PEGEM JOURNAL OF

I TI M EDUCA}ION
woo . 7. ,

4a

INSTRLU

Article Type:
Research Paper

Original Title of Article:
The relationship between teachers' perceptions of organizational justice and job satisfaction

Turkish Title of Article:
Ogretmenlerin 6rgiitsel adalet ve is doyumu algilari arasindaki iliski

Author(s):
Miislim ALANOGLU, Ziilfi DEMIRTAS

For Cite in:

Alanoglu, M. & Demirtas, Z. (2019). The relationship between teachers' perceptions of organizational
justice and job satisfaction. Pegem Egitim ve  Odretim  Dergisi  9(1), 149-170,
http://dx.doi.org/10.14527/pegegog.2019.006

Makale Turu:
Ozgiin Makale

Orijinal Makale Baghg:
The relationship between teachers' perceptions of organizational justice and job satisfaction

Makalenin Tiirkce Baghgi:
Ogretmenlerin érgiitsel adalet ve is doyumu algilari arasindaki iliski

Yazar(lar):
Miislim ALANOGLU, Zulfu DEMIRTAS

Kaynak Gosterimi igin:

Alanoglu, M. & Demirtas, Z. (2019). The relationship between teachers' perceptions of organizational
justice and job satisfaction. Pegem Egitim ve  Odretim  Dergisi  9(1), 149-170,
http://dx.doi.org/10.14527/pegegog.2019.006

¥R CEGEMAKADEMI



&)

8 & Pegem Egitim ve Ogretim Dergisi, 9(1), 2019, 149-170
53]

8 PEGEM www.pegegog.net
& AKADEMI

The relationship between teachers' perceptions of organizational justice and
job satisfaction

Miislim ALANOGLU 2, Ziilfii DEMIRTAS ~™

®Firat University, Education Faculty, Elazig/Turkey @ CrossMark

Article Info Abstract

The purpose of this research is to determine the relationship between teachers’

DOI: 10.14527/pegegog.2019.006 ) o T . - . . e ;
perceived organizational justice and job satisfaction. This quantitative study is

Article History: designed in relational survey model. The sample of the research consists of 396
Received 22 February 2018 teachers working in the public high schools located in four central provinces of Mersin
Revised 07 May 2018 city. Organizational Justice Scale and Job Satisfaction Scale were used as data
Accepted 16 June 2018 collection tools in the study. Arithmetic mean, standard deviation, t test, ANOVA and
Online 15 October 2018 correlation analysis were performed by using SPSS 21 package program. According to

the findings, the level of perception of teachers' organizational justice and job
Keywords: satisfaction is high. Of the demographic variables, only professional tenure caused
Teacher, meaningful differentiation at job satisfaction. Other variables did not cause meaningful
Organizational justice, differences at organizational justice and job satisfaction perceptions. There is a
Job satisfaction. meaningful, low level and positive relationship between organizational justice and job

satisfaction perception levels.

Article Type:
Research paper

Ogretmenlerin orgiitsel adalet ve is doyumu algilari arasindaki iliski

Makale Bilgisi 0z

Bu arastirmanin amaci, 6gretmenlerin 6rgltsel adalet ve is doyumu algilari arasindaki

DOI: 10.14527/pegegog.2019.006 e . . e . . R
iliskiyi tespit etmektir. Arastirma, iliskisel tarama modelinde tasarlanmis nicel bir

Makale Gegmisi: ¢alismadir. Arastirma 6rneklemini, Mersin ilinin dort merkez ilgesinde bulunan resmi
Gelis 22 Subat 2018 ortatgretim okullarinda gérev yapan 396 6gretmen olusturmaktadir. Arastirmada, veri
Diizeltme 07 May 2018 toplama araci olarak Orgiitsel Adalet Olgegi ve Is Doyum Olgegi kullaniimistir.
Kabul 16 Haziran 2018 Katiimcilardan elde edilen verilere SPSS 21 paket programindan vyararlanilarak
Cevrimici 15 Ekim 2018 aritmetik ortalama, standart sapma, t testi, tek yonli varyans analizi ve korelasyon

analizleri yapilmigtir. Bu analizler sonucunda elde edilen bulgulara gore, 6gretmenlerin
Anahtar Kelimeler: orgltsel adalet ve is doyumu algi duzeyleri yuksek c¢ikmistir. Demografik
Ogretmen, degiskenlerden sadece mesleki kidem is doyumunda anlamli farklilasmaya neden
Orgiitsel adalet, olmustur. Diger degiskenler, oOrglitsel adalet ve is doyumu algilarinda anlaml
is doyumu. farklilasmaya neden olmamistir. Orgiitsel adalet ve is doyumu algi diizeyleri arasinda

anlamli, dustik dizeyde ve pozitif yonli bir iliski tespit edilmistir.

Makale Tiirii:
Ozgiin makale

* Author: muslimalanoglu@gmail.com Orcid ID: https://orcid.org/0000-0003-1828-4593
Author: zdemirtas@firat.edu.tr Orcid ID: https://orcid.org/0000-0002-1072-5772


https://orcid.org/0000-0003-1828-4593
http://dx.doi.org/10.14527/pegegog.2019.006

Muslim ALANOGLU, Ziilfii DEMIRTAS — Pegem Egitim ve Ogretim Dergisi, 9(1), 2019, 149-170

Introduction

Work has an important place in the life of the employee. The time spent at work is considered to be
quite long. This timeframe is influential on the physical and mental health of the employee. The
attitudes and behaviors developed against the work are important for the healthy operation of the
business life. Positive attitudes towards work are expected to be effective in improving employee
performance (Altas & Kuzu, 2013; Babalola, 2016; Biite, 2011; Ozutku, 2008). Employees' performance is
one of the most important factors in achieving productivity, which has an important place among
organizational goals. The positive attitudes and behaviors that employees have developed against their
jobs are regarded in terms of organizations. Therefore, organizations aim to increase performance and
productivity within the organization by raising the satisfaction of their employees and providing their
psychological balances (Dugguh & Ayaga, 2014). Perceptions developed by employees about how they
are treated within the organization are effective in determining their attitudes towards business and
business environment. At the same time, these perceptions help employees to form and shape justice.

Justice is one of the most important issues in organizational life as well as in social life. As a
fundamental requirement for employees' personal satisfaction and effective organizational functions,
the importance of justice is recognized by social scientists as long-lasting (Greenberg, 1990).
Organizational justice is related to the degree at which individuals are satisfied with the treatment
applied to them in the organizational setting (Kdybasi, Ugurlu & Oncel, 2017).

Organizational justice means that the distribution of work-related outputs and the processes used in
this distribution and the transfer of these processes to the employees are considered fair by the
employees (Beugr, 2002). The concept of organizational justice is based on the Equity Theory, which was
put forward by Adams (1965) and made tremendous impact in those years (Altintas, 2006; isbasi, 2001;
Ozdevecioglu, 2003).

Basic insight into the equity theory suggests that it is likely that employees will reduce their
contributions when they receive low wages and increase their contributions if they receive high wages.
According to this theory, employees compare the proportion of their contribution and work they
provide to their employees proportionally with employees in other organizations. They improve their
feelings of guilt and resentment in the sense that this ratio is not equal. Employees will feel guilty
because they are rewarded higher than others, and will feel angry if they are rewarded at a lower rate
(Greenberg, 1990; Ozkalp & Kirel, 2013).

Employees may have an idea about whether this comparison is comparable to what others have
achieved in the same organization, and whether it is fair or not. In order to ensure employee
satisfaction, the expected situation should be equality, as Adams (1965) points out. Employees expect to
get output from themselves for their contribution to the organization. In the equity theory, the degree
of job success and satisfaction of employees is related to the equality or inequality perceived by the
working environment (Giderler Atalay, 2015). Equality perceptions of employees are related not only to
the distribution of material resources but also to all values that can be shared such as opportunities,
roles, statuses, appreciation (Ozkalp & Kirel, 2013).The equity theory deals with the fairness of the
outputs and is more often expressed as distributive justice. When the first studies on organizational
justice were examined, it was emphasized that justice was composed of two components, distributive
and procedural justice. In recent years, however, the concept of interactive justice has been added as a
third component of these two components (Aslan & Ozkog, 2015).

Distributive justice is the perception of justice regarding the achievements of the individual. While
procedural justice concerns the justice of the decision-making process, interaction justice is related to
the disclosure of these processes to employees (Ozkalp & Kirel, 2013). In other words, the humanity of
organizational practices emphasizes the justice of interaction (Aslan & Ozkog, 2015). Despite this
classification, in recent years there has been a tendency to look at organizational justice with a holistic
approach (Yilmaz, 2010).
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In schools, human involvement emerges as a much more important factor than other organizations.
Schools, like other organizations, are influenced by many organizational variables. One of these
variables is the perception of organizational justice on teachers (Kasapoglu, 2015). In studies on justice,
it is understood that this concept has had a meaningful effect on the relations between the teachers
(Koybasi et al., 2017). The fact that teachers have a positive perception of organizational justice can be
expected to affect the functioning of educational institutions positively. It is possible that the teachers
who believe that the environment is fair can interact positively with their environment and therefore
with their students.

Organizational justice in the literature is highly anticipated as a subject of much interest. Therefore,
organizational justice has been associated with many concepts (Roch & Shanock, 2014). Job satisfaction
is one of the concepts related to organizational justice. There is a meaningful, linear and high level
relationship between these two concepts (iscan & Sayin, 2010; McFarlin & Sweeney, 1992; Sweeney &
McFarlin, 1993; Walk, 2008; Yildirnm, 2007) and high sense of justice increases the job satisfaction of the
employee (Giderler Atalay, 2015). When there is a perception that employees are exposed to unfair
behavior; reduces feelings of commitment and loyalty towards the whole organization and this situation
causes the employees to exhibit negative feelings and attitudes (Eren, 2015).

Job satisfaction defined by different researchers in different ways and it can be defined as an
increase in productivity and quality of work as a result of appreciation of individual's work or
experiences (Demirtas & Alanoglu, 2015). Eren (2015) defines job satisfaction as financial income from
work and the enjoyment of the employee as he / she has spent with colleagues. Job satisfaction, which
expresses the positive feelings and attitudes that the employee has developed against the work he / she
has done; loving the employee's work, feeling happy and confident in his / her work and this situation is
very important for both employee and organization (Karcioglu & Akbas, 2010).

In general, job satisfaction or dissatisfaction is related to the motivation. Also, it is influenced by a
number of factors related to the employee, the characteristics of the job, and the job environment
(Demirtas, 2010a). Employee satisfaction, performance and retention have always been very important
issues in employee management literature and among human resource management practitioners.
Attitudes towards pay, working conditions, co-workers and managers, career prospects and intrinsic
aspects of the job may influence the level of employee’s satisfaction in the organization (Dugguh &
Ayaga, 2014).

Job satisfaction causes the desired results such as individual pleasure, positive emotion and self-
confidence that the employee gets from his work, and increases the efficiency in the organizational
sense (Yetim, 1997). It is expected that an individual who is happy and enjoys his / her individual job will
increase his / her individual performance and productivity. It is an inevitable consequence that the
individual increase in performance and efficiency has the same effect on organizational structure.
According to Basaran (2008); the quality of work, the possibility of promotion, payment, praise, working
conditions, supervision, the quality of colleagues, organization and management, organization climate
and personality of employees can be listed as factors affecting job satisfaction.

Organizations can improve the satisfaction of their employees by improving organizational factors
such as the quality of management, the quality of work, the ability to rise, and the working conditions
that affect job satisfaction. According to Basaran (2008); There are two important purposes of the
organization. One of them is to produce and the second is to provide satisfaction of the employees. Hoy
and Miskel (2010) similarly mentioned the importance of meeting human needs as well as achieving
organizational goals.

As in all organizations, it is very important that the level of satisfaction of teachers is high (Ozen,
Kutanis & Mesci, 2010). Because teachers educate students and shape the society in a sense. Teachers'
satisfaction or dissatisfaction is of great importance in terms of teaching quality. It is expected that the
teachers who achieve high level satisfaction from their work will increase their performance and
productivity. As a result, the quality of the education they give is a fact that cannot be ignored. The high
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perception of teachers' organizational justice in educational institutions is seen as an important
indicator of owning their school. It is expected that the efficiency and performance of the teachers who
own the school will be higher.

Ozer and Urtekin (2007) have investigated organizational justice perceptions in four dimensions and
found that all dimensions are related to job satisfaction. Altinkurt and Yilmaz (2010), Keklik and Coskun
Us (2013) have found that organizational justice is an important predictor of job satisfaction.

Despite the fact that organizational justice and job satisfaction are attracted and researched by many
researchers, the present study is aimed to investigate the relationships between organizational justice
and job satisfaction in a different time frame, at different stages and in a different sample, and to create
a different point of view. In this context, the purpose of the research is to examine "the relationship
between teachers' perceptions of organizational justice and job satisfaction". The answer to the
following questions was sought to achieve this purpose:

1. What is the perception level of teachers' organizational justice?
2. What is the perception level of teachers' job satisfaction?

3. Do the teachers' perceptions of organizational justice and job satisfaction show meaningful
differences according to gender, education status, bachelor's degree and professional tenure?

4. Is there a meaningful relationship between teachers' organizational justice and job satisfaction
perceptions?

Method
Research Design

The research was designed as a relational survey model within quantitative research. The relational
survey is a research model aimed at determining the presence and degree of mutual exchange between
two or more variables (Karasar, 2010). This model was used to test whether there is a meaningful and
linear relationship between the teachers' perceptions of organizational justice and job satisfaction
levels. Rather than testing which variable is the initiator, which variable is the result, the existence or
absence of the relationship is tested.

Population and sample

The study's population constitutes a total of 65 high schools located in the four central provinces of
Mersin (Akdeniz, Toroslar, Yenisehir and Mezitli) in the academic year 2016-2017. The number of
teachers working in this high school is 3194 (http://www.mersin.meb.gov.tr). The sample of the
research consists of 396 teachers working in 20 high schools, five of which are Yenisehir, five of Toroslar,
six of Akdeniz and four of Mezitli. Random proportional cluster sampling is done. Scales were distributed
and collected to the teachers of the schools sampled by the researchers. 204 of the participants were
women, 192 were men; 336 of them received 60 undergraduate degrees; 226 of them are in education
faculty, 170 are faculty or college graduates other than education faculty; 46 have 1-5 years, 54 have 6-
10, 55 have 11-15 and 241 have 16 years and more tenure.

Data Collection Tools

Organizational Justice Scale

The scale developed by Hoy and Tarter (2004), consists of 10 items Likert type items and single
dimension. The adaptation of the scale to Turkish was done by Tasdan and Yilmaz (2008) and the
explained variance was found as 61.74%. Factor loadings ranged from .44 to .89, and the Cronbach’s
Alpha reliability coefficient was .92. The scale developed for educational institutions reflects a holistic
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view of organizational justice. In this study, explanatory and confirmatory factor analyses of the scale
were carried out again. Explanatory Factor Analysis (EFA) findings; KMO (.93) and Barlet's Test of
Sphericity (2890.11; df = 45; p = .00) showed that the data reached adequate sample size and were
suitable for factor analysis. The scale, like the original scale, contains single dimension and 10 items. The
factor loadings of the items in the scale range from .49 to .89. Cronbach's Alpha reliability coefficient is
.93. The scale explains 63.26% of the total variance. The result of Confirmatory Factor Analysis (CFA)
showed that factor loadings ranged between .42 and .88. The fit indices of the model were found (x2 / df
=3.01; GFI =.96; AGFI =.92; CFl =.99; NNFI = .98; NFl = .98; RMSEA = .07 and SRMR = .02) very well.

Job Satisfaction Scale

The original Job Satisfaction Scale developed by Ho and Au (2006) and adapted to Turkish by
Demirtas (2010b) consists of five items. In this study, EFA and CFA of the scale was carried out again.
EFA findings; KMO (.79) and Barlet's Test of Sphericity (734.92; df = 10; p = .00) showed that the data
revealed adequate sample size and were suitable for factor analysis. The factor loadings of the items in
the scale range from .71 to .83. The Cronbach's Alpha reliability coefficient is .82. The scale explains
58.86% of the total variance. The load values of the scale items for which CFA is performed vary
between .53 and .86. The fit indices of the model were found (x? / df = 2.42, GFI = .99, AGFI = .96, CFIl =
1.00, NNFI = .98, NFI = .99, RMSEA = .06 and SRMR =.01) very well.

The two scales are in the 5-point Likert type and the options are ordered from Totally Agree (5) to
Never Agree (1). The four interval values of the five choices (4/5 = .80) are as follows:

4.21-5.00 = Totally Agree
3.41-4.20 = Agree

2.61-3.40 = Moderate Agree
1.81-2.60 = Disagree
1.00-1.81 = Never Agree

Data Analysis

In the analysis of the data, descriptive statistic, t-test and ANOVA were conducted to determine the
teachers’ perception of organizational justice and job satisfaction. All of these analyzes were based on
average scores. The mean scores of organizational justice and job satisfaction scales were examined
whether these averages differed according to gender, education status, bachelor's degree and
professional tenure. For meaningful F values, the Scheffe test was used to determine the source of the
difference. In addition, correlation analysis was applied in order to determine relationship between
organizational justice and job satisfaction. The normality of the distribution was tested with the
coefficients of kurtosis and skewness and these coefficients are found to be between -1.00 and +1.00.
According to Tabachnick and Fidell (2013), if the values of skewness and kurtosis are between -1.50 and
+1.50, and those of George and Mallery (2010) are between -2.00 and +2.00, the distribution is normal.
Therefore, the distribution of current study data is considered normal.

Results

The answers that teachers give to the items on the Organizational Justice Scale are indications of
their perceptions of the organizational justice level in their schools. The mean perceptions and standard
deviations of teachers' towards organizational justice are given in Table 1. According to Table 1,
participants' organizational justice scale perception average (X= 3.66) was "Agree" (X= 3.41-4.20). The
mean score of the items varies between 3.46 and 3.91. The highest mean (X= 3.91) was found in item
"The principal adheres to high ethical standards". The lowest mean (X= 3.46) was achieved in item
"There is no preferential treatment in this school".
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Table 1.

Means and Standard Deviations of Teachers' Organizational Justice Scale.

Organizational Justice Scale Items n X SD
1. The principal’s behavior is consistent 396 3.58 1.18
2. Students in this school are treated fairly 396 3.75 1.09
3. The principal does not play favorites 396 3.70 1.22
4. The principal treats everyone with respect and dignity 396 3.81 1.15
5. There is no preferential treatment in this school 396 3.46 1.19
6. The principal is this school is fair to everyone 396 3.69 1.20

7.Teachers in this school follow courses of action that are generally free of self 396 3.70 1.10
interest

8. The principal adheres to high ethical standards 396 3.91 1.04
9. Teachers are involved in decisions that affect them 396 3.55 1.12
10. Teachers are treated fairly in this school 396 3.50 1.12
Total perceived organizational justice 396 3.66 .85

Teachers' perceptions for job satisfaction were determined by the Job Satisfaction Scale. The means
and standard deviations of participants' job satisfaction measures are given in Table 2.

Table 2.

Means and Standard Deviations of Teachers' Job Satisfaction Scale.

Job Satisfaction Scale Items n X SD
1. Being a teacher is close to my ideality in many ways 396 4.09 1.06
2. My conditions of being a teacher are excellent 396 3.57 1.11
3. lam happy to be a teacher 396 4.01 1.06
4. | have achieved all the important conditions to become a teacher 396 4.03 .98
5. If I had to choose my career again, | would choose to be a teacher again 396 3.47 1.37
Total perceived job satisfaction 396 3.83 91

Table 2 shows the perception levels of participants' Job Satisfaction Scale. Perception of job
satisfaction scale (X= 3.83) was "Agree". This result is accepted as a sign that teachers' sense of job
satisfaction is high. The means of the items ranged from 3.47 to 4.09 and the highest mean (X= 4.09)
occurred in the article "Being a teacher is close to my ideality in many ways". The lowest mean (X= 3.47)
occurred in "If I had to choose my career again, | would choose to be a teacher again".

The findings of the independent samples t test to determine whether teachers' perceptions of
organizational justice and job satisfaction showed meaningful differences in terms of gender, education
status and undergraduate graduation variables are given in Table 3.

According to Table 3; male perceptions (X= 3. 69) of organizational justice are higher than female
(X= 3. 65). The perceptions of undergraduates (X= 3.68) are higher than those of graduates (X= 3.63).
The means of faculties and college graduates outside education (X= 3.70) are higher than the education
faculty graduates (X= 3.65). However, this difference is not statistically meaningful at .05 level in terms
of all variables.

Female job satisfaction perceptions (X= 3.90) are higher than male (X= 3.77). Perceptions of
graduates (X= 3.95) are higher than those of undergraduates (X= 3.82). Perceptions of faculty and
college graduates outside education (X= 3.85) are higher than those of education faculty graduation (X=
3.83). However, this difference is not statistically meaningful at .05 level in terms of all variables.
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Table 3.
Results of Independent Samples t Test.
Variables Scales n X t P
Gender Organizational Justice Female 204 3.65 -.37 .71
Male 192 3.69
Job Satisfaction Female 204 3,90 1.61 A1
Male 192 3.77
Education Organizational Justice Undergraduate 336 3.68 .34 .73
Status Graduate 60 3.63
Job Satisfaction Undergraduate 336 3.82 -1.07 .29
Graduate 60 3.95
Bachelor's Organizational Justice Education Faculty 226 3.65 -.56 .58
degree Other Faculty 170 3.70
Job Satisfaction Education Faculty 226 3.83 -.26 .80
Other Faculty 170 3.85

The findings of the ANOVA test to determine whether participants' perceptions of organizational
justice and job satisfaction showed meaningful differences in terms of professional tenure variables are
shown in Table 4.

Table 4.
ANOVA Test Results Showing the Effect of Professional Tenure Variable on Perceptions of Organizational
Justice and Job Satisfaction.

Sum of Mean

Scale Tenure n X Squares df Square F p Dif.
c 1-5 46 3.86 Within Groups 3.25 3 1.08 1.309 .27
-8 g  6-10 54 3.77 Between 323.82 392
g 7 1115 55  3.56 Groups
% % 16 and more 241 3.63 Total 327.07 395 .83
o Total 396 3.66

c 1-5 46 4.19 Within Groups 18.37 3 6.12 8.85* .00 14

.g 6-10 54 421 Between 271.34 392 2-3
88 1115 55  3.73 Groups 2-4
T 2 16andmore 241 3.70 Total 289.71 395 .69

& Total 396 3.83

r: Correlation coefficient; p*<.01

According to Table 4, there is no meaningful difference in the perception of organizational justice for
professional tenure variable participants (F (5 395 = 1.31; p >.05). In terms of job satisfaction perceptions,
professional tenure has a meaningful difference (F (3 355 = 8.85; p < .05). The results of the Scheffe test
to find out which groups are occurring this difference are looked at. According to these results, the
difference between the teachers who are at 1-5 years professional tenure and those who are 16 years or
more at tenure level; Between 6-10 (X= 4.21) years of tenure and 11-15 (X= 3.73) years of tenure; 6-10
years (X= 4.21 years) and 16 and more years (X= 3.70) professional tenure. Teachers who are at 1-5
years and 6-10 years of professional tenure have higher perceptions of job satisfaction than other
groups.

The direction and level of the relationship between two variables is determined by a correlation
analysis (Secer, 2015). A pearson correlation analysis was conducted to determine whether there was a
relationship between participants' organizational justice and job satisfaction perceptions. The result of
this analysis is given in Table 5.
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Table 5.

Correlation Analysis Results between Organizational Justice and Job Satisfaction.

Scales Organizational Justice  Job Satisfaction
Organizational Justice -

Job Satisfaction r 28%* -

According to the results of the correlation analysis in Table 5; there is a positive, low-level, and
meaningful relationship between participants' organizational justice perceptions and job satisfaction
perceptions (r = .28; p <.01). This result implies that teachers' perceptions of organizational justice and
job satisfaction are related to each other at a low level. In other words, a one-point increase in the
teachers' perceptions of organizational justice will result in a .28 increase in job satisfaction. Similarly, a
one-point increase in job satisfaction will result in a .28 increase in perceptions of organizational justice.

Discussion, Conclusion and Implementation

This research aimed to reveal the relationship between teachers' perceptions of organizational
justice and job satisfaction. The research was conducted on 396 teachers working in Mersin city.
Teachers who participated in the survey by responding to the scales were found to be at the "agree"
level with the perceptions of organizational justice scale. When the literature is examined; there are
studies (Altinkurt & Yilmaz, 2012; Dindar, 2011) that support these findings. Unlike this, there are
studies (Akram et al., 2015; Celik, 2011; Tekingilindiiz, Aydin & Polat, 2014; Yirlr, 2008) that show
employees are at moderate level of organizational justice perception. The perception of organizational
justice, the distribution of resources within the organization, the perception of the process steps
observed during this distribution and the disclosure of these processes to the employees are the result.
Employee perception of a negative situation against one of these three processes is caused by a change
in perception of justice. In general, the distribution justice and procedural justice averages are lower
than the interaction justice averages (Ozer & Urtekin, 2007; Rai, 2013; Sesen, 2011). This indicates that
participants are not as satisfied with the distribution of resources and the process steps as they are in
the organization.

When the average scores of organizational justice scale are examined; respectively, "The school
principal is ethical," "The school principal is valued and respectful," and "Students are fair to this school"
items the highest scores. Teachers have high perceptions that the school principals are belong to ethical
codes and does not distinguish between students. On the other hand, it was seen that the teachers gave

low scores to "Thereistpisik

fairly in this school". This can be interpreted as the fact that teachers are not fully satisfied with the
behavior of school principals towards them. Teachers perceive behaviors exhibited against students and
other individuals more fairly than behaviors exhibited against them. Teachers pay more attention to the
behavior of school principals towards themselves. Ethical or unethical behaviors are directed towards
the general population and teacher perceptions towards these behaviors are high. Teachers have
developed a more subjective sense of the behavior of principals and other employees towards

themselves and the perception that these behaviors are not at a sufficient level.

Teachers' perceptions of job satisfaction scale are at the "agree" level. When studies on job
satisfaction in the literature are examined; in many studies, teachers' job satisfaction is moderate
(Altinkurt & Yilmaz, 2012; Demirtas, 2010b; Demirtas & Alanoglu, 2015; Ordu, 2016; Sesen, 2011; Yilmaz
& Altinkurt, 2012). These findings do not coincide with the findings of the present study. Participants
were found to have high level of job satisfaction perceptions in some studies conducted by academic
staff (Zaman Kilic & Glimuseli, 2010), health workers (Rai, 2013) and industrial organizations (Yelboga,
2012; Yurir, 2008). The results obtained from the second group of studies are consistent with the
present study. In contrast, the level of job satisfaction of teachers was found to be low in the study
conducted by Kokli (2012). Employees are expected to increase their job satisfaction in order to
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increase their performance and achieve organizational goals (Dugguh & Ayaga, 2014). These research
findings show that although the level of teachers' job satisfaction is above average, it is not very high.
High job satisfaction can be a source of teachers' better performance. In this context, it would be useful
to organize activities to raise teachers' job satisfaction in school.

The highest mean level of job satisfaction was achieved in the following order: "Being a teacher is
close to my ideality in many ways", "l am happy to be a teacher", "l have achieved all the important
conditions to become a teacher". When item contents are examined, it can be concluded that teachers
believe that they have acquired the qualifications necessary to do their profession. However, the mean
of "My conditions of being a teacher are excellent" and "If | had to choose my career again, | would
choose to be a teacher again” items is relatively lower than other items. This has shown that teachers
are not satisfied with the gains they have achieved from their profession.

Teachers' perceptions of organizational justice did not differ according to gender, education status,
undergraduate degree and professional tenure. Many studies to reveal teacher perceptions in the
literature show that demographic variables do not cause meaningful differentiation in the perception of
justice (Bas & Sentiirk, 2011; Basar, 2011; Celik, 2011; Dundar, 2011; Polat & Celep, 2008). The data of
the current study are similar to literature. Teachers' perceptions of justice can be influenced in many
ways. Cohen-Charash and Spector (2001) stated that in the meta-analysis of organizational justice,
demographic variables had very little effect on justice perception and that personality traits had
stronger ties with organizational justice.

Teachers' job satisfaction perceptions did not differ according to gender, education status and
graduation degree. However, these perceptions differ meaningfully from the professional tenure
variable. Many studies have shown that demographic characteristics do not cause differentiation in job
satisfaction (Basar, 2011; Demirtas & Alanoglu, 2015; Kagan, 2010; Tasdan & Tiryaki, 2008). In some
researches, it was found that teachers’ job satisfaction did not differ according to the gender and
teaching situation but it differ according to tenure. For example, in the study conducted by Ordu (2010),
it was revealed that the satisfaction levels of teachers with 10 years and below are higher than those
with higher professional tenure. The study conducted by Celik (2011) has also resulted in a decrease in
tenure job satisfaction. These studies support the results of the current study showing that teachers
with professional tenure of 1-5 and 6-10 years have higher job satisfaction than teachers with higher
tenure. Hoy and Miskel (2010) indicate that personal variables such as age and gender have a limited
relationship to job satisfaction. The current research results are in line with that of Hoy and Miskel.

A positive and low level relationship was found between teachers' organizational justice and job
satisfaction perceptions. Many studies have revealed that the perceptions of organizational justice and
job satisfaction are positively related to each other. However, in some studies this relationship was
found to be low as it is in the current research (Basar, 2011; Ozer & Urtekin, 2007; Yelboga, 2012). This
relationship was found to be moderate in some studies (Celik, 2011; Diindar, 2011; Elma, 2013; Kutanis
& Mesci, 2010; Rai, 2013; Yildirim, 2007) and high in some studies (Altinkurt & Yilmaz, 2012; Cohen-
Charash & Spector, 2001; Keklik & Coskun Us, 2013). Almost all studies show that there is a positive
relationship between organizational justice perception and job satisfaction, whether at low, moderate
or high level. The high perception of organizational justice is an undeniable fact that positive
perceptions and attitudes will develop in employees. It is expected that job satisfaction, which expresses
the overall satisfaction level of employees, is expected to be influenced by organizational justice.

The main results obtained from this research can be recovered at the following points: Teachers'
perception of organizational justice was the level of “agree”, in other words, above the moderate. There
were no meaningful differences according to organizational justice perceptions, gender, education
status and graduated faculty variables. Teachers’ perceptions of job satisfaction were found at the level
of agree. Job satisfaction perceptions did not change according to gender, education status, and
undergraduate degrees. Meaningful differences were found only according to the professional tenure
variable. Considering these results, we have developed the following suggestions:
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The perception of organizational justice is related to the distribution of resources in schools and the
processing of operation, as well as how much information teachers have on these issues. It is therefore
expected that school administrators will be able to positively affect perceptions of justice by properly
informing teachers. It is thought that a study to be conducted in this regard will guide school principals
in achieving higher performance by influencing teachers' perceptions of organizational justice.

As Cohen-Charash and Spector (2001) point out, demographic characteristics are thought to have a
higher effect on perceptions of organizational justice, and studies to determine the relationship
between personality traits and organizational justice perceptions will contribute to the literature.

The fact that the research was carried out only in the high school in the center of the province and
limited to the year 2016-2017 suggests that care should be taken to generalize the results. The
repetition of the research in different universes and samples will be useful in explaining this in more
detail.
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Tiirkge Siiriim

Giris

is, calisanin yasaminda énemli bir yere sahiptir. is yerinde gecirilen zaman oldukga uzun sayilir. Bu
zaman dilimi, calisanin fiziksel ve ruhsal saghgi Uzerinde etkilidir. ise karsi gelistirilen tutum ve
davranislar is yasaminin saglikh islemesi agisindan énemlidir. ise karsi gelistirilen olumlu tutumlarin,
calisanin performansini yikseltmede etkili olmasi beklenmektedir (Altas & Kuzu, 2013; Babalola, 2016;
Biite, 2011; Ordu, 2016; Ozutku, 2008). Orgiitsel amaglar arasinda dnemli bir yere sahip olan verimliligin
saglanmasinda ¢alisanlarin performansi en dnemli 6geler arasinda yer alir. Galisanlarin islerine karsi
gelistirdikleri olumlu tutum ve davranislar 6rgutler agisindan 6nemsenmektedir. Bundan dolayi orgiitler,
calisanlarinin memnuniyetlerini yikselterek ve psikolojik dengelerini saglayarak o6rgiit icinde performansi
ve Uretkenligi artirmayi hedeflemektedirler (Dugguh & Ayaga, 2014). Calisanlarin 6rgiit icerisinde
kendilerine nasil muamele edildigine dair gelistirdigi algilar, onlarin ise ve is c¢evresine karsi
gelistirecekleri tutumlari belirlemede etkili olmaktadir. Bu algilar ayni zamanda, calisanlarda adalet
duygusunun olusmasina ve sekillenmesine yardimci olmaktadir.

Adalet toplumsal yasamda oldugu gibi orglitsel yasamda da en 6nemli konularin basinda
gelmektedir. Calisanlarin kisisel tatmini ve etkin orgiitsel fonksiyonlar icin temel bir gereklilik olarak
adaletin 6nemi, sosyal bilimciler tarafindan uzun siiredir kabul gérmektedir (Greenberg, 1990). Orgiitsel
adalet, 6rgiit ortaminda bireylerin kendilerine uygulanan muameleden memnun olma dizeyi ile iliskilidir
(Kéybasi, Ugurlu & Oncel, 2017).

Orgiitsel adalet, isle ilgili ciktilarin dagitimi ile bu dagitimda kullanilan islemler ve bu siireclerin
calisanlara aktarilmasi sonucu, o6rgitin calisanlar tarafindan adil olarak nitelendiriimesi anlamina
gelmektedir (Beugr, 2002). Orgiitsel adalet kavrami, Adams (1965) tarafindan ortaya atilan ve o yillarda
oldukga ses getiren Esitlik Teorisi’ne dayanmaktadir (Altintas, 2006; isbasi, 2001; Ozdevecioglu, 2003).

Esitlik teorisinin temel 6ngérisl; calisanlarin distk Gcret aldiklarinda orgiite katkilarini azaltacagi,
ylksek Ucret aldiklarinda ise bu katkilarini artiracagi yonindedir. Bu teoriye gore calisanlar érgite
sagladiklar katki ve isten elde ettiklerini oransal olarak baska érgitlerde ¢alisanlar ile karsilastirirlar. Bu
oranin esit olmadigi algisi gelistirmeleri halinde sugluluk ve kizginhk duygularini gelistirirler. Calisanlar,
baskalarindan daha yiiksek oranda odillendirildigi icin sucluluk, daha distk oranda odillendirildigi icin
ise kizginlk hissedecektir (Greenberg, 1990; Ozkalp & Kirel, 2013).

Calisanlar bu karsilastirmayi baska orgit calisanlari ile yaptiklari kadar ayni orgit icerisinde farkh
kisilerin elde ettiklerini, kendi elde ettikleri ile karsilastirmalari sonucu da o6rgutiin adil olup olmadig
hakkinda fikir sahibi olabilirler. Calisanlarin memnuniyetini saglamak icin beklenen durum ise Adams’in
(1965) belirttigi gibi esitlik olmahdir. Clinkl calisanlar 6rgitiin amaglarina ulasmasina yaptiklari katki
oraninda kendileri agisindan ¢ikti elde etmeyi beklerler. Esitlik teorisinde, kisilerin is basarisi ve tatmin
olma derecesi, ¢alistigi ortamla ilgili olarak algiladigi esitlik ya da esitsizlikle baglantilidir (Giderler Atalay,
2015). Calisanlarin esitlik algilari sadece maddi kaynaklarin dagitimiyla degil ayni zamanda firsatlar,
roller, statiiler, takdir gibi paylasilabilir tim degerlerle ilgilidir (Ozkalp & Kirel, 2013). Esitlik teorisi,
ciktilarin adil olmasi ile ilgilenmekte olup daha ¢ok dagitim adaleti olarak ifade edilmektedir. Orgiitsel
adalet konusunda yapilan ilk calismalar incelendiginde adaletin dagitim ve islem (prosediir) adaleti
olmak (izere iki bileseni oldugu Ulzerinde durulmaktaydi. Ancak son yillarda yapilan ¢alismalarda bu iki
bilesene {iclincii bilesen olarak etkilesim adaleti kavrami da eklenmistir (Aslan & Ozkog, 2015).

Dagitim adaleti, bireyin elde ettigi kazanimlara iliskin adalet algisidir. islem adaleti, alinan karardaki
stirecin adilligi ile ilgiliyken, etkilesim adaleti yasanan bu sireglerin ¢alisanlara agiklanmasi ile ilgilidir
(Ozkalp & Kirel, 2013). Yani 6rgiitsel uygulamalarin insani yoniine etkilesim adaleti vurgu yapmaktadir
(Aslan & Ozkog, 2015). Bu siniflandirmaya ragmen son yillarda orgiitsel adalete bitiinciil yaklasimla
bakma egilimi gorilmektedir (Yilmaz, 2010).
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Toplum hayatini etkileyen en 6nemli orgiitsel yapilardan biri olan okullarda, insan girdisi diger
orgutlere gore ¢ok daha dnemli bir etken olarak kargimiza gikmaktadir. Okullar da diger 6rgutler gibi pek
¢ok orgitsel degiskenden etkilenmektedir. Bu degiskenlerden biri de 6gretmenlerde olusan orgitsel
adalet algisidir (Kasapoglu, 2015). Adalet ile ilgili olarak yapilan galismalarda bu olgunun egitim
ortamlarinda bulunan insanlar arasindaki iliskilerde 6nemli bir etki yarattigi anlasilmaktadir (Kéybasi et
al., 2017). Ogretmenlerin olumlu &rgiitsel adalet algisina sahip olmalarinin, isledigi hammadde insan
olan egitim kurumlarinin isleyisine olumlu yonde etki etmesi beklenebilir. Bulundugu ortamin adil
olduguna inanan 6gretmenlerin, gevrelerini ve dolayisiyla 6grencilerini olumlu etkilemesi miimkindur.

Alan yazinda orglitsel adalet oldukga fazla ilgi géren bir konu olarak karsimiza ¢ikmaktadir. Bundan
dolay! orgiitsel adalet pek ¢ok kavram ile iliskilendirilmistir (Roch & Shanock, 2014). Orgiitsel adaletle
iliskili kavramlardan biri de is doyumudur. Bu iki kavram arasinda anlamli, dogrusal ve ylksek dizeyde
bir iliski vardir (iscan & Sayin, 2010; McFarlin & Sweeney, 1992; Sweeney & McFarlin, 1993; Yildirim,
2007; Yirir, 2008) ve yiiksek adalet algisi calisanin is doyumunu artirmaktadir (Giderler Atalay, 2015).
Calisanlarda adaletsiz davranislara maruz kaldiklarina dair bir algi olustugunda; islerine, yoneticilerine, is
arkadagslarina ve 6rgitliin timine karsi baghlk ve sadakat duygulari azalir. Calisanlarin olumsuz duygu ve
tutumlar takinmalarina neden olur (Eren, 2015).

is doyumu calisanlarin, islerinin veya tecriibelerinin takdir edilmesinin sonucunda verimliliklerinin,
Uretkenliklerinin ve yaptiklari isin kalitesinin artmasi olarak tanimlanabilir (Demirtas & Alanoglu, 2015).
Bagka bir tanima gore is doyumunu isten elde edilen maddi gelir ve ¢alisanin is arkadaslari ile gegirdigi
zamandan zevk almasi ile birlikte yaptigi isten haz ve mutluluk duymasidir (Eren, 2015). Calisanin yaptigi
ise karsi gelistirdigi olumlu duygu ve tutumlar ifade eden is doyumu; galisanin isini sevmesi, kendini
mutlu ve isinde glivende hissetmesi gibi durumlari kapsamakta olup bu durum hem c¢alisan hem de 6rgit
acisindan biyiik 6nem arz etmektedir (Karcioglu & Akbas, 2010).

is doyumu ya da doyumsuzlugu, kisinin giidiilenmesi ile ilgili oldugu kadar galisanin kendisi, isin
ozellikleri ve is gevresi ile ilgili cok sayida faktorden etkilenerek ortaya ¢ikmaktadir (Demirtas, 2010a).
Calisanlarin doyumu, performansi ve orgiite devamini saglamak yonetim alan yazininda ve insan
kaynaklari ydnetimi uygulayicilari arasinda her zaman énemli bir konu olmustur. Ucret, calisma kosullari,
is arkadaslari, yoneticiler, gelecekten beklentiler ve ise yonelik genel tutumlar ¢alisanlarin is doyumlarini
etkilemektedir (Dugguh & Ayaga, 2014).

is doyumu, kisinin yaptigi isten aldig bireysel haz, olumlu duygu ve kendine giiven gibi istenen
sonuglari ortaya cikarirken orgitsel anlamda verimliligin artmasina da neden olmaktadir (Yetim, 1997).
Bireysel olarak yaptigi isten mutlu olan ve keyif alan bir bireyin kendi bireysel performans ve verimini
artirmasi beklenir. Performans ve verimde meydana gelen bireysel artisin orgiitsel olarak da ayni etkiyi
gostermesi kacginilmaz bir sonug olarak karsimiza ¢cikmaktadir. Basaran’a (2008) gore; isin niteligi, 6deme,
ylkselme olanagi, ovilmek, calisma kosullari, denetim, is arkadaslari, 6rgiit ve yonetiminin niteligi,
orgltilin iklimi ve calisanin kisiligi is doyumunu etkileyen faktorler olarak siralanabilir.

Orgiitler, is doyumunu etkileyen ydnetimin ve isin niteligi, yikselme olanagi, calisma kosullari vb.
orgutsel faktorleri iyilestirerek calisanlarinin doyumunu artirabilirler. Basaran’a (2008) gore; 6rgitin iki
6nemli amaci vardir. Bunlardan biri Gretim yapmak ikincisi ise ¢alisanlarinin doyumunu saglamaktir. Hoy
ve Miskel (2010) benzer sekilde orgiitsel hedeflere ulasmak kadar insan ihtiyaglarina cevap vermenin de
6neminden bahsetmistir.

Biitlin orgitlerde oldugu gibi egitim orgltlerinin ¢alisani olan 6gretmenlerin doyum diizeyinin ylksek
olmasi oldukca 6nem tasimaktadir (Ozen Kutanis & Mesci, 2010). Ciinkii 6gretmenler gelecegimiz olan
dgrencileri yetistirmekte ve bir anlamda toplumu sekillendirmektedirler. Ogretmenlerin doyum ya da
doyumsuzlugu egitim-6gretimin kalitesi bakimindan biyik 6nem tasimaktadir. Yaptiklari isten ylksek
diizeyde doyum elde eden 6gretmenlerin performans ve verimliliklerinin artmasi beklenmektedir. Bunun
sonucunda verdikleri egitimin kalitesinin artacagi yadsinamayacak bir gergektir. Egitim kurumlarinda
ogretmenlerin orgiitsel adalet algilarinin yiksek olmasi onlarin okullarini sahiplendiginin énemli bir
gostergesi olarak goriilmektedir. Okulu sahiplenen 6gretmenlerin verim ve performansinin daha yiliksek
olmasi beklenmektedir.
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Ozer ve Urtekin (2007), 6rgiitsel adalet algilarini dért boyutta incelemis ve biitiin boyutlarin is
doyumu ile iliskili oldugu sonucuna ulagsmistir. Altinkurt ve Yilmaz (2010), Keklik ve Coskun Us (2013)
orgitsel adaletin is doyumunun énemli bir yordayicisi oldugu bulgusuna ulasmiglardir.

Orgiitsel adalet ve is doyumu pek cok arastirmaci tarafindan ilgi cekici bulunup arastiriimasina
ragmen bu arastirmada, farkl bir zaman diliminde, farkli evrende ve farkli bir érneklemde orgitsel
adalet ve is doyumu arasindaki iliskinin arastirilmasi ve farkh bir bakis agisinin olusturulmasi
hedeflenmektedir. Bu kapsamda arastirmanin amaci “6gretmenlerin 6rgiitsel adalet ve is doyum algilar
arasindaki iliskiyi” incelemektir. Bu amaca ulasmak icin asagidaki sorulara cevap aranmistir:

1. Ogretmenlerin 6rgiitsel adalete yénelik algilari ne diizeydedir?
2. Ogretmenlerin is doyumuna yénelik algilari ne diizeydedir?

3. Ogretmenlerin &rgiitsel adalet ve is doyumu algilari; cinsiyet, grenim durumu, lisans mezuniyeti ve
mesleki kideme goére anlamli farkliliklar géstermekte midir?

4. Ogretmenlerin érgiitsel adalet ve is doyum algilari arasinda anlamli bir iliski var midir?

Yontem
Arastirmanin Deseni

Arastirma nicel arastirmalar kapsaminda iliskisel tarama modelinde tasarlanmistir. iliskisel tarama
modeli, iki ve daha ¢ok sayidaki degisken arasinda birlikte degisimin varligini ve derecesini belirlemeyi
amaglayan arastirma modelidir (Karasar, 2010). Ogretmenlerin érgiitsel adalet algilari ile is doyumu
diizeyleri arasinda anlamli ve dogrusal bir iliski olup olmadigini test etmek amaciyla bu modele
basvurulmustur. Hangi degiskenin baslatici, hangi degiskenin sonu¢ oldugunu test etmekten ziyade
iliskinin varhgi ya da yoklugu test edilmektedir.

Evren ve 6rneklem

Arastirmanin evrenini, 2016-2017 egitim 6gretim yilinda Mersin ili dért merkez ilgesinde (Akdeniz,
Toroslar, Yenisehir ve Mezitli) bulunan toplam 65 lise olusturmaktadir. Bu liselerde gérev yapan
O6gretmen sayisi 3194’tur (http://www.mersin.meb.gov.tr). Arastirmanin 6rneklemini ise, Yenisehir ve
Toroslar ilgelerinden bes, Akdeniz ilgesinden alti ve Mezitli ilgesinden dért olmak Ulizere toplam 20 lisede
gérev yapan 396 dgretmen olusturmaktadir. Ornekleme yapilirken tesadiifi oransal kiime &rnekleme
yoluna gidilmistir. Arastirmacilar tarafindan tesadifi kime orneklemesine alinan liselerin
ogretmenlerine 6lgekler dagitilmis ve ayni sekilde toplanmistir. Katilimcilarin 204’0 kadin, 192’si erkek;
336'si lisans 60’1 lisansistl egitim almis; 226’si egitim fakiltesinde, 170'i egitim fakiltesi disinda bir
fakilte ya da yiksekokul mezunu; 46’s1 1-5 yil arasi, 54’0 6-10 arasi, 55’i 11-15 arasi ve 241’i 16 yil ve
daha fazla kideme sahiptir.

Veri Toplama Araglari

Orgiitsel Adalet Olcegi

Hoy ve Tarter (2004) tarafindan gelistirilmistir. Olcek tek boyuttan olusmakta ve Likert tipi 10 madde
icermektedir. Olgegin, Tirkge’ye uyarlamasi Tasdan ve Yilmaz (2008) tarafindan yapilmis olup agikladig
varyans % 61.74 olarak bulunmustur. Maddelerin faktor yik degerleri .44 ile .89 arasinda degismekte
olup olcegin Cronbach Alpha glvenirlik katsayisi .92 olarak belirlenmistir. Egitim kurumlari igin
gelistirilen Olgek Orgitsel adalet konusuna bitincil bir bakis agisi yansitmaktadir. Bu arastirmada s6z
konusu olcegin acimlayici ve dogrulayici faktér analizleri yeniden yapilmistir. Agimlayici Faktor Analizi
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(AFA) bulgulari; olgegin KMO (.93) ve Barlet’s Test of Sphericity (2890.11; df= 45; p = .00) degerleri,
yeterli 6rneklem buyiikligline ulagildigini ve verilerin faktér analizi yapmaya uygun oldugunu ortaya
koymustur. Olgek, orijinal dlgekte oldugu gibi, tek boyut ve 10 madde icermektedir. Maddelerin faktér
yik degerleri .49 ile .89 arasinda degismektedir. Cronbach Alpha giivenirlik katsayisi .93’tiir. Olgek,
toplam varyansin % 63.26’sini agiklamaktadir. Dogrulayici faktoér analizi yapilan 6lgegin maddelerinin yik
degerleri .42 ile .88 arasinda degismistir. Modelin uyum indeksleri x?/df=3.01; GFI=.96; AGFI=.92;
CF1=.99; NNFI=.98; NFI=.98; RMSEA=.07 ve SRMR=.02 olarak bulunmustur.

is Doyum Olgegi

Ho ve Au (2006) tarafindan gelistirilen ve Demirtas (2010b) tarafindan Tiirkge’ye uyarlamasi yapilan
is Doyum Olgeginin orijinali bes maddeden olusmaktadir. Bu arastirmada séz konusu &lgegin agimlayici
ve dogrulayic faktor analizi yeniden yapilmistir. Agimlayici faktor analizi bulgulari; 6lgegin KMO (.79) ve
Barlet’s Test of Sphericity (734.93; df= 10; p = .00) verilerin yeterli 6rneklem biylklGgline ulastigini ve
faktdr analizi yapmaya uygun oldugunu ortaya koymustur. Olgekte yer alan maddelerin faktér yiik
degerleri .71 ile .83 arasinda degismektedir. Bu arastirma kapsaminda 6lgegin Cronbach Alpha giivenirlik
katsayisi .82 bulunmustur. Olgek, toplam varyansin % 58.86'sin1 agiklamaktadir. Dogrulayici faktor analizi
yapilan Olgegin maddelerinin yiik degerleri .53 ile .86 arasinda degismektedir. Modelin uyum indeksleri
x?/df=2.42; GFI=.99; AGFI=.96; CFI=1.00; NNFI=.98; NFI=.99; RMSEA=.06 ve SRMR=.01 olarak
bulunmustur.

iki olcek de 5’li Likert tipinde olup, secenekler Tamamen Katiliyorum’dan (5) Kesinlikle
Katilmiyorum’a (1) dogru siralanmaktadir. Bes secenegin doért aralik degerleri (4/5= .80) asagidaki gibidir:

4.21-5.00 = Tamamen Katiliyorum
3.41-4.20 = Katiliyorum

2.61-3.40 = Orta Diizeyde Katiliyorum
1.81-2.60 = Katilmiyorum

1.00-1.81 = Kesinlikle Katilmiyorum

Verilerin Analizi

Arastirma verilerinin analizinde betimsel istatistikler, ikili karsilastirmalarda t-testi, t¢lii ve daha fazla
karsilastirmalarda tek yonli varyans analizi (ANOVA) kullaniimistir. Bu analizlerin tiimi, ortalama
puanlar Gzerinden yapilmistir. Bu ortalama puanlarin cinsiyet, 6grenim durumu, lisans mezuniyeti ve
mesleki kidem degiskenlerine gore farklilik gésterip gostermedigi incelenmistir. Anlamh ¢ikan F degerleri
icin, farkin kaynagini belirlemek amaciyla Scheffe testi kullaniimistir. Son olarak orgitsel adalet ile is
doyumu arasindaki iliski korelasyon analizi ile test edilmistir. Dagimin normalligi, basiklik ve g¢arpiklik
katsayilari ile sinanmis olup bu katsayilarin -1.00 ile 1.00 arasinda oldugu gorilmustir. Tabachnick ve
Fidell’e (2013) gore basiklik ve garpikhk degerleri -1.50 ile +1.50 arasinda, George ve Mallery’e (2010)
gore de bu degerler -2.00 ile +2.00 arasinda degisiyorsa veriler normal dagilmaktadir. Bundan dolayi
mevcut ¢alisma verilerinin dagilimi normal olarak kabul edilmistir.

Bulgular

Ogretmenlerin Orgiitsel Adalet Olceginde yer alan maddelere verdikleri yanitlar, onlarin kendi
okullarinda orgiitsel adaletin ne diizeyde olduguna yonelik algilarinin goéstergesidir. Katilimci
ogretmenlerin orgitsel adalete yonelik algilarinin ortalamalari ve standart sapmalarn Tablo 1’de yer
almaktadir.
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Tablo 1.

Ogretmenlerin Orgiitsel Adalet Olgedi Ortalama ve Standart Sapmalari.

Orgiitsel Adalet Olgegi Maddeleri n X sS
1.0kul midUrimuin davraniglar tutarhidir 396 3.58 1.18
2.Bu okulda 6grencilere adil davranilir 396 3.75 1.09
3.0kul midird on plana ¢ikmaya (popller olmaya) ¢alismaz 396 3.70 1.22
4.0kul maddiri herkese deger verir ve saygih davranir 396 3.81 1.15
5.Bu okulda hig kimseye ayricalikli muamele yapilmaz 396 3.46 1.19
6.0kul mudird herkese karsi adil davranir 396 3.69 1.21
7.Bu okuldaki 6gretmenler gorevlerini yaparken kisisel menfaatlerini diisiinmezler 396 3.70 111
8.0kul midiiri etik ilkelere baghdir 396 3.91 1.04
9.Bu okuldaki 6gretmenler kendilerini etkileyecek kararlarda s6z sahibidir 396 3.55 1.12
10.Bu okuldaki 6gretmenlere adil muamele yapilir 396 3.50 1.20
Toplam 6rgltsel adalet algisi 396 3.66 .86

Tablo 1’e gére katiimcilarin Orgiitsel Adalet Olgegine ait algi diizeyleri incelendiginde; &rgiitsel
adalet dlcegi algl ortalamasinin (X= 3.66) “katiliyorum” diizeyinde (X= 3.41-4.20) oldugu gériilmektedir.
Maddelerin aldiklari puan ortalamalarinin 3.46 ve 3.91 arasinda degistigi ve en yiiksek ortalamanin (X=
3.91) “Okul midiiri etik ilkelere baglidir” maddesine ait oldugu, en disiik ortalamanin ise (X= 3.46) “Bu
okulda hig kimseye ayricalikli muamele yapilmaz” maddesine ait oldugu gérilmektedir.

Katilimc1 6gretmenlerin is doyumuna yénelik algilari is Doyumu Olgegi ile belirlenmistir. Katimcilarin
is doyumu Olgegine yonelik ortalamalari ve standart sapmalari Tablo 2’de verilmistir.

Tablo 2.

Ogretmenlerin is Doyumu Olcedi Ortalama ve Standart Sapmalari.

is Doyumu Olgegi Maddeleri n X SS
1. Ogretmen olmak birgok yénii ile benim idealime yakindir 396 409 1.06
2.0gretmen olmak icin sartlarim miikemmeldir 396 3.57 1.11
3.0gretmen oldugum icin memnunum 396 4.01 1.06
4.0gretmen olmak icin biitiin 6nemli sartlari elde ettim 396 4.03 .98
5.Eger kariyerimi yeniden segmem gerekseydi, yeniden 6gretmenligi secerdim 396 3.47 1.37
Toplam is doyumu algisi 396 3.83 91

Tablo 2 katilimcilarin is Doyumu Olgegine ait alg! diizeylerini géstermektedir. is doyumu &lcegi alg
ortalamasi (X= 3.83) “katiliyorum” diizeyinde gerceklesmistir. Bu sonug, 6gretmenlerin is doyumu
algisinin yiiksek oldugunun gostergesi olarak kabul edilmistir. Madde ortalamalari 3.47 ve 4.09 arasinda
degismis ve en yiiksek ortalama (X= 4.09) “Ogretmen olmak bircok yonii ile benim idealime yakindir”
maddesinde ortaya cikmistir. En diisiik ortalama (X= 3.47) “Eger kariyerimi yeniden segmem gerekseydi,
yeniden 6gretmenligi secerdim” maddesinde ortaya ¢ikmistir.

Ogretmenlerin &rgiitsel adalet ve is doyumunu algilarinin cinsiyet, 8grenim durumu ve lisans
mezuniyeti degiskenleri agisindan anlaml farkliliklar gésterip gostermedigini belirlemek amaciyla yapilan
t-testinin bulgular Tablo 3’te yer almaktadir. Tablo 3’e gére; orgiitsel adalet algilari; erkeklerde (X=
3.69), kadinlara (X= 3.65); lisans mezunlarinda (X= 3.68), lisansiistii mezunlarina (X= 3.63) nispeten;
egitim fakiiltesi disindaki fakiilte ve yiiksekokul mezunlarinda (X= 3.70) egitim fakultesi mezunlarina (X=
3.65) nispeten daha yuksek bulunmustur. Ancak, bu farkhlik bltin degiskenler agisindan istatistiksel
olarak .05 diizeyinde anlamli degildir.
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Tablo 3.
Bagimsiz Orneklemler t Testi Sonuglari.
Degiskenler  Olgek n X t p
Cinsiyet Orgiitsel adalet Kadin 204 3.65 -.37 71
Erkek 192 3.69
is doyumu Kadin 204 390 161 A1
Erkek 192 3.77
Ogrenim Orgiitsel adalet Lisans 336 3.68 .34 .73
Durumu Lisansustu 60 3.63
is doyumu Lisans 336 3.82 -1.07 .29
Lisansustu 60 3.95
Lisans Orgiitsel adalet Egitim Fakiiltesi 226 3.65 -.56 .58
Mezuniyeti Diger Fakdlteler 170 3.70
is doyumu Egitim Fakdltesi 226 3.83 -.26 .80
Other Faculty 170 3.85

is doyumu algilari; kadinlarda (X= 3.90), erkeklere (X= 3.77) nispeten daha vyiiksek; lisansisti
mezunlarinda (X= 3.95), lisans mezunlarina (X= 3.82) nispeten daha yiksek; egitim disindaki fakiilte ve
yiiksekokul mezunlarinda (X= 3.85) egitim fakiltesi mezunlarina (X= 3.83) nispeten daha vyiiksek
cikmistir. Ancak, bu farkhilik bitliin degiskenler agisindan istatistiksel olarak .05 diizeyinde anlamli
degildir.

Katilimcilarin orgiitsel adalet ve is doyumu algilarinin mesleki kidem degiskeni agisindan anlamli
farkliliklar gosterip gostermedigini belirlemek amaciyla yapilan tek yonli varyans analizi testinin
bulgulari Tablo 4’te yer almaktadir.

Tablo 4.
Mesleki Kidem Dediskeninin Orgiitsel Adalet ve is Doyumu Algilari Uzerindeki Etkisini Gosteren Tek Yénlii
Varyans Analizi Sonuglari.

Blcek Mesleki _ Varyansin Kareler Kareler
Kidem n X Kaynagi Top. SD Ort. F p Fark
(1)2-5 46 3.86 Grupigci 3.25 3 1.08 131 .27
K o (2)6-10 54  3.77 Gruplar Arasi 323.82 392 .83
=;5° g (3)11-15 55 3.56 Toplam 327.07 395
S < (4)16 Usti 241 3.63
Toplam 396 3.66
S (1)2-5 46 419 Grupigci 18.37 3 6.12 8.85* .00 14
g (2)6-10 54 421 Gruplar Arasi 271.34 392 .69 2-3
Z (3)11-15 55 3.73 Toplam 289.71 395 2-4
O (4)1eusta 241 3.70
" Toplam 396 3.83

Tablo 4’e gore, mesleki kidem degiskeni katilimcilarin 6rgltsel adalet algilarinda anlamli bir farkhliga
neden olmamaktadir (F (3 392 = 1.31; p > .5). is doyumu algilari acisindan ise mesleki kidem anlaml bir
farklihga neden olmaktadir (F (3, 392 = 8.85; p < .05). Ortaya ¢ikan bu farkin hangi gruplar arasinda
oldugunu bulmak igin yapilan Scheffe testi sonuclarina bakilmistir. Bu sonuglara goére, farkhlik 1-5 yil
mesleki kidemde olan 6gretmenlerle 16 yil ve Ustii mesleki kidemde bulunanlar arasinda; 6-10 (X= 4.21)
yil mesleki kidemde bulunanlarla 11-15 (X= 3.73) yil kidemde bulunanlar arasinda; 6-10 (X= 4.21) yil
mesleki kidemde bulunanlarla 16 yil ve iistii (X= 3.70) mesleki kidemde bulunanlarin algilarindan
kaynaklanmaktadir. 1-5 yil ve 6-10 yil mesleki kidemde bulunan 6gretmenlerin is doyumu algilari diger
gruplardan daha yliksektir.
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iki degisken arasinda var olan iligkinin yénii ve diizeyi korelasyon analizi ile belirlenir (Seger, 2015).
Katilimcilarin 6rgltsel adalet ile is doyumu algilari arasinda anlamh bir iliski olup olmadigini belirlemek
amaciyla Pearson Koreldsyon Katsayisi analizi yapilmistir. Bu analizin sonucu Tablo 5’te yer almaktadir.

Tablo 5.

Orgiitsel Adalet ile is Doyumu Arasindaki lliskiyi Gésteren Koreldsyon Analizi Sonuglari.
Olgekler Orgiitsel Adalet

Orgiitsel Adalet -

is Doyumu r 28%*

r: Korelasyon katsayisi; **p<.01

Tablo 5’te yer alan korelasyon analizi sonuglarina gore; katilimcilarin 6rgiitsel adalet ile is doyumu
algilari (r= .28; p< .01) arasinda pozitif, dusik dizeyde ve anlamli bir iligki vardir. Bu sonug,
o6gretmenlerin orgitsel adalet algilari ile is doyumu algilarinda meydana gelen degisimin birbiriyle diisiik
diizeyde de olsa iliskili oldugu anlamina gelmektedir. Baska bir deyisle 6gretmenlerin orgitsel adalet
algilarindaki bir puanlik artis, is doyumunda .28’lik bir artisa neden olacaktir. Benzer sekilde, is
doyumundaki bir puanlik artis, 6rgiitsel adalet algilarinda .28’lik bir artisa neden olacaktir.

Tartisma, Sonug ve Oneriler

Ogretmenlerin o6rgiitsel adalet ve is doyumu algilari arasindaki iliskiyi belirlemeyi amaglayan bu
arastirma, Mersin ilinde gorev yapan 396 6gretmen lizerinde gerceklestirilmistir. Arastirmaya olgekleri
yanitlayarak katilim saglayan o6gretmenlerin 6rglitsel adalet algilari “katiiyorum” dizeyindedir. Alan
yazin incelendiginde; bu bulgulari destekleyen galismalar (Altinkurt & Yilmaz, 2012; Diindar, 2011)
bulunmaktadir. Bundan farkl olarak alan yazinda, ¢alisanlarin 6rgiitsel adalet algisinin orta diizeyde
oldugunu gosteren galismalar da (Akram et al., 2015; Celik, 2011; Tekinglindiiz, Aydin & Polat, 2014;
Yirir, 2008) bulunmaktadir. Orgiitsel adalet algisi, drgiit igerisinde kaynaklarin dagitimi, bu dagitim
yapilirken izlenen islem basamaklarinin algilanmasi ve bu siireglerin ¢alisanlara agiklanmasi sonucu
ortaya ¢tkmaktadir. Calisanlarin bu (g sliregten birine karsi olumsuz bir durum algilamasi adalet algisinda
degisime neden olur. Yapilan ¢alismalarda genel olarak dagitim adaleti ve islem adaleti ortalamalarinin,
etkilesim adaleti ortalamasindan daha diisiik oldugu gorilmektedir (Rai, 2013; Ozer & Urtekin, 2007;
Sesen, 2011). Bu durum, katiimcilarin kaynaklarin dagiimindan ve izlenen islem basamaklarindan orgit
ici etkilesim kadar memnun olmadiklarini géstermektedir.

Orgiitsel adalet dlgegi madde puan ortalamalarina bakildiginda; sirasiyla “Okul miidiirii etik ilkelere
baghdir”, “Okul miidiirii herkese deger verir ve saygili davranir' ve “Bu okulda 6grencilere adil davranilir’
maddelerinin en yilksek puanlari aldiklari gortlmustir. Madde igeriklerine bakildiginda okul miidiriiniin
etik kodlara bagh olduguna ve 6grenciler arasinda herhangi bir ayrim yapmadigina yénelik 6gretmen
algilarinin yiksek oldugu soylenebilir. Diger yandan 6gretmenlerin “Bu okulda hi¢ kimseye ayricalikli
muamele yapilmaz” ve “Bu okuldaki 6gretmenlere adil muamele yapilir’ maddelerine disik puan
verdikleri gortlmustir. Bu durum, 6gretmenlerin okul maddrlerinin kendilerine yonelik davranislarindan
tam anlamiyla memnun olmadiklari seklinde yorumlanabilir. Ogretmenlerin, dgrencilere ve diger
bireylere karsi sergilenen davranislari, kendilerine karsi sergilenen davranislara gore daha adil
algilamalari, onlarin kendilerine yonelik davraniglara daha fazla 6nem verdikleri anlamina gelmektedir.
Etik ya da etik disi davranislar toplum geneline yoneliktir ve bu davranislara yonelik 6gretmen algilar
yiksek cikmistir. Ogretmenler, yéneticilerin ve diger calisanlarin kendilerine yénelik davranislarina ise
daha 6znel anlam yliklemis ve bu davranislarin yeterli diizeyde olmadigi algisini gelistirmislerdir.

Ogretmenlerin is doyumu algilari “katiliyorum” diizeyindedir. Alan yazinda is doyumu ile ilgili olarak
yapilan ¢alismalar incelendiginde; pek ¢ok ¢alismada 6gretmenlerin is doyumu orta diizeyde (Altinkurt &
Yilmaz, 2012; Demirtas, 2010b; Demirtas & Alanoglu, 2015; Ordu, 2016; Sesen, 2011; Yilmaz & Altinkurt,
2012) bulunmustur. Bu bulgular, mevcut galismanin bulgulariyla értiismemektedir. Ogretim elemanlari
(zaman Kilig & Gumduseli, 2010), saglk calisanlari (Rai, 2013) ve sanayi orgutlerinde (Yelboga, 2012;
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Yiiriir, 2008) yapilan bazi ¢alismalarda katilimcilarin is doyumu algi diizeyleri yiiksek bulunmustur. ikinci
grup arastirmalardan elde edilen sonuglar, mevcut galisma ile tutarlilik arz etmektedir. Buna karsilik,
Kokli (2012) tarafindan yapilan ¢alismada, 6gretmenlerin is doyum dizeyi disiik bulunmustur.
Orgiitlerin calisanlarinin performanslarini artirmak ve rgiitsel amaglari gerceklestirmek icin calisanlarin
is doyumlarini yikseltmeleri beklenir (Dugguh & Ayaga, 2014). Bu arastirma bulgulari, 6gretmenlerin is
doyum dizeylerinin ortanin Ustiinde olmasina ragmen yiiksek olmadigini gostermistir. Yiksek is
doyumu, 6gretmenlerin daha iyi performans sergilemelerine kaynaklik edebilir. Bu baglamda, okul
icerisinde 6gretmenlerin is doyumunu ylikseltmeye yonelik etkinliklerin diizenlenmesi faydal olacaktir.

is doyumu 6lgeginin madde puan ortalamalarina bakildiginda; “Ogretmen olmak bircok yénii ile
benim idealime yakindir’, “Odretmen oldudum icin memnunum”, “Ogretmen olmak igin biitiin énemli
sartlari elde ettim” madde ortalamalarinin yiksek oldugu gorilmistiir. Madde igerikleri incelendiginde,
ogretmenlerin mesleklerini yapmak igin gerekli nitelikleri kazandiklarina inandiklari sonucuna varilabilir.
Ancak, “Ogretmen olmak icin sartlarim miikemmeldir” ve “Eer kariyerimi yeniden secmem gerekseydi,
yeniden dgretmenligi secerdim” madde ortalamalarinin diger maddelere nispeten bu denli disiik olmasi
ogretmenlerin mesleklerinden elde ettikleri kazanimlardan memnun olmadiklarini géstermistir.

Ogretmenlerin 6rgiitsel adalet algilari cinsiyet, 6grenim durumu, lisans mezuniyeti ve mesleki
kidemlerine gore degismemistir. Alan yazinda 6gretmen algilarini belirlemeye yonelik pek ¢ok arastirma
demografik degiskenlerin adalet algisinda anlamh farklilasmaya neden olmadigini géstermektedir (Bas &
Sentlirk, 2011; Basar, 2011; Celik, 2011; Diindar, 2011; Polat & Celep, 2008). Mevcut arastirmanin
verileri alan yazindaki bu arastirmalarla benzerlik gostermektedir. Ogretmenlerin adalet algilari pek gok
degiskenden etkilenebilir. Cohen-Charash ve Spector (2001) 6rgitsel adalet Gzerine yaptiklari meta
analiz ¢alismasinda, demografik degiskenlerin adalet algisi Gzerinde ¢ok kiglik etkilerinin oldugunu,
kisilik 6zelliklerinin 6rgitsel adalet ile daha gii¢li baglarinin oldugunu ifade etmislerdir.

is doyumu algilari cinsiyet, 6grenim durumu ve lisans mezuniyetlerine gére degismezken mesleki
kidem degiskenine gore anlaml sekilde farklilagmistir. Alan yazinda demografik Ozelliklerin is
doyumunda farklilasmaya neden olmadigi ¢alismalara (Basar, 2011; Demirtas & Alanoglu, 2015; Kagan,
2010; Tasdan & Tiryaki, 2008) rastlamak mimkiindir. Ayrica, cinsiyet ve 6grenim durumunun
o6gretmenlerin is doyumunu etkilemedigini ancak mesleki kidemin etkiledigini gosteren calismalar
mevcuttur. Ornegin, Ordu (2010) tarafindan yapilan calismada 10 yil ve alti kideme sahip 6gretmenlerin
doyum dizeyinin mesleki kidemi fazla olanlara gore daha yiiksek oldugu tespit edilmistir. Celik (2011)
tarafindan yapilan galismada da kidem artik¢a is doyumunun azaldigl sonucuna ulasilmistir. S6z konusu
calismalar, mevcut galismada 1-5 ve 6-10 yil mesleki kidemde bulunan 6gretmenlerin is doyumlarinin
daha fazla kidemde bulunan 6gretmenlerin doyumlarindan daha yiiksek oldugunu gésteren sonuglari
destekler niteliktedir. Hoy ve Miskel (2010), yas ve cinsiyet gibi kisisel degiskenlerin is doyumu ile sinirh
bir iliskisinin oldugunu ifade etmektedir. Mevcut arastirma sonuglari, Hoy ve Miskel’in bu dislincesi ile
paralellik gostermektedir.

Ogretmen algilarina gére 6lciilen 6rgiitsel adalet ile is doyum algi diizeyleri arasinda pozitif yonde
diistk dizeyde bir iliski bulunmustur. Birbiriyle pozitif iliski icerisindeki iki degiskenin iliski derecesi bu
degiskenlerin birinde meydana gelen degisimin diger degiskende de degisiklik meydana gelmesine
neden oldugu anlamina gelmektedir. Orgiitsel adalet ve is doyumu algi diizeylerinin birbirleriyle pozitif
yonlu bir iliskide bulundugu, yapilan pek ¢ok arastirmada ortaya ¢ikmaktadir. Ancak, kimi ¢alismalarda
bu iliski mevcut arastirmada oldugu gibi diisiik diizeyde bulunmustur (Basar, 2011; Ozer & Urtekin, 2007;
Yelboga, 2012). Daha fazla sayidaki arastirmada orta diizeyde (Celik, 2011; Diindar, 2011; Elma, 2013;
Kutanis & Mesci, 2010; Rai, 2013; Yildirim, 2007), bazi arastirmalarda ise yliksek diizeyde (Altinkurt &
Yilmaz, 2012; Cohen-Charash & Spector, 2001; Keklik & Coskun Us, 2013) bulunmustur. ister diisiik, ister
orta ve ister yiksek diizeyde olsun orgiitsel adalet algisi ile is doyumu arasinda pozitif yonli bir iliskinin
oldugu bu konuda yapilan hemen hemen biitiin calismalarda gériilmektedir. Orgiitsel adalet algisinin
yiksek olmasinin galisanlarda olumlu algi ve tutumlarin gelismesine neden olacagl yadsinamayacak bir
gercektir. isten duyulan genel memnuniyet durumunu ifade eden is doyumunun da érgiitsel adalet
algisindan etkilenmesi beklenen bir durumdur.

166



Muslim ALANOGLU, Ziilfii DEMIRTAS — Pegem Egitim ve Ogretim Dergisi, 9(1), 2019, 149-170

Bu arastirmadan elde edilen temel sonuglar su noktalarda toparlanabilir: Ogretmenlerin &rgiitsel
adalet algilar katiliyorum diizeyinde, baska bir deyisle ortalamanin lizerindedir. Orgiitsel adalet algilari,
cinsiyet, ©Ogretim durumu ve mezun olunan fakilte degiskenlerine goére anlamli farkhhklar
gostermemistir. Katilimci 6gretmenlerin is doyumu algilari da katiliyorum dizeyinde bulunmustur. is
doyumu algilari cinsiyet, 6grenim durumu ve lisans mezuniyetlerine gére degismezken mesleki kidem
degiskenine gore anlamh sekilde farklilasmistir. Bu sonuglar dikkate alinarak asagidaki oneriler
gelistirilmistir:

Orgiitsel adalet algilamasi okullardaki kaynaklarin dagilimi ve islem siiregleri kadar 6gretmenlerin bu
konularda ne kadar bilgi sahibi olduklariyla da iligkilidir. Bundan dolayi, okul yoneticilerinin 6gretmenleri
dogru bir sekilde bilgilendirmesiyle adalet algilarini olumlu derecede etkilemesi beklenmektedir. Bu
konuda yapilacak bir ¢alismanin okul mudurlerine 6gretmenlerin 6rgitsel adalet algilarini etkileyerek
daha yiksek performans elde etmesi agisindan yol gosterici olacagi distiniilmektedir.

Cohen-Charash ve Spector'un (2001) ifade ettigi gibi demografik Ozelliklerden ziyade kisilik
ozelliklerinin 6rgitsel adalet algilari lizerinde daha yiksek diizeyde etkili olacagi disliniilmekte olup
kisilik 6zellikleri ile orgiitsel adalet algilari arasindaki iliskileri belirlemeye yonelik ¢alismalarin yapilmasi
alan yazina katki saglayacaktir.

Arastirmanin sadece bir il merkezinde bulunan ortaégretim kurumlarinda yapilmis olmasi ve 2016-
2017 wyih ile sinirh olmasi sonuglarin genellenmesi agisindan dikkatli davranilmasi gerektigini
gostermektedir. Farkl evren ve 6érneklemde arastirmanin tekrarlanmasi konunun daha detaylh bir sekilde
irdelenmesi agisindan faydali olacaktir.
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