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ABSTRACT
The main purpose of the study is to see the effects of leadership styles on the dimensions of organizational justice
perception. A survey, which includes visionary, coaching, affiliative, participative and authoritarian leadership
styles and distributive, procedural and interactional justice dimensions, was applied to the employees of Pristina
International Airport, in accordance with this purpose. While the population of the survey was 650 people, 93 were
returned. The obtained data were analyzed by the structural equation model. Leadership style and dimensions of
organizational justice perceptions are explained through Path Analysis with Latent Variables. Because of the small
number of samples, the analysis was performed by the Partial Least Squares Regression (PLSR) method, which
can operate on small sample data, via SmartPLS packet program. In the model formed by the path analysis,
regression coefficients show that the participative leadership has a positive and significant effect on the perception
of distributive justice perception; the coaching leadership has positive and significant effects on both the perception
of procedural justice and the perception of interactional justice; the affiliative leadership has positive and
significant effects on the perception of distributive justice, on the perception of procedural justice and the
perception of interactional justice. The effects of authoritarian and visionary leadership styles on the dimensions
of organizational justice perception are excluded, because p-value is less than the significance level defined for
the study. In the model, there is no regression in some dimensions. Democratic leadership is only effective on
distributional justice. Educational leadership is effective on transactional and interactive justice. Relationship-
oriented leadership is effective on the dimensions of distributional, operational and interactional justice. In this
case, relationship-oriented leadership has an impact on the whole of organizational justice.
Keywords: Leadership Style, Organizational Justice, Partial Least Squares Regression (PLSR), SmartPLS

LIDERLIK TARZININ ORGUTSEL ADALET ALGISINA ETKisj:
KOSOVA PRISTINA HAVA ALANI CALISANLARI UZERINE BiR

ARASTIRMA

oz

Calismanin temel amaci liderlik tarzlarinin orgiitsel adalet algisi boyutlar: iizerindeki etkisini gormektir. Bu amag
dogrultusunda vizyoner, egitimci, iliski odakli, katilimci ve otoriter liderlik tarzlarini ve dagitimsal, islemsel ve
iligkisel adalet boyutlarmni iceren bir anket kullamilmistir. Anket, Kosova’nin bagkenti Pristina’dabulunan
Uluslararasi havaalani ¢alisanlarina uygulanmistir. Aragtirmanin evreni 650 kisiden olusurken anketlerin geri
doniisii 93 adettir. Elde edilen veriler yapisal esitlik modeli yardimiyla analiz edilmistir. Ortiik degiskenler
vasitastyla liderlik tarzi ve orgiitsel adalet algis1 boyutlari agiklanmis ve yol analizi gergeklestirilmistir. Analiz,
orneklem sayisinin az olmasi nedeniyle kiigiik 6rneklem verilerinde ¢aligabilen kismi en kiigiik kareler yontemi
(KEKK) analizi SmartPLS paket programi ile gerceklestirilmistir. Yol analizi neticesinde olusan model de
regresyon katsayilari (agirlikli etki) itibari ile katilimcer liderligin dagitimsal adalet algisina pozitif ve anlamli,
egitici liderligin islemsel adalet algisina ve etkilesimsel adalet algisina pozitif ve anlamly, iligki odakli lideligin ise
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dagitimsal adalet algisina, islemsel adalet algisina (,351) ve etkilesimsel adalet algisina pozitif ve anlaml etki
ettigi tespit edilmistir. Otoriter ve vizyoner liderligin orgiitsel adalet boyutlarina etkisi p degeri anlamsiz oldugu
icin modelden ¢ikarilmigtir. Modelde bazi boyutlar arasinda regresyon yollari bulunmamistir. Demokratik liderlik
sadece dagitimsal adalet lizerinde etkilidir. Egitici liderlik ise islemsel ve etkilesimsel adalet iizerinde etkilidir.
[liski odakli liderlik ise dagitimsal, islemsel ve etkilesimsel adalet boyutlari iizerinde etkilidir. Bu durumda iliski
odakl liderlik orgiitsel adaletin biitiinii {izerinde etkiye sahiptir.

Anahtar Kelimeler: Liderlik Tarz1, Orgiitsel Adalet, Kismi En Kiigiik Kareler Yol Analizi, SmartPLS

INTRODUCTION

The competitive conditions of 21st century have become harder with the rapid development of science
and technology, and management approaches have become an important approach to overcome these
difficult conditions. Within management approaches, leadership style is an actor in order to be able to
work efficiently. Efficiency, employee motivation is related to the justice structure revealed in the
organization. Leadership styles can differentiate perceived justice. Taking this into consideration, the
leadership style attained to the highest degree of justice should be adopted.

Over the past fifty years, many extensive international researches have been conducted in the area of
leadership. This interest is not surprising, as the leadership issue for organizational success has vital
prospects. Without strategic and effective leadership, it is difficult for employees to achieve profitability,
productivity and competitive advantage. In recent years, leadership styles have become an important
subject for research. Researchers regard leadership styles as a variable that has an important role on the
organization's employees. Leadership style is considered as a predictor of organizational performance
(‘Yahya and Ebrahim, 2016: 190).

The Goleman (2000) leadership style in the study is as follows; coercive, authoritative, participative,
democratic, distinctive and coaching.

The coercive style is associated with negativities in organizations. The best working employees are
motivated by wages and provide their satisfaction with a well-done job (Burns and Carpenter, 2008: 54).
The coercive style is implemented as an imitation of the manipulation of employees to attenuate. Indeed,
a tactical skill can be applied skillfully to manipulate, especially in a coercive style, to weaken workers
(Luckcock, 2008: 380). This approach is a top-down approach in which immediate instructions are
required to be followed. Although it is not very applicable in organizations, it is being implemented
effectively during crises (Greenfield, 2007: 161). This can be implemented in the event of a catastrophic
event in which crisis periods are in the process of corporate transformation or takeover (Insberga, 2016:
8). This is often used in military organizations that require absolute obedience to the order. The coercive
leadership feature is closely related to pride. In this structure, the leader's point of view cannot be
criticized, it is not allowed to comment on it, and it is not possible to prevent mistakes because members
of the organization cannot speak (Cumming, 2010, 61). However, it can also assist in dealing with this
kind of resilient workers (Insberga, 2016: 8).

While coercive leadership style tends to protect itself, authoritarian leadership tends to create its own
autonomous domain (Cook-Greuter, 2007: 190). The authoritarian leadership style combines with
systematically controlled parenting support. Parents formulate rules and supervise compliance with
rules, but do not impose compliance with rules. They encourage compliance with rules, open the
rationale behind the rule, and encourage autonomy of thought (Stan, 2012: 814; Kissane-Lee et al., 2016:
41). The authoritarian leadership style decides, communicates and waits for the execution of his
decision. Authoritarian leadership is also called autocratic leadership (Kissane-Lee et al., 2016: 41).
This style can produce excellent results in a short time. In this way, efficiency will decrease with the use
of excessive authority in the long run. The end result of this type of worker will prevent the creativity
and innovativeness traits (Yahaya et al., 2014: 9).

The participative leadership style creates a warm and friendly atmosphere. Team members are also

valued for being an individual, not just an employee. Emotional needs of team members are known.
Friendship is encouraged among colleagues. Emotional needs are kept above rules. All people are
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precious and focused on keeping people happy. Opportunities are offered to prevent conflicts that
prevent performance. Personal performance is rewarded for business performance (Gurley and Wilson,
2011: 5; Miller, R., & Rodney Turner, J., 2010: 310; Mines et al., 2004: 94). When the participative
leadership style is used alone, poor performance can be overlooked, and things to do can come later than
human relationships, leading to an irregular bog (Cook and Rouse, 2013: 10).

Democratic leadership is a style that creates consensus, really listens to others, and takes account of
others' opinions when making decisions. This mode is not suitable for situations in crisis situations or
where specialist information is required. But in the case of uncertainty, in this way, employees are
listened, they are included in the management decision-making process, and they feel that they are
important. However, excessive use of this process can result in endless meetings, debate, and inability
to reach a conclusion (Goleman, 2002: 30; Wang et al., 2011: 21). As proposed by Golema, When
applying this style, employees should be sufficiently competent or sufficiently informed when voice
guidance is offered to employees, which is not reasonable if not so (Zhang, 2015: 1033).

Persons with a distinctive leadership style focus on tasks that need to be achieved far beyond focusing
on a whole cause (Giritli and Oraz, 2004: 260). This style of leadership usually has a negative impact
on organizational culture. Managers who adopt discriminative leadership style may reveal mood
disorders by creating excessive demands on employees. Flexibility and individual accountability are lost
as work becomes more focused on the task (Bloch, 2000: 278). The philosophy of this leadership style
is based on the outcome. It is a preferred mode by top management, which is based on the fact that top
management has more responsibility and strategic direction (Puranik, 2012: 32).

Coaching style leadership focuses on ensuring that employees are standing rather than focusing on
encouraging employees to take responsibility and developing motivation skills. However, Goleman
states that today's companies cannot use developmental leadership styles such as coaching in practice.
This is because they are not able to know the potential advantages of the managers and are incapable of
giving subordinates performance feedback (Ellinger, 2005: 631). The coaching style focuses on personal
development rather than occupational tasks. It has been revealed in some studies that the organizational
structure of the leaders who prefer this style is positively affected. When it comes to developing
coaching-style employees and thinking about investing in them, it has been observed that employees are
reluctant to learn and hardly change themselves (Horner, 2002: 9). In fact, Goleman expresses that
coaching is the most effective method, but it is a rare style. Leaders may have difficulty in passing from
the normative form to the empowering form and may lack the necessary skills (Beattie and Hamlin,
2003: 1).

The concept of organizational justice; can be expressed as the positive perception of the savings and
practices of the managers in relation to the organization and the individuals by the individuals in the
organization. In another words, organizational justice; can be expressed as the way employees perceive
the processes such as pay, prizes, punishment, promotion, assignment to new tasks, how the content of
this practice will be, or how these practices will be announced to employees (igerli, 2010, p.69; Bakirtas
ve Kandemir, 2017:307).

Organizational justice expresses the relationship between the sense of justice and people's work attitudes
and behaviours. Colquitt, Greenberg and Zapata-Phelan state that in the body of literature there are four
different dimensions of organizational justice; organizational justice approach consists of dimensions
of distributional justice, operational justice, interactive justice, and integrative justice. Distributive
justice focuses on outcome-oriented justice. The operational justice dimension focuses on whether the
decisions made by the management levels are fair or not. It is the interactive justice that focuses on the
interpersonal behaviour of the authorities in planning and implementation. On the other hand, the
dimension of interactive justice ex- amines the impact on attitudes and behaviours of workers who work
together and in interaction (Brockner et al., 2015, p.103; Bakirtas ve Kandemir, 2017:307).

Distributive justice is the assessment of your fairness by considering the cost and effort required by the
regulation of the employees' emotions. It focuses on the perception of result-oriented justice (Martinez-

391



Tiirkiye Sosyal Arastirmalar Dergisi-2019 / The effects of ...

ifigo & Totterdell, 2016: 33). The view of procedural justice is a tendency to see social identity
decisions as a consequence of justice decisions (Radburn, 2016; 14). In Lewin's study, the process by
which democratic authority is guided by others, that is to say that the people have a collective decision-
making process, can be expressed as procedural justice. This process is supported by the fairness of your
management (Tyler et al., 2015: 83). Interactive justice; the attitudes of employees are ineffective on
individuals' associations and behaviors (He et al., 2017: 537). Interactional justice is the sense of justice
employees perceive as behavior as a result (Ahmad et al., 2018: 15). Sulander et al. (2016) found that
interrelated justice changed the relationship between shift work and job involvement in their work on
nurses. When interventional justice processes operate, nurses working in shifts have been shown to be
protected against adverse effects such as psychological distress, lower workload and lower job
satisfaction. Interactional justice has also positively impacted organizational commitment, positively
contributed to the procedural justice climate, and nurses' continuing duties (Sulander et al., 2016: 366).

METHODOLOGY

The survey method has used to collect primary data. The survey has developed in order to measure the
effect of leadership style on organizational justice perception, by using other previous studies in
accordance with the objectives of the research. To determine the leadership styles in the survey,
Goleman et al.’s (2002) classification, which was created by analyzing the behavior of 3800 managers
around the world, has been used. In this classification, it is assumed that one or a few of these leadership
styles (visionary leadership, coaching leadership, affiliative leadership, democratic leadership and
authoritarian leadership) have an impact on employees' perceptions of organizational justice. On the
other side, to determine the dimensions of organizational justice, Cohen-Charash and Spector’s (2001)
study has been referred. To Cohen-Charash and Spector (2001), the three different dimensions
(distributive dimension, procedural dimension, and interactional dimension) of organizational justice
are significantly inter-related.

The survey, which includes visionary, coaching, affiliative, democratic and authoritarian leadership
styles and distributive, procedural and interactional justice dimensions, has been applied to the
employees of Pristina International Airport, in Kosovo. The survey was conducted in Albanian. The
obtained data has been analyzed by the structural equation model. Leadership style and dimensions of
organizational justice perceptions are explained through Path Analysis with Latent Variables. Because
of the small number of samples, the analysis has performed by the Partial Least Squares Regression
(PLSR) method, which can operate on small sample data, via SmartPLS packet program.

Analysis has been performed by using Smart-PLS 3 software for structural equilibrium modeling. There
are different approaches for the Structural Equation Model. The first approaches are covariance- based
structural models with software packages such as AMOS, EQS, LISREL and MPlus. The second
approach is structural modeling with Partial Least Squares using PLS-Graph, VisualPLS, SmartPLS and
WarpPLS software focusing on variance analysis. This analysis can also be done with "r" software. The
third approach is a component-based structural equation model known as Generalized Structured
Component Analysis (GSCA) (Wong, 2013).

In this study, the path analysis model was used with the SmartPLS, which defines the relationship
between variables and indicators. This approach is very important for the correct understanding of the
results. The deductions from this approach are not 100% valid. Since the complexity of the real world
is difficult to overcome, this approach is lacking. The path analysis models express the hypothesis and
explain the effect of the different hypotheses expected from the model. With this approach, researchers
demonstrate hypotheses that are validated or unverifiable (Sender and Pohey, 2014: 348).

Importance and Purpose of Research

Lau, (Elaine) W. K. (2014) analyzed the effect of leadership styles and employee participation on
organizational justice. In the study, significant effects of leadership styles on organizational justice were
revealed. The study in the United States was conducted on 139 people. Different geographies and
cultures will be different in terms of organizational structures, and the results of analysis will be
different. As a matter of fact, the author draws attention to the importance of working on the relationship
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between leadership styles and organizational justice. The point that distinguishes our own work from
this work is that we use methods and a different leadership style survey.

The aim of the study is to measure the effect of leadership styles on organizational justice. The research
will demonstrate the extent to which the organizational justice dimension is affected by what leadership
style the airport manager displays. The manager will be able to shape behavioural approaches through
the results.

The Universe and Sample Of Research

The universe of the study consists of the employees of Pristina International Airport in Kosovo. The
airport is managed by the French company Aéroports De Lyon-Management & Services and the Turkish
CEO in partnership with the Turkish company Limak Group of Companies. 661 employees work at
different levels in the airport. Of these employees, 89 of them work as admissions and units, 576 of them
work in the department and units. The sample of the study consisted of 93 people. The nature of the
research universe should also be considered. The enterprise in which the research is conducted belongs
to two different countries from outside Kosovo in terms of ownership and operational structure. Hill
management does not belong to the culture of the country where the airport is located. Moreover, the
country is an important transportation hub of the multicultural Balkan geography. In terms of these
properties, the sample of the research is interesting.

Theoretical Model of Research
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Figure 1. Theoretical Model of Leadership Styles on Organizational Justice

The impact of Leadership Styles in Organizational Justice on Figure 1 shows hypotheses about the
theoretical model. Regression paths in the figure as a result of the analysis will express the accepted
hypotheses.

Findings of the Research
The findings of the study are based on demographic variables and Structural Equation Model analysis.
The results are shown in Table 1 below.

Table 1. Demographic Findings

Gender Female(n/% Male (n/%)
25/%27 68/%73
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Age 19-25(n/%) 26-35(n/%) 36-45(n/%) 46-55(n/%)
17-%18,3 33-%35,5 34/%36,6 8/%9,7
Education  Secondary High Master’s
Level Eduction School Faculty Degree (n/%)
6/%6,5 18/%19,4 55/%59,1 14/%15,1
Time
Worked In 0-1 Year 1-3  Year 3-5 Year 5-10 Year 10+ Year (n/%)
3/%3,2 22/%23,7 19/%20,4 22/%23,7 27/%29
Working
Chapter Adminstrative Units (n/%) Operation Units (n/%)
32/%34,4 61/%65,6
National Turks of Kosovo of
Culture Turkey (n/%) Turks (n/%) Albenian (n/%) Roman (n/%) Bosnian (n/%)
3/%3,2 3/%3,2 83/%89,2 3/%3,2 1/%1,1

According to demographic findings, most of the participants were male. The age range is between 26-
45 and the level of education is at the faculty level. The intensity of employees for more than 10 years
is noteworthy. Operation Units are at a higher level in accordance with the distribution of total
employees. The vast majority of employees feel themselves in the Albanian national culture.

Structural Equation Model Findings

Validity and Reliability: In the study, Average Variance Extracted (AVE), Composite Reliability (CR)
and Cronbach’s Alpha (CA) have been used, as reliability criteria. As shown in the Figure 1, the
Cronbach’s Alpha (CA) values are above the threshold value of 0.70; the Composite Reliability (CR)
value is above 0.70, which is the threshold of compliance goodness; and the Average Variance Extracted
(AVE) values are above the threshold value of 0.50 (Afthanorhan, 2013:200). The Cronbach Alpha (CA)
coefficient is sufficient to be valid in the Albanian language.

The figure below shows the general findings and outcomes, and also validity and reliability, of the study.
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Figure 2. Finding and Outcomes

In the model formed by the path analysis, regression coefficients show that the participative leadership
has a positive and significant effect on the perception of distributive justice perception (,290); the
coaching leadership has positive and significant effects on both the perception of procedural justice
(,334) and the perception of interactional justice (,296); the affiliative leadership has positive and
significant effects on the perception of distributive justice (,578), on the perception of procedural justice
(,351) and the perception of interactional justice (,471). The effects of authoritarian and visionary
leadership styles on the dimensions of organizational justice perception are excluded, because p-value
is less than the significance level defined for the study (p<0.05). In the model, there is no regression in
some dimensions.

Figure 1 shows that the most effective leadership style is the affiliative one. Its effects on all three
organizational justice perceptions are on the highest level, relatively. Affiliative leadership style creates
harmony, builds relationships and emotional bonds, and makes positive impact on employees (Goleman,
2000: 3). In return, this creates a positive impact on all three dimensions of organizational justice
perception. Democratic leadership, which is expected to have the greatest effect on all dimensions, on
the other hand, effects only distributive justice perception, with a small ratio. Democratic leadership
encourages people to have a word in the decision-making process and focuses on personal development.
Nevertheless, it has some drawbacks in some cases (Goleman, 2000: 5). It may be difficult to meet the
expectations of people varying depending on the social structure. It may be difficult for a democratic
leader to meet the expectations of people, which varies depending on the social structure and social
values.
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CONCLUSION

The positive perception of organizational justice will cause employees to display positive behaviours
within the organization. Otherwise, it may harm the functioning and performance of the organizational
processes, as well as the employees themselves. Organizational justice perception can be influenced by
many different factors depending on the leadership style, the organization and the manager. In this study,
the effect of direct leadership style on organizational justice perception is examined. As a result of the
research, some of the leadership styles have positive effects on different dimensions of organizational
justice.

Democratic leaders attach importance to bidirectional communication and employee feedback. They
have a structure to consult their employees. It is natural for organizations to have a positive impact on
the perception of justice in the distribution of prizes, penalties and resources. Because before the
phenomenon of distribution, the manager consults his employees regarding the subject and process of
distribution. Thus, it will feed the perception that distribution is fair. In particular, the employees
involved in the distribution of resources will be able to share their thoughts in their minds during the
consultation process.

Coaching Leadership enables employees to recognize their potential. It is a leadership style that guides
and supports them to reveal the potential of employees. In such leadership, it is possible for employees
to have an endless training process. It is necessary to maintain mutual communication and interaction
with employees. In such an environment, the quality of behaviour between managers and employees
increases. Therefore, the perception of interactional justice is positive. On the other hand, it supports the
perception that the transactions related to the acquisition of gains in the organization are also fair.
Affiliative Leadership places great importance on the harmony between employees. In this type of
leadership, the leader's desire to establish and support work teams is observed to improve inter-
employee compliance. The leader who strives to reduce inter-employee conflicts, also wishes to
maintain the compliance of the employees with the praise of the employees. These leaders are trying to
achieve the objectives of the organization by establishing good relations within and outside the
organization; they are sensitive to the individual needs of employees. They establish relationships with
employees based on emotional ties and loyalty. They strive to meet the individual needs of employees
and pave the way for initiative. When these efforts of the leader are appreciated by the employees, a
positive perception is formed in all dimensions of organizational justice.

Visionary leaders focus on the long-term implementation of employees, as they are people who have
long-term goals. Thus, the long-term objectives of the organization and the long-term goals of the
employees are in effort to harmonize. This effort is an important effort in terms of organizational and
individual success, but it does not have a negative or positive effect on employees' perceptions of
organizational justice.

Autocratic leaders are control-oriented people. It clearly identifies the performance targets and standards
of the employees. Then, in the process, they have to make sure that these goals are achieved. These
people who do not like to transfer their powers and responsibilities do not want to give initiative to their
employees. In this context, it is natural that it does not have a positive or negative effect on
organizational justice point. Because it is a natural result that employees do not engage in perceptions
of injustice because they behave like this. If some of the organization's employees exhibit different
behaviours, then negative perceptions are encountered in all dimensions of organizational justice.

This research has different effects on different perceptions of justice in the organization of different
leadership styles. Different perceptions of justice are affected at different levels according to the
structural characteristics of leadership style. The fact that a relationship-oriented leader affects the
perceptions of justice that the organization expects is an important conclusion to be considered in terms
of the aviation sector.

Note: The brief summary of this study was published at the 3rd International Annual Meeting of the
Society of Socioeconomics (2017) Society.
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Uzun Oz

21. yiizyilin rekabetci kosullari, bilim ve teknolojinin hizli gelisimi ile zorlasti ve yonetim yaklagimlari
bu zor kosullarin iistesinden gelmek icin 6nemli bir yaklasim haline geldi. Yonetim yaklasimlarinda
liderlik tarzi, verimli ¢alisabilmek i¢in bir aktordiir. Verimlilik, ¢alisan motivasyonu organizasyonda
ortaya konulan adalet yapisi ile ilgilidir. Liderlik stilleri algilanan adaleti farklilagtirabilir. Bunu
dikkate alarak, en iist diizeyde adalete ulasan liderlik tarz1 benimsenmelidir. Son elli yilda, liderlik
alaninda bircok kapsamli uluslararasi arastirma yapilmustir. Orgiitsel basar1 icin liderlik konusunun
hayati umutlar1 oldugu icin bu ilgi sasirtici degildir. Stratejik ve etkili liderlik olmadan galiganlarin
karlilik, verimlilik ve rekabet avantaji elde etmesi zordur. Son yillarda, liderlik stilleri aragtirma igin
onemli bir konu haline gelmistir. Arastirmacilar liderlik stillerini kurum caligsanlari iizerinde 6nemli bir
rolii olan bir degisken olarak goriiyorlar. Liderlik tarzi orgiitsel performansin bir belirleyicisi olarak
kabul edilir (Yahya ve Ebrahim, 2016: 190). Calismada Goleman’in (2000) liderlik tarzlar su sekildedir;
zorlayici, otoriter, katilime1, demokratik, ayirt edici ve kogluk.Katilimer liderlik tarzi orgiitlerde sicak
ve dostane bir ortam yaratir. Orgiit {iyeleri ayn1 zamanda bir galisan olarak degil, bir birey oldugu igin
degerlidir. Orgiit iiyelerinin duygusal ihtiyaclar1 bilinmektedir. Arkadasliklar meslektaslar arasinda
tesvik edilir. Duygusal ihtiyac¢lar kurallarin lizerinde tutulur. Tiim insanlar degerlidir ve insanlart mutlu
etmeye odaklanmistir. Performansi onleyen catismalar1 6nlemek icin firsatlar sunulmaktadir. Is
performansi igin kisisel performans odiillendirilir (Gurley ve Wilson, 2011: 5; Miiller, R. ve Rodney
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Turner, J., 2010: 310; Mines ve digerleri, 2004: 94). Katilime1 liderlik tarzi tek basina kullanildiginda,
diisiik performans g6z ardi edilebilir ve yapilacak seyler insan iliskilerinden daha sonra gelebilir ve bu
da diizensiz bir batakliga neden olabilir (Cook and Rouse 2013: 10).Demokratik liderlik, fikir birligi
yaratan, baskalarmi gercekten dinleyen ve karar alirken baskalarinin goriislerini dikkate alan bir tarzdir.
Bu tarz, kriz durumlarinda veya uzman bilgilerin gerekli oldugu durumlar i¢in uygun degildir. Ancak
belirsizlik durumunda, ¢alisanlar dinlenir, yonetim karar alma stirecine dahil edilir ve nemli olduklarini
disiiniirler. Bununla birlikte, bu siirecin asir1 kullanimi, bitmeyen toplantilara, tartismaya ve bir sonuca
ulasilamamasina neden olabilir (Goleman, 2002: 30; Wang ve digerleri, 2011: 21). Goleman tarafindan
onerildigi gibi, bu tarz uygulanirken, galisanlara fikir rehberligi teklif edildiginde galisanlar yeteri kadar
yetkin veya yeterince bilgilendirilmelidir. Yoksa bu yaklagim makul bir yaklasim degildir (Zhang, 2015:
1033).Kendine 6zgii liderlik tarzina sahip kisiler, biitiin bir nedene odaklanmanin 6tesinde yapilmasi
gereken gorevlere odaklanir (Giritli ve Oraz, 2004: 260). Bu liderlik tarzinin orgiitsel kiiltiir izerinde
genellikle olumsuz bir etkisi vardir. Ayrimci liderlik tarzi benimseyen yoneticiler, ¢alisanlardan agir
talep yaratarak duygudurum bozukluklarini ortaya cikarabilir. Is goreve odaklandikca esneklik ve
bireysel hesap verebilirlik kaybedilir (Bloch, 2000: 278). Bu liderlik tarzinin felsefesi sonuca
dayanmaktadir. Ust ydnetimin daha fazla sorumluluk ve stratejik yonii oldugu gergegine dayanan, iist
yonetim tarafindan tercih edilen bir tarzdir (Puranik, 2012: 32).Kogluk tarzi liderlik, ¢alisanlarin
sorumluluk almaya ve motivasyon becerilerini gelistirmeye tesvik etmeye odaklanmak yerine
calisanlarin ayakta durmasini saglamaya odaklanir. Ancak Goleman, bugiiniin sirketlerinin pratikte
kocluk gibi gelisimsel liderlik stillerini kullanamayacagini belirtiyor. Bunun nedeni, yoneticilerin
potansiyel avantajlarin1 bilmedikleri ve alt performans geribildirimi verememe durumudur (Ellinger,
2005: 631). Kogluk tarzi, mesleki gorevlerden ziyade kisisel gelisime odaklanir. Baz1 ¢alismalarda bu
tarzi tercih eden liderlerin Orgiitsel yapisinin olumlu yonde etkilendigi ortaya ¢ikmistir. Kogluk tarzi
calisanlar gelistirmek ve bunlara yatirm yapmayr disiinmek s6z konusu oldugunda, caligsanlarin
kendilerini 6grenmek Ve zorlukla degistirmek konusunda isteksiz olduklar1 gériilmiistiir (Horner, 2002:
9). Aslinda Goleman, kog¢lugun en etkili yontem oldugunu ifade eder, ancak bu nadir bir stildir. Liderler
normatif formdan giiclendirici forma gecmekte glicliik cekebilir ve gerekli becerilerden yoksun olabilir
(Beattie ve Hamlin, 2003: 1).Orgiitsel adalet kavrami; Kurumlarin ve kurumdaki bireyler ile ilgili olarak
yoneticilerin tasarruf ve uygulamalarinin olumlu algilanmasi olarak ifade edilebilir. Baska bir deyisle,
orgiitsel adalet; Calisanlarin iicret, 6diil, ceza, terfi, yeni gorevlere atama, bu uygulamanin igeriginin
nasil olacagi ya da bu uygulamalarin ¢alisanlara nasil duyurulacag: gibi siiregleri algilama sekli olarak
ifade edilebilir (Icerli, 2010, 5.69; Bakirtas ve Kandemir, 2017: 307).0rgiitsel adalet, adalet duygusu ile
insanlarin ¢aligma tutum ve davraniglar arasindaki iligkiyi ifade eder. Colquitt, Greenberg ve Zapata-
Phelan, literatiir cercevesinde dort farkli orgiitsel adalet boyutu oldugunu; orgiitsel adalet yaklasimi,
dagitimsal adalet, orgiitsel adalet, etkilesimli adalet ve biitiinlestirici adalet boyutlarindan olusmaktadir.
Dagitimc1 adalet, sonu¢ odakli bir adalete odaklanmaktadir. Orgiitsel adalet boyutu, yonetim
kademelerinin aldig1 kararlarin adil olup olmamasina odaklanmaktadir. Planlama ve uygulamada
yetkililerin kisileraras1 davranislarina odaklanan etkilesimli adalettir. Ote yandan, etkilesimli adaletin
boyutu, birlikte ¢alisan isgilerin ve etkilesim halinde olan tutum ve davranislari tizerindeki etkilerini
ortaya koymaktadir (Brockner ve digerleri, 2015, s.103; Bakirtas ve Kandemir, 2017: 307).Arastirmanin
amaci liderlik tarzlarinin, Orgiitsel adalet boyutlart iizerindeki etkisi olarak sekillenmistir.
Aragtirmanin verileri anket yontemi ile Pristina (Kosova) Uluslararasi Havaalani ¢alisanlarindan yiiz
yiize goriisme ile elde edilmistir. Havaalani ¢aligsan sayis1 650°dir. Calisanlarin 89’u (%13,6) yonetim
kademesinde calisirken 576°s1 (%86,3)’li operasyonel personel olarak caligmaktadir. Calisanlarin
93’iine (%14,3) anket uygulanmistir. Elde edilen veriler varyans tabanli kismi en kii¢iik karaler ile
yapisal esitlik modellemesi ile analiz edilmistir. Veri analizi i¢in SmartPLS paket programi
kullanilmigtir. Calismada yol analizi ile model kurulmustur. Analiz sonuglarina gore; Katilimci
liderligin, dagitimsal adalet iizerinde %29 etkiye sahip oldugu, koc¢luk tipi liderlik tarzinin islemsel
adalete %34, etkilesimsel adalete ise %30 etkiye sahip oldugu, katilimer liderligin dagitimsal adalete
%0358, islemsel adalete %35 ve etkilesimsel adalete %47 etkiye sahip oldugu sonuglarina ulagilmstir.
Demokratik liderler, iki yonlii iletisim ve galisanlarin geri bildirimlerine nem vermektedir. Yoneticiler,
calisanlarina danisacak bir yapiya sahiptirler. Odiillerin, cezalarin ve kaynaklarin dagitiminda adalet
algis1 lizerinde oOrgiitlerin olumlu bir etkisi olmas1 dogaldir. Clink{i dagitim olgusundan once, ydnetici
calisanlarina dagitimmn konusu ve siireci hakkinda danigmanlik yapar. Boylece dagitimin adil oldugu
algismi besleyecektir. Ozellikle, kaynaklarin dagitiminda yer alan calisanlar istisare siirecinde
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diistincelerini  zihinlerinde paylasabileceklerdir. Kogluk liderligi, c¢alisanlarin potansiyellerini
tanimalarin saglar. Calisanlarin potansiyelini ortaya ¢ikarmak i¢in onlar1 yonlendiren ve destekleyen
liderlik tarzidir. Bu liderlikte calisanlarin sonsuz bir egitim siirecine sahip olmalari miimkiindiir.
Calisanlarla karsilikli iletisimi ve etkilesimi saglamak gerekir. Bdyle bir ortamda, yoneticiler ve
calisanlar arasindaki davranis kalitesi artar. Bu nedenle, etkilesimsel adalet algis1 olumludur. Ote
yandan, kurulustaki kazanimlarin kazanilmasi ile ilgili islemlerin de adil oldugu algisini
desteklemektedir.Katilimer liderlik, ¢aliganlar arasindaki uyuma biiylik 6nem vermektedir. Bu tiir
liderlikte, liderin is takimlart kurma ve destekleme arzusunun c¢alisanlar arasi uyumu iyilestirdigi
goriilmektedir. Calisanlar arasi ¢atigmalar1 azaltmak icin cabalayan lider, ¢alisanlarin galisanlarinin
Ovgiilerine uygunlugunu siirdiirmek istemektedir. Bu liderler, kurulus i¢inde ve disinda iyi iligkiler
kurarak kurulusun amaglarina ulagmaya calisiyor; calisanlarin bireysel ihtiyaglarina duyarlidirlar.
Caligsanlarla duygusal baglar ve sadakat temelinde iliskiler kurarlar. Calisanlarin bireysel ihtiyaglarin
karsilamaya ve inisiyatif almanin oniinli agmaya ¢alisiyorlar. Liderin bu ¢abalar1 ¢alisanlar tarafindan
takdir edildiginde, orgiitsel adaletin her boyutunda olumlu bir algi olusuyor.Vizyoner liderler,
calisanlarin uzun vadeli uygulamalarina odaklanir, ¢iinkii uzun vadeli hedefleri olan insanlar. Bu
nedenle, kurumun uzun vadeli hedefleri ve calisanlarin uzun vadeli hedefleri uyum saglama
cabasindadir. Bu caba orglitsel ve bireysel basarit agisindan 6nemli bir ¢abadir, ancak calisanlarin
orgiitsel adalet algilar iizerinde olumsuz ya da olumlu bir etkisi yoktur. Otokratik liderler kontrol odakli
kisilerdir. Calisanlarin performans hedeflerini ve standartlarini agikga belirler. Sonra, bu siiregte, bu
hedeflere ulagildigindan emin olmak zorundalar. Yetki ve sorumluluklarini devretmeyi sevmeyenler,
calisanlarina inisiyatif vermek istemezler. Bu baglamda, orgiitsel adalet noktasinda olumlu ya da
olumsuz bir etkisinin olmamasi dogaldir. Ciinkii ¢alisanlarin adaletsizlik algilarina karigmamalar1 dogal
bir sonugtur ¢iinkii bdyle davranirlar. Kurulusun ¢alisanlarindan bazilar1 farkli davranislar sergiliyorsa,
orgiitsel adaletin her boyutunda olumsuz algilar ortaya cikar.
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