism, nepotism and fatalism are
values held in Turkey it is expected to find out that those values may lead to the use of
informal recruitment and selection methods in organizations.

Chapter 3 gives further information about the variables of the research study,

and also includes the hypotheses, sample of the study, and research methodology and

research model of the study.
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CHAPTER 3
RESEARCH DESIGN

In this section, variables of the study, hypotheses, information about sample of

the study, data collection methods, and research model are given.

3.1. VARIABLES OF THE STUDY AND HYPOTHESES DEVELOPMENT

The study put forward a moderated mediation model to gain insight about the
fairness perceptions related to cultural values and HR recruitment and selection
processes. Referring to research model, the independent variable of the study is
recruitment practices, whereas outcome variable is perceived fairness. Paternalism,
nepotism, and fatalism, three cultural variables analyzed in the study are the
moderators of the research model where the relationship between recruitment and
perceived fairness is mediated with selection practices. The predicted relationships
among the variables of the study are given in the conceptual model — Figure 2.

Fundamental hypothesis of the study is that there is a positive relationship
between recruitment and selection practices. The second hypothesis is that perceived
fairness is effected by selection practices, and the final hypothesis is cultural values
interacting with recruitment practices and effect perceived fairness over selection
practices.

Human resource management includes functions which are interrelated. These
functions can be related as closely linked to each other that they cannot be considered
separately. Recruitment and selection functions can be considered even closer to each
other. Considering the literature formality is found to be the most commonly used
dimension to describe recruitment sources (Ma and Allen, 2009: 338). Current study
focuses on the level of formality. It can be assumed that formal methods used in
recruitment will lead to formal methods in selection; likewise informal methods used

in recruitment will lead to informal methods in selection.
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Recruitment methods including the use of employment agencies and
newspapers are considered as formal methods whereas referrals are seen as informal

methods (Taylor, 1994).

Hi: There is a positive relationship between recruitment and selection practices.

Job relatedness has gained importance since applicants view selection methods
more favorable when the level of face validity - “the extent to which applicants
perceive the content of the selection procedure to be related to the content of the job”
(Smither et al., 1993: 54)- is high (Hausknecht et. al. 2004: 646). Literature regarding
fairness perceptions on selection methods revealed that there is a high correlation
between those concepts (Gilliland, 1993: 703). According to the relevant literature,
increase in job relatedness of tests used as selection methods enhances perceived
fairness (Schmitt, et. al., 1993; Smither, et. al., 1993), and interviews, assessment-
center tasks, and cognitive ability tests are found to be more job related than
personality tests, biodata forms, and cognitive ability tests (Smither, et. al., 1993). In
this sense, methods perceived to be more job related can be taken as formal selection
methods, on the other hand other methods can be seen as informal selection methods.

It 1s found that selection methods like interviews and CVs are perceived as
more favorable in higher uncertainty avoidance countries (e.g. Italy), since applicants
in these countries may perceive more control or voice in the selection process by using
these methods (Bertolino and Steiner, 2007: 200).

Also, according to the current empirical studies (Anderson and Witvliet, 2008;
Anderson et al., 2010; Bertolino and Steiner, 2007) work samples, interviews,
resumes, cognitive tests, written ability tests, personal references, biodata, and
personality inventories are found to be favorable selection methods, whereas honesty
tests, personal contacts, graphology are found to be least favorable methods. Moorman
(1991) use items regarding formal procedures to assess the degree to which fair
procedures are used in the organizations. Similarly, items in the current study are
developed to tap the fairness perceptions about the organization’s selection procedures
and the study assumes that selection methods with high job relatedness will be

perceived fairer then the others.
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Ha: Recruitment and selection practices have an impact on perceived fairness.

When it comes to the discussion on cultural differences, people in collectivistic
cultures found to favor face-to-face interactions rather than impersonal selection tools
(Steiner and Gilliland, 2001). Instead of hard criteria such as knowledge, skills and
abilities (KSAs), collectivist and high power distant countries are found to be focusing
more on soft criteria such as socio-political connections (Budhwar and Khatri, 2001:
805). Similarly studies focusing on the influences of culture on the selection methods
concluded that the use of test scores as a selection method is uncommon in
collectivistic cultures (Ramamoorthy and Carroll, 1998: 574) and in individualistic
cultures such as North America, education, past experience, personality traits and
cognitive skills are used as selection criteria (Aycan, 2005: 1088), and highly
structured interviews are used for selection methods where these are uncommon in
collectivistic cultures (Spence and Petrick, 2000: 59). National culture has been rarely
used in recruitment research (Ma and Allen, 2009: 335).

Moreover, it is argued that in individualistic cultures, arms-length methods
which would be purely merit-based and techniques such as head-hunting, press
advertisements and selection interviews can be preferred rather than identifying
suitable family or clan members through word-of-mouth referrals (Bhaskaran and
Sukumaran, 2007: 62). Mentioned to be a collectivist culture (Hofstede, 1982),
whether it is concluded to be less collectivist (Aycan, 2001: 253), it can be assumed
that word-of-mouth referrals identifying suitable family or clan members claimed to
be more preferred recruitment methods in Turkey.

As it can be seen, the current study assumes that whenever nepotism,
paternalism and/or fatalism is pervasive as cultural values, informal recruitment and
selection practices are used rather than formal practices.

Applicant reactions are found to be culturally related (Phillips and Gully, 2002:
1187) and similarly employees’ fairness perceptions can be considered as so. Through
the basic argument of the current study, it is assumed that selection practices are
affected by national values and paternalism, nepotism and fatalism are seen pervasive

in Turkish national.
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Hs: Cultural values moderate the relationship between recruitment and

selection practices and perceived fairness.

The first variable analyzed is paternalism. The results of the cross-cultural
study involving 10 nation remarks that Turkey scored very high on paternalistic values
(Aycan, et. al., 2000: 207). This result might be due to the Turkish family structure
and norms created in the family. Members of Turkish family are expected to accept
the decisions and directions of the father without question. Norms that are created in
the family are also extended to other institutions in society and promote acceptance of
inequalities in power distribution (Pellegrini and Scandura, 2006: 267). Beyond formal
relationships among employees and managers, paternalism enhances informal
interactions. This situation may affect recruitment and selection practices.

It is expected that, when paternalism is high, informal recruitment and selection
practices will be used more than formal practices. In this sense, using personal
acquaintances, informal interviews and references are expected to be used more than
other methods. On the other hand, when paternalism is low, formal recruitment and
selection practices are expected to be used more than the informal methods.

In a situation where informal recruitment and/or selection practices are used
and a wrong decision is made, if the paternalism condition is high perceived fairness
might not be effected since informal methods would be considered as acceptable. On
the other hand, in the same situation if the paternalism is low then the perceived
fairness might be effected and would be low, too since these methods would not be

accepted.

Hiz.i: The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on paternalism

compared to the employees who have low scores.

The second variable is nepotism, which has lots of implications both for
management development, promotion, control, image, public relations of an
organization, and for executives who have or would like to have relatives in

management positions. Nepotism has been criticized mostly as being unprofessional
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seen as an opponent to an analytical approach to management (Arasli, et. al., 2006:
296). The research assumes that being a developing country (World Bank, 2013), in
Turkey nepotism is pervasive.

When it comes to the relationship between nepotism and human resource
management practices, in companies like family firms where nepotism can be widely
seen rather than meritocracy; introversion, adaption of conservative philosophies in
terms of sourcing financial and human capital, lack of professionalism, informal
channels of communication, family feuding, and the absence of strategically planned
succession may be seen (Poutziouris, et. al., 2004: 9).

Likewise for paternalism variable, also for nepotism variable it is expected that,
informal recruitment and selection practices are expected to be used more than formal
practices when nepotism is high. Similarly, when nepotism is low, formal recruitment
and selection practices are expected to be used more than the informal methods.

If a wrong selection decision is made because of using informal recruitment
and/or selection methods, and if the nepotism condition is high in this situation, then
perceived fairness might not be effected since informal methods would be accepted.
But if the nepotism is low in the same condition then the perceived fairness might be

effected and would be low, since these methods would not be considered as acceptable.

Hiz». The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on nepotism

compared to the employees who have low scores.

Examining the last cultural dimension, in first place it should be indicated that;
opposed to the individuals in developed countries who have an internal locus of
control; those in developing countries typically have a stronger sense of fatalism
(Wasti, 1998: 611). Accordingly, Turkey can be seen as fatalistic. However, according
to the results of the study conducted by Aycan et al. (2000) including a ten-country
cross-cultural research to test the model of culture fit (MCF) explored by Mendonca
and Kanungo (1994) Turkey was found to be highly paternalistic, moderately
collectivistic and hierarchical, but non-fatalistic (Aycan, 2001: 253). On the other

hand, earlier studies claim that Turkish people have external locus of control (Sargut,
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2001), and partly because of the Islamic tradition, they typically perceive events to be
beyond their control and make little effort to change adverse conditions they encounter
in life. The survey conducted by TUSIAD (1991) on the values of the contemporary
Turkish society also confirmed this observation: 46 percent of the sample was found
to be fatalists (Wasti, 1998: 622). In relation to their fatalistic approach, HRM practices
in these cultures mainly reflect an informal nature which is loose and less structured
(Keles and Aycan, 2011: 3083). In the current study it is predicted that Turkey is a
fatalistic country and fatalism is assumed as a factor affecting recruitment and
selection practices.

In a similar vein, it is expected that, informal recruitment and selection
practices are expected to be used more than formal practices when fatalism is high,
and when fatalism is low, formal recruitment and selection practices are expected to
be used more than the informal methods. Due to the informal recruitment and/or
selection methods, if a wrong decision is made perceived fairness might not be affected
under a high fatalism condition, since informal methods would be accepted in this
situation. But if the same decision is made under a condition where fatalism is low,
then the perceived fairness would be low, because these methods would not be

accepted.

Hz3. The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on fatalism

compared to the employees who have low scores.

After recruitment process, candidates who might or might not be suitable for
the organization can be put in the applicant pool to be selected. In the condition where
the candidate is not selected the perceived fairness cannot be discussed (when
employees are taken as the participants). Thus, recruitment should be taken into
consideration where the selection decision is made (employee is selected), and then

only perceived fairness can be analyzed.
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3.2. SAMPLE OF THE STUDY

Study focused on relatively more industrialized metropolitan cities of Turkey,
and includes izmir, Ankara, istanbul, Bursa, Adana and Gaziantep. The selection of
the cities are based on the inland-coastal land distinction. Study intended to make
comparisons among inland and coastal lands. In this sense, Ankara and Gaziantep are
selected as inland cities, and Adana, Bursa, Istanbul and {zmir are selected as coastal
land cities. Moreover, the economies of the aforementioned cities are considered to
select them.

The population of the study covers the employees, human resource department
staff and managers of private institutions. Questionnaires are delivered face to face and
sent as an online survey to the participants of the study. Data was collected from 460
participants who were working as employees, human resource department and
managers. After the elimination of not valid questionnaires, 424 valid questionnaires
left to be analyzed. 160 of the participants were from inland cities and 264 of the
participants were from coastal land cities. The study focused on Small and Medium-

Sized Enterprises (SMEs) doing business in these cities.

Table 4: Characteristics of Participants of the Research Study (N = 424)

Characteristic Frequency %
Gender
Women 213 50.24
Men 211 49.76
Education
High School Graduate 54 12.73
Associate Degree 48 11.32
University Graduate 189 44.57
Master’s Degree 116 27.35
PhD Degree 17 4
Employment Status
Employee 203 47.87
Manager 221 52.13
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Descriptive analysis was performed in order to present demographics regarding
participants. 213 participants are women, and 211 are men. 17 of the participants have
a PhD degree; 116 of them have a master’s degree; 189 of the participants are
university graduates; 48 of them have an associate degree, and 54 of them are
graduated from high school. 221 of the participants are managers, and 203 of them

are employees.

3.3. RESEARCH METHODOLOGY

Research methodology includes data collection methods and questionnaire

used in the research study and research model of the study.

3.3.1. Data Collection Methods Used in the Research Study

In the research study a quantitative approach is used. In situations where
participants may be inaccessible by a single method of administration, mixed-mode
surveys must be done (Dillman, 2011: 25) and mail procedures can be used with other
types of self-administered methods in different ways (Dillman, 2007: 219). In this
direction, two different methods are followed for data collection. In the first method,
companies are visited by one person and data is collected by delivering questionnaires
by hand and collecting them back. When conditions are not suitable to collect data by
using online survey, a second method is employed. In the second method,
questionnaire of the study is transferred into an online survey that is designed in a
platform (website) called Limeservice. Thereafter, this online survey is emailed to the
employees from different cities. In this process member lists obtained from chambers
of industry and commerce of those cities, and Linkedin groups regarding Human
Resources, and groups of specific industries from different cities are used to reach
participants.

The main objective in quantitative research is to generalize findings by
attaining large samples that can be considered as representative. Convenience
sampling which “involves drawing samples that are both easily accessible and willing

to participate in a study” is selected for the current study (Teddlie and Yu, 2007: 78).
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In data collection process, member lists of Gaziantep Chamber of Commerce,
Gaziantep Chamber of Industry and Agean Exporters’ Association are used in order to
reach companies. Data collection is done by sending online survey link to the
companies; reaching employees by using Linkedin groups, and by delivering
questionnaires by hand and collecting them back.

Pre-admission of the research study is that participants have given true

information and answered the questionnaire according to their actual thoughts.

3.3.2. Questionnaire Used in the Research Study

In the first part of the questionnaire, participants are asked to determine the
recruitment and selection practices used in their organizations. The scale used
regarding the selection practices is formed by reviewing the relevant literature and
adapting the widely used methods according to Turkish context.

Current study focuses on the level of formality of the methods used in
organizations and covers informal recruitment methods as; referrals and word-of-
mouth from family or friends, internal sources. On the other hand, formal recruitment
methods are determined as; using newspapers, candidate pools formed in advance,
consulting firms, universities, employment websites and ISKUR (Turkish Labor
Agency). For all items, a seven-point Likert scale (e.g. 1: never used, 7: mostly used)
was used.

According to the focus of the study the selection tools are determined through
referring the study of Schmidt and Hunter (1998) and their meta-analytic findings
based on the examination of 85 years of research in personnel psychology and the
study of Hausknecht, et. al., (2004: 660) in which 10 selection tools -interviews, work
sample, resumes, references, cognitive ability, personality tests, biodata, personal
contacts, honesty tests, graphology- are selected according to their aggregated means
across different studies. Aforementioned article is considered as to be one of the best
meta-analyses of selection methods (Robertson and Smith, 2001).

Besides reviewing literature, methods are determined by considering the
practices followed in Turkey. The selection tools used in the current study are

reference, interview (structured/formal), interview (unstructured/informal), formal
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test, cognitive ability (conscientiousness) test, personality inventory, performance test
and CV. Structured interviews, formal test, cognitive ability test, performance test and
CV are analyzed as formal methods, whereas reference, unstructured interview,
personality inventory are analyzed as informal methods. For all items, a seven-point
Likert scale (e.g. 1: never used, 7: mostly used) was used.

Questionnaire also includes the important factors that are effecting selection
decisions. Loyalty, compatibility with organization members and trustworthiness are
the characteristics that managers look for in their selection decisions (Adler and
Jelinek, 1986 cited in Wasti, 1998). In the current stduy the factors given are covered
in the questionnaire; being adaptable to different situations, being mild-mannered,
agreeable, being a part of in-groups, loyal, being a relative of someone in the
organization, compatible with the values of the society, personal acquaintances
(informal factors), having technical knowledge, experience, education, skills (formal
factors) are analyzed as the factors effecting selection decisions. For all items, a seven-
point Likert scale (e.g. 1: not considered, 7: mostly considered) was used.

In the second part of the questionnaire, questions are asked to measure three
cultural dimensions; paternalism, nepotism, and fatalism. Scales used to measure
cultural dimensions are adopted from previous validated studies by Aycan’s (2006);
Abdalla, et. al., (1994) and Aycan, et. al. (2000).

Paternalism was measured with five items based upon Aycan’s (2006) study.
Two sample items from this scale are “Behaves like a family member (father/mother
or elder brother/sister) towards his / her employees.” and “Provides advice to
employees like a senior family member.” Items of the paternalism scale are translated
into Turkish and independently translated back into English to check for consistency
of meaning. For all items, a seven-point Likert scale (e.g. 1 = totally disagree, 2:
disagree, 3: somewhat disagree, 4: neither disagree nor agree, 5: somewhat agree, 6:
agree, 7= totally agree) was used (Cronbach’s alpha: .834).

To measure nepotism dimension, six items based on the studies of Abdalla et.
al., (1994) was used. Two sample items for this scale are “Having a family-dominated
firm makes administering the human resource function difficult.” and “I would dislike
having a relative of mine working with me in my department.” Forward and backward

translation used for the scale translation of nepotism scale. For all items, a seven-point
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Likert scale (e.g. 1 = totally disagree, 2: disagree, 3: somewhat disagree, 4: neither
disagree nor agree, 5: somewhat agree, 6: agree, 7= totally agree) was used
(Cronbach’s alpha: .537). The alpha coefficient of in-group nepotism scale was .775
and it was .738 for out-group nepotism.

Fatalism dimension was measured with five items based upon the study of
Aycan, et. al. (2000). Two sample items from this scale are; “Most of the time, it
doesn't pay to try hard because things never turn out right anyway.” and “Planning
only makes a person unhappy since your plans hardly ever work out anyway.” For all
items, a seven-point Likert scale (e.g. 1 = totally disagree, 2: disagree, 3: somewhat
disagree, 4: neither disagree nor agree, 5: somewhat agree, 6: agree, 7= totally agree)
was used (Cronbach’s alpha: .746). To control for order effects, questions related with
cultural variables are randomly listed.

Many studies are done to analyze favorability perceptions of applicants and
procedural justice dimensions related with these perceptions utilized Steiner and
Gilliland’s (1996) methodology and ten selection tools used in their research.
However, these researches mainly limited to the samples from North America and
Europe (Ababneh and Chhinzer, 2014). The questionnaire developed by Steiner and
Gilliland (1996) aims to assess favorability for selection methods which includes two
items; “How would you rate the effectiveness of this method for identifying qualified
people for the job you indicated above?”” and “If you did not get the job based on this
selection method, what would you think of the fairness of this procedure?”

Scale used to measure the perceived fairness is developed by the researcher by
reviewing the literature. Items used in the studies of Gilliland (1994) and Steiner and
Gilliland (1996) are adapted and the items were developed by using the guidelines
prepared by Hinkin (1998). Items were written in simple and short way, every item
included one question and only positive wording was used to prevent confusions. After
the preparation two academic experts reviewed the items to check if they are clear.

After data collection items were also checked through exploratory factor
analysis to see whether item reduction needs to be done. But since all items in the scale
loaded more than .40 and the scale showed high reliability (Cronbach’s alpha: .894) —
since .70 is acceptable for an alpha coefficient of a newly developed scale (Nunnally,

1978) - item reduction was not done.
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The scale includes five items. Two sample items from this scale are; “In our
company selection decisions are reliable.” and “In our company procedures in
selection process are done completely in order to avoid any kind of mistakes.” For all
items, a seven-point Likert scale (e.g. 1 = totally disagree, 2: disagree, 3: somewhat
disagree, 4: neither disagree nor agree, 5: somewhat agree, 6: agree, 7= totally agree)
was used.

As demographic questions of the study, respondents are asked to indicate their
highest level of education which is measured by seven levels of education: elementary
school, secondary school, high school, upper secondary education, university,
Master’s degree and Doctor of Philosophy (Ph.D.) degree.

The respondents are also asked how many years they have been working for,
how many years they have been working for in their current work, (approximate)
number of people working in their company, the sector their company does business
in, the city their company does business in, if there are more than one the cities/regions
their company does business in, and the department/area that the respondent works for.

Respondents are also asked whether they are managers or not.

3.3.3. Research Model of the Study

With regards to the hypotheses discussed, research model of the study is given
below in Figure 3. According to the hypotheses of the study, research model shows
the relationships between recruitment and selection practices and perceived fairness
and the moderation effects of paternalism, nepotism and fatalism on these

relationships.
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Figure 3: Research Model of the Study

Paternalism

Selection

A

Recruitment

Nepotism

Fatalism

Perceived
Fairness

Recruitment is the independent variable and perceived fairness is the outcome

variable, whereas selection is the mediator, and paternalism, nepotism and fatalism

variables are moderators of the study, which are given in the model.
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CHAPTER 4
RESEARCH FINDINGS

SPSS 20 and AMOS 16 programs were used for data analysis. Descriptive
statistics, exploratory factor analyses and regression analyses are done by SPSS 20,
and confirmatory factor analyses (CFA) are conducted by AMOS 16. Hypotheses of

the research study are tested with significance level of .05.

4.1. DESCRIPTIVE STATISTICS

Table 5 shows the correlation matrix for the dependent and independent

variables of the study (N = 424).

Table 5: Means, Standard Deviations, and Correlations of Major Variables

M SD 1 2 3 4
1. Paternalism 319 155 a=.834
2. Nepotism 462 1.17 1577 a=.537
3. Fatalism 5.18 141 .050 4107 o=.746
4. Perceived fairness 252 145 495" .083 -.044 o=.894

N= 424, M: Mean, SD: Standard Deviation, p* < .05 and **p < .01.

4.2. EXPLORATORY FACTOR ANALYSIS

Before analyses are conducted, the data set is cleaned with the elimination of
cases in which there were high missing answers and inconvenient answers to the
control questions. After these controls, the remaining data set is composed of 424
cases, and violations of normality tests shows that the data set is normally distributed.
To analyze the data Skewnes and Kurtosis z values and Shapiro-Wilk test are used.
According to the normality analysis Skewnes and Kurtosis z values should be between

-1.96 and +1.96 and the Shapiro-Wilk test p value should be above 0.05. Shapiro-

66



Wilk’s test (p > .05) (Razali and Wah, 2011) showed that the dependent variables are
normally distributed for independent variables.

After the data set is cleaned and normality tests are conducted, it is also
essential to discuss the validity of the measures used in the study. Construct validity
and external validity has gained a great importance in the literature. Construct validity
1s about generalizing to causes and effects, whereas external validity is about
generalizing across populations of persons and settings and across different cause and
effect constructs (Cook and Campbell, 1976 cited in William, et. al., 2002: 467).

Focusing on one nation, external validity is not the main aim of the current
study. On the other hand, other classifications of validity divides validity into internal
and external validity, where internal validity consists of face validity, content validity,
criterion validity and construct validity (Singh, 2007: 79). Face validity can be
considered as a judgment done by the scientific community and it tries to find out if
the indicator really measures the construct’ on the other hand content validity indicates
the degree to which the elements of the assessment instrument are representative of
and relevant to the targeted construct, and can be seen as an important component of
construct validity (Haynes, et. al., 1995). According to this type of validity all areas in
the conceptual scope should be represented by the measures (Neuman, 2007: 118).

Construct validity is also divided into two sub-categories; convergent and
discriminate validity. Convergent validity examines the degree to which the measures
used are similar to the other measures of the same concept developed through other
methods’ and the discriminant validity examines the degree to which the measures
used are not similar to the other measures of a different concept (Singh, 2007: 79).

Since for the widely used scales reliability and validity of the measure are
considered to be established (e.g. Pavot and Diener, 1993), content validity of the
scales that are used to measure paternalism, nepotism, and fatalism can be considered
as evident since these scales has been used and tested in literature. For the recruitment
and selection practices used in the study, similar like in Lievens and his colleagues’
(2003) study, the reliability and validity information is taken from of Schmidt and
Hunter’s (1998) meta-analyses.

To ensure content validity for the scales that are developed by a researcher,

items should be reviewed by knowledgeable people in order to evaluate item quality,
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the extent to which a set of items reflects the content domain, item clarity, grammar
and face validity (Worthington and Whittaker, 2006). Accordingly, for the questions
regarding the perceived fairness of the participants among these processes are
examined by two academic experts including item content, length of these instruments,
and wording and format of these items. Convergent validity can be seen as evident by
examining factor loadings of the items.

After normality tests and validity analyses, exploratory factor analyses are
conducted in order to understand the factor structure of the variables. Factor analyses
are followed with reliability analyses that test the reliability scores of the scales;
paternalism, nepotism and fatalism.

In exploratory factor analysis principle axis factoring approach with direct
oblimin rotation is used, because principal-axis is found to be one of the exploratory
methods which is able to recover the correct factor model a majority of the time
(Gerbing and Hamilton, 1996 as cited in Worthington and Whittaker, 2006), and
‘oblique rotations are considered to work well’ (Ford, et. al., 1986) including the direct
oblimin (Jennrich and Sampson, 1966 as cited in Ford, et. al., 1986).

Since Kaiser (1958) indicated that the eigenvalues less than 1.0 reflect
potentially unstable factors (as cited in Worthington and Whittaker, 2006), in the
current study eigenvalues greater than 1 are taken into consideration and results given
show a good fit with the data (eigenvalues greater than 1).

In accordance with the common rule that ‘only variables with factor loadings
greater than .40 should be considered as significant’ (Ford, et. al., 1986: 296), only
variables that have greater factor loadings than .40 are taken into consideration in the
research study.

Since paternalism scale has only one factor, factor matrix is given to show the
factor loadings. Paternalism scale has originally five items; since exploratory factor
analysis yielded factor loadings of more than .40 for all of the items scale is used

without removing any items.
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Table 6: Factor Matrix for Paternalism Scale

Factor
Scale item 1

Behaves like a family member (father/mother or elder

brother/sister) towards his / her employees. 1068
Provides advice to employees like a senior family member. ,825
Creates a family environment in the workplace. ,786
Feels responsible from employees as if they are his or her 743
own children.

Protects employees from outside criticisms. ,526

Nepotism scale originally consists of two different dimensions and nine items
in total and all of the items are put together for a factor analysis. Initial exploratory
factor analysis yielded factor loadings of less than .40 for the first item ‘having a
family-dominated firm makes administering the human resource function difficult’,
thus this item is removed. After removing the first item factor analysis is done again.
This time second factor ‘nepotism complicates personnel’s role in training for
executive succession’ had a factor loading less than .40 and it is removed. The last
item which is ‘I would dislike having one of the executives’ relatives working in my
department’ is also removed from the scale since its factor loading is less than .40. The
number of factors became 2 after this removal. Items gathered under the factors show

the same structure as the original scale.

After last step of item deletion the factor loading of the item ‘overall,
organizations which allow nepotism are less effective than organizations that prohibit
it’ decreased to .117 which is not acceptable. Thus, this item is also deleted and the
final factor structure of the scale is reached. This structure includes two factors. The
first three items are included in the first factor and this factor is related with general
situations. The last two items are included in the second factor and this factor is related
with the specific situations in which employee’s relative is working in the same

organization. These two factors can be considered as out group nepotism and in group
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nepotism respectively. Since nepotism scale has two factors, pattern matrix is given to

show the factor loadings.

Table 7: Pattern Matrix for Nepotism Scale

Factor

Scale item 1 2

There is really no difference between hiring good 37
employees and relatives of employees. ’

Nepotism is alright as long as the people who are related 664
do not work for the same supervisor. ’

Nepotism is alright as long as the relatives are not boss 9
,795
and subordinate.

I would dislike having a relative of mine working with me 200
in my department. ’

I would dislike having a relative of mine directly under 797
me as a subordinate. ’

Since fatalism scale has only one factor, factor matrix is given to show the
factor loadings. Fatalism scale has originally five items; since exploratory factor analysis
yielded factor loadings of more than .40 for all of the items, scale is used without removing

any items.
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Table 8: Factor Matrix for Fatalism Scale

Factor

Scale item 1
Most of the time, it doesn't pay to try hard because things never ,667
turn out right anyway.
Planning only makes a person unhappy since your plans hardly ,633
ever work out anyway.
When bad things are going to happen they just are going to ,578
happen no matter what you do to stop them.
When one is born, the success or failure one is going to have is ,705
already in one's destiny, so one might as well accept.
The wise person lives for today and lets tomorrow take care of 474

itself.

Perceived fairness scale has only one factor, factor matrix is given in Table 9

to show the factor loadings. Exploratory factor analysis yielded factor loadings of more than

.40 for all of the items, scale is used without removing any items.

Table 9: Factor Matrix for Perceived Fairness Scale

Factor
Scale item 1

In our company selection decisions are made to select the right

person for the right job. /780
In our company recruitment is done in right channels. ,786
In our company selection decisions are reliable. ,842
In our company procedures in selection process are done

completely in order to avoid any kind of mistakes. 77
In our company selection process works well from the first to 201

the last step.
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Items which are used to measure the recruitment and selection practices cannot
be considered as a scale. The fundamental reason is that these items are not reflecting
those practices as latent variables. ‘Latent variables are phenomena of theoretical
interest which cannot be directly observed and have to be assessed by manifest
measures which are observable’ (Diamantopoulos, et. al., 2008). For instance, a
recruitment or selection practice which is used at one time for one specific position
might not be used at another time or for another position. Those items can be
considered as independent from each other. Therefore these constructs cannot be
treated as reflective. Because in reflective models a change in the latent variable causes
variation in all measures simultaneously (Diamantopoulos, et. al., 2008), on the other
hand without necessarily affecting any of the other indicators of the construct, a change
in a formative indicator can cause changes in the construct (Franke, et. al., 2008).

In behavioral and organizational sciences remarkable amount of attention is
given to construct validity. As a result of this, more effort has been given in reporting
confirmatory factor analyses results, convergent and discriminant validity, and internal
consistency reliability in scale validation process (MacKenzie, et. al., 2005). Due to
these directions, confirmatory factor analysis is also done to provide the fit statistics

of the tested models.

4.3. CONFIRMATORY FACTOR ANALYSIS

A structural equation model is conducted in AMOS, and confirmatory factor
analysis is done to compare the fit statistics of the models tested. Table 10 shows the
results of the confirmatory factor analysis that include CMIN, df, CFI and RMSEA
values of the models tested. Model 1 includes only one factor which is perceived
fairness; Model 2 includes two factors -paternalism as a cultural value effecting
perceived fairness and perceived fairness; fatalism is added to these variables to get
Model 3; Model 4 includes also nepotism as another cultural dimension effecting
perceived fairness, and the last model, Model 5 includes two factors of nepotism;
nepotism in-group, nepotism out-group, and fatalism, paternalism, and perceived

fairness.
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Table 10: Summary of Models Tested and Fit Statistics

Model Description CMIN df CMIN/df CFI RMSEA
Model Perceived Fairness 2146.001 275 7.804 514 127
1

Model Paternalism, Perceived Fairness 1712.342 274 6.249 .627 A11
2

Model Fatalism, Paternalism, Perceived 1294.253 272 4.758 735 .094
3 Fairness

Model Nepotism, Fatalism, Paternalism, 867.285 269 3.224 .845 .073
4 Perceived Fairness

Model Nepotism in-group, Nepotism 596.414 265  2.251 914 .054
5 out-group, Fatalism, Paternalism,

Perceived Fairness

CMIN (x?): Chi-square; df: degrees of freedom CFI: Comparative fit index; RMSEA: Root

mean square error of approximation

With regards to the CMIN/df, CFI and RMSEA values given, comparisons can

be made among different models. Compared to the other models, it is visible that fit

indices of Model 5 indicates a good model fit (CMIN= 596.414, DF= 265, p= .000,

CMIN/DF=2.251, CFI= .914, RMSEA= .054) (Hu and Bentler, 1999: 4).

job search websites/engines (¢ = 5.97) and applicant pool (u = 5.27). Acquaintances
from outside the organization (u = 4.22) are also found to be commonly used

recruitment methods whereas newspaper advertisements found to be the least used one

(u=2.69).

As it can be seen in Table 11, the mostly used recruitment methods found to be
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Table 11: Means of Recruitment Methods Used in Organizations

Recruitment methods Means
Newspaper advertisement 2.69
Applicant pool 5.27
Acquaintances from outside the company 4.22
Consultancy firms 3.99
Universities 3.09
Internal advertisement 4.57
Job search websites/engines 597
ISKUR 4.03

(1: never used, 7: mostly used)

The results showed that formal methods are used more than informal ones. But
on the other hand, acquaintances from outside the organization is one of the mostly
used methods in recruitment which can be considered as a result that supports nepotism
is an important value in Turkey and it has an influence on human resource management

practices.

Table 12: Means of Selection Methods Used in Organizations

Selection methods Means
Reference 5.08
Informal interview 4.61
Formal test 4.20
Formal/Structured Interview 5.63
Cognitive ability test 4.77
Personality inventory 4.70
Performance test 4.48
Ccv 5.46

(1: never used, 7: mostly used)
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The mostly used selection methods found to be interview (u=5.63) and CV (n
= 5.46) which can be considered as a formal method. On the other hand, formal test (u
= 4.20) is found to be the least used selection methods. This methods is considered to
be a formal one, whereas some informal methods such as informal interview (n=4.61)
and personality inventory (i = 4.70) and reference (n = 5.08) are seen to be relatively
widely used.

These results showed that informal methods are used more than formal
methods, and it can be considered as literature is supported since interview is found to

be the mostly used selection method.

Table 13: Means of Factors Effecting Selection Decisions

Factors effecting selection decisions Means
Adaptable to different situations 2.07
Job related knowledge 5.42
Experience 2.51
Mild-mannered 245
Agreeable 2.15
Be a part of in-groups 2.75
Loyal 2.06
Being a relative of someone in the organization  5.42
Compatible with the values of the society 2.72
Experience 5.55
Education 5.59
Skills 5.18
Personal acquaintances 4.36

(1: not considered, 7: mostly considered)

Factors effecting selection decisions are also analyzed in the research.
Education (1 = 5.59) and experience (¢ = 5.55) are found to be the most important
factors that can be considered as hard criteria. However, being a relative of someone

in the organization is also found to be the third most important factor (u = 5.42) and
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which is not related with job and cannot seen as a hard criteria. Other factors are not
found substantial in selection decisions.

These results showed that hard criteria are considered more than soft criteria in
selection decisions, and this is an opposite result compared with the results of mostly
used selection methods where informal methods are followed. Contrary to this result,
being a relative of someone in the organization is found to be a very important factor
effecting selection decisions, and this can be considered as a result supporting the
theory that nepotism is pervasive in Turkish nation and it has an effect on human
resource management practices.

The study also compared the results of inland and coastal land cities by doing

cluster analysis but no difference was visible.

4.4. REGRESSION ANALYSIS

Process macro for regression analysis is used to conduct mediation and
moderation analyses. Moderation analysis is used to find out if the size or sign of the
effect of a variable -considered to be a casual one (X) - on outcome variable (Y)
depends in one way or another on a moderator variable(s). On the other hand,
mediation analysis is used to determine if the independent variable (X) influences the
dependent variable (Y) directly as well as indirectly through a mediator variable (M)
located between X and Y (Hayes, 2012).

In the current study, regarding the aims of it, process regression analysis is used
in order to conduct moderated mediation analysis and to understand the mediation and
moderation relationships among the variables. The direct and/or indirect effects of an
independent variable X on a dependent variable Y through one or more mediators (M)
to be moderated is allowed by this model. If the moderation of X on M, the effect of
M on Y, or both of them are evident, it shows the contingent nature of X’s effect on Y
through the mediator/mediators depending on moderator (Hayes, 2012).

According to the research model of the study cultural variables —paternalism,
nepotism and fatalism (and power distance) - are taken as the moderators of the study,
recruitment practices are as independent variable, selection practices as mediator and

perceived fairness as outcome variable. Recruitment and selection practices are
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considered to be formal or informal and during the analysis informal recruitment
practices are taken to the analysis with informal selection practices and these analyses
are conducted separately for each practice. Same is followed for formal recruitment
and selection practices.

Model 15 is used in the PROCESS regression analyses. A conceptual diagram

is given below to show the model used.

Figure 4: Conceptual Diagram of Model 15

M;

Resource: Hayes, 2013.

Hayes’ procedures are followed for moderated mediation with bootstrapping
to test the conditional indirect effects of our mediator (selection) on the relationship
between recruitment practices (X) and perceived fairness (Y) at different levels of our
moderators (paternalism, nepotism and fatalism) (Hayes, 2012; Preacher, et. al., 2007).
For the first analysis variables used are mentioned below:

Y (dependent variable) = Perceived fairness
X (independent variable) = Recruitment (applicant pool)
M (mediator) = Selection (interview)

W (moderator) = Nepotism (in-group)
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Figure 5: Moderated Mediation Analysis I

Nepotism
Selection (in-group)
(Interview)
Recruitment s Perceived
(Applicant pool) Fairness

Results of the analysis show significant findings for nepotism (in-group). The

findings are given and discussed below.

Table 14: Moderated Mediation Analysis I: Variables

Model B SE T p R?
Mediator variable: .014
Selection: Interview
Constant .000  .102 .000 1.000
Recruitment: Applicant pool 137 .061 2.24 .025
Dependent variable: .040
Perceived fairness
Constant 2.529 .070 35.95 .000
Selection: Interview -034  .034 -1.00 361
Recruitment: Applicant pool -096 420 -2.29 .021
Selection x Nepotism (in-group) .041 .017 2.34 .019
Recruitment x Nepotism (in-group) 010  .025 41 675

Note. N = 424. Recruitment: applicant pool, selection: interview and nepotism (in-group) is

centered in the analyses; bootstrap sample = 1.000. SE = standard error.
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The analysis reported in Table 14 supports our first hypothesis. The model
summary for selection shows that formal recruitment practice (applicant pool) had a

significant effect on formal selection practice (coefficient: .137, t: 2.24, p: .025).

Table 15: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Nepotism (in-group)

Effect SE t P Bootstrap CI

-.1166 .0586 -1.9908 .0472 [-.2318, -.0015]
-.0966 .0420 -2.2999 0219 [-.1791, -.0140]
-.0765 .0685 -1.1170 2646 [-.2111, .0581]

The conditional direct effects analysis in Table 15 shows that the direct effect
of recruitment on perceived fairness was not significant under the nepotism (in-group)

condition (coefficient: 0.41,t: .41, p: .675).

There is a conditional indirect effect of recruitment on perceived fairness under
the nepotism condition (coefficient: .010, t: 2.34, p: .019). This effect is visible when
nepotism is high (bootstrap lower bound -0.0402, upper bound -0.0022)

Table 16: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Nepotism (in-group)

Nepotism (in- Effect SE Bootstrap CI
group)
-1.8969 -.0154 .0092 [-0.0402, -0.0022]
.0000 -.0047 .0054 [-0.0198, 0.0023]
1.8969 .0061 .0079 [-0.0060, 0.0271]

For the second analysis variables used are mentioned below:
Y (dependent variable) = Perceived fairness
X (independent variable) = Recruitment (acquaintances from outside the

organization)

79



M (mediator) = Selection (personal acquaintances)

W (moderator) = Fatalism

Figure 6: Moderated Mediation Analysis I

Selection Fatalism
(personal acquaintances)

Recruitment

acquaintances .
(acq Perceived
from outside the Fairness

organization)

Results of the analysis show significant findings for fatalism. The findings are
given and discussed below.

The analysis reported in Table 17 support our first hypothesis. The model
summary for selection shows that informal recruitment practice had a significant effect

on informal selection practice (coefficient: .125, t: 2.36, p: .018).
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Table 17: Moderated Mediation Analysis II: Variables

Model B SE t p R?

Mediator variable: .015
Selection: personal acquaintances
Constant .000  .094 .000 1.000
Recruitment: acquaintances from outside ~ .125 .053 2.36 .018

the organization

Dependent variable: .035
Perceived fairness

Constant 2.526 .070 36.02  .000
Selection: personal acquaintances 113 .038 2.99 .002
Recruitment: acquaintances from outside  .020  .038 547 584

the
Organization
Selection x Fatalism .051 .026 1.96 .050
Recruitment x Fatalism 011 .024 47 .634

Note. N =424, Recruitment: acquaintances from outside the organization, selection: personal
acquaintances and fatalism is centered in the analyses; bootstrap sample = 1.000. SE = standard

€I10r1.

Table 18: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Fatalism
Effect SE t P Bootstrap CI
.0044 .0493 .0897 .0472 [-0.0925, 0.1014]
.0209 .0382 .5470 0219 [-0.0542, 0.0960]
.0374 .0537 .6960 2646 [-0.0681, 0.1429]

The conditional direct effects analysis in Table 18 shows that the direct effect

of recruitment on perceived fairness was not significant under the fatalism condition

(coefficient: 0.11, t: .47, p: .634). Likewise in the first analysis, this insignificance

signals that there is mediation. The conditional indirect effect analysis in Table 19
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shows that the effect was explained by the indirect effect of recruitment on perceived
fairness under the fatalism condition. This effect is visible only when the fatalism level
is medium or low (bootstrap lower bound .0027, upper bound .0335, and bootstrap

lower bound .0048, upper bound .0564). When nepotism level is low this effect is

removed.

Table 19: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Fatalism
Fatalism Effect SE Bootstrap CI
-1.4153 .0052 .0075 [-0.0068, 0.0234]
.0000 .0143 .0079 [0.0027, 0.0335]
1.4153 .0234 0122 [0.0048, 0.0564]

For the third analysis variables used are mentioned below:
Y (dependent variable) = Perceived fairness
X (independent variable) = Recruitment (universities)
M (mediator) = Selection (written test)

W (moderator) = Nepotism (out-group)

Figure 7: Moderated Mediation Analysis III

Selection Nepotism
(written test) (out-group)
Recruitment
i iti Perceived
(universities) e
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Results of the analysis show significant findings for nepotism. The findings are

given and discussed below.

Table 20: Moderated Mediation Analysis III: Variables

Model B SE t p R?
Mediator variable: .040
Selection: written test
Constant .000  .106 .000 1.000
Recruitment: universities 231 .056 4.07 .000
Dependent variable: .031
Perceived fairness
Constant 2.563  .072 35.14  .000
Selection: written test -.036 .033 -1.08 278
Recruitment: universities .044 .040 1.101 271
Selection x Nepotism (out-group) -013  .020 -.63 523
Recruitment x Nepotism (out-group) -074 .024 -3.00 .002

Note. N = 424. Recruitment: universities, selection: written test and nepotism (out-group) is

centered in the analyses; bootstrap sample = 1.000. SE = standard error.

The analyses reported in Table 20 support our first hypothesis. The model

summary for selection shows that formal recruitment practice had a significant effect

on formal selection practice (coefficient: .231, t: 4.07, p: .000).

Table 21: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Nepotism (out-group)

Effect SE t P Bootstrap CI

1577 .0563 1.8021 .0053 [0.0471, 0.2682]
.0442 .0401 1.1016 2713 [-0.0347, 0.1231]
-.0431 .0485 -.8880 3751 [-0.1385, 0.0523]
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The conditional direct effects analysis in Table 21 shows that the direct effect

of recruitment on perceived fairness was significant under the nepotism (out-group)

condition (coefficient: -.74, t: -3.00, p: .002). This direct effect is visible when
nepotism (out-group) condition is high (bootstrap lower bound .0471, upper bound
.2682). When nepotism (out-group) condition is medium or low, this effect is removed.
This significance shows that there is not mediation, and without the mediation role of
selection recruitment has an effect on perceived fairness. This is also supported with
the conditional indirect effect analysis in Table 22 which shows that there is no indirect

effect of recruitment on perceived fairness.

Table 22: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Nepotism (out-group)

Nepotism (out- Effect SE Bootstrap CI
group)
-1.5312 -.0037 0104 [-0.0268, 0.0153]
.0000 -.0084 .0079 [-0.0274, 0.0049]
1.1785 -0119 .0099 [-0.0344, 0.0043]

Figure 8: Moderated Mediation Analysis [V

Nepotism
Selection

. t-
(experience) (out-group)

Recruitment )
Perceived

Fairness
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84



For the fourth analysis variables used are mentioned below:
Y (dependent variable) = Perceived fairness
X (independent variable) = Recruitment (universities)
M (mediator) = Selection (experience)

W (moderator) = Nepotism (out-group)

Results of the analysis show significant findings for nepotism. The findings are

given and discussed below.

Table 23: Moderated Mediation Analysis [V: Variables

Model B SE t p R?
Mediator variable: .010
Selection: experience
Constant .000 .098 .000 1.000
Recruitment: universities -107  .051 -2.10 .036
Dependent variable: .054
Perceived fairness
Constant 2.550 .071 35.57  .000
Selection: experience -.108  .035 -3.05 .002
Recruitment: universities .020 .039 .52 .599
Selection x Nepotism (out-group) .028 .024 1.14 252
Recruitment x Nepotism (out-group) -.063  .027 -2.34 .019

Note. N = 424, Recruitment: universities, selection: experience and nepotism (out-group) is

centered in the analyses; bootstrap sample = 1.000. SE = standard error.
The analyses reported in Table 23 support our first hypothesis. The model

summary for selection shows that formal recruitment practice had a significant effect

on selection (coefficient: -.107, t: -2.10, p: .036).
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Table 24: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Nepotism (out-group)

Effect SE t P Bootstrap CI

1183 .0600 1.9716 .0493 [0.0004, 0.2362]
.0205 .0390 5250 .5998 [-0.0562, 0.0972]
-.0548 .0479 -1.1442 2532 [-0.1489, 0.0393]

The conditional direct effects analysis in Table 24 shows that the direct effect

of recruitment on perceived fairness was significant under the nepotism (out-group)

condition (coefficient: -0.63, t: -2.34, p: .019). This direct effect is visible when
nepotism (out-group) condition is high (bootstrap lower bound .0004, upper bound
.2362). When nepotism (out-group) condition is medium or low, this effect is removed.
This significance shows that mediation is not visible which means without the

mediation role of selection, recruitment has an effect on perceived fairness.

Table 25: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Nepotism (out-group)

Nepotism (out- Effect SE Bootstrap CI
group)
-1.5312 .0163 .0098 [0.0031, 0.0433]
.0000 0117 .0067 [0.0026, 0.0292]
1.1785 .0081 .0060 [0.0001, 0.0266]

For the fifth analysis variables used are mentioned below:
Y (dependent variable) = Perceived fairness
X (independent variable) = Recruitment (universities)
M (mediator) = Selection (experience)

W (moderator) = Nepotism (in-group)
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Figure 9: Moderated Mediation Analysis V

Nepotism
Selection (i )
] in-grou
(experience) =
Recruitment .
' . . Perceived
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Results of the analysis show significant findings for nepotism. The findings are

given and discussed below.

Table 26: Moderated Mediation Analysis V: Variables

Model § SE t p R?
Mediator variable: .010
Selection: experience
Constant .000  .098 .000 1.000
Recruitment: universities -107  .051 -2.10 .036
Dependent variable: 057
Perceived fairness
Constant 2.535 .070 35.81 .000
Selection: experience -127  .039 -3.27 .001
Recruitment: universities .032 .037 .85 .395
Selection x Nepotism (in-group) -012  .026 -45 .646
Recruitment x Nepotism (in-group) 055 .021 2.60 .009

Note. N = 424. Recruitment: universities, selection: experience and nepotism (in-group) is

centered in the analyses; bootstrap sample = 1.000. SE = standard error.
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The analyses reported in Table 26 support our first hypothesis. The model
summary for selection shows that formal recruitment practice had a significant effect

on selection (coefficient: -.107, t: -2.10, p: .036).

Table 27: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Nepotism (in-group)

Effect SE t P Bootstrap CI

-.0737 .0522 -1.4110 .1590 [-0.1763, 0.0290]
.0321 .0377 .8501 3958 [-0.0421, 0.1063]
1379 .0586 2.3529 0191 [0.0227, 0.2530]

The conditional direct effects analysis in Table 27 shows that the direct effect

of recruitment on perceived fairness was significant under the nepotism (in-group)

condition (coefficient: 0.55, t: 2.60, p: .009). This direct effect is visible when
nepotism (in-group) condition is low (bootstrap lower bound .0227, upper bound
.2530). When nepotism (in-group) condition is medium or high, this effect is removed.

This shows that there is not mediation.

Table 28: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Nepotism (in-group)

Nepotism (in- Effect SE Bootstrap CI
group)
-1.8969 0113 .0078 [0.0010, 0.0334]
.0000 .0138 .0076 [0.0033, 0.0345]
1.8969 0162 .0105 [0.0029, 0.0491]

For the last analysis variables used are mentioned below:
Y (dependent variable) = Perceived fairness

X (independent variable) = Recruitment (universities)
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M (mediator) = Selection (written test)

W (moderator) = Fatalism

Figure 10: Moderated Mediation Analysis VI

Recruitment

Selection
(written test)

Fatalism

(universities)

Perceived
Fairness

Results of the analysis show significant findings for nepotism. The findings are

given and discussed below.

The analyses reported in Table 29 support our first hypothesis. The model

summary for selection shows that formal recruitment practice had a significant effect

on selection (coefficient: .231, t: 4.07, p: .000).
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Table 29: Moderated Mediation Analysis VI: Variables

Model B SE t p R?

Mediator variable: .040

Selection: written test

Constant .000  .106 .000 1.000
Recruitment: universities 231 .056 4.076 .000
Dependent variable: .030
Perceived fairness
Constant 2.535 071 35.66  .000
Selection: written test -.022  .033 -.65 510
Recruitment: universities .039  .039 97 327
Selection x Fatalism -010 .021 -48 .627
Recruitment x Fatalism -084 .028 -2.94 .003

Note. N =424. Recruitment: universities, selection: written test and fatalism is centered in the

analyses; bootstrap sample = 1.000. SE = standard error.

Table 30: Conditional Direct Effects of Recruitment on Perceived Fairness at Values of

Fatalism
Effect SE t P Bootstrap CI
.1580 0547 2.8880 .0041 [0.0505, 0.2655]
.0390 .0398 9795 3279 [-0.0392, 0.1172]
-.0800 .0587 -1.3624 1738 [-0.1955, 0.0354]

The conditional direct effects analysis in Table 30 shows that the direct effect

of recruitment on perceived fairness was significant under the fatalism condition

(coefficient: -0.84, t: -2.94, p: .003). This direct effect is visible when fatalism
condition is high (bootstrap lower bound .0505, upper bound .2655). When fatalism
condition is medium or low, this effect is removed. This significance shows that
mediation is not visible which means without the mediation role of selection,

recruitment has an effect on perceived fairness.
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Table 31: Conditional Indirect Effects of Recruitment on Perceived Fairness at Values of

Fatalism
Fatalism Effect SE Bootstrap CI
-1.4153 -.0017 .0103 [-0.0010, 0.0172]
.0000 -.0052 .0079 [-0.0033, 0.0082]
1.4153 -.0086 .0107 [-0.0029, 0.0088]

When regression analyses are taken into consideration, it can be summarized
that under nepotism (in-group) and fatalism conditions, selection (both formal and
informal) practices mediated the relationship between recruitment and perceived
fairness. This shows the indirect effects of selection practices on perceived fairness,
and these effects are visible when nepotism (in-group) level is medium or high, and
when fatalism level is low or medium. These results supported the third hypothesis of
the study where perceived fairness is effected by selection practices and this effect is
moderated by culture. On the other hand, for paternalism value no significant result is
visible.

The third, fourth, fifth and the sixth analyses show that recruitment has also a
direct effect on perceived fairness without the mediation role of selection. Direct
effects were visible under high nepotism (out-group), high fatalism and low nepotism
(in-group) conditions. In this sense, third hypothesis for nepotism condition can be
considered to be rejected for in-group nepotism since direct effects are visible only the
condition is low. On the other hand, rest of the results in aforementioned analyses
supported the third hypothesis of the study. There was no significant moderation effect
of paternalism in these analyses.

The reason of the situation that moderation effect of paternalism was not
significant in the analyses can be related to the fact that paternalistic relations with the
managers are developed after being a member of the organization. The summary of

the results of hypotheses testing is given in Table 32.
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Table 32: Summary of the Results of Hypotheses Testing

Hypothesis

Result

Hi: There is a positive relationship between recruitment and selection

practices.

H»: Recruitment and selection practices have an impact on perceived

fairness.

H3: Cultural values moderate the relationship between recruitment and

selection practices and perceived fairness.

Hs.1: The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on

paternalism compared to the employees who have low scores.

Hs.2: The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on

nepotism compared to the employees who have low scores.

Hs 3. The relationship between recruitment and selection practices and
perceived fairness is stronger for employees who have high scores on

fatalism compared to the employees who have low scores.

Accepted

Accepted

Accepted

Rejected

Accepted

Accepted

92



CONCLUSION

By always being embedded in certain institutional environments and
constrained by political systems, policies and interventions held by governments and
certain social norms; management has been a phenomenon which is closely related to
culture (Feng, 2005: 2). Effecting people-related management issues, culture has
become one of the most analyzed concept both in management literature and
interdisciplinary studies. As being a soft aspect of organizations, HRM practices are
affected by culture, human resource management has been seen culturally bounded
more than other management practices and therefore cross cultural studies focusing on
human resource management practices has gained importance. However, the
theoretical, practical and empirical gaps in the literature — studies focusing on Turkish
nation- reveal the need for research in this area.

Recruitment and selection practices can be seen as very essential practices that
have been studied in literature in many areas. But when it comes to the studies related
with recruitment and selection practices and effects of culture on these practices, it is
hard to find emic studies that are focusing on Turkish nation. Besides, empirical
studies focusing on Turkish nation mostly consider the same cultural dimensions that
are revealed by Hofstede. These studies focusing on Turkey and its cultural values
have found out that Turkish nation is collectivistic, high power distant, uncertainty
avoidant and it feminine.

Current study considered Turkish nation as having its own cultural value
system due to the closeness to Middle East and being located between Europe and
Aisa, and in this sense, analyzed paternalism, nepotism and fatalism as cultural
dimensions which needs to be considered.

Nepotism is considered to be pervasive in Turkey, where family members and
in-groups are trusted and these ties among people who are from the same family, same
school or region are very important. Besides, the substantial role of Islam in Turkish
nation which promotes fatalism makes this value also pervasive in the nation
(Kabasakal and Bodur, 2008: 869-870).

Due to being a high power distant society, power allocation is mostly based on

centralized authority and hierarchy. As well as in the society, family has a dominating
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role in business life. This situation reveals a power distant leadership style, specifically
the paternalistic leadership style where the leader is seen as a father protecting his
children.

Having the values discussed above, Turkey is assumed to be a nation where
organizations give importance more on relationships than hard criteria related with job
itself. Moreover, this situation is considered to effect recruitment and selection
practices that will increase the use of informal practices.

Current study takes formality level of the recruitment and selection methods
into consideration and referrals and word-of-mouth from family or friends, internal
sources are considered as informal recruitment methods whereas using newspapers,
candidate pools formed in advance, consulting firms, universities, employment
websites and ISKUR (Turkish Labor Agency) are considered as formal recruitment
methods.

The selection tools used in the current study are references, informal interview,
formal test, formal interview, cognitive ability test, personality inventory,
performance test and CV, where references, informal interview and personality
inventory are considered as informal methods and the others as formal ones.

According to the results of the study, the mostly used recruitment methods are
the job search websites/engines and applicant pools which are considered to be formal
methods. On the other hand, internal advertisement and acquaintances from outside
the organization are found to be the commonly used methods which are considered to
be informal methods, whereas newspaper advertisements found to be the least used
method.

Selection methods are also analyzed in the study and it is found that interview
and CV are the most commonly used methods. Reference and personality inventory
are other methods which are considered to be commonly used. This result indicates
that widely used recruitment and selection methods are mixed of formal and informal
methods. Findings regarding the selection methods can be considered to be consistent
with findings in other research studies. For instance, CVs and interviews are found to
be the mostly used selection methods likewise in the literature.

Questionnaire also included the important factors that are effecting selection

decisions. Being adaptable to different situations, having technical knowledge,
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experience, being mild-mannered, agreeable, being a part of in-groups, loyal, being a
relative of someone in the organization, compatible with the values of the society,
social media usage, hobbies, education, skills, and personal acquaintances are
analyzed as the factors effecting selection decisions. The results revealed from the
research study is that education is the most important factor effecting selection
decisions, experience is the second factor and being a relative of someone in the
organization is the third important factor effecting these decisions. This result shows
similarly that, informal factors as well as formal factors have a great influence on
selection decisions.

Study focused on fulfilling three gaps: theoretical, empirical and practical.
Focusing on the relationships between cultural values and recruitment and selection
practices, and investigating the effects of these practices on the fairness perceptions
and the effect of culture on these relationships can be considered as a contribution
providing new and important insights to understand HRM in Turkish context. Another
important aspect of the study that provides a theoretical contribution is based on the
fact that concentrating on Turkish nation, a different country than the others which has
gained a great focus in the literature.

Informal practices discussed above are considered to be affecting perceived
fairness. In this sense, the study developed a moderated mediation model where
recruitment practices are considered to be the independent variable, perceived fairness
as the outcome variable.

Current study had three main hypotheses. First, a positive relationship is
assumed between recruitment and selection practices. Second assumption is that
perceived fairness is affected by recruitment and selection practices, and finally
cultural values are assumed to be moderating the relationship between recruitment and
selection practices and perceived fairness. In relation to these hypotheses process
regression analysis is used to conduct moderated mediation analysis where the direct
and/or indirect effects of an independent variable(s) on a dependent variable through
one or more mediators to be moderated are allowed.

The study investigated the moderated mediation effects of cultural dimensions
on the relationship between selection practices and perceived fairness in business

organizations in Turkey, and to reach the aim of the study a conceptual model is
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proposed and tested in AMOS. In this framework, paternalism, nepotism, and fatalism
are considered as the moderators and selection practices as a variable mediating the
relationship between recruitment practices and perceived fairness.

Regression analysis showed that formal recruitment practice (applicant pool)
has a significant effect on selection and the direct effect of recruitment on perceived
fairness was not significant under the nepotism (in-group) condition. That proved that
there is mediation role of selection, and the conditional indirect effect analysis showed
that the indirect effect of recruitment on perceived fairness high nepotism (in-group)
condition.

Analysis also showed that informal recruitment practice (acquaintances from
outside the organization) has a significant effect on informal selection practice
(personal acquaintances). The direct effect of recruitment was insignificant which
proved that there was a mediation of selection. The indirect effect of recruitment was
seen under high fatalism condition.

Regression analyses conducted, also showed that recruitment had also direct
effects under some conditions. Formal recruitment practice (universities) had a direct
effect on perceived fairness under high fatalism, high out-group nepotism and low in-
group nepotism condition.

The results of the regression analyses showed that both recruitment and
selection practices have effects on perceived fairness and these effects are moderated
by cultural values. These results supports the literature where selection practices are
considered to be factors effecting perceived fairness. But the main difference which
can be visible is that, recruitment practices are also found to be influential on perceived
fairness. Values which are analyzed in the research where also different than the values
that gained importance in the literature. This can also be considered as a different
insight which is contributed by the current study.

Moreover, considering the possible variations among the recruitment and
selection practices used in different countries, and the research gap regarding the
effects of values on perceptions towards recruitment and selection practices, reviewing
this area and identifying these practices used in Turkey adds value to the literature that

can be seen as a contribution.
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Another contribution of the study is an empirical contribution. Since the
empirical studies focusing on the HRM and culture relationship are scarce and the
specific area analyzed in Turkish context is even scarcer, empirical contribution can
also be considered to be visible.

The results of the study can be considered as guidelines providing insight to
HR managers. This can be considered as another contribution of the study which is
related with the practical gap. Since HRM practices are positively related with
organizational performance, the results become more significant. Using suitable
recruitment and selection methods which are found to be culturally moderated,
organizations can improve the perceived fairness by understanding the values and
modifying the recruitment and selection strategies.

Considering the studies concentrating on national cultural values, another gap
is visible that however most of the world is living in collectivistic societies, majority
of the management studies reflect individualistic cultures and other cultural values has
not gained as much importance as individualism—collectivism dimension. Focusing on
a collectivistic nation and analyzing other values important values which are not
widely investigated —nepotism, paternalism and fatalism- the study also makes
contribution in this area.

The study showed that recruitment and selection practices have an influence on
perceived fairness. This result supports the literature and the studies done before.

The result which is revealed through the research study is not only showed that
recruitment and selection practices effect fairness perceptions, but also these effects
are moderated by cultural dimensions.

Participants of the study were employees who had a real experience on
recruitment and selection practices. Most of the empirical studies in this area used
students as participants who do not have an experience in employment process.

Sample size of the study was also satisfactory comparing the other studies in
the literature, but there were still some limitations since the research only covered
participants from cities which are relatively more industrialized or developed.

Together with the theoretical contributions, practical implications are also
proposed by the current study. First of all, as it is also mentioned by (Hausknecht et.

al. 2004: 674-675), perceived fairness may help to create a more positive company

97



image, better word-of-mouth information regarding the company procedures, and
higher possibility for an applicant to accept a job offer, and vice versa it will be not
very possible to attract top applicants, there will be more litigations or bad company
image.

Employee selection is seen as a challenging area for human resource
professionals since the methods that found to be acceptable in one culture may not be
acceptable in other cultures (Ryan et al., 1999: 1187). Considering this, the study can
be considered as important for the organizations that are planning to do business in
Turkey and also for human resource professionals who will be responsible for the
recruitment and selection practices.

Knowledge increased by the research studies will help organizations to
maximize their effectiveness of their international recruitment and selection practices
and to improve the favorability of domestic recruitment and selection practices
(Phillips et. al. 2002: 1203).

There are also some noteworthy limitations both in the theoretical and
empirical side of the current study.

Regarding the theoretical limitations, it should be mentioned that research
study focused on three specific cultural dimensions which were paternalism, fatalism
and nepotism. Since other potential dimensions are not examined in the study, this
situation can be seen as a constraint of the research study. However, when literature is
reviewed it can be seen that Turkey is investigated by many researchers with different
cultural dimensions, especially the dimensions which are developed by Hofstede.

With regards to the empirical limitations, the sample of the study can be
considered as the first limitation. Because of the time and cost constraints, the research
study was held in particular cities —izmir, Ankara, Istanbul, Bursa, Adana and
Gaziantep. These cities are relatively more developed than the other cities in Turkey.
Therefore, it is hard to generalize the results.

The questionnaire was applied to employees, managers and the human resource
staff. The main reason of selecting employees, managers and human resource staff as
participants is that both employees and managers have an experience regarding the
recruitment and selection processes, and human resource staff and managers may have

different responsibilities in these processes and all of these participants may have
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different perspectives. Approximately the division of the participants was half-and-
half as employees and managers, but since the same questionnaire was used for all of
the participants this can also be considered as another limitation of the research study.
Using convenience sampling can also be considered as a part of this limitation. This
kind of sampling does not represent the whole population, and covers participants only
who are reachable.

The social desirability and common method variance can also be considered as
factors that have influenced the responses of the participants, and it can be sees as the
last limiting factor.

Considering these aforementioned limitations of the study future directions
are provided.

Due to the time and cost constraints, the study could not be held in every region
of Turkey. The study can be extended to different cities among seven regions of
Turkey in the future. This may help to compare the differences among cities and
regions. Besides this, to focus on a specific sector could be helpful since organizations
doing business in same sector would have similar aspects including recruitment and
selection practices. Besides, organizations can also be compared regarding their size.

In future studies other values than paternalism, nepotism and fatalism can also
be analyzed. Since most of the studies in the literature are following Hofstede’s
framework, other cultural frameworks can also be suggested in future research.
Moreover, research can be extended to other countries, specifically countries in the
Middle East to investigate the similarities and the differences between them and
Turkey.

Study can be seen as a starting point for other studies that will cover related
research questions. Especially, future studies concentrating on the attractiveness of

recruitment and selection practices are recommended.
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APPENDICES



Appendix 1: Questionnaire in English

Dear Participant,

You are participating the survey that will be used in the empirical study of my PhD
thesis which is a part of Business Administration Doctoral Program of Dokuz Eyliil
University Institute of Social Sciences. Your personal information (name/surname,
etc.) will not be asked in the survey and your answers — being a part of a scientific
research- will be kept confidential and not be shared with third parties. For the
reliability and validity of the study, it is very important to answer all the questions
truly. If you want the results of the study will be shared with you. Thank you for your

contribution. With my best regards,
Nihan Kiitahnecioglu Inan
Please determine your opinion regarding the items given below.

In recruitment process, the methods given below are used in our company (1:

never used, 7: mostly used):

Newspaper advertisements are used.

Applicant pools are used.

Acquaintances from outside the company are asked.

Consultancy firms are used.

Contacted with universities.

Announcements are made within the organization (Internal

advertisement).

Job search websites/engines (as kariyer.net, etc.) are used.

ISKUR (Turkish Labor Agency) is used.
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In selection process the methods given below are used in our company (1: never

used, 7: mostly used):

Reference

Informal interview

Formal test

Interview

Cognitive ability test

Personality inventory

Performance test

cv

Honesty test

Graphology

Please indicate your degree of agreement regarding the statements given below

(1 = totally disagree, 7= totally agree):

My manager behaves like a family member (father/mother or

elder brother/sister) towards his / her employees.

My manager provides advice to employees like a senior family

member.

My manager creates a family environment in the workplace.

My manager feels responsible from employees as if they are his

or her own children.

My manager protects employees from outside criticisms.

Having a family-dominated firm makes administering the human

resource function difficult.

Nepotism complicates personnel’s role in training for executive

succession.

There is really no difference between hiring good employees and

relatives of employees.
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Nepotism is alright as long as the people who are related do not

work for the same supervisor.

Nepotism is alright as long as the relatives are not boss and

subordinate.

Overall, organizations which allow nepotism are less effective

than organizations that prohibit it.

I would dislike having a relative of mine working with me in my

department.

I would dislike having a relative of mine directly under me as a

subordinate.

I would dislike having one of the executives’ relatives working

in my department.

Most of the time, it doesn't pay to try hard because things never

turn out right anyway.

Planning only makes a person unhappy since your plans hardly

ever work out anyway.

When bad things are going to happen they just are going to

happen no matter what you do to stop them.

When one is born, the success or failure one is going to have is

already in one's destiny, so one might as well accept.

The wise person lives for today and lets tomorrow take care of

itself.

In our company selection decisions are made to select (or

employ) the right person for the right job.

In our company recruitment is done in right channels.

In our company selection decisions are reliable.

In our company procedures in selection process are done

completely in order to avoid any kind of mistakes.

In our company selection process works well from the first to

the last step.
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Factors given below are considered in selection decisions in our organization (1:

not considered, 7: mostly considered):

Adaptable to different situations

Job related knowledge

Experience

Mild-mannered

Agreeable

Be a part of in-groups

Loyal

Being a relative of someone in the organization

Compatible with the values of the society

Social media usage

Experience

Hobbies

Education

Skills

Personal acquaintances

* How many years have you been working?

* How many people are working in your organization? (You can give an approximate

number.)
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* In which industry does your current organization do business?

* Are you a manager? (Manager is a person who is at least one person’s superior.)

( ) Yes ( ) No

* In which department (area) are you working? (Human Resources, Marketing,

Production, etc.)

* Please determine your education status.

() Primary-secondary school () Bachelor’s degree
() High school () Master’s degree
() Two-year degree () PhD degree

* Please give your email address if you want to get information about the results of the

study.
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Appendix 2: Questionnaire in Turkish

Degerli Katilimet,

Dokuz Eyliil Universitesi Sosyal Bilimler Enstitiisii Isletme Y&netimi Doktora
Programi kapsaminda yapmakta oldugum doktora calismamin uygulama kisminda
kullanacagim ankete katilmaktasiniz. Ankette kisisel bilgileriniz (ad/soyad, iletisim
bilgileri vb.) sorulmayacak olup ankete vereceginiz cevaplar bilimsel bir arastirmaya
konu olmasi bakimindan gizli tutulacak ve tgiincii sahislarla paylasilmayacaktir.
Anket sorularmmin tamamini eksiksiz ve icten bir bicimde yanitlamaniz yapilan
calismanin gecerliligi ve giivenilirligi agisindan biiyiik 6nem tasimaktadir. Calismanin
sonuclar1 arzu ettiginiz takdirde sizinle paylasilacaktir. Katkilariniz i¢in tesekkiir eder,

1yi ¢aligmalar dilerim.

Nihan Kiitahnecioglu Inan

Asagidaki ifadelere katilma derecenizi belirtiniz.

Sirketimizde eleman bulma siirecinde asagidaki methodlar kullanihir (1=hic

kullanilmaz, 7=¢ogunlukla kullanilir):

Gazete ilanina bagvurulur.

Daha 6nceden olusturulmus aday havuzlarina basvurulur.

Kurum digindaki tanidiklara basvurulur.

Danigmanlik firmalarina bagvurulur.

Universiteler ile baglantiya gegilir.

Kurum i¢i ilan duyurusu yapilir.

Is bulma sitelerine (kariyer.net vb.) basvurulur.

ISKUR’a basvurulur.
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Sirketimizde secim siirecinde asagidaki methodlar kullanilir (1=hi¢ kullamilmaz,

7=cogunlukla kullanilir):

Referanslar

Informal goriisme

Yazili sinav

Miilakat

Biligsel yetenek testi

Kisilik testi

Performans testi

Ozge¢mis

Diiristliik testi

El yazis1 testi

Asagidaki ifadelere katilma derecenizi belirtiniz. (1 = kesinlikle katilryorum, 7=

kesinlikle katilmiyorum):

Yoneticim ¢alisanlarina karsi bir aile biiytigii (baba/anne veya

abi/abla) gibi davranir.

Yoneticim ¢alisanlarina bir aile biiytigii gibi 6giit verir.

Yo6neticim isyerinde aile ortami1 yaratmaya énem verir

Yoneticim bir ebeveynin ¢gocugundan sorumlu olmasi gibi, her

calisanindan kendini sorumlu hisseder.

Yoneticim ¢alisanlarini disaridan gelen elestirilere kars1 korur.

Aile sirketlerinde insan kaynaklar1 fonksiyonunun uygulanmasi

zordur.

Kayirmacilik, yeni yoneticilerin yetistirilmesinde insan

kaynaklar1 yonetiminin roliinii karmagiklastirir (azaltir).

Iyi calisanlar1 ise almak ile calisanlarin yakinlarini ise almak

arasinda fark yoktur.

Birbirinin yakini olan kisiler ayn1 y6neticiye bagl olarak

caligmadiktan sonra kayirmaciligin sakincasi yoktur.
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Birbirinin yakin1 olan kisiler ast ve uist iligkisi icerisinde

olmadig: siirece kayirmaciligin sakincasi yoktur.

Genelleme yapilirsa, kayirmaciliga izin veren organizasyonlar,

bunu engelleyen organizasyonlardan daha az verimlidirler.

Bir yakinimin benimle birlikte ayn1 departmanda ¢aligmasi

hosuma gitmezdi.

Bir yakinimin dogrudan bana bagli bir ¢aliganim olmasi hosuma

gitmezdi.

Yoneticilerin yakinlarindan birinin benim departmanimda

caligmasi hosuma gitmezdi.

Cogu zaman ¢ok ¢abalamaya degmez, ¢iinkii isler zaten hicbir

zaman istendigi gibi gitmez.

Plan yapmak bir kisiyi yalnizca mutsuz eder ¢iinkii yapilan

planlar zaten higbir zaman ger¢eklesmez.

Ne kadar ugrasirsan ugras kotii bir seyler olacaksa 6niine

gegemezsin.,

Insani gelecekteki basarisi ya da basarisizligi dogumuyla
birlikte kaderine yazilmistir bu yiizden kisi bunu kabul

etmelidir.

Bilge insan giinii yasar ve gelecegi diisiinmez.

Kurulusumuzda se¢im kararlari dogru kisiyi dogru ise

yerlestirecek sekilde verilir.

Kurulusumuzda dogru kaynaklarda arama yapilir.

Kurulusumuzda se¢im kararlari giivenilirdir.

Kurulusumuzda sec¢im siirecindeki prosediirler (islemler) her
tirli hatadan kagmmaya yonelik olarak eksiksiz bir sekilde
yapilir.

Kurulusumuzda se¢im siireci basindan sonuna kadar iyi

caligmaktadir.
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Sirketimizde secim kararlar verilirken asagida verilen faktorler dikkate alimir

(1=hi¢ dikkate alinmaz, 7=cogunlukla dikkate alinir):

Farkli durumlara uyum saglayabilme/adapte olabilme

Is ile ilgili bilgiye sahip olma

Deneyim sahibi olma

Ilimli diistincelere sahip olma

Uzlasmaci olma

Isletmenin igindeki gruplara dahil olma

Sadakatli olma

Isletmede ¢alisanlardan birinin ailesinden olma

Toplulugun degerleri ile uyumlu olma

Sosyal medya kullanimi

Deneyim

Hobiler

Egitim

Yetenekler

Kisisel tanmidiklar

* Kag yildir ¢alisiyorsunuz?

* Kurumunuzda toplam kag¢ kisi calismaktadir? (Tam say1 olarak bilmiyorsaniz

yaklasik bir say1 verebilirsiniz.)
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* Calistiginiz kurum hangi sektorde faaliyet gostermektedir?

* Yonetici misiniz? (Yonetici en az 1 kisinin amiri olan kisidir.)

( ) Evet ( ) Haylr

* Kurumunuzda calistigimz departmani (alani) belirtiniz. (Insan Kaynaklari,

Pazarlama, Uretim, vb.)

* Litfen egitim durumunuzu belirtiniz.

( ) Ilkogretim (Eski ilkokul ve ortaokul dengi) () Lisans (3 yil ve daha fazlasi
olan okullar)

( ) Lise () Yiiksek Lisans
() On Lisans (2 y1llik okullar) () Doktora

* Calismanin sonuglar1 hakkinda bilgilendirilmek istiyorsaniz liitfen e-mail adresinizi

belirtiniz.
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