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INTRODUCTION

The belief of the employees whether they are
subjected to a fair practice or not by the em-
ployers during the functioning of an organiza-
tion, which is about organizational justice, has
influence on their organizational behavior. It
has become an advantage in the competitive
area that qualified employees are employed in
organizations. This advantage is perpetuated
if and only if the qualified employees are kept
in the organization. Keeping the employees in
an organization depends on fair behaviors of
the managers to the employees, and employ-
ees perceiving the justice in this way (Cropan-
zano and Molina, 2015:380-381).

Employees pay great attention to the distribu-
tion of earnings, the decision process of the
distributions, the way employees behave to
them and the fairness of how much they are
informed about these processes. The concept
of organizational justice expresses that the
employees perceive the processes, interac-
tions and outputs in the organization as righ-
teous (Kerwin, Jordan, & Turner, 2015: 387-
388).

Justice is one of the building blocks of strong
organizations and strong cultures. In organi-
zations perceived as righteous; the perception
of organizational identity, work quality and
performance is high; the reconstruction of the

organization and decision processes are easy;
participation and collaboration behaviors
are common; promotions and punishments
are fair and organizational problems are rare
(Levy & Norris-Watts, 2004: 733).

There have been many researches about or-
ganizational justice and the concepts it is re-
lated to. The main subjects of these researches
consist of the relationship between job satis-
faction through organizational justice and the
intentions of quitting the work, organizational
commitment, organizational citizenship, orga-
nizational trust and motivation. It is observed
that the studies in recent years focus on or-
ganizational trust, organizational citizenship,
motivation and job satisfaction (Bidarian &
Jafari, 2012: 1623).

When it is considered in the extent of dimen-
sions of organizational justice, it is seen that
the connection between interactional justice
perception and organizational justice is stron-
ger. This result shows that there is an im-
portant relationship between organizational
justice and interactional justice, which is a
concept where the communication among the
employees is important and individuals are
valued (Nojani, Arjmandnia, Afrooz, & Ra-
jabi, 2012: 2901).
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BACKGROUND and HYPOTHESES
DEVELOPMENT

The notion of organizational justice is directly
related to organizational culture. Whether the
processes in an organization perceived as fair
by the employees results from organizational
culture. There are many studies about organi-
zational culture in the literature. In the studies
about organizational culture, it is stated that
the concept of justice differs from culture to
culture; it is determined that the employees’
justice perceptions depends not only on de-
mographic features, but also on different cul-
tures (Patterson, Cowley, & Prasongsukarn,
2006: 265).

The concept of organizational culture has
been becoming more and more important
during the administrative processes of orga-
nizations. There are many studies about or-
ganizational culture in the literature. In these
studies, mostly its definition, dimensions and
effects on the administrative processes in or-
ganizations are researched.

Colquitt and his friends (2001) states that
culture may have an influence on justice, the
judgement rules, the purposes of fair behav-
ior, the preferences while applying principles,
the process of creating justice and the effects
of justice on the results (Colquitt, Conlon,
Wesson, Porter, & Ng, 2001: 426). The stud-

ies that examine the connection between or-
ganizational justice and job satisfaction in the
literature, analyze the relationship between
the effects of dimensions of organizational
justice on the results and demographic fea-
tures of the employees. According to the
findings of these studies, organizational jus-
tice perception emerges as one of the factors
determining job satisfaction. In the scope of
these studies, it is revealed that employees
who completely receive the rewards of their
efforts have a higher job satisfaction then the
ones who do not. The overall arising results
fit to Adams Equity Theory. Another result
obtained from the researches about the rela-
tionship between the dimensions of organiza-
tional justice and job satisfaction is that the
distribution justice perceptions of employees
are more effective on job satisfaction (Lam-
bert, Hogan, & Griffin, 2007: 646-647) (Ouy-
ang, Sang, Li, & Peng, 2015: 149-150) (No-
jani, Arjmandnia, Afrooz, & Rajabi, 2012:
2902) (Lotfi & Pour, 2013: 2076).

Job satisfaction is used generally to express
the gratification an employee finds in his job.
Occurrence of job satisfaction in employees
is related to the perception they build that,
they are treated fairly, that their performance
evaluations and promotion mechanisms are
fair and equal. The more employees perceive
an organization as fair, the higher their moti-
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vation gets, the more pleasure they feel doing
their job; this resulting situation will provide
higher job satisfaction; and as a result, higher
employee performances will improve orga-
nization performance. However, in case of
low job satisfaction, the organization perfor-
mance is influenced negatively. The decrease
in job satisfaction brings about employees
getting slower, lengthening the processes, be-
ing absent, leaving their jobs and an increase
in conflicts in the organization (Alkassabi,
Alsobayel, & Aleisa, 2015: 62-63).

Job satisfaction is considered as an important
factor because of its effects on the employees
and on organizations. The positive outcomes
of increasing job satisfaction are revealed in
many studies. In their study, DeConinck and
Stiwell (2004) examined the relationship be-
tween the perception of the employees and
job satisfaction; and concluded that there is
a strong positive connection between the per-
ception of the employees and job satisfaction.
(DeConinck & Stilwell, 2004: 227-228).

It is believed that organizational environment
affects the job satisfaction of employees more
than it does by their personal roles. Greenberg
(1987), assert that, in the long term, organi-
zational justice is a fundamental requirement
in terms of the operation of an organization
(Greenberg, 1987: 11-12). Greenberg states

that organizational justice perception as a
function of administration policy and result-
ing working conditions may affect job sat-
isfactions of the employees. Organizational
justice affects job satisfaction in a direct and
positive way; and at the same time, existing
job satisfaction strengthens the organizational
justice (Greenberg & Baron, 2008: 128-129).

Organizational trust is the belief that the or-
ganization is consistent about their promises
and contracts when the employee faces an
uncertain or a risky situation and their actual
attitude in such a situation. Organizational
trust is one of the most current topics of orga-
nizational justice concept. Trust towards de-
cision-makers especially important because
decision-makers are authorized to distribute
resources and promotions (Fukuyama, 1995:
63-64).

According to Colquit and his friends, there
is a strong relationship between trust, distri-
bution, and procedural justice that are a part
of organizational justice dimensions. When
managers make decisions by sharing infor-
mation with employees in a clear, correct
and consistent way, giving importance to the
decisions of the employees, explaining the
reasons of their decisions, it promotes trust
towards managers in employees (Colquitt,
Conlon, Wesson, Porter, & Ng, 2001: 428).
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In the literature, there are researches, which
claim job satisfaction; organizational trust
and justice perception are related to each oth-
er. It is observed that an increase in organi-
zational justice also enhances organizational
trust (Bidarian & Jafari, 2012: 1624) (Celani,
Deutch-Salamon, & Singh, 2008: 65) (Jafari
& Bidarian, 2012: 1817-1818). The research
model is shown in Figure 1.
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Figure 1. Conceptual Model

Organizational commitment is also associat-
ed with organizational justice in the literature
(Meyer & Herscovitch, 2001: 301-302) (Car-
mon, Miller, Raile, & Roers, 2010: 212-213)
(Lambert, Hogan, & Griffin, 2007: 646-647)
(Paolillo, Platania, Magnano, & Ramaci,
2015: 1699) (Gumusluoglu, Karakitapoglu-
Aygiin, & Hirst, 2013: 2271). In Greenberg’s
opinion, it is important to determine the ef-
fect of justice perception of the employees on
their commitment because employees cannot

feel committed to an organization without
justice; they cannot identify themselves with
the organization. Low commitment addresses
possible problems like employees ready to
leave the organization at any moment. This
situation results in more circulation of em-
ployees in the organization, hence a decrease
in productivity (Greenberg J., Stres Fairness
to Fare No Stres: Managing Workplace Stres
by, 2004: 355-356). Because fair practices in
an organization has an effect of increasing
the commitment of employees, organization-
al justice has the power of promoting posi-
tive behaviors (Greenberg J., The Quest for
Justice on the Job: Essays and Experiments,
1996: 39-40).

The concept of justice has been researched
in many aspects. The roots of justice extend
from religion to philosophy and political sci-
ence. The concept of justice is used as an
expression of legitimacy and rightfulness.
In everyday language, the concept of justice
is used to express the justness, rightfulness
and honesty of a behavior or action (Green-
berg J., Taxonomy of Organizational Justice
Theories, 1987: 16) (Jafari & Bidarian, 2012:
1817-1818).

Organizational justice is a concept emerging
from the investigation of justice in organiza-
tional life, and it is related to working con-
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ditions which result in employee believes
whether they are treated fairly or not. Early
researches about organizational justice are
stated to be “The Relative Deprivation Stud-
ies” by Stoufer and his friends, which were
done during Second World War (Stouffer,
Suchman, Devinney, Star, & Williams, 1949:
168-169). The notion of organizational jus-
tice was first mentioned by Greenberg in
1980 (Cropanzano & Greenberg, 1997: 320)
(Greenberg J., Looking Fair versus being
fair: managing impressions of, 1990a: 20-21)
(Greenberg J., Organizational justice: yester-
day, today, tomorrow, 1990b: 406-407). The
basis of these studies about organizational
justice is the equity theorem of Adams (Ad-
ams, 1963: 427) (Adams, Inequity in social
exchange, 1965: 221). In contrast to philoso-
phers suggesting thoughts about what justice
is, administrative scientists and psychologist
are interested in people’s beliefs about justice
and how justice is applied in organizations.
There are many definitions of organization
justice expressed by academicians from vari-
ous disciplines. The studies about organiza-
tional justice are the ones that study the per-
ceptions of the employees about justice in an
organization. Greenberg defined justice as its
role in an organization (Greenberg J., Look-
ing Fair versus being fair: managing impres-
sions of, 1990a: 29-30). Organizational jus-

tice is about how employees perceive their
administrators, subordinates, equals and or-
ganization as a whole in a financial sense.

Organizational justice can be defined as posi-
tive perceptions of the employees about their
administrators’ decisions and actions about
the organization and employees; how to man-
age wages, rewards, punishments and promo-
tions; how these decisions are made and how
they are conveyed to employees (Cropanzano
& Greenberg, 1997:322-323) (Cropanzano &
Molina, 2015: 382).

Although the notion of justice is one of the
most researched concepts both in the field of
economy and in the field of business man-
agement, Greenberg and Colquitt have exam-
ined it in four stages in the sense of modern
management since 1949 until today. It is pos-
sible to list these stages in the following way
(Greenberg & Colquitt, Handbook of Organi-
zational Justice, 2005: 111-112):

e Fair distribution examined fair distribu-
tion of resources between 1950 and 1970.

e Fair process focused on distribution of re-
wards between 1970 and mid-1990s.

e Fair interaction has been studied since
1980s.
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e Integrating flow appeared in the 21st cen-
tury and is stated as dimensions of justice.

Based on justice theories, the dimensions of
organizational justice are grouped into three
categories consisting of distributive justice,
process justice and interaction justice.

Organizational distributive justice means jus-
tice in distributions of wages, rewards, so-
cial contributions for employees. Most of the
studies of distributive justice are based on the
Equity Theory developed by Adams (Adams,
Inequity in social exchange, 1965: 232).

Employee evaluations are formed on their
comparison of their gain with other employ-
ees’. Like it is explained in Equity Theory,
the balance between the inputs they give to
the organization and the outputs they receive
gives them a feeling of equality. On the other
hand, the perception of unfairness triggers
anger, unhappiness, pride and guilt in the em-
ployees. Moreover, the criteria of distributive
justice comparison and applied models are
crucial.

Distributive justice is about the perception of
employees about how fairly they are treated
rather than how the earnings are actually
distributed. The important part of the dis-
tributive justice is ensuring that employees
think that they are getting what they deserve.

Distributive justice is the fairness of the de-
cisions; employees’ share on the rewards,
punishments, wages, statues, promotions and
their reactions to these.

Whether a situation or a behavior is fair in
an organization depends on employees’ be-
liefs about it. Since organizational justice is
about perceptions, it may differ according to
different situations and conditions. The stud-
ies show that distributive justice is related to
wage satisfaction, job satisfaction and man-
agement satisfaction and arising intentions
of quitting the job (Beugre, Managing Fair-
ness in Organizations, 1998: 53) (Beugre,
Understanding Organizational Ju stice and
its Impact on Managing Employess: an Af-
rican Perspective, 2002: 1100) (Bidarian &
Jafari, 2012: 1625) (Colquitt, Conlon, Wes-
son, Porter, & Ng, 2001: 430) (Cropanzano &
Greenberg, 1997: 318) (Cropanzano & Mo-
lina, 2015: 382) (Greenberg J., Looking Fair
versus being fair: managing impressions of,
1990a: 29-30) (Greenberg J., Organizational
justice: yesterday, today, tomorrow, 1990b:
402) (Greenberg J., Taxonomy of Organiza-
tional Justice Theories, 1987: 28) (Greenberg
J., The Quest for Justice on the Job: Essays
and Experiments, 1996: 118) (Greenberg &
Baron, Behavior in Organizations, 2008: 66)
(Jafari & Bidarian, 2012: 1818). Distribu-
tion injustice occurs when employees think
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they do not get their share of organizational
rewards as much as they expect. This results
in negative behaviors, particularly feelings
of resentment (Beugre, 2002: 1096) (Beugre
& Baron, 2001: 327) (Greenberg J., 1990b:
411).

While distributive justice is concerned with
how outputs are distributed in an organiza-
tion, procedural justice is about the fairness
of processes determining these outputs. It im-
plies that decision-making processes and re-
ward processes must be perceived as fair by
employees. It contains structural features of
decision-making processes like employees’
right to speak, convenience of the evalua-
tion criteria, objectivity in decision-making
processes (Cropanzano & Greenberg, 1997:
322).

The concept of procedural justice is con-
cerned with how decision-makers manage
the distribution processes and whether they
are being fair in their behaviors. Procedural
justice can be defined as fairness of processes
for determining the results.

Procedural justice influences perceptions of
employees about fairness of processes and
distribution of rewards. At the same time, pro-
cedural justice reflects fairness of processes
of deciding the outputs like wages, rewards

and promotion (Greenberg J., Taxonomy of
Organizational Justice Theories, 1987: 18).

Procedural Justice Theory presents six pro-
cesses in order to claim the fairness of a pro-
cess (Greenberg J., Taxonomy of Organiza-
tional Justice Theories, 1987: 19):

1. The process of distribution decisions must
be consistent.

2. Managers must stay away from prejudice
during their decisions about distributions.

3. Decision-making processes must be based
on true and valid data.

4. Distribution processes must allow em-
ployees to object to wrong decisions.

5. Decision-making processes must repre-
sent the opinions of employees and their
values.

6. Processes must represent ethical and mor-
al values.

Positive procedural justice perception leads
to committed employees and high perfor-
mance. Interpersonal and informational jus-
tice is making respectful and honest explana-
tions to the employees about decision-making
processes for distributions. Interpersonal and
informational justice can also be defined as
sharing justice processes with the employees
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in a right and effective way. Thus, Greenberg
approaches interpersonal and informational
justice as the social component of procedural
justice (Greenberg J., 1990a: 31). The differ-
ence between interpersonal and informational
justice and procedural justice first described
by Greenberg and Colquitt. In their opin-
ion, while the perception of fair interaction
can be associated with the evaluation of the
manager, fair process is associated with or-
ganizational system evaluation (Greenberg
& Colquitt, Handbook of Organizational Jus-
tice, 2005: 125).

Greenberg organized these four elements into
two groups. The first group, which is called
interpersonal and informational justice, con-
sists of the elements respect and impartial-
ness; the second one, which is called Inter-
personal and informational justice, contains
the elements honesty and truth. Interpersonal
and informational justices are justice percep-
tion of how distribution decision-makers tell
the decisions to employees. When managers
act in an unprejudiced and respectful way,
employees perceive them as fair. On the other
hand, interpersonal and informational justice
states that employees should be informed
of the distributions of the earnings and the
decision-making processes of distributions
(Greenberg & Colquitt, Handbook of Organi-
zational Justice, 2005: 125).

Distribution of results often beyond the con-
trol of managers; but when employees find
their managers fair, they will not be interested
in processes and their justice perception will
be high. For this reason, interpersonal and in-
formational justice can be defined as the jus-
tice perceived by the employees.

H,.Organizational justice positively affects
organizational commitment.

Sustainability of organizational success is
related to organizational commitment. From
past to present, organizational commitment
has been a subject of many researchers. Or-
ganizational commitment and working rela-
tion, individuals having higher performance
with organizational commitment, having
impact on honest and right behaviors and so
on, aroused considerable interest on research-
ers enough to lean on this topic. A research
carried by Howard Becker in 1960 indicates
that, employees with organizational commit-
ment who quit their jobs with reasons such as
personal interests lose benefits more than the
ones without it. Another research suggests that
organizational commitment is a psychologi-
cal phenomenon. To obtain such commitment
is only possible with an individual adopting
the corporation and embracing the corpora-
tion values. There are many definitions on
organizational commitment. Schermerhorn
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defines it as “an individual having a positive
relationship with the organization and feel-
ing themselves as a part of the organization”.
Another definition suggests that individual
concretes with the organization and feeling
powerful under that identity.

In terms of psychology, organizational com-
mitment is defined as feeling leading the
employees to embrace organizational goals.
Organizational commitment improves per-
formance level drastically. Causing this com-
mitment is proportional only to the desire of
working at the organization. Individual shows
interest in embracing the corporation goals
and purposes only if they want to work there.
Organizational commitment is defined as an
emotional devotion. There are three main ele-
ments that provides a healthy organizational
commitment basis; overlapping interests of
both individuals and organizations, the duties
of an individual being done by them with de-
sire, and being and staying as a member of
the organization. An organizationally loyal
employee shall rise faster than others, and be
fully satisfied in terms of self-actualization.

Organizational commitment expresses an
individual’s psychological relation to the
corporation. There are many definitions of
many researchers on this topic. Researchers
have had approached to the subject with dif-

ferent disciplines since they all had different
individual perspectives. According to a study
carried by Etnozi in 1961, organizational
commitment is an individual’s embracing of
organization goals and purposes considering
moral codes, and acting accordingly. Organi-
zational commitment is integrating employ-
ees with the corporation.

According to them, individual should inherit
the organization goals before all else, should
work for those goals, and should maintain
their commitment to the corporation. Many
researchers conclude as organizational com-
mitment is related to work commitment,
since organization is the work environment
of the individual. Which leads to the point;
the necessity of a healthy work environment
in order to yield organizational commitment
from employees, who care about their duties,
feeling the need to be sustainable for the cor-
poration, thus staying motivated.

In order to measure the magnitude of orga-
nizational commitment, a five-question scale
developed by Allen&Meyer (1993) is used.

The scale that explains the organizational
commitment and more often used in the lit-
erature, is the Allen-Meyer scale. In Allen-
Meyer scale, there are three dimensions of
organizational commitment as defined as fol-
lows:

10
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Affective Commitment can be defined the
embracement of the employees to the organi-
zation’s objectives and values. It is the most
powerful among the dimensions of organiza-
tional commitment. Affective Commitment
appears as regarding the organization as an
indispensable entity. This leads the employ-
ees not looking after their own interest if nec-
essary.

Continuance Commitment can be defined
as: There are various advantages of being
in the organization for the employees. They
think that they would be deprived of such ad-
vantages when they leave the organization.
Therefore, they do not want to leave the orga-
nization. These advantages may be the wage,
statute or the friendships with the colleagues

in the organization.

Normative Commitment can be defined as:
Sometimes the employees do not adopt the
values of the organization and may show
commitment as the requirement of ethical
values. Such employees feel organization
commitment as sense of mission.

H,. Ethical climate positively affects organi-
zational commitment.

Ethical climate implies that business and
applications are done by taking account of
ethical values in organization and there are

several decisive factors play role on creat-
ing ethical climate. These factors are norm,
culture, ethical standards and applications.
Understanding, adopting, and applying the
ethical values by the employees is a sign for
that ethical value is accepted by the climate
which adopted by employees. Acceptance of
the ethical climate not only depends on ethi-
cal standards, but also it depends on various
fixed factors such as individual’s personal,
cultural, moral and beliefs (Oguzhan, 2015:
65). The ethical rules shared in organization
should be the subject when it comes to organi-
zational harmony. Personal behaviors should
be influenced by ethical values (Schwepker,
2001: 43).

The determinants of the ethical climate are
quality of the organization and personal be-
haviors. The correct evaluation of the ethical
perception by the employees of the organiza-
tion affects them to search for the solution of
the problem. Individuals understanding the
operational processes in the workplace and
feeling the ethical climate is a result of the
climate. Ethical climate is not independent
from the organizational culture (Schminke,
Ambrose, & Neubaum, 2005: 138-139).

In this study, a scale consists of seven ques-
tions and developed by Schwepker (2001) is

11
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used in order to measure the magnitude of
ethical climate.

This research aims to answer the following
research questions: Is ethical climate affected
by organizational justice. Does organization-
al justice affect organizational commitment?
Is organizational commitment affected by
ethical climate? Does ethical climate have a
mediator role in the relation between organi-
zational justice and organizational commit-
ment? To be able to analyze these questions,
below hypotheses have been developed.

H,. Organizational justice positively affects
ethical climate.

H,. Ethical climate has a mediator role in the
effect of organizational justice on organiza-
tional commitment.

RESEARCH METHODS
Reasures and sampling

In order to test the hypothesis, firstly, a ques-
tionnaire with Likert-5-scale has been formed.

In the questionnaire, for organizational jus-
tice, the scale developed by Jason A. Colquitt
(2001) has been used. In order to measure the
ethical climate, Charles H. Schwepker (2001)
scale has been used.

In addition, for organizational commitment,
the scale developed by John P. Meyer, Natalie
J. Allen, and Catherine A. Smith (1993) has
been used. The sample of this research con-
sists of 241 people working in public sector.

Construct Validity and Reliability

Principal Component Analysis has been con-
ducted in order to assess validity and reliabil-
ity of the measures. The result of the PCA
Kaiser-Meyer-Olkin value is 0,827 which
show Principle Factor Analysis can be used.
Bartlett’s Test of Sphericity test has a p value
smaller than 0,05, which also means that the
data is suitable for Principle Factor Analysis.
Table 1. shows the Factor Analysis Results.
Cronbach’s alpha values are well beyond
threshold level (0.7). This shows the reliabil-
ity of the constructs.

12
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Table 1. Factor Analysis Results

Factors Items Factor Weights % V.Exp. Reliability (Cronbach a)
PJ26 ,826
PJ28 ,807
PJ27 ,792
e giz Z:Z % 18,494 0,938
P25 ,721
PJ32 ,720
PJ31 ,686
DJ35 ,827
istributi DJ34 ,812
Dl?urgilézve DI33 701 % 8,810 0,919
DJ36 ,647
1J39 ,924
el L7 e R
1J40 747
INJ43 784
Inf(}r;rggzi: el INJ44 757 % 6,687 0,891
INJ45 664
EC19 ,871
EC20 ,843
' EC21 ,831
gltf;ﬁle EC22 665 % 11,851 0,881
EC23 ,653
EC18 ,632

13
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CCo9 851
cc12 840
T i;i % 11455 0552
CCo8 724
CCo7 ,683
ACO2 788
C?rgri?g;znt ACO1 761 % 6,678 0,841
ACO6 715
Total % 74,424
KMO 827
Bartlett’s Test 7427,355
df 561
p ,000
Test of Hypotheses nificant correlation among the components.

The hypotheses have been tested by means
of multiple linear regression analysis. The
Baron and Kenny (1986) method has been
used to test the mediator effect. Before con-
ducting an analysis with Baron and Kenny
method, there must be significant correlation
among the variables. In Table 2, the correla-
tion results according to Pearson correlation
coefficient for all three main components can
be seen. The results show that there is a sig-

As correlation prerequisite is proven, Baron
and Kenny analysis can be made. In order to
make the analysis, 3 models with the below
details have been tested.

Model 1: OC =0 +1.0J + € (Hypothesis 1)

Model 2: EC = B0 + B2.0J + € (Hypothesis
3)

Model 3: OC =0+ p1.0J + pB2.EC + € (Hy-
pothesis 2 and 4)

14



UHBAB
www.uhbabdergisi.com
Uluslararas1 Hakemli Beseri ve Akademik Bilimler Dergisi
Ekim / Kasim / Aralik — Yaz ve Sonbahar Kis Say:: 18 Y11:2016
International Peer-Reviewed Journal of Humanities and Academic Science
October / November / December - Summer and Autumn Winter Issue: 18 Year: 2016
JEL CODE: C31-D23-M12-M19-L.25 ID:343 K:779
ISSN Print: 2147-4168 Online 2147-5385
(ISO 9001-2008 Belge No / Document No: 12879 & ISO 14001-2004 Belge No / Document No: 12880)
(MARKA PATENT NO: TRADEMARK)
(2015/03947-2015-GE-17304)

Table 2. Correlations Among All Components

Components Justice Ethical Climate Commitment
Justice - - -
Ethical Climate 4647 - -
Commitment ,280" ,346" -

* Correlation is significant at the 0.01 level (2-tailed).
Table 3. Coefficients

Relationship Model 1 Model 2 Model 3

0J - 0C 0,280* - 0,152%*

0J — EC = 0,464* ;

EC — OC - - 0,276*

R? 0,078 0,215 0,138

Adjusted R? 0,074 0,212 0,131

F 20,293* 65,400* 19,068%*

* Significant at 5% level

When the models are tested, below results
are received: According to these results H1,
H2 and H3 hypotheses are accepted. H4 hy-
pothesis is partial accepted because value of
the coefficient of organizational justice de-
creases. However, it is significant. Therefore
this results show that ethical climate place a

partial mediator role in the effect of organiza-
tional justice on organizational commitment.

As shown 1n the Table 3, difference between
R2 values of Model 1 and Model 3 was
found as 0,06. This value is greater than 0,05.
So explanatory power of Model 3 increases
comparing with Model 1.
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Table 4. Sobel Test Results

The mediator effect of ethical climate

Sobel Test Statistics p

Organizational JusticeaEthical Climate aOrganizational

Commitment

3,30261795 0,00095787

In order to make verify the Baron and Ken-
ney results, the Sobel test has been conduct-
ed. Sobel test is one of the methods used for
verifying the mediator role (Sobel, 1982: 29-
31). The results of Sobel test verify the Baron
and Kenney method results. Table 4 shows
the Sobel test results. Therefore, the mediator
role of ethical climate in the effect of orga-
nizational justice on organizational commit-

ment is proven.
CONCLUSION

Organizational justice is employees’ posi-
tive perceptions of managers’ decisions and
practices; how to organize wages, rewards,
punishments and promotions; how these de-
cisions are made and told to employees. This
research aims to clarify the relation among
organizational justice, ethical climate and or-
ganizational commitment, which are all a part
of internal elements of an organization. For
this purpose, alongside with a detailed defi-
nition of organizational justice, the effects of
organizational justice and ethical climate on
organizational commitment have been inves-

tigated. In this paper, the mediator effect of

ethical climate on the relation between Or-
ganizational justice and organizational com-
mitment has been analyzed. The hierarchical
regression analysis method has been used in
order to determine the mediator effect. As per
the analysis results, the partial mediator role
of ethical climate on the relation between Or-
ganizational justice and organizational com-

mitment is statistically significant.

This study reveals that organizational justice
has a positive effect on ethical climate and
organizational commitment. Organizational
commitment is also positively affected by
ethical climate. When the partial mediator
role of ethical climate in the effect of orga-
nizational justice on organizational commit-
ment has been tested, the results show that
the partial mediator effect of ethical climate
is statistically significant. As a managerial
implication, firms should improve the condi-
tions of ethical climate in the organizations
to increase the effect of organizational jus-
tice on organizational commitment. If firms
do not establish ethical environment in their
organizations, the effect of the organizational
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justice on organizational commitment cannot

reach satisfactory level.
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ORGUTSEL ADALET iLE ORGUTSEL BAGLILIK ARASINDAKI iLiSKi UZERINE
ETIiK iKLIMIN MEDIATOR ETKISi

Oz: Orgiitsel adalet ¢alisanlarin yoneticilerin karar ve davranislarii nasil algiladiklar1 anlamina
gelmektedir. Orgiitsel adalet, iicretler, 6diiller ve cezalarm nasil diizenlendigi, kararlarin nasil
alindig1 ve bu kararlarin calisanlara nasil duyuruldugu ile ilgilidir. Bu arastirmanin amaci
orgiitsel adaletin 6nemini vurgulayalak literature katkida bulunmak ve 6rgiitiin i¢ ¢evresi bakis
acisindan etik iklimi tanimlamaktir. Bu amacla, orgiitsel adaletin detayli bir tanimi yapildiktan
sonra, Orgiitseladalet ile etikiklimin baglilik {izerine etkisi arastirilmistir. Bu makalede etik ikli-
min Orgiitsel adalet ile orgiitsel baglilik arasindaki iligki lizerine etkisi analiz edilmistir. Medi-
ator etkiyi gostermek icin hiyerarsik regresyon analizi yontemi kullanilmistir. Calisanlarin
orgiitsel adaletle ilgili olarak, orgiitiin isleyisi esnasinda yoneticileri tarafindan adaletli bir
uygulamaya tabi tutulduklarina veya tutulmadiklarina dair inanglar1 orgiitsel davranislari tizeri-
nde etkili olmaktadir. Orgiitlerde nitelikli ¢alisanlarm istihtam edilmesi rekabet ortaminda
onemli bir avantaj haline gelmistir. Bu avantaji siirekli kilabilmek ise, ancak nitelikli ¢alisanlari
orgiitte tutabilmeye baghdir. Calisanlar1 orgiitte tutabilme ise, yoneticilerin ¢alisanlara adaletli
davranmasina ve ayni zamanda calisanlarin adalet algilamalarinin bu yonde olmasina dayanir
(Cropanzano & Molina, 2015). Calisanlar iiyesi olduklari orgiitte kazanimlarin dagitimina, bu
dagitim kararlarinin alindig1 siireglere, yoneticilerin kendilerine davramis sekillerine ve bu
stirecler hakkinda ne kadar bilgilendirildiklerine iliskin adalet algilarina olduk¢a 6nem verme-
ktedirler. Orgiitsel adalet kavrami calisanlarin isyerindeki siirecleri, etkilesimleri ve ¢iktilarl
adil olarak algilamalarini ifade etmektedir (Kerwin, Jordan, & Turner, 2015). Adalet giiglii
orgiitlerin ve gli¢lii kiiltiirlerin temel yap1 taglarindandir. Adalet algisinin yiiksek oldugu orgiit-
lerde orgiitsel kimlik algisi, is kalitesi ve performansi yiiksek, drgiitiin yeniden yapilanmasi ve
karar almasi kolay, katilim ve igbirligi davranis1 yiiksek, ddiillendirme ve cezalandirma adil ve
orgiitsel sorunlar azdir (Levy & Norris-Watts, 2004). Orgiitsel adalet kavrami ve iliskide oldugu
kavramalar hakkinda birgok arastirmalar yapilmistir. Orgiitsel adalet ile is tatmini, isten ayrilma
niyeti, orgiitsel baglilik, orgiitsel vatandaglik, orgiitsel giiven ve motivasyon aradindaki iligkiler
yapilan bu aragtirmalar temel konularmi olusturmaktadir. Son yillarda yapilan ¢alismalarin
daha ¢ok oOrgiitsel giliven, oOrgiitsel vatandaslik, motivasyon ve is tatmini konular {izerine
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yogunlastig1 goriilmektedir (Bidarian & Jafari, 2012). Orgiitsel adaletin boyutlar1 agisindan
bakildiginda ise; etkilesimsel adalet algisi ile orgiitsel baglilik arasindaki iliskinin daha ytiksek
oldugu goriilmektedir. Bu sonug ¢alisanlar arasindaki iliskilerde iletisime ve bireye deger veren
bir yaklagim olan etkilesimsel adaletin Grgiitsel baglikla olan iligkisinin yiiksekligini ortaya
koymaktadir (Nojani, Arjmandnia, Afrooz, & Rajabi, 2012). Orgiitsel adalet kavrami orgiit kiil-
tiirii ile dogrudan iliskilidir. Orgiit icersisindeki siireclerin calisanlar tarafindan adil olarak
algilanmas: orgiit kiiltiirlinlin bir sonucu olarak ortaya ¢ikmaktadir. Kiiltiir ile ilgili yapilan aka-
demik caligmalarda adalet kavraminin kiiltiirden kiiltiire farklilik gosterdigini ortaya konmus,
calisanlarin adalet algilar1 sadece sektorel ve demografik 6zelliklere gore degil, farkl kiiltiirl-
erde farklilik gosterdigi belirlenmistir (Patterson, Cowley, & Prasongsukarn, 2006). Orgiit kiil-
tiirii kavrami 6zellikle son yillarda orgiitlerin yonetim siireglerinde 6ne ¢ikmaya baslamistir.
Literatiirde orgiit kiiltiirti ile ilgili yapilmis bir¢ok calisma mevcuttur. Bu ¢aligsmalarda genel
olarak oOrgiit kiiltiirniin tanimi, boyutlar1 ve Orgiitlerdeki yonetim siirecleri lizerine etkileri
arastirilmistir. Literatlirde yer alan orgiitsel adalet (organizational justice) ile is tatmini (job
satisfaction) iliskisi caligmalarinda oOrgiitsel adalet boyutlarinin is tatmini sonuglart ve
isgorenlerin (employees) demografik 6zellikleriileiliskileri arastirilmistir. Yapilan arastirmalarin
bulgulara gore, orgilitsel adalet algis1 (organizational justice perception), is tatminini belir-
leyen etmenlerden biri olarak ortaya ¢ikmaktadir. Bu arastirmalar kapsaminda emeginin
karsiligini tam olarak alan isgorenlerin is tatmininin, tam olarak alamayanlara gore daha yiiksek
olacagi ortaya konmustur. Ortaya ¢ikan sonugclar, genel olarak Adams’in esitlik teorine (Adams
Equity Theory) uygun diismektedir. Literatiirdeki arastirmalarda orgiitsel adalet algis1 boyutlari
ve is tatmini iligkisine dair elde edilen diger bir sonug ise isgdrenlerin dagitim adaleti algilarinin
i tatmini iizerinde daha etkili oldugudur (Lambert, Hogan, & Griffin, 2007) (Ouyang, Sang,
Li, & Peng, 2015) (Nojani, Arjmandnia, Afrooz, & Rajabi, 2012) (Lotfi & Pour, 2013). Orgiitsel
Baglilik kavrami da digerleri gibi, literatiirde orgiitsel adalet ile sikca bagdastirlmistir (Meyer
& Herscovitch, 2001) (Carmon, Miller, Raile, & Roers, 2010) (Lambert, Hogan, & Griffin,
2007) (Paolillo, Platania, Magnano, & Ramaci, 2015) (Gumusluoglu, Karakitapoglu-Aygiin,
& Hirst, 2013). Greenberg’e gore, isgorenlerin adalet algilarinin onlarin bagliklari iizerine olan
etkisinin belirlenmesi orgiitler i¢in 6nemidir. Clinkii isgérenlerin, adil olunmadigini diisiindiigii
bir orgiite kendisini bu orgiite bagl hissetmesi, kendisini orgiitle 6zdeslestirmesi miimkiin
olmayacaktir. Bagliligin diisiik olmasi orgiitii her an terk etmeye hazir bireyleri ifade etmekte-
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dir. Bu durum orgiitte isgoren devrinin artmasina, dolayisi ile verimliligin diismesine neden
olmaktadir (Greenberg J. , Stres Fairness to Fare No Stres: Managing Workplace Stres by,
2004). Orgiitteki adil uygulamalarin bireylerin drgiite olan bagliliklarini arttiran bir etkiye sahip
olmasi nedeniyle orgiitsel adalet, orgiitsel baglilik yoluyla olumlu davraniglar1 etkileme giiciine
sahiptir (Greenberg J. , The Quest for Justice on the Job: Essays and Experiments, 1996). Orgiit-
sel adalet teorilerine dayanarak Orgiitsel adaletin boyutlar1 dagitim adaleti, siire¢ adaleti ve
etkilesim adaleti olmak iizere ii¢ boyutta simiflandirilmistir. ilk boyut olan dagitim adaleti,
maas, Odiiller, personel sosyal yardimlari gibi sonuglarin dagitimindaki adillik anlamina gelme-
ktedir. Dagitim adaletiileilgili arastirmalarin bircogu, (Adams, 1965) tarafindan gergeklestirilmis
olan esitlik teorisi temel olarak alinmistir (Adams, Inequity in social exchange, 1965). Dagitim
adaleti, kazanimlarin birey ve gruplara ne dlgiide adil dagitildigindan ziyade bunun ne kadar
adil olarak algilandigi ile ilgilidir. Dagitim adaletinde 6nemli olan bireylerin hak ettiklerini
aldiklarini diistinmeleridir. Dagitim adaleti, verilen kararlarin sonuglarinin adilligi ve ¢calisanlarin
sonuclardan elde ettigi 6diil, ceza, licret, statii, terfi gibi ¢iktilarin dagitimini1 ve ¢alisanlarin
bunlara kars1 olan tepkileridir. ikinci boyut ise siire¢ adaletidir. Dagitim adaleti, drgiitte ¢iktilarin
nasil dagitildig ile ilgilenmekte iken, siire¢ adaleti bu ¢iktilar1 belirleyen karar verme siirecinin
adilligi ile ilgilidir. Orgiitiin karar verme siirecinde ve ¢alisanlar1 degerlendirip ddiillendirirken
kullanilan siirecin ¢alisanlar tarafindan adil olarak algilanmasidir. Calisanlarin séz hakki,
degerlendirme kriterlerinin uygunlugu, karar siirecindeki tarafsizlik gibi karar verme siirecinin
yapisal Ozelliklerini kapsar (Cropanzano & Greenberg, 1997). Siire¢ adaleti kavrami karar
vericilerin dagitim siirecini nasil yonettikleri ve davraniglarinin adil olup olmadigiyla ilgilidir.
Siire¢ adaleti, sonuglarin belirlendigi siirecin adilligi olarak tanimlanabilir. Siire¢ adaleti,
calisanlarin siireglerdeki adalet algilarin1 ve ¢alisanlarin 6diil dagitimindaki siirecin adil olup
olmadigiyla ilgili algisin1 etkiler. Siire¢ adaleti, ayn1 zamanda, isgorenler agisindan iicret, 6diil,
terfi kararlarinin verilmesi gibi dagitimsal ciktilarin belirlendigi siirecin adilligini yansitir
(Greenberg J. , Taxonomy of Organizational Justice Theories, 1987). Ugiincii boyut olan
etkilesim adaleti, yoneticilerin, dagitim kararlarinin alinmasina iliskin siire¢leri ¢alisanlara
kars1 saygili ve diiriist bir sekilde agiklamalaridir. Etkilesim adaleti, bir bakima adaletle ilgili
stireclerin dogru ve etkili bir sekilde ¢alisanlarla paylasilmasi olarak da tanimlanabilir. Nitekim
Greenberg etkilesim adaletini, siire¢ adaletinin sosyal yani olarak ele alir (Greenberg J. , Look-

ing Fair versus being fair: managing impressions of, 1990a). Orgiitsel adalet ¢alisanlarin ydneti-
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ciler tarafindan verilen kararlar1 ve uygulamalari olumlu yonde algilamalari ile ilgilidir. Orgiit
i¢ ¢evresinin Onemli unsurlar1 olan orgiitsel adalet, etik iklim ve Orgiitsel baglilik arasindaki
iligkinin a¢iklanmas1 bu arastirmanin amacidir. Bu nedenle, orgiitsel adaletin detayli taniminin
yaninda, Orgiitsel adalet ve etik iklimin orgiitsel baglilik iizerine etkisi arastirilmistir. Bu
arastirmanin sonuglarina gore, etik iklimin Orgiitsel adalet ile Orgiitsel baglilik arasindaki
iliskinin tizerinden kismi mediator etkisine sahip oldugu istatistiksel olarak anlamli bulunmustur.
Bu aragtirma orgiitsel adaletin etik iklim ile orgiitsel baglilik izerinden pozitif yonde bir etkiye
sahip oldugunu ortaya ¢ikartmistir. Orgiitsel baglilik ayn1 zamanda etik iklimden pozitif yonde
etkilenmektedir. Etik iklimin orgiitsel adalet ile orgiitsel baglilik arasindaki iliski tizerine kismi
mediator etkisi arastirildiginda sonuglar gdstermektedir ki, etik iklimin bahse konu kismi me-
diator etkisi istatistiksel olarak anlamli bulunmustur. Bu arastirmanin yonetimsel katkisi olarak,
orgiit icerisinde etik iklime katki saglayacak sartlarin iyilestirilmesi gerektigi, bu sayede orgiit-
sel adaletin orgiitsel baglilik tizerindeki etkisinin artacagini sdyleyebiliriz. Eger orgiit icerisinde
etik iklim tesis edilmez ise Orgiitsel adaletin orgiitsel baglilik {izerine etkisi tatmin edici sevi-

yelere ulasamaz.
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