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Oz

Bu arastirmada okullarda ayrilma, kayitsiz kalma, muhalefet ve sadakat ile orgiitsel adalet iliskisinde
is doyumunun araci etkisi incelenmistir. Iliskisel tarama deseninde yiiriitiilen arastirmanin evrenini,
Ankara iline baghh dokuz ilcedeki resmi Anadolu Liselerinde gdrev yapan 6605 Ogretmen
olusturmaktadir. Arastirmaya kiime ornekleme yoluyla belirlenen 612 6gretmen goniillii olarak
katilmigtir. Veri analizi oncesinde Olceklerin gecerlikleri DFA, giivenirlikleri ise Cronbach alfa
katsayis1 incelenmis olup, tiimiiniin gecerli ve giivenilir oldugu goriilmiistiir. Veri setinin analizinde
aritmetik ortalama, standart sapma, Pearson korelasyon ve bootstrapping aracilik testi kullanilmistir.
Korelasyon analizi sonuglari; orgiitsel adalet ve is doyumunun, isten ayrilma, muhalefet ve kayitsiz
kalma davraniglari ile negatif, sadakat ile pozitif yonlii ve anlaml1 iliski icerisinde oldugunu ortaya
koymustur. Bu kapsamda orgiitsel adalet ve is doyumu &gretmenlerin ayrilma, muhalefet etme,
kayitsiz kalma ve sadakat davraniglarinin anlamli bir yordayicisidir. Aracilik testi sonuglari ise
ayrilma, kayitsiz kalma, muhalefet ve sadakat ile orgiitsel adalet arasindaki iliskide is doyumunun
araci etkiye sahip oldugunu gdstermistir. Arastirma bulgularina dayali olarak 6gretmenlerin isten
ayrilma, kayitsiz kalma ve muhalefet davraniglarinin en aza indirilebilmesi i¢in okullarda

uygulamalarin adil bir sekilde yapilmasinin 6nemli bir etmen oldugu ¢gikariminda bulunulmustur.
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Giris
Okulun kendisinden beklenen toplumsal islevi etkili sekilde yerine getirmesi bir¢ok faktore
baglidir. Bu faktérlerden biri de okulun sahip oldugu 6gretmen kaynaginin nicelik ve nitelik
acisindan yeterli diizeyde olmasidir. Diger yandan Ogretmenlerin okula yonelik sahip
olduklar1 olumlu tutum ve davraniglarin, okul etkililigine katki sundugu da ifade
edilmektedir (Ololube, 2006). Tiirkiye adresli ¢esitli istatistikler ve aragtirma sonuglari,
ogretmenlerin olumlu ve olumsuz sonucglar doguran kimi tutumlar sergilediklerini ve
davramglarda bulunduklarmi ortaya koymaktadir (Dogruéz ve Ozdemir, 2018; Kalagan ve

Glizeller, 2010). Okul etkililigi ile iliskili olan bu tiir tutum ve davraniglar arasinda,

Ogretmenlerin yer degistirme, isi birakma ya da isten ayrilma niyetleri bulunmaktadir

(Gbadamosi ve Chinaka, 2011). Milli Egitim Bakanligi (MEB) kaynaklarindan edinilen

bilgiye gore dgretmenlerin yillik yer degistirme orant %15 civarindadir. Bu oraninin gérece

yiiksek olmasinin, egitim ve Ogretim faaliyetlerinin istikrar1 acisindan biyiik bir risk
olusturdugu diistiniilmektedir. Diger yandan arastirmalarda okullarda yasanan problemler
karsisinda bazi1 6gretmenlerin thmal ve sorunlarin ¢éziimiinden kaginma, yani kayitsiz kalma
gibi bir tutum igerisine girdikleri gozlenmistir (Demirtas ve Nacar, 2018; Elma, 2003; Ergun

vd., 2014). Bunun yan1 sira kimi 6gretmenin ¢oziim liretebilmek amaciyla okulda yasanan

sorunlar1 dile getirdigi, ifsa ettigi ya da muhataplara karsi muhalefet ettikleri belirtilmektedir

(Akada, 2015; Aktan, 2015; Dagh ve Agalday, 2014; Ozdemir, 2011; 2013). Yine alan

yazindaki ¢alismalarda 6gretmenlerin yasanan sorunlarin ¢éziimii i¢in miicadele etmek ya da

muhalefet etmek yerine sadakat duygusu besleyip, sessiz durmak yoluyla okuldaki
gorevlerini siirdiirme egilimi tasidiklar1 saptanmustir (Akman, 2017; Akman ve Ozdemir,

2019).  Goriildigi tlizere Ogretmenler, gorev yaptiklart okullarda yasadiklar1 ya da

gozlemledikleri sorunlar karsisinda ayrilma, kayitsiz kalma, muhalefet ve sadakat gibi farkli

tutum ve davranislar igerisine girebilmektedir.

Alanyazindaki c¢aligmalarda calisanlarin ayrilma, kayitsiz kalma, muhalefet ve
sadakat davraniglarinin olas1 nedenleri kapsamli olarak incelenmistir. Arastirmalar,
calisanlarin sergiledikleri bu tiir davranislarin 6rgiit kiiltiirii (MaclIntosh ve Doherty 2010),
iklimi (Hong ve Kaur, 2008), baglilik (Bogler ve Somech, 2004), yildirma (El¢i vd., 2014)
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ve psikolojik sozlesme (Richard vd., 2009) gibi etmenlerden kaynaklandigini ortaya

koymaktadir. Bu ¢aligmalarla uyumlu olarak, orgiitsel adalet algisinin da ayrilma (Kumar ve
Gupta, 2008), kayitsiz kalma (Muchinsky, 2000), muhalefet (Kassing ve McDowell, 2008)
ve sadakat davranislarinin (Hassan, 2002) anlamli bir yordayicisi oldugu ifade edilmektedir.
Diger yandan ayrilma, kayitsiz kalma, muhalefet ve sadakatin is doyumu ile iligkili oldugu
da belirtilmistir (MacIntosh ve Doherty, 2010). Ancak alanyazin taramasinda orgiitsel
adalet, is doyumu ile isten ayrilma, muhalefet etme, kayitsiz kalma ve sadakat davranislari

arasindaki ¢ok yonlii iligkileri biitiinciil olarak inceleyen ¢alismalara rastlanmamastir.

Alanyazin taramalarinda, orgiitsel adaletin, ¢esitli calisan davranisi ile iliskisinde is
doyumunun araci rolii iizerine odaklanan aragtirmalarin siirli oldugu goriilmiistiir. Bu
kapsamda ylriitilmiis bir ¢alismada, Orgiitsel adalet ile isten ayrilma niyeti arasindaki
iliskide is doyumunun araci rol oynadigi belirlenmistir (Bayargelik ve Afacan Findikls,
2016). Bir baska calismada ise orglitsel adalet ve is doyumu arasindaki iliskide orgiitsel
zekanin araci role sahip oldugu saptanmistir (Ouyang vd., 2015). Imran, Majeed ve Ayub’un
(2015) arastirmasinda ise orgiitsel adalet ile tiretkenlik iligkisinde is doyumunun araci etki
gosterdigi belirtilmistir. Kapsam yoniinden degerlendirildiginde bu arastirmalarin hizmet ve
iretim sektorlerinde calisanlar ilizerinde gerceklestirilmis oldugu anlasilmistir. Tiirkiye
adresli ve egitim Orgiitleri baglaminda ise anilan degiskenler arasindaki iliskilere odaklanan
caligmalarin siirl oldugu goriilmiistiir. Bu kapsamda egitim orgiitlerinde orgiitsel adalet ve
i1s doyumu iligkisine odaklanan az sayida ¢alismaya ulasilmistir (Altinkurt ve Yilmaz, 2012;
Celik, 2011). Diger yandan is doyumu ile isten ayrilma niyeti konusunda ise Yiiksel ve
Yiiksel’in (2014) arastirmasina ulasilmistir. Ancak oOrglitsel adaletin, ayrilma, kayitsiz
kalma, muhalefet ve sadakat ile iliskisinde i3 doyumunun aract etkisinin egitim
orgiitlerindeki  goriinlimlerine  odaklanan c¢aligmalara alan yazin taramalarinda
ulagilamamigtir. Dolayisiyla anilan degiskenlerin Tiirkiye’deki okullardaki goriintimleri
konusunda bir bosluk oldugu diisiiniilmektedir. Bu bosluktan hareketle bu arastirmanin
amaci; orgiitsel adalet, i doyumu, isten ayrilma, kayitsiz kalma, muhalefet ile sadakat
arasindaki iligkileri egitim Orgiitleri baglaminda incelemektir. Aragtirmanin bagimsiz, aract
ve bagimli degiskenleri arasindaki ¢ok yonlii iligkilerin incelenmesinin alan yazina katki
sunmas1 beklenmektedir. Bununla birlikte bu ¢alisma Tiirkiye’deki okullarda gorev yapan
ogretmenlerin ayrilma, kayitsiz kalma, muhalefet ve sadakat davraniglarinin nedenlerinin
anlasilmasia ve bu baglamda iiretilecek ¢dziimlere ampirik destek sunabilir. Ozellikle son

yillarda MEB’in egitim alaninda 6nemli sayilabilecek reformlar1 uygulamaya ge¢irdigi
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goriilmektedir. Hayata gegirilen reformlar arasinda Ogretmen Strateji Belgesi (OSB) ile

Milli Egitim Bakanligi 2023 Egitim Vizyon Belgesi (MEB 2023 EVB) o6nemli bir yer
tutmaktadir. OSB’nin  iiglincii alt amacinda, &gretmenlerin  ¢alisma  sartlarinin
tyilestirilmesine yonelik vurgu yapilmaktadir. MEB 2023 EVB’nin temel felsefesinde ise
insan bulunmaktadir. Okullardaki oOrgiitsel adaletin egitim ¢alisanlar1 arasindaki ¢alisma
huzuru ve barisi bakimindan Onemli bir etmen oldugu varsayimindan hareketle, bu
caligmanin Tiirkiye’de egitim alaninda politika yapict kurum olan MEB’in son donemdeki

politikalarina yonelik ampirik katki sunmasi umulmaktadir.

Orgiitsel Adalet ile Is Doyumu, Ayrilma, Thmal, Muhalefet ve Sadakat Arasindaki
Tliski

Orgiitsel adalet, calisan davranislar iizerindeki etkisinden dolay1 uzunca bir siiredir orgiit ve
yonetim bilimcilerin odag: haline gelmistir. Orgiitsel adalet kavramim ilk olarak Greenberg
(1987) kullanmistir. Greenberg (1990) orglitsel adaleti, ¢alisanlarin 6rgiit icerisindeki adaleti
algilama bi¢imi olarak tanimlamistir. Kavramin diislinsel temeli Adams’in (1965) adalet
kuramina dayanmaktadir. Bu kurama gore calisanlar orgiite bir girdi sunar ve bu girdi
karsiliginda bir ¢ikt1 elde ederler. Calisan, ciktiya ulasabilmek i¢in orgiit igerisinde ¢aba
gosterir ve bu caba sonucunda maas ya da terfi gibi kimi ddiillere ulasir. Bu siirecte calisan,
gosterdigi caba ile ¢aba karsiliginda ulastig1 6diil arasinda bir dengeye ulasmak ister. Kimi
kosulda ¢aba ve 6diil arasinda bir dengesizlik ortaya ¢ikar. Bu durumda calisan, kendisini,
kendisine benzer kosullardaki is gorenlerle karsilastirir. Bu karsilastirma sonucunda eger
calisan, kendisini karsilagtirdigi diger calisanlarin da benzer kosullarda ayni sonuglara
ulastiklarin1 degerlendirirse, bu durumda adalet duygusu yasar. Tersi durumda adaletsizlik
algisina kapilir (Miner, 1992). Orgiitsel adaletin (i) dagitim, (ii) islemsel ve (iii) iliskisel
olmak iizere ii¢ boyutu bulunmaktadir. Dagitim adaleti, ¢alisanlarin ulastiklar1 kazanimlar
adil, ahlaki ya da etik algilamalaridir. Islemsel adalet, calisanlarin ulastiklar1 kazanimlarin
hangi yontem ve siirecler sonucunda elde edildigine iliskin algilaridir (Cropanzano ve
Folger, 1991). Etkilesimsel adalet ise adaleti sunan ile onu alan arasindaki iletisim siirecine
yanstyan saygi ve nezakete yonelik algilardir (Beugre, 2002). Mevcut aragtirmada Hoy’ un
(2004) orgiitsel adalete iligkin sunmus oldugu cergeve benimsenmistir. Hoy un gelistirmis
oldugu cercevede adalet, kararlara katilim, tutarlilik, dogruluk ve etik gibi ilkeleri
icermektedir. Tiim bu ilkeler biitiinii, bu arastirmada orgiitsel adaletin gostergeleri olarak
degerlendirilmistir. Alan yazin taramalarinda orgiitsel adaletin, is doyumu (Bakhshi vd.,

2009) ile iliskili oldugu ifade edilmektedir.
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Is doyumu, orgiit psikolojisi alaninda iizerinde en ¢ok calisilmis olan kavramlar

arasinda yer almaktadir. Judge ve Robbins (2017) is doyumunu, calisanin isine yonelik
ozellikleri degerlendirmesi sonucunda isi hakkinda olumlu duygular hissetmesi seklinde
tanimlamaktadir. Is doyumu konusunda Lawler ve Porter’in (1967) gelistirmis oldugu kuram
genel kabul gormektedir. Kurama gore calisanin sergiledigi performans icsel ve dissal
odiillere yol agarken, bu i¢sel ya da digsal ddiiller sonucta calisan tarafindan doyum ya da
doyumsuzluk seklinde yasanmaktadir. Digsal ddiiller arasinda ticret, terfi, statii ve giivenlik
gibi temel ihtiyaglar yer almaktadir. i¢sel édiiller ise basarma ya da kendini gergeklestirme
gibi lst ihtiyaglardan meydana gelmektedir. Dolayisiyla calisanlar sergiledikleri performans
karsisinda icsel ya da digsal ddiillere erisim saglarlarsa doyum; aksi durumda doyumsuzluk
yasamaktadir. Mevcut ¢alismada is doyumu operasyonel olarak i¢sel ve digsal 6zendiriciler
sonucu calisanlarca hissedilen olumlu duygular olarak tanimlanmustir. Igsel boyut; basar,
taninma, takdir gorme, isin kendisi, sorumluluk ve yilikselme gibi nitelikleri icermektedir.
Digsal boyut ise orgiitiin sahip oldugu politikalar, yonetim tarzi, denetim bicimi, ast-iist
iligkileri ve tcret gibi ¢alisma yasaminda yer alan nitelikleri kapsamaktadir (Weiss vd.,
1967). Orgiitsel adalet ve is doyumuna odaklanan alan yazina dayal1 olarak arastirmada test

edilecek ilk hipotez su sekilde kurulmustur:
H1: Orgiitsel adalet ile is doyumu arasinda pozitif yonlii bir iliski vardir.

Orgiitsel adaletin iliskili oldugu degiskenlerden biri de isten ayrilma niyetidir
(Kumar ve Gupta, 2008). Isten ayrilma, bir ¢alisanin cesitli nedenlerle baska bir orgiite
gecme, yeni bir ig arama ya da isi tamamen birakmay1 kapsayan semsiye bir kavramdir
(Rusbult vd., 1988). Price (1997) isten ayrilmayi, ¢alisanin kendi istegi sonucunda sosyal
sistem icerisinde hareketlilikte bulunma durumu olarak tanimlamaktadir. Isten ayrilma
davranisina iligkin kuramlardan birisi Hirschman’a (1970) aittir. Hirschman’a gore ayrilma
davranisinin nedeni, calisanin isine yonelik yasadigi doyumsuzluktur. Kurama gore,
doyumun diismesiyle birlikte ¢alisanlar isten ayrilma niyeti igerisinde girmekte ve uygun
kosullarin ortaya ¢ikmasiyla birlikte isi birakmaktadir. Bir diger kuram ise Mobley’e (1977)
aittir. Mobley’e gore calisanin isten ayrilma davranist ¢cok asamali bir siirecin sonunda
gerceklesmektedir. Bu asamalar sirasiyla; (i) mevcut isin degerlendirilmesi, (ii) is
doyumu/doyumsuzlugu, (iii) ayrilmayi diisiinmek, (iv) birakma maliyeti ve is arama
yararinin degerlendirilmesi, (v) alternatif is arama niyeti (vi) alternatif is arama, (Vvii)
alternatif isleri degerlendirme, (viii) mevcut ile alternatif isi kiyaslama, (ix) ayrilmaya ya da

kalmaya karar verme ve (x) ayrilma ya da kalma seklindedir. Orgiitsel adalet ve isten
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ayrilma niyetine odaklanan alan yazindan hareketle arastirmada, asagida ifade edilmis olan

hipotez test edilmistir:
H2: Orgiitsel adalet ile isten ayrilma niyeti arasinda negatif yonlii bir iliski vardir.

Orgiitsel adalet ile iliskili degiskenlerden bir digeri ise ¢alisanlarin kayitsiz kalma
davraniglaridir (Muchinski, 2000). Kayitsiz kalma, olumsuz calisan davranislarindan biri
olarak son yillarda arastirmacilarin ilgisini ¢ekmektedir. Kayitsiz kalma, bir orgiitte gorev
yapan calisanlarin  Orgiitsel ~ siireclere  yonelik umursamaz davranislart  olarak
tanimlanmaktadir (Farrell, 1983). Kayitsiz kalma, ¢alisanlarin ¢alisma arkadaslariyla daha az
zaman gecirmesini, onlar1 gérmezden gelmesini, Orgiitsel sorunlara ilgisiz kalmasini ve
oOrgiitte yasanan problemleri tartismaktan ¢ekinmesini igeren davranislar kiimesidir (Rusbult
vd., 1982). Kayitsiz kalma davranisi sergileyen c¢alisan, sonug¢ elde edemeyecegi
diisiincesiyle, orgiitsel sorunlar karsisinda yasadigi doyumsuzlugu ifade etmemeyi tercih
etmektedir (Withey ve Cooper, 1989). Dolayisiyla Vangel (2011), calisanin kayitsiz kalma
davranigini, sessizlik kavrami icerisinde degerlendirmektedir. Kayitsiz kalma davranigina
yonelik kabul goren kuramlardan biri Rusbult vd. (1982) tarafindan gelistirilmistir. S6z
konusu kurama gore kayitsiz kalma, bir calisanin doyumunun azalmasi sonucunda ortaya
cikan pasif goriiniimlii ancak orgiit i¢in yikici sonuglart olan bir davranistir (Leck ve
Saunders, 1992). Orgiitsel adalet ile calisanlarin kayitsiz kalma davranislarina odaklanan

alan yazina dayali olarak arastirma su hipotez test edilmistir:
H3: Orgiitsel adalet ile kayitsiz kalma arasinda negatif yonlii bir iliski vardir.

Orgiitsel adalet ile iliskili bir diger davramis bicimi de &rgiitsel muhalefettir
(Goodboy vd., 2008). Orgiitsel muhalefet son yillarda artan oranda arastirmacilarimn ilgisini
ceken orgiitsel davranis tiirlerinden biri haline gelmistir. Orgiitsel muhalefet kavrami
Hirschman (1970) tarafindan “istenmeyen Orgiitsel durumlardan ka¢manin aksine,
istenmeyen bu durumlar1 degistirme girisiminde bulunma eylemi” olarak tanimlanmaktadir.
Hirschman’a gore calisanlarin muhalefet etmelerinin temel nedenlerinden biri diisiik is
doyumuna sahip olmalaridir. Bununla birlikte Rusbult vd. (1988) orgiitsel muhalefeti,
calisanlarin Orgiit igerisinde yasadiklar1 sorunlar is yerindeki diger ¢alisanlarla ya da orgiit
yoneticilerine ifade etmek yoluyla ¢dzme girisimi olarak kavramsallagtirmistir. Orgiitsel
muhalefetin dikey, ortiik ve haber ugurma olmak iizere ii¢ boyutu bulunmaktadir (Kassing,
1998). Dikey muhalefet, calisanlarin orgiitsel siireglere yonelik muhalif goriislerini, {istlerine
dogrudan dile getirmelerini igeren bir davranis bicimidir. Ortiik muhalefet, calisanlarin sahip

olduklar1 mubhalif goriislerini, kimi ¢ekinceler nedeniyle is yerindeki diger calisanlarla
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paylagsmalaridir. Haber ugurma ise ¢alisanlarin orgiitsel stireglerin isleyisinde algiladiklar

uygunsuz uygulamalar1 orgiit disindaki ¢esitli kuruluslara ihbar etmesini igeren bir davranig
bigimidir. Orgiitsel adalet ile orgiitsel muhalefete odaklanan alan yazina dayali olarak

arastirmada test edilecek hipotez su sekilde kurulmustur:
H4: Orgiitsel adalet ile drgiitsel muhalefet arasinda negatif yonlii bir iliski vardir.

Orgiitsel adaletin iliskili oldugu diger bir oOrgiitsel davranis tiirii ise orgiitsel
sadakattir (Fischer, 2004). Orgiitsel sadakat, érgiit yazininda giderek daha fazla ¢alisilan
konular arasinda yer almaya baslamistir. Sadakat kavrami, c¢alisanin adanmishigini iceren
bireysel isteklilik seklinde tanimlanmaktadir (Allen ve Mayer, 1990). Orgiitsel sadakat,
calisanlarin sadece orgiitte kalmalar1 degil, ayn1 zamanda karsilarina ¢ikan problemler
karsisinda bu problemlerin asilmasi siirecine katki sunmay1 da igeren bir davranigtir (Rusbult
vd., 1998). Orgiitsel sadakatin (i) yoneticiye sadakat, (ii) meslektaslara sadakat ve (iii)
ogrencilere sadakat olmak {lizere ii¢ boyutu bulunmaktadir. Yoneticiye sadakat,
Ogretmenlerin yoneticilerin isteklerini bir kosula bagli olmaksizin yerine getirmeleridir.
Meslektasa sadakat, yasanan sorunlar karsisinda ortak davranabilmek ve meslektaslara
destek igeren davranislardir. Ogrenciye sadakat ise kosullardan bagimsiz olarak dgrencilerin
desteklenmesini igeren davramglardan meydana gelmektedir (Akman, 2017). Orgiitsel adalet

ile orglitsel sadakate odaklanan alanyazina dayali olarak asagidaki hipotez kurulmustur:
H5: Orgiitsel adalet ile drgiitsel sadakat arasinda pozitif yonlii bir iliski vardir.
Is Doyumu ile Ayrilma, Thmal, Muhalefet ve Sadakat Arasindaki liski

Ilgili alan yazin taramalarinda is doyumunun gesitli ¢alisan davramslarina neden oldugu
kesfedilmistir. Is doyumunun neden oldugu degiskenlerden birisi calisanlarin isten ayrilma
niyetidir (Decker vd., 2009; Zamanan vd., 2020). Bu caligmalarda is doyumu diisen
calisanlarin isten ayrilma niyeti icerisine girdikleri belirlenmistir. Is doyumu ve isten ayrilma

niyeti arasindaki ampirik bulgulara dayali olarak su hipotez gelistirilmistir:
H6: Is doyumu ile isten ayrilma niyeti arasinda negatif yonlii bir iliski vardir.

Diger yandan is doyumunun c¢alisanlarin is yerinde yasanan sorunlar karsisinda
kayitsiz kaldiklar ifade edilmektedir. Ornegin Withey ve Cooper’in (1989) ¢alismasinda is
doyumu diisen calisanlarin, artan oranda gorev yaptiklari birimlerde yagsanan sorunlari

gormezden gelme egilimine girdikleri kesfedilmistir. Bu bulguya dayali olarak is doyumu ile
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thmal davranisi arasinda negatif yonlii bir iliski oldugu anlasilmaktadir. Bu kapsamda bu

arastirmada su hipotez gelistirilmistir:
H7: Is doyumu ile kayitsiz kalma arasinda negatif yonlii bir iliski vardir.

Is doyumunun iliskili oldugu degiskenlerden biri de 6rgiitsel muhalefet davranisidir
(Farrell, 1983). Is doyumu ile orgiitsel muhalefet iliskisine odaklanan cesitli calismada
doyumu azalan kimi ¢alisanin muhalefet etme davranisi sergiledikleri kesfedilmistir. Bu

baglamda arastirmada su hipotez test edilmistir:
HS: Is doyumu ile drgiitsel muhalefet arasinda negatif yonlii bir iliski vardir.

Son yillarda arastirmacilarin ilgisini ¢eken degiskenlerden biri de orgiitsel sadakattir.
Calisanlarin orglitsel sadakat davranis sergilemelerine cesitli degiskenler neden olmaktadir.
Bunlardan biri de is doyumudur. Ornegin Borzaga ve Toria’nin (2006) arastirmasinda is
doyumu yiiksek is gorenlerin sadakat davranislarinin da arttig1 kesfedilmistir. Bu baglamda

arastirmada su hipotez test edilmistir:
HO: Is doyumu ile 6rgiitsel sadakat arasinda pozitif yonlii bir iliski vardir.
Kuramsal Model

Bu arastirmada 6gretmenlerin orgiitsel adalet algilar ile ayrilma, kayitsiz kalma, muhalefet
ve sadakat davranislar1 arasindaki iliskide is doyumunun araci etkisine odaklanilmistir.
Arastirmanin kuramsal dayanagini Hirschman’in (1970) ¢ikma, dile getirme ve sadakat
(CDS) modeli olusturmaktadir. CDS modeline gore is doyumu azalan bir calisan; (i)
orgiitten ¢ikma (ayrilma), (ii)) doyumun diismesine neden olan durumu diizeltebilmek
amaciyla miicadeleye girisme (dile getirme/muhalefet) ve (iii) yasanan olumsuzluklara
ragmen Orgiitte kalmaya devam etme (sadakat) davramislarindan birini sergilemektedir.
Rusbult vd. (1982) modele (iv) kayitsiz kalma boyutunu eklemis ve dort boyutlu bir model
insa etmislerdir (CDSK). Is doyumunun iirettigi sonuclarina odaklanan CDSK modeli, is
doyumunun olas1 nedenlerine yonelik ise bir agiklama sunmamaktadir. Bu durum, CDSK
modelinin sinirhiligr olarak degerlendirilebilir. Alanyazin taramalarinda Orgiitsel adalet
algisinin i doyumunu acgiklayan 6nemli bir degisken oldugu goriilmektedir (Tziner vd.,
2011; Zainalipour vd., 2010). Bu kapsamda detaylar1 yukarida tartisilmig olan alan yazina
dayali olarak bu c¢alismada Orgiitsel adaletin isten ayrilma, Orgiitsel muhalefet, kayitsiz
kalma ve sadakat davraniglari ile iligkisinin is doyumunun araciligi ile gerceklestigi

distintilmektedir. Arastirmada test edilecek model Sekil 1°de sunulmustur.
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Sekil 1

Arastirma Modeli

Orgutsel Adalet

Orgiit ekosistemi icerisinde, ¢alisan davranislarinin olasi nedenleri sorgulayan alan
yazini (i) dogrudan etki modeli ve (ii) dolayli etki modeli olmak tlizere iki ana boliime
ayirmak miimkiindiir. Dogrudan etki modeline dayali yiiriitiilmiis aragtirmalar kimi bagimsiz
degiskenin, c¢alisanlarin ¢esitli davramiglar1  lizerinde aracisiz  etki gosterdigini
varsaymaktadir. Dolayistyla dogrudan etki modeline gore calisanlarin ayrilma, kayitsiz
kalma, muhalefet ve sadakat davraniglarinin temel nedenlerinden biri aracisiz bigimde
orgiitsel adalet algisidir (Kassing ve McDowell, 2008; Ponnu ve Chuah, 2010). Buna karsin
dolayl etki modeli, ¢esitli calisan davraniglar lizerindeki bagimsiz degiskenin etkisinin kimi
aract degisken(ler) lizerinden bi¢imlendigini varsaymaktadir. Dolayli etki modeli temel
alindiginda, orgiitsel adalet algis1 ile ayrilma, kayitsiz kalma, muhalefet ve sadakat
davranislart arasindaki iliskide c¢esitli arac1 degisken(ler)in rol oynadig: diisiiniilebilir. Hem
orgiitsel adalet algisinin bir sonucu olmasi (Najafi vd., 2011) hem de ayrilma, kayitsiz
kalma, muhalefet ve sadakat davranislarina yol agmasi nedeniyle (MaclIntosh ve Doherty,
2010) is doyumunun bu iliskide aract bir rol oynadig1 diisliniilmektedir. Bu baglamda

arastirmada su hipotez test edilmistir:

H10: Orgiitsel adalet ile isten ayrilma, kayitsiz kalma, drgiitsel muhalefet ve drgiitsel sadakat

arasindaki iliskide is doyumunun arac1 bir rolii bulunmaktadir.
Yontem

Orgiitsel adalet, is doyumu, ayrilma, kayitsiz kalma, muhalefet ve sadakat arasindaki

iligkileri ¢ok yonlii incelemeyi amaclayan bu c¢aligma iliskisel tarama modelinde
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desenlenmistir. Arastirmada bagimli ve bagimsiz degiskenler arasinda is doyumunun araci

roliine iliskin Sekil 1°’de sunulmus olan model test edilmistir.
Evren ve Orneklem

Arastirmanin evrenini 2019-2020 egitim 6gretim yilinda Ankara iline bagli dokuz ilgedeki
(Altindag, Cankaya, Etimesgut, Golbasi, Kegidren, Mamak, Pursaklar, Sincan, Yenimahalle)
130 resmi Anadolu lisesinde gorevli 6605 oOgretmen olusturmaktadir. Orneklem
biiytikliigiiniin belirlenmesinde ise Anderson (1990, s. 202) tarafindan hazirlanmis olan
orneklem biiyiikliikleri tablosu kullanilmistir. Buna gore 6605 6gretmenden olusan evreni
%35 tolerans ve .05 anlamlilik diizeyinde 593 katilimcinin temsil edecegi anlasilmistir.
Arastirmada oranli kiime ornekleme teknigi kullanilmigtir. Oranli kiime 6rneklemede evren,
aragtirma bulgular1 acisindan 6nemli farkliliklar gosterebilecegi diisiiniilen degisken ya da
degiskenlere gore alt gruplara ayrilir. Her bir alt evrenden o alt evrenin biitiin i¢indeki
oranini yansitacak Ornek secilir. Boylece her alt evrenin Ornekleme girme sansi, biitiin
icindeki oranlarini yansitacak esitlikte olmaktadir. Bu sekilde gerceklestirilen oranli kiime
orneklemenin daha temsili bir 6rneklem olusturdugu kabul edilir (Karasar, 2017). Bu tanima
gore aragtirmamizda her ilge bir kiime olarak kabul edilmistir. Bu amagla ilgelerdeki toplam
Ogretmen sayilar1 dokuz ilgeye oranlanarak her bir ilgeden toplanacak asgari 6lgek sayilari
belirlenmistir. ilcelerin segilmesinde merkeze yakin olma kriteri esas almmustir. Ilgelerden
ornekleme alman Ogretmenlerin ise basit yansiz ornekleme teknigi yoluyla arastirmaya
katilimlar1 saglamislardir. Geri doniis oraninda yasanmasi olas1 riskler gdéz Oniinde
bulundurularak, veri toplama siirecinde en az 700 katilimciya oOlgeklerin ulastirilmasi
hedeflenmistir. Veri toplama siireci sonunda veri analizine uygun 612 oOlcege erisim

saglanmistir. Katilimcilara ait kisisel bilgiler Tablo 1°de sunulmustur.

Tablo 1
Katilimcilara Ait Kisisel Bilgiler

Degisken Alt-Gruplar f %
Cinsiyet Kadin 411 67,2

Erkek 201 32,8
Egitim Diizeyi Lisans 476 77,8

Lisansusti 136 22,2
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Mesleki Kidem 10 Yildan daha az 118 19,2
11-20 Y1l 176 28,8

21 Y1l ve lizeri 318 52,0

Gorev Siiresi 5 Yildan daha az 347 56,7
6-10 Y1l 146 23,9

11 Y1l ve tizeri 119 19,4

Medeni Durum Evli 491 80,2
Bekar 121 19,8

Toplam 612 100

Tablo 1’den izlenebilecegi gibi arastirmaya toplam 612 6gretmen katilim saglamuistir.
Buna gore orneklem ic¢in hedeflenmis olan degere ulasilmistir. Tablo 1’den anlasilacagi
iizere orneklem agirlikli olarak kadin, lisan mezunu, 11-20 yil aras1 kideme sahip, gorev

yaptig1 okulda 5 yildan daha az y1l gérev yapmis olan ve evli 6gretmenden olugmaktadir.
Calismada Kullamlan Ol¢me (Veri Toplama) Aracglan

Arastirma verisi, Olgekleri gelistiren ve Tiirk¢ce uyarlamasini yapan tiim aragtirmacilardan
kullanim izni alinmis olan alt1 &lgek ile toplanmustir. Olgeklerin tercih nedenleri,
psikometrik Ozellikleri ile gegerlik ve giivenirlik sonuglart asagida ayrintili olarak

sunulmustur.
Orgiitsel Adalet Olgegi (0A0)

Uluslararas1 alanda genel kabul goérmesi ve 0gretmenlerden veri toplamaya elverisli olmasi
nedeniyle Hoy’un (1993) gelistirmis oldugu OAO’niin calismada kullanilmasma karar
verilmistir. OAO tamamen katiliyorum ile hi¢ katilmiyorum arasmda deger alan 5 dereceli
Likert tipi bir dlgektir. Tek boyutlu OAQO, 10 maddeden olusmaktadir. Varyansin %78’sini
aciklayan OAQ’nin, Cronbach alfa katsay1 degeri ,97dir. Olgekten yiiksek puan alinmast,
katilimcinin orgiitsel adalete yonelik algisinin olumlu oldugu seklinde yorumlanmaktadir.
OAO’niin Tiirkge uyarlamasini Tastan ve Yilmaz (2008) yapmustir. Uyarlama ¢alismasinda
OAO’niin Tiirk kiiltiiri icin gegerli ve giivenilir oldugu belirtilmistir. OAO’niin &rnek
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maddeleri arasinda “Miidiir okuldaki herkese adil davranir” yer almaktadir. Mevcut

aragtirmada toplanmis olan 612 dgretmen verisi iizerine OAO niin gegerligi dogrusal faktor
analizi (DFA), giivenirligi ise Cronbach alfa katsayisi ile smanmistir. OAO’ye ait DFA
sonuglar1 [y?/sd=5,12; RMSEA=,08; GFI=,95; AGFI=91; s-RMR=,02; RMR=,02; IFI=,99;
NFI=,98; CFI=,99] alan yazinda kabul goren referans degerleri arasindadir (Cole, 1987,
Kline, 2005). OAO’niin Cronbach alfa degeri ise .87 olarak hesaplanmistir. DFA ve
Cronbach alfa sonuglart OAO niin mevcut arastirma igin de gegerli ve giivenilir oldugunu

gostermektedir.
Minnesota Is Doyumu Olgegi-Kisa Form (MIDO-KF)

Uluslararas1 6l¢ekte genel kabul gormesi ve yaygin kullanimi gerekgesiyle Dawis, England,
Weiss ve Lofquist (1967) tarafindan gelistirilmis olan MIDO-KF’nin bu ¢alismada
kullanilmasina karar verilmistir. MIDO-KF, hic memnun degilim ile cok memnunum
arasinda deger alan 5 dereceli Likert tipi bir dlgektir. Icsel memnuniyet ve dissal memnuniyet
olmak iizere iki boyuttan olusan MIDO-KF, 20 maddeye sahiptir. Olgekten yiiksek puan
alinmas1 katilimcilarin is doyumlarmin yiiksek oldugu seklinde yorumlanmaktadir. MIDO-
KF’nin Tiirkge uyarlamas1 Baycan (1985) tarafindan gerceklestirmistir. MIDO-KF’ nin
ornek maddeleri arasinda “meslegimden bagimsiz ¢alisma imkdninin olmasi bakimindan
memnunum” yer almaktadir. MIDO-KF’nin gegerlik ve giivenirligi 612 dgretmen verisi
iizerinde tekrar incelenmistir. Yapilan dort modifikasyon sonrasinda DFA sonuglar1 MIDO-
KF’nin iki boyutlu yapismin gegerli oldugunu gostermektedir [y*/sd=7,36; RMSEA=,10;
GFI=,85; AGFI=,80; s-RMR=,06; RMR=,06; IFI=,97; NFI=,96; CFI=,97]. MIDO’KF’nin
Cronbach alfa degeri ise .96 olarak hesaplanmistir. Bu sonuca gére MiDO’KF bu ¢alisma

kapsaminda giivenilir bir 6l¢me araci olarak degerlendirilmistir.
Orgiitsel Muhalefet Olgegi (OMO)

Yapilan degerlendirmeler sonucunda egitim Orgiitlerine uygun olmasi1 ve Tirkiye
ornekleminde gelistirilmis olmas1 nedeniyle OMO’niin bu ¢alismada katilimcilarin 6rgiitsel
muhalefete yonelik goriislerini belirlemek amaciyla uygun olduguna karar verilmistir
(Ozdemir, 2013). OMO hi¢hir zaman ile her zaman arasinda deger alan 5 dereceli Likert tipi
bir dlgektir. Olgekten yiiksek puan alinmasi katilimcilari muhalefet davramiglarinin yiiksek
oldugu seklinde yorumlanmaktadir A¢ik muhalefet, ortiik muhalefet ve haber ugurma olmak
iizere ii¢ boyuttan olusan OMO, 17 madde icermektedir. OMO’niin yer alan maddeler
arasinda “Yéneticiyi uyaririm” bulunmaktadir. OMO’niin agikladig1 toplam varyans orani

%88’dir. OMO’niin gegerlik ve giivenirligi 612 ogretmen verisi iizerinde tekrar
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incelenmistir. DFA sonuglart OMO’niin ii¢ boyutlu yapisinin gegerli olduguna iliskin

kanitlar sunmaktadir D(z/sd=4,04; RMSEA=,07; GFI=92; AGFI=_89; s-RMR=,06;
RMR=,09; IFI=95; NFI=,94; CFI=95]. OMO’niin Cronbach alfa degeri ise ,85°dir. Bu
sonuglar OMO’niin mevcut arastirma kapsaminda da gecerli ve giivenilir olduguna isaret

etmektedir.
Isten Ayrilma Niyeti Olgegi (IANO)

Mobley vd. (1978) tarafindan gelistirilmis ve Tiirkiye ornekleminde pek cok arastirma
kullanilmis olan IANO’niin mevcut calismada kullanilmasma karar verilmistir. TANO,
kesinlikle katiliyorum ile kesinlikle katilmiyorum arasinda deger alan 5 dereceli Likert tipi
bir 6lgektir. Tek boyutlu IANO ii¢ madde icermektedir. Olgekten yiiksek puan alinmasi
katilimcilarin  isten ayrilma niyetlerinin yiiksek oldugu seklinde yorumlanmaktadir
IANO’niin Tiirkce uyarlamasi Oriicii ve Ozafsaroglu (2013) tarafindan gerceklestirilmistir.
IANO’niin &rnek maddeleri arasinda “Gelecek yil icerisinde baska is aramay: ciddi bir
sekilde diisiiniiyorum” yer almaktadir. IANO’niin Tiirk¢e versiyonunun Cronbach alfa
degeri ,90’dir. Mevcut arastirma kapsaminda 612 6gretmen verisi lizerinde gergeklestirilmis
olan DFA sonuglar1 IANO’niin gecerli olduguna iliskin kanit sunmaktadir [y?/sd=,00;
RMSEA=,00; GFI=99; AGFI=,99; s-RMR=,00; RMR=,00; IFI=,99; NFI=99; CFI=,99].
IANO’niin Cronbach alfa degeri ise ,80 olarak hesaplanmistir. Bu sonuglar IANO’niin

gecerli ve giivenilir olduguna isaret etmektedir.
Kayitsiz Kalma Alt-Olgegi (KK-A0)

Katilimeilarin  kayitsiz kalma davraniglarini inceleyebilmek amaciyla mevcut olgekler
taranmis ve degerlendirilmistir. Bu kapsamda alan yazinda sadece Farrell’in (1983)
gelistirmis oldugu s Doyumsuzluguna Yonelik Tepkiler Olgegi (IDYTO) ile karsilasiimstir.
IDYTO toplamda 12 maddeden olusmaktadir. Bu maddelerden ii¢ii Kayitsiz Kalma Alt-
Olgegini (KK-AO) olusturmaktadir. KK-AO, hichir zaman ile her zaman araliginda degisen
7 dereceli bir dlgektir. Tek boyuttan olusan KK-AO iic madde igermektedir. Olcekten
yiksek puan alinmasi katilimcilarin kayitsiz kalma davranislarinin yiiksek oldugu seklinde
yorumlanmaktadir IDYTO’niin ve onun bir alt dlgegi olan KK-AO’niin Tiirkce uyarlamas:
Simsek ve Aslan (2012) tarafindan gerceklestirilmistir. KK-AO’de yer alan 6rnek maddeler
arasinda “Gorev yaptigim okulda rahatsizlik duydugum uygulamalart umursamayt biraktim”
yer almaktadir. Tiirk¢e uyarlama ¢alismasinda KK-AQO’niin Cronbach alfa katsay1 degeri ,70

olarak rapor edilmistir. Mevcut arastirma kapsaminda 612 Ogretmen verisi lzerinde
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gerceklestirilmis olan DFA sonuglart KK-AO’niin gegerli olduguna iliskin kanitlar

sunmustur [°/sd=00; RMSEA=,00; GFI=,99; AGFI=,99; s-RMR=,00; RMR=,00; IFI=,99;
NFI=,99; CFI=99]. KK-AO’niin Cronbach alfa degeri ise ,77 olarak hesaplanmistir. Bu
sonuglar KK-AO’niin mevcut ¢alisma kapsaminda da gegerli ve giivenilir bir veri toplama

araci oldugu seklinde degerlendirilmistir.
Orgiitsel Sadakat Olgegi (0SO)

Katilimcilarin  sadakat davraniglarini inceleyebilmek amaciyla gerceklestirilen taramalar
sonucunda Akman (2017) tarafindan gelistirilmis olan OSO ile karsilasiimistir. OSO
yoneticiye sadakat, meslektaslara sadakat ve ogrencilere sadakat olmak lizere li¢ boyut ve
11 maddeden meydana gelmektedir. Maddeleri, Kesinlikle katilmiyorum ile kesinlikle
katiliyorum arasinda deger alan OSO bes dereceli Likert tipi bir dlgektir. Olgekten yiiksek
puan alinmasi katilimcilarin  orgiitsel  sadakatlerinin  yiiksek oldugu  seklinde
yorumlanmaktadir. OSO, varyansin %63’iinii aciklamaktadir. OSO’niin Cronbach alfa
degeri ,81°dir. OSO’de yer alan 6rnek maddeler arasinda “Miidiiriim tarafindan bana verilen
gorevi basarmak icin elimden geleni yaparim” bulunmaktadir. OSO’niin gecerligi ve
giivenirligi mevcut seti iizerinde tekrar degerlendirilmistir. DFA sonuglart OSO’niin
gecerligine iliskin kanitlar sunmustur [y?/sd=5,26; RMSEA=,08; GFI=94; AGFI=90; s-
RMR=,05; RMR=,05; IFI=,95; NFI=,94; CFI=,95]. OSO’niin Cronbach alfa degeri ise ,80
olarak hesaplanmistir. Bu sonuglar OSO’niin bu ¢alisma icin gegerli ve giivenilir oldugu

seklinde yorumlanmastir.
Islemler ve Veri Analizi

Calisma kapsaminda arastirmanin etik yonden uygunlugu icin Hacettepe Universitesi Etik
Komisyonundan etik komisyon izni alinmustir. Ardindan Ankara 11 Milli Egitim
Miidiirliglinden arastirma izni alinmigtir. Veri toplama siireci 2019-2020 egitim dgretim yil
Ocak ve Subat aylari arasinda arastirmacilar tarafindan bizzat yiiriitiilmiistiir. Ogretmenler
arastirmaya goniillii katilim gostermistir. Bir 6lgegin doldurulma siiresi ortalama yedi dakika

stirmiistiir. Veri toplama siirecinde 620 6l¢ek veri analizine uygun sekilde donmiistiir.

Veriler ilk olarak dijital ortama aktarilmis ardindan veri kodlama islemi
gerceklestirilmistir. Izleyen siirecte hatali veri girisi ve kayip veri analizleri yapilmistir. Bu
islemin ardindan Mahalanobis uzakliklarinin incelenmesi yoluyla u¢ deger analizi yapilmis;

sekiz katilimciya ait Olgcegin u¢ deger gostermesi nedeniyle veri setinden cikartilmasina
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karar verilmistir. Ardindan veri setinin ¢ok degiskenli normallik analizleri

gerceklestirilmistir. Sonuglar Tablo 2°de sunulmustur.

Tablo 2
Cok Degiskenli Normallik Sonuclart

Degisken Carpiklik C.I. Basiklik C.I.
Katsayisi Katsay1si

Orgiitsel Adalet A48 4,48 -75 -3,49
Is Doyumu -,20 -1,91 -,36 -1,70
Isten Ayrilma ,32 3,02 -,33 -1,55
Orgiitsel Muhalefet ,78 7,20 -,53 22,46
Orgiitsel Sadakat -34 23,13 .74 -3.43
Kayitsiz Kalma ,64 -5,95 -41 -1,91

1,65 1,90

Tablo 2’den goriildiigii iizere ¢ok degiskenli normallik kapsaminda ¢ok degiskenli
basiklik 1,635, kritik degeri 1,907 hesaplanmistir. Bu degerlerin kritik deger olan +/-1,96
araliginda olmast veri setinin ¢ok degiskenli normallik varsayimini sagladigini

gostermektedir (Bentler, 2005, s. 106; Byrne, 2010, s. 104).

Veri analizinde oncelikle aritmetik ortalama, standart sapma ve Pearson korelasyon
gibi betimsel istatistikler hesaplanmistir. Ardindan aracilik testleri gergeklestirilmistir. Son
yillarda orgiitsel davranis arastirmalarinda bagimli ve bagimsiz degisken arasindaki iligkide
araci degiskenin etkisine yonelik arastirmalarin giderek arttigi goriilmektedir. Bu kapsamda
aragtirmacilar aracilik testlerinde farkli varsayimlardan hareketle farkli modeller
kullanmaktadir (Orn. Baron ve Kenny, 1986; Judd ve Kenny, 1981; Preacher ve Hayes,
2004; Sobel, 1982). Aracilik testlerinde kullanilan yontemler arasinda karsilastirmali bir
analiz yapan MacKinnon vd. (2002), énceki modellerin (Orn. B-K; Baron ve Kenny Modeli,
Sobel testi vs.) istatistiksel yonden kimi sorunlar barindirdiklarini ortaya koymuslardir. Bu

gerekceyle dogrudan etki, dolayl etki ve toplam etki hesaplamalarina dayanmasi ve aracilik
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etkisinin anlamliligin1 daha hassas sekilde belirleyebilme 6zelliginden dolay1 bu ¢alismada

aracilik analizleri bootstrap yontemi ile gerceklestirilmistir (MacKinnon vd., 2004; Preacher
ve Hayes, 2004). Veri analizinde Process v3.4.1 versiyonu kullanilmis olup, anlamlilik

testleri ,01 ile ,05 diizeyinde gerceklestirilmistir.
Bulgular

Arastirmada Oncelikle aritmetik ortalama, standart sapma ve Pearson korelasyon katsay1

degerleri hesaplanmistir. Sonuglar Tablo 3’°te sunulmustur.

Tablo 3’ten izlenebilecegi gibi katilimcilarin orgiitsel adalet (Ort.=3,95, $=,73), is
doyumu (Ort.=3,97, §=,71) ve orgiitsel sadakat (Ort.=3,94, §=,55) degiskenlerine iligskin
aritmetik ortalama degerleri gorece yiiksektir. Buna karsin katilimeilarin isten ayrilma niyeti
(Ort.=2,00, S=1,07), orgiitsel muhalefet (Ort.= 2,25, $=,62) ve kayitsiz kalma (Ort.=2,18,
S$=1,02) degiskenlerine ait aritmetik ortalama degerleri gorece diisiiktiir. Bununla birlikte
orgiitsel adalet algisi ile i3 doyumu (r=,66, p<,01) ve oOrgiitsel sadakat (r= ,38, p<,01)
arasinda pozitif, orta diizeyli ve anlamli bir iligki vardir. Is doyumu ile &rgiitsel sadakat
arasindaki iliskinin pozitif yonlii, orta diizeyli ve anlamli oldugu goriilmektedir (r =,44,
p<,01). Tablo 4’ten anlasilacag: lizere Orgiitsel adalet algis1 ile isten ayrilma niyeti (r=-,28,
p<,01) ve orgiitsel muhalefet (r=-,17, p<,01) arasindaki iliskiler negatif yonli, diisiik
diizeyli ve anlamlidir. Orgiitsel adalet algisinin kayitsiz kalma degiskeni ile iliskisinin
negatif yonlii, orta diizeyli ve anlamli oldugu goriilmektedir (r=-,39, p<,01). Is doyumu ile
isten ayrilma niyeti (r=-,46, p<,01) ve kayitsiz kalma (»=-,33, p<,01) arasinda negatif yonlii,
orta diizeyli anlamli iliski bulunmaktadir. Is doyumunun &rgiitsel muhalefet ile iliskisi ise

negatif yonlii, diisiik diizeyli ve istatistiksel olarak anlamhdir (r=-,17, p<,01).

Arastirma hipotezlerini test edebilmek amaciyla bootstrapping yontemiyle aracilik
testleri gergeklestirilmistir. Bu kapsamda sirasiyla; (i) orgiitsel adalet (bagimsiz degisken) ile
is doyumu (araci degisken), ayrilma, muhalefet, kayitsiz kalma ve sadakat (bagiml
degiskenler) arasindaki dogrudan yollarin anlamlilig test edilmistir. (i7) Ardindan araci
degisken (is doyumu) ile ayrilma, muhalefet, kayitsiz kalma ve sadakat (bagiml
degiskenler) arasindaki dogrudan yolun anlamliligi test edilmistir. Bagimsiz, aracit ve
bagimli degiskenler arasindaki dogrudan yollarin anlamli ¢ikmasi nedeniyle, (i) son
asamada is doyumunun bagimsiz degisken ile bagimli degiskenler arasindaki aracilik etkisi

incelenmistir. U¢ asamada gergeklesen islemlere ait sonuglar Sekil 2°de sunulmustur.
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Sekil 2

Isten Ayrilma Niyeti, Orgiitsel Muhalefet, Kayitsiz Kalma ve Orgiitsel Sadakat ile Orgiitsel
Adalet Arasindaki iliskide Is Doyumunun Araci Etkisi

Adalet

~Ig.
(-.547)_ — Kayitsiz
)z Kalma

Sadakat

Not: "p<.05, "p<.01

Sekil 2’den izlenebilecegi gibi orgiitsel adalet algist ile is doyumu arasinda pozitif
yonli ve anlamh bir iliski vardir (B=,64, #(612)= 21,70, p<,01). Dolayisiyla HI
desteklenmistir. Bununla birlikte arastirmanin bagimsiz degiskeni olan orgiitsel adalet algisi
ile isten ayrilma niyeti (B=-,41, #612)=7,33, p<,01), Orgiitsel muhalefet (B=-,15,
#(612)=4,50, p<,01) ve kayitsiz kalma arasinda (B=-,54, #(612)=10,61, p<,05) negatif yonlii
ve anlamli iligkiler bulunmaktadir. Bu sonuglara gore sirasiyla H2, H3 ve H4
desteklenmistir. Diger yandan orgiitsel adalet algis1 ile Orglitsel sadakat arasinda ise pozitif
yonlii ve anlamli bir iliski bulunmaktadir (B=,28, #(612)=10,33, p<,01). Bu sonug, H5’in
desteklendigini gostermektedir. Sekil 2°den izlenebilecegi gibi arastirmanin araci degiskeni
olan is doyumu ile isten ayrilma (B=-,73, #612)=2,00, p<,01), orgiitsel muhalefet (B=-,09,
#(612)=2,00, p<,05) ve kayitsiz kalma (B=-,19, #(612)=2,75, p<,05) arasinda negatif yonlii
ve anlaml iligkiler bulunmaktadir. Bu sonuglara gére H6, H7 ve H8 desteklenmistir. Diger
yandan is doyumu ile orgiitsel sadakat arasindaki iligski ise pozitif yonlii ve anlamlidir

(B=,25, #(612)=6,94, p<,01). Bu bulguya gore H9 desteklenmistir.

Arastirmanin bagimsiz, aract ve bagimli degigkenleri arasindaki iliskilerin anlaml
olmasindan hareketle bootstrapping yontemi kullanilarak aracilik testleri yapilmistir

(MacKinnon vd., 2004; Preacher ve Hayes, 2004). Bu ¢aligmada aracilik etkisi, %95 giiven
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araliginda (CI) ve 5000 bootstrapping (yeniden ornekleme) yoluyla incelenmistir (Preacher

ve Hayes, 2008). Analizler, is doyumunun; Orgiitsel adalet ile Orgiitsel ayrilma niyeti (B=-
,47; CI=-,58 -- -,36), orgiitsel muhalefet (B=-,05; CI=-,11 -- -,01), kayitsiz kalma (B=-,12;
CI=-,23 -- -,01) ve sadakat (B=,16; CI=,10 -- ,21) arasindaki iliskide aracilik etkisine sahip
oldugunu dogrulamistir. Sekil 2°den de anlasilacag: iizere orgilitsel adalet algisi ile isten
ayrilma niyeti arasindaki iliski istatistiksel olarak anlamli degildir (B=-,05, #(612)=,82,
p>,05). Bu sonuca gore is doyumu degiskeni, Orgiitsel adalet ile isten ayrilma niyeti
arasindaki iliskide tam aracilik etkisine sahiptir. Diger yandan adalet algisi ile orglitsel
muhalefet (B=-,09, #612)=2,06, p< ,05), kayitsiz kalma (B=-,423, #(612)=7,33, p<,01) ve
sadakat (B=,12, #612)=3,47, p<,05) arasindaki iliski istatistiksel olarak anlamlidir. Ancak
bu degerler is doyumu degiskeninin kontrol edilmesi sonucu azalmistir. Bu sonuca gore
orgiitsel adalet algis1 ile orgiitsel muhalefet, kayitsiz kalma ve sadakat arasindaki iliskide is

doyumu kismi aracilik etkisine sahiptir. Bu bulgu H10’u desteklemistir.
Tartisma

Aragtirmada ilk olarak katilimecilarin  arastirma degiskenlerine yonelik — goriisleri
degerlendirilmistir. Katilimcilar okullardaki uygulamalarin adil oldugunu diistinmektedir.
Bu bulgu benzer aragtirmalarla uyumludur (Bas ve Sentiirk, 2011; Polat ve Celep, 2008).
Anilan ¢aligmalarda da katilimcilarin gorev yaptiklari okullardaki yonetsel uygulamalar: adil
algiladiklar1 saptanmistir. Katilimcilarin adalet algilarinin yiiksek olmasi, yoneticiye giiven
(DeConinck, 2010) ve baglilik duygusundan (Ohana, 2014) kaynaklaniyor olabilir.
Katilmeilarin i3 doyumu puanlart da yliksektir. Alan yazindaki c¢alismalarda da
katilimcilarin doyum diizeylerinin yiiksek oldugu saptanmistir (Sahin ve Dursun, 2009;
Yilmaz ve Ceylan, 2011). Is doyumunun yiiksek olmasinin bir nedeni, 6gretmenlerin
gostermis olduklar1 ¢aba ve performansin kimi igsel ya da digsal ddiillerle sonuclaniyor
olmasi olabilir (Lawler ve Porter, 1967). Ayrica 6gretmenlerin gorev yaptiklar1 okullarda,
temel ihtiyaglar1 ile basari, sorumluluk duygusu, terfi ve ilerleme beklentileri karsilaniyor
olabilir (Herzberg vd., 1959). Arastirmada katilimcilarin yonetici, meslektas ve 6grenciye
yonelik sadakat duygusunun yiiksek oldugu goézlenmistir. Bu bulgu sadakat konusundaki
onceki arastirma bulgulariyla benzerdir (Akman, 2017; Akman ve Ozdemir, 2019). Sadakat

duygusunun yiiksek olmasinin olasi1 bir nedeni olumlu okul iklimi (Syed vd., 2013) olabilir.

Calismada Ogretmenlerin isten ayrilma, muhalefet etme ve kayitsiz kalma
davraniglarini nadiren sergiledikleri gozlenmistir. Bu bulgular 6nceki arastirma bulgulariyla

benzerdir. Ornegin Uzun’un (2018) arastirmasinda da égretmenlerin isten ayrilma niyetinin
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disik oldugu belirlenmistir. Ogretmenlerin isten ayrilmay1 fazla diisiinmemelerinin

nedenleri arasinda alternatifsizlik (Mobley, 1977) ya da meslege yonelik bagliliklart olabilir
(Loi, 2006). Dagli ve Agalday’in (2014) arastirmasinda ise 6gretmenler arasinda muhalefet
davraniglarinin yaygin olmadigi belirlenmistir. Tiirkiye yerelinde muhalefet davranisinin
yaygin olmamasinin bir nedeni toplumsal kiiltiir olabilir. Dogu toplumlarinin genel
ozelliklerini bilinyesinde barindiran Tiirk kiiltiirii bireyci degil, topluluk¢udur (Hofstede,
1984). Toplulukcu kiiltiirler yarismact olmaktan daha ¢ok, kolektif davranisi onama 6zelligi
tasimaktadir. Diger taraftan Tiirk kiiltiirlinde meslege yiiklenen toplumsal anlam nedeniyle
Oogretmenler muhalefet ya da ifsa etme davranmislarini daha az sergileme egiliminde
olabilirler. Bununla birlikte Tiirk kiiltiiriinde giic mesafesi yiiksektir (Hofstede, 1984).
Ogretmenlerin okul yoneticilerine nadiren muhalefet etmelerinin olas1 bir nedeni, otoritenin
miidiiriin sahsinda temsil ediliyor olmasi olabilir. Bu durum, Durkheim’in (2018) mekanik
dayanigma kavramsallastirmasiyla uyumludur. Geleneksel/mekanik toplumlarda bireysel
degil kolektif bilince uymak zorunluluk olarak goriiliir. Mekanik dayanisma, karsiliklilik
iliskisine dayali bir dayanigmadir. Yoneticilerin sahip oldugu giiciin mesruiyet kaynagin
kolektif biling olusturmaktadir. Baska bir deyisle mekanik dayanigsmanin hiikiim stirdigii
toplumlarda bireyler, giicii temsil eden yoneticilere kars1 gelmek yerine uyma davranist

sergileme egilimi tagimaktadir.

Bu c¢alismada yanit1 aranan temel soru orgiitsel adalet ile isten ayrilma, muhalefet,
kayitsiz kalma ve sadakat davranislar1 arasindaki iliskide is doyumunun araci roliiniin olup
olmadigini incelemektir. Birinci asamada aragtirmanin bagimsiz degiskeni olan Orgiitsel
adalet algisinin arac1 degisken ve bagimli degiskenler ile iligkisi incelenmistir. Analiz
sonuglart orglitsel adaletin araci degisken olan is doyumunun anlamli bir yordayicisi
oldugunu gostermistir. Bu bulgu 6nceki arastirma sonuglariyla uyumludur (Al-Zu’bi, 2010;
Clay-Warner vd., 2005; Ouyang vd., 2015). Baska bir deyisle okullarda, 6gretmenlerin,
yapilan uygulamalar1 adil algilamalari onlarin is doyumunu yiikseltmektedir. Bu bulgu
orgiitsel adaletin 6gretmenlerin basta i3 doyumu olmak iizere istendik nitelikteki tutum ve

davranislari izerinde 6nemli bir faktor olduguna isaret etmektedir.

Bu kapsamda ayrica, ayr1 ayr1 olmak {lizere Orgiitsel adalet algisinin aragtirmanin
bagimli degiskenleri ile (ayrilma, muhalefet, kayitsiz kalma ve sadakat) ile iligkisine
bakilmistir. Pearson korelasyon sonuglari, 6rgiitsel adalet ile ayrilma, muhalefet ve kayitsiz
kalma arasinda ters yonlii bir iliski oldugunu gostermistir. Regresyon sonuglart da orgiitsel

adaletin anilan li¢ degiskenin anlamli bir yordayicisi oldugunu ortaya koymaktadir. Bu
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bulgu onceki arastirmalarla uyumludur (Goodboy, vd., 2008; Kumar ve Gupta, 2008;

Muchinsky, 2000). Anilan calismalarda da sirasiyla muhalefet, isten ayrilma niyeti ve
kayitsiz kalma arasinda gii¢lii bir iliski oldugu belirtilmektedir. Dolayisiyla orgiitsel adalet
algisinin yiiksek olmasindan hareketle katilimcilarin ayrilma, muhalefet ve kayitsiz kalma
davraniglarinin azalma egilimine girdigi ¢ikariminda bulunmak miimkiindiir. Diger taraftan
orgiitsel adalet algis1 ile orgiitsel sadakat arasindaki iligki pozitif yonliidiir. Regresyon
sonuglar1 orgiitsel adaletin, katilimcilarin sadakat davranisin1 yordadigini ortaya koymustur.
Baska bir ifadeyle 6rneklemde yer alan 6gretmenlerin sahip olduklar1 olumlu adalet algisi,
onlarin okullarda yonetici, meslektas ve Ogrencilerine yonelik neden sadakat duygusu
beslediklerini agiklamaktadir. Adalet ve sadakat arasindaki bu iliski Hur, Park ve Moon’un
(2014) arastirma sonuglariyla uyumludur. Bu bulgular bir biitiin olarak degerlendirildiginde
okullarda yoneticilerin karar ve uygulamalarinda adil olmalarinin, 6gretmenlerin olumlu
nitelikteki davraniglarim1 artirdigi, buna karsin olumsuz sayilabilecek davraniglarini ise

azalttig1 ¢ikariminda bulunmak miimkiindiir.

Aragtirmada aract degisken olan is doyumunun bagimli degiskenlerle (ayrilma,
mubhalefet, kayitsiz kalma ve sadakat) olan iliskisi de incelenmistir. Pearson korelasyon
sonuclar1 i doyumunun ayrilma, muhalefet etme ve kayitsiz kalma arasinda negatif, sadakat
ile pozitif iligski icerisinde oldugunu gostermektedir. Analizlerin ortaya koymus oldugu
sonuglar, benzer ¢aligmalarla uyumludur. Ilgili alan yazinda is doyumunun anilan
degiskenlerle iliskili oldugu belirtilmektedir (Borzaga ve Tortia, 2006; Decker vd., 2009;
Farrell, 1983; Withey ve Cooper, 1989). Arastirmada katilimcilarin islerinden gérece yiiksek
doyum sagladiklar1 saptanmistir. Bu veriden hareketle isten ayrilma, muhalefet etme ve
okuldaki sorunlara kayitsiz kalma davranisinin diisiik gerceklesmis olmasini, katilimeilarin
isten doyum aliyor almalar ile agiklamak olasidir. Hirschman (1970) tarafindan gelistirilmis
ve ardindan Rusbult vd. (1982) tarafindan son hali verilen CDSK kurami, doyumun
artmasiyla birlikte ayrilma, dile getirme, kayitsiz kalma davranislarinin azalacagini;
sadakatin ise artacagimi oOne siirmektedir. Dolayisiyla bu calismada analizler sonucunda

saptanan iliskiler CDSK kuramini desteklemistir.

Bootstrap yontemi kullanilmak suretiyle gergeklestirilmis olan aracilik testi
sonrasinda, Orgiitsel adalet ile isten ayrilma niyeti arasindaki iligkide is doyumunun tam
aracl oldugu belirlenmistir. Diger bir ifadeyle oOrgiitsel adalet algisi, 6gretmenin isten
ayrilma niyetini dogrudan degil, is doyumunun aracilik etkisi lizerinden yordamaktadir. Bu

bulgu Bayarcelik ve Afacan Findikli'nin (2016) bankacilik sektoriinde gerceklestirmis
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olduklar1 ¢alismayla benzerlik gostermektedir. S6zii edilen calismada da, orgiitsel adalet ve

isten ayrilma iliskisinin iy doyumu araci degiskeni lizerinden kuruldugu gézlenmistir. Diger
yandan Orgiitsel adalet ile muhalefet, kayitsiz kalma ve sadakat iligkisinde ise is doyumunun
kismi aracilik rolii oynadig: belirlenmistir. Onceki arastirmalar, bu degiskenler arasindaki
cok yonlii iligkileri daha 6nce ortaya koymustur (Borzaga ve Tortia, 2006; Clay-Warner vd.,
2005; Decker vd., 2009; Goodboy vd., 2008; Kumar ve Gupta, 2008). Ancak anilan
caligmalarda Orgiitsel adalet ile ¢ikti degiskenler arasinda iy doyumunun araci rolii test
edilmemistir. Bu nedenle mevcut ¢calismanin, arastirma degiskenleri arasindaki ¢ok yonlii ve
biitlinsel 1iliskilerin dogasimnin egitim oOrgiitlerindeki goriiniimlerinin anlasilmasina gorece
katki sundugu sdylenebilir. Buna gbre okullarda adalet inanc1 ancak is doyumunun azalmasi
ya da artmasi sonucunda muhalefet, kayitsiz kalma ya da sadakat davranislarini

yordamaktadir.
Sonuc ve Oneriler

Arastirmada 612 katilimcidan olusan drneklem verisine dayali gerceklestirilmis analizlerle
birlikte ayrilma, kayitsiz kalma, muhalefet ve sadakat ile Orgiitsel adalet iligkisinde is
doyumunun araci rol oynadigi genel sonucuna ulasilmistir. Bu sonuca dayali olarak okul
miidiirlerinin 6gretmenlerin olumsuz nitelikteki davranislar1 azaltmak ve olumlu davranislari
artirmak i¢in yonetsel siireglerde adil olmalar1 gerektigi genel ¢ikariminda bulunulmustur.
Bu arastirmanin kimi sinirliklart bulunmaktadir. Oncelikle &rgiitsel adalet, dgretmen diizeyli
degil, okul diizeyli bir degiskendir. Ancak veri setinde yer alan okul sayis1 okul diizeyli bir
analiz yapabilmek i¢in yeterli olmamistir. Dolayisiyla orgiitsel adalet kavrami, 6gretmen
diizeyinde ele alinip incelenmistir. Bu durum ise bir yanlilik (bias) sorunu olusturmaktadir.
Bu nedenle bu kapsamda ileride yapilacak calismalarda veriler, okul diizeyli analiz
yapabilmeye uygun olacak sekilde genis tutulmalidir. Calismanin bir diger smirliligr ise
katilimcr sayisinin diisiik olmasidir. Verilerin sadece Ankara ilinde toplanmis olmasindan
kaynakli, cok sayida katilimciya ulagabilmek miimkiin olmamistir. Bu nedenle ileride bu
kapsamda yapilmasi planlanan aragtirmalarin daha genis 6rneklemler {izerinde yiiriitiilmesi
katki saglayabilir. Olas1 caligmalarin 6zel okullari, farkli gelismislik diizeyindeki illeri ve
farkli kademe ve okul tiirlerini kapsayarak genisletilmesi alan yazini gii¢clendirebilir. Bu
siirliklara ilave olarak bu calismada sadece is doyumunun araci rolii sorgulanmistir.
Dolayisiyla ileride yapilmasit muhtemel benzer ¢aligmalarda orgiitsel vatandaslik ve orgiitsel
baghlik gibi degiskenlerin de arac1 degisken olarak etkisi degerlendirilebilir. Aragtirmada

ogretmenlerin adalet inanci ve iy doyumunun artmasinin bir sonucu olarak isten ayrilma,
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muhalefet ve kayitsiz kalma davraniglarinin azaldigi, sadakatin ise arttig1r goriilmiistiir. Bu

nedenle isten ayrilma, muhalefet ve kayitsiz kalma davraniglarinin gorece yiiksek oldugu
saptanan okul ya da egitim bdlgelerinde adaleti ve is doyumunu artirmaya doniik
caligmalarin yapilmasi uygulamaya katki sunabilir. Bu amagla basta okul yoneticileri olmak
lizere Ogretmenlere Orgiitsel adalet konusunda hizmet i¢i egitimler verilebilir. Ayrica
yoneticilerin insan kaynaklar1 yonetim yeterliklerini artirmaya yonelik seminer ve kurslarin
stireclerin iyilestirilmesine katki sunacagi diistiniilmektedir. Bu kapsamda ayrica yoneticilere
yonelik yonetsel etik ve duyarlik egitimleri verilebilir. Ydnetici ve 0gretmenler arasindaki
iletisimi giliclendirecek faaliyetlerin de siirece katki saglamasi olasidir. Bu tiir egitim ve
faaliyetler okulda giiglii bir kiiltiir ile olumlu bir iklimin olugmasina katki saglamasi
muhtemeldir. Gligli kiiltiir ve olumlu iklim, ayrilma, kayitsiz kalma ve muhalefet etme
davranislarini aza indirebilir. Bununla birlikte egitim sisteminin ve okul Orgiitiinlin asir
merkeziyet¢i yapist ile otoriter yoOnetim anlayist gibi etmenlere yonelik yapilacak
iyilestirmelerin  0gretmenlerin olumlu tutum gelistirmelerine katki saglayabilecegi
diisiiniilmektedir. Arastirma bulgularina dayali olarak arastirmaci ve uygulayicilarin disinda
politika yapicilarina da Oneriler sunulabilir. Politika yapicilarinin okullarda adaleti tesis
etmeye yonelik yasal diizenlemelere gitmeleri uygun olabilir. Ornegin adil uygulamalart
nedeniyle 6ne ¢ikan kurum ve okul yoneticileri kimi odiillerle 6zendirilebilir. Nitekim
Ogretmen Strateji Belgesi ile 2023 Vizyon Belgesinin genel ruhunda insan odakli egitim

yonetimi anlayis1 bulunmaktadir.

Etik Kurul Bilgisi: Calisma kapsaminda arastirmanin etik yonden uwuygunlugu igin
26/12/2019 tarih ve 35853172-300 say: ile Hacettepe Universitesi Etik Komisyonundan etik

komisyon izni alinmistir.
Yazar Cikar Catismasi: Arastirmacilar herhangi bir ¢ikar ¢atismasinda bulunmamuslardir.

Yazar Katk Bilgileri: Nuray OZGE SAGBAS, Murat OZDEMIR sunulan fikri tasarlams,
verileri hesaplamalarini yapmus, analitik yontemleri dogrulamistir. Murat OZDEMIR,
Nuray OZGE S4 GBAS"1 bu ¢calismann bulgularini arastirmaya tesvik etmis ve denetlemistir.

Tiim yazarlar sonuglari tartismis ve nihai yaziya katkida bulunmuslardir.
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Arastirma Degiskenlerine Ait Betimleyici Istatistik Sonuglart (n = 612)

ort. S 1 2 3 4 5 6 7 8 9 10 11 12 13
1 OA 3,95 73
2 iD 3,97 gl 66%
3 D1 4,06 gl 57 97*
4 D2 3,80 80 72%  94% 4%
5 AN 2,00 1,07 -28%  -46*  -47* - 40*
6 OM 2,25 62 S 17F o 17F - 16% - 18%  27*
7 OM1 1,86 85 -10%  -13% - 12%  _13*% 2% 76%
8 OM2 333 1,01 ,02 ,03 ,05 01 -01 68%  37*
9 OM3 1,95 0 -27F  -26%  -25%  -24% - 30% 80%  39% 08
10 08 3,94 55 38% A4 42*%  A3%  _19% . 10*  -09%  ,09*% - 19%
11 0s1 4,08 J3 0 52% L A49%  44* 51 19%  _14% . 12% 02 -19%  79%
12 082 3,54 78 14%  18%  16*  ,19%  -05 01 03 L11* 03 72% 36*
13 083 4,11 67 L16%  30%  31%  24%  _18% Q8% S04 ,09% - 19%  76*  37%  35%
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*p <,01

OA=Orgiitsel Adalet; ID=Is Doyumu; ID1=I¢sel; ID2=Dissal; IAN=Isten Ayrilma Niyeti;
0M=Orgﬁtsel Muhalefet; OM1=Haber Ucgurma; OM2=Acik Muhalefet; OM3=Ortiik
Muhalefet; OS=Orgiitsel Sadakat; OS1=Yoneticiye Sadakat; OS2=Meslektaslara Sadakat;
0S3=0Ogrenciye Sadakat; KK=Kay1tsiz Kalma
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Abstract

In this study, the mediating effect of job satisfaction on the relation between organizational justice
and intention to leave, neglect, dissent, and loyalty in schools was investigated. The target population
of the research carried out in the correlational survey model consists of 6605 teachers working in the
State Anatolian High Schools in nine districts of Ankara. 612 teachers, determined through stratified
sampling, participated in the study voluntarily. Before data analysis, CFA for the validity of the
scales and the Cronbach alpha coefficient for their reliability were examined, and it was seen that all
of them were valid and reliable. In the analysis of the dataset, arithmetic mean, standard deviation,
Pearson correlation and bootstrapping mediation test were used. The results of the correlation
analysis revealed that organizational justice and job satisfaction related negatively to the behaviors of
intention to leave, dissent and neglect, and they had a positive and statistically significant relation
with loyalty. In this regard, organizational justice and job satisfaction are significant predictors of
teachers' behaviors of intention to leave, dissent, neglect and loyalty. The results of mediation
analysis, on the other hand, revealed that job satisfaction had a mediating effect on the relation
between organizational justice and intention to leave, neglect, dissent, and loyalty. Based on the
results of the research, it was concluded that fair practices in schools were an important factor in

minimizing teachers' intention to leave, neglect and dissent behaviors.
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Introduction

The effective performance of the social function expected from the school depends on many
factors. One of these factors is the adequate teacher resource of the school in terms of
quantity and quality. In addition, it is stated that the positive attitudes and behaviors of
teachers towards school contribute to school effectiveness (Ololube, 2006). Various statistics
and research results reached in Tiirkiye reveal that teachers maintain some attitudes and
behaviors which result in positive and negative consequences (Dogruéz & Ozdemir, 2018;
Kalagan & Giizeller, 2010). Among such attitudes and behaviors that are related to school
effectiveness, there are teachers’ intentions to change the organization they work, to leave
voluntarily or quit their jobs (Gbadamosi & Chinaka, 2011). According to the source of
Ministry of National Education (MoNE), approximately 15 percent of the teachers change
their schools every year. The relatively high rate of labor turnover poses a great risk for the
stability of education and training activities. On the other hand, it has been observed in the
studies that some teachers are in an attitude of disregarding and avoiding of problem
solving, or in other words, neglect against the issues experienced in schools (Demirtas &
Nacar, 2018; Elma, 2003; Ergun et al., 2014). Additionally, it is stated that some teachers
express, disclose the problems experienced in school or oppose to the addressees in order to
be able to find solutions (Akada, 2015; Aktan, 2015; Dagh & Agalday, 2014; Ozdemir,
2011; 2013). However, in literature, it was found that teachers tended to continue their
duties in the school by strengthening sense of loyalty and staying silent, instead of struggling
or opposing for the solution of the problems (Akman, 2017; Akman & Ozdemir, 2019). As
can be seen, teachers may engage in different attitudes and behaviors such as intention to
leave, neglect, dissent and loyalty in the face of problems that they experience or observe in

the schools they work.

In previous studies, the possible causes of intention to leave, neglect, dissent and
loyalty behaviors of the employees have been comprehensively examined. Research reveals

that such behaviors exhibited by the employees are caused by organizational culture
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(MacIntosh & Dohey, 2010), climate (Hong & Kaur, 2008), commitment (Bogler &

Somech, 2004), mobbing (Elg¢i et al., 2014), psychological contract (Richard et al., 2009) or
executive attitudes. In line with these studies, it is stated that the perception of organizational
justice is also a significant predictor of intention to leave (Kumar & Gupta, 2008), neglect
(Muchinsky, 2000), dissent (Kassing & McDowell, 2008) and loyalty (Hassan, 2002)
behaviors. On the other hand, it has been stated that intention to leave, neglect, dissent and
loyalty are correlated with job satisfaction (MacIntosh & Doherty, 2010). However, in the
literature review, there encountered no studies examining the multidimensional relations
between organizational justice, job satisfaction and intention to leave, dissent, neglect and

loyalty behaviors holistically.

In the literature review, it has been observed that research focusing on the mediating
role of job satisfaction in the relations between organizational justice and various employee
behaviors is limited. In a study carried out in this context, job satisfaction was found to play
a mediating role in the relation between organizational justice and intention to leave
(Bayargelik & Afacan Findikli, 2016). In another study, it was found that organizational
intelligence had a mediating role in the relation between organizational justice and job
satisfaction (Ouyang et al., 2015). In the study of Imran, Majeed and Ayub (2015), it was
stated that job satisfaction had a mediating effect on the relation between organizational
justice and productivity. When evaluated in terms of content, it was understood that these
studies were carried out on the employees working in the service and production sectors.
Studies focusing on the relations between the variables aforementioned in Tiirkiye within the
context of educational organizations were found to be limited. Within this framework, few
studies focusing on the relation between organizational justice and job satisfaction in
educational organizations were encountered (Altinkurt & Yilmaz, 2012; Celik, 2011). On
the other hand, the research of Yiiksel and Yiiksel (2014) was found on the subject of job
satisfaction and intention to leave. However, studies focusing on the mediating effect of job
satisfaction on the relation between organizational justice and intention to leave, neglect,
dissent, and loyalty in educational organizations have not been encountered in literature
reviews. Therefore, it is considered that there is a gap in the literature about the experience
of aforementioned variables in schools in Tiirkiye. In reference to this gap, the purpose of
this study is to examine the relations between organizational justice, job satisfaction,
intention to leave, neglect, dissent and loyalty in the context of educational organizations. It

is expected that the study of multi-directional relations between independent, mediator and
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dependent variables of the research will contribute to the gap in the literature. In addition,
this study can provide support for understanding of the causes of intention to leave, neglect,
dissent, loyalty behaviors of teachers working at schools and for the solutions to be
produced in this context. Especially in recent years, it is seen that MoNE has implemented
reforms that can be considered important in the field of education. Teacher Strategy
Document (TSD) and Vision Document (VD) have an important place among the reforms
implemented. Among the third sub-purpose of the TSD, emphasis is placed on improving
the working conditions of teachers. Human is in the philosophical core of the MoNE 2023
Vision Document. Based on the assumption that organizational justice in schools is an
important factor in terms of work peace among educational employees, this study is
expected to provide empirical contribution for the MoNE’s, which is a policymaker

institution in the field of education in Tiirkiye in recent years.

The Relation between Organizational Justice and Job Satisfaction, Intention to Leave,

Neglect, Dissent and Loyalty

Organizational justice has been the focus of organizational and administrative scientists for a
long time due to its impact on employee behavior. The concept of organizational justice was
first used by Greenberg (1987). Greenberg (1990) defined organizational justice as the way
that employees perceived justice within the organization. The intellectual basis of his
concept is based on Adams' Equity Theory (1965). According to the theory, employees offer
an input to the organization and get an output in return for this input. Employees make
efforts within the organization to achieve the output, and as a result of this effort, they
receive some rewards such as salary or promotion. In this process, the employee wants to
reach a balance between the effort and the reward he or she receives in return for the effort.
In some circumstances, an imbalance arises between effort and reward. In this case, the
employee compares himself or herself to those who work under similar conditions. As a
result of this comparison, if the employee evaluates that the other employees whom he or
she compares to reach the same results under similar conditions, then he or she experiences a
sense of equity. Otherwise, it is concluded that there is no equity (Miner, 1992).
Organizational justice has three dimensions: (i) distributive, (ii) procedural and (iii)
interactional. Distributive justice is the employees' fair, moral or ethical perception of their
achievements. Procedural justice is the perception of the employees regarding by which
methods and processes they reach achievement (Cropanzano & Folger, 1991). Interactional

justice, on the other hand, is the perceptions towards respect and courtesy reflected in the
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communication process between the people who offer and receive justice (Beugre, 2002). In

the present study, the framework presented by Hoy (2004) regarding organizational justice
was adopted. Hoy's framework on organizational justice includes principles such as fairness,
participation in decisions, consistency, integrity and ethics. All these principles were
evaluated as indicators of organizational justice in this study. In the literature review, it has
been determined that organizational justice is related to job satisfaction (Bakhshi et al.,

2009),

Job satisfaction is among the most studied concepts in the field of organizational
psychology. Judge and Robbins (2017) define job satisfaction as employees’ feeling positive
emotions about their job as a consequence of assessing its characteristics. The theory
developed by Lawler and Porter (1967) on job satisfaction is generally accepted. According
to the theory, while the performance of an employee leads to internal and external rewards,
these internal or external rewards are ultimately experienced by the employee in the form of
satisfaction or dissatisfaction. External rewards include basic needs such as wages,
promotions, status and security. Internal rewards consist of meta-needs such as achievement
or self-actualization. Therefore, if the employees access internal or external rewards in
return for their performance, they experience satisfaction; otherwise, they experience
dissatisfaction. In the present study, job satisfaction was defined operationally as positive
emotions felt by employees as a result of intrinsic and extrinsic incentives. The intrinsic
dimension includes qualities such as success, recognition, appreciation, job’s itself,
responsibility and promotion. The extrinsic dimension includes the qualities seen in working
life such as the policy and management style of the organization, form of supervision,
superior-subordinate relationship and wages (Weiss et al., 1967). Based on the literature
focusing on organizational justice and job satisfaction, the first hypothesis to be tested in the

research was established as follows;
H1: There is a positive relation between organizational justice and job satisfaction.

One of the variables associated with organizational justice is the intention to leave
(Kumar & Gupta, 2008). Intention to leave is an umbrella concept that involves leaving for
another organization for various reasons, searching for a new job or quitting a job entirely
(Rusbult et al., 1988). Price (1997) defines intention to leave as the mobility of the employee
within the social system as a result of his or her own will. One of the theories regarding the
turnover behavior belongs to Hirschman (1970). According to Hirschman, the reason for the

behavior of leaving is the dissatisfaction of the employee towards the job. According to the
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theory, with the decrease of satisfaction, employees experience intention to leave, and they
quit with the emergence of favorable conditions. Another theory on this subject belongs to
Mobley (1977). According to Mobley, the behavior of an employee to leave takes place at
the end of a multi-stage process. These stages are as follows: (i) evaluation of the current
job, (ii) job satisfaction / dissatisfaction, (iii) thinking of leaving, (iv) evaluation of the cost
of quitting and the benefit of seeking for a job, (v) intention to seek for an alternative job (vi)
seeking for an alternative job, (vii) evaluating alternative jobs, (viii) comparing existing and
alternative jobs, (ix) deciding to leave or stay, and (x) leaving or staying. Based on the
literature focusing on organizational justice and the intention to leave, the following

hypothesis was tested in the study;
H2: There is a negative relation between organizational justice and intention to leave.

Another type of organizational behavior that is related to organizational justice is the
behavior of neglect (Muchinski, 2000). Neglect has attracted the attention of researchers in
recent years as one of the negative employee behaviors. It is defined as the indifferent
behaviors of those working in an organization towards organizational processes (Farrell,
1983). Neglect is a set of behaviors that involve spending less time with colleagues, ignoring
them, being indifferent to organizational problems, and being reluctant to discuss problems
experienced in the organization (Rusbult et al., 1982). The employee exhibiting the behavior
of neglect prefers not to express the dissatisfaction experienced because of organizational
problems with the thought that he or she will not get a favorable result (Withey & Cooper,
1989). Therefore, Vangel (2011) evaluates the neglect behavior of the employee within the
concept of silence. One of the accepted theories regarding the behavior of neglect was
developed by Rusbult et al. (1982). According to the theory in question, exhibiting neglect
seems like a passive behavior that occurs as a result of decreased satisfaction of an employee
but has devastating consequences for the organization (Leck & Saunders, 1992). Based on
the literature focusing on organizational justice and neglect behavior, the following

hypothesis was tested in the study.
H3: There is a negative relation between organizational justice and neglect.

Another form of organizational behavior associated with organizational justice is
organizational opposition (Goodboy et al., 2008). Organizational dissent has become one of
the types of organizational behavior that has attracted the attention of researchers in recent

years. The concept of organizational dissent is defined by Hirschman (1970) as “an act of
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attempting to change the undesirable organizational situations, as opposed to avoiding

them”. According to Hirschman, one of the main reasons for the organizational dissent of
employees is that they have low job satisfaction. In addition to this, Rusbult et al. (1988)
conceptualized the organizational dissent as an attempt of solving the problems experienced
by the employees with other employees or organization managers at the workplace.
Organizational dissent has three dimensions: upward, lateral, displaced (Kassing, 1998).
Upward dissent is a form of behavior that involves employees' expressing their opposing
views related to organizational processes directly to their superiors. Lateral dissent is the
behavior of employees’ sharing their opposing views with other employees at work due to
some reservations. Displaced dissent is a behavior that involves the reporting of
inappropriate practices perceived by the employees in the functioning of organizational
processes to various institutions outside the organization. Based on the literature focusing on
organizational justice and dissent, the hypothesis to be tested in the research was established

as follows;
H4: There is a negative relation between organizational justice and organizational dissent.

Another type of organizational behavior associated with organizational justice is
organizational loyalty (Fischer, 2004). Organizational loyalty has become one of the
increasingly studied subjects in organizational literature. The concept of loyalty is defined as
individual willingness involving the dedication of the employee (Allen & Mayer, 1990).
Organizational loyalty is a behavior that includes not only employees’ staying in the
organization but also contributing to the process of overcoming the problems when they are
faced (Rusbult et al., 1998). Organizational loyalty has three dimensions: (i) loyalty to
manager, (ii) loyalty to colleagues, and (iii) loyalty to students. Loyalty to manager means
that teachers fulfill the requests of the managers without any condition. Loyalty to colleague
includes collective behavior in the face of problems and support for colleagues. Loyalty to
students consists of behaviors that include supporting students regardless of conditions
(Akman, 2017). Based on the literature focusing on organizational justice and organizational

loyalty, the following hypothesis was established;

HS5: There is a positive relation between organizational justice and organizational loyalty.
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The Relation between Job Satisfaction and Intention to Leave, Neglect, Dissent and

Loyalty

It has been discovered in the research of the relevant literature that job satisfaction causes
various working behaviors. One of the variables caused by job satisfaction is the employee's
intention to leave (Decker et al., 2009; Zamanan et al., 2020). In these studies, it was
determined that employees with low job satisfaction intended to leave. Based on the
empirical findings between job satisfaction and intention to leave, the following hypothesis

was developed;
H6: There is a negative relation between job satisfaction and intention to leave.

On the other hand, it is stated that employees neglect the problems experienced in the
workplace. For instance, in the study of Withey and Cooper (1989), it was discovered that
employees with decreased job satisfaction tended to neglect the problems experienced in the
departments they worked. Based on this finding, it is understood that there is a negative
relation between job satisfaction and neglect behavior. In this regard, the following

hypothesis was developed in this research;
H7: There is a negative relation between job satisfaction and neglect

One of the variables associated with job satisfaction is the organizational dissent

behavior (Farrell, 1983). In this regard, the following hypothesis was tested in the research;
HS8: There is a negative relation between job satisfaction and organizational dissent.

One of the variables that has attracted the attention of researchers in recent years is
organizational loyalty. Various variables cause employees to exhibit organizational loyalty
behavior. One of them is job satisfaction. For instance, in the research of Borzaga and Toria
(2006), it was discovered that the loyalty behaviors of employees with high job satisfaction

also increased. In this regard, the following hypothesis was tested in the research;
HO: There is a positive relation between job satisfaction and organizational loyalty.

Theoretical Model

This study focused on the mediating effect of job satisfaction on the relation between
teachers' perceptions of organizational justice and their behaviors of intention to leave,
neglect, dissent and loyalty. Hirschman's (1970) exit, voice and loyalty (EVL) model

constitutes the theoretical basis of the research. According to the EVL model, an employee
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whose job satisfaction has decreased exhibits one of the behaviors of (i) leaving the

organization (exit), (7i) engaging in the struggle to improve the situation that caused the loss
of satisfaction (voice/dissent) and (iii) continuing to stay in the organization despite all
problems (loyalty). Rusbult et al. (1982) added the dimension of (iv) neglect to the model
and constructed a four-dimensional model (EVLN). The EVLN model, which focuses on the
results of job satisfaction, does not provide an explanation for possible causes of job
satisfaction. This can be considered as the limitation of the EVLN model. It is seen in the
literature review that the perception of organizational justice is an important variable
explaining job satisfaction (Tziner et al., 2011; Zainalipour et al., 2010). In this regard,
based on the literature, the details of which was discussed above, it is thought in this study
that the relation of organizational justice with intention to leave, organizational dissent,
neglect and loyalty behaviors is mediated by job satisfaction. The research model was

presented in Figure 1.

Figure 1
Research Model

Intention
to Leave

Justice

Within the organizational ecosystem, it is possible to divide the literature that
questions the possible causes of employee behaviors into two main categories: (i) direct
effect and (ii) indirect effect. Research conducted based on the model of direct effect
assumes that some independent variables have an unmediated effect on various behaviors of
the employees. Therefore, one of the main reasons for intention to leave, neglect, dissent and

loyalty behaviors of the employees according to the direct effect model is the perception of
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organizational justice in an unmediated way (Kassing & McDowell, 2008; Ponnu & Chuah,
2010). However, the indirect effect model assumes that the effect of the independent
variable on various employee behaviors is shaped over some mediator variable(s). Based on
the indirect effect model, it can be thought that various mediator variable(s) play a role in
the relation between perception of organizational justice and intention to leave, neglect,
dissent, and loyalty behaviors. It can be thought that job satisfaction plays a mediating role
in this relation due to the fact that it is a consequence of perception of organizational justice
(Najafi et al., 2011) and also it leads to intention to leave, neglect, dissent and loyalty
behaviors (MacIntosh & Doherty, 2010). In this regard, the following hypothesis was tested

in the research;

H10: Job satisfaction has a mediating role in the relation between organizational justice and

intention to leave, neglect, organizational dissent and organizational loyalty.
Method

This study, which aims to analyze the relations between organizational justice, job
satisfaction, intention to leave, neglect, dissent and loyalty, is designed in a correlational
survey model. In the research, the model related to the mediating role of job satisfaction
between dependent and independent variables was tested. The model presented in Figure 1

was tested.
Population and Sample

The population of the research consists of 6605 teachers working in 130 state Anatolian high
schools in nine districts of Ankara (Altindag, Cankaya, Etimesgut, Golbasi, Ke¢idren,
Mamak, Pursaklar, Sincan, Yenimahalle) in 2019-2020 academic year. In determining the
sample size, the sample size table prepared by Anderson (1990, p. 202) was used.
Accordingly, it was understood that 593 participants would represent the population
consisting of 6605 elements at the level of 5% tolerance and .05 significance. Clustered
sampling technique was used in the research. In clustered sampling technique, the
population is divided into subgroups according to the variable or variables that are thought
to show significant differences in terms of research findings. A sample is selected from each
sub-universe that will reflect the ratio of that sub-stage in the whole. Thus, the chance of
each sub-stage to enter the sample is equal to reflect its proportions in the whole. It is
accepted that proportional cluster sampling performed in this way creates a more

representative sample (Karasar, 2017). Accordingly, each district was accepted as a cluster.
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For this purpose, the total number of the teachers in the districts was divided into nine

districts and the minimum number of scales to be collected from each district was
determined. The criterion of being close to the center was taken as a basis in the selection of
the districts. Teachers who were sampled from the districts, on the other hand, participated
in the research through simple random sampling technique. Considering the risks that may
occur in the return rate, it was aimed to deliver the scales to at least 700 participants in the
data collection process. At the end of the data collection process, 612 scales suitable for data

analysis were accessed. Demographic information of the sample was presented in Table 1.

Table 1.

Demographic Information of the Participants

Variable Sub-Groups Frequency %
Gender Female 411 67.2
Male 201 32.8
Educational Status Undergraduate 476 77.8
Graduate 136 22.2
Professional Seniority 1-10 years 118 19.2
11-20 years 176 28.8
21 years and over 318 52
Years of Service Less than 5 years 347 56.7
6-10 years 146 23.9
11 years and over 119 19.4
Marital Status Married 491 80.2
Single 121 19.8

Total 612 100
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As can be seen in Table 1, a total of 612 teachers participated in the research.
Thereby, the targeted value for the sample was reached. As can be understood from Table 1,
the sample consists mainly of female, married teachers having undergraduate degree and

professional seniority between 11 and 20 years, working less than five years.
Data Collection Tools

Data of the research were collected through scales of which permissions to use were
received from the researchers developing the scales and adapting them to Turkish. The
reasons for preference, psychometric properties, and validity and reliability results of the

scales are presented in detail below.
Organizational Justice Scale (0JS)

Due to its general acceptance in the international arena and being suitable for collecting data
from teachers, it was decided to use the OJS developed by Hoy (1993). OJS is a 5-point
Likert scale with responses ranging from strongly agree to disagree. OJS which has one
dimension consists of 10 items. The Cronbach’s alpha coefficient value of the OJS, which
explains 78% of the variance, is .97. Getting high score is interpreted as the positive
perception of the participant towards organizational justice. Tastan and Yilmaz (2008)
adapted OJS into Turkish. It was stated in the adaptation study that OJS was valid and
reliable for Turkish culture. “The Principal treats everyone fairly at school” is among the
exemplary items of OJS. On the data, collected from 612 teachers in the present study,
confirmatory factor analysis (DFA) was applied to test the validity of OJS, and its reliability
was tested by Cronbach’s alpha coefficient. The results of CFA are in the acceptable range
of reference values in the literature (Cole, 1987; Kline, 2005): [y*/df = 5.12; RMSEA =
0.082; GFI = 0.95; AGFI = 0.91; s-RMR = 0.024; RMR = 0.026; IFI = 0.99; NFI = 0.98;
CFI = 0.99] Cronbach's alpha coefficient value of the OJS was calculated as .87. CFA and
Cronbach’s alpha results indicate that OJS is valid and reliable for the present research, as

well.
Minnesota Satisfaction Questionnaire-Short Form (MSQ-SF)

Due to its general acceptance and widespread use on an international scale, , it was decided
to use MSQ-SF developed by Dawis, England, Weiss, and Lofquist (1967). It is a 5-point
Likert scale with responses ranging from very dissatisfied to very satisfied. MSQ-SF,
consisting of two dimensions as intrinsic job satisfaction and extrinsic job satisfaction, has

20 items. Getting high score is interpreted as the participants satisfied from their jobs.
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Turkish adaptation of MSQ-SF was conducted by Baycan (1985). “I'm satisfied to have the

chance to do different things from time to time” is among the exemplary items of MSQ-SF.
The validity and reliability of MSQ-SF were re-examined on the data obtained from 612
teachers. After four modifications conducted, CFA results indicate that the two-dimensional
structure of the MSQ-SF is valid: [y’/df = 7.36; RMSEA = 0. 10; GFI = 0.85; AGFI = 0.80;
s-RMR = 0.069; RMR = 0.061; IFT = 0.97; NFI = 0.96; CFI = 0.97]. Cronbach's alpha
coefficient value of the MSQ-SF was calculated as .96. According to this result, MSQ-SF

was evaluated as a reliable measurement tool within the scope of this study.
Organizational Dissent Scale (ODS)

As a consequence of evaluations, since it is suitable for educational organizations and
developed within the sampling of Tiirkiye, it was decided to use ODS to determine the
opinions of participants regarding organizational dissent (Ozdemir, 2013). It is a 5-point
Likert scale with responses ranging from never to always. Getting high score is interpreted
as the participants’ level of dissent behaviors is high. ODS, consisting of three dimensions
as upward dissent, lateral dissent and displaced dissent, has 17 items. "I warn the manager"”
is among the items of ODS. The percentage of total variance explained by ODS is 88%. The
validity and reliability of the ODS were re-examined on the data obtained from 612 teachers.
CFA results provided evidence that the three-dimensional structure of the ODS was valid:
[’/df = 4.04; RMSEA= .071; GFI = 0.92; AGFI = 0.89; s-RMR = 0.069; RMR = 0.098; IFI
= 0.95; NFI = 0.94; CFI = 0.95]. The Cronbach’s alpha coefficient value of the ODS is .85.
These results indicate that the ODS is valid and reliable within the scope of the present

research.
Turnover Intention Scale (TIS)

It was decided to use TIS developed by Mobley et al. and used in several studies in Tiirkiye.
It is a 5-point Likert scale with responses ranging from strongly agree to strongly disagree.
One-dimensional TIS has three items. Getting high score is interpreted as the participants
have intention to leave. The Turkish adaptation of TIS was carried out by Oriicii and
Ozafsaroglu (2013). "I seriously think about looking for another job in the next year" is
among the exemplary items of TIS. The Cronbach’s alpha coefficient value of the Turkish
adaptation of TIS is .90. The results of CFA conducted on the data obtained from 612
teachers within the scope of the present study provided evidence that the structure of the TIS
was valid: [y?/sd = 001; RMSEA = 0.001 GFI = 0.99; AGFI = 0.99; s-RMR = 0.000; RMR =
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0.001; IFT = 0.99; NFI = 0.99; CFI = 0.99]. Cronbach's alpha coefficient value of TIS was

calculated as .80. These results indicate that TIS is valid and reliable.
Neglect Sub-Scale (N-SS)

Existing scales were scanned and evaluated in order to examine neglect behavior of the
participants. In this regard, only Responses to Job Dissatisfaction Scale (RJDS) developed
by Farrell (1983) was encountered in the literature. RJDS includes a total of 12 items, three
of which constitute the Neglect Sub-Scale (N-SS). N-SS is 7-point Likert Scale with
responses ranging from never to always. One dimensional N-SS has three items. Getting
high score is interpreted as the participants’ neglect behaviors are frequent. The Turkish
adaptation of RJDS and its sub-scale N-SS was carried out by Simsek and Aslan (2012). "I
stopped caring about the practices I felt uncomfortable in the school where I work” is
among the exemplary items of N-SS. In the Turkish adaptation study of N-SS, Cronbach’s
alpha coefficient value was reported as .70. The results of CFA conducted on the data
obtained from 612 teachers within the scope of the present study provided evidence that the
structure of the N-SS was valid: [y’/df = 01; RMSEA = 0.001 GFI = 0.99; AGFI = 0.99; s-
RMR = 0.000; RMR = 0.000; IFT = 0.99; NFI = 0.99; CFI = 0.99]. Cronbach's alpha
coefficient value of N-SS was calculated as .77. These results indicate that N-SS is a valid

and reliable data collection tool within context of the present study.
Organizational Loyalty Scale (OLS)

As a result of scanning for the aim of examining the loyalty behaviors of the participants,
OLS developed by Akman (2017) was encountered. OLS, consisting of three dimensions as
loyalty to manager, loyalty to colleagues and loyalty to students, has 11 items. It is a 5-point
Likert Scale with responses ranging from strongly disagree to strongly agree. Getting high
score is interpreted as the participants are loyal to their jobs. OLS explains 63% of the total
variance. Cronbach’s alpha coefficient value of OLS is .81. "I do my best to accomplish the
task assigned to me by my principal” is among the exemplary items of OLS. Validity and
reliability of OLS was re-examined on the present dataset. CFA results provided evidence
for the validity of OLS: [y?/df = 5.26; RMSEA = 0.084; GFI = 0.94; AGFI = 0.90; s-RMR =
0.059; RMR = 0.059; TFI = 0.95; NFI = 0.94; CFI = 0.95]. Cronbach’s alpha coefficient
value of OLS was calculated as .80. These results were interpreted that OLS was valid and

reliable for the present study.
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Procedures and Data Analyses

Within the scope of the study, ethical committee approval was obtained from the Board of
Hacettepe University Ethics Commission for the ethical compliance of the research.
Thereafter, a research permit was received from Ankara Provincial Directorate of National
Education. The data collection process was carried out by the researchers personally
between January and February in 2019-2020 academic year. Teachers voluntarily
participated in the research. The fill-out time of one scale lasted seven minutes on average.

In the data collection process, 620 scales turned out to be suitable for the analyses.

The data were first transferred to digital media and then data coding was performed.
In the following process, incorrect data entry and missing data analyses were conducted.
After this process, extreme value analysis was conducted by examining Mahalanobis
distances; since the scales of eight participants indicated extreme values, it was decided to
exclude them from the dataset. The fact that the dataset reached the targeted sample size was
the criterion for making this decision. In this regard, multivariate normality tests of the

dataset were carried out. The results were presented in Table 2.

Table 2
The Results of Multivariate Normality

Variable Coefficient C.T. Coefficient C.T.
Skewness Kurtosis
Organizational Justice 0.486 4.486 -0.758 -3.496
Job Satisfaction -0.208 -1.919 -0.369 -1.703
Intention to Leave 0.328 3.029 -0.337 -1.555
Organizational 0.780
‘ 7.203 -0.535 -2.467
Dissent
Organizational -0.340
-3.135 -0.745 -3.438
Loyalty
Neglect 0.645 -5.956 -0.415 -1.917

1.653 1.907
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As can be seen from Table 2, multivariate kurtosis was calculated as 1.635 and its
critical value as 1.907 within the scope of multivariate normality. The fact that these values
are in the range of +/- 1.96, which is the critical value, indicates that the dataset holds the
assumption of multivariate normality (Bentler, 2005, p. 106; Byrne, 2010, p. 104).

The answer was sought by arithmetic mean and standard deviation for the first
question and by Pearson correlation analysis for the second question. Mediation analysis
was conducted to answer the third question of the research. In recent years, it has been
observed that studies regarding the effect of the mediating variable on the relation between
the dependent and independent variables have increased in organizational behavior research.
In this regard, researchers use different models in mediation analyses based on different
assumptions (E.g. Baron & Kenny, 1986; Judd & Kenny, 1981; Preacher & Hayes, 2004;
Sobel, 1982). MacKinnon et al. (2002), who made a comparative analysis among the
methods used in mediation tests, revealed that previous models (e.g. B-K; Baron & Kenny
Model, Sobel test, etc.) had some statistical problems. Therefore, since it is based on the
calculations of the direct effect, indirect effect and total effect, and it is able to determine the
statistical significance of the mediation effect more precisely, the mediation analysis was
carried out with the bootstrap method (MacKinnon, Lockwood & Williams, 2004; Preacher
& Hayes, 2004). Process v3.4.1 was used in data analysis and significance tests were carried
out at the level of .001 and .05.

Results

In order to find the answer to the first question of the research, arithmetic mean and standard
deviation values of each variable were calculated. With the aim of finding the answer to the
second question of the research, Pearson correlation coefficient values were calculated

among the variables. The results were presented in Table 3.

As can be seen in Table 3, mean values of organizational justice (M= 3.95, SD=.73),
job satisfaction (M= 3.97, SD=.71) and organizational loyalty (M= 3.94, SD=.55) variables
are relatively high. On the other hand, mean values of intention to leave (M= 2.00,
SD=1.07), organizational dissent (M= 2.25, SD=.62) and neglect (M= 2.18, SD=1.02)
variables are relatively low. However, there is a positive, moderate and significant relation
between the perception of organizational justice and job satisfaction (» = .66, p< .01), and
organizational loyalty (» = .38, p< .01). It is seen that the relation between job satisfaction
and organizational loyalty is positive, moderate and significant (» = .44, p< .01). As can be

understood from Table 4, the relations between the perception of organizational justice and
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the intention to leave (» = -.28, p< .01), and organizational dissent (» = -.17, p< .01) are

positive, low and significant. It is seen that the relation between the perception of
organizational justice and neglect variable is positive, moderate and significant (r = -.39, p<
.01). There is a negative, moderate, significant relation between job satisfaction and
intention to leave (r = -.46, p< .01), and neglect (» = -.33, p<.01). The relation between job
satisfaction and organizational dissent is negative, low and statistically significant (» = -.17,

p<.01).

In order to test the research hypotheses, mediation tests were carried out with the
bootstrapping method. In this regard, the significance of direct paths respectively between (i)
organizational justice (independent variable) and job satisfaction (mediator variable),
intention to leave, dissent, neglect and loyalty (dependent variables) was tested. (ii) Then,
the significance of the direct path between mediator variable (job satisfaction) and intention
to leave, dissent, neglect and loyalty (dependent variables) was tested. As the direct paths
between independent, mediator and dependent variables were significant, (iii) the mediating
effect of job satisfaction between the independent variable and dependent variables is
examined at the last stage. The results of the processes carried out in those three stages were

presented in Figure 2.

Figure 2
Mediating Effect of Job Satisfaction on the Relation between Organizational Justice and

Intention to Leave, Organizational Dissent, Neglect, and Organizational Loyalty

Intention

Note: “p=.05, “p<.01

As can be seen from Figure 2, there is a positive and significant relation between the
perception of organizational justice and job satisfaction (B = .640, #(612) = 21.70, p< .01).

Hence, H1 was supported. However, there are negative and significant relations between the
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perception of organizational justice, which is the independent variable of the research, and
intention to leave (B =-.413, #(612) = 7.33, p< .01), organizational dissent (B =-.151, #612)
=4.50, p< .01) and neglect (B = -.548, #(612) = 10.61 p< .05). According to these results,
H2, H3 and H4 were supported, respectively. On the other hand, there is a positive and
significant relation between the perception of organizational justice and organizational
loyalty (B =-.289, #(612) = 10.33 p< .01). This result demonstrates that HS is supported. As
can be seen from Figure 1, there are negative and significant relations between job
satisfaction, which is the mediator variable of the research, and intention to leave (B = -.733,
#(612) =2.00, p< .01), organizational dissent (B =-.092, #(612) =2.00, p< .05), and neglect
(B = -.194, «612) = 2.75, p< .05). According to these results, H6, H7 and H8 were
supported. On the other hand, the relation between job satisfaction and organizational
loyalty is positive and significant (B = .257, #(612) = 6.94, p<.01). According to this result,
H9 was supported.

Due to the significant relations between independent, mediator and dependent
variables of the study, mediation tests were carried out using the bootstrap method
(MacKinnon, et al., 2004; Preacher & Hayes, 2004). In this study, indirect effects were
achieved through 5000 bootstrap resampling in the 95% confidence interval (CI) (Preacher
& Hayes, 2008). Analyses indicated that job satisfaction had a mediating effect on the
relation between organizational justice and intention to leave (B = -.470; CI = -.584 -- -
.360), organizational dissent (B =-.059; CI =-.116 -- -.001), neglect (B =-.124; C1 = -.232 -
- -.014), and loyalty (B = .164; CI = .109 -- .218). As can be understood from Figure 2, the
direct effect value between the perception of organizational justice and the intention to leave
is not statistically significant (B = -.056, #(612) = .820, p> .05). According to this result, the
job satisfaction variable has a full mediating effect on the relation between organizational
justice and intention to leave. On the other hand, direct effect values between the perception
of organizational justice and organizational dissent (B = -.092, #(612) = -2.06, p< .05),
neglect (B =-.423 #(612) =-7.33, p< .01), and loyalty (B =.124, #612) = 3.476, p< .05) are
statistically significant. However, these values decreased as a result of controlling the job
satisfaction variable. According to this result, job satisfaction has a partial mediating effect
on the relation between the perception of organizational justice and organizational dissent,

neglect, and loyalty. This result supported H10.
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Discussion

In this regard, the opinions of the participants related to the research variables were
evaluated first. The participants think that the practices in schools are fair. This result is
compatible with similar studies (Bas & Sentiirk, 2011; Polat & Celep, 2008). In the studies
mentioned, it was determined that the participants perceived the administrative practices in
the schools where they worked as fair. The high perception of justice by the participants may
be due to sense of trust in manager (DeConinck, 2010) and commitment (Ohana, 2014). The
job satisfaction scores of the participants are also high. In literature, the satisfaction levels of
the participants were found to be high (Sahin & Dursun, 2009; Yilmaz & Ceylan, 2011).
One of the reasons of high job satisfaction is may be that the efforts and performances of
teachers result in some internal or external rewards (Lawler and Porter, 1967). Additionally,
the basic needs of teachers may be met in the schools where the participants work. In
addition, teachers' need for success, sense of responsibility, promotion and progress
expectations may be met in schools (Herzberg et al., 1959). In the study, it was observed that
the participants had a high level of loyalty towards managers, colleagues and students. This
result is similar to previous research results on loyalty (Akman, 2017; Akman & Ozdemir,
2019). A possible reason for a high sense of loyalty may be the positive school climate
(Syed et al., 2013).

It was observed in the study that teachers rarely exhibited behaviors of leave, dissent
and neglect. These results are similar to previous research results. For instance, in the study
of Uzun (2018), it was determined that teachers' intention to leave was low. The reasons
why teachers do not think of leaving work much may be due to the fact there are not any
alternatives (Mobley, 1977) or they are committed to their profession (Loi et al., 2006). In
the study of Dagli and Agalday (2014), it was determined that behaviors of dissent were not
common among teachers. One of the reasons for behavior of dissent is not common in
Tiirkiye may be social culture. Turkish culture which embodies the general characteristics of
Eastern societies is not individualistic but collectivist (Hofstede, 1984). Collectivist cultures
have the characteristics of approval of collective behavior rather than being competitive. On
the other hand, due to the social meaning attributed to the profession in Turkish culture,
teachers may tend to exhibit less opposition or disclosure behaviors. Additionally, the power
distance in Turkish culture is high (Hofstede, 1984). One possible reason why teachers
rarely oppose school administrators might be that the authority is represented in the person

of principal. This explanation is also parallel with Durkheim’s (2018) mechanical solidarity
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conceptualization. In traditional/mechanical societies collective consciousness rather than
individualistic consciousness is dominant. Mechanical solidarity is a reciprocal
solidarity.The collective consciousness is the source of rulers’ power and legitimacy. In
other words, in mechanical societies individuals exhibit compliance to their rulers instead of

dissent to them.

The main question for which an answer was sought in this study was to examine
whether job satisfaction had a mediating role on the relation between organizational justice
and intention to leave, dissent, neglect and loyalty behaviors. In the first stage, the relation
between the perception of organizational justice, which is the independent variable of the
research, and the mediator variable, and dependent variables was investigated. The results of
the analysis indicated that organizational justice was a significant predictor of job
satisfaction, which was the mediator variable. This result is consistent with previous
research results (Al-Zu'bi, 2010; Clay-Warner et al., 2005; Ouyang et al., 2015). In other
words, teachers' perceptions of fair practices in schools increase their job satisfaction. This
result indicates that organizational justice is an important factor on teachers' positive

attitudes and behaviors, especially job satisfaction.

In this context, the relation between the perception of organizational justice and
independent variables of the research (intention to leave, dissent, neglect and loyalty) was
investigated separately. Pearson correlation results indicated that there was an inverse
correlation between organizational justice and intention to leave, dissent, and neglect.
Regression results revealed that organizational justice was a significant predictor of the three
mentioned variables. This result is compatible with previous studies (Goodboy et al., 2008;
Kumar & Gupta, 2008; Muchinsky, 2000). In the aforementioned studies, it is stated that
there is a strong relation between dissent, intention to leave and neglect respectively.
Therefore, based on the high perception of organizational justice, it is possible to infer that
participants' intention to leave, dissent and neglect behaviors tend to decrease. On the other
hand, the relation between the perception of organizational justice and organizational loyalty
is positive. Regression results revealed that organizational justice predicted participants'
behavior of loyalty. In other words, the positive perception of justice that the teachers in the
sample have, explains why they have a sense of loyalty towards their administrators,
colleagues and students in schools. This relation between justice and loyalty is in line with

the research results of Hur, Park and Moon (2014). When these results are evaluated as a
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whole, it can be inferred that school administrators’ being fair in their decisions and

practices increases teachers' positive behaviors, while reducing their negative behaviors.

The relation between job satisfaction, which is a mediator variable, and dependent
variables (intention to leave, dissent, neglect and loyalty) was also examined. Pearson
correlation results indicated that job satisfaction was in a negative correlation with intention
to leave, dissent and neglect, but in a positive correlation with loyalty. The results of the
analysis are consistent with similar studies. It is stated in the related literature that job
satisfaction is correlated with the mentioned variables (Borzaga & Tortia, 2006; Decker et
al., 2009; Farrell, 1983; Withey & Cooper, 1989). After analyzing the dataset, it was
determined that the participants obtained relatively high satisfaction from their jobs. Based
on this data, the reason why the behaviors of intention to leave, dissent and neglect are low
can likely be explained with the participants’ feeling of satisfaction with their jobs. The
theory of EVLN, developed by Hirschman (1970) and later finalized by Rusbult et al.
(1982), puts forward the idea that with increasing satisfaction, behaviors of intention to
leave, dissent, and neglect will decrease and loyalty will increase. Accordingly, the relations

determined as a result of the analyses in this study supported the theory of EVLN.

After the mediation test carried out using the Bootstrap method, it was determined
that job satisfaction is the full mediator in the relation between organizational justice and
intention to leave. In other words, the perception of organizational justice predicts teacher's
intention to leave not directly, but through the mediating effect of job satisfaction. This
result shows similarity to the study of Bayargelik and Afacan Findikli (2016) in the banking
sector. In the aforementioned study, it was observed that the relation between organizational
justice and intention to leave was established through the job satisfaction mediator variable.
On the other hand, it was determined that job satisfaction played a partial mediating role in
the relation between organizational justice and dissent, neglect, and loyalty. Research has
previously revealed multi-directional relations between variables (Borzaga & Tortia, 2006;
Clay-Warner et al., 2005; Decker et al., 2009; Goodboy et al., 2008; Kumar & Gupta, 2008).
However, in these studies, the mediating role of job satisfaction between organizational
justice and output variables was not tested. Therefore, it can be said that the present study
contributed relatively to the understanding of the nature of the multi-directional and holistic
relations between research variables in educational organizations. Accordingly, the belief in
justice in schools predicts the behavior of dissent, neglect or loyalty as a result of decreased

or increased satisfaction.
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Conclusion and Suggestions

In the research, with the analyses conducted on the sample data of 612 participants, it was
concluded that job satisfaction played a mediating role in the relation between organizational
justice and intention to leave, neglect, dissent, and loyalty. Based on this result, the general
inference was made that school principals should be fair in administrative processes in order
to reduce teachers' negative behaviors and increase their positive behaviors. This research
has some limitations. First of all, organizational justice is a school-level variable, not
teacher-level. However, the number of schools included in the data set was not sufficient to
make a school-level analysis. Therefore, the concept of organizational justice was
approached and analyzed at the teacher level. This situation creates a bias problem. For this
reason, in future studies, the data should be kept wide enough to be able to analyze at school
level. Since the data were collected only in Ankara, it was not possible to reach a large
number of participants. Therefore, studies planned to be carried out in the future within this
context on larger samples can contribute to the literature. Extending the possible studies to
private schools, provinces of different levels of development and different grades and school
types can strengthen the literature. In addition to these limitations, only the mediating role of
job satisfaction was questioned in this study. Therefore, in possible future studies, the effect
of variables such as organizational citizenship and organizational commitment as mediator
variables can be evaluated. In the research, it was seen that as a result of the increase in
teachers' belief in justice and job satisfaction, their behaviors of leave, dissent and neglect
decreased, but loyalty increased. For this reason, efforts to increase justice and job
satisfaction in schools or educational areas, which have been determined to be relatively
high in intention to leave, dissent and neglect, can contribute to the practice. For this
purpose, in-service training on organizational justice can be provided to teachers, notably to
school administrators. Besides, it is considered that seminars and courses to increase the
human resources management competencies of managers will contribute to the improvement
of processes. In this regard, managerial ethics and sensitivity training can also be provided to
managers. It is thought that activities that will strengthen the communication between
managers and teachers can contribute to the process. Such training and activities are likely to
contribute to a strong culture and positive climate in school. Strong culture and a positive
climate can reduce intention to leave, neglect and dissent behaviors. Similarly, it is believed
that reforms on centralistic and authoritative structure of the educational system and school

organizations would contribute to positive attitudes among teachers.



Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023 477
Based on the research findings, recommendations can be made to policy makers, as

well, in addition to researchers and practitioners. It may be appropriate for policy makers to
adopt legislation aimed at establishing justice in schools. For instance, institutions and
school administrators standing out with their fair practices can be encouraged with certain
awards. As a matter of fact, there is an understanding of human-oriented education
management in the general spirit of the teacher strategy document and the 2023 Vision
Document.
Ethics Committee Information: This research was carried out with permission of Ethics
Committee of Hacettepe University, dated 26/12/2019 and numbered 35853172-300
decision number.
Author Conflict of Interest: The researchers did not have any conflict of interest.
Researchers’ contribution rate: Nuray OZGE SAGBAS, Murat OZDEMIR conceived of
the presented idea and developed the theory and performed the computations, verified the
analytical methods. Murat OZDEMIR, encouraged Nuray OZGE SAGBAS to investigate
and supervised the findings of this work. All authors discussed the results and contributed to
the final manuscript.
References

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.), Advances in

experimental social psychology (pp. 267-299). New York: Academic.

Akada, T. (2015). Orgiitsel muhalefete iliskin égretmen gériisleri (Yayimlanmams yiiksek
lisans tezi). https://tez.yok.gov.tr/UlusalTezMerkezi/’nden edinilmistir (Tez no.
395298).

Akman Y., & Ozdemir, M. (2019). Orgiitsel cekicilik, orgiitsel imaj ve Orgiitsel sadakat
arasmdaki iliskilerin incelenmesi: Ogretmenler iizerine bir arastirma. Egitim ve
Bilim, 44(198), 1-16. DOL: http://dx.doi.org/10.15390/EB.2018.7928.

Akman, Y. (2017). Orgiitsel ¢ekicilik, orgiitsel imaj ve orgiitsel sadakat arasindaki
iliskilerin ogretmen goriislerine gore incelenmesi (Yayimlanmamis doktora tezi).
https://tez.yok.gov.tr/UlusalTezMerkezi/’nden edinilmistir (Tez no. 483373).

Aktan, C. C. (2015). Organizasyonlarda yanlis uygulamalara kars1 bir sivil erdem, ahlaki
tepki ve vicdani red davranigi: Whistleblowing. Organizasyon ve Yonetim Bilimleri

Dergisi, 7(2), 19-36.


https://tez.yok.gov.tr/UlusalTezMerkezi/'nden
http://dx.doi.org/10.15390/EB.2018.7928
https://tez.yok.gov.tr/UlusalTezMerkezi/'nden

478 Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of Occupational
Psychology, 63, 1-18. https://doi.org/10.1111/1.2044-8325.1990.tb00506.x.

Altinkurt, Y., & Yilmaz, K. (2012). Ortadgretim okullarinda degerlerle yonetim, orgiitsel
adalet ve is doyumu arasindaki iliski. Sakarya Universitesi Egitim Fakiiltesi
Dergisi, 2(4), 50-68. https://doi.org/10.33710/sduijes.637366.

Anderson, G. (1990). Fundementals of educational research. London: The Farmer.

Bakhshi, A., Kumar, K., & Rani, E. (2009). Organizational justice perceptions as predictor
of job satisfaction and organization commitment. /nternational journal of Business
and Management, 4(9), 145-154. DOI:10.5539/ijbm.v4n9p145.

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social
psychological research — conceptual, strategic, and statistical considerations. Journal
of Personality and Social Psychology, 51(6), 1173-1182.
https://doi.org/10.1037/0022-3514.51.6.1173.

Bas, G., & Sentiirk, C. (2011). Ilkdgretim okulu 6gretmenlerinin 6rgiitsel adalet, drgiitsel
vatandaslik ve orgiitsel giiven algilari. Kuram ve Uygulamada Egitim Yonetimi, 1(1),
29-62.

Beugre, C. D. (2002). Understanding organizational justice and its impact on managing
employees: An African perspective. The International Journal of Human Resource
Management, 13 (7). DOI: 10.1080/09585190210131311.

Bogler, R., & Somech, A. (2004). Influence of teacher empowerment on teachers’
organizational commitment, professional commitment and organizational citizenship
behavior in schools. Teacher and Teacher Education, 20, 277-289.
http://dx.doi.org/10.1016/j.tate.2004.02.003.

Borzaga, C., & Tortia, E. (2006). Worker motivations, job satisfaction, and loyalty in public
and nonprofit social services. Nonprofit and Voluntary Sector Quarterly, 35(2), 225-
248. https://doi.org/10.1177/0899764006287207.

Cropanzano, R., & Folger, R. (1991). Procedural justice and worker motivation. In R. M.
Steers & L. W. Porter (Eds.). Motivation and work behavior (5th Ed., pp. 131-143).
New York: McGraw-Hill.

Celik, O. T. (2011). [lkégretim okulu yoneticilerinin ve égretmenlerinin Orgiitsel adalet
algilart ile is doyumlari arasindaki iligki (Yayimlanmamis yliksek lisans tezi).

https://tez.yok.gov.tr/UlusalTezMerkezi/’nden edinilmistir (Tez no. 294147).


https://psycnet.apa.org/doi/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.33710/sduijes.637366
https://psycnet.apa.org/doi/10.1037/0022-3514.51.6.1173
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1080%2F09585190210131311
http://dx.doi.org/10.1016/j.tate.2004.02.003
https://doi.org/10.1177%2F0899764006287207
https://tez.yok.gov.tr/UlusalTezMerkezi/'nden

Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023 479
Dagli, A., & Agalday, B. (2014). Ogretmenlerin &rgiitsel muhalif davranis bigimlerine

iliskin  goriisleri. Elektronik  Sosyal  Bilimler — Dergisi, 13(50),  112-128.
https://doi.org/10.17755/esosder.54733.

DeConinck, J. B. (2010). The effect of organizational justice, perceived organizational
support, and perceived supervisor support on marketing employees' level of
trust. Journal of business research, 63(12), 1349-1355.

Demirtas, Z., & Nacar, D. (2018). Ogretmenlerin is doyumu ve orgiitsel sessizlik algilari
arasindaki iliski. The Journal of Educational Reflections, 2(1), 13- 23.

Dogrudz, E., & Ozdemir, M. (2018). Egitim &rgiitlerinde iiretim karsit1 is davranislar1 ve
orglitsel baglilik Miskisi. Elementary Education Online, 17(1).
https://doi.org/10.17051/ilkonline.2018.413790.

Durkheim, E. (2018). Toplumsal isbéliimii (O. Ozankaya, Cev.). izmir: Cem.

Elgi, M., Karabay, M. E., Alpkan, L., & Sener, 1. (2014). The mediating role of mobbing on
the relationship between organizational silence and turnover intention. Procedia-
Social and Behavioral Sciences, 150, 1298-1309. DOI:
10.1016/j.sbspro.2015.01.110.

Elma, C. (2003). [lkogretim okulu ogretmenlerinin ise yabancilasmasi, Ankara ili ornegi
(Yaymmlanmamis  doktora tezi). https://tez.yok.gov.tr/UlusalTezMerkezi/’nden
edinilmistir (Tez no. 205179).

Ergun Ozler, N. D., & Dirican, M. (2014). Orgiitlerde yabancilasma ile tiikenmislik
sendromu arasindaki iligkiyi belirlemeye yonelik bir arastirma. Dumlupinar
Universitesi Sosyal Bilimler Dergisi, 39, 291-310.

Farrell, D. (1983). Exit, voice, loyalty, and neglect as responses to job dissatisfaction: A
multidimensional scaling study. Academy of management journal, 26(4), 596-607.
DOI: 10.2307/255909.

Fischer, R. (2004). Rewarding employee loyalty: An organizational justice
approach. International Journal of Organizational Behavior, 8(3), 486-503.

Gbadamosi, L., & Chinaka, N. J. (2011). Organizational politics, turnover intention and
organizational commitment as predictors of employees’ efficiency and effectiveness
in academia. In Proceedings of Informing Science & IT Education Conference, 305-

314. https://doi.org/10.28945/1461.


https://doi.org/10.17755/esosder.54733
https://tez.yok.gov.tr/UlusalTezMerkezi/'nden
https://doi.org/10.28945/1461

480 Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of
Management Review, 12(1), 9-22. https://doi.org/10.2307/257990.

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow. Journal of
Management, 16(2), 399-432. https://doi.org/10.1177/014920639001600208.

Hagedoorn, M., Van Yperen, N. W., Van de Vliert, E., & Buunk, B. P. (1999). Employees'
reactions to problematic events: A circumplex structure of five categories of
responses, and the role of job satisfaction. Journal of Organizational Behavior: The
International Journal of Industrial, Occupational and Organizational Psychology
and Behavior, 20(3), 309-321. DOI: 10.1002/(sici)1099-1379(199905)20:3<309::aid-
job895>3.0.co;2-p.

Hassan, A. (2002). Organizational justice as a determinant of organizational commitment
and intention to leave. Asian Academy of Management Journal, 7(2), 55-66.

Herzberg, F. 1., Mausner, B., & Snyderman, B. B. (1959). The motivation to work. New
York: Wiley.

Hirschman, A. O. (1970). Exit, voice, and loyalty. Responses to decline in firms,
organizations, and states. England: Harvard University Press.

Hofstede, G. (1984). Culture's consequences: International differences in work-related
values. Beverly Hills CA: SAGE Publications.

Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and organizations. Software
of the mind. New Y ork: McGraw-Hill.

Hong, L. C., & Kaur, S. (2008). A relationship between organizational climate, employee
personality and intention to leave. International Review of Business Research
Papers, 4(3), 1-10.

Hoy, W. K., & Tarter, C. J. (2004). Organizational justice in schools: No justice without
trust. International Journal of Educational Management, 18(4), 250-259.

Hur, W. M., Park, S. 1., & Moon, T. W. (2014). The moderating roles of organizational
justice on the relationship between emotional exhaustion and organizational loyalty
in airline services. Journal of Services  Marketing, 28(3), 195-206.
DOI:10.1108/JSM-07-2012-0118

Imran, R., Majeed, M., & Ayub, A. (2015). Impact of organizational justice, job security and
job satisfaction on organizational productivity. Journal of Economics, Business and

Management, 3(9), 840-845. https://doi.org/10.1037/0033-2909.97.2.251.


https://psycnet.apa.org/doi/10.2307/257990
https://doi.org/10.1177%2F014920639001600208
https://en.wikipedia.org/wiki/SAGE_Publications
https://psycnet.apa.org/doi/10.1037/0033-2909.97.2.251

Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023 481
Judd, C. M., & Kenny, D. A. (1981). Process analysis: Estimating mediation in treatment

evaluations. Evaluation Review, 5, 602—619.
https://doi.org/10.1177/0193841X8100500502.

Judge, T., & Robbins, S. P. (2017). Orgiitsel davrams. Ankara: Nobel.

Kalagan, G., & Giizeller, C. O. (2010). Ogretmenlerin orgiitsel sinizm diizeylerinin
incelenmesi. Pamukkale Universitesi Egitim Fakiiltesi Dergisi, 27(27), 83-97.

Karasar, N. (2017). Scientific Research Method, Ankara: Nobel.

Kassing, J. W. (1998). Development and validation of the organizational dissent scale.
Management Communation Quarterly, 12(2), 183- 229.
https://doi.org/10.1177/0893318998122002.

Kassing, J. W., & McDowell, Z. J. (2008). Disagreeing about what's fair: Exploring the
relationship between perceptions of justice and employee dissent. Communication
research reports, 25(1), 34-43.

Kumar, K., & Gupta, G. (2008). Perceived organizational justice, job satisfaction and
turnover intentions: a co-relational study. Gujarat Journal of Psychology, 25-26.

Lawler, E. E., & Porter, L. W. (1967). The effect of performance on job satisfaction.
Industrial Relations, 7(1), 23. https://doi.org/10.1111/5.1468-232X.1967.tb01060.x.

Leck, J. D., & Saunders, D. M. (1992). Hirschmans’ loyalty: Attitude or behavior?
Employee Responsibilities and Rights Journal, 5, 219-230.
https://doi.org/10.1007/BF01385049.

Loi, R., Hang-Yue, N., & Foley, S. (2006). Linking employees' justice perceptions to
organizational commitment and intention to leave: The mediating role of perceived
organizational  support. Journal  of  Occupational  and  Organizational
Psychology, 79(1), 101-120. https://doi.org/10.1348/096317905X39657.

MaclIntosh, E. W., & Doherty, A. (2010). The influence of organizational culture on job
satisfaction and intention to leave. Sport Management Review, 13(2), 106-117.
DOI:10.1016/.smr.2009.04.006.

MacKinnon, D. P., Lockwood, C. M., & Williams, J. (2004). Confidence limits for the
indirect effect: distribution of the product and resampling methods. Multivariate
Behavioral Research, 39(1), 99—128. doi: 10.1207/s15327906mbr3901 4.

MacKinnon, D. P., Lockwood, C. M., Hoffman, J. M., West, S. G., & Sheets, V. (2002). A
comparison of methods to test mediation and other intervening variable

effects. Psychological Methods, 7(1), 83-104. DOI: 10.1037/1082-989X.7.1.83.


https://doi.org/10.1007/BF01385049

482 Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023

Miner, J. B. (1992). Industrial-organizational psychology. New York: McGraw-Hill.

Mobley, W. H. (1977). Intermediate linkages in the relationship between job satisfaction and
employee turnover. Journal of Applied Psychology, 62(2), 237-240.
https://doi.org/10.1037/0021-9010.62.2.237.

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of precursors
of hospital employee turnover. Journal of Applied Psychology, 63(4), 408-414.
https://doi.org/10.1037/0021-9010.63.4.408.

Muchinsky, P. M. (2000). Emotions in the workplace: The neglect of organizational
behavior.  Journal  of  Organizational  Behavior, 21(7), 801-805.
https://doi.org/10.1002/1099-1379(200011)21:7<801::AID-JOB999>3.0.CO;2-A.

Najafi, S., Noruzy, A., Azar, H. K., Nazari-Shirkouhi, S., & Dalvand, M. R. (2011).
Investigating the relationship between organizational justice, psychological
empowerment, job satisfaction, organizational commitment and organizational
citizenship behavior: An empirical model. African Journal of Business
Management, 5(13), 5241.

Ohana, M. (2014). A multilevel study of the relationship between organizational justice and
affective commitment. Personnel Review, 43(5), 654-671.
https://doi.org/10.1108/PR-05-2013-0073.

Ololube, N. P. (2006). Teachers job satisfaction and motivation for school effectiveness: An
assessment. Essays in Education, 18(1), 9.

Oriicii, E., & Ozafsarlioglu, S. (2013). Orgiitsel adaletin ¢alisanlarin isten ayrilma niyetine
etkisi: Giiney Afrika Cumhuriyetinde bir uygulama. Mustafa Kemal Universitesi
Sosyal Bilimler Enstitiisti Dergisi, 10(23), 335-358.

Ozdemir, M. (2011). Lise yoneticilerinin 6rgiitsel muhalefete iliskin goriisleri. Kuram ve
Uygulamada Egitim Bilimleri Dergisi, 11(4), 1895-1908.

Ozdemir, M. (2013). Genel liselerde gérev yapan dgretmenlerin drgiitsel muhalefete iliskin
goriisleri. Egitim ve Bilim, 38(168), 113-128.

Polat, S., & Celep, C. (2008). Ortadgretim 6gretmenlerinin orgiitsel adalet, orgiitsel giiven,
orgiitsel vatandaslik davraniglarma iliskin algilar. Kuram ve Uygulamada Egitim
Yonetimi, 54(54), 307-331.

Ponnu, C. H., & Chuah, C. C. (2010). Organizational commitment, organizational justice
and employee turnover in Malaysia. African Journal of Business Management, 4(13),

2676. https://doi.org/10.5897/AJBM.9000442.



Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023 483
Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect

effects in simple mediation models. Behavior Research Methods, Instruments, &
Computers, 36(4), 717-731. https://doi.org/10.3758/BF03206553.

Price, J. L. (1997). Handbook of organizational measurement. International Journal of
Manpower, 18(4,5,6), 305- 558.

Richard, O. C., McMillan-Capehart, A., Bhuian, S. N., & Taylor, E. C. (2009). Antecedents
and consequences of psychological contracts: Does organizational culture really
matter? Journal of Business Research, 62(8), 818-825.
https://doi.org/10.1016/j.jbusres.2008.04.001.

Rusbult, C. E., Farrel, D., Rogers, G., & Mainous, A.G. (1988). Impact of exchange
variables on exit, voice, loyalty and neglect: an integrative model of responses to
declining job satisfaction. Academy of Management Journal, 31(3), 599-627.
https://doi.org/10.5465/256461.

Rusbult, C. E., Zembrodt, I. M., & Gunn, L. K. (1982). Exit, voice, loyalty and neglect:
Responses to dissatisfaction in romantic involvements. Journal of Personality and
Social Psychology, 43(6), 1230-1242. https://doi.org/10.1037/0022-3514.43.6.1230.

Sobel, M. E. (1982). Asymptotic confidence intervals for indirect effects in structural
equation models. Sociological Methodology, 13,290-312. DOI: 10.2307/270723.

Syed, J., Pio, E., Jauhari, H., & Singh, S. (2013). Perceived diversity climate and
employees’ organizational loyalty. Equality, Diversity and Inclusion: An
International Journal, 32(3), 262-276.

Sahin, H., & Dursun, A. (2009). Okul o6ncesi 6gretmenlerinin is doyumlari: Burdur
ornegi. Mehmet Akif Ersoy Universitesi Egitim Fakiiltesi Dergisi, 18, 160-179.
Simsek, M. S., & Aslan, S. (2012). Mesleki ve orgiitsel bagliligin orgiitsel davranisa iliskin
sonuglarla iliskileri. Selcuk Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Sosyal ve

Ekonomik Arastirmalar Dergisi, 12(23), 414- 454.

Tastan, M., & Yilmaz, K. (2008). Organizational citizenship and organizational justice
scales’ adaptation Turkish. Egitim ve Bilim, 33(150), 87-96.

Uzun, T. (2018). Ogretmenlerin algiladig1 &rgiitsel destek ile drgiitsel 6zdeslesme ve isten
ayrilma niyeti arasindaki iliski: Orgiitsel giivenin araci rolii. Karadeniz Sosyal
Bilimler Dergisi, 10(18), 133-155.

Vangel, K. (2011, Ocak). Employee responses to job  dissatisfaction.
https://pdfs.semanticscholar.org/2729/ca998bd 150d04c64bb08070cbfafc9d8b238.pdf

. adresinden edinilmistir.



https://doi.org/10.1037/0022-3514.43.6.1230
https://pdfs.semanticscholar.org/2729/ca998bd150d04c64bb08070cbfafc9d8b238.pdf
https://pdfs.semanticscholar.org/2729/ca998bd150d04c64bb08070cbfafc9d8b238.pdf

484 Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023

Weiss, D. J., Dawis, R. V., & England, G. W. (1967). Manual for the minnesota satisfaction
questionnaire. Minnesota Studies in Vocational Rehabilitation, 22, 120.

Weiss, D.J., Davis, R.V., England, G.W., & Lofquist, L. H. (1967). Manual for the
Minnesota Satisfaction Questionnaire. Minneapolis: The University of Minnesota.

Withey, M. J., & Cooper, W. H. (1989). Predicting exit, voice, loyalty, and neglect.
Administrative Science Quarterly, 34(4), 521-539. https://doi.org/10.2307/2393565.

Yilmaz, A., & Ceylan, C. B. (2011). Ilkogretim okul yoneticilerinin liderlik davranis
diizeyleri ile Ogretmenlerin is doyumu iligkisi. Kuram ve Uygulamada Egitim
Yonetimi, 2(2), 277-394.

Yiiksel, H., & Yiiksel, M. (2014). is doyumu ile isten ayrilma diizeyi arasindaki iliski:
[Ikogretim dgretmenleri iizerinde bir uygulama. Journal of International Social
Research, 7(32), 559-572.

Zamanan, M., Alkhaldi, M., Almajroub, A., Alajmi, A., Alshammari, J., & Aburumman, O.
(2020). The influence of HRM practices and employees’ satisfaction on intention to

leave. Management Science Letters, 10(8), 1887-1894.



Sagbas & Ozdemir / Pamukkale University Journal of Education, 58, 455-485, 2023 485
Tablo 3

Arastirma Degiskenlerine Ait Betimleyici Istatistik Sonuglart (n = 612)

Ort. S 1 2 3 4 5 6 7 8 9 10 11 12 13
1 OA 3.95 73
2 iD 3.97 71 .66*
3 iD1 4.06 71 ST* 97*
4 iD2 3.80 .80 72% .94* .84*
5 IAN 2.00 1.07 -.28% -46%* -47* -40%
6 OM 2.25 .62 - 17* - 17* -.16* - 18* 27*
7 OM1 1.86 .85 -.10% - 13% -.12% - 13% 22 % 76%*
8 OM2 3.33 1.01 .02 .03 .05 .01 -.01 .68%* 37*
9 OM3 1.95 .70 -27% -.26%* -.25% -24% - 32% .80* 39% 28*
10 0S 3.94 .55 38* 44* A42% A43*  -19% -.10* -.09* .09* -.19%*
11 0s1 4.08 73 S52% 49* A44* S1* 0 - 19% -.14%* -.12% .02 -.19%* 19%
12 0s2 3.54 78 14* 18* 16* 19* -.05 .01 -.03 A1* -.03 2% 36*

13 0S3 4.11 .67 16* 30* 31* 24% - 18* -.08* -.04 .09* -.19%* 6% 37* 35%
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14 KK 2.18 1.02 -.39% -.33% -.30% -.35% 34% 26% .19* -.03 38% -26%  -32%

-.06

-.19%

*p <.01

OA=Orgiitsel Adalet; ID=Is Doyumu; ID1=I¢sel; ID2=Dissal; IAN=Isten Ayrilma Niyeti;
0M=Orgﬁtsel Muhalefet; OM1=Haber Ucgurma; OM2=Acik Muhalefet; OM3=Ortiik
Muhalefet; OS=Orgiitsel Sadakat; OS1=Yoneticiye Sadakat; OS2=Meslektaslara Sadakat;
0S3=0Ogrenciye Sadakat; KK=Kayitsiz Kalma



