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ABSTRACT
Keywords: Migration movements transform business life because they have more social aspects than
Paternalistic Leadership, geographic or numerical interactions. This paper reviews empirical research better to
Xenophobia, Social Identity understand the effect of leadership in the process of xenophobia in the work environment from
Theory social identity theory perspective. Leadership as a social contextual factor is critical for
understanding in determining individuals’ internalization of particular cultural identities
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Introduction

Xenophobia agenda has emerged around the business life due to the rise of anti-immigrant prejudice
in recent years (Yakushko, 2009). Xenophobia can result from members of oppressed and non-
oppressed groups (inter group-out group process) in organizations (Clark et al., 1999). Because
group membership is generally defined by foundational insights and social context of the groups
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(Tajfel et al., 1971; Uhl-Bien et al., 2014). In other words, social identity theories define the
meaning of membership within groups (Reicher et al., 2005; Yukl, 2013). In such contexts, a
collective spirit tends to dominate, and members may be treated differently by the leader; thus,
paternalistic leader-member relations are perceived to be more effective (Graen, 2005). As a result,
leadership is one of the most critical social contextual factors that determine individuals’
internalization to the group, so of particular social identities (Haslam & van Dick, 2011) within
organizations.

Group membership, a key concept for xenophobia, is often not voluntary in organizational
contexts. Leadership can be a major factor in ensuring individuals learn shared behavioral or
psychological aspects of the group by socialization processes according to self-categorization
theory (Guimond, 2000; Turner et al., 1979). In other words, merely belonging to a group for any
reason -for example, the example defined by the leader seems to be sufficient to promote a feeling
of being a part of that group (Kwantes & Glazer, 2017). Therefore, leadership can be at the reason
of being susceptible to group influences and being a part of a given group culture (Smith et al.,
2005). Consequently, these group influences defined by the leader, especially an effective
paternalistic leader in some national cultures, could promote or thwart racism, namely xenophobia.

One of the negative consequences of the increasing immigrant effect with the social identity
crisis is xenophobia in business life (Sheridan, 2006; Yakushko, 2009). Therefore, it is of utmost
importance to examine the perception of xenophobia that may adversely affect the effectiveness of
the employees in various aspects and to eliminate this perception or to reduce its effects to a
negligible level. Today, even if all human beings are immigrants within a globalized economy, the
concept 'immigrant’ is a demographic, geographical, or socio-geographical term but also considered
with the duration of habitation (Morén-Alegret, 2002; Morén-Alegret & Wladyka, 2020).

Group identities and goals among group members may be related to leadership within groups
(Yammarino, 2013). Social identity theory perspective indicates that with experience and increased
group identification, groups develop their unique prototype of an effective leader (Hogg, 2010;
Hogg, 2001). In most past studies on social identity theory, researchers used laboratory experiments
with small convenience samples of students and tested the effect of a temporary, artificially created
identity on a contrived issue (Neuman, 2014). Nevertheless, the effects of leaders to xenophobia
from the group or social perspective have not been clearly explained in the literature.

Paternalistic leadership (PL) can be an ideological motive to justify the existing social order by
internalization of inferiority among members but not primarily on the “implicit, nonconscious level
of awareness” (Jost et al., 2004) rather family-like relations by involving personal lives and
expecting interpersonal favors (Aycan, 2006b; Pellegrini & Scandura, 2008). In this context, our
study was designed to observe the effect of paternalistic leaders on xenophobia by reassuring group
self and its boundaries but not from the national level as in a phenomenological approach,
preferably at the organizational level. Even if, in terms of diversity, social identity theory suggests
that simply having diversity in a group and out-group makes that identity salient in peoples’ minds
(Uhl-Bien et al., 2014), the theory does not explain the process and antecedents. Furthermore, in
cultures which each individual achieves social identity through interdependence and mutual
recognition, a specific type of leadership is an important topic to research. Hence, it has been a
considerable gap in the literature and potentially important research point to investigate whether
xenophobic views of the social world are the result of a fight for scarce jobs or a culture clash
resulting from the discourse of exclusion and devaluation which organizational and managerial
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leaders generate. Therefore, with this research we aim to contribute to theory and practice. First,
the research adds contribution by refining the national-level phenomenological approach to an
organizational-level perspective. Second, we examine the effect of paternalistic leadership on the
xenophobia, to our knowledge never researched before. Third, the leadership concept is related to
the cultural construct of xenophobia literature to identify necessary conditions for using a PL
behavior effectively; different than descriptive theories to explain why PL behaviors occur in which
collective structures related to other factors than the leaders. The sample of the study was chosen
from Gaziantep, where the immigrant population is dense. Given this untapped research area, the
primary motivation for this study comes from the need to explore the underlying paternalistic
leadership associated with xenophobia. Our research question has been determined within the
framework discussed; even if social identities primarily in a cultural context, how the identity
members feel concerning their organization as work-related identity affects xenophobia.

Theory and Hypotheses
Xenophobia

The term xenophobia derives from the Greek xenos (foreigner or stranger) and phobos (fear or
aversion). It is generally used to describe the fear of, contempt for, or aversion to foreigners and,
more broadly, people, values, customs, beliefs, and even artifacts differing from those of one’s own
culture (Duckitt, 2010). From a group perspective xenophobia, is the feeling described by
adherence to a tribe, clan, and similar racial group (Yakushko, 2009). People inevitably develop a
strong loyalty to their ethnic groups and discriminate against foreigners. Xenophobia has several
dimensions which can be collected as the cultural and identity dimensions and the personal and
political fear dimensions (van der Veer et al., 2011). Xenophobia has been observed experimentally
in a large number of species, with prominent regional and/or relatively closed social groups
organized on a hierarchical basis (Dennen, 2000). Expressions of xenophobia range from
prejudicial attitudes and explanations to forms of corporate or social exclusion, harassment,
interpersonal, and collective violence (Asia-Pacific, 2001).

Xenophobia is fear or hatred for strangers; it becomes concrete in discriminatory attitudes and
behaviors and often results in violence, all forms of harassment, and hate representation (Mogekwu,
2005). In some extreme events (e.g., Germany on February 19, 2020), it is seen in criminal events
leading up to mass murder with “signs of a xenophobic motive” (Nine Dead in “xenophobic”
Germany Bar Shootings, 2020). However, there has been little research on what causes societies or
organizations to be ethnocentric or xenophobic (Duckitt, 2010).

It is possible to encounter xenophobia under a wide variety of conditions, one of which is the
country where refugees are generally concentrated. The complete number of refugees in Turkey
has reached 3 million 782 thousand 200 people (Immigration Administration General Directorate,
2018). Migration movements are not just a spatial and geographic change, but they also have the
potential to transform the social life of the migrated (host) country (Albrecht, 1972). According to
some assumptions, an overall crisis of the entire society is more related to xenophobia than with
the growth of the foreign population of migrants (Imhof, 1993). In other words, the social aspects
of xenophobia are more important than the quantitative issues, and leadership is one of the most
important of these social aspects (Mannix & Sauer, 2006). Social identity theory can explain one
of these social aspects in organizations that members start xenophobia to outside group members
who do not belong or do not have an emotional attachment that is formed with the help of the
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leaders. Organizational members may find that their social identities conflict, such as the identities
of business leaders and family culture that accept negative norms as group property and members
do not accept diversity (Karelaia & Guillén, 2014; Robbins & Judge, 2018).

Even if there is growing xenophobia in Turkey (Culik, 2015), the reasons behind the xenophobia
have not been researched thoroughly in business life so far (Wimmer, 1997). Macro decisions of
governments such as the development and implementation of immigrants affect xenophobia
(Galloway, 2019), micromanagement in enterprises is also effective in this phenomenon.
Immigrant research focuses on immigrants who are racial and ethnic minorities (e.g., Porché-Burke,
1995; Sue, 1999), the attitudes of host communities towards displaced individuals are hardly
covered in the literature (Yakushko, 2009). The paternalistic managerial profiles may unify those
group members who belong to the same culture. The restricted social criteria thus serve to exclude
and devalue different/shifting types of member social identity in organizations (Metcalfe & Altman,
2000). More clearly, organizational leaders especially in a specific type of cultural structure can
define groups and these groups can define member identity with the result of outside inside member
perspective. Consequently, this perspective will result in xenophobia thorough outsiders.

The concept of cultural difference, which is based on excluding immigrants from the core social
group and dominating them, is based on the concept of 'otherization’, which is formed by its
dimensions, such as not being able to assimilate its essential elements and not be brought together
culturally. At the national level, foreigners are carriers of a different culture with the potential to
threaten the transmission of critical cultural values to developing members. However, contextual
differences exist in the notion of superior identity (Ariely, 2017). Since each culture consists of a
unique mix of orientations, foreigners inevitably threaten to alter the domestic culture through the
introduction of new orientations. As, ethnic heritage, cultures may appear relatively fixed and
distinct in the character of each nation that these stark differences of the cultures can contribute to
the xenophobic perception (Master & Roy, 2000). From this point of view, as the organizations
have their single cultural marks, the unequaled identity of everyone in the organization can replace
the idea of others and be used to play in the field of xenophobia (Taras, 2009). Consequently, even
if different leadership processes have likely roles/styles, there are also significant differences,
especially when the leadership tactics involve negative (i.e., authority) and non-work-related (i.e.,
involvement in employees’ non-work lives) influence behaviors (Chong et al., 2018). These kinds
of leadership style approaches and strategies of influence resemble a mostly paternalistic leadership
style.

Paternalistic Leadership

The paternalist leader has a significant influence on the attitude and behavior of subordinates in
many organizational settings (Aycan, 2015). In previous studies, paternalistic leadership has been
linked to the attitudes of subordinates such as satisfaction, engagement, commitment, and
organizational citizenship behaviors, and it is not focused on how paternalistic leadership can affect
the emotional trust and personal initiative of subordinates (Bai et al., 2019). On the other hand,
emic accounts of paternalistic leadership can be different for the subset of organizational cultures.
Subtle differences and emic leadership practices dominant in certain countries or cultures may even
not become apparent until a detailed behavioral analysis is undertaken (Brodbeck & Eisenbeiss,
2014). For example, Austrian leaders displayed significantly more participative decision-making
behavior at work than leaders from Finland, France, Czech Republic, Poland, and Turkey (Jago et
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al., 1998). This might open potential research that is of paternalistic leadership on xenophobia that
leading by alternative ways of doing things, such as authoring leadership, collectivist setting, a
leadership style which fuses the strengths of local may harm other approaches of family relations.

Paternalistic leadership consists of three dimensions: authoritarianism, benevolence, and moral
leadership (Aycan et al., 2013; Farh & Cheng, 2000; Gercek, 2018). Authoritarianism refers to a
leader’s behavior that asserts absolute authority and control over subordinates and demands
unquestionable obedience from subordinates, and imposes strict discipline on subordinates (Aycan
et al.,, 2013). The authority dimension of the paternalistic leadership is based on the social
deterrence theory. According to this theory, the leader can motivate compliance and order in the
workplace with the threat of penalties and enforcement. Employees should act by weighing the
potential gains and losses of being incompatible or negative in the workplace and seeing such
behaviors by leaders. Deterrence is a necessary element of leadership. Groups and organizations
cannot function if employees’ behavior is not restricted according to the rules. However, studies
determining the effects of the leadership model based on the deterrence theory are minimal (Tepper,
2000; Tepper et al., 2009). Benevolence dimension of the paternalistic leadership means leader’s
behavior demonstrates individualized, holistic concern for subordinates’ personal or familial
wellbeing; and morality dimension of the paternalistic leadership can be defined as leader behavior
that emphasizes the pursuit of superior personal virtues through acting unselfishly, having self-
discipline, and leading by example (Aycan et al., 2013).

Different leadership methods affect the dynamics of the groups differently (Forsyth & Nye
2008). Leung (2001) argued that (a) people in collectivistic cultures have higher levels of
unconditional benevolence and positive social identity which, in turn, lead to higher levels of in-
group involvement than is the case for people who value individualism; (b) negative reactions from
supervisors in high power distance cultures generate more negative reactions among workers than
is the case in low power distance cultures (Latham, 2007). In other words, organizational members
may thus pick and choose which of their social identities are salient to the situation, such as the
identities of the business leader (Robbins & Judge, 2017). In such a situation, the leader is
considered to be deliberate in doing the undue favor to one of his subordinates, which can be
considered the other-group as so different that it must be segregated, expelled or destroyed (Banton,
1996; Cox & Roucek, 1970). Additionally, the assimilation or acceptance of immigrants depends
on the process that can be measured by the extension of family patterns (Banton, 1996; Todd, 2015)
in which can be developed by paternalistic leadership in organizations. Therefore, a paternalistic
leadership-like leadership style has the potential to transform the style into workplace
discrimination (Aycan, 2006b; Borekei, 2009) or vice versa.

The main features of Turkish organizational culture are mainly the acceptance of high power
distance, the prevalence of autocratic and paternalist leadership styles, the lack of individualism
and criticism (Berkman & Ozen, 2008). Employees consider their superiors to be “a compassionate
father” and expect them to play “the role of a parent” and expect them to be protective and
concerned about work and non-work matters (Pasa, 2000). Although the supervisors with
paternalistic features try to establish a family-like atmosphere in the workplace and deal with their
subordinates like a father (Farh & Cheng, 2000), the expected loyalty and different paternalistic
approaches may increase discrimination to xenophobia by increasing inequality (Borekgi, 2009).
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Paternalistic Leadership and Xenophobia

Leaders play a significant effect on defining organizational culture (Brodbeck & Eisenbeiss, 2014;
Klein et al., 2013; Sarros et al., 2002; Shao, 2019). Klein et al. (2013) also found that organizational
effectiveness is related to the exact types of culture and that a cultural norm is, moreover, related
to a specific type of leadership style. However, in companies with a detailed culture, where
“policies and rules” are significant and dominant, middle managers tend to avoid using assertive
influence, which involves not only demanding behavior but also threatening behavior, which may
be perceived as socially unacceptable and a dark side of leadership (Bacon, 2012; Chong et al.,
2018). According to this view, which is based on the discourse theory, it is the leaders who hold
this power and establish this discourse of exclusion and empowerment by institutionalizing in
multicultural business environments or migration policies (Wimmer, 1997). The group of social
scientists claims that concepts of cultural distinctiveness, forming the essential elements of a
concept of ‘otherness’ which helps to exclude immigrants from the core social group. Above all, it
is the official or semi-official power holders who create this discourse of exclusion and self-
empowerment and institutionalize it in multicultural social work or immigration policies.
Ostensibly, Stephan and Stephan (2013) theorized that when individuals from the in-group perceive
a supposed threat from the out-group, this conflict creates a challenge to their self-image, resulting
in anxiety.

Cross-cultural research has shown that dislike and rejection of outgroups and foreigners can also
be a cultural phenomenon, with certain cultures responding collectively with greater xenophobia to
outsiders than others do (Duckitt, 2010). In a nutshell, xenophobia is related to several social
science concepts describing different kinds of antipathy to others who may differ in almost any
way, but which mostly refers to intergroup differences (Levine & Hogg, 2010). These differences
are based on seeking any denials of personal dissimilarities is resulting from selves that creates a
specific vision of employees and the world to transmit it to others. However, this vision of
employees may be caused by leaders rather than social media, as Bollas (2018) suggested in
organizations. Conversely, Neuberg and Cottrell (2006) argue that, because situational,
dispositional, and cultural contexts all interact to form separate stereotypes of different groups held
by unlike people. Different leader styles may have, unlike impacts. In Turkish business,
paternalistic leadership may seem more effective than other types of leadership styles (Aycan,
2015; Pellegrini & Scandura, 2008). Based on the power owned by the leadership and its effect on
defining organizational culture, the paternalistic leadership can have an impact on cultural
xenophobia. In this context, the following hypothesis is developed.

Hypothesis 1: Leadership, namely paternalistic, has a significant impact on cultural
xenophobia.

In contrast to cultural differences, the personal traits of individuals can cause xenophobia in
organizations (Gurina, 2016). Duckitt (2010) states that dislike and rejection of outgroups and
foreigners can be an individual phenomenon, and reactions to foreigners may vary widely within
societies or cultures, with some people responding with hostility and others not. For example,
confidential anger also causes xenophobia. Personal anger due to life difficulties and poverty arises
from foreigners' anger, similar to looking for scapegoats, on the pretext that immigrants commit a
crime and take away their jobs (Harris, 2001; Odiaka, 2017). Thus, in the light the discussion we
propose the following hypothesis:
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Hypothesis 2: Paternalistic leadership has a positive impact on the individual dimensions
of xenophobia.

As mentioned above, deterrence is a necessary element of leadership. Deterrence theory predicts
that the authoritarian dimension of paternalistic leaders understands their predicted roles and
respects the leader through deterrent power and threatens employees with potential punishments
for their disobedience. In other words, with authoritarianism, a leader can assert absolute authority
and control, insist on obedience, and impose strict discipline on subordinates (Aycan et al., 2013),
which eventually evokes a stronger response of dependence and compliance (Farh & Cheng, 2000).
According to some studies authoritarian is negatively related to job performance and organizational
citizenship behavior (Aryee, Chen, Sun, & Debrah, 2007; Liang, Ling, & Hsieh, 2007), job
satisfaction and psychological well-being (Chao & Kao, 2005). Likewise, workplaces where the
authoritarian paternalistic leaders are in charge create unpleasant work outcomes, feelings of
discrimination within the work environment (Erden & Okten, 2019), social classes, and separations
(Grasmick et al., 1983). In this context, our reasoning is represented in the following hypothesis:

Hypothesis 3: The authority dimension of paternalistic leadership increases xenophobia.

One of the paternalistic leadership dimensions is creating a family atmosphere, where
paternalistic leaders treat employees like a family member and create a relationship as it is between
the father and a son or a brother (Cheng & Wang, 2015). Affective event theory suggests that the
working environment causes certain emotions that can affect employees' attitudes and guided
behavior over time (Zhao et al., 2007). However, the theory suggests that negative emotions that
have cynical consequences have a more substantial effect (McColl-Kennedy & Anderson, 2002).
Considering the paternalistic leadership dimension, in fact, the benefits of creating a family
atmosphere can have uncooperative effects on employees who are seen outside the family within
the organization. The reason for this is that the gloomy emotions are caused by the employees
within the family that can exceed their limits spread of the organization (Schwartz, 1999). It can be
said that these negative emotions can highlight xenophobia over time. In this context, the fourth
hypothesis is presented below:

Hypothesis 4: The dimension of paternalistic leadership to create a family atmosphere
increases xenophobia.

Information processing theory explains the employees' perceptions of leadership based on social
cognitive principles. The theory sees leadership as a result of social-cognitive processes that people
use to label others (Ustiiner Top, 2011). Inference-based processing as a derivative of information
processing theory shows that followers refer to the characteristics of leaders based on the results of
remarkable events (Lord, 1985). From the perspective of paternalistic leadership, the perception of
individual relationships with the paternalistic leader, depending on how these relationships are
interpreted and processed among other employees is important. Paternalism, as discussed before,
is a kind of hierarchical relationship in which a leader guides professional and personal lives of
subordinates, in exchange of loyalty and respect (Gelfand, Erez & Aycan, 2007). Employees can
think that loyalty or respect to the leader highly praised and resulting from good idiosyncratic
relationships with the leader. So, if employees interpret this loyalty as their separating and
discriminating features of relationship, and they can consequently behave towards other employees.
Thus, in the light the discussion we propose the following hypothesis:
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Hypothesis 5: The loyalty and respect expectation dimension of paternalistic leadership is
effective in reducing the xenophobia.
Method
Data Collection and Sampling Procedure

The majority of Syrians are included in the illegal and precarious workforce in the secondary labor
markets, where they have poor living and working conditions to survive. Syrian immigrants work
in medium-sized/under the counter companies that manufacture textiles and plastic shoes in
Gaziantep organized industry to make a living. Most of the plastic shoe manufacturers are small
enterprises called under the counter, and Syrian migrants who work for cheaper labor hours are
employed because the state control is limited.

For this reason, plastic shoe manufacturers have been chosen as the research universe. According
to the Gaziantep Chamber of Commerce data (GTO, 2019), 472 companies of various sizes have
been licensed to produce plastic shoes. Currently, 78 under the counter companies are actively
producing in the sector with 634 employees. For a 95% confidence level and £5%, the precision
level sample size should be 242 for the population with a size of 600 (Israel, 2013). More than 500
hundred questionnaires are dispersed, but only 143 are analyzed due to respond to number is 200
and at most 143 are filled eligibly.

The research was conducted with pre-structured questionnaires. Research data covers all
personnel working in enterprises producing plastic shoes, between 11 August 2019 and 02
December 2019. Questionnaires were distributed to all employees working in the plastic shoe
industry. The purpose and intents of the research were explained to the participants, they were told
that there are no right or wrong answers and that they can quit at any time. Besides, the researchers
assured them of information confidentiality. This was done to evade the potential threats of social
desirability and common method bias (Podsakoff et al., 2012).

Instruments

Paternalistic leadership scale developed and validated by Aycan (2006b) in Turkish. It is a 6-point
Likert-type scale consisting of 21 items and five sub-dimensions. The sub-dimensions of the scale
are a family environment in the workplace, relationships at the individual level, dealing with the
lives of employees outside of work, loyalty expectation, hierarchical status, and authority (Aycan,
2006a; Pellegrini & Scandura, 2008). This scale was revalidated by Sendogdu and Erdirencelebi
(2014) and Erol and Sentiirk (2018).

Xenophobia scale developed by Veer et al. (2011) is a 6-point Likert-type scale consisting of 14
items. Xenophobia scale is a short scale that can be applied at the national level to determine the
fear base xenophobia. During the scale development phase, researchers have created a pool of 30
items from different sources on the subject to develop a tool to measure xenophobia. They collected
data from 193 university students from The Netherlands, 303 university students from Norway, and
608 university students from the United States with the quantitative research method. As a result
of the analysis, they determined that 14 items were based on fear and that they hate, humiliate, and
perceive threats against foreigners. These items include personal fear, fear of cultural change, fear
of disloyalty, fear of political pain (van der Veer et al., 2011). All items were translated from
English into Turkish using the back-translation approach set forth by (Brislin, 1980). The items
were back-translated by two bilinguals, furthermore, an independent authorized translator
retranslated the items and the translations were compared for content accuracy. A pre-test (pilot)
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study was conducted with 21 Syrian migrant employees to evaluate the presence of wording
ambiguity, appropriateness, clarity, and suitability of sentence structure. Several modifications
were made.

Demographic Information

The demographic data (i.e., age, gender, marital status, level of education, organizational tenure,

and organizational position) of the participants in this study are presented in Table 1.
Table 1
Demographic Information of Participants

Frequency Percentage
Age
22-32 42 29.3
33-43 69 48.3
44-65 32 224
Total 143 100.0
Gender
Male 113 79.0
Female 30 21.0
Total 143 100.0
Marital Status
Single 39 27.3
Married 104 72.7
Total 143 100.0
Education
High/Middle school 89 62.2
Associate degree 39 27.3
Bachelor’s degree 15 10.5
Total 143 100.0
Tenure
1-3 years 49 34.3
4-6 years 57 39.9
6-10 years 37 25.8
Total 143 100.0

Results and Discussion

The model (Figure 1) is termed full (or complete) because it comprises both a measurement model
and a structural model; the measurement model depicting the links between the latent variables and
their observed measures (the CFA model), and the structural model depicting the links between the
latent variables themselves. The GFI and AGFI can be classified as absolute indices of fit, and both
indices range from zero to 1.00, with values close to 1.00 being indicative of good fit (.897 and
.874). CFI ranges from zero to 1.00 and is derived from the comparison of a hypothesized model
with the independence (or null) model. Although a value > .90 has initially been considered
representative of a well-fitting model (Hu & Bentler, 1999), which is .934 in our research. RMSEA
is expressed per degree of freedom, thus making it sensitive to the number of estimated parameters
in the model (i.e., the complexity of the model); values less than .05 indicate the good fit, and
values as high as .08 represent reasonable errors of approximation (Byrne, 2010; MacCallum et
al., 1996) in the population which is .05 so our model seems a reasonably good fit.



Olcay Okun, Cem Sen, & Korhan Arun 10

o
3y

q0040  f«e—2)
59
74 q0038
31
/
2 q0036 (a2
73 1.38 =6 51
71
1 G000 thy, 25 ats XP1 q0032  |=—§2)
\ 84 71
2 q000 PL1
85
2 0003 465 0030 { £3)
19 . - q0029 |=e—§2)
1 001 62 = =5
1 0016] qo028 _|=3)
74 I 28
1 0019 = qo027 |a—E3)
1 0020} 2%
P 10 o7
67)—-Jq007 Theg & » 2 g q0035 a3
= PL4 3 —
3 XP2 21 -
X L2 —=Jq0034}=—(2)
A7
2 q33_unreversed-d—@

Figure 1. Standardized CFA of the work engagement scale

According to the model of the research, paternalist leadership is divided into four factors. Since
the first factor (PL1) consists of family environment questions, it was called the family environment
factor. PL1 factor has three questions; for example, "He advises employees like a senior family
member. It consists of loyalty expectation questions such as the "PL2 factor" that expects loyalty
and respect in exchange for leadership and oversight of leaders." PL3 consists of the status
hierarchy and authority questions; for example, "Although it establishes close relations among the
employees, it maintains its distance. Finally, PL4 again contains questions from hierarchy and
authority dimension questions; it provides disciplined and also physical and emotional support
(sweet and bitter).

Xenophobia questions are the measure of fear-based xenophobia. The XP1 factor is related to
the cultural and identity dimensions of xenophobia, and consists of eight questions; for example, "
suspect that immigration in this country is out of control” or "I suspect that immigrants will
primarily seek the interests of this country.” In this respect, this factor is related to XP1, fear of
cultural change, or loss of identity. The XP2 factor is about individual losses and political change,
and consists of three items; for example, "I welcome interaction with immigrants"” or "It is good
that immigrants stay close to their cultural roots™ The XP2 factor is about personal and political
fear.
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The data obtained as a result of the confirmatory factor analysis were compared with the
correlation analysis, and the size and direction for the relationship between each other were

explored. The results are given in Table 2.
Table 2
Correlation Results

Pearson Correlations (sig. (2-tailed), N=143)
PL1_MEAN PL2_MEAN PL3_MEAN PL4_MEAN XP2_MEAN XP1_MEAN

PL1_MEAN 1 376" .086 466" -.031 183"
PL2_MEAN 3767 1 278" 4497 125 216"
PL3_MEAN .086 278" 1 378 .076 2327
PL4_MEAN 466™ 449™ .378™ 1 .015 .138

XP2_MEAN -.031 125 .076 .015 1 4617
XP1_MEAN .183" 216 232" .138 4617 1

PL1: Family environment factor, PL2: Loyalty factor, PL3: Status hierarchy and authority factorl, PL4: Hierarchy and authority factor2, XP1:
Cultural and identity dimensions of xenophobia, XP2: Personal and political fear of xenophobia.

** Correlation is significant at the 0.01 level (2-tailed).

* Correlation is significant at the 0.05 level (2-tailed).

As shown in Table 2, the PL1 (family environment) factor is positively and significantly
associated with the XP1 factor. In other words, it increased the paternalistic leadership PL1 factor
increases personal xenophobia. This means that the fact that employees are included in the family
atmosphere do not see other members of the business as family members. PL2 (loyalty) is also
positively and significantly associated with XP1. In short, loyalty to leaders constitutes xenophobia
in a cultural sense. Besides, PL3 (status and hierarchy) significantly affects the XP1 factor. In other
words, PL1, PL2, and PL3 factors culturally (XP1) affect the xenophobia factor positively.
However, paternalistic leadership does not significantly affect the personal and political (XP2)
hostility factor of xenophobia.

As a result of the study, it was determined that in the workplace, there is no individual or
political xenophobia, xenophobia stem from culture and cultural origin. Hypothesis 1 has been
supported (.183, B=2.15); paternalistic leadership increases cultural xenophobia. In contrast,
Hypothesis 2 was rejected (significance is > 0.05); that is, there is no xenophobia caused by
personal and political reasons in our country. Paternalistic leadership dimensions are in a way to
further deepen this cultural alienation. This result is consistent with the study, which states that the
idea of losing one's social structure and culture will have negative feelings such as sadness
(Eisenbruch, 1990). In other words, studies should be carried out to bring not only economic but
also cultural distances to employees (Penninx, 2005).

It has been found that the authority dimension of paternalistic leadership increases cultural
xenophobia but has no effect on individual and political xenophobia, but authority is the factor that
increases the cultural dimension the most (.232, f=7.29). Since this result is new in the literature,
it is crucial for the originality of the study. Loyalty and respect waiting dimensions increase the
xenophobia along with authority. However, it is still not valid on individual and political
xenophobia. This result shows that hypothesis 3 received partial empirical support.

The behavior of paternalistic leaders to create a “family atmosphere” increases cultural
xenophobia from cultural change or loss of identity perspective, as presented in Table 2. At the
same time, it does not affect individual and political aspects. Additionally, creating a family
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environment affects xenophobia to a minimum (.183, f=2.15) (See Table 2). Hypothesis 4 (The
dimension of paternalistic leadership to create a family atmosphere increases xenophobia);
therefore, is partly supported. These results are contradicting with the individual context zone
concept. Based on the concept of a contact zone, Ahmed (2000) stated that the singular experiences
of “foreigners” can be a contact point that can be both personal and collectively transformant. Pratt
(1991) proposed the concept of the contact zone, which invites individuals to focus on differences,
subjectivity, questioning capacity, and ability to recognize conflicts. However, leadership is not
effective on the employee level; instead of leaders should focus on organization culture and
employee identity for integration (Yukl, 2013). These results show that even if integration lasted
for decades and related to unions, liberalization of university access, and increased mixed marriages
of the second generation culture and identity issues can be solved at the organizational level that
the evident aspects of xenophobia may decline steadily.

Loyalty expectations also positively correlated (.216, p=4,65) that these expectations are
increasing the xenophobia of cultural and identity aspects more than the family factor of leadership.
As a result, Hypothesis 5 is rejected. This result is coherent with the research that in Europe,
xenophobia and authoritarian orientations are related (Levine & Hogg, 2010). Loyalty or respect
expectations may functionally mask stereotypic perceptions of incompetence that convey a lack of
respect (Henry & Pratto, 2010). Uncertainty-identity theory also supports our findings. This theory
implies that identity is a process that not only defines and locates oneself in the social world but
also prescribes how one should behave and how one should interact with others (Hogg, 2010; Hogg
& Terry, 2000). So, being in a family atmosphere is equally important defined how the employees
may act, and loyalty/respect expectations as a part of that process may increase cultural and identity
xenophobia.

Conclusion

This paper studied the effects of leadership, paternalistic, on xenophobia in organizations from
contextual perspective. Leaders have the power to affect both context and individual behaviors that
individual behavior is shaped dramatically either positively or negatively. Therefore, leaders must
pay special attention to roles, norms, and cohesion—to understand how these are operating within
a group is to understand how the group is likely to behave. To decrease the possibility of the
xenophobic workplace and social activities, leaders must ensure that group norms do not support
antisocial behavior. However, some type of leadership may cause xenophobia unintentionally in a
related type of culture.

To provide a comprehensive understanding of the phenomenon, this article empirically
investigates the potential effects of paternalistic leadership on xenophobia. Our findings revealed
that paternalistic leadership has a negative impact on humanizing integration and the identity of
xenophobia. It is impossible to consider the employment problems of asylum-seekers separately
from the social, political, cultural, and legal factors affecting this process. In addition to its
economic features, the subject attracts attention with its human aspect. Leaders are one of the most
influential aspects of employees and strategy in the organization (Hambrick, 2007; Hambrick &
Mason, 1984; Shao, 2019). Nevertheless, the effect of leadership is context-specific (Chong et al.,
2018; Liu et al., 2010) that each leadership behavior or style can have a unique impact on different
organizations. Our investigation shows that paternalistic leadership has a significant impact on the
cultural and identity dimensions of xenophobia self-idealization.
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In today’s dynamic environment, controlling and reducing the xenophobic attitudes has become
essential in obtaining sustainable competitive advantage. In this context, it is an indispensable for
businesses to reduce xenophobia and to increase business performance. ldentifying the antecedents
of xenophobia, which is of critical importance for business life, is also critical in this respect.
According to several researchers understanding the antecedents of xenophobia is important (Ariely,
2017; Duckitt, 2010; Master & Roy, 2000; van der Veer et al., 2011; Yakushko, 2009).

This paper advances the field by adopting an organizational perspective of xenophobia, in
particular, by integrating and examining the impact of paternalistic leadership. Drawing from the
social identity theory, we advanced and tested a theoretical model that delineates the effects of
paternalistic leadership on xenophobia. In line with our assertions, the findings denote that
employee perceptions of the paternalistic leadership results in xenophobia. This makes intuitive
sense, as paternalistic leadership is likely to trigger unwanted behavior such as xenophobia. The
results of this study would clearly help in avoiding the detrimental effects of xenophobia caused by
the paternalistic leadership, and it definitely has theoretical and practical implications for managers
and organizations.

In terms of organizational behavior and theoretical contributions the results obtained have shown
that paternalistic leadership has a significant impact on the cultural and identity dimensions of
xenophobia self-idealization, which clearly indicates that leadership style chosen, in our case
paternalistic leadership, is a substantial tool to be used in favor of the organization. It is clearly
understood that specific cultural constructs are needed in paternalistic leadership which can be
explained by prescription view rather than descriptive view in which broad meta-leadership
categories are researched. Additionally, by examining the dynamics of a sample in Turkey,
appropriate to the research context, this study has constituted steps to sail new horizons in this
regard. In terms of organizational practical implications contributions, we refined the national-level
phenomenological approach to be organizational-level. The decline in wages with the arrival of
Syrians deepens the unemployment problem of workers, especially those living in the region where
asylum seekers are concentrated. Workers complain about not finding a job. As a result of being a
foreigner, it is a frequent problem for refugees to be seen as a scapegoat in various negativities,
especially unemployment and wide-ranging. Some of the citizens see immigrants as the reason for
the negativities that occur in living conditions (Kog et al., 2015). However, this perspective is not
resulting from a rising criminalization by the political system (Palidda & Fondazione, 2001) in
Turkey.

Employees in Turkey are waiting to establish close and often personal relationships with leaders
and vice versa. This demand turns from the leaders of the employees to the expectation of creating
a family atmosphere in the workplace. However, not being careful in the distribution of authority
and benevolence may reveal employment discrimination arguments (Erden & Okten, 2019).
Consequently, these arguments may bring hostility towards foreign workers because social,
political, economic, and individual origins of xenophobia are intertwined.

The right or wrong definition of the media and the public as the perpetrators of both minor crimes
and the most disgusting crimes affected the society, and these accusations, which were generally
unfounded and exaggerated, were directed to the Italian "Southerners” in the 1950s and 1960s—
generalized to incoming foreigners (Dotti, 2020). Similarly, immigrants living in Turkey are faced
with the danger of being targeted in internal disputes about national identity. Although Turkish
society does not have enough experience to live with immigrants outside the cosmopolitan city of
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Istanbul, complaints, and frictions, have not yet reached mass proportions. Complaints and frictions
occur mostly in regions where Syrian refugees such as Gaziantep, Sanliurfa, Adana, and Mersin
live. Reactions to foreigners have the potential to spread across the country over time (Cetin, 2016).
Xenophobia intertwines social, political, economic, and individual origins. It has threatened
people’s lives and livelihoods. On the other hand, studies to solve the problem in working life are
limited in our literature.

Enterprises should lay the foundations for eliminating cultural differences in management
understanding. In line with the conceptual suggestions described above, leaders should treat
newcomers as family members, and expand their loyalty and respect framework not only to
themselves but also to other individuals. On the other hand, instead of authoritarian concepts within
the family, they can establish collective decision-making mechanisms suitable for the Turkish
business culture and create contact points between newcomers and existing employees. Political,
social, and cultural leaders must decisively condemn the manifestations of racism and xenophobia
to respect all people working in the same workplace and to create an environment of peace.

Besides these findings, this empirical work inherits several limitations which provide several
opportunities for future research. Firstly, the study’s data is obtained from a single area (Gaziantep)
source using a cross-section design, which limits causal inference. On this account, we recommend
future work in this research stream to utilized multi-sourced, time-lag and experimental design to
draw a causal inference. Secondly, the study data came from a single country and context which
limits generalizability and applicability of findings to other countries, industries, and contextual
settings. On this account, we recommend future work in this research stream to replicate this study.
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