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Some characteristics of both employees and workplace environment have crucial roles
in providing the organizational effectiveness. It can be thought that fair approaches in
workplace environment positively affect the employees’ motivation and increase their
performance. Accordingly, in this study the relationships between organizational
justice, work motivation and teacher performances were investigated in terms of
teacher’s views. Study group of this study was composed of 290 volunteer teachers on
duty in public schools in 2016-2017 academic year. Organizational justice, work
motivation and employee job performance scales were used and quantitative analysis
techniques were performed in the study. Study data were analyzed with descriptive
statistics, confirmatory factor analysis (CFA) and structural equation modeling (SEM).
Organizational justice and work motivation were determined as independent variables
and teacher performance as dependent variable in the study. Analyses were
performed with SPSS 22.0 and Lisrel 8.8 programs. Findings indicated that teachers’
work motivation and their perceptions of organizational justice were relatively
moderate. Teachers’ perception of performance was determined as relatively high.
Besides; a positive, low and moderate significant relationship between organizational
justice, work motivation and teacher performance were determined. Finally, SEM
analysis showed that work motivation had a partial mediator variable role in between
organizational justice and teacher performance. In accordance with the study findings,
practices which would increase employees’ motivation and performance were
suggested by providing trainings for school managers to improve their leadership
competencies.
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Orgiitsel etkililigin saglanmasinda hem calisanlarin hem de is ortaminin bazi 6zellikleri
dénemli rol oynamaktadir. is ortaminda algilanan adil yaklasimlarin ¢alisanlarin
motivasyonunu olumlu etkiledigi ve performanslarini yiikselttigi diistinulebilir. Bu
dogrultuda, bu calismada Ogretmen goruslerine gore orgitsel adalet, 6gretmen
motivasyonu ve 6gretmen performansi arasindaki iliskiler incelenmistir. Arastirmanin
¢alisma grubunu 2016-2017 egitim-6gretim yilinda kamu okullarinda gérev yapmakta
olan ve goniilli katilim saglayan 290 égretmen olusturmustur. Calismada Orgiitsel
Adalet, is Motivasyonu ve isgéren Performansi Olgekleri kullaniimistir. Calismada nicel
analiz teknikleri uygulanmistir. Calisma verileri betimsel istatistikler, dogrulayici faktér
analizi (DFA) ve yapisal esitlik modellemesi (YEM) ile ¢ozimlenmistir. Calismada
orgltsel adalet ve is motivasyonu bagimsiz degiskenler ve 6gretmen performansi da
bagimli degisken olarak belirlenmigtir. Analizler SPSS 22.0 ve Lisrel 8.8 programi
araciligyla gerceklestirilmistir. Bulgular, 6gretmenlerin is motivasyonu ve orgutsel
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adalet algilarinin gérece orta diizeyde oldugunu isaret etmistir. Ogretmenlerin
performans algilari ise gorece ylksek dlzey olarak saptanmistir. Ayrica, orgiitsel
adalet, is motivasyonu ve 6gretmen performansi arasinda pozitif yonlii, disik ve orta
diizeyde anlamli iligkiler tespit edilmistir. Son olarak, YEM analizi, is motivasyonunun
orgltsel adalet ile 6gretmen performansi arasinda kismi araci bir degisken roliine sahip
oldugunu gostermistir. Calisma bulgulari dogrultusunda, okul yoneticilerinin liderlik
yeterliligini gelistirecek egitimler almalarn saglanarak calisanlarin motivasyonlarini ve
performanslarini yiukseltecek uygulamalarin gergeklestirilmesi 6nerilmektedir.

Introduction

Education is a well-known fact about individuals’ academic, social, moral and cultural improvements.
School can be stated as the most common institutionalized units which education is carried out.
Teachers can be seen in between human resources playing an important role in achieving schools’ goals
in terms of determined policies more functionally. In order to realize these goals, teacher performance
can be stated as a determining factor. It is known that a large number of variables have an effect on
teacher performance. Therefore, studies examining teachers’ performance with other variables such as
organizational climate (Veziroglu Celik, 2014), job satisfaction (Biliyiikgbze & Ozdemir, 2017), role
ambiguity (Cerit, 2015), leader-member interaction (Cerit, 2012), parental approach (Hatipoglu & Kavas,
2016) and teachers’ family functions (Kabakli Cimen, 2015) have frequently been encountered.

Teacher motivation and a justice based environment in school can be emphasized in among the facts
which are thought to be having an effect on teacher performance. In other words, fair approaches that
they feel in the workplace can be thought a determining factor for their sense of motivation while
teachers are making an effort in realizing school’s goals. Cropanzano, Prehar and Chen (2002) stated in
their researches that managers and employees can have a high quality relationship when managers
more fairly behave towards their employees. As a result of this relationship, it is determined that
employees’ motivation increases and they show high levels of job performance. In literature, it has been
seen that organizational justice affects a great number of organizational behavior facts. Among these,
job satisfaction (Altas & Cekmecelioglu, 2015), organizational commitment (Altas & Cekmecelioglu,
2015), favoritism attitudes (Polat & Kazak, 2014), organizational citizenship behavior (Cetinkaya and
Cimenci, 2014; Polat and Celep, 2008), psychological attrition behavior (Seckin & Demirel, 2014), job
performance (Altas & Cekmecelioglu, 2015), visionary leadership (iscan & Tanribil, 2016), organizational
identification (Cetinkaya and Cimenci, 2014) and organizational confidence (Polat & Celep, 2008) can be
stated. Motivation as a potential mediator variable has taken into consideration in the relationship
between justice and work performance. According to Latham and Pinder (2005), justice concept has
gained ground in literature reviews of motivation. It has seen that emphasis is on equity in decisions
taken in the relationship between concepts (Emir, 2017; iren, 2015). In this regard, equity theory can
also be expressed as an important motivation theory. According to the theory, the effects of both
internal and external motivation facts should be considered in the process of providing motivation. That
the effect and sustainability of internal motivation, as one of the motivation types, are more permanent
than external motivation has been supported with the studies (Diindar, Ozutku & Taspinar, 2007; Yazici,
2009). Internal motivation is stated as a concept improving with pleasure and satisfaction which
individuals get. Furthermore, it has been approved that justice has an important role on the feelings.

Unfair attitudes felt in the organization can be seen in individual’s behavioral reactions. It is stated
that individuals are in tendency to compare the rate of their contributions to the organization
(education, skill, experience etc.) with the rate of feedback (salary, promotion, recognition etc.) (Henle,
2005). According to Mullins (2007), individuals improve behavioral reactions within the frame of the rate
of contribution-feedback. Improved reaction can emerge as withdrawal (absenteeism and being late) as
a result of decreasing effort, performance and motivation. Cohen-Charash and Spector (2001),
Cottringer (1999), Greenberg (1990) and Macey, Schneider, Barbera and Young (2009) also stated that
there was an increase in employees’ performance in workplaces with high level of justice and
dissatisfaction and anger emerged when they felt any unfair attitudes. According to Greenberg and
Colquitt (2005) it is seen that organizational justice affects various organizational behaviors such as
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workers’ participation into their jobs, their loyalty, support and performance. Rutter and Maughen
(2002) concluded that the underlying cause of this situation was that organizational justice was one of
the most important factors determining the social and psychological atmosphere in the schools.

An employee with high level of motivation can provide him or her to reach the organizational goals
more effectively. Ifinedo (2003) stated that an employee with high level of motivation can contribute to
organizational goals with his or her skill, loyalty, performance and excitement. At the same time,
increasing motivation affecting teacher performance is emphasized as a crucial factor in increasing
student’s success, too (Woessmann, 2011). Moreover, the expectancy theory found in process theories
also underlines that work motivation is determined with the relationship between employees’ efforts
and performance (Lewis, Goodman & Fandt, 1995). It is stated that psychological well-being situation
(state) will increase and performance development will get easier when teachers’ needs are met (Reis,
Sheldon, Gable, Roscoe & Ryan, 2000). Likewise, it is foreseen that organizational performance will
increase by means of teacher’s performance (Heneman, H.G. lll & Milanowski, 2003). Additionally, Grant
(2008) declared that internal motivation strengthened the relationship between prosocial motivation
and worker outcomes like determination, productivity and performance. Organizational justice can be
mentioned as another concept which is thought to be connected with organizational effectiveness.
Organizational justice which has an effect on teacher performance isdescribed as the level of fair
attitudes that workers confronted at their work place (Cropanzano, Byrne, Bobocel & Rupp, 2001).
Outcomes which will positively affect the relationship between managers and employees are observed
when it is treated fairly in task and prize distribution at work place (distributive justice), given right to
speak to workers in evaluation process (procedural justice), treated equally in interpersonal relationship
(interactional justice) (Colquitt, Conlin, Wessan, Porter & Ng, 2001; De Coninck, 2010). In literature, it is
seen that organizational justice concept is classified under different dimensions. Organizational justice
composed of distributive justice, procedural justice and interactional justice has become the focus for
many studies for the last 50 years (Cohen-Charash & Spector, 2001). Bal (2014) and Selvitopu and Sahin
(2013) determined in their study performed in paradigms of teachers that organizational justice showed
a positive relationship about the dependence on school. Allen and Mayer (1990) and Riketta (2002) also
emphasized that organizational commitment was a significant factor in determining workers’ motivation
and their work attitudes. Accordingly it can be thought that organizational justice indirectly affects the
employees’ motivation (Loi, Hang-Yue & Foley, 2006). In another study, Hassan and Chandaran (2005)
determined that employees’ perception of justice in their work place affected their motivation and
performance leading their intention of staying in the organization or leaving from it.

Motivation concept behind the employees’ determination and commitment can be thought as a
secret power. Motivation concept which has a significant relationship with organizational justice is
stated as the level of self-motivation that is necessary for employees to work more effectively in their
workplace (Ambrose & Kulik, 1999). Hoy and Miskel (1987) described motivation as needs and
stimulations which started and maintained attitudes devoted to performing personal goals. Dressler
(2001) explained that the motivation as the individual’s depths of desire to achieve. Researchers done in
recent years have pointed out that teachers experience lack of motivation (Jesus & Lens, 2005).
Motivation is seen as an important concept for teachers to do their jobs more effectively in their
workplace. This is because teachers with high level of motivation participate more in their jobs and feel
satisfied (Levesque, Blais & Hess, 2004). Moreover, it is stated that teacher motivation also has a
relationship with student motivation (Pelletier, Séguin-Lévesque & Legault, 2002). Researchers have
done many studies to understand the teachers’ motivational processes for many years. As a result of
these studies, self-assessment theory (Deci, Connel & Ryan, 1989) is one of the most crucial theories
which are used to describe motivation. This theory has adopted an approach which doesn’t ignore the
quality of motivation while focusing the individuals’ motivation level. According to self-assessment
theory, while some of the teachers are doing their jobs by understanding the value of them, others just
maintain them because of external pressure about their jobs or their incomes. In other words, selection
is emphasized in determining attitudes in this theory. There are three types of motivation in self-
assessment theory; internal, external and amotivational. While there are pleasure and satisfaction
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(autonomy, skill variety etc.) in internal motivation, in external motivation there are instrumental factors
which motivate them (salary, recognition etc.). As to amotivaton, individuals’ unwillingness about their
work is underlined (Fernet, Senecal Guay, Marsh & Dawson, 2008).

Motivation can be seen as an important organizational behavior in continuity (existence) of an
organization. To increase employees’ work motivation; efficiency, satisfaction and performance of a
workplace are seen as important facts (Mitchell, 1982). In addition, it is determined that motivation
enables teachers to become integrated (Akman, 2015, 2017) with their schools and positively affect
their commitment (Ertirk, 2014, Memisoglu & Kalay, 2017) to them. Barnabé and Burns (1994) stated
that motivational theories were classified under two groups, content and process theories when the
literature was examined. Content theories have tried to explain what factors strengthen and maintain
the individuals’ behaviors are. In other saying, they have investigated what motivates people. Process
theories have examined the interactions between personal characteristics and job specifications. These
theories have tried to explain how environmental factors are activated and maintained or terminated
with individuals’ personal characteristics and mental state. Within this period, an autonomous and
supportive workplace is seen as a factor which provides teachers to make selections and take decisions
about their studies. They have emphasized that this situation will decrease the stress in the workplace,
give a chance to see their levels of competence and reveal teachers’ feelings and opinions (Deci, Eghrari,
Patrick & Leone, 1994). Lewis, Goodman and Fandt (1995) emphasized that workers’ motivation would
dominate the future of the organization by expressing that neither public organizations nor private ones
have any importance in effectiveness of an organization.

According to teachers’ opinions, there are no studies which examine teachers’ work motivation,
performance and organizational justice all together at schools in Turkey. Likewise, it has been thought
that revealing the relationship between concepts interacted with one another and protecting their
currency is prominent for organizational effectiveness. In this regard, the relationships between work
motivation, organizational justice and teacher’s performance have been investigated in this study.
Whether work motivation has a mediator role in the relationship between organizational justice and
teacher performance or not has been tested in the study. According to literature, significant
relationships between variables have been determined in studies done dyadically. Starting from this
point of view, it has been thought that the concept of work motivation has a mediator role in between
organizational justice and teacher performance.

In this context, the aim of this study is to investigate the relationship between teachers’ work
motivation, their performance and organizational justice.

The answers of the questions below have been investigated in the study:

1. In what level of teachers’ perceptions of work motivation, organizational justice and
performance are?

2. Is there a significant relationship between work motivation, organizational justice and
teacher performance?

3. Has work motivation a mediator role in relationship between organizational justice
and teacher performance?

Methods

The study which examines the relationship between work motivation, organizational justice and
teacher performance according to teacher’s opinions is figured by relational screening model. According
to Karasar (1994), correlational survey models are stated as survey models aiming to determine the
existence of covariance and/or its degree between two or more variables. The data have been analyzed
with quantitative techniques.
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Study Group

This study has been carried out with 290 volunteer teachers working in 2016-2017 academic year.
The population of the study has composed of teachers working in public schools of Ministry of National
Education. However, there hasn’t been an idea of generalization with a modeling which has anefficiency
in representation of population. Therefore, the study hasn’t been carried out through a sampling.
Hence, the study isn’t an “external validity” work, rather an “internal validity” work due to focusing the
relationship between concepts. Studies of internal validity emphasize only the quality of relationship
among variables rather than the concern of generalizability of research findings to population (Balci,
2005:79). Research data have been obtained by sending an electronic form to participants’ e-mail
addresses electronically. E-mail addresses have been obtained from social networking sites where
teachers are participants, colleagues with whom researcher is in direct communication and groups
aiming professional share. Descriptive statistics about work group have been presented in Table 1.

Table 1.

Descriptive Statistics about Work Group

Variables n %

Gender Female 155 53.4
Male 135 46.6

Years of Experience 10 years or less 166 57.2
11to 20 years 89 30.7
21 years or more 35 12.1

Educational Background Bachelor’s Degree 210 72.4
Master’s Degree 80 27.6

Types of School Primary School 85 29.3
Middle School 112 38.6
High School 93 321

When the Table 1 is examined, it is seen that 53.4% of teachers are female (n=155) and 46.6% of
them are male (n=135). 57.2% of teachers (n=166) have 10 years of experience or less, 30.7% of them
(n=89) have 11 to 20 years of experience and 12.1% of them (n=35) have 21 years of experience or
more. Besides, 29.3% of teachers (n=85) is working at primary schools, 38.6% of them is working at
(n=112) secondary schools and 32.1% of them (n=93) is working at high schools. 72.4% of teachers
(n=210) has a bachelor’s degree and 27.6% of them has master’s degree.

Data Collection Instruments Used In the Study

Research data were obtained with “Work Motivation Scale” developed by Yilmaz (2009),
“Organizational Justice Scale” adapted by Yilmaz (2008) and “Worker’s Performance Scale” adapted by
Gol (2008).

Work Motivation Scale: The data collection instrument developed by Yilmaz (2009) has a three-
factor framework composed of 14 items. Like five point Likert Scale, it contains statements among
“completely agree” and “completely disagree”. The Cronbach Alpha reliability coefficient of the scale is
.81 and the ratio of total variance explained is 61.31%. In present study, reliability and construct validity
of scale are tested. Accordingly, Cronbach Alpha internal consistency coefficient is determined as .91
and it is seen that scale explains 65.57% of total variance. The three-factor framework of the scale is
examined with confirmatory factor analysis (CFA). As a result of CFA, )(2=237.97, df=77, )(z/df=3.09,
RMSEA=.07, AGFI=.90, CFI=.91 and IFI=.91 values are obtained. According to these findings, it can be
said that data collection instrument has acceptable reliability and validity values.

Organizational Justice Scale: The scale adapted by Tastan and Yilmaz (2008) has a one-factor
framework composed of 10 items and it is organized in five-point Likert Scale. The scale has explained
61.74% of the total variance. The Cronbach Alpha coefficient is also determined as .92. It is obtained
that reliability coefficient of data set of the present study is .94. Additionally, it has been seen that the
scale explains 67.54% of total variance. It has been seen that CFA values done for testing the validity are
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x°=203.27, df=62, x°/df=3.27, RMSEA=.08, AGFI=.88, CFI=.90 and IFI=.90. These results have pointed out
that the scale has an acceptable rate of validity and reliability.

Employee Job Performance Scale: The scale adapted by C6l (2008) is composed of four items. The
reliability coefficient of the scale which has one-factor framework is determined as .82. Analyses on
validity and reliability have been done again and again in the present study. The reliability coefficient of
the scale has been calculated as .76 after the analyses. Explained variance is determined as 59.10%.
)(2=3.31, df=2, )(z/df=1.65, RMSEA=.04, AGFI=.97, CFI=.99 and IFI=.99 values are obtained as a result of
CFA. In light of these results, it can be stated that employee job performance scale is a data collection
instrument which has validity and reliability.

Processes and Data Analysis

Research findings are obtained by sending an electronic form to participant’s e-mail addresses
electronically. Different hypotheses are tested to determine the convenience of data set for analyses.
First of all, lost data and extreme values are investigated. No lost data are experienced in data set and it
is seen that extreme values are in acceptable boundaries. Furthermore, scatter plot of the data set is
investigated to determine its linearity. The elliptic graphic is accepted as an indicator of linearity. Finally,
variance-covariance matrixes are investigated for homoscedasticity. After the Box M test, it has been
determined that data set has a homogenous framework. When the analysis results are investigated as a
whole, it is seen that data set meet the hypothesis about carrying out analyses (Cokluk, Sekercioglu &
Blylkoztirk, 2016). In parapharasing the perception level of variables; arithmetic mean (1.0-1.80: Too
low, 1.81-2.60: Low, 2.61-3.40: Moderate, 3.41-4.20: High, 4.21-5.0: Very high), standard deviation and
percentile; in determining the relationship between variables; correlation coefficient (0-.30: Low, .31-
.60: Medium, .61-1.0: High) and in determining the effect of mediator; structural equation modeling
have been carried out.

Findings

Teachers’ work motivation and their relative perceptions of organizational justice and performance
have been investigated with arithmetic mean and standard deviation, and the relationships between
variables with Pearson correlation coefficient. Findings are presented in Table 2.

Table 2.
Descriptive Statistics about Research Variables

Variables M Sd 1 2 3
1 Work Motivation 2.99 85 - 65 27
2 Organizational Justice 3.07 .99 - 147
3 Teacher Performance 4.06 .57 -
#p<.001

As it can be seen in Table 2, teachers’ perception of work motivation are relatively “moderate”
(M=2.99), their perceptions of organizational justice are also relatively “moderate” (M=3.07) and their
performances are relatively “high” (M=4.06). Besides, significant relationships between variables are
determined. A positive, medium and significant relationship is determined between work motivation
and organizational justice (r=.65, p<.001) and a positive, low and significant relationship between work
motivation and teacher performance (r=.27, p<.001). It is discovered that a positive, low and significant
relationship between organizational justice and teacher performance (r=.14, p<.001)

Mediator effect of Organizational Justice in Work Motivation and Teacher Performance

In basic mediator model, the mediator is stated as a technique for examining the process of
interaction between two variables. It is one of the most outstanding specifications that the number of
mediator variable is just one (MacKinnon, Fairchild & Fritz, 2007).
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Figurel: Direct Effect Figure 2: Basic Mediator Effect

When Figure 1 is examined, a causal relationship which creates an effect at level ¢ has been seen
between X and Y variables. In Figure 2, the effect of X on Y which is under control of mediator variable
(M) has been stated as c’. While the effect of variable M on X is g, its effect on Y is emphasized as b. In
explaining the causality relationship, that ¢’ value becomes different from ¢ has been thought that a
certain part of the effect between variables is because of mediator variable. If ¢’ value is lower than c
and the relationship between them is significant, in this case, it is understood that variable M plays a
“partial mediator” role.

Table 3.
Effects and Significance between Variables
Structural Paths Variables 8 T
Direct Effects
Organizational Justice —> Work Performance 71 11.66*
Organizational Justice —> Employee Job Performance .30 3.82%
Work Motivation — Employee Job Performance .33 4.27*
Indirect Effects
Organizational Justice —> Employee Job Performance 21 3.16*

As it can be seen in Table 3, organizational justice has significantly predicted the work motivation (8=
.71, p<.05). At the same time, organizational justice can be stated as a significant predictor of teacher
motivation (8= .30, p<.05). The predictor rate of work motivation on teacher performance has also been
determined (8= .33, p<.05). In consequence of analyses, it has been seen that hypotheses are found in
determining the mediator effect.

Accordingly, the results of path analysis done in determining the mediator effect are presented in
Figure 2:
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Figure 3. Path Diagram Related to Research Model

As it can be seen in Figure 3, a significant relationship between organizational justice (independent
variable) and teacher performance (dependent variable) has been determined again after adding work
motivation, which is the mediator variable of the study, to the model (8=.21, p<.05). However, the direct
effect determined as .03 between organizational justice and teacher performance according to analysis
results in Table 4 has decreased to .21 after adding mediator variable to the model. By looking these
values, it can be said that work motivation is a variable which plays a partial mediator role in its
relationship with organizational justice and teacher performance. Goodness of fit indexes have also
pointed out that the model is fit [)(2=1209.87; df=347; )(z/df=3.46, p<.001; RMSEA=.08; AGFI=.82;
CFI=.95; IFI=.95]. That )(z/df correlation is under 5 and RMSEA value is between .05 and .08 has showed
that model’s efficiency and “good” fit respectively. Moreover, that AGFI value is .82 can be acceptable
and CFl and IFl values are higher than .95 has pointed out the “perfect” fit (Joreskog & Sérbom, 1993).
When the values related to model are examined, it can be emphasized that the goodness of fit values of
the model are enough.

Discussion Results and Suggestions

In this study, relative levels of work motivation, organizational justice and teacher performance and
relationships between variables have been examined according to teachers’ opinions. Besides, whether
work motivation has a mediator effect in relationship between organizational justice and teacher
performance or not has been investigated.

Findings have pointed out that teachers’ perceptions of work motivation are relatively moderate.
This is supported with Akman (2015, 2017), Erturk (2014) and Memisoglu and Kalay’s (2014) studies.
Besides, teachers’ perceptions of work motivation are also determined as relatively high in Gugld,
Recepoglu and Kiling (2014) and Recepoglu’s (2013) studies. When studies in literature are evaluated in
general, it can be said that teachers’ work motivation levels are positive. Moderate level of perception in
the study can result from descriptive specifications of the study group. Namely, approximately 60% of
work group in the study is composed of young teachers. According to literature, as teachers’ ages
increases, their motivation perceptions increases too (Smith, 1999; Tanriverdi, 2007; Yilmaz, 2009). This
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can be thought as a parameter supporting moderate level of perception. Besides, a number of variables
such as working conditions, relationships between workers, physical conditions of the school and
paradigms of school administration can be effective on teachers’ perception of work motivation.

Another result of the study is that teachers’ perceptions of organizational justice are relatively
moderate. That teachers’ perception of justice is moderate in the study which Yildiz (2013) investigated
the relationship between the concept and organizational reliability is compatible with the present study.
Teacher’s perceptions of organizational justice are determined as high in Altinkurt and Yilmaz (2010),
Bas and Sentiirk (2011), Polat and Celep (2008) and Titrek’s studies. Depending on these findings, it can
be said that teachers have a positive approach towards their school in terms of organizational justice.
This result can be accepted as an indication that teachers fairly perceive both their colleagues’ and
managers’ behaviors and can be discussed as an important factor which increases organizational
effectiveness. Results supporting this conclusion are found in the literature. Organizational justice
perception is a guiding principle in teachers’ work, organization and organizational behaviors according
to Tansky (1993). Moorman (1991) and Tan (2006) declared that when workers encountered fair
attitudes, their emotion of justice increased and their motivation was affected positively. It is stated that
declining the perception of justice in an organization causes a decrease in job satisfaction (Dilek, 2005),
organizational reliance (Wasti, 2001) and organizational dependence (Bal, 2014; Hassan & Chandaran,
2005). Results in teacher performance have pointed out a perception which is relatively high. This result
has been supported with Bakker and Bal (2010), Muse and Stamper (2007), Ozdemir and Yirmibes
(2016) and Ozdemir and Goéren’s (2017) studies. However, a moderate level of perception has been
determined in Adeyemi’s (2010) study. The effectiveness of countries’ working conditions can be
thought as the underlying cause of this result. While teachers’ perceptions are high in countries which
have significant development indexes such as Turkey, Holland and Unites States of America (USA), the
study which has a medium work performance has been carried out in Nigeria.

Besides, whether the relationships between variables and work motivation have a mediator role in
relationship between organizational justice and teacher performance or not has also been investigated.
According to the results, it has been determined that work motivation has a positive mediator
relationship with organizational justice. Results which are compatible with this finding have been
obtained in Emir (2017) and iren’s (2015) studies. Positive and low relationships between work
motivation and organizational justice have been seen in Tanriverdi, Kogaslan and Perdeci’s (2017) study.
Besides, correlation analysis has pointed out a positive and low relationship between work motivation
and teacher performance. However, Ertan (2008) has found that this relationship is significantly
moderate. Additionally, it has been detected that even if organizational justice perception increases to a
barely higher level, it also increases teacher performance. This result has been supported by
Gilngodrmez’s (2014) study. As a result of correlation analysis, it can be stated that the relationships
between variables are low in view of present study and former studies. However, relationships at higher
levels have been expected before the study. In that, concepts and their relationships between them
have critical roles in providing organization effectiveness. Hence, it has been reported in different
studies that teacher performance which is one of the effects behind school success is affected with
motivation and fair attitudes in school. Among the underlying causes of this situation can be sample
differentiation or participants’ descriptive characteristics. It can be thought that schools have a
complicated structure in terms of both internal and external partners and administration with regards to
its relationship with society. It can be stated that different organizational characteristics rather than
justice based approaches can be more effective on teachers’ perceptions of motivation and
performance.

According to results of path analysis among variables, it has been seen that the effect of
organizational justice on teacher performance is partly provided with work motivation. In other words, it
has been determined that the effect on teacher performance is indirectly provided with some mediator
variables. This situation made us think that a mediator variable such as work motivation is a significant
variable in relationship between organizational justice and teacher performance. That is to say, it can be
interpreted that organizational justice increases work motivation and then the perception of work
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motivation increases teacher performance. Namely, it has been repeated in different studies that
teachers’ motivation and work performance increase when they face fair attitudes especially in
relationships between managers and teachers (Cohen-Charash & Spector, 2001; Cottringer, 1999;
Cropanzano et al., 2002; Greenberg, 1990; Macey et al., 2009). This situation will contribute to the
realization of organizational goals (lfinedo, 2003). Otherwise, employees’ job interest, effort,
performance and motivation can be damaged when they face their managers’ unfair attitudes (Mullins,
2007). It can be stated that teachers’ educational performance which is one of the most crucial factors
in the system of education is directly associated with the children’s competencies who are the future of
their countries. It can be thought that feeling comfortable in schools, expressing their opinions freely in
a participative environment and being in a mutual interaction with others will support teachers’ work
motivation and increases both their and students’ competencies.

Results of this study can be expressed as follows:

(i) It has been seen that teachers’ perception of organizational justice and work
motivation are relatively moderate, their perceptions of teacher performance is relatively
high.

(ii) A positive, moderate and significant relationship between organizational justice
and work motivation; a positive, low and significant relationship between organizational
justice and teacher performance; a positive, low and significant relationship between work
motivation and teacher performance have been found.

(iii) Work motivation has a partial mediator role in relationship between organizational
justice and teacher performance.

Following suggestions can be made within the frame of obtained results.
For researchers;

(i)  Generalization of the study carried out on study group can be tested by being
repeated on extensive samples.

(ii) Relationships between concepts can be examined again by applying different
analysis techniques.

(iii) In-depth results can be obtained with a quantitative approach.

(iv) Teachers’ perceptions of related to concepts can be evaluated in school manager
sample.

(v) The relationship between concept examined in this study and different
organizational attitude factors can be investigated.

For practice;

(vi) Because of the fact that teachers’ perception of organizational justice is not at the
expected levels, in-service training activities can be hold especially for increasing the
leadership competency of administrative power.

(vii) In order to increase teachers’ perceptions of motivation and performance,
participation of partners can be provided for social activities which can develop
relationships between individuals and improving physical work conditions.A transparent
school environment between managers and teachers of a school can be organized to
increase the relationships between variables in terms of dominating the sense of justice at
schools. Thus, teachers’ motivation and then their work performances can be affected
positively in a justice-based workplace.
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Tiirkge Suriimii

Girig

Egitim, bireylerin akademik, sosyal, ahlaki ve kiltiirel yonden gelisiminde 6nemi yadsinamaz bir
olgudur. Okul ise egitimin gergeklestirildigi en yaygin kurumsallasmis yapi olarak belirtilebilir.
Ogretmenler, okullarin belirlenen politikalar cergevesinde amaglarina daha islevsel olarak
ulasabilmesinde 6nemli rol oynayan insan kaynaklari arasinda gorilebilir. Bu amacglarin gergeklesmesi
icin 6gretmenlerin ortaya koydugu performans belirleyici bir unsur olarak ifade edilebilir. Ogretmenlerin
performansi uUzerinde ¢ok sayida degiskenin etkili oldugu bilinmektedir. Bu nedenle &gretmen
performansinin érgit iklimi (Veziroglu Celik, 2014), is doyumu (Biiyiikgdze ve Ozdemir, 2017), rol
belirsizligi (Cerit, 2015), lider Gye etkilesimi (Cerit, 2012), veli yaklasimi (Hatipoglu ve Kavas, 2016) ve
o6gretmenlerin aile islevleri (Kabakl Cimen, 2015) gibi baska degiskenlerle birlikte irdelendigi calismalara
sikhkla rastlanilmistir.

Ogretmen performansi {izerinde etkisi bulundugu disiiniilen unsurlar arasinda 6gretmen
motivasyonu ve okuldaki adalet ortami vurgulanabilir. Diger bir ifadeyle, 6gretmenlerin okulun
amaglarina etkili sekilde ulasmasinda ¢aba harcarken is ortaminda hissettikleri adil yaklagimlarin
motivasyon algilarinin belirleyici bir unsuru oldugu diistinulebilir. Cropanzano, Prehar ve Chen (2002),
arastirmalarinda, yoneticilerin ¢alisanlara daha adaletli davrandiklarinda, y6netici ve calisanlarin daha
kaliteli bir iliski kurabildiklerini belirtmistir. Bu iliskinin sonucunda da c¢alisanlarin motivasyonunun
ylkseldigi ve ylksek is performansi gosterdikleri belirlenmistir. . Alan yazinda 6rgltsel adaletin ¢ok
sayida orgltsel davranis unsurunu etkiledigi gorGlmustir. Bunlar arasinda; is tatmini (Altas ve
GCekmecelioglu, 2015), orgltsel baghhk (Altas ve Cekmecelioglu, 2015), kayirmaci tutum (Polat ve Kazak,
2014), orgitsel vatandaslik (Cetinkaya ve Cimenci, 2014; Polat ve Celep, 2008), psikolojik yildirma
davranisi (Segkin ve Demirel, 2014), is performansi (Altas ve Cekmecelioglu, 2015), vizyoner liderlik
(iscan ve Tanribil, 2016), érgiitsel 6zdeslesme (Cetinkaya ve Cimenci, 2014) ve érgiitsel giiven (Polat ve
Celep, 2008) belirtilebilir. Adalet ve is performansi arasindaki iliskide potansiyel araci degiskenlerden
birisi olarak motivasyon distnilmistir Latham ve Pinder’e (2005) gére, motivasyon alan yazininda
adalet kavrami, siklikla deginilen bir kavram olarak yer edinmistir. Kavramlar arasindaki iliskide alinan
kararlarin adilligine vurgu yapildigi gérilmistir (Emir, 2017; iren, 2015). Bu baglamda esitlik teorisi de
onemli bir motivasyon teorisi olarak ifade edilebilir. Teoriye gére motivasyon saglanma siirecinde de
hem i¢gsel hem de digsal motivasyon unsurlarinin etkisi dikkate alinmalidir. Motivasyon tirlerinden olan
icsel motivasyonun dissal motivasyona gore etkisinin ve sirekliliginin daha kalici oldugu calismalarla
desteklenmistir (Diindar, Ozutku ve Taspinar, 2007; Yazici, 2009). igsel motivasyon bireyin isten aldig
zevk ve tatmin gibi manevi kazanimlari ile gelisen bir kavram olarak ifade edilmistir. Ayrica, adaletin de
hissedilen duygular tizerinde 6nemli bir etkiye sahip oldugu kabul gérmustdr.

Orgiit icerisinde hissedilen adaletsiz uygulamalar, bireyin davranissal tepkilerinde gériilebilir.
Bireylerin orgite katkilarinin (egitim, beceri, tecriibe vb.) oranini, donitlerin (maas, terfi, taninma vb.)
orani ile karsilastirma egiliminde olduklari belirtilmistir (Henle, 2005). Mullins’e (2007) gore, bireyler
katki-donit orani gercevesinde davranissal tepkiler gelistirirler. Gelistirilen tepki, caba, performans ve
motivasyonun azalmasi sonucunda geri ¢ekilme davranisi (ise devamsizlik ve gecikme artisi) olarak
ortaya cikabilir. Cohen-Charash ve Spector (2001), Cottringer (1999), Greenberg (1990) ve Macey,
Schneider, Barbera ve Young (2009) da, calisanlarin yiliksek diizeyde adaletin oldugu ortamlarda
performanslarinin arttigini ve adalet dengesizligini algiladiklarinda da 6fke ve memnuniyetsizligin ortaya
ciktigini belirtmistir. Greenberg ve Colquitt’e (2005) gore, orgiitsel adaletin, galisanlarin bagllik, ise
katilm, destek, performans gibi gesitli 6rglitsel davranislari etkiledigi gorilmustir. Rutter ve Maughen
(2002), bu durumun altindan yatan sebebi, 6rgiitsel adaletin okullardaki sosyal ve psikolojik atmosferi
belirleyen en 6nemli unsurlardan biri olmasina baglamistir.
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Bir ¢alisanin ylksek motivasyona sahip olmasi orgiitsel amaglara daha verimli sekilde ulasiimasini
saglayabilir. Ifinedo (2003), motivasyon saglamis bir calisanin, yetenegi, bagllig, performansi ve
heyecani ile 6rgutiin hedeflerine daha fazla katkida bulundugunu belirtmistir. Ayni zamanda &6grenci
basarisini  yikseltmenin yollarindan birisi olarak da 06gretmenlerin performansini etkileyen
motivasyonunun artiriimasi dikkat edilen bir unsur olarak vurgulanmistir (Woessmann, 2011). Zaten,
siireg teorileri icerisinde olan beklenti teorisi de is motivasyonunun galisanlarin ¢aba ve performansi
arasindaki iliskiden belirlendiginin altini gizmistir (Lewis, Goodman ve Fandt, 1995). Ogretmenlerin
ihtiyaclari karsilandiginda psikolojik iyi-olus hali artacagi ve performansin gelisiminin kolaylasacagi ifade
edilmistir (Reis, Sheldon, Gable, Roscoe ve Ryan, 2000). Ayrica, 6gretmen performansi araciligiyla da
orgltsel performansin yiikselecegi 6ngorilmistir (Heneman, H. G., Ill ve Milanowski, 2003). Ek olarak,
Grant (2008) de i¢sel motivasyonun, prososyal motivasyon ile azim, tretkenlik ve performans gibi ¢alisan
ciktilari arasindaki iliskiyi giiclendirdigini aktarmistir.

Orgiitsel etkililik ile iliskili oldugu diistinilen bir diger kavram olarak da orgiitsel adalet ifade
edilebilir. Ogretmenlerin performansi lizerinde etki gdsteren, orgitsel adalet ise calisanlarin is
ortaminda karsilastiklari adil uygulamalarin derecesi olarak tanimlanmistir (Cropanzano, Byrne, Bobocel
ve Rupp, 2001). is ortaminda 6dil ve gérev dagitiminda adil davranildiginda (dagitimci adalet),
degerlendirme sirecinde ¢alisanlara s6z hakki verildiginde (islemsel adalet) ve kisilerarasi iliskilerde adil
muamele gorildiginde (etkilesimsel adalet), yoneticiler ve c¢alisanlar arasinda orgiiti olumlu
etkileyecek ciktilar gézlenmistir (Colquitt, Conlin, Wesson, Porter ve Ng, 2001; DeConinck, 2010). Alan
yazinda, orgitsel adalet kavraminin gesitli boyutlar altinda siniflandinldigi goralmastir. Dagitimci adalet,
etkilesimci adalet ve islemsel adaletten olusan orgitsel adalet son 50 yildir ¢ogu arastirmanin odak
noktasinda yer almistir (Cohen-Charash ve Spector, 2001). Bal (2014) ve Selvitopu ve Sahin’in (2013)
ogretmenler 6rnekleminde gergeklestirdikleri galismalarinda orgiitsel adaletin okula baghhk {zerinde
pozitif yonla bir iliski gosterdigini tespit etmislerdir. Allen ve Mayer (1990) ve Riketta (2002) da, érgiitsel
baghhgin calisanlarin motivasyonlarini ve c¢alisma davranislarini belirlemek icin 6nemli bir degisken
oldugunu vurgulamistir. Bu dogrultuda 6rgitsel adaletin dolayli olarak ¢alisan motivasyonunu (Loi, Hang-
yue ve Foley, 2006) etkiledigi dustnulebilir. Bir diger arastirmada da Hassan ve Chandaran (2005),
calisanlarin is ortaminda algiladiklari adalet algisinin 6rgiitte kalma ya da ayrilma niyetlerini yonlendiren
motivasyon ve performanslarini etkiledigini tespit etmistir.

Calisanlarin azim, kararllik ve adanmisliginin arkasinda bulunan motivasyon kavrami bir gizil gig
olarak diisiiniilebilir. Orgiitsel adalet ile anlamli iliskiler igerisinde oldugu gériilen motivasyon kavrami ise
¢alisanlarin is ortaminda etkin ve verimli galismalari icin gereken 6z-giidilenme derecesi olarak ifade
edilmistir (Ambrose ve Kulik, 1999). Hoy ve Miskel (1987), motivasyonu, kisisel amagclarin
gerceklestiriimesine yonelik uygulamalari baslatan ve siirdiirmesini saglayan ihtiyaglar ve diirtller olarak
belirtmistir. Dressler (2001) de motivasyonu, bireyin basarma isteginin yogunlugu olarak acgiklamistir.
Son yillardaki arastirmalar 6gretmenlerin is motivasyonu eksikligi yasadigini isaret etmistir (Jesus ve
Lens, 2005). is ortaminda &gretmenlerin islerini verimli olarak yapabilmesinde motivasyon oldukga
onemli gorilen bir kavramdir. Bu durum, motivasyon diizeyi yiksek 6gretmenlerin islerine daha fazla
katilim goéstermesi ve daha fazla tatmin olmasindan kaynaklanmaktadir (Levesque, Blais ve Hess, 2004).
Dahasli, 6gretmen motivasyonunun 0grenci motivasyonu ile de iliskili oldugu belirtilmistir (Pelletier,
Séguin-Lévesque ve Legault, 2002). Arastirmacilar 6gretmenlerin motivasyonel silreglerini anlamak igin
yillardir ¢alismalar yapmistir. Bu calismalar sonucunda ortaya cikan 6z-degerlendirme teorisi (Deci,
Connell ve Ryan, 1989), motivasyonu agiklamada vyararlanilan en 6nemli teorilerden birisi olarak
gorilebilir. Bu teori, bireyin motivasyon diizeyine odaklanirken motivasyonun kalitesini de goz ardi
etmeyen bir yaklasimi benimsemistir. Oz-degerlendirme teorisine gdre dgretmenlerin bazilari yapmakta
olduklari isin degerini anlayarak galismis, bir kismi ise isle ilgili dis baskilardan ya da kazancindan dolayi
islerini stirdirmistir. Diger bir ifadeyle, bu teoride davranislarin belirlenmesinde se¢im vurgulanmistir.
Oz-diizenleme teorisinde igsel, dissal ve amotivasyon olmak {izere {ic motivasyon tiirii bulunmaktadir.
icsel motivasyonda, yapilan isten kaynaklanan zevk ve tatmin bulunurken (6zerklik, beceri cesitliligi vb.),
dissal motivasyon da aragsal unsurlar (licret, taninma vb.) motive etmistir. Amotivasyon ise bireyin is
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konusunda isteksizligini ve caba gdstermemesinin altini gizmistir (Fernet, Senecal, Guay, Marsh ve
Dowson, 2008).

Motivasyon bir o6rgitin varhginin surekliligi icin dnemli bir 6rgltsel davranis olarak gorilebilir.
Calisanlarin is motivasyonunu artirmak icin ¢alisma ortaminin yeterliligi, memnuniyeti ve performansi
onemli bir unsur olarak gorilmistir (Mitchell, 1982). Ayrica motivasyonun 6gretmenlerin okullari ile
o6zdeslesme, biitinlesme (Akman, 2015, 2017) ve baghliklarini (Ertirk, 2014; Memisoglu ve Kalay, 2017)
da olumlu etkiledigi saptanmistir. Barnabé ve Burns (1994), alan yazin incelendiginde motivasyon
teorilerinin genellikle icerik ve siire¢ olmak lzere iki grup altinda siniflandinildigi belirtmistir. icerik
teorileri, bireylerin davraniglarini gliglendiren ve surdiiren unsurlarin ne oldugunu agiklamaya ¢alismistir.
Diger bir ifadeyle, insanlari nelerin motive ettigini arastirmistir. Sureg teorileri ise, kisisel 6zellikler ve is
ozellikleri arasindaki etkilesimler arasindaki iliskiyi incelemistir. Bu teoriler, ¢evresel faktorlerin, bireyin
kisilik unsurlari ve psikolojik durumlari tarafindan nasil harekete gecirilip sturdirialdigid ya da nasil
sonlandinldigini agiklamaya calismistir. Bu sirecte, 6zerk ve destekleyici bir is ortami 6gretmenlerin
cahismalariyla ilgili secim yapma ve kararlar alabilmelerini saglayacak bir unsur olarak gértlmistir. Bu
durumun is ortamindaki baskiylr azaltacagl, yeterlilik diizeylerini goérebilme firsati verecegi ve
O6gretmenlerin duygularini ve gorislerini ortaya koyacagini vurgulamistir (Deci, Eghrari, Patrick ve Leone,
1994). Lewis, Goodman ve Fandt (1995), bir 6rgitiin etkililiginde kamuya ya da 6zel tesebblse ait
olmasinin bir 6nemi olmadigini ifade ederek, calisanlarin motivasyonunun 6rgitiin gelecegine yon
verecegini vurgulamistir.

Tirkiye’de okullarda 6gretmen gorislerine gore 6gretmenlerin is motivasyonu, orgltsel adalet ve
ogretmen performansinin birlikte irdelendigi calismalarla karsilasilmamustir. Ayrica, glncelligini her
zaman koruyan ve birbirleri ile yogun etkilesim igerisinde bulunan ilgili kavramlarin aralarindaki iliskinin
aciga cikarilmasinin orgutsel etkililik igcin dnemli oldugu disiiniilmektedir. Bu baglamda, bu ¢alismada is
motivasyonu, orglitsel adalet ve 6gretmen performansi arasindaki iliskiler incelenmistir. Calismada is
motivasyonunun orgitsel adalet ve 6gretmen performansi iliskisinde aracilik roliine sahip olup olmadigi
da test edilmistir. Alan yazina gore, degiskenler arasinda ikili olarak gerceklestirilen calismalarda anlamli
iliskiler tespit edilmistir. Buradan yola g¢ikarak, bu ¢alismada is motivasyonu kavraminin érgitsel adalet
ve 6gretmen performansi arasinda aracilik etkisi gosterdigi dustinilmektedir.

Bu kapsamda, ¢alismanin amaci, 6gretmen gorisleri cercevesinde 6gretmenlerin is motivasyonu,
orgitsel adalet ve performanslari arasindaki iliskileri incelemektir. Calismada asagidaki sorunlarin cevabi
arastiriimistir.

1. Ogretmenlerin is motivasyonu, érgiitsel adalet ve performans algilari ne diizeydedir?
2. is motivasyonu ile drgiitsel adalet ve &gretmen performansi arasinda anlamli bir iliski var midir?
3. Orgitsel adalet ile 6gretmen performansi iliskisinde is motivasyonu aracilik etkisi gdstermekte

midir?
Yontem

Ogretmen gériislerine gore is motivasyonu ile 6rgiitsel adalet ve 6gretmen performansi arasindaki
iliskiyi irdeleyen bu ¢alisma iliskisel tarama modeline gére desenlenmistir. Karasar’a (1994) goére iliskisel
tarama modelleri, “iki ve daha c¢ok sayidaki degisken arasinda birlikte degisim varligini ve/veya derecesini
belirlemeyi amaglayan arastirma modelleri” olarak ifade edilmistir. Veriler nicel teknikler ile ¢ozimlenmistir.

Calisma Grubu

Bu arastirma, 2016-2017 egitim Ogretim yilinda gonulli katilim saglayan 290 Ogretmen ile
gerceklestirilmistir. Arastirmanin evrenini Milli Egitim Bakanhgi’'na bagh kamu okullarinda goérev
yapmakta olan 6gretmenler olusturmaktadir. Ancak arastirmada evreni temsil yeterliligine sahip bir
ornekleme genelleme diisiincesi bulunmamaktadir. Bu nedenle, arastirma bir 6rneklem {zerinden
ylratilmemistir. Dolayisiyla, arastirma bir “dis gecerlik” ¢alismasi degil, kavramlar arasindaki iliskiye
odaklandigindan bir “i¢ gecerlik” calismasidir. i¢ gecerlik calismalari arastirma bulgularinin bir evrene
genellenebilirlik kaygisindan ziyade sadece degiskenler arasi iliskinin niteligini vurgulamaktadir (Balci,
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2005:79). Arastirma verileri, internet ortaminda bir elektronik form araciligiyla katilimcilarin e-posta
adreslerine gonderilerek elde edilmistir. E-posta adresleri 6gretmenlerin katilimci olarak yer aldigi sosyal
paylasim sitelerinden, arastirmacinin dogrudan iletisim icerisinde oldugu meslektaglarindan ve mesleki
paylasim amaciyla kurulmus olan iletisim gruplarindan belirlenmistir. Calisma grubuna yonelik
betimleyici bilgiler Tablo 1’de sunulmustur.

Tablo 1.

Calisma Grubuna lliskin Betimleyici istatistikler

Degisken n %

Cinsiyet Kadin 155 53.4
Erkek 135 46.6

Kidem 10 yil ve daha az 166 57.2
11-20 yil arasi 89 30.7
21 yil ve Uzeri 35 121

Egitim dlzeyi Lisans 210 72.4
Lisansustu 80 27.6

Okul tiiri ilkokul 85 29.3
Ortaokul 112 38.6
Lise 93 32.1

Tablo 1 incelendiginde 6gretmenlerin % 53.4’Unln kadin (n=155) ve % 46.6’sinin erkek (n=135)
oldugu gériilmistiir. Ogretmenlerin % 57.2’si 10 yil ve daha az (n=166), % 30.7’si 11-20 yil (n=89) ve %
12.1'i 21 yil ve Gzeri (n=35) kideme sahiptir. Ayrica 6gretmenlerin % 29.3’G ilkokul (n=85), % 38.6sI
ortaokul (n=112) ve % 32.1’i de lisede (n=93) gérev yapmaktadir. Ogretmenlerin % 72.4’ lisans (n=210)
ve % 27.6’si lisansusti (n=80) egitim almstir.

Kullanilan Veri Toplama Araglari

Arastirma verileri Yilmaz (2009) tarafindan gelistirilen “is Motivasyonu Olcegi”, Tastan ve Yiimaz
(2008) tarafindan uyarlanan “Orgiitsel Adalet Olcegi” ve Col (2008) tarafindan uyarlanan “isgdren

vy

Performansi Olgegi” ile elde edilmistir.

is Motivasyonu Olgegi: Yilmaz (2009) tarafindan gelistirilen veri toplama araci, 14 maddeden olusan
g faktorli bir yapiya sahiptir. Besli Likert tiriinde olan 6lcek “Kesinlikle katiimiyorum” ile “Kesinlikle
katiliyorum” arasinda ifadeler icermektedir. Olgegin Cronbach Alfa giivenirlik katsayisi .81, aciklanan
toplam varyans orani ise %61.31’dir. dir. Mevcut arastirmada da givenirlik ve 6lgegin yapi gegerliligi
sinanmigtir. Bu dogrultuda, 6lgegin genel Cronbach Alfa i¢ tutarhlik katsayisi .91 olarak belirlenmis ve
dlgegin toplam varyansin % 65.57’sini agikladigi goriilmistir. Olgegin tic faktérli yapisi ise dogrulayic
faktér analizi (DFA) ile incelenmistir. DFA sonucunda, x°=237.97, sd=77, x’/sd=3.09, RMSEA=.07,
AGFI=.90, CFI=.91 ve IFI=.91 degerlerine ulasiimistir. Bu bulgulara gore, veri toplama aracinin kabul
edilebilir dizeylerde gecerlik ve giivenirlik degerlerine sahip oldugu séylenebilir.

Orgiitsel Adalet Olgegi: Tastan ve Yilmaz (2008) tarafindan uyarlamasi yapilan élcek, on maddeden
olusan tek faktérli bir yapidadir. Bes dereceli Likert tiiriinde diizenlemistir. Olgek toplam varyansin %
61.74’Gn0 acgiklamaktadir. Ayrica, genel Cronbach Alfa Katsayisi da .92 olarak hesaplanmistir. Mevcut
arastirma veri kiimesinin gilivenirlik katsayisinin .94 oldugu saptanmistir. Ek olarak, 6lgegin toplam
varyansin % 67.54°UnU acikladigi gorialmustir. Gegerliligi sinamak igin yapilan DFA degerlerinin
x°=203.27, sd=62, x°/sd=3.27, RMSEA=.08, AGFI=.88, CFI=.90 ve IFI=.90 oldugu gérilmistir. Bu sonuclar
o6lgegin kullanilabilir diizeyde gecerli ve glivenilir olduguna isaret etmektedir.

isgéren Performansi Olgegi: Col (2008) tarafindan uyarlamasi yapilan dlcek doért maddeden
olusmaktadir. Tek faktorlii bir yapiya sahip olan olgegin glvenirlik katsayisi ise .82 olarak tespit
edilmistir. Mevcut arastirmada da gecerlik ve givenirlik analizleri tekrarlanmistir. Analiz sonucunda
olgegin glvenirlik katsayisi .76 olarak hesaplanmistir. Agiklanan varyansin ise % 59.10 oldugu
belirlenmistir. DFA sonucunda ise )(2=3.31, sd=2, )(Z/sd=1.65, RMSEA=.04, AGFI=.97, CFI=.99 ve IFI=.99
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degerleri elde edilmistir. Bu bulgular 1siginda, isgéren Performansi Olceginin gegerli ve giivenilir bir veri
toplama araci oldugu belirtilebilir.

islemler ve Veri Analizi

Arastirma verileri elektronik bir form ile internet ortaminda ve katilimcilara e-posta gonderilerek elde
edilmistir. Veri kiimesinin analizlere uygunlugunun saptanmasi icin gesitli varsayimlar test edilmistir.
Oncelikli olarak kayip veri ve ug¢ degerler incelenmistir. Veri kiimesinde kayip verilerle karsilasiimamis ve
uc degerlerin kabul edilebilir sinirlar igerisinde oldugu gorilmistir. Ayrica veri kiimesinin sagilma grafigi
irdelenerek dogrusalligi belirlenmeye calisiimistir. Grafigin elips biciminde olmasi dogrusalligin
gostergesi olarak kabul edilmistir. Son olarak esvaryanslik igin varyans-kovaryans matrisleri
hesaplanmistir. Box M testi sonucunda veri kiimesinin homojen bir yapiya sahip oldugu tespit edilmistir.
Analiz sonuglar bir bitin halinde degerlendirildiginde veri kiimesinin ilgili analizlerin uygulanabilmesi
icin varsayimlari karsiladigi gortlmustir (Cokluk, Sekercioglu ve Biylkoztirk, 2016). Degiskenlere
yonelik algi dizeyinin yorumlanmasinda aritmetik ortalama (1.0-1.80: Cok disiik, 1.81-2.60: Dusuk, 2.61-
3.40: Orta, 3.41-4.20: Yuksek, 4.21-5.0: Cok yiksek), standart sapma ve yilzde, degiskenler arasi
iliskilerin saptanmasinda korelasyon katsayisi (0-.30: Diisiik, .31-.60: Orta, .61-1.0: Yiksek) ve aracilik
etkisinin saptanmasinda yapisal esitlik modellemesi uygulanmistir.

Bulgular

Ogretmenlerin is motivasyonlari, drgiitsel adalet ve performanslarina yénelik gérece algilari aritmetik
ortalama ve standart sapma ve degiskenler arasi iliskiler Pearson korelasyon katsayisi ile incelenmistir.
Bulgular Tablo 2’de sunulmustur.

Tablo 2.
Arastirma Degiskenlerine lliskin Betimsel Istatistikler

Degiskenler X Ss 1 2 3
1 is Motivasyonu 2.99 .85 - 65 27
2 Orgitsel Adalet 3.07 .99 - 147
3 Ogretmen Performansi 4.06 .57 -
#p<.001

Tablo 2’den de izlenebilecegi lizere dgretmenlerin is motivasyonu algilari gérece “orta” (X=2.99),
drgiitsel adalet algilari da gérece “orta” (X=3.07) ve performanslarinin da gérece “yiiksek” (X=4.06)
diizeyde oldugu goriilmistiir. Ayrica degiskenler arasinda anlamli iliskiler oldugu saptanmistir. is
motivasyonunun, orgitsel adalet (r=.65, p<.001) ile arasinda pozitif yonde ve orta diizeyde anlamli;
O6gretmen performansi ile de (r=.27, p<.001) pozitif yénde ve dusiik diizeyde anlamli bir iliski tespit
edilmistir. Orgiitsel adaletin ise 6gretmen performansi (r=.14, p<.001) ile pozitif ydnde, anlamli ve diisiik
bir iliski icerisinde oldugu bulgulanmistir.

is Motivasyonu ve Ogretmen Performansinda Orgiitsel Adaletin Aracilik Etkisi

Temel aracilik modelinde, aracilik, iki degisken arasindaki etkilesim sirecinin irdelenebilmesi igin
ortaya atilan bir yol olarak ifade edilmistir. Bu modelde araci degisken sayisinin bir olmasi en goze
carpan ozelliklerinden birisidir (MacKinnon, Fairchild ve Fritz. 2007).

M

L]

Sekil 1:Dogrudan Etki Sekil 2: Temel Araci Etki
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Sekil 1 incelendiginde X ile Y degiskeni arasinda c diizeyinde bir etki yaratan nedensel bir iliski
goriilmektedir. Sekil 2’de ise X degiskeninin Y degiskeni lizerinde araci degiskenin (M) kontroll altindaki
etkisi de ¢’ ile ifade edilmektedir. M degiskeninin X lizerindeki etkisi a iken Y Gizerindeki etkisi de b olarak
vurgulanmaktadir. Nedensellik iliskisinin agiklanmasinda c”degerinin c’den farklilasmasi, degiskenler
arasindaki etkinin bir kisminin araci degiskenden kaynaklandigl seklinde disliniiimektedir. Eger ¢’
degerinin ¢ degerinden daha duslk bir deger aldig ve aralarindaki iliskinin manidar oldugu goriliyorsa,
bu durum M degiskeninin “kismi aracilik” roli oynadigi bigiminde yorumlanmaktadir.

Tablo 3.
Degiskenler Arasi Etkiler ve Anlamlilik
Yapisal Yollar Degiskenler 6 T
Dogrudan Etkiler
Orgiitsel Adalet — is Motivasyonu 71 11.66*
Orgiitsel Adalet — isgdren Performansi .30 3.82*
is Motivasyonu — isgbren Performansi .33 4.27*
Dolayli Etkiler
Orgiitsel Adalet —> isgdren Performansi 21 3.16*

Tablo 3’ten de gorilebilecegi gibi 6rgiitsel adalet is motivasyonunu anlaml bir sekilde yordamigtir
(6=.71, p<.05). Ayni zamanda da orglitsel adalet 6gretmen performansinin anlamli bir yordayicisi olarak
ifade edilebilir (6= .30, p<.05). Ayrica, is motivasyonunun 6gretmen performansi tGzerindeki yordayiciligi
saptanmistir (8= .33, p<.05). Analizler sonucunda aracilik etkisinin tespit edilmesine yonelik
varsayimlarin bulundugu gorilmustir. Bu dogrultuda aracilik etkisinin belirlenmesi icin yapilan yol
analizi sonuglari Sekil 2’de sunulmustur.

:*0
0.28
0.€0
0.88
0.21 Perfoma 1.17
.07
9 1.38
0.71 0.45 -2

31 -03

4‘
L e .ma

SS
87
0€
g7
73
01
s2
. 80

oooo
w

(=]

s

@

h R BB

B9 8

=80 . €S

S A

=40 _S€

=80 . €3

8 J
(=] OO OO ODO'DOO0.0W

L

=80 .75
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=40 .52

Chi-Square=1209.87, d£=347, P-value=0.00000, RMSEA=0.081 =40.87

Sekil 3. Arastirma Modeline iliskin Yol Diagrami

Sekil 3’ten izlenebilecegi gibi, calismanin araci degiskeni olan is motivasyonunun modele
eklenmesinin ardindan orgutsel adalet (bagimsiz degisken) ve 6gretmen performansi (bagimli degisken)
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arasinda tekrar anlamh bir iliski oldugu saptanmistir (6=.21, p<.05). Ancak, Tablo 4’te ki analiz
sonuglarinda 6rgltsel adalet ve 6gretmen performansi arasindaki .30 olarak belirlenen dogrudan etki,
araci degiskenin modele eklenmesiyle .21’e dismustiir. Bu degerler gergevesinde is motivasyonunun
orgitsel adalet ve 6gretmen performansi iliskisinde “kismi aracilik” gosteren bir degisken oldugu
seklinde yorumlanabilir. Uyum iyiligi degerleri de modelin uygun oldugunu isaret etmektedir
¥’=1209.87; sd=347; x°/sd=3.46, p<.001; RMSEA=.08; AGFI=.82; CFI=.95; IFI=.95]. x*/sd oraninin 5'in
altinda olmasi modelin yeterliligini, RMSEA degerinin .05 ile .08 arasinda olmasinin da “iyi” uyum olarak
kabul edilebilecegini gostermektedir. Ayrica, AGFl degerinin .82 olmasi kabul edilebilir, CFl ve IFI
degerlerinin ise .95’den yiiksek olmasi ise “mikemmel” uyuma isaret etmektedir (J6reskog ve Sérbom,
1993). Modele iliskin dretilen degerler incelendiginde, modelin uyum iyiligi degerlerinin yeterli oldugu
vurgulanabilir.

Tartisma, Sonug ve Oneriler

Bu arastirmada 6gretmenlerin gorislerine dayal olarak is motivasyonu, 6rglitsel adalet ve 6gretmen
performansinin gérece ne dizeyde oldugu ve degiskenler arasindaki iliskiler irdelenmistir. Ayrica,
orgutsel adalet ile 6gretmen performansi iliskisinde is motivasyonunun aracilik etkisi gosterip
gostermedigi incelenmistir.

Bulgular, 6gretmenlerin is motivasyonu algilarinin gérece orta diizeyde olduguna isaret etmistir. Bu
bulgu, Akman (2015, 2017), Ertirk (2014) ve Memisoglu ve Kalay’in (2014) calismalari tarafindan
desteklemistir. Ayrica, Gugclld, Recepoglu ve Kiling (2014) ve Recepoglu’nun (2013) calismalarinda da
o6gretmenlerin is motivasyonu algilari gorece yiiksek diizeyde tespit edilmistir. Alan yazindaki ¢alismalar
genel itibariyle degerlendirildiginde 06gretmenlerin is motivasyonu dizeylerinin olumlu oldugu
soylenebilir. Arastirmadaki orta dizey algl, ¢alisma grubunun betimsel 6zelliklerinden kaynaklaniyor
olabilir. Soyle ki mevcut arastirmanin galisma grubunun vyaklasik % 601 yas itibariyle geng
ogretmenlerden olusmustur. Alanyazina gore, 6gretmenlerin yasi ylkseldikce motivasyon algilari da
ylkselmektedir (Smith, 1999; Tanriverdi, 2007; Yilmaz, 2009). Bu durum orta diizey algiy! destekleyen bir
parametre olarak distnlebilir. Ayrica, 6gretmenlerin is motivasyonu algisi tizerinde calisma kosullari,
calisanlar arasi iliskiler, okulun fiziki sartlari ve okulun yénetimsel paradigmalari gibi cok sayida degisken
de etkili olabilir.

Calismanin bir diger bulgusu ise 6gretmenlerin orgitsel adalet algilarinin goérece orta diizeyde
olmasidir. Yildiz’in (2013) kavramin, orgltsel glven ile olan iliskisini inceledigi ¢alismasinda da
o6gretmenlerin adalet algisini orta diizeyde bulmasi mevcut ¢alisma bulgusu ile uyumludur. Altinkurt ve
Yilmaz (2010), Bas ve Sentiurk (2011), Polat ve Celep (2008) ve Titrek’in (2010) galismalarinda ise
ogretmenlerin 6rgit adalet algilart yiksek bulunmustur. . Bu bulgulara dayanilarak 6gretmenlerin
orglitsel adalet bakimindan okullarina yénelik olumlu bir yaklasim igerisinde olduklari soylenebilir. Bu
sonug, Ogretmenlerin hem meslektaslarinin hem de yoneticilerinin davranislarini adil olarak
algiladiklarina bir gosterge olarak kabul edilebilecegi gibi 6rgitsel etkililigi yikseltecek énemli bir faktor
olarak ele alinabilir. Alanyazinda bu yarglyi destekleyen bulgular mevcuttur. Tansky’ye (1993) gore,
orgitsel adalet algisi 6gretmenlerin islerine, orgiite ve orgitsel davranislarina yon veren bir unsurdur.
Moorman (1991) ve Tan (2006) ise adil uygulamalarla karsilasan galisanlarin adalet duygusunun
ylkseldigini ve motivasyonlarini olumlu etkilendigini aktarmistir. Destekler nitelikte, bir orglitte adalet
algisinin zayiflamasinin da is tatmininin (Dilek, 2005), orgltsel givenin (Wasti, 2001) ve orgitsel
baghhgin (Bal, 2014; Hassan ve Chandaran, 2005) azalmasina neden olacagl ifade edilmistir.
Ogretmenlerin performanslarina ydnelik bulgu ise gérece yiiksek diizeyde bir algiya isaret etmistir. Bu
bulgu, Bakker ve Bal (2010), Muse ve Stamper (2007), Ozdemir ve Yirmibes (2016) ve Ozdemir ve
Goren’in (2017) ¢calismalari ile desteklenmistir. Ancak Adeyemi’nin (2010) ¢alismasinda orta diizeyde bir
algi tespit edilmistir. Bu bulgunun altinda yatan sebep olarak, tlkelerin galisma sartlarinin etkililigi
diistintlebilir. Ogretmen performans algisinin yiiksek ciktigi Glkeler Tiirkiye, Hollanda ve Amerika Birlesik
Devletleri (ABD) gibi belirli bir gelismislik endeksine sahip Ulkeler iken, is performansinin orta olarak
algilandigi calisma ise Nijerya’da gerceklestirilmistir.
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Ayrica, bu ¢alismada degiskenler arasi iliskiler ve is motivasyonunun orgltsel adalet ve 6gretmen
performansi iligkisinde araci bir roli olup olmadigi da incelenmistir. Bulgulara gére, is motivasyonunun
orgitsel adalet ile pozitif yonde orta dizeyde anlamh bir iliski icerisinde oldugu belirlenmistir. Emir
(2017) ve iren’in (2015) calismalarinda da bu bulgu ile uyumlu sonuglar elde edilmistir. Tanriverdi,
Kocgaslan ve Perdeci'nin (2017) ¢alismasinda da is motivasyonu ve 6rgitsel adalet arasinda pozitif yonla
disuk dizeyde anlamli iliskiler oldugu gorilmustir. Ayrica, korelasyon analizi, is motivasyonunun ve
O6gretmen performansi ile de pozitif yonde disiik diizeyde anlamli iliskileri isaret etmistir. Ertan (2008)
ise bu iliskiyi orta diizeyde anlamh olarak bulmustur. Ek olarak, arastirmada disiik duzeyde de olsa
orgitsel adalet algisinin artmasinin 6gretmen performansini da artirdigl saptanmistir. Bu bulgu
Glngoérmez'in (2014) calismasi tarafindan desteklenmistir. Korelasyon analizi sonucunda mevcut
arastirma ve onceki calismalar gz 6nine alindiginda degiskenler arasindaki iliskilerin dusik diizeyde
oldugu belirtilebilir. Ancak g¢alisma 6ncesinde daha yiiksek diizeyde iliskiler beklenmekteydi. Soyle ki
orgutsel etkililigin saglanmasinda deginilen kavramlarin 6nemi ve aralarindaki iliskiler oldukga kritik rol
oynamaktadir. Nitekim, okul basarisinin ardindaki temel etmenlerden biri olan 06gretmen
performansinin, motivasyon ve okul ici adil uygulamalardan etkilendigi gesitli calismalarla raporlanmistir.
Bu durumun altinda yatan sebepler arasinda 6rneklem farkhligi ya da katilimcilarin betimsel 6zellikleri
olabilir. Okulun toplumla olan iliskileri agisindan hem i¢ hem de dis paydaslar ve yonetsel yonden
oldukca karmasik bir yapiya sahip oldugu disiinilebilir. Ogretmenlerin motivasyon ve performans
algilan Gzerinde adalet temelli yaklasimlardan ziyade farkli orgiitsel 6zelliklerin daha etkili oldugu ifade
edilebilir.

Degiskenler arasinda kurulan yol analizi bulgularina gore, érgitsel adaletin 6gretmen performansi
izerindeki etkisinin kismen is motivasyonu ile saglandigi gorilmistiir. Bir diger ifadeyle, 6gretmen
performansi lzerindeki etkinin dolayli olarak bazi araci degiskenler tarafindan saglandigi saptanmistir.
Bu durum orgltsel adalet ve 6gretmen performansi iligskisinde is motivasyonu gibi bir araci degiskenin
dikkat edilmesi gereken bir degisken oldugunu disindirmustir. Yani, oérgitsel adalet oncelikle is
motivasyonunu ylkseltmekte ve yilkselen is motivasyonu algisi da o6gretmen performansini
artirmaktadir bicimde yorumlanabilir. Soyle ki, okullarda 6zellikle yonetici 6gretmen iliskilerinde adil
uygulamalarin oldugunu hisseden 6gretmenlerin motivasyonlarinin ve is performanslarinin yikseldigi
cesitli arastirmalarda rapor edilmistir (Cohen-Charash ve Spector, 2001; Cottringer, 1999; Cropanzano
vd., 2002; Greenberg, 1990; Macey vd., 2009). Bu durum da orglitsel amaglarin gerceklesmesine katki
sunacaktir (Ifinedo, 2003). Aksi takdirde, yoneticileri tarafindan adaletsiz uygulamalarla karsilasan
galisanlarin ise olan ilgi, caba, performans ve motivasyonlari zarar gérmektedir (Mullins, 2007). Egitim
sisteminin en 6nemli unsurlarindan birisi olan 6gretmenlerin sergilemis olduklari egitsel performansin
Ulkenin gelecegi olan cocuklarin yeterlilikleriyle dogrudan iliskili oldugu belirtilebilir. Bu dogrultuda
ogretmenlerin okullarda kendilerini rahat hissetmesinin, paylasimci bir ortamda dislincelerini 6zgiirce
ifade edebilmesinin ve karsilikli etkilesimin ylksek olmasinin onlarin sevgiyle galisabilme gudulerini
destekleyecegi ve hem 6gretmen hem de 6grencilerin yeterliligini artiracagi diistintlebilir.

Bu ¢alismanin sonuglari su sekilde ifade edilebilir; (i) 6gretmenlerin is motivasyonu algisi gérece orta
diizeyde; orgitsel adalet algisi gérece orta diizeyde; 6gretmen performansi algisi ise gorece yiiksek
diizeyde gorulmektedir; (ii) 6rgltsel adalet ve is motivasyonu arasinda pozitif yénlii orta diizeyde anlamli
bir iliski; orglitsel adalet ve 6gretmen performansi arasinda pozitif yénlii diisiik diizeyde anlamli bir iliski;
is motivasyonu ve 6gretmen performansi arasinda ise pozitif yonlii diisiik diizeyde anlamli bir iligki

aracilik etkisi gdstermektedir.

Bu calismada elde edilen sonuglar gergevesinde asagidaki 6nerilerde bulunulabilir; arastirmacilar igin;
() calisma grubu Uzerinde gergeklestirilen c¢alisma genis orneklemler Uzerinde tekrarlanarak
genellenebilirligi sinanabilir, (i) farkli analiz teknikleri uygulanarak kavramlar arasi iliskiler tekrar
irdelenebilir, (iii) nitel yaklasimla daha derinlemesine bulgulara ulasilabilir, (iv) okul yoneticileri
ornekleminde 6gretmenlerin bu kavramlara iliskin algilari degerlendirilebilir, (v) bu arastirmada ele
alinan kavramlarin farkh orglitsel davranis unsurlariyla iliskileri incelenebilir. Uygulama igin; (vi)
ogretmenlerin 6rgitsel adalet algilarinin beklenilen diizeyde olmamasindan dolayi 6zellikle yonetsel
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erkin liderlik yeterliliginin artirilmasi icin hizmet-i¢i egitimler gergeklestirilebilir, (vii) 6gretmenlerin
motivasyon ve performans algilarinin yiikseltilmesi igin ise kisiler arasi iliskileri gelistirebilecek sosyal
etkinlikler ve fiziki ¢alisma kosullarinin iyilestirilmesine yoénelik paydaglarin okula katilmi saglanabilir,
(viii) degiskenler arasi iliski dlizeyinin artiriimasi icin okullarda adalet hissinin hakim olmasina yonelik
okul yoneticileri ve 6gretmenler arasinda seffaf bir okul iklimi olusturulabilir. Béylece adalet temelli bir
calisma ortaminda 6gretmenlerin motivasyonu ve ardindan is performanslari olumlu etkilenebilir.
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