SPORMETRE, 2018, 16 (1), 107-118

ANALYSIS OF THE RELATION BETWEEN
ORGANIZATIONAL IDENTIFICATION LEVELS AND
ORGANIZATIONAL JUSTICE PERCEPTIONS OF
ACADEMICIANS

Pinar KARACAN DOGAN!

! Gazi University, Sports Sciences Faculty, Ankara

Gelis Tarihi: 05.03.2018
Kabul Tarihi: 16.04.2018

Abstract: The purpose of the study was to examine the relationship between the organizational justice and organizational identification
perceptions of the academicians in terms of some variables. The descriptive review model was used in the study as the method. As the
data collection tool, the “Organizational Justice Perception Scale”, which was developed by Colquitt (2001) whose Turkish adaptation
was performed by Ozmen, Arnak and Ozeri (2007), and the “Organizational Identification Scale”, which was developed by Mael and
Ashforth (1992) whose Turkish adaptation was performed by Polat (2009), were used in the study. The study group consisted of 207
volunteering participants (152 male, 55 female) who worked at Sports Sciences Faculties of universities and who were selected according
to the simple random sampling method The Multilinear Regression Analysis was used to examine the effect of organizational justice
scores of the academicians who worked at Sports Sciences Faculties of universities on organizational identification levels. For the purpose
of determining the difference between the organizational justice and organizational identification levels of the academicians according to
gender and marital status, the Independent Samples t-test was applied; and the One-Way ANOVA test was applied to determine the
difference according to service years and the department worked at. The significance level was determined as 0.05.

As a result, it was determined that there is a positive and significant relation between the procedural justice, distributional justice and
interpersonal justice levels, which are among the sub-dimensions of organizational justice of academicians who worked at sport sciences
faculties, and their organizational identification levels; the organizational identification levels of the participants were high; their organi-
zational justice perceptions were above the medium level, and the service years, which is one of the demographical variables, increased,
it had a positive effect on these levels.
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INTRODUCTION reason, the most important factor that may acquire,
create, evaluate and use this knowledge is the “Au-
man factor” (Akyel, 2017). Organizations, which
consist of humans coming together to realize their
certain goals, must use the human factor, which
constitute one of the most important resources, in
an efficient way in order to sustain their existence
in today’s competitive world. In establishing the
balance between the aims or the individual and the
organizational aims, in reducing the employee
turnover rate, and in ensuring the employee effi-

Today’s organizational structures, which have the
tendency of being transformed into more flexible
ones with horizontal positioning property, having
increased communication between employees,
with employees being in control of the mecha-
nisms and with intra-organizational network struc-
tures, are gaining more importance. In such organ-
izations, interpersonal communication and coordi-
nation has gained importance and has even be-
come a requirement. No doubt, the most important
element in this new order is “knowledge”. For this
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ciency, one of the most important factors is the or-
ganizational identification levels of employees. As
the identification levels of employees increase, it
becomes easier for them to adopt the aims of the
organization, and it is facilitated that they see
themselves as identified with their organization,
the sacrificing feelings increase, the membership
of the organization may be continued in a volun-
tary manner, and the roles may be realized in an
efficient manner (Yazicioglu & Topaloglu, 2009).

Major-scale changes or transformations experi-
enced in the external conditions of organizations
have increased the importance of the psychologi-
cal relation between employees and organizations.
In other words, all organizations expect that em-
ployees love their work places, have the feeling of
loyalty, and do not have the cease of employment
intentions; i.e. they require that employees identify
their organizations with their individual identities.
Making organizational membership becomes an
important part of the identities of employees en-
suring that they feel proud when they are defining
themselves as one of the members of the organiza-
tion, have key roles in terms of acquiring long-
term successes under the conditions that are now
present (Iscan, 2006).

The individuals’, who constitute the organization,
adopting the aims and values of the organization,
integrating themselves with the organization and
trying to bring more benefit in this term in the or-
ganization, and considering some serious sacri-
fices for these purposes, being identified with the
organization, trying to bring more benefits for the
company, feeling trust in their organizations and
managers and colleagues; being present in a fair
organizational structure, having a sense of belong-
ing and loyalty for the organization cause that they
become more efficient and productive (Candan,
2014).

One of the most important factors in ensuring the
organizational identification is the beliefs of em-
ployees in working in an environment that have
justice. The organizational justice, which is one of
the concepts that is the subject matter of the pre-
sent study, and is also one of the fields on which
intense studies are conducted in organizational
psychology, human resources management, or-
ganizational behavior fields, and it was accepted
that this was an important field in realizing the
functions of an organization (Greenberg, 1990a).
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The organizational identification and organiza-
tional justice concepts, which are among the im-
portant factors in ensuring organizational effi-
ciency and productivity, are among the topics that
are emphasized with great importance by fields
like organizational behavior and human resources
management. Based on this point, analyzing the
relation between the organizational justice percep-
tions and organizational identification levels of
academicians and examining this relation in terms
of some variables constitute the main aim of the
present study.

Organizational Identification

Organizational identification is defined as the per-
ception of being unified with the organization in
which the individuals define themselves in the
scope of the organization to which they belong, the
success or failure of the organization with which
they integrate themselves and is said to be a special
form of social identification (Mael & Ashfort,
1992). Organizational identification may also be
defined as the harmonization of individuals with
the targets of the organization they belong to (Ed-
wards, 2005). Dutton et al. (1994) defined the
identification as the overlapping point between the
“cognitive bond between one’s individuality and
the definition of his/her organization” and the
“cognitive image” constructed by the organization
and the identity of the member of the organization
or a member’s using the same statements s/he uses
to define himself/herself for defining his/her or-
ganization. When organization members classify
themselves in a social group (organization) that is
different and centralist, and that has permanent
qualities, organizational identification is strength-
ened.

Lee (1971) dealt with organizational identification
over three basic phenomena, belonging, loyalty
and showing common characteristics. As a sense
of belonging, identification refers to a phenome-
non that comes from common targets that are
shared with others in the organization. As loyalty
and identification is discussed around the attitudes
and behaviors that support the organization. These
attitudes and behaviors include adopting and sup-
porting organizational aims, being proud of the
success of the organization, and defending the or-
ganization to outsiders. Identification, as common
characteristics, on the other hand, refers to the sim-
ilarities between employees. These similarities
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may be demographic characteristics, attitudinal
characteristics, educational level, experience, gen-
der, race, age, success, job level, job type and some
other similar aspects (Cited by Ickes & Yilmaz,
2017).

Another way of defining the organizational identi-
fication is the Social Identification Theory (Mael
& Ashforth, 1992). Social Identification Theory
assumes that individuals acquire social identities
and therefore individual identities through organi-
zational membership. This viewpoint is based on
two main assumptions. The first one claims that
employees are motivated in order to strengthen
their self-respect, and the other one claims that
people use categories and comparisons to create
their own environment and define a place for
themselves in this environment. social identifica-
tion theory-based identification, which explains
organizational identification, is based on the feel-
ing that the organizational belonging and member-
ship to the organization will strengthen the self-re-
spect (Turung & Celik, 2010).

According to Hall et al. (1970), identification
mainly consists of three elements. The main ele-
ment of identification is that individual believes in
organizational aims and values, and accept them.
In this way, identification may be seen as the inte-
gration process of organizational and individual
aims. The second element of identification is that
the individual does the activities that constitute
his/her organizational role in a willing manner. For
an individual who adopts the aims of the organiza-
tion as if they were his/her own aims, working to
realize them is a source of satisfaction. In other
words, the levels of the satisfaction of the work
done is proportional to the level of the organiza-
tional identification level. The side of one’s per-
sonality shows a great development after s/he joins
the organization when compared with other sides.
An individual who loves competitions is inclined
to identify himself/herself with a job that may
bring profit, an individual who has the need for
bonding is inclined to identify himself/herself with
an organization generally in the field of service
sector. The third element of identification is that
individuals must be willing to sustain their mem-
bership to the organization. Although those who
identify themselves with the organization find bet-
ter conditions in terms of salary, promotion and re-
spectfulness, they may not leave their organiza-
tions (Cited by Polat & Meydan, 2010).

The organizational identification level of an indi-
vidual shows how much his/her self-identity is de-
voted to the organization. If the organizational
membership has gained a place in the self-identity
of an employee, if it has gained an important posi-
tion that is more important than the membership in
other social groups, this individual has identified
himself/herself with the organization at a high
level (Karabey & Iscan, 2007). In previous studies,
it was reported that identification caused positive
outcomes in the attitudes and behaviors, and in this
respect, it affected the motivation, job perfor-
mance and satisfaction, individual decision-mak-
ing and employee Interactional (Cheney, 1983;
Scott et al., 1988).

Organizational Justice

Organizational justice is explained with the proce-
dures used in distributing the acquisitions and in
making decisions and with the rules and social
norms that are required by the Interactional among
individuals (Folger & Konovsky 1989; Greenberg,
1990b). Organizational justice may be defined as
the positive perception of the decisions and prac-
tices of the managers by employees. In other
words, organizational justice is the way in which
employees perceive how the salaries, rewards,
fines and promotions in the organization are dis-
tributed, how these decisions are taken, or how
these decisions are told to employees (Ambrose &
Schminke, 2009; Chernyak-Hai & Tziner, 2012;
Cropanzano, et al., 2002).

The historical development of organizational jus-
tice is based on the “Adams’ Equity Theory” of
Adams (1963), and still keeps its importance in our
present day. According to this theory, an individ-
ual makes an accountancy of inputs and outputs in
his/her job. In other words, this theory consists of
the balance between the sacrifices of an individual
made for his/her job (input) and the values s/he ac-
quires as a result (output). The inputs are the things
given by the individual to the organization (mas-
tership, effort, training received, experience, etc.);
the outcomes are the things given to the individual
by the organization (reputation, salary, apprecia-
tion, promotion in profession, etc.). In other
words, the basis of the Equity Hypothesis of Ad-
ams (1963) is the desires of the people for being
treated in a fair manner. According to the hypoth-
esis, equity means that the individual believes that
s’/he is treated in a fair manner compared with
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other people in work place; inequity means that the
individual believes that s/he is not treated in a fair
manner when compared with other people in work
place. In the Equity Theory of Adams, the individ-
ual reaches satisfaction in case the input-output
rate is balanced. The Equity Theory directed the
attention of organizational scientists to conduct
studies on justice concept (Mowday,1987).

Justice perceptions in management field are exam-
ined in four dimensions, which are Distributional
Justice, Procedural Justice, Informational Justice
and Interpersonal Justice. At first, the researchers
intensified on “Distributive Justice” dimension,
which included mostly the decision-making pro-
cesses (Colquitt, 2001; Deutsch, 1975; Homans,
1961, Leventhal, 1976). As scientific studies on
organizational justice increased, it was revealed
that the distributive justice, which only involved
the decision-making processes, were not adequate
alone; and different researchers started to investi-
gate new dimensions that included organizational
justice (Alexander & Ruderman, 1987; Bies &
Moag, 1986; Greenberg, 1987; Leventhal, 1980;
Moorman, 1991). Although debates are still ongo-
ing on the dimensions of organizational justice, the
model which was proposed by Colquitt (2001) and
which included 4 dimensions mentioned in his
study in which he reported meta-analytic findings,
was the most-preferred method in the literature.

Distributional justice is related with the righteous-
ness of the administrative decisions on the situa-
tion of some acquisitions of employees like salary
and promotion (Dailey & Kirk, 1992). In other
words, the distributional justice seeks the answer
to the question “Do employees perceive the salary,
rewards and promotions they receive as being
fair?”. Until recently, the distributional justice on
the distributional of the acquisitions was consid-
ered as the sole dimension of organizational justice
perceptions (Cohen-Charash & Spector, 2001). In
another definition, distributional justice was de-
fined as “the equity evaluation of employees on the
rewards given for their own inputs” of employees
(Mueller et al., 1999). Distributional justice re-
quires that individuals are behaved on a basis that
is defined as ethical and objective. According to
these principle, the individuals who are similar in
terms of related aspects must be treated similarly;
however, different individuals must be treated dif-
ferently at a rate of their differences (Foley et al.,
2002). Procedural Justice is defined as the justice
perception on the methods and processes used in
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determining the acquisitions (Cropanzano & Fol-
ger, 1991). Konovsky (2000) stated that proce-
dural justice is related with how distributional de-
cisions are made, and with objective and subjec-
tive situations. Bies and Moag (1986) pointed out
to the importance of the quality of interpersonal
behaviors when the proceedings are performed
and called this “Interactional Justice”. In this re-
spect, Greenberg (1993) claimed that Interactional
Jjustice should be examined under two dimensions
which are interpersonal justice and informational
justice. Interactional Justice includes some behav-
iors like caring for employees, being respectful,
and announcing a decision that is defined as a so-
cial value to employees. Informational justice, on
the other hand, may be defined as providing infor-
mation on the realization of proceedings, distribu-
tional of acquisitions, and explaining these to em-
ployees (Colquitt et al., 2001). Colquitt (2001) de-
fined interpersonal justice with the level of cour-
tesy, value and respect shown by authorities (man-
agers) who participate in the realization of acqui-
sitions to employees.

METHOD
The Model of the Study

The study is a descriptive research designed as a
relational survey method. The aim of this model is
to determine the existence and level of the covari-
ance among more than one variables (Karasar,
2005).

The Study Group

The study group consisted of a total of 207 volun-
teering participants (152 male and 55 female) who
were selected according to the “Simple Random
Sampling Method” from among academicians
who worked at Sports Sciences Faculties of differ-
ent universities.

The Data Collection Tool

For the purpose of determining the data of the
academicians who participated in the study ac-
cording to their gender, marital status, service
years, and their departments at their work places,
a Personal Information Form was created. Before
the other scales, the Personal Information Form
was applied to the participants.
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The “Organizational Justice Perception Scale”,
which was developed by Colquitt (2001), and
which was adopted into Turkish by Ozmen, Arnak
and Ozeri (2007), was used as the data collection
tool. The scale, which is designed according to the
5-Point Likert Type, consisted of 20 items and 4
sub-dimensions (Procedural Justice, Distributional
Justice, Interpersonal Justice and Informational
Justice). According to the reliability analysis con-
ducted, the Cronbach Alpha value for Distribu-
tional Justice Perception Dimension was .91; for
Procedural Justice perception dimension .91; for
Interactional Justice perception dimension .85; for
Informational Justice sub-dimension .95.

Again, in the study, another measurement tool, the
“Organizational Identification Scale”, which was
developed by Mael and Ashforth (1992), and
which was adopted into Turkish by Polat (2009),
was used. As aresult of the analyses, the reliability
coefficient of the scale, which was leveled in the
form of 5-Point Likert Style and which consisted
of single dimension, was found to be .91.

The Analysis of the Data

In the present study, the Multilinear Regression
Analysis was used to examine the effect of organ-
izational justice scores of the academicians who
worked at Sport Sciences Faculties of universities
on their organizational identification levels. The
Independent Samples t-test was used to determine
the difference between the organizational justice

Table 1. Correlation Between Independent Variables
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and organizational identification levels of the
academicians according to gender and marital sta-
tus; and the One-Way ANOVA test was used to
determine the difference according to service
years and the department worked. The significance
level was determined to be 0.05.

FINDINGS

One of the most important assumptions in regres-
sion analysis is the multicollinearity problem. The
multicollinearity problem shows that there are
high-level relations between independent varia-
bles (> 0.90) (Cokluk, Sekercioglu &
Biiyiikoztiirk, 2010). Many methods were sug-
gested to test the multicollinearity problem, which
appears depending on high correlation between in-
dependent variables. One of these methods is the
examination of the correlation between the inde-
pendent variables (Biiyiikoztiirk, 2011; Cokluk et
al., 2010). As a result of the correlation analysis
which was performed to determine the level of the
relation between independent variables it was de-
termined that the highest relation level was 0.738.
This finding may be stated as there is no multicol-
linearity problem between the independent varia-
bles.

According Table 2, a positive, medium-level and
significant relation was determined between the
Procedural Justice, Distributional Justice and In-
terpersonal Justice sub-dimensions and Organiza-
tional Identification levels (R= .514, R= 264,

. Procedural Distributional Interpersonal Informational
Variables . . . .
Justice Justice Justice Justice
P carson ek sk sk
Procedural Correlation 1 633 125 616
Justice Sig. (2-tailed) ,000 ,000 ,000
N 207 207 207 207
Pearson e - .
DistributionalCorrelation 633 1 ~13 =38
Justice Sig. (2-tailed) ,000 ,000 ,000
N 207 207 207 207
Pearson . ok .
Interpersonal Correlation 723 ~13 ! 738
Justice Sig. (2-tailed) ,000 ,000 ,000
N 207 207 207 207
Pearson *x *x -
Informational Correlation 616 =38 ;138 1
Justice Sig. (2-tailed) ,000 ,000 ,000
N 207 207 207 207
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p<.000). In other words, as the scores of the acad-
emicians who worked at universities in procedural
justice, Distributional Justice, and Interpersonal
Justice increase, so do the Organizational Identifi-
cation scores.

According to the data obtained in the study, the
Organizational Identification of the academicians

is at a high level (X =3,8), and there are no signif-
icant differences in terms of the gender variable. It
was also determined that the perceptions of the
academicians in Organizational Justice sub-di-

mensions (Procedural Justice: }=3,2; Distribu-

tional Justice: X =3 4; Interpersonal Justice:
X =35, Informational Justice: X =3,19) are above
medium level, and the personal justice dimension
is more dominant. On the other hand, only the
scores in Informational Justice sub-dimension dif-
fered in favor of the female academicians accord-

ing to the gender variable (tx0s: 2,366; p: 0,019).

When Table 4 is considered, it is seen that the Or-
ganizational Identification, Procedural Justice,
Distributional Justice, Interpersonal Justice and
Informational Justice scores of the academicians
do not differ according to marital status.
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According to Table 5, it was determined that the
Organizational Identification and Informational
Justice sub-dimension scores of the academicians
differ according to service years at their work
places. According to the Organizational Identifica-
tion sub-dimension of the academicians who had
service years over 18 years and between 6 and 11
years, it was determined that there was a signifi-
cant difference in favor of the academicians who
had 18 years and over service years (F203): 3,004;
p<0,05). Similarly, it was determined that there is
a significant difference in favor of the academi-
cians who had service years between 12-17, when
those who had 6-11 service years and 6-11 were
compared according to informational justice di-
mension (F3,203): 3,425; p<0,05).

In Table 6, it is seen that it was determined that the
Organizational Identification, procedural justice,
Distributional Justice, Interpersonal Justice and
Informational Justice sub-dimension scores of the
academicians did not differ according to the de-
partment at which they worked.

Table 2. Regression Analysis for Organizational Identification Scale

B SH Beta t p Partial Part
(Invariant) 11,158 1,452 7,683 ,000
Procedural Justice 267 ,096 ,324 2,777 ,006 ,192 ,168
Distributional Justice ,289 ,118 ,193 2,454 ,015 ,170 ,148
Interpersonal Justice ,261 ,128 ,192 2,029 ,044 ,141 ,122
Informational Justice -,130 ,107 -,137 -1,219 ,224 -,085 -,074

Table 3. Independent Samples t-test Results Regarding Organizational Identification and Organizational Jus-

tice Scales According to Gender

Gender N X Ss df t P
Mal 152 22,80 5354

Organizational Identification are 205 ,010 992
Female 55 22,81 6,388
Male 152 22,24 6,850

P 1 Justi : : 2 1,2 1

rocedural Justice Femalo 55 23.63 6731 05 298,196
Mal 152 13,47 3,633

Distributional Justice e : : 205 858 392
Female 55 13,98 4,102

Int 1 Justi Male 152 14,05 4,237 205 700 438

n rsona i

crpetsonat Justice Female 55 1450 3,881 : :

Mal 152 14

Informational Justice e > 88 6003 05 2366 019
Female 55 17,07 5,466
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Table 4. Independent Samples ¢-Test Results Regarding Organizational Identification and Organizational
Justice Scales According to Marital Status

Marital Status N Mean Ss df t p
Organizational Married 168 22,87 5,690 205 ,335 ,738
Identification Single 39 22,53 5,433
Procedural Jus- Married 168 22,41 7,077 205 ,860 ,391
tice Single 39 23,46 5,646
Distributional Married 168 13,53 3,795 205 ,579 ,564
Justice Single 39 13,92 3,637
Interpersonal Jus- Married 168 14,11 4,229 205 ,395 ,693
tice Single 39 14,41 3,781
Informational Married 168 15,17 6,040 205 1,494 ,137
Justice Single 39 16,74 5,324

Table 5. One Way ANOVA Test Results Regarding Organizational Identification and Organizational Justice
Scales According to Working Year

Mean Significant
Ss df Square F p  Difference
Inter Group 277,739 3 92 530 18 years and
Organizational Identification In-Group  6255,913 203 30,817 3,004 ,031 over with 6-
Total 6533,652 206 "7 11 years
Inter Group 227,144 3 75715
Procedural Justice In-Group  9383,938 203 46,226 1,638 ,182
Total 9611,082 206
Distributional <" 100,756 3
Justice  Lou 33,585 5404 067
In-Group 2812,548203 13,855 ’ ’
Total 2913,304206
Inter
Interpersonal Group 23951 3 7,984 462 709
Justice In-Group 3509,788203 17,290 ’ ’
Total 3533,739206
Inter
. 349,281 3
Informational Group ’ 116,427 .
Justice In-Group_6900,265203 33,091 >3 018 12-17 yiliile 6-11 1l
Total 7249,546206

Table 6. One way ANOVA Test Results Regarding Organizational Identification and Organizational Justice
Scales According to the Department in the Institution

Ss df  Mean Square F Sig.
Inter Group 213,545 3 71.182
Organizational Identification In-Group 6251,978 197 31 ’73 6 2,243 085
Total 6465,522 200 ’
Inter Group 137,158 3 45719
Procedural Justice In-Group 9296,524 197 47’ 190 ,969 ,408
Total 9433,682 200 ’
Inter Group 27,238 3 9.079
Distributional Justice In-Group 2736,026 197 13’ 388 ,654 581
Total 2763,264 200 ’
Inter Group 20,517 3 6.839
Interpersonal Justice In-Group 3421,851 197 17’ 370 , 394 758
Total 3442368 200 ’
Inter Group 69,318 3 23.106
Informational Justice In-Group 6938483 197 3 5’22 1 ,656  ,580
Total 7007,801 200 ’




114

DISCUSSION AND RESULT

When the results of the regression analyses be-
tween the scale which were used as a data collec-
tion tool were considered (Table 2), it was deter-
mined that there is a positive, medium-level and
significant difference between the Organizational
Identification levels and Procedural Justice, Distri-
butional Justice and Interpersonal Justice sub-di-
mension of the Organizational Justice Scale
(R=.514, R?>= 264, p<.000). In other words, it is
possible to claim that as the Procedural Justice,
Distributional Justice and Interpersonal Justice
sub-dimension scores of the academicians who
worked at universities increase, so do the Organi-
zational Identification scores. Greenberg (1990a)
claimed that in the long run, justice was a basic re-
quirement for the identification of employees with
the organization and for the functioning of the or-
ganization. Because justice perception shapes the
thinking styles, feelings and the activities of indi-
viduals (Ozdemir, 2010). It is considered that Or-
ganizational Justice perception strengthens the
bond between the employees and their work places
(Thompkins & Cheney, 1985). When employees
evaluate the organization practices and the acqui-
sitions they will have in a fair manner, they will
think that their organization cares about them and
behaves respectfully. This attitude, predisposition
or behavior that appear in the employee will ensure
that the employee bonds to the organization in an
affective way, and identifies with it as a result of
positive, volunteering and cooperative behaviors.

The relevant literature points out that one of the
most important organizational factors is the Or-
ganizational Justice Perception (Cremer, 2005;
Brewer & Kramer, 1986; Olkkonen & Lipponen,
2006). The findings of the present study support
these findings. In addition, in similar studies, it
was also concluded that there is a positive relation
between Organizational Justice sub-dimension
and Organizational Identification level, which is
parallel to the findings of the present study
(Turung, 2011; Cheung & Law, 2008; Olkkonen &
Lipponen, 2006; Cetinkaya & Cimenci, 2014). Ac-
cording to Lipponen, Wisse and Perala (2001), as
the procedural justice increases, the tendency also
increases in employees to identify themselves with
their organizations. When the results of the present
study are analyzed, it is possible to claim that the
inclinations of the employees increase when they
believe that the procedures used during organiza-
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tional processes, equity principles, and interper-
sonal relations are fair. Employees, who think that
interpersonal relations, practices, information
sharing in the organization and the acquisitions
they have are fair, believe that they are cared and
respected for by their organizations. Feeling that
one is respected and cared for in an organization
increases the self-respect of him/her, and s/he will
try to identify himself/herself with the organiza-
tion to protect their self-respect and to identify
themselves (Tyler & Blader, 2003). In this respect,
it is possible that employees respond to the care
and sensitivity of their organizations in treating
employees in a fair way by caring for their organ-
izations, defending it and seeing it as the part of
their identities, in brief, by identifying themselves
with their organizations.

According to the data obtained in the present
study, it was determined that the organizational
identification levels of the academicians were at a

high level (X = 3,8). Academicians, who are the
most important value for universities, spend their
efforts by using their knowledge, skills and atti-
tudes for their organizations. In this respect, the
existence of academicians who have high identifi-
cation levels may increase the productivity of uni-
versities. Because the performance criteria of
academicians who work at universities like the
number and quality of publications affect directly
the world ranking of universities. The results of the
study show that the participants experience the Or-
ganizational Identification feeling at a very high
level, they see themselves as a part of their organ-
izations, and their scores in identification them-
selves with their organizations are high. It is pos-
sible to claim that these high scores stem from the
fact that academicians see their work not only as a
profession but also as a life style (Tolukan et al.,
2016). In this respect, according to the study find-
ings, the high identification levels of academicians
with their organizations may stem from the fact
that they trust their colleagues, they believe that
they are in a fair organizations structure, they feel
a sense of belonging and loyalty for their organi-
zations, they establish affective bonds with their
organizations by integrating their organization and
profession with their personal values, they have
high interpersonal communication levels, and they
adopt and love their professions with the enlight-
ening effect of science. The level of one’s identifi-
cation of himself/herself with his/her organization
reflects the bonding level of him/her with his/her
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organization. The self-entity of an individual who
has a strong identification with his/her organiza-
tion integrate the discriminative, central and per-
manent features felt for the organization with the
discriminative, central and permanent features of
one’s own. In this respect, if the identity of an em-
ployee as a member of the organization attracts
more attention than the other identities, and if an
employee uses the concepts s/he uses to define the
organization to define himself/herself, it is ac-
cepted that this individual has identified him-
self/herself with his/her organization in a strong
level (Dutton et al., 1994).

According to the study results, it was determined
that the Distributional Justice, Procedural Justice
and Informational Justice perceptions of academi-
cians are generally at a medium level, and inter-
personal justice dimension is at a high level (4,4).
According to Sarikoyuncu and Agca (2018), when
employees working at an organization form their
perception and attitudes towards their organiza-
tion, they are affected by the Organizational Jus-
tice applied by the organization at a great deal. The
Organizational Justice applied to employees en-
sures that organization members satisfy the psy-
chological and social needs of organization mem-
bers, they integrate with their organizations, adopt
the aims of the organizations, their devotion to or-
ganizations increases, in other words, they adopt
their organizations, and therefore, it also ensures
that employees work in a more efficient and pro-
ductive way. In this context, the Organizational
Justice perception level of academicians being de-
termined as over medium level is a positive situa-
tion for sport sciences faculties. Educators’ being
successful and efficient is one of the most im-
portant indicators in reaching success for educa-
tional organizations. Because high Organizational
Justice perceptions of employees about the prac-
tices in educational faculties appear before us as
factors effecting the productivity of organizations
and employees (Aytag, 2018). It was also deter-
mined in the present study that the academicians
were inclined more towards the Interpersonal Jus-
tice dimension. The negative reaction of an em-
ployee to a behavior that s/he sees to be improper
is associated with Interpersonal Justice. In this re-
spect, it is possible to claim that academicians’
level in considering the respect, sensitivity and
caring in a behavior done to him/her is interpreted
as an important criterion by the academicians in

Organizational Justice perception (Bies & Moag,
1986).

In the analysis made between the gender variable
of the academicians and the sub-dimension of Or-
ganizational Justice Scale, it was determined that
female participants had higher average scores in
all dimensions, and there is a significant difference
in Informational Justice sub-dimension. Parallel to
the study results, Cakar (2015) determined in his
study that the expectations of female academicians
were more than those of male academicians in all
justice perceptions, and explained this situation as
the gender being one of the factors that affect
working conditions of employees in an organiza-
tion. As the reason for similar identification levels
of academicians according to the gender variable,
we may show the fact that social gender roles as-
sociated with males and females are not effective
at universities, and in general, academicians are
talked about as scientists. Parallel to the results of
the present study, Basar (2011) conducted a study
on teachers and reported that the identification lev-
els did not vary at a significant level according to
gender and marital status variables. In addition,
Lovelace and Rosen (1996) stated that the results
of the analyses of many studies in the literature
conducted on the identification of individuals with
their organizations and on the individual-organiza-
tion agreement did not vary according to race and
gender variables. However, Nartgiin and Kalay
(2014) conducted a study in educational field, and
reported that the identification status of teachers
with their organizations they work differed at a
significant level in terms of the gender variable in
favor of the male participants. The results of this
study differ from the results of the present study of
ours.

While no significant differences were detected in
the analysis made in the sub-dimensions of Organ-
izational Justice Scale about the marital status var-
iable of the academicians, it was determined that
the perception levels of married and female partic-
ipants were similar. Different from the results of
the present study, Akduman et al. (2015) examined
the differences in Organizational Justice according
to marital status. As a result of the analyses, it was
determined that the Organizational Justice percep-
tions of the single participants were higher than
those of the married participants. The difference
between the two studies might stem from the fact
that academicians have different careers and titles
in the society as professional perception and in
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personal terms and the identities of academicians
are over the social gender perception.

According to the data of the present study, it was
determined that there were significant differences
in the Organizational Identification sub-dimension
according to the service years between those with
18 years and above service years and those with 6-
11 years in favor of those with 18 years and above;
and in the informational justice dimension, be-
tween those with 12-17 years and 6-11 years in fa-
vor of those with 12-17 service years. Mael and
Ashforth (1992) reported that the seniority of em-
ployees, the existence of role models in the organ-
ization, and the opportunities provided by the or-
ganization for its employees increased the identi-
fication levels. The seniority and sense of belong-
ing, which are among individual factors, affect the
identification in a direct way (Ciice et al., 2013).
In this respect, it is possible to claim that as for the
professional characteristics of the academicians,
the changes in the titles that come parallel to the
service years, and as a result, increasing economic
and social opportunities are consistent with the lit-
erature. In his study, Korkut (1990) explained this
situation as the elongation of the service years in
the organization strengthening the identification of
the employee with his/her organization.

When the study findings given in Table 6 are in-
terpreted, it is seen that it was determined in the
present study that the Organizational Identifica-
tion, procedural justice, Distributive Justice, Inter-
personal Justice and informational justice sub-di-
mension scores of the academicians do not differ
at a significant level according to the departments
they work in their organizations. The lack of sig-
nificant difference might stem from the value and
position given to the academician in the society,
the attraction of being an academician.

When we interpret the Organizational Identifica-
tion concept by considering the groups in an or-
ganization, we see that the most important focal
point of the identification between the employees
and their organizations occurs at the point when
the employees identify themselves with their own
careers and with their own professions (Basar,
2011). Similarly, Bamber and Iyer (2002) reported
that identification with profession, identification
with organization had a significant effect on Or-
ganizational Identification, which supports the
findings of the present study in this context.

Pinar KARACAN DOGAN

As a result, in the present study it was concluded
that there is a positive relation between the proce-
dural justice, Distributional Justice and Interper-
sonal Justice, which are sub-dimensions of Organ-
izational Justice, and the Organizational Identifi-
cation levels of the academicians working at sport
sciences faculties; the Organizational Identifica-
tion levels of the participants were at a high level;
the Organizational Justice perceptions are above
the medium level; and the increase of service
years, which is one of the demographical varia-
bles, has a positive impact on these levels.
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