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Abstract

This study aims at exploring the relationship between teachers’ organizational justice and work engagement level
and reveal whether teachers’ perception of organizational justice and work engagement differs across various
demographic characteristics. The study utilized the survey design, one of the quantitative research methods.
The research population consists of teachers working at primary, secondary and high schools located within the
central districts of Kahramanmaras. The sample is composed of 476 teachers. The data were analyzed by t-test,
ANOVA, correlation and regression analyses. Research results have revealed that teachers’ views on organizati-
onal justice and work engagement are at a high level. Besides, teachers’ views on organizational justice and work
engagement significantly differ across their branches and school types. A significant, positive and medium level
of relationship has been identified across teachers’ organizational justice and work engagement levels. It has also
been found that organizational justice is a significant predictor of work engagement.
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Oz

Bu aragtirmada 6gretmenlerin kendini ise verme ve Orgiitsel adalet algis1 diizeyleri; kendini ige vermeye ve orgiit-
sel adalete iligkin goriiglerinin baz1 demografik 6zellikler agisindan farklilagip farklilasmadigi; kendini ise verme
ile orgiitsel adalet arasindaki iligkinin yonii ve diizeyinin ne oldugu ve orgiitsel adaletin 6gretmenlerin kendini
ise vermelerinin anlamli bir yordayicisi olup olmadig belirlenmeye calisilmustir. Arastirma nicel bir ¢aligma olup
iligkisel tarama modelinde gerceklestirilmistir. Kahramanmarag merkez ilcelerindeki ilkokul, ortaokul ve lise-
lerde gorevli 6gretmenler arastirma evreni; bu okullarda gérevli 476 6gretmen ise arastirma 6rneklemi olarak
belirlenmistir. Veri analizinde t testi, tek yonlii varyans analizi, korelasyon ve regresyon analizleri kullanilmugtir.
Arastirma sonucunda katilmeilarin kendini ise vermeye ve orgiitsel adalete iliskin goriiglerinin yiiksek diizeyde
oldugu ve katilimei goriiglerinin brang ve gérev yapilan okul tiirii yoniinden anlamli farkliik gosterdigi; kendini
ise verme ve orgiitsel adalet arasinda pozitif, orta diizeyde anlamli bir iligkinin oldugu ve orgiitsel adaletin ken-
dini ise vermenin anlamli bir yordayicisi oldugu ortaya ¢ikmustir.
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Introduction

Almost all organizations seek for employees who are passionate about their
work, who are enthusiastic during performing their work, who set all their selves
both mentally and physically with a high energy on their work, , who dedicate
their lives to their work and who are in a full commitment to their work. Because
in today’s work life, organizations are not satisfied with the employees who are
only hard-working or talented; on the contrary they need for those are willing
and energetic as well as bounding to their work both physically and mentally
(Kavgaci, 2014). These situations can be regarded as much more desirable in
terms of schools whose input is human and, output is the human behavior pre-
sented to the society. Schools often produce the output offered to the community
by teachers. It is probable that the qualified production of the teachers depends
largely on their performance and their performance on the work engagement.
Work engagement is regarded as unified attitudes and emotions covering vigor,
dedication, absorption, and passion (Arifin, Troena, Djumahir & Rahayu, 2014).

The concept of work engagement, which is one of the concepts that positi-
ve organizational behavior poses in the early 21st century, is enounced as “job/
work/employee engagement” in management literature (Ozkalp and Meydan,
2015). The key issue that will be elucidated at this point of the study is that there
is no consensus on how it is expressed in Turkish. The national literature gives
insights into the different uses of the work engagement concept by different re-
searchers. The studies mostly entitle the concept in Turkish as work engagement/
isle biitiinlesme (Akman & hnamoglu-Akman, 2017; Ardig & Polatci, 2009; Ari,
2011; Erim, 2009; Giindiiz, Capri & Gokcakan, 2013; Giin, 2017; Kavgaci, 2014;
Kavgaci1 & Calik, 2017; Maraqa, 2017; Oncel, 2007; Sezen, 2014), work engage-
ment/ise angaje olma (Arslan & Demir, 2017; Giineser, 2007; Kose, 2015, 2016a,
2016b; Ozkalp & Meydan, 2015) work engagement/ ise adanma (Atilla-Bal, 2008;
Ince, 2016; Kanten & Yesiltas, 2013), work engagement/ise cezbolma (Ertemli,
2011; Esen, 2011), work engagement/ calismaya tutkunluk(Turgut, 2011), work
engagement/ ige kapiima (Oner, 2008)

Kose (2015) adopted the concept of job engagement as “Ise Angaje Olma
(Work engagement)” during the adaptation process of the “Job Engagement” sca-
le into Turkish. The concept of “Ise Angaje Olma (Work engagement)” has been
preferred in the other two studies conducted by Kose (Kdse, 2016a; Kose, 2016b).
Based on the idea that the concept of “engagement (angaje)” would be more
appropriate to be expressed with a Turkish concept in terms of language; there-
fore, the researchers in the study have evaluated the question of “What should
be the Turkish translation of the concept?”, and preferred the use of “kendini ige
verme (work engagement)” instead of “angaje”. The views of the academicians
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from the Department of Educational Sciences have also been taken into account.
4 academicians who are the faculty members of the Department of Educational
Sciences and who have been interviewed face to face have expressed their views
and suggestions that it would be appropriate to use the concept of “kendini ige
verme” instead of “ise angaje olma”. Considering the views and suggestions of
field experts, a common decision has been achieved by the authors of the study to
use the concept “kendini ise verme” (work engagement). In accordance with this
decision, the related concept has been used as “kendini ise verme” in this study,
and it was considered that it would be appropriate to use the related concept in
the further research.

The first scholar to conceptualize the engagement as a concept, Khan (1990)
has defined work engagement as the investment of individuals’ cognitive, emotio-
nal and physical capacities on their tasks after having a job, and as the harnessing
of employees’ selves to their work roles. Defined as positive and fulfilling mind
that is characterized by vigor, dedication and absorption (Schaufeli, Salanova,
Gonzalez-Roma & Bakker, 2002), work engagement is a persistent state that
may turn into enthusiasm, passion and high levels of concentration and energy
(Wildermuth & Wildermuth, 2008) as well as a positive behavior and work-
related state of mind that brings about positive individual and organizational
results (Roozeboom & Schelvis, 2015).According to Kahn, work engagement is
presumed to be the key source in producing positive outcomes both at individual
level as well as organizational level (Schaufeli, 2012). The conducted research
have also endorsed this assumption. The relevant literature has suggested that
work engagement contributes to the employees’ adapting to their jobs, increasing
their job satisfaction, being happy in his family and social life (Kose, 2016a); be-
sides, it affects their intention of changing or quitting jobs (Schaufeli & Bakker,
2004); it offers a healthier life (Demerouti, Bakker, Janssen & Schaufeli, 2001);
it provides employees to display more organizational citizenship behaviors (Bak-
ker & Demerouti, 2008) and increases professional enthusiasm (Berg, 2013).
Moreover, work engagement improves loyalty to the organization (Agyemang
& Ofei, 2013), and increases organizational efficiency and effectiveness (Ardi¢
& Polater, 2009). In this respect, work engagement is a key for organizational
success (Lockword, 2007).

Work engagement, as an expected and desired behavior in terms of orga-
nizations, is affected by various factors such as perceived support, organizatio-
nal climate, organizational culture and displayed leadership behaviors, leader-
member interaction, quality of work life, self-efficacy and environmental factors,
harmony between individual and organization, work-family and family-work
conflicts, interpersonal relations, job difficulties, discretion, autonomy and self-
recovery force (Ari, 2011; Arifin et al., 2014; Atilla-Bal, 2008; Berg, 2013; Er-
temli, 2011; Giineser, 2007; Kavgaci1 & Calik, 2017; Kose, 2015; Lehtinen, 2013;
Mustosméki, Anttila & Oinas, 2013; Warshawski, 2011).
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The most general factor is presumed to ensure harmony between the indi-
vidual and his job in order to have work engagement. Such a consistent profile
would be possible with a sustainable workload, participation in the choices, fe-
eling of control, appropriate recognition and reward system, a supportive work
community, fairness and justice, and meaningful as well as valued work (Mas-
lach, Schaufeli & Leiter, 2001). The concept of justice may be stated to be more
dominant and determinant than the other factors as it affects all these aspects
directly and indirectly. As a variable, organizational justice affecting the attitudes
and behaviors of employees in all processes developing within the organization
and shaped largely within the framework of environmental factors (Meydan, Ba-
sim & Cetin, 2011) is a situation that influences the match and incompatibility
between the individual and his/her work (Maslach and Leiter, 1997) and that this
harmony enhances work engagement (Ardi¢ & Polatci, 2009). The main reason
for this is the decisiveness of the organizational justice perception on the atti-
tudes and behaviors of the employees due to the individual and organizational
results that it reveals (Tas¢ioglu, 2011).

Aksit-Asik (2016) has emphasized that the negative attitude caused by the
low perception of organizational justice is considered as a factor that negatively
affects work engagement. In turn, the high level of organizational justice percep-
tion has a positive effect on work engagement, and hence the establishment of
organizational justice is a necessity for employees to exhibit work engagement
behaviors. The research results have also indicated that organizational justice is
a determinant factor on employees’ work engagement, and it affects their work
engagement levels (Alvi & Abbasi, 2012; Hassan & Jubari, 2010, cited in Aksit-
Asik, 2016). In this respect, it paves the way for the fact that organizational justi-
ce is a significant precursor of work engagement.

Indicating the effect of justice in the workplace, organizational justice is a
concept that includes, in general terms, the perceptions of how employees are
treated fairly in the organization and how this perception affects the results of
all organizational processes (Iscan & Sayin, 2010). As can be understood from
the definition, employees make a judgment on whether the processes developed
in the organization, the parts of the organization, the distribution of duties, the
awards and the behaviors exhibited against them are fair or not. They develop
attitudes towards their jobs and organizations thanks to these judgments (Green-
berg, 1990). Employees define certain criteria while shaping the perception that
leads to attitude development and use them in organizations to decide whether
they are treated fairly or not. The perceptions of the employees on the distribu-
tion of resources and the fairness of distribution are defined as distributional
justice; their perceptions towards the decisions taken in the distribution process
of the resources are called procedural justice; the perceptions of employees in si-
milar and different positions in the organization related to their interaction with
one another are called interactional justice. These three different perceptions of
justice perceived by employees are considered as the dimensions of organizatio-
nal justice (Altinkurt & Yilmaz, 2010).
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The positive or negative perceptions towards these dimensions of organi-
zational justice can shape the attitudes and behaviors of employees and thus af-
fect their work engagement behaviors. In their study conducted to examine the
theoretical and experimental studies on justice, Mueller and Wynn (2000) have
stated that most of the studies have found a relationship between the perception
of injustice and the behavioral and cognitive responses to this perception. Alt-
hough differences emerge in theoretical approaches, the common idea in these
studies is that individuals are not insensitive to justice, on the contrary; they value
it (Cited in Bal, 2014). Thereupon, it is clear that employees pay attention to jus-
tice, they take a close interest in the fairness of tasks, awards and penalties, they
constantly compare themselves with other employees, they want to know about
whether the procedures are applied equally to all employees and the reasons for
the decisions taken for them, they question their administrators’ attitudes and
behaviors toward them and they develop attitudes depending upon the percepti-
ons in this regard (Cihangiroglu & Yilmaz, 2010).

The attitudes and behaviors of employees may naturally lead to the emer-
gence of individual and organizational results. Effective implementation of justi-
ce within the organization can produce positive results, which in turn may result
in negative consequences when not implemented (Yesil & Dereli, 2012). The
relevant studies have suggested that increase in the employees’ organizational
justice perceptions will develop organizational ties, productivity and organiza-
tional citizenship behaviors, will increase the prudent behaviors required by the
organization, will make employees feel that they are a valuable and respected
member for their organizations, will provide them to develop positive attitudes
and behaviors such as coherent and trustable relationships with their colleagues
and administrators, affecting their decision to continue working in the organi-
zation and will increase their dedication to the organization. Conversely, dec-
rease in the employees’ organizational justice will cause negative results such
as reducing the organizational ties, decreasing the efficiency, the emergence of
the undesirable situations like theft, aggression and workforce transformation,
the removal of the employees from the organization both physically and emoti-
onally (Ay & Kog, 2014; Babaoglan & Ertiirk, 2013; Beugr, 2002; Cihangiroglu
& Yilmaz, 2010; Tasgioglu, 2011). As a result, it can be stated that organizational
justice is a necessity for the productivity, effectiveness and sustainability of the
organizations, and a significant factor affecting employees’ professional attitude,
work engagement and professional enthusiasm.

Work engagement and organizational justice have a significant place in
terms of both the organization and the individual. Based on this importance, this
research aims to explore the relationship between employees’ work engagement
and their organizational justice perceptions. Upon analyzing the relevant litera-
ture, there are various studies which examine the work engagement behaviors of
the employees having different jobs; however, limited number of studies whose
sample consisted of teachers have been undertaken on the relation between te-
achers’ work engagement levels and their perceptions of work life quality (Ak-
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man & Imamoglu-Akman, 2007), their performance and intention of leaving the
workplace (Oncel, 2007), some individual and organizational variables (Kavgaci,
2014), their loneliness levels in the workplace (Sezen, 2014), organizational sup-
port perception and organizational climate (Kdse, 2015) and the level of belief
in education (Gtin, 2017) As a result of the literature review conducted within
the scope of this research, such a study has been considered as noteworthy since
there is still no research evidence exploring the relationship between teachers’
work engagement levels and their organizational justice perceptions. Therefore,
by analyzing whether teachers’ work engagement levels and their organizational
justice perceptions differ across several socio-demographic variables; the rela-
tionship between work engagement and organizational justice perception and
whether organizational justice will predict work engagement, this research tries
to provide new insights for the related literature. It is also expected that these
findings will raise awareness for all the education administrators who are the
practitioners as well as guiding them in their applications. Thus, answers to the
following questions have been sought:

1. What is the level of teachers’ work engagement and organizational jus-
tice perceptions?

2. Do the teachers’ work engagement levels differ significantly across the-
ir gender, marital status, branch, educational status, school type and
seniority?

3. Do the teachers’ organizational justice perceptions vary significantly
across their gender, marital status, branch, educational status, school
type and seniority?

4. Is there a significant relationship between work engagement and orga-
nizational justice perception?

5. Does the organizational justice perception significantly predict work
engagement?

Method

This section includes research design, population and sample, data collecti-
on tools, implementation process, data collection and analysis.

Research Design

This is a descriptive study conducted in a relational survey model. Survey
models aim to identify a situation existing in the past or current. Relational sur-
vey models are research models which aim to determine the relationship bet-
ween variables or to clarify the existence and/or degree of changes between two
or more variables (Karasar, 2016). This research aims to explore teachers’ work
engagement levels and their organizational justice perceptions and to identify
whether the two variables differ across several demographic characteristics. Besi-
des, the research has examined the relationship between teachers’ work engage-
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ment levels and their organizational justice perceptions and determined to what
extent organizational justice perceptions predict their work engagement levels.

Population and Sample

The population of the research consisted of 7006 teachers working at pri-
mary, secondary and high state schools located within the central districts of
Kahramanmarag (Onikisubat and Dulkadiroglu). The sample size of the study
has been determined to be 364 teachers with 95% confidence level. 500 teachers
were selected by the simple random sampling method taking the implementation
problems and return of scale forms into consideration. 476 reliable scales have
been used during data analysis. Among the participants, 51.5% (n= 245) are
male and 48.5% (n=231) are female. While 89.1% (n=424) of the participants
are married, 10.9% (n=52) are single. 87.6% (n=417) of the participants have
bachelor’s degree, 8.6% (n=41) graduate degree and 3.8% (n=18) of whom have
associate degree. The ratio of primary school teachers is 33.4% (n=159) and that
of branch teachers is 66.6% (n=317). Branch teachers working at primary, se-
condary and high schools have been evaluated as one group. 38.7% (n=184) of
the teachers work at primary schools. Branch teachers working in these schools
have been included in this category. Besides, 31.9% (n=152) of them work at
secondary schools and 29.4% (n = 140) at high schools. 9% (n=43) of the par-
ticipants have 1-5 years teaching experience, 20.6% (n=98) between 6-10 years,
22.3% (n=106) between 11-15 years, 26.1% (n=124) between 16-20 years and
22% (n = 105) have 21 years and over teaching experience.

Data Collection Tools

This research has employed “Work Engagement Scale” to determine teac-
hers’ work engagement levels and “Organizational Justice Scale” to identify their
organizational justice perceptions.

Work Engagement Scale

UWES: Utrecht Work Engagement Scale was developed by Schaufeli et al.
(2002) and adapted to Turkish by Kose (2015). Being a five-point-Likert type,
the tool possesses 17 items ranging from 1-Strongly Disagree to 5-Strongly Ag-
ree. Kose (2015) has indicated that the items in the scale were collected under 2
dimensions (Professional attitude-Professional enthusiasm) considering the factor
analysis. The Work Engagement Scale was then reduced to one dimension in a
study conducted by Kose (2016b). Thus, the present study has deployed one-di-
mensional form of the scale, which was adapted by Kose (2016b). The reliability
coefficient was found to be 0.94 for the overall scale. The total scale’s Cronbach’s
alpha reliability coefficient was re-calculated and determined to be .93 in the
current study.

Confirmatory Factor Analysis (CFA) has been conducted through use of
mPlus 7.4 package program so as to confirm one-factor structure of the “Work
Engagement Scale”. CFA results have suggested that the one-factor structure of
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the scale was confirmed and the model has good fit indices (x?/sd=3.92, CFI=
92, TLI=.91, RMSEA= .078, SRMR = .044). Figure 1 displays the diagram mo-
del related to the CFA results.
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Figure 1. Confirmatory factor analysis diagram model regarding the
work engagement scale

Organizational Justice Scale

Organizational Justice Scale was developed by Niehoff and Moorman (1993)
and adapted to Turkish by Polat (2007). Being a five-point Likert type, the scale
includes 19 items and 3 dimensions (Distributional, Procedural and Interactional)
that were identified in factor analysis conducted by Polat (2007). The Cronbach’s
alpha reliability coefficient was found to be .96 for the overall scale. As for the
dimensions- Distributional, Procedural and Interactional Justice-the coefficients
were determined to be .89, .95 and .90, respectively. The total scale’s Cronbach’s
alpha reliability coefficient was re-calculated in the present study and determi-
ned to be .97; when the dimensions were re-calculated, Distributional, Procedu-
ral and Interactional justice were found to be .93, .96 and .92, respectively.

Confirmatory Factor Analysis (CFA) has been carried out in order to con-
firm three-factor structure of the scale. CFA results have revealed that the three-
factor structure of the scale is confirmed and the model has good fit indices (x*/
sd=3.55, CFI= .96, TLI=.95, RMSEA= .073, SRMR = .025). Figure 2 suggests
the diagram model related to the CFA results.
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Figure 2. Confirmatory factor analysis diagram model regarding the
organizational justice scale

Data Collection

Necessary permissions have been obtained from Kése (2016b) and Polat
(2007) via e-mail in order for data collection tools to be used in the research.
After the official permission has been received from the Kahramanmarag Pro-
vincial Directorate of National Education with a view to implementing the data
collection tools to the teachers, the researchers have come into contact with the
schools and the needful explanations have been made to the teachers. Following
the distribution of the tools to the teachers, teachers have been ensured to res-
pond successfully.

Data Analysis

The research data have been analyzed using SPSS for Windows 21.0 and
mPlus 7.4 package program. The skewness coefficient test has assessed whether
the data have been distributed normally (Biiytikoztiirk, 2017). As a result of the
analyses, the skewness values have been identified to be “-.70” for Work Enga-
gement Scale and “-.83” for Organizational Justice Scale. For the dimensions
of the organizational justice scale- distributional, procedural and interactional
justice- the skewness values have been found to be “-.92” “-.82” and “-.88”, r
pectively. These values range between +1 and -1 mterval meaning that the re-
search data have demonstrated normal distribution. First, arithmetic mean and
Standard deviation values have been calculated for data analysis. Then, t-Test
and one-way analysis of variance (ANOVA) have been used to determine the
relationship between variables, and Scheffe test to identify the difference among
groups by taking F value into account. Correlation analysis has been conducted
so as to determine the relation between teachers’ work engagement levels and
their organizational justice levels. Besides, regression analysis has been used for
determining to what extent organizational justice predicts work engagement.
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Findings

This section of the study contains the findings related to the research ques-
tions.

Findings related to the Levels of Work Engagement and Organizational Justice
Perceptions

Table 1

Mean and Standard Deviation Values regarding the Teachers’ Work Engagement
and Organizational Justice Perception Levels

Tools Dimensions N X S
Work Engagement Work Engagement 476 4.08 59
The Overall Organizational Justice 476 3.90 .85
L . Distributional Justice 476 3.90 91
Organizational Justice
Procedural Justice 476 3.82 91
Interactional Justice 476 4.08 .83

As indicated in Table 1, the arithmetic mean of the teachers’ work engage-
ment levels is 4.08, while standard deviation is .59. In addition, the arithmetic
mean and standard deviation of the teachers’ organizational justice perceptions
have been determined to be 3.90 and .85, respectively. The arithmetic mean of
the dimensions related to organizational justice- distributional, procedural and
interactional justice is 3.90, 3.82 and 4.08, and standard deviations are .91, .91
and .83, respectively. Table 1 also depicts that teachers’ work engagement levels
(X'=4,08), the overall organizational justice scale (X =3,90) and its dimensi-
ons- distributional (X =3,90), procedural (X =3,82) and interactional justice (X
=4,08) perceptions have been identified to be at “Agree 3.41-4.20” level.

Findings related to the Analysis of Teachers’ Work Engagement Levels in terms of
Several Demographic Characteristics

In order to determine whether teachers’ work engagement levels statisti-
cally differ across demographic characteristics “Independent Samples t-Test” and
“One-Way Analysis of Variance (ANOVA)” were performed. A closer look at the
t-test, results indicates that teachers’ work engagement levels do not statistically
differ across their gender (X _,,.=4.08, SD_ . .=.59; X ....=4.08, SD .60;
1(474)=-.01, p=.99) and marital status (Ysingle=4.16, SDsingle='59; X arriea=4-06,
SD . riea=-39; t(474)=1.13, p=.25); whereas, teachers’ work engagement levels
significantly vary across their branch [(474)=3.67, p<.(05)]. Besides, classroom
teachers’ work engagement levels (X, oom teacher =422 SD gjacsroom teacher = 93)
have been noted to be significantly higher compared to those of the branch te-
achers (X oo reacher =201, SD, .ot reacher=-01)- The Eta-Square (n?) value cal-
culated to examine the effect of the branch on the work engagement level of

female
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the teachers is 0.03. Hence, it paves the way to state that approximately 3% of
the variance observed in work engagement scale scores depends on the branch
variable.

One-Way Analysis of Variance (ANOVA) test conducted to determine whet-
her teachers’ work engagement levels differ in terms of their educational status,
school type and seniority. Accordingly, no statistically significant difference has
been noted across teachers’ work engagement levels in terms of educational sta-

tus (Yassociate_4 13 SDassomate_‘66’bachelor 4. 07 SDbachelor 60 graduate =4. 11
SDgraduate= 9; F=.18, p=.83) and seniority (X15 =4.14, SD, s =.60; X, =
4.06, 8D, =-61; X,,.1s = 3.97, 8D, s =.56; X (o = 4.09, SD16_20—.59, Xy, =

4.16, SD,, , =.39;F =1.57, p=.18). However, a statistically significant difference
has been found in terms of the school type [F(2, 473)=8.73, p<.(05)].

As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school type, a statistically significant difference
p<.(05) has been identified across teachers’ work engagement levels depending
on working at primary (X = 4.21, 8D i vary school = .53), secondary (X
condary school = 4.02, SDsecondary school — 6) and hlgfl school (X high school 3.95, SShl
X school =-00). Accordingly, the teachers working at primary school have hlgher
work engagement level compared to those working at secondary and high school.

primary school

Findings related to the Analysis of Teachers’ Organizational Justice Perceptions
in terms of Several Demographic Characteristics

Table 2 suggests “Independent Samples t-Test” and “One-Way Analysis of
Variance (ANOVA)” results conducted in order to identify whether teachers’
organizational justice perceptions statistically vary across several demographic
characteristics.

Table 2

Analysis of Teachers’ Organizational Justice Perceptions in terms of Demographic
Characteristics

Gender Marital Branch Educational School Seniority
Status status Type
Dimensions t p t p t p F p F p F P

Distributional
Justice

Procedural Justice 47 .63 -06 .83 336 .00* .67 S1 13.62 .00* .69 .60
Interactional Justice .60 .55 .60 .95 299 .00* 142 .24 11.74 .00* 1.23 .30

20 .84 .55 .58 399 .00 .86 .42 17.72 .00* .77 54

Organizational

. 42 66 27 .78 3.67 .00% .87 41 16.00 .00* .74 .56
Justice

*p<.05
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Upon analyzing Table 2, it has been found that teachers’ organizational
justice perceptions do not statistically differ across their gender (X ,.=3.92,
S 865 X omate =3-89, SD =.84;1(474)=-.42, p=.66) and marital status (

X gingle =393, 8D 01 =825 X 11iea =390, SD g =855 1(474) = 27, p=.78); ho-
wever, teachers’ organizational justice perceptions significantly vary across their
branch [(474)=3.67, p<.(05)]. Besides, classroom teachers’ organizational jus-
tice perceptions (X .oom teacher =410 SD ocsroom teacher =-00) have been noted
to be significantly higher than those of the branch teachers (X ... tcacher=3-80
SD, . ot teacher=-30)- The Eta-Square (n?) value calculated to analyze the effect of
the branch on the organizational justice perceptions of the teachers is 0.03. Ac-
cordingly, approximately 3% of the variance observed in organizational justice
scale scores may be said to depend on the branch variable.

male female —

Considering the dimensions of the organizational justice, teachers’ distributi-
onal (X ,.=3.91,8D,_.,.=.95; X ...=3.90,8D; ..=.87;1(474)=-.20, p=.84),
procedural (X .=3.84, SD_ . =.90; X, ..=3.80, SD, ..=.92; t(474)=-.47,
p=.63), and interactional (X, .=4.10,8D . =.83; X . =4.06,SD ..=.83;
1(474)=-.60, p=.55), justice perceptions do not significantly vary across their gen-
der. Besides, teachers’ distributional (YSmgIe 3.97, 8D e =-88; X . iea=3-90,
SD 91 t(474)=.55, p=.58), procedural (X ,.=3.85, SDg ..=.91; X
married =382, SD 91 1(474)=.06, p=.83), and interactional (X g, =4.07,
SD gl = 78 X arriea=4-08, SD_ . ,=.83; 1(474)=.60, p=.95), justice percep-
tions are free from any signiﬁcant difference in terms of marital status, while
there exists a statistically significant difference among teachers’ distributional
[t(474)=3.99, p<.(05)], procedural [#(474)=3.36, p<.(05)] and interactional
[£(474)=2.99, p<.(05)] justice perceptions depending upon their branch.

=4.14, SDclass

classroom teacher 87) and in-
.76) justice perceptions have

branch teacher =3. 79

branch teacher 91) and
.85).justice perceptions of the

married

married

In addition, classroom teachers’ distributional ( X
room teacher 84) procedural ( X classroom teacher=4'02 SD
teractionai (.X classroom teacher 4‘24’ SD classroom teacher
been identified to be significantly higher than distributional (X
‘_S‘Dbranch teacher _ 92) procedural (Xbranch teacher =3.72, SD
interactional (X, recacher=4-00, SD
branch teachers.

Table 2 depicts One-Way Analysis of Variance (ANOVA) test conducted
to determine whether teachers’ organizational justice perceptions and the di-
mensions differ in terms of their educational status, school type and seniority.
In this regard, no statistically significant difference has been noted across te-
achers’ organizational justice perceptions in terms of educational status (X,
=4'15’ SDassocmte 58 bachelor=3‘90’ S]Dbachelor 85 graduate =3. 84 SD
=.88; F=.87, p=.41) and seniority (X15—387 SD, s =.95; X = 3%
SD¢ 10=-82; X 45= 3.88, 8D, ;s =.81; X (,, = 3.98, SD16 H0=-84; 721+_ 3.95,
SD,,,=.88;F=.74, p=.56). However, a statistically significant difference has
been determined in terms of the school type [F(2, 473)=16.00, p<.(05)].

classroom teacher

branch teacher

ciate

duate
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As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school types, a statistically significant difference
p<.(05) has been identified across teachers’ organizational justice perceptions
depending on working at primary (X 4.13, 8D imary school = .78), se-
condary (X ondary schoot = 3-90 SD -81) and high school (X, seho-
ol 360’ SShigh school = 88)

Upon analyzing the dimensions of the organizational justice, there has been
found no significant difference among teachers distributional (X assoc1ate =4.18,
SDaSSOW1te 725 X achelor=3-89, SD 92; X =3.91, =.91;

N 86 p= 42),7procedural (X associate  T*09> associate "0 bachelor A
SDbachelor=.91; X graduate = 3705 8Dy 400 =995 F=.67, p= .51) and interactional
(X associate 4‘34’ Lsgl)assomate '43; Xbachelor 4. 08 Sljbachelor 84 X graduate =3. 95

eraduate = -1 F=1.42, p= .247) justice perceptions in terms of thelr educational
status. Likewise, teachers’ distributional seniority (X, =3.96, SD, ; =.96; X
6.10= 3-81, 8D ,,=.87; X, ;5= 3.84, 8D, ;5 =.86; X (,,=4.00, SD(,,=.84; X
n4+=3.91, SD21+=1.04;F=.77,p=.54), procedural (71 5 —3 75, 8D, s =1.04; X
6.10= 372, 8D 1,=-88; X, 5= 3.81, 8D, 15 =.88; X (,=3.87, 8D (,,=.93; X
214+=3.90, 8D, , =.90;F=.69, p=.60) and interactional (X, ; =4.00, SD,  =.91;
Xe10= 3.94, SD ,=-84; X, 45= 4.10, SD,, 15 =.77; X4 ,,=4.16, SD16_20=.85;
X, 4=4.12, 8D, , =.80;F=1.23, p=.30) justice perceptions do not significantly
vary across seniority, while there exists a statistically significant difference among
teachers’ distributional [F(2,473)=17.72, p<.(05)], procedural [F(2,473)=13.62,
p<.(05)] and interactional [F(2, 473)=11.74, p<.(05)] justice perceptions depen-
ding upon school type.

primary school —

secondary school —

bachelor graduate graduate

As a result of the Scheffe test conducted in order to determine the differen-
ce among the groups in terms of school types, a statistically significant difference
p<.(05) has been identified across teachers’ distributional justice perceptions de-
pending on working at primary schools =4.17,8D primary school = .82)
and at secondary (X . ngary schoot= 3-87> SDecondary schoot =+20) and hlgh schools (

X high school = 3.58, SShlgh schoo =-93)- Similarly, a statistically significant differen-
ce p<.(05) has been found between teachers working at secondary schools and
those at high schools.

( 5r1mary school ™

When it comes to the procedural justice dimension, there exists a statisti-
cally significant difference p<.(05) has been determined between teachers wor-
king at primary (X 4.08, 8D inary schoot =-50) and secondary (X ...
dary school = 3-83, SD .85) schools and those working at high schools

ary schoo

X high school = 3.52, high school = .95). As for the interactional justice dimension,
the same difference p<.(05) has been determined between teachers working at
prlmary ( X primary school — 4. 26 SD primary school — 75) and Secondary ( X secondary scho-

= 411, 8Dy ndary school = .81) schools and those working at high schools (X, oh
=3. 82 SShlgh school — 88)

primary school —

secondary school —

school
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Findings regarding the Relation between Teachers’ Work Engagement Levels and
Their Organizational Justice Perceptions

Pearson correlation coefficient has been carried out in order to reveal the
relationship between the work engagement levels of teachers and their organi-
zational justice perceptions and its dimensions (distributional, procedural and
interactional). Table 3 depicts results related to the correlation analysis.

Table 3

The Relation between Teachers’ Work Engagement Levels and Their Organizational
Justice Perceptions

Organizational Distributional Procedural Interactional
Justice Justice Justice Justice
Work 42¢ 410 40* 38*
Engagement
p .000 .000 .000 .000
N=476
*p<.(01)

As can be seen in Table 3, there is a statistically significant relationship bet-
ween work engagement and organizational justice perception and all dimensi-
ons. There has been found a statistically medium level and positive relations-
hip between work engagement levels, the overall organizational justice scale
(r=0.42, p<.05) and its dimensions- distributional (r=41,p<.05), procedural
(r=40,p<.05) and interactional (r=38,p<.05) justice perceptions. It may be wise
to mention that teachers’ work engagement levels increase as their organizatio-
nal justice perception increase.

Findings about Whether the Dimensions of Organizational Justice Predict
Teachers’ Work Engagement

Initially, multiple regression analysis has been carried out in order to deter-
mine whether the dimensions of organizational justice-distributional, procedu-
ral, interactional justice- predict work engagement. Prior to multiple regression
analysis, it has been identified whether there is a linear relationship between
predictive variables and dependent variable and whether the scores demonstra-
te normal distribution (Biytkoztiirk, 2017). Moreover, the scatter diagram has
been noted to show a linear relationship, and histogram and normal distribution
curves for predicted values show normal distribution. The multiple regression
analysis results conducted through using “Enter” method have revealed that pro-
cedural and interactional justice variables do not significantly contribute to the
regression model. These two variables, which do not have a significant contri-
bution, have been removed and simple regression analysis has been performed
with the distributional justice variable and the model has been re-tested. Table 4
presents the results of the multiple and simple regression analysis.
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Table 4

The Results of Regression Analysis Regarding Whether Organizational Justice Per-
ceptions Predict Teachers’ Work Engagement Levels

Variable B Sh B T p
- Stable 2.898 126 22.939 .000
-% Distributional Justice 175 .053 269 3.275 .001
%u Procedural Justice .030 .067 .046 451 .652
ﬁ Interactional Justice .094 .063 131 1.499 135
£ R=0.424R2= 0179
=]
= F(3,472)=34.400 p=.0000
Stable 3.030 .109 27.703 .000
Distributional Justice 269 .027 413 9.860 .000

R=0.413R?>= 0.170

Simple Regression

F (1, 474)=97.216 p= .0000

As is seen in Table 4, simple regression analysis has identified that distri-
butional justice has a low and significant relationship with teachers’ work en-
gagement scores (R=0.413, R?=.17, p<.01). The distributional justice variable
explains about 17% of the total variance of teachers’ work engagement. Upon
examining the values related to regression coefficient significance, distributional
justice has been determined to be a significant predictor of work engagement.

Result, Discussion and Recommendations

Research results have affirmed that teachers have high levels of work enga-
gement. The results of the study are correlative with those of different researc-
hes conducted on teachers’ work engagement (Akman and iImamaoglu-Akman,
2017; Kavgaci, 2014; Kose, 2015; Sezen, 2014).

This research has also suggested that the teachers’ organizational justice
perceptions are at a high level in the overall scale and its dimensions. Similar
results have emerged in the studies conducted by Acikgoz, 2009; Akgiiney, 2014;
Atar, 2017; Bahgeci, 2014; Celik, 2011; Cirak, 2013; Diindar, 2011; Ertirk, 2011;
Gok, 2014; Giingérmez, 2014; Iren, 2015; Kahraman, 2014; Kilig, 2013; Kizil-
kaya, 2016; Ozcan, 2014; Polat, 2007; Ugurlu, 2009; however, there are also va-
rious studies indicating teachers have medium levels of organizational justice
perceptions (Aydin, 2015; Giince, 2013; Imamoglu, 2011; Sentiirk, 2014; Unlii,
2015; Yildiz, 2013). This paved the way for inferring that the teachers think their
administrators behave fairly in their practices.
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The results of the research have revealed that the teachers’ work engage-
ment levels do not significantly differ across their gender, marital status, educati-
onal status and seniority. The studies conducted by Giin (2017), Kavgaci (2014),
Kose (2015) and Sezen (2014) have shed light into the fact that teachers’ work
engagement levels do not significantly vary across their gender. Giin (2017) has
found no significant difference in terms of marital status, while Sezen (2014) has
identified that there is a statistically significant difference among teachers’ per-
ceptions towards the overall work engagement and dedication subscale in favor
of married teachers. In addition, Kése (2015) has found a statistically significant
difference in professional attitude dimension in favor of those who are married.
In her study, Giin (2017) has identified no significant difference in terms of edu-
cational status; whereas, Kavgaci (2014) and Kése (2015) have shown that there
exists a significant difference in the overall and sub-dimensions of work engage-
ment, and in professional attitude dimension in favor of teachers who have asso-
ciate degree. Besides, Kavgaci (2014) and Kose (2015) have reached the conclu-
sion that teachers’ work engagement levels increase as their teaching experience
increases. However, Giin (2017) has concluded that teachers’ work engagement
levels do not significantly vary across their seniority as in the present study.

Another result of the study has clarified that teachers’ work engagement
levels significantly differ in terms of their branch and school type. Accordingly,
classroom teachers have higher levels of work engagement compared to branch
teachers; teachers working at primary schools have higher work engagement le-
vels than those working at secondary and high schools. Likewise, Kavgaci (2014)
and Kose (2015) have found a statistically significant difference between class-
room teachers’ work engagement levels and those of branch teachers. Still, Giin
(2017) has reported a statistically significant difference in the dimensions of work
engagement integration and vigor in favor of high school teachers. The fact that
primary school teachers take care of students at young ages requires that teachers
often act as parents rather than teachers. This may enable classroom teachers to
internalize their work more. In addition, lower level of academic expectation at
primary school level compared to other levels may refer to the fact that primary
school teachers experience less anxiety. In addition, disciplinary problems enco-
untered in secondary and high schools are higher than primary schools, which
may be one of the reasons for secondary and high school teachers’ having low
level of work engagement.

The research results have shown that teachers’ perceptions towards the ove-
rall organizational justice and its dimensions do not significantly vary in terms of
their gender, marital status, educational status and seniority. Similar results have
been reported in various studies conducted by Acikgoz, 2009; Akgeyik, 2014; Ay,
2013; Ay & Kog, 2014; Bolukbasioglu, 2013; Celik, 2011; Diindar, 2011; Erturk,
2011; Giingoérmez, 2014; Kahraman, 2014; Kara, 2011; Karaman, 2009; Kasa-
poglu, 2015; Kizilkaya, 2016; Ozcan, 2014; Sentiirk, 2014; Terkes, 2015; Ugurluy,
2009; Uysal, 2014; Unli, 2015; however, some studies have found a significant
difference across the dimensions in favor of male teachers (Akgiiney, 2014; Atar,

498



Work Engagement and Organizational Justice

2017; Bahgeci, 2014, Cirak, 2013; Cokiik, 2013; Dogan, 2008; Eker, 2006; GOk,
2014; Giince, 2013; Iren, 2015;. Kilig, 2013; Kog, 2013; Polat, 2007) and in favor
female teachers (Aydin, 2015; Imamoglu, 2011).

As a result of this study, the teachers’ organizational justice perceptions
do not differ significantly in terms of their marital status. Different researches
have similar results (Atar, 2017; Aydin, 2015; Celik, 2011; Cokiik, 2013; Diindar,
2011; Giince, 2013; Gliingdérmez, 2014; Iren, 2015; Kara, 2011; Kasapoglu, 2015;
Kilig, 2013; Terkes, 2015). The result of this research indicating that teachers’
organizational justice perceptions do not significantly change in terms of their
educational status is in line with those of various studies (Akgeyik, 2014; Akgii-
ney, 2014; Atar, 2017; Bolikbasioglu, 2013; Celik, 2011; Giince, 2013; Iren, 2015;
Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Kizilkaya, 2016; Unli, 2015), but it
differs from the results of some researches, showing that teachers’ organizational
justice perceptions differ across educational status (Cirak, 2013; Ozcan, 2014;
Terkes, 2015).

Another result of the research is that teachers’ organizational justice per-
ceptions do not significantly differ in terms of their seniority. Similar results have
emerged in some studies (Actkgdz, 2009; Akgiiney, 2014; Atar, 2017; Ay, 2013;
Bahceci, 2014; Celik, 2011; Diindar, 2011; Giince, 2013; Glingérmez, 2014; Ima-
moglu, 2011; Iren, 2015; Kasapoglu, 2015; Kizilkaya, 2016; Koc, 2013; Ozcan,
2014; Sentiirk, 2014; Terkes, 2015; Ugurlu, 2009; Uysal, 2014). In contrast, there
also some studies suggesting that teachers’ organizational justice perceptions sig-
nificantly differ across their seniority (Akgeyik, 2014; Aydin, 2015; Cirak, 2013;
Cokik, 2013; Dogan, 2008; Eker, 2006; GOk, 2014; Kahraman, 2014; Kara, 2011;
Kilic, 2013; Polat, 2007; Unli, 2015).

Teachers’ perceptions of organizational justice differ significantly depending
upon their branches and school types. Classroom teachers have been determined
to hold higher justice perceptions in all dimensions of organizational justice scale
compared to branch teachers. Celik (2011), Cirak (2013) and Kasapoglu (2015)
have analyzed the difference among teachers’ organizational justice perceptions
in terms of their branches and concluded that there is a significant difference in
favor of classroom teachers. On the other hand, Cokiik (2013) has found a sig-
nificant difference in favor of branch teachers, Ay (2013) in favor of teachers of
social activity courses, Sentiirk (2014) in favor of teachers of vocational courses;
whereas, some research results have revealed that teachers’ organizational jus-
tice perceptions do not significantly differ in terms of their branches. (Akgiiney,
2014; Aydin, 2015; Bahgeci, 2014; Boliikbasioglu, 2013; Dogan, 2008; Giince,
2013; Iren, 2015; Kara, 2011; Kizilkaya, 2016; Polat, 2007; Ugurlu, 2009).

Teachers working at primary schools have been found to possess higher dist-
ributional justice perceptions compared to those in secondary and high schools,
while teachers working at secondary schools have higher distributional justice
perceptions than high school teachers. Considering the dimensions of procedu-
ral and interactional justice, teachers working at primary and secondary schools
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have been noted to have a higher perception than teachers in high schools. Simi-
lar to the results of the present study, Gok (2014) has concluded that there is a
significant difference between primary and secondary school teachers in favor of
primary school teachers in all dimensions of the scale. Ozcan (2014) has found a
significant difference between primary and high school in favor of primary school
in terms of the dimension of distributional justice, and Unlii (2015) has identified
a significant difference in favor of primary and secondary school teachers rather
than high school teachers in the overall scale and the dimensions of procedural
and interactional justice. Contrarily, Akgiiney (2014) and Polat (2007) have fo-
und no significant difference between teachers’ organizational justice percepti-
ons and school types. There may be various reasons why the distributional justice
perceptions of teachers working at secondary and high schools are lower than
primary school teachers. The schools hold so many activities that directly affect
teachers, such as the distribution of courses, the organization of the curricula,
the determination of student clubs, the planning of social activities and the estab-
lishment of commissions. It is likely that these activities are much more intense
in secondary and high schools than primary schools. The fact that this intensity
brings a number of problems can be explained as the reason why teachers who
have problems in this regard have low perceptions towards distributional justice.

It has also been found a positive and medium level of relationship between
teachers’ work engagement levels and their organizational justice perceptions
and its dimensions distributional, procedural and interactional justice. In a study
conducted by Aksit-Asik (2016), a low level relationship has been identified bet-
ween teachers’ work engagement and distributional and procedural justice, and
a medium positive correlation with interactional justice. When different research
results have been evaluated along with the results of this research, it can be sta-
ted that work engagement level increases as organizational justice perception
increases and vice versa.

This research has shown that distributional, procedural and interactional
justice perceptions have a low and significant relationship with teachers’ work
engagement levels. These three dimensions of organizational justice explain
about 18% of the total variance of teachers’ work engagement. Moreover, only
distributional justice has been determined to be a significant predictor of work
engagement, and that procedural and interactional justice perceptions are not a
significant predictors of work engagement. In his research conducted with hotel
employees, Aksit-Asik (2016) has noted that procedural and interactional justice
along with the distributional justice significantly predicts work engagement. Ay-
din (2015) has revealed that teachers find their jobs meaningless, feel themsel-
ves impotent and withdraw themselves from their schools when there is no fair
distribution in schools. It can be stated that teachers’ work engagement mostly
depends on the fairness of the distribution rather than the practices and interac-
tion related to the organizational justice. It can be stated that the distribution of
the courses, the organization of weekly course schedules, sharing of other jobs
and responsibilities outside the classroom as well as ensuring impartiality in the
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distribution of awards considered as the indicators of distributional justice in
schools can significantly affect teachers’ work engagement.

Recommendations

1.

Research results have revealed that teachers” work engagement levels
decrease as they move from primary school to secondary and high scho-
ol education levels. Inventories prepared for showing the reasons of
this situation can be developed by the Ministry of National Education
and Provincial/District National Education Directorates and they can
be implemented to teachers. The results can be evaluated and the barri-
ers to teachers’ work engagement can be determined. Action plans that
eliminate these barriers can be prepared and implemented.

As a result of the research, organizational justice perceptions of the
teachers’ working at secondary and high schools have been determined
to be lower than primary schools just as their work engagement levels.
Given the decisive role of perceived organizational justice in the lives
of organizations, low-level organizational justice perception may be a
vital danger for organizations. Thus, the reasons for this low perception
of justice may be determined through inventories; therefore, preventive
measures may be taken.

The research has identified a positive and significant relationship bet-
ween the teachers’ work engagement and the perceived organizational
justice. In other words, work engagement level increases as organizati-
onal justice perception increases. Considering the significance of this
situation in terms of educational organizations, more attention can be
paid to the further development of organizational justice at all levels of
the education system with a view to increasing teachers’ work engage-
ment levels. At that point, the awareness of organizational administra-
tors regarding organizational justice can be increased through activities
such as courses, seminars etc.

Teachers’ perceptions of distributional justice have been found to be
a significant predictor of teachers’ work engagement. In this respect,
it is essential to create a participatory and common understanding of
the distribution of resources and awards in schools/institutions, and
that the functionality of the committees and commissions established
in schools should be ensured. Teachers’ views and suggestions can be ta-
ken into account in the extent of the possibilities that will directly affect
the perceptions of teachers’ distributional justice, such as the distributi-
on of courses, extracurricular affairs and awards, and the organization
of curricula. Besides, managers’ sensitivity and awareness can be incre-
ased for making the distribution in a fair manner.
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The present study has found that the work engagement levels of high
school teachers are lower than those working at primary and secondary
schools. The reasons can be examined in depth through qualitative re-
searches.

Secondary and high schools have been considered as a whole regardless
of the school type in the current study. Different studies can be carried
out in order to examine teachers’ work engagement levels depending
on the school types like secondary and high schools.

This research has analyzed the relationship between work engagement
and organizational justice, which is a reflection of the executive beha-
vior. Various studies can be conducted to explore the relation of work
engagement with organizational power sources and leadership charac-
teristics used by managers can be examined.



Tiirkce Siiriim

Giris

Isgorenlerin, yaptiklari ise karsi tutkulu olmalars, islerini yaparken coskulu
davranmalari, yiiksek bir enerjiyle zihnen ve bedenen tiim benliklerini isleri icin
ortaya koymalari, islerine gonil vermeleri ve calisma ortaminda islerine karsi
bir adanmuslik igerisinde olmalar tiim Orgiitler acisindan istendik durumlardir.
Ciinkt glinimiiz calisma hayatinda orgitler, cok calisan ya da sadece yetenekli
olan isgorenleri biinyelerine katmakla yetinmemekte ayni zamanda isine men-
tal olarak bagl, istekli, enerjik ve kendini ise verebilen isgorenlere gereksinim
duymaktadirlar (Kavgaci, 2014). Bu durumlarin, girdisi insan, ¢iktisi topluma
sunulan insan davranist olan okullar agisindan daha istendik oldugu ifade edi-
lebilir. Okullar topluma sunulan c¢iktiy1 cogunlukla 6gretmenler eliyle iiretirler.
Ogretmenlerin nitelikli iiretim yapmalarmin daha ¢ok onlarin performanslarina,
performanslarinin ise genelde kendilerini ige vermelerine (ige angaje olmalarina)
bagli oldugu belirtilebilir. Kendini ise verme ise isgdrenlerin canlilik, adanmuglik,
kendini verme ve tutku gibi birlesik duygu ve tutumlariyla ilgili bir durumdur
(Arifin, Troena, Djumahir ve Rahayu, 2014).

Pozitif orgiitsel davranigin 21. yiizyillin baslarinda ortaya cikardigi kavram-
lardan biri olan kendini ise verme kavrami, yonetim alan yazininda ise angaje
olma (job/work/employee engagement) olarak ifade edilmektedir (Ozkalp ve
Meydan, 2015). Arastirmanin bu noktasinda deginilecek énemli bir husus ise
kavramin Tirkiye’de, Tiirkge karsiliginin ne oldugu tizerinde hentiz bir uzlagi-
nin bulunmadigidir. Ulusal yazinda kendini ise verme kavraminin farkl yazarlar
tarafindan farkl isimlerle kullanildig1 calismalara rastlanmaktadir. Bu ¢aligma-
larda kavramin Tiirkgesinin cogunlukla isle biitiinlesme (Akman ve Imamoglu-
Akman, 2017; Ardi¢ ve Polatci, 2009; Ari, 2011; Erim, 2009; Giindiiz, Capri ve
Gokcakan, 2013; Giin, 2017; Kavgaci, 2014; Kavgaci ve Calik, 2017; Maraqa,
2017; Oncel, 2007; Sezen, 2014), ise angaje olma (Arslan ve Demir, 2017; Gii-
neser, 2007; Kose, 2015, 2016a, 2016b; Ozkalp ve Meydan, 2015) ve ise adanma
(Atilla-Bal, 2008; Ince, 2016; Kanten ve Yesiltas, 2013) seklinde kullanildig, ise
cezbolma (Ertemli, 2011; Esen, 2011), calismaya tutkunluk (Turgut, 2011) ve ise
kapilma (Oner, 2008) gibi kullanimlarin da tercih edildigi goriilmektedir.

Kendini ise verme ile ilgili olarak Kose (2015), “Job Engagement” 6lgegini
Tiirkgeye uyarlama calismasinda job engagement kavramim “Ise Angaje Olma”
seklinde uyarlamigtir. Kose’nin diger iki ¢aligmasinda da (Kose, 2016a; Kose,
2016b) kavram “Ise Angaje Olma” seklinde kullanilmigtir. Bu arastirma kapsa-
minda ise “angaje” kavraminin karsiliginin Tiirkce bir kavram olmasinin dil aci-
sindan daha uygun olacagi diisiincesinden hareketle “angaje” kelimesi ile ilgili
olarak “Kavramin Tirkce karsiligi ne olmalidir?” sorusu tizerine ¢aligmanin ya-
zarlar1 olarak bir degerlendirme yapilmig ve bu kavramin yerine “kendini ise ver-
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me” kavraminin kullanilmasinin uygun olacag: diigtintilmiistiir. Bu durumla ilgili
olarak Egitim Bilimleri Boliimii akademisyenlerinin gériiglerine de bagvurulmus-
tur. Kendileri ile yiiz yiize goriisiilen Egitim Bilimleri Boliimii 6gretim tiyesi olan
4 akademisyen “ige angaje olma” kavraminin yerine “kendini ige verme” kavra-
minin kullanilmasinin uygun olacag: yoniinde goriis ve Onerilerini belirtmiglerdir.
Alan uzmani akademisyenlerin goriig ve Onerileri de dikkate almarak kavramin
“kendini ise verme” olarak kullanilmasi yoniinde aragtirmanin yazarlari olarak
ortak bir karara ulagilmistir. Bu karar dogrultusunda bu arastirmada ilgili kav-
ram “kendini ise verme” olarak kullanilmis, yapilacak sonraki arastirmalarda
ilgili kavramin “kendini igse verme” seklinde kullanilmasinin uygun olacag: de-
gerlendirilmistir.

Kavrami tanimlayan ilk aragtirmaci olan Khan (1990), kendini ise vermeyi,
bireylerin caligma yasamina katildiktan sonra bilissel, duygusal ve fiziksel kapa-
sitelerini rolleri geregi ortaya koymalar1 ve is rolleri adina isgdrenlerin kendi-
lerini iglerine vermeleri olarak ifade etmistir. Dinglik, adanmislik ve yogunlas-
ma boyutlarindan olusan igle ilgili pozitif ve doyurucu bir diisiince yapisi olarak
tanimlanan (Schaufeli, Salanova, Gonzalez-Roma ve Bakker, 2002) kendini ige
vermenin, cosku, tutku, yiiksek diizeyde konsantrasyon ve enerjiye doniisebilen
(Wildermuth ve Wildermuth, 2008), isle ilgili bireysel ve orgiitsel olumlu sonug-
lar ortaya cikaran bir pozitif davranis ve zihin durumu oldugu belirtilebilir (Roo-
zeboom ve Schelvis, 2015).

Khan, isgoren igin isine yonelik anahtar bir referans sayilabilecek kendini
ise verme durumunu, bireysel ve orgiitsel diizeyde olumlu ¢iktilarin tiretilmesinin
kaynagi olarak gormiistiir (Schaufeli, 2012). Yapilan arastirmalarda bu 6ngoriyi
destekler niteliktedir. Arastirmalarda kendini ise verme davranisinin isgéren-
lerin; isini severek yapmasina, is doyumun artmasina, aile ve sosyal hayatinda
mutlu olmasina katki sagladigi (Kose, 2016a), isten ayrilma ve is degistirme gibi
distincelerini etkiledigi (Schaufeli ve Bakker, 2004), ruhsal olarak daha saglikli
bir hayat yasamalarina olanak kildig1 (Demerouti, Bakker, Janssen ve Schaufe-
li, 2001), daha fazla Orgiitsel vatandasglik davranislari sergilemelerini sagladigi
(Bakker ve Demerouti, 2008), ise olan devami arttirdig1 (Berg, 2013), drgiite olan
sadakati gelistirdigi (Agyemang ve Ofei, 2013), orgiitsel verimlilik ve etkililigi
arttirdig1 (Ardig ve Polatgi, 2009) ifade edilmektedir. Bu yoniiyle kendini ise ver-
menin Orgiitsel bagarinin anahtari oldugu ifade edilebilir (Lockword, 2007).

Orgiitler acisindan beklenen ve istendik bir davranis olan kendini ise verme
pek ¢cok unsurdan etkilenmektedir. Algilanan destegin, orgiit ikliminin, orgiitsel
kiiltiir ve sergilenen liderlik davraniglarinin, lider iiye etkilesiminin, is yasam ka-
litesinin, 6z-yeterlik ve ortamsal faktorlerin, birey ve Orgiit arasindaki uyumun,
ig-aile ve aile-ig catismalarinin, kisilerarasi iligkilerin, ig zorluklarinin, gérevle il-
gili takdir yetkisinin, 6zerkligin ve kendini toparlama giicii gibi bircok durumun
isgorenin kendini ise verme davranmisini etkiledigi bilinmektedir (Ari, 2011; Ari-
fin vd., 2014; Atilla-Bal, 2008; Berg, 2013; Ertemli, 2011; Giineser, 2007; Kavgaci
ve Calik, 2017; Kose, 2015; Lehtinen, 2013; Mustosmaéki, Anttila ve Oinas, 2013;
Warshawski, 2011).
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Kendini ise vermenin gerceklesebilmesi icin en genel unsurun, bireyle isi
arasindaki uyumun saglanmasi oldugu ifade edilebilir. Bu uyumu saglamak ise
devam ettirilebilir bir ig ytikii, kararlara katilim ve kontrol duygusu, dogru kur-
gulanmug bir taninma ve 6dill sistemi, destekleyici bir aidiyet duygusu, adalet ve
hukukun hakim oldugu anlamli ve degerli bir is ile miimkiin olabilecektir (Mas-
lach, Schaufeli ve Leiter, 2001). Biitiin bu yonleri dogrudan ve dolayli olarak
etkilemesinden dolay1 adalet kavraminin diger faktdrlere gore daha baskin ve be-
lirleyici oldugu ifade edilebilir. Orgiit igerisinde gelisen tiim siireclerde isgdren-
lerin tutum ve davranislari tizerinde etkili olan ve biiyiik dlciide cevresel faktorler
cercevesinde sekillenen bir degisken olarak orgiitsel adaletin (Meydan, Basim ve
Cetin, 2011) birey ve isi arasindaki uyum ve uyumsuzlugu etkileyen bir durum
oldugu (Maslach ve Leiter, 1997) ve bu uyumun ise kendini ise vermeyi sagladig:
belirtilebilir (Ardig ve Polatci, 2009). Bunun temel nedeni Orgiitsel adalet algisi-
nin, ortaya ¢ikardig: bireysel ve orgiitsel sonuglar itibariyle isgérenlerin tutum ve
davraniglart iizerindeki belirleyiciligidir (Tascioglu, 2011).

Aksit-Asik (2016), orgiitsel adalet algisinin disiik olmasindan kaynaklanan
olumsuz tutumun, isgorenlerin kendini ise vermesini olumsuz etkileyen bir faktor
olarak goriilldigiini, orgiitsel adalet algisinin yliksek olmasinin kendini ise verme
diizeyini olumlu etkiledigini bu bakimdan 6rgiitsel adaletin tesisinin, isgdrenlerin
kendini ise verme davranisi sergileyebilmeleri icin bir gereklilik oldugunu belirt-
mistir. Yapilan aragtirma sonuglar1 da orgiitsel adaletin, isgdrenlerin kendini ige
verme davranigi lizerinde belirleyici bir etken oldugunu ve isgorenlerin kendini
ise verme diizeyini etkiledigini gostermektedir (Alvi ve Abbasi, 2012; Hassan ve
Jubari, 2010, Akt. Aksit-Asik, 2016). Bu yoniiyle orgiitsel adaletin kendini ige
vermenin Onemli bir Oncili oldugu ifade edilebilir.

Adaletin is yerindeki etkisini belirtmek i¢in kullanilan 6rgiitsel adalet, genel
bir ifadeyle isgorenlerin orgit icinde ne kadar adil davranildigina dair algilari ile
bu algimin biitiin orgiitsel stireclere iliskin sonuglar1 nasil etkiledigini kapsayan
bir kavramdir (Iscan ve Saymn, 2010). Tanimdan da anlagilacag iizere isgdren-
ler orgiitte gelisen siireclerin, orgitii olusturan pargalarin, gérev dagilimlarinin,
odillerin ve kendilerine karst sergilenen davranislarin adaletli olup olmadig:
noktasinda bir yargiya varmaktadirlar. Olusan bu yargi sonucunda ise islerine ve
orgiitlerine iligkin tutum gelistirmektedirler (Greenberg 1990). Isgorenler, tutum
gelistirmelerine neden olan algiy1 sekillendirirken birtakim o6l¢iitler belirlemekte
ve bunlari orgiitlerde kendilerine adil ya da adil olmayan bir bicimde davranil-
digina karar vermelerinde kullanmaktadirlar. Isgorenlerin, kaynaklarmn dagitimi
ve dagitimin adilligine iliskin algilar1 dagitimsal adalet; kaynaklarin dagitimi sii-
recinde alinan kararlara iliskin algilar1 islemsel adalet; orgtitteki benzer ve farkl
pozisyonlardaki isgorenlerin birbirleri ile etkilesimlerine iliskin algilari ise etki-
lesimsel adalet olarak adlandirilmaktadir. Isgorenlerin algiladiklari farkl tipteki
bu tc adalet algisi Orgiitsel adaletin alt boyutlar1 seklinde nitelendirilmektedir
(Altinkurt ve Yilmaz, 2010).
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Orgiitsel adaletin belirtilen bu boyutlarina yénelik olumlu veya olumsuz al-
gilarin, isgdrenlerin tutum ve davraniglarini sekillendirdigi dolayistyla kendini ige
verme davranisini etkiledigi ifade edilebilir. Mueller ve Wynn (2000), adaletle
ilgili yapilan kuramsal ve deneysel caligmalari incelemeleri sonucunda bu calig-
malarin ¢cogunlugunda bireyin adaletsizlik algisi ile bu algiya verdigi davranis-
sal ve biligsel tepkiler arasinda bir iligki oldugunun varsayildigini belirtmislerdir.
Kuramsal yaklagimlarda farkliliklar goriilmekle beraber bu caligmalardaki ortak
diistincenin; bireylerin adalete duyarsiz kalmadiklar1 ve deger verdikleri oldugu
arastirmacilar tarafindan ifade edilmistir (Akt. Bal, 2014). Bu noktadan hare-
ketle isgdrenlerin adalet konusunu 6nemsedikleri, gorevlerin, 6dill ve cezalarin
adaletli olup olmadig: ile yakindan ilgilendikleri, siirekli olarak kendilerini diger
isgorenlerle kiyasladiklari, prosediirlerin tiim isgdrenlere esit bir sekilde uygu-
lanip uygulanmadigini, kendileriyle ilgili alinan kararlarin nedenlerini bilmek
istedikleri, tist yoneticilerin kendilerine yonelik tutum ve davraniglarini sorgula-
diklar1 ve bunlara iliskin olarak gelistirdikleri algilara gore tutum sergiledikleri
belirtilebilir (Cihangiroglu ve Yilmaz, 2010).

Isgorenlerin sergiledikleri tutum ve davranislar dogal olarak bir takim birey-
sel ve orgiitsel sonuglarin ¢ikmasima neden olabilecektir. Orgiit icinde adaletin
etkin bir sekilde uygulanmasi pozitif sonuglar ortaya cikarabilecegi gibi uygu-
lanmadiginda negatif sonuglarin ortaya cikmasina sebebiyet verecektir (Yesil ve
Dereli, 2012). Arastirmalarda isgdrenlerin Orgiitsel adalet algilarinin artmasinin;
orgiitsel baghgi, verimliligi ve orgiitsel vatandaslik davraniglarini gelistirecegi, Or-
giitiin ihtiyac duydugu sagduyulu davraniglari artiracag, isgorenlere kendilerini
orgiitleri icin degerli ve saygin bir liye olduklarini hissettirecegi, isgdrenlerin is
arkadaslariyla ve yoneticilerle arasinda uyumlu ve giiven esasl iligkiler gelistire-
cegi, Orgiitte caligmaya devam etme kararini etkileyecegi ve isgdrenlerin Orgiite
olan adanmugliklarin arttiracagi seklinde pozitif tutum ve davraniglar saglarken,
oOrgiitsel adalet algisinin azalmasinin ise; orgiitsel bagligi azaltacagi, verimliligi
dusiirecegi, hirsizlik, saldirganlik ve isgiicti dontisiimii gibi istenmeyen durumlara
neden olacagi, isgOrenin Orglitten ve orglitsel amaclari gerceklestirme noktasin-
da fiziksel ve duygusal yonden uzaklagacagl, sonugta isten ayrilma gibi olumsuz
sonuclar dogurabilecegi belirtiimektedir (Ay ve Kog, 2014; Babaoglan ve Ertiirk,
2013; Beugr, 2002; Cihangiroglu ve Yilmaz, 2010; Tascioglu, 2011). Sonug olarak
orgiitsel adaletin orgiitlerin verimliligi, etkililigi ve bu durumlarin stirdiirebilirligi
i¢in bir gereklilik oldugu ayn1 zamanda isgorenlerin ige olan bakisini, kendini ige
vermesini ve ise devamini etkileyen bir unsur oldugu belirtilebilir.

Kendini ise verme ile Orgiitsel adaletin gerek orgiit gerekse birey acisindan
onemli bir yere sahip olduklar1 gériilmektedir. Bu 6nemden hareketle arastirma
kapsaminda calisanlarin kendini ise vermeleri ile Orgiitsel adalet algilar1 arasin-
daki iliski ortaya konulmaya calisilmistir. Alanyazin incelendiginde farkli meslek
grubundaki ¢alisanlarin kendini ise verme davraniglarinin incelendigi arastirma-
lara rastlanmakla beraber, 6rneklemini 6gretmenlerin olusturdugu ve 6gretmen-
lerin kendini ise verme davramislari ile i yasam kalitesi algisinin (Akman ve Ima-
moglu-Akman, 2017), performans ve is yerlerinden ayrilma niyetlerinin (Oncel,
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2007), baz1 bireysel ve orgiitsel degiskenlerin (Kavgaci, 2014), is yasamindaki yal-
nizlik diizeylerinin (Sezen, 2014), drgiitsel destek algisi ve orgiit ikliminin (Kose,
2015) ve egitime inanma diizeyleri (Giin, 2017) ile arasindaki iligskinin incelendigi
siurh sayida arastirmanin bulundugu goriilmektedir. Bu arastirma kapsaminda
yapilan alanyazin taramasi sonucunda 6gretmenlerin kendini ise verme davrani-
st ile Orgiitsel adalet algilar1 arasindaki iligkiyi inceleyen herhangi bir calismaya
rastlanilamamig olmasindan dolay: boyle bir calismanin yapilmasina ihtiyac du-
yulmustur. Bu aragtirmada 6gretmenlerin kendini ise verme diizeyleri ile orgiit-
sel adalet algilarinin 6gretmenlerin sahip olduklari sosyo-demografik degisken-
ler bakimindan farklilasma durumlarinin; kendini ise verme ile orgiitsel adalet
algis1 arasindaki iliskinin ve Orgiitsel adaletin kendini ise vermeyi ne diizeyde
yordadiginin ortaya konulmasiyla alanyazina katki sunulacag: diistiniilmektedir.
Ortaya konulacak bu bulgularin uygulayicilar olan biitiin egitim yOneticilerine
de bu yoniiyle bir farkindalik kazandiracagl ve uygulamalarinda egitim yoneti-
cilerine yol gosterebilecegi iimit edilmektedir. Bu amacla aragtirma kapsaminda
asagidaki sorulara yanit aranmigtir:

1. Ogretmenlerin kendini ise vermeleri ile orgiitsel adalet algilari hangi
diizeydedir?

2. Ogretmenlerin kendini ise verme diizeyleri cinsiyet, medeni durum,
brans, egitim durumu, okul tiirii ve kidem degiskenleri yoniinden fark-
lilasmakta midir?

3. Ogretmenlerin orgiitsel adalet algilari cinsiyet, medeni durum, brans,
egitim durumu, okul tiri ve kidem degiskenleri yoniinden farklilag-
makta midir?

4. Kendini ise verme ile orgiitsel adalet algisi arasinda anlamli bir iligki
var midir?

5. Orgiitsel adalet algisi kendini ise vermenin bir yordayicist midir?

Yontem

Bu boliimde arastirmanin modeline, evren ve Ornekleme, veri toplamada
kullanilan 6lgme araglarina, uygulama siirecine, arastirma ile ilgili verilerin top-
lanmasina ve verilerin analizine dair bilgilere yer verilmistir.

Arastirmanin Modeli

Arastirma betimsel bir ¢alisma olup iligkisel tarama modelinde gercekles-
tirilmistir. Tarama modelleri, gecmiste ya da giinlimiizde var olan bir durumu
oldugu gibi betimlemeyi amaglamaktadirlar. Tligkisel tarama modelleri ise iki ve
daha fazla degisken arasindaki iligkinin bulunup bulunmadigini, bulunuyorsa ilis-
kinin derecesi ve diizeyini belirlemeyi amaglayan arastirma modelidir (Karasar,
2014). Bu calismada 6gretmenlerin kendini igse verme ve Orgiitsel adalet algt dii-
zeyleri incelenmis, bu iki degiskenin 6gretmenlerin bazi demografik 6zelliklerine
gore farklilasma durumlari ortaya konulmustur. Ayrica 6gretmenlerin kendini
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ise verme diizeyleri ile orgiitsel adalet algilar1 arasindaki iligki ve 6gretmenlerin
orgiitsel adalet algilarinin kendini ise verme davranigini yordama diizeyi incelen-
mistir.

Evren ve Orneklem

Aragtirmanin evrenini Kahramanmaras ili merkez ilgelerindeki (Onikisu-
bat, Dulkadiroglu) kamu ilkokul, ortaokul ve liselerinde ¢alisan toplam 7006 6g-
retmen olusturmaktadir. Arastirmanin 6rneklemi icin gereken biiyiikligiin % 95
giiven diizeyi icin 364 kisi oldugu belirlenmistir. Olcek formlarinin uygulaniginda
ve geri doniisiinde problem olabilecegi diisiincesiyle seckisiz olarak belirlenmig
500 6gretmene ulagilmistir. Toplanan Olcek formlarindan kullanilabilir durumda
olan 476 tanesi ile analizler yapilmistir. Aragtirma 6rneklemine dahil edilen ka-
tilmeilarin % 51.5ini (n = 245) erkekler, % 48.5’ini (n=231) kadinlar olustur-
maktadir. Katilimeilarin % 89.1°i (n=424) evliyken, % 10.9’u (n=52) bekardir.
Katilimcilarin % 87.6’s1 (n=417) lisans mezunu, % 8.6’s1 (n=41) lisansiistii me-
zunu ve % 3.8’i (n=18) 6n lisans mezunudur. Sinif 6gretmenlerinin oran1 % 33.4
(n=159), brang 6gretmenlerinin orani ise % 66.6’dir (n=317). Ilkokul, ortaokul
ve liselerde gorev yapan brang 6gretmenleri tek bir grup olarak degerlendirilmis-
tir. Ogretmenlerin % 38.7’si (n=184) ilkokullarda gérev yapmaktadir. Bu sayiya
bu okullarda gorev yapan brang 6gretmenleri de dahil edilmistir. Ogretmenlerin
% 31.9u (n=152) ortaokullarda, % 29.4’ii (n=140) ise liselerde gorev yapmak-
tadir. Katilimceilarin % 9’u (n=43) 1-5 yil arasinda, % 20.6’s1 (n=98) 6-10 y1l ara-
sinda, % 22.3’i (n=106) 11-15 y1l arasinda, % 26.1’i (n=124) 16-20 y1l arasinda
ve % 22’si (n=105) ise 21 yil ve lizeri hizmet siiresine sahiptir.

Veri Toplama Araglar:

Ogrptmenlerin kendini ise verme diizeylerini belirlemek i¢in “Kendini Ise
Verme Olgegi”, orgitsel adalet algilarini belirlemek igin ise “Orgitsel Adalet
Olgegi” kullanilmistir.

Kendini Ise Verme Olgegi

Kendini Ise Verme Olgegi (UWES: Utrecht Work Engagement Scale) Scha-
ufeli vd., (2002) tarafindan gelistirilmis ve Kose (2015) tarafindan Tiirkceye
uyarlanmistir. Olgek 17 maddeden olusmakta olup “1-Kesinlikle Katilmiyorum
ile 5-Kesinlikle Katiliyorum™ araliginda besli likert seklinde derecelendirilmistir.
Kose (2015) yapmus faktor analizi sonucunda 6lgekteki maddelerin 2 faktor (Ise
Bakas ve Ise Devam) altinda toplandigini belirtmistir. Kendini Ise Verme Olgegi
daha sonra yine Kdse (2016b) tarafindan yapilan ¢alismada tek boyuta indirgen-
mistir. Bu aragtirmada Kése (2016b) tarafindan uyarlanan 6lgegin tek boyutlu
formu kullanilmigtir. Kése (2016b) tarafindan dlgek tizerinde yapilan giivenirlik
analizi sonucunda Cronbach Alpha katsayist .94 olarak bulunmustur. Bu arastir-
ma da ise olgegin giivenirligi .93 olarak hesaplanmuistir.

Kendini Ise Verme Olgeginin tek faktorlii yapisin1 dogrulamak amaciyla bu
caligma icin mPlus 7.4 paket programi kullanilarak Dogrulayict Faktor Analizi
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(DFA) yapilmistir. DFA sonucunda 6lgegin tek boyutlu yapisinin dogrulandigt
ve modele ait uyum indekslerinin istenilen diizeylerde oldugu gériilmiistiir (x%/
sd=3.92, CFI= .92, TLI=.91, RMSEA= .078, SRMR = .044). DFA sonucu elde
edilen model grafigi Sekil 1’de gosterilmistir:

8.62.70.73.32.55.72.67.70.72.77.59.80.75.73.72.74

[k]vl 7Hk1v16][klv15][k1v] 4Hk1vl 3Hk1v12][klv1]][k1v] of k1v9 | k1v8 | k1v7 | klv6 | k1v5 H k1v4 | k1v’5 | klv2 | klvl |

.67 .61 .51 .46 .90 .69 .48 .55 .51 .48 .40 .65 .36 .43 .47 .48 .46

Sekil 1. Kendini ise verme Olcegine ait dogrulayici faktor analizi model grafigi

Orgiitsel Adalet Olcegi

Orgiitsel Adalet Olgegi Niehoff ve Moorman (1993) tarafindan gelistirilmis
ve Polat (2007) tarafindan Tiirkge’ye uyarlanmigtir. Olgek 19 maddeden olusan
besli likert tipi bir 6lgek olup Polat (2007) tarafindan yapilan faktor analizi so-
nucunda 6lcekteki maddelerin 3 alt boyutta (Dagitumsal, Islemsel ve Etkilesimsel)
toplandig: belirtilmistir. Polat (2007), yapmis oldugu giivenirlik analizi sonucun-
da olgegin tamamu icin Cronbach Alpha katsayisini .96 olarak bulurken; dlgegin
alt boyutlari olan Dagitimsal, Islemsel ve Etkilesimsel Adalet boyutlarinin giive-
nirlik katsayilarini ise sirasiyla .89, .95, .90 olarak bulmustur. Bu aragtirma da ise
Olcegin tamamu icin Cronbach Alpha giivenirlik katsayisi .97 olarak hesaplanir-
ken; Dagitimsal, Islemsel ve Etkilesimsel Adalet alt boyutlarinda ise sirastyla .93,
.96, .92 olarak hesaplanmustir.

Olgegin ii¢ boyutlu yapisini dogrulamak amaciyla bu cahisma kapsaminda
DFA yapilmistir. Yapilan analiz sonucunda 6lcegin ii¢ boyutlu yapisinin dog-
rulandig1 ve modele ait uyum indekslerinin kabul edilebilir diizeylerde oldugu
goriilmistiir (x%/sd=3.55, CFI= .96, TLI=.95, RMSEA= .073, SRMR= .025).
DFA sonucu elde edilen model Sekil 2°de verilmistir.

509



Akif Kése & Mehmet Uzun

97

1.00

dagitimsal

I(

77 82.77. 89 .91 .91 .88 .89 .88 .85 .89 .91 .92.96 .94 .90 .74 .80

N\ /TN A7 TN

[ad15Hadl4][adl3]ladlZHad19Had18Hadl7Hadlﬁ]ladllHaleH ad9 | ad8 | ad7 | ad6 | ad5 | ad4 | ad3 | ad2 ][ adl ]
Y

Ao At Aostort 4+ 4 bAoAt A4+ 4 A gt
17 20 24 29 30 28 .19 33 26 24 32 29 26 A7 25 29 30 45 .55

Sekil 2. Orgiitsel adalet 6lcegine ait dogrulayici faktor analizi model grafigi

Verilerin Toplanmast

Veri toplama araclarimin arastirmada kullanilabilmesi icin Kose (2016b)
ve Polat’tan (2007) gerekli izinler e-posta yoluyla alinmugtir. Veri toplama
araclarinin dgretmenlere uygulanabilmesi icin Kahramanmaras 11 Milli Egitim
Midiirligi'nden resmi izin alindiktan sonra, arastirmacilar tarafindan okullara
ulagilarak uygulama ile ilgili 6gretmenlere gerekli aciklamalar yapilmig, 6lgme
araglar 6gretmenlere dagitildiktan sonra 6lgek formlarini eksiksiz sekilde cevap-
landirmalar1 saglanmigtir.

Verilerin Analizi

Arastirmanin verileri SPSS for Windows 21.0 ve mPlus 7.4 paket progra-
mi kullanilarak analiz edilmistir. Arastirmada kullanilacak testlerin belirlenmesi
icin elde edilen puanlarinin normal dagihim gosterip gostermedigi carpiklik kat-
sayis1 yontemiyle (Buyukoztirk, 2017) incelenmistir. Yapllan analiz sonucunda
carpiklik (skewness) degeri Kendini Ise Verme Olgegi icin “-.70” Orgiitsel Adalet
Olgegi icin “-.83” orgiitsel adaletin alt boyutlar1 olan dagitimsal, islemsel ve et-
kilesimsel adalet iginse sirasiyla “-.92” “-.82” ve “-.88” olarak hesaplanmuis, tiim
degerlerin +1 ile -1 araliginda oldugu ve dagilimin normal oldugu kabul edilmis-
tir. Veri analizi i¢in aritmetik ortalama ve standart sapma degerleri belirlenmis,
degiskenler arasindaki iligkiyi belirlemede t-Testi ve Tek Yonlii Varyans Analizi
(ANOVA) testi, anlamli bulunan F degerinde fark olan gruplari belirlemede ise
Scheffe testi kullanilmigtir. Arastirmada 6gretmenlerin Orgiitsel adalet algilari ile
kendini ise vermeleri arasindaki iligkiyi belirlemek icin korelasyon analizi yapil-
mistir. Algiladiklar orgiitsel adaletin, kendini ise vermeyi ne diizeyde yordadigi-
ni1 belirlemek icin de regresyon analizi kullanilmugtir.
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Bulgular

Calismanin bu kisminda arastirmanin alt problemlerine yonelik bulgular ele
almmustir.

Ogretmenlerin Kendini Ise Verme ve Orgiitsel Adalet Alg Diizeylerine Iliskin
Bulgular

Ogretmenlerin kendini ise verme diizeyleri ve Orgiitsel adalet ve alt boyutla-
rina iligkin algilarinin ortalama ve standart sapma degerleri Tablo 1°de verilmistir.

Tablo 1

Ogretmenlerin Kendini Ise Verme ve Orgiitsel Adalet Algi Diizeylerinin Ortalama ve
Standart Sapma Degerleri

Olgekler Boyutlar N S
Kendini Ise Verme Kendini Ise Verme 476 4.08 59
Orgiitsel Adalet Genel 476 3.90 85
. Dagitimsal Adalet 476 3.90 91
Orgiitsel Adalet .
Islemsel Adalet 476 3.82 91
Etkilesimsel Adalet 476 4.08 .83

Tablo 1’e gore 6gretmenlerin kendini ise verme diizeylerinin aritmetik orta-
lamasi 4.08, standart sapmasi .59 iken; orgiitsel adalet algilarinin ortalamalarinin
3.90, standart sapmasinin ise .85 oldugu goriilmektedir. Orgiitsel adaletin alt bo-
yutlar1 olan dagitimsal, islemsel ve etkilesimsel adalet alt boyutlarinin aritmetik
ortalamalarinin sirastyla 3.90, 3.82 ve 4.08, standart sapmalarinin ise .91, .91 ve
.83 oldugu goriilmektedir. Bu tabloya gore, 6gretmenlerin kendini ige verme dii-
zeyleri (X = 4,08) ile Orgiitsel adalet 6lgeginin geneli (X = 3,90) ve alt boyutlari
olan dagitimsal (X = 3,90), islemsel (X = 3,82) ve etkilesimsel (X = 4,08) adalet
algilarinin “Katiliyorum 3.41-4.20” diizeyinde oldugu belirlenmistir.

Ogretmenlerin Kendini Ise Verme Diizeylerinin Demografik Ozelliklere Gire
Analizine Iligkin Bulgular

Ogretmenlerin kendini ise verme diizeylerinin demografik degigkenlere
gore farklilik gosterip gostermedigini belirlemek icin “Iligkisiz Orneklemler I¢in
t-Testi” ve “Tek Yonlii Varyans Analizi (ANOVA)” yapilmustir.

Yapilan t-Test sonucunda 6gretmenlerin kendini ise verme diizeylerinin cin-
siyet (X e =4-08, 88 1k =-39; X uqun =408, 88\, 4,0 =-60; 1(474)=-.01,p=.99) ve
medeni durum (X, = 4.16, 8§, .., =-59; X ;= 4.06, §S_,;=.59; t(474)=1.13,
p=.25) degiskenleri yoniinden istatistiksel olarak anlamli bir sekilde farklilas-
madig1, branglar1 bakimindan ise anlamli bir farklilik bulundugu goriilmektedir
[(474)=3.67, p<.(05)]. Smif 6gretmenlerinin (X = 4.22, SS_ .=.53) kendini
ise verme diizeylerinin, brang 6gretmenlerine (Ybran§= 4.01, SSbran§=.61) gore

anlamli bir bicimde yiiksek oldugu goriilmistir. Brans degiskeninin 6gretmen-
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lerin kendini ise verme davranisi iizerindeki etkisini incelemek icin hesaplanan
Eta-Kare (n?) degeri 0.03°diir. Buna gore kendini ise verme 6lgegi puanlarinda
gozlenen varyansin yaklasik %3’iinlin brang degiskenine bagl oldugu ifade edi-
lebilir.

Ogretmenlerin kendini ise verme diizeylerinin egitim durumu, okul tiirii
ve kidem degiskenine gore anlamli bir sekilde farklilagip farklilasmadigini or-
taya koymak icin yapilan Tek Yonli Varyans Analizi (ANOVA) testi sonucunda
ogretmenlerin kendini ise verme diizeylerinde egitim durumu (X =413,

- - Onlisans
S nticans=-00 X jjeane= 4-07, S, =-60; X =4.11, 8§ =.49; F=.18,

lisansiistii lisansiistii

p=.83)ve kidem (X, ;=4.14, 8§, s =.60; X ,,= 4.06,SS, ,,=.61; X, ;s =3.97,
881145 =-56; X 5,0=4.09,88 ¢ ,,=-39; X,,,=4.16,8S,,,=.59; F=1.57,p=.18)
degiskenleri yoniinden istatistiksel olarak anlaml bir farklilik bulunmazken, 6g-
retmenlerin kendini ise verme diizeylerinin, gorev yaptiklari okul tiirlerine gore

anlamli bir sekilde farklilagtigi goriilmiistiir [F(2, 473)=8.73, p<.(05)].

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
amaciyla yapilan Scheffe testi sonucunda ilkokullarda gorev yapan 6gretmenle-
rinin (X 0= 421, 8850 =-53) kendini ise verme diizeyleri ile ortaokul (X
ortaokul= 402, 881 =-56) ve liselerde (X .= 3.95, §§,,.=.66) gbrev yapan
ogretmenlerin kendini igse verme diizeyleri arasinda istatistiksel olarak p<.(05)
anlamlhilik diizeyinde farklilik oldugu ortaya cikmustir. Ilkokullarda gorev yapan
ogretmenlerin kendini ise verme diizeylerinin ortaokul ve liselerde gorev yapan
ogretmenlere gore anlamli bir sekilde daha yiiksek oldugu goriilmektedir.

Ogretmenlgrin Orgiitsel Adalet Alglarimin Bazi Demografik Ozelliklere Gore
Analizine Iliskin Bulgular

Ogretmenlerin orgiitsel adalet algilarinim demografik degiskenlere gore
farklilik gosterip gostermedigini belirlemek icin yapilan “Iliskisiz Orneklemler
Icin t-Testi” ve “Tek Yonli Varyans Analizi (ANOVA)” sonuglari Tablo 2 goste-
rilmistir.

Tablo 2

Ogretmenlerin Orgiitsel Adalet Algilarinin Demografik Degiskenlere Gore
Farklilagma Durumlan

Cinsiyet ~ Medeni Brang Egitim Okul Kidem
Boyutlar Durum Durumu Tiiria

t p t p t p F p F p F p
Dagitimsal Adalet 20 84 55 .58 399 000 86 .42 17.72 .00 77 54

Islemsel Adalet 47 .63 -06 .83 336 .00* .67 .51 13.62 .00* .69 .60
Etkilesimsel Adalet .60 55 .60 95 299 .00 142 24 11.74 .00* 123 .30
Orgiitsel Adalet 42 .66 27 78 3.67 .00* .87 .41 16.00 .00* .74 .56
*p<.05
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Tablo 2’ye gore dgretmenlerin Orgiitsel adalet dlceginin geneline iligkin algi-
larinin cinsiyet (X, ., =3.92, 881 =-86; X qin= 3-89, 88, 4,0 =-84; 1(474)=.42,
p=.66) ve medeni durum (X, .= 3.93, 8, ,,=-82; X ;= 3.90, §S_,=.85;
1(474)=.27, p=.78) degiskenleri acisindan istatistiksel olarak anlamli bir sekilde
farklilagmazken branglar1 bakimindan 6rgiitsel adalet algilari arasinda anlamli bir
farkliligin ortaya ciktig1 goriilmektedir [£(474)=3.67, p<.(05)]. Siuf 6gretmenle-
rinin (X = 4.10, SS_ .=.80) orgiitsel adalet algilarinin, brang 6gretmenlerine
(X prang= 3-80, S8y ,s=-80) gore anlaml bir sekilde yiksek oldugu goriilmiistiir.
Brang degiskeninin dgretmenlerin Orgiitsel adalet algilar: tizerindeki etkisini in-
celemek igin hesaplanan Eta-Kare (n?) degeri 0.03’diir. Buna gore orgiitsel ada-
let 6lgegi puanlarinda gozlenen varyansin yaklasik %3’iiniin brans degiskeni ile
aciklandigr ifade edilebilir.

Orgiitsel adaletin alt boyutlar1 incelendiginde cinsiyet degiskeni yoniinden
ogretmenlerin dagitimsal (X, ., =3.91, SS_, ., =-95; Xkadn 3.90, 88, 4n=-87;
t(474)=.20,p=.84)islemsel (X, ., =3-84,8S 1 .=-90; X\ 4n=3-80, 88, 4n="92;
1(474)=.47,p=.63) ve etklle§1msel(x kek =410, 88, . =.83; X, 4= 4.06, 85,

=.83; #(474)=.60, p=.55) adalet algllarlmn anlamli bir §ekllde farkhlagmadlgl
gérﬁlmﬁgtﬁr. Medeni durum degigkeni acisindan ise 6gretmenlerin dagitimsal (

=397, 88, ckar=-88; X ;= 3.90, §S_,;=.91; £(474)=.55, p=.58) islemsel (
Xpekar =385, 88y ckar =95y = 3.82, 8 ,;;=-91; t(474)=-.06, p=.83) ve etkilesim-
sel (X okar=4-07, 88, s =78 X ooi= 4. 08 S8 i=-83; 1(474)=.60, p=.95) adalet
algilarinda anlamh bir farklilik gostermezken, brans degiskeni acisindan 6gret-
menlerin dagitimsal [#(474)=3.99, p<.(05)], islemsel [#(474)=3.36, p<.(05)] ve
etkilesimsel [#(474)=2.99, p<.(05)] adalet algilarinda anlamli bir farklilik ortaya
cikmuistir.

Sinif 6gretmenlerinin dagitimsal (X 4.14, SS
= 402, 8§ =.87) ve etkilesimsel (X = 4.24, §S
brang 6gretmenlerinin dagitimsal (Ybrm— 3.79, SS
3.72, 88,4ns=-91) ve etkilesimsel (X . = 4.00, SS
anlamli bir blgimde yiiksek oldugu goriilmektedir.

smlf 84) 1§lemsel (X
am=-76) adalet algllarlnm
=.92), islemsel (Ybram§
.85) adalet algilarindan

siif

bran

bran§

Tablo 2’ye gore 0gretmenlerin Orgiitsel adalet ve alt boyutlarina iligskin algi-
larmin egitim durumu, okul tiirii ve kidem degiskenine gore farklilasma durumla-
rin1 ortaya koymak icin yapilan Tek Yonli Varyans Analizi (ANOVA) testi sonu-

cunda; ogretmenlerln orgiitsel adalet algilarinin egitim durumu (X ... =4.15,
SSonllsans 58 hsans =3. 90 SShsans 85 X lisansiisti =3. 84 SShsansustu 88 F= 87
p=A41) ve kldem(X 15 =387,88,.=.95; X = 3.79, 55 ;, =82 X .15 = 3.88,

88115 =815 X 00 =3.98, 88,,,,=-84; X,,,=3.95, SS21+=.88; F=.74,p=.56)
degiskenleri yoniinden istatistiksel olarak anlamli bir bigcimde farklilasmadig1 6g-
retmenlerin kendini ise verme diizeylerinin, gorev yaptiklari okul tiirlerine gore
anlaml bir sekilde farklhilagtigi goriilmektedir [F(2, 473)=16.00, p<.(05)].

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
amaciyla yapilan Scheffe testi sonucunda ilkokullarda (X, .= 413, $S;...

1 =-78) gorev yapan dgretmenlerinin orgiitsel adalet algilari ile ortaokul (X . -
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=390, 8S .ok =-81) ve liselerde (X, .= 3.60, SS,, . .=.88) gbrev yapan dgret-
menlerin orgiitsel adalet algilar1 arasinda istatistiksel olarak p<.(05) anlamlilik
diizeyinde farklilik oldugu ortaya ¢ikmustir.

Orgiitsel adaletin alt boyutlar1 incelendiginde egitim durumu degi§ke-
ni agisindan Ogretmenlerin dagitimsal (X, .. =418, 8§, . - =72; X, =
3.89, 88 1ans="92 X jicansiistii =3-915 SSicansista =-21; F=.86, p=.42), islemsel (X
onllsans =4. 05 SSonllsans 64; Xllsa ns =3. 82 SS 91 Xllsansustu 3. 76 SS
w="99; F=.67, p=.51) ve etkilesimsel (X, .. =434, 8§, . =43; X ions=
4. 08 S8 icans= 8% Xjicansiistii =3-9% SSjiansisii =-01; F=1.42, p=.24) adalet algi-
lar1 arasinda anlamli bir farklilik bulunmamistir. Kidem degiskeni acisindan ise
ogretmenlerin dagitimsal (X, 3 =3.96, SS, ; =.96; X, ,,= 3.81, §S,,,=.87; X
115 = 3.84, 88,15 =.86; X ¢, =4.00, 85, ,,=-84; X, .= 391, 8S,,,=1.04;
F=.77,p=.54) islemsel (X, 5 =3.75, §§, s =1.04; X ,,= 3. 72 886.10=-88; X115
=3.81, 88,15 =-88; X450 =3.87,88,5,0,="93; 721+— 3.90, SSz1+— 90; F=.69,
p=.60) ve etkilesimsel (X, s =4.00, 8§, 5 =.91;, 10— 3.94, 88,0 =84; X145 =
4.10, 88, 15 =.77; X 459 =4.16, 85, ,,=-85; X, = 4.12, §S,,,=.80; F=1.23,
p=.30) adalet algilar1 arasinda anlaml bir farkhhk bulunmazken 6gretmenlerin
dagitimsal [F(2, 473)=17.72, p<.(05)], islemsel [F(2, 473)=13.62, p<.(05)] ve
etkilesimsel [F(2, 473)=11.74, p<.(05)] adalet algilarinin, gorev yaptiklar: okul
turlerine gore anlamli bir sekilde farklilastigi gorilmustiir.

lisans lisansiis-

Okul tiirleri arasindaki farkin hangi gruplar arasinda oldugunu belirlemek
ama01y1a yapilan Scheffe testi sonucunda ilkokullarda (X, ,.,= 417, S8,
,=.82) gorev yapan Ogretmenlerinin dagitimsal adalet algilar ile ortaokul (X
ortaokul = 3:875 S8 o =-90) ve liselerde (X, = 3.58, S, .=.93) gbrev yapan
ogretmenlerin dagitimsal adalet algilar1 arasinda; ortaokullarda gorev yapan
Ogretmenlerle ise liselerde gorev yapan ¢gretmenlerin dagitimsal adalet algilar
arasinda istatistiksel olarak p<.(05) anlamlilik diizeyinde farklilik oldugu ortaya
¢ikmistir.

Islemsel adalet alt boyutunda ilkokul (Xikokar= 4-08, 88,y o =-860) ve orta-
okullarda (X rtaokur= 383, S ok =-85) gorev yapan dgretmenlerle liselerde (
X o= 3.52, SShBC— 95) gorev yapan 0gretmenler arasinda, etkilesimsel adalet
boyutlarinda ise benzer sekilde ilkokul (X, = 4-26, S8,k =-75) ve ortao-
kullarda (X o= 411, SS. oo =-81) gorev yapan 6gretmenlerle liselerde (
X = 3.82, §§,,.=.88) gorev yapan Ogretmenler arasinda istatistiksel olarak
p<.(05) anlamlilik diizeyinde farklilik oldugu ortaya ¢ikmuistir.
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Ogretmenlerin Kendini Ise Verme Diizeyleri ile Orgiitsel Adalet Algilart
Arasindaki Iliskiye Yonelik Bulgular

Kendini ige verme ile orgiitsel adalet ve alt boyutlar1 (dagitimsal, islemsel ve
etkilesimsel adalet) arasindaki iligkiyi belirlemek icin yapilan Pearson Korelas-
yon Katsayisi testi sonuglari Tablo 3’te verilmistir.

Tablo 3

Ogretmenlerin Kendini Ise Verme Diizeyleri ile Orgiitsel Adalet Algilan Arasindaki
Iligki

Orgiitsel Adalet Dagitimsal Adalet islemsel Adalet Etkilesimsel Adalet
Kendini ise 42 A1 40* .38*
Verme

p .000 .000 .000 .000

N=476
“p<.(01)

Tablo 3 incelendiginde kendini igse verme ile Orgiitsel adalet ve alt boyutlari-
nin tamami arasinda anlamli bir iliski bulunmustur. Kendini ise verme ile orgiit-
sel adalet 6l¢eginin geneli (r=0.42, p<.05) ve alt boyutlari olan dagitimsal (r=41,
p<.05), islemsel (r=40, p<.05) ve etkilesimsel (r=38, p<.05) adalet algilar ara-
sinda pozitif ve orta diizeyde bir iliskinin oldugu goriilmektedir. Ogretmenlerin
orgiitsel adalet algilar1 arttik¢a kendini ise verme diizeylerinin de arttig1 belirti-
lebilir.

Orgiitsel Adaletin Alt Boyutlarimin Ogretmenlerin Kendini Ise Verme Diizeylerini
Yordamasina Iligskin Bulgular

Orgiitsel adaletin alt boyutlari olan dagitimsal, islemsel ve etkilesimsel ada-
letin kendini ise vermeyi yordamasina iliskin olarak oncelikle ¢oklu regresyon
analizi yapilmustir. Coklu regresyon analizinden once yordayici degiskenlerle ba-
giml degisken arasinda dogrusal bir iligkinin bulunup bulunmadig: ve puanlarin
normal dagilim gosterip gostermedikleri incelenmis (Biytikoztiirk, 2017) ve sa-
cilma grafiginin dogrusal bir iligkiyi tanimladigi, yordanan degerler icin olusturu-
lan siitun grafigi (histogram) ve normal dagilim egrilerinin de normale yaklagik
bir dagilim gosterdigi gorilmistir. Tam yontem (Enter Yontemi) kullanilarak
yapilan coklu regresyon analizi sonucunda iglemsel ve etkilesimsel adalet degis-
kenlerinin regresyon modeline anlamli katkisi olmadigi belirlenmistir. Anlamli
katkist olmayan bu iki degisken cikartilarak sadece dagitimsal adalet degiskeni ile
basit regresyon analizi yapilmasi yoluna gidilmis ve model yeniden test edilmistir.
Yapilan ¢oklu ve basit regresyon analizine iligkin sonuglar Tablo 4’ te verilmistir.
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Tablo 4

Orgﬁtsel Adalet Algistmin Ogretmenlerin Kendini Ise Verme Diizeylerini Yordamast-
na lliskin Regresyon Analizi Sonuglar

Degisken B Sh B T P
Sabit 2.898 126 22.939  .000
g
9 Dagitimsal Adalet 175 .053 269 3.275 .001
%n Islemsel Adalet .030 .067 .046 451 .652
ﬁ Etkilesimsel Adalet .094 .063 131 1.499 135
é R=10.424 R2=0.179

F (3, 472)=34.400 p= .0000
Sabit 3.030 109 27.703  .000
Dagitimsal Adalet .269 .027 413 9.860 .000

R=0.413 R?=0.170

Basit Regresyon

F (1,474)=97.216 p=.0000

Tablo 4 incelendiginde basit regresyon analizi sonucunda dagitimsal adaletin
ogretmenlerin kendini ise verme puanlari ile diisiik diizeyde ve anlaml bir iligki
verdigi goriilmektedir (R=0.413, R?=.17, p<.01). Dagitimsal adalet degiskeni
ogretmenlerin kendini ise vermelerindeki toplam varyansin yaklasik %17’sini
aciklamaktadir. Regresyon katsayisinin anlamliligina iligkin degerler incelendi-
ginde dagitimsal adaletin, kendini ise vermenin anlaml bir yordayicisi oldugu
ortaya cikmuistir.

Sonug, Tartisma ve Oneriler

Arastirma sonucunda 6gretmenlerin kendini ise verme diizeylerinin yiiksek
oldugu ortaya ¢ikmistir. Arastirmanin bu sonucunun 6gretmenlerin kendini ige
verme diizeylerinin dlciildiigii farkli arastirma sonuglariyla (Akman ve Imama-
oglu-Akman, 2017; Kavgaci, 2014; Kose, 2015; Sezen, 2014) benzerlik goster-
mektedir.

Arastirmada 6gretmenlerinin Orgiitsel adalet algilarinin tiim 6l¢ek boyutun-
da ve alt boyutlarinda yiiksek diizeyde oldugu sonucuna ulagilmigtir. Aragtirma-
nin bu sonucunun dgretmenlerin Orglitsel adalet algilarinin yiiksek diizeyde bu-
lundugu bircok arastirma sonucuyla (Acikgoz, 2009; Akgiiney, 2014; Atar, 2017;
Bahceci, 2014; Celik, 2011; Cirak, 2013; Diindar, 2011; Ertiirk, 2011; Gok, 2014;
Gilingdrmez, 2014; Iren, 2015; Kahraman, 2014; Kilig, 2013; Kizilkaya, 2016; Oz-
can, 2014; Polat, 2007; Ugurlu, 2009) benzerlik gosterdigi; orgiitsel adalet algi-
larmin orta diizeyde o6lgiildigii arastirma sonugclariyla da (Aydin, 2015; Giince,
2013; hnamoglu, 2011; Sentiirk, 2014; Unlii, 2015; Yildiz, 2013) farklilik goster-
digi gériilmektedir. Ogretmenlerin, yoneticilerinin uygulamalarinda adil davran-
diklarim diisiindiikleri belirtilebilir.

516



Kendini Ise Verme ve Orgiitsel Adalet

Aragtirma sonucunda 6gretmenlerin kendini ise verme diizeylerinin cinsi-
yet, medeni durum, 6grenim durumu ve kidem degiskenleri acisindan istatistik-
sel olarak anlaml bir sekilde farklilasmadigr ortaya konulmustur. Giin (2017),
Kavgaci (2014), Kose (2015) ve Sezen (2014) tarafindan yapilan arastirmalarda
ogretmenlerin kendini ise verme diizeylerinin cinsiyet degiskenine gore farkl-
lasmadig goriilmiistiir. Medeni durum degiskeni agisindan bakildiginda; Giin
(2017) arastirmasinda farklilik bulunmadig1 sonucuna ulasirken, Sezen (2014)
isle biitiinlesmenin genelinde ve icinde olma alt boyutunda, Kose (2015) ise ise
bakis alt boyutunda evli gretmenlerin lehine anlamli farklilik bulundugu sonuc-
larma ulagmuglardir. Ogrenim durumu ile ilgili olarak Giin (2017) arastirmasinda
herhangi bir farklilik bulunmadigini, Kavgaci (2014) isle biitiinlesmenin geneli
ve alt boyutlarinda, Kose (2015) ise ise bakis alt boyutunda 6n lisans mezunu 6g-
retmenlerin lehine bir farklihgin bulundugunu arastirmalariyla ortaya koymus-
lardir. Kidem degiskeni acisindan bakildiginda Kavgaci (2014) ve Kose (2015),
ogretmenlerin kidemleri arttik¢a kendini ise verme/igle biitiinlesme diizeylerinin
arttig1 sonuclarina ulagirken, Giin (2017) bu arastirma sonucunda oldugu gibi
ogretmenlerin igle biitiinlesme diizeylerinin kidemlerine gore farklhilagmadig: so-
nucuna ulagmistir.

Arastirmada ortaya cikan bir diger sonug ise 0gretmenlerin kendini ise ver-
me diizeylerinin brang ve gorev yapilan okul tiirii agisindan anlamli bir sekilde
farklilagtigidir. Sinif 6gretmenlerinin brans 6gretmenlerine gore; ilkokullarda ca-
lisan 6gretmenlerin, ortaokul ve liselerde ¢alisan 6gretmenlere gore kendilerini
islerine daha fazla verdikleri sonuclarina ulagilmistir. Bu arastirma sonucunda
oldugu gibi Kavgaci (2014) ve Kose (2015) arastirmalarinda sinif 6gretmenle-
rinin kendini ise verme diizeyleri ile diger branglardaki 6gretmenlerin kendini
ise verme diizeyleri arasinda anlamli bir farkliligin bulundugunu ortaya koymus-
lardir. Bu sonuglara karsin Giin (2017) arastirmasinda isle biitiinlesmenin igin-
de olma ve dinclik boyutlarinda lise 0gretmenleri lehine farkliligin bulundugu
sonucuna ulagmistir. Ilkokullarda gorev yapan dgretmenlerin muhatap oldugu
ogrencilerin yas olarak kiiciik olmasi sinif 6gretmenlerin cogu zaman 6gretmen-
den Ote bir anne baba gibi davranmalarini gerektirmektedir. Bu durumun sinif
Ogretmenlerinin islerini daha fazla 6ztimsemelerini sagladig belirtilebilir. Ayri-
ca ilkokul diizeyinde akademik beklentinin diger 6gretim kademelerine oranla
daha diisiik olmast sinif 6gretmenleri tizerinde bu yonde bir kayginin daha az
yasandigl anlamina gelebilir. Bu hususlara ek olarak ortaokul ve liselerde disip-
lin olaylarimin ilkokullara gore daha fazla yasanmasi ortaokul ve liselerde gorev
yapan 0gretmenlerin kendini ise verme diizeylerinin diisiik ¢ikmasinin sebeple-
rinden biri olarak ifade edilebilir.

Arastirma sonucunda O6gretmenlerin orgiitsel adalet dlceginin geneli ve alt
boyutlarina iliskin algilarinin cinsiyet, medeni durum, egitim durumu ve kidem
degiskenleri acisindan istatistiksel olarak anlamli bir sekilde farklilagsmadigi go-
rillmiistiir. Arastirmanin bu sonucu 6gretmenlerin orgiitsel adalet algilarinin cin-
siyete gore farklilasmadigr aragtirma sonuclariyla (Agikgoz, 2009; Akgeyik, 2014;
Ay, 2013; Ay ve Kog, 2014; Boliikbasioglu, 2013; Celik, 2011; Diindar, 2011; Er-
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tirk, 2011; Giingérmez, 2014; Kahraman, 2014; Kara, 2011; Karaman, 2009; Ka-
sapoglu, 2015; Kizilkaya, 2016; Ozcan, 2014; Sentiirk, 2014; Terkes, 2015; Ugurlu,
2009; Uysal, 2014; Unli, 2015) benzerlik gosterirken, alt boyutlarda erkeklerin
lehine anlamli farkliligin bulundugu (Akgiiney, 2014; Atar, 2017; Bahceci, 2014;
Cirak, 2013; Cokiik, 2013; Dogan, 2008; Eker, 2006; Gok, 2014; Giince, 2013;
Iren, 2015; Kilig, 2013; Kog, 2013; Polat, 2007) ve kadinlar lehine anlaml farkli-
ligi bulundugu (Aydin, 2015; Imamoglu, 2011) arastirma sonuglariyla farklilik
gostermektedir.

Bu arastirma sonucunda Ogretmenlerin Orgiitsel adalet algilarinin mede-
ni durum degiskeni acisindan anlaml bir sekilde farklilasmadigi gortlmiistir.
Aragtirmanin bu sonucu ile ilgili olarak yapilan farkli aragtirmalarin (Atar, 2017,
Aydin, 2015; Celik, 2011; Cokiik, 2013; Diindar, 2011; Giince, 2013; Giingor-
mez, 2014; Iren, 2015; Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Terkes, 2015)
sonuglarinin benzerlik gosterdigi goriilmektedir. Bu aragtirmada ortaya cikan,
Ogretmenlerin Orgiitsel adalet algilari ile egitim durumlari arasinda anlamli bir
farkliligin bulunmadigi sonucu, yapilan pek ¢ok arastirma sonucuyla (Akgeyik,
2014; Akgiiney, 2014; Atar, 2017; Boliikbasioglu, 2013; Celik, 2011; Gtince, 2013;
Iren, 2015; Kara, 2011; Kasapoglu, 2015; Kilig, 2013; Kizilkaya, 2016; Unli, 2015)
benzerlik gosterirken, anlamli farkliligin bulundugu (Cirak, 2013; Ozcan, 2014;
Terkes, 2015) aragtirma sonuglariyla da farklilik gostermektedir.

Arastirmanin bir diger sonucu 6gretmenlerin Orgiitsel adalet algilarinin ki-
demlerine gore farklilik gostermedigidir. Yapilan bazi arastirmalarda bu sonuca
benzer sonuca ulasildigi (Ag¢ikgoz, 2009; Akgiiney, 2014; Atar, 2017; Ay, 2013;
Bahceci, 2014; Celik, 2011; Diindar, 2011; Giince, 2013; Giingérmez, 2014; Ima-
moglu, 2011; Iren, 2015; Kasapoglu, 2015; Kizilkaya, 2016; Koc, 2013; Ozcan,
2014; Sentiirk, 2014; Terkes, 2015; Ugurlu, 2009; Uysal, 2014) gorilmektedir.
Aragtirmanin bu sonucunun 6gretmenlerin Orgiitsel adalet algilarinin kidemle-
rine gore farklilik gosterdigi arastirma sonuclariyla da (Akgeyik, 2014; Aydin,
2015; Cirak, 2013; Coktik, 2013; Dogan, 2008; Eker, 2006; Gok, 2014; Kahraman,
2014; Kara, 2011; Kilig, 2013; Polat, 2007, Unli, 2015) farklilik gosterdigi goriil-
mektedir.

Ogretmenlerin orgiitsel adalet algilar1 branglar1 ve gorev yaptiklar1 okul
tirlerine gore anlaml bir sekilde farklilasmigtir. Siif 6gretmenlerinin Orgiitsel
adalet olgeginin tiim alt boyutlarinda brang 6gretmenlerine gore daha yiiksek
adalet algisina sahip olduklari ortaya ¢ikmistir. Bu arastirma sonucunda oldugu
gibi Celik (2011), Cirak (2013) ve Kasapoglu (2015) arastirmalarinda 6gretmen-
lerin Orgiitsel adalet algilarinin brang degiskeni yoniinden farklilasma durumunu
incelemisler ve sinif 6gretmenleri lehine anlamli bir farklilik bulundugu sonucla-
rina ulagmiglardir. Buna karsin Cokiik (2013) arastirmasinda brang 6gretmenleri
lehine, Ay (2013) sosyal etkinlik dersleri 6gretmenleri lehine, Sentiirk (2014) ise
meslek dersi 6gretmenleri lehine anlamli farklilik bulurken yapilan bazi arastir-
ma sonuglarinda ise (Akgiiney, 2014; Aydin, 2015; Bahcgeci, 2014; Boliikbasioglu,
2013; Dogan, 2008; Giince, 2013; Iren, 2015; Kara, 2011; Kizilkaya, 2016; Polat,
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2007; Ugurlu, 2009) 6gretmenlerin Orgiitsel adalet algilarinin brans degiskeni yo-
niinden farklilagmadig ortaya konulmustur.

Ilkokullarda gorev yapan gretmenlerin ortaokul ve liselerdeki 6gretmen-
lere gore, ortaokullarda gorev yapan 0gretmenlerin ise liselerdeki 6gretmenlere
gore daha yiiksek dagitimsal adalet algisina sahip olduklar1 goriilmiistiir. Islem-
sel ve etkilesimsel adalet boyutlarinda ise ilkokul ve ortaokullarda gorev yapan
ogretmenlerin liselerde gorev yapan ogretmenlere gore daha yiiksek bir adalet
algisina sahip olduklari belirlenmistir. Bu aragtirma sonucuna benzer olarak Gok
(2014) arastirmasinda 6lgegin tiim alt boyutlarinda ilkokul ve ortaokul 6gretmen-
leri arasinda ilkokul 6gretmenleri lehine anlamli bir farklik bulundugu sonucuna
ulagmustir. Ozcan (2014) dagitimsal adalet alt boyutunda ilkokul ve lise arasinda
ilkokul lehine, Unlii (2015) 6lcegin genelinde, islemsel ve etkilesimsel adalet alt
boyutlarinda lise 6gretmenlerine gore ilkokul ve ortaokul dgretmenleri lehine,
dagitimsal adalet alt boyutunda ise ilkokul ve liseye gore ortaokul 6gretmenleri
lehine farklilik bulurken, Akgiiney (2014) ve Polat (2007) arastirmalarinda 6g-
retmenlerin Orgiitsel adalet algilartyla okul tiirleri arasinda farklilik bulunmadigi
sonuglarina ulagsmiglardir. Ortaokul ve liselerde gorev yapan 6gretmenlerin da-
gitimsal adalet algilarinin ilkokul 6gretmenlerine gore daha diisiik cikmasinin
bircok nedeninin oldugu ifade edilebilir. Okullarda ders dagitimi, ders prog-
ramlariin diizenlenmesi, 6grenci kuliiplerinin belirlenmesi, sosyal etkinliklerin
planlanmasi ve komisyonlarin kurulmasi gibi 6gretmeni dogrudan etkileyen fa-
aliyetler bulunmaktadir. Bu faaliyetlerin ortaokul ve liselerde ilkokullara gore
daha yogun yasandigi ifade edilebilir. Yasanan bu yogunlugun beraberinde birta-
kim problemleri getirmesi, bu noktada problem yasayan 6gretmenlerin dagitim-
sal adalete iliskin algilariin diistik cikmasinin sebebi olarak agiklanabilir.

Ogretmenlerin kendini ise verme diizeyleri ile orgiitsel adalet ve alt boyutla-
r1 olan dagitimsal, islemsel ve etkilesimsel adalet algilar1 arasinda pozitif ve orta
diizeyde bir iliskinin oldugu ortaya ¢ikmustir. Aksit-Asik (2016) arastirmasinda
kendini ise verme ile dagitimsal ve islemsel adalet arasinda diistik diizeyde, etki-
lesimsel adaletle ise orta diizeyde pozitif bir iligki bulundugu sonucuna ulasmis-
tir. Bu arastirma sonucuyla farkli arastirma sonuglari birlikte degerlendirildigin-
de oOrgiitsel adalet algisinin artmasinin kendini ise vermeyi diizeyini arttirdigy,
azalmasinin ise kendini ise verme diizeyini diisiirdigu belirtilebilir.

Arastirmada dagitimsal, islemsel ve etkilesimsel adalet degiskenlerinin bir-
likte, 6gretmenlerin kendini ise verme puanlari ile diistik diizeyde ve anlamli bir
iliski verdigi ortaya konulmustur. Orgiitsel adaletin bu ii¢ alt boyutunun, dgret-
menlerin kendini ise vermelerindeki toplam varyansin yaklagik %18’ini acikladi-
&1 ortaya citkmistir. Sadece dagitimsal adaletin kendini ise verme iizerinde anlam-
I1 bir yordayici oldugu, islemsel ve etkilesimsel adalet algilarinin ise kendini ige
vermenin anlaml bir yordayicisi olmadiklart sonucuna ulasilmistir. Aksit-Asik
(2016) otel ¢alisanlarini konu edindigi arastirmasinda dagitimsal adaletin yani
sira iglemsel ve etkilesimsel adaletin de kendini ise vermeyi anlamli bir sekilde
yordadig1 sonucuna ulagsmistir. Aydin (2015) ise arastirmasinda okullarda adil
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dagitim olmadiginda 6gretmenlerin iglerini anlamsiz bulduklari, kendilerini giig-
siiz hissettikleri ve okullarindan uzaklastiklar1 sonuclarma ulagsmustir. Ogretmen-
lerin kendini ise vermelerinde orgiitsel adalete iligkin prosediirler ve yasanan
etkilesimden ziyade dagitimin adilliginin etkili oldugu ifade edilebilir. Okullarda
dagitimsal adaletin gostergesi olarak ifade edilebilecek olan ders dagitimi, hafta-
lik ders programlarinin diizenlenmesi, ders dist diger islerin ve sorumluluklarin
paylastirilmasi ve ddiillerin dagitiminda tarafsizligin saglanmasi gibi durumlarin
ogretmenlerin kendini ise vermelerini anlaml bir sekilde etkiledigi ifade edile-

bilir.

Oneriler

1.
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Aragtirma sonucunda ilkokuldan ortaokul ve lise 6gretim kademelerine
dogru gidildik¢e 0gretmenlerin kendini ise verme diizeylerinin distigi
ortaya ¢ikmustir. Milli Egitim Bakanhg ve 1l/ilce Milli Egitim Miidiir-
likkleri tarafindan bu durumun nedenlerini ortaya cikaracak envanterler
gelistirilebilir, bu envanterler 6gretmenlere uygulanabilir. Uygulama
sonuglar1 degerlendirilerek 6gretmenlerin kendilerini islerine vermele-
rinin Onilindeki engeller tespit edilebilir. Bu engelleri ortadan kaldirici
eylem planlar1 hazirlanarak uygulamaya konulabilir.

Aragtirma sonucunda ortaokul ve liselerde gorev yapan 6gretmenlerin
orgilitsel adalet algilarinin kendini ise vermede oldugu gibi ilkokullara
nazaran diigiik ciktig1 belirlenmistir. Algilanan Orgiitsel adaletin orgiit-
lerin yagsamlar1 noktasinda belirleyici rolii gz ontinde bulunduruldu-
gunda disiik diizey Orgiitsel adalet algisinin orgiitler agisindan yagam-
sal bir tehlike oldugu ifade edilebilir. Bundan dolay1 ortaya ¢ikan bu
dusiik adalet algisinin nedenleri kendini ise vermede oldugu gibi ge-
listirilecek envanterlerle tespit edilebilir, bu nedenlerle ilgili 6nleyici
tedbirler almabilir.

Arastirma sonucunda 6gretmenlerin kendini ise verme ile algiladik-
lar1 Orgiitsel adalet arasinda pozitif yonli anlaml bir iligkinin oldugu
gorilmiistiir. Bir bagka deyisle Orgiitsel adalet algis1 arttikca kendini
ise verme diizeyi de artmaktadir. Bu durumun egitim orgiitleri acisin-
dan 6nemi goz Ontinde bulunduruldugunda 6gretmenlerin kendini ise
verme diizeylerinin yiikseltilmesi icin egitim sisteminin biitiin kademe-
lerinde Orgiitsel adaletin tesisi yoniinde daha fazla calisiimasina 6zen
gosterilebilir. Bu noktada diizenlenecek kurs, seminer vb. faaliyetlerle
biitiin egitim yoneticilerinin Orgiitsel adalet hakkindaki farkindaliklar
arttirilabilir.

Ogretmenlerin dagitimsal adalet algilarinin, 6gretmenlerin kendilerini
islerine vermelerinin anlamli bir yordayicisi oldugu ortaya ¢ikmistir. Bu
bakimdan okullarda/kurumlarda kaynaklarin ve odiillerin dagitimiyla
ilgili katilimer ve ortak bir anlayis olusturulmasi, bu noktada okullarda
kurulan kurul ve komisyonlara islevsellik kazandirilmasi gerekmekte-
dir. Derslerin, ders dist islerin ve ddiillerin dagitimi, ders programla-
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rinin olusturulmas: gibi 6gretmenlerin dagitimsal adalet algisin1 dog-
rudan etkileyecek uygulamalarda imkanlar olgiisiinde 6gretmenlerin
g0riis ve Onerileri alinabilir, okul yonetimi olarak bu dagitimlarin hak-
kaniyetli ve adaletli bir bicimde yapilmasinda yOnetici hassasiyeti ve
farkindalig arttirilabilir.

Aragtirmada lise 6gretmenlerinin kendini ise verme diizeylerinin il-
kokul ve ortaokullarda gorev yapan dgretmenlere gore diisiik oldugu
ortaya cikmistir. Bu durumun nedenleri yapilacak nitel aragtirmalarla
derinlemesine incelenebilir.

Bu calismada ortaokullar ile liseler kendi iclerinde okul tiirii ayrima
gidilmeden bir biitlin olarak ele alinmigtir. Yapilacak farkli caligmalar-
da ortaokul ve liselerin tiirlerine gore 6gretmenlerin kendini ise verme
diizeylerinin incelendigi arastirmalar yapilabilir.

Bu arastirmada kendini ise vermenin yonetici davraniginin yansimasi
olan oOrgiitsel adaletle olan iliskisi incelenmistir. Yapilacak farkli aras-
tirmalarda kendini ise vermenin yOneticilerin kullandiklar1 orgiitsel gii¢
kaynaklar1 ve liderlik ozellikleriyle olan iliskisi incelenebilir.
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