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In this research, it is aimed to reveal the relationship between secondary
school teachers’ perception of organizational justice and their perception
of school climate. The research is a relational descriptive study in which
the survey model is used. The sample of the study consists of 370
teachers selected by convenient sampling method among the teachers
working in the general and imam hatip secondary schools in Izmit district
of Kocaeli province in the academic year 2020-2021. "Organizational
Justice Scale" and "Organizational Climate Scale" were used as data
collection tools. In the analysis of the data, Pearson correlation
coefficient was calculated for the relationship between variables, and
simple linear regression analysis and multiple linear regression analysis
were performed for predictive variables. As a result of the study, it was
determined that there is a positive, moderately significant relationship
between organizational justice and school climate. It was found that
teachers’ perceptions of organizational justice are a significant predictor
of school climate, and the order of importance of the sub-dimensions of
organizational justice in explaining school climate is “procedural justice”,
“distributive justice”, and “interactional justice”. In addition, the research
findings show that organizational justice affects the supportive principal
behavior, which is one of the sub-dimensions of the school climate, the
most.

Introduction
It is an undeniable fact that educational organizations are important in achieving goals
such as making societies qualified, raising qualified individuals, transferring universal
knowledge and values to future generations, and making individuals and societies a part of the
rapidly changing and developing world. In this context, schools, which are one of the
educational organizations, have been the focus of attention of researchers on many issues due
to their social open system.
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Each of the schools that aim to achieve the determined goals in the best way has its own
characteristics and climate (Hoy & Miskel, 2010; Welsh, 2000). The climate in the school can
affect the teachers, who are among the important and effective stakeholders of the school,
positively or negatively. Therefore, school administrators who want to achieve their goals
should have a management approach to create a positive climate in their schools. In a school
with a positive climate, teachers love their jobs, their students, establish good relations with
their colleagues, and are happy to work at the school they are in. They show all their
performances in order to achieve the determined goals. Learning environments are prepared
according to the needs of the students. Students study well and respect each other. School
administrators constantly support teachers, approach them friendly and provide the necessary
resources for the school (Sweetland & Hoy, 2000). According to Greenberg (1990), knowing
how the decisions taken by the managers in the organization and the practices carried out are
perceived by the employees and their correct understanding by the employees are great
importance in terms of creating a fair organizational climate.
The concept of justice, which is almost as old and an important concept as human history,
affects social life as well as organizational life. In this context, it is thought that organizational
justice will have an important effect on shaping the climate of school organizations. The
concept of justice, which has an important place in the healthy maintenance and regulation of
social life, is expected to manifest itself in educational organizations, which are open social
systems. School administrators’ fair attitude and behavior in decision-making processes and
using the resources of the school will create a sense of trust in teachers and increase teachers’
commitment to the school. Otherwise, the performance of teachers will decrease and their
motivation and confidence in their schools will decrease. Therefore, it can be said that the
concept of organizational justice has an important place in educational organizations in terms
of the relationship and power of interaction between administrators, teachers and students
(Cansoy & Polatcan, 2018). For this reason, the concept of organizational justice, which is
considered to be an important factor on the school climate, needs to be investigated and
defined in terms of educational organizations. This study focuses on the relationship between
teachers’ perception levels of organizational justice and its sub-dimensions and school climate
perception levels.
Literature Review
Justice, in essence, has the ability to keep people together in social life, to keep them
in peace and to keep people with different characteristics together (Greenberg, 2003).
Associating the concept of justice with order, Welch emphasized the importance of justice in
establishing order and resolving conflicts that arise in society and stated that it would be very
difficult to maintain and maintain order without justice (Bal, 2001). In the Dictionary of
Educational Administration and Supervision, prepared by Demirtaş and Güneş (2002), the
concept of justice is expressed as giving the rights of employees in proportion to the value
they add to the organization, and punishment for not obeying the rules of the organization.
It is thought that the concept of organizational justice emerged, became conceptual and its use
became widespread with the study of Greenberg in 1987 (Altınkurt & Yılmaz, 2010).
Organizational justice is the thoughts that organization members have about being treated
fairly (Cohen-Charash & Spector, 2001; Greenberg, 1987). The foundation of the concept of
organizational justice is based on the "Equality Theory" put forward by Adams (1965).
According to Adams’ Equality Theory, employees compare the gains they have gained in
their organizations in return for the effort they spend with those who work in their own
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organizations as well as those who spend similar efforts in other organizations. According to
the perception formed as a result of this comparison, the individual develops attitudes and
behaviors related to the organization, principal and job (Greenberg, 1996).
Organization employees can be affected by practices such as, starting from the way they are
recruited in the organization, performance evaluations, remuneration, authorization,
rewarding, changes in their status, and their approach to decision-making processes.
Employees form some behavioral patterns according to their perceptions on issues such as
whether the principals treat them fairly, whether the awards are distributed fairly, and how
fair the wages are (Irak, 2004; İçerli, 2010). It is stated that if the perception of organizational
justice is negative, there may be consequences such as boredom, dissatisfaction, resentment,
low motivation, conflict and weak interaction, and if organizational justice is perceived
positively by employees, consequences such as high motivation, job satisfaction,
respectability, trust in the organization and the principal, strong interaction, belonging to the
organization, citizenship and a positive organizational climate may be experienced (Beugre,
1998).
While some researchers argue that organizational justice consists of two dimensions,
distributive justice and procedural justice (İşcan & Naktiyok, 2004; Moorman, 1991), some
researchers included the dimension of interactional justice as the third dimension (Aquino,
1995; Barling and Phillips, 1993; Greenberg, 1990). The generally accepted view in the
related literature is that organizational justice has three dimensions: “distributive justice”,
“procedural justice”, and “interactional justice” (Demirel & Seçkin, 2011).
For distributive justice, which is the first sub-dimension of organizational justice, it can be
said that it is about sharing and distributing outputs. In this dimension, there is a perception of
justice regarding the gains of employees from their organizations (Özkalp & Kırel, 2013). In
educational organizations, whether school administrators behave fairly or not in terms of
teachers’ descriptions of their duties and distribution of courses and additional courses affects
teachers’ perceptions of distributive justice towards their schools. Although school
administrators are not authorized in determining the wages of teachers, they have an
important role in the fair distribution of the course and additional course distribution
(Açıkgöz, 2009).
Procedural justice is the perception of justice regarding the preferred methods of distributing
gains, in short, the process (Irak, 2004). In other words, organization employees are not only
interested in the distribution of inputs and outputs, but also want to know the criteria by which
this distribution is made (Usmani & Jamal, 2013). Therefore, it can be said that procedural
justice tries to make up for the missing part of distributive justice. In educational
organizations, including teachers in the decision-making processes, especially in matters
directly related to teachers, asking their opinions, having the right to speak strengthens the
belief that the process is fair in educational organizations (Hoy & Tarter, 2004).
Cropanzano et al. (2007) associate interactional justice with the way two individuals behave
each other. They state that interactional justice has two sub-dimensions: "informational
justice" and "interpersonal justice". For "informational justice", it can be said that the
employees in the organization are given information about the sharing of gains and the
process of this sharing. For "interpersonal justice", it can be said that it is related to the degree
of kindness, respect and value of the communication and relationship between the members of
the organization. In educational organizations, when school administrators’ approaches to
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teachers are polite, respectful, and consistent, and an appropriate language is used to
announce some decisions, this contributes to positive interaction between teachers and school
administrators (Hoy & Tarter, 2004).
The positive perception of justice in organizations also affects many outcomes such as
organizational happiness (Çetin & Polat, 2021), professional commitment (Alazmi & Alenezi,
2020), organizational citizenship (Raj et al., 2016), organizational identification (Cüce et al.,
2013), job satisfaction (Yürür, 2008), organizational trust (Polat, 2007), and school climate
(Dipaola & Guy, 2009). It is known that the school climate, which is one of these outputs,
affects the quality of education, teacher performance (Katsantonis, 2020), and accordingly
student achievement, teacher and student productivity.
It can be said that many different definitions have been made by researchers in the literature
on organizational climate. According to Litwin and Stringer (1968), the organizational
climate is the measurable aspect of the organization, which consists of the perceptions of the
employees who are in interaction and influences their behavior (cited in Hoy and Miskel,
2010). In other words, employees’ perceptions of rewarding, sincerity, kindness and support
towards the psychological structure of their organizations are expressed as organizational
climate (Tutar & Altınöz, 2010). Based on this, the psychological environment of the
organization can be called the organizational climate.
The organizational climate can be described as the atmosphere felt when entering the
organization. The way employees perceive the practices in the organization, the way these
practices are made, the behaviors of the principals, how the remuneration is made, what is
accepted and what is not, reflect the climate in that organization (Balcı, 2001).
When the literature on organizational climate types is examined, it can be seen that the
researchers examine the organizational climate in different types. According to Halpin and
Croft (1963), one of the leading researchers on the subject, the organizational climate is of six
types: “open climate”, “autonomous climate”, “controlled climate”, “familiar climate”,
“paternal climate” and “closed climate”.
In the study conducted by Hoy, Tarter & Kottkamp (1991) on educational organizations, the
organizational climate was examined in six dimensions. Among these dimensions, supportive
principal, peremptory principal, and restrictive principal dimensions are related to the
behaviors of the school principal, while the collaborative teacher, sincere teacher, and
reckless teacher dimensions are also related to teacher behaviors. In the supportive principal
dimension, there is a balanced relationship between school administrators and teachers. The
school administrator listens to the teachers’ suggestions and praises them frequently and
sincerely. The school administrator’s criticisms are constructive. In the peremptory principal’s
dimension, the school principal’s attitude is strict. The school administrator supervises the
teachers frequently and follows everything done in the school down to the smallest detail. In
the dimension of restrictive principal, the school administrator makes the tasks that need to be
done more difficult by placing a lot of workload on teachers instead of making their jobs
easier. In the collaborative teacher dimension, which is related to teacher behaviors, teachers
help each other and support each other professionally. Teachers are happy with their
colleagues and working at that school. At the dimension of sincere teachers, teachers know
each other well and make sincere friendships. They often come together and participate in
social activities together. In the last dimension, the reckless teacher dimension, teachers are
purposeless, and they are in school to fill their time. Their behavior is generally negative.
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They constantly criticize other teacher friends. Relationships within the school are mostly
between small groups, but they are inefficient.
In order for the education offered to individuals to be of high quality, the school climate must
also be healthy. Creating the educational environment in a way that makes learning and
teaching willing will ensure that the school is also effective (Şişman, 2011). School climate
can be said to be an effective tool for schools to become more efficient (Hoy et al., 1991).
This situation can be expressed as schools with a positive school climate can be more
effective and efficient.
The inclusion of teachers in the decision-making processes in educational organizations is
effective in the formation of the perception of justice in teachers towards their organizations.
In this sense, the school administrator should be sincere. Because although the school
administrator makes the decisions himself, when he acts as if he is including the teachers in
this process, when he trusts only the teachers who are close to him, other teachers will feel
worthless, and they will have the perception that their expectations cannot be met by the
school administration (Demirbolat, 1999). In other words, the inclusion of teachers in the
process of making decisions about them will result in a positive perception of justice (Hoy &
Tarter, 2004). It can be stated that the concept of organizational justice sometimes directly
and sometimes indirectly affects the climate in organizations, because the concept of
organizational climate is related to how organization members perceive their organization as a
result of the communication and interaction between the organization’s management approach
and organization members (Yahyagil, 2006).
The concept of organizational justice has a critical importance for leadership studies,
compliance with organizational climate, and the morale - motivation and performance of
organization employees. In this context, Huang et al. (2019) revealed in their research on the
effects of organizational justice on organizational climate and organizational performance that
there is a positive relationship between organizational justice and organizational climate and
organizational performance. In other words, as a result of the increase in the perceived justice
in the organization, the climate is positively affected by this situation and the performance of
the employees increases (Huang et al., 2019).
In order to see the effects of organizational justice in educational organizations, Dipaola and
Guy (2009) investigated “the impact of organizational justice on climate and trust in high
schools”. As a result of the research, it has been observed that there is a positive significant
relationship between organizational justice and school climate. In this context, it can be said
that school administrators’ being fair in their decisions and practices is effective in shaping
the school climate (Dipaola & Guy, 2009).
It can be said that teachers’ perceptions of justice towards their schools are effective on the
school climate as it will also reflect on the communication and interaction within the school.
A study conducted in Indonesia supports this situation. Research results show the effect of
teachers’ perceptions of justice on the school climate. That is, the fairer teachers are treated,
the better this will have an impact on the school climate. Therefore, it can be said that
perceived justice has a direct effect on the organizational climate (Achmadi, 2016). This
result also supports the results of the research conducted by Cohen and Keren (2010) at the
high school level in Israel.
This study is important in terms of focusing on the relationship between organizational justice
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and school climate and examining the dimensions of organizational justice that affect school
climate and its sub-dimensions. It is thought that researchers who may work in this field in the
future can benefit from the findings of the research in order to correctly base the possible
relationship between organizational justice and school climate. At the same time, it is thought
that the relationship between justice and climate, which are important concepts for
organizations, can bring different perspectives to both organizations and managers. The aim
of this study is to reveal the relationship between teachers’ perception of organizational
justice and their perception of school climate. For this aim, by measuring teachers'
perceptions of justice and school climate levels; By describing the concepts of organizational
justice and school climate in terms of some personal and organizational variables, it is aimed
to reveal the relationship between the two.
Methodology
Research Model
In this study, it was tried to reveal the relationship between the perception levels of
organizational justice of teachers working in secondary schools and their perception levels
towards school climate. Therefore, the research is a study in relational (correlational) survey
model, one of the quantitative research methods. In studies conducted in the relational
(correlational) survey model, it is tried to explain the relationship of at least two quantitative
variables with each other (Fraenkel et al., 2012).
Population and Sample
This research was conducted on teachers working in secondary schools in Turkey. In
Turkish education system, secondary education is divided in two different school types,
religious school and secondary school. Children between 10 and 14-years old take part in
secondary education in Turkey. The General Directorate of Basic Education is responsible for
the secondary school education while the General Directorate of Religious Education is
responsible for the actions of religious secondary schools in Turkish education system.
1346 teachers working in 6 Imam Hatip Secondary Schools and 36 general secondary schools
in Izmit, the central district of Kocaeli province, in the 2020-2021 academic year constitute
the population of the study. Convenient sampling method was used in the sample selection of
the study. Convenient sampling method is to select the sample from areas where it is more
accessible and the application is feasible, if time, financial power, and conditions are limited
(Büyüköztürk, 2014).
According to Yazıcıoğlu and Erdoğan’s (2004) sample calculation method, for cases where
the size of the population is between 1000 and 2500, the sample size is thought to be enough
between 278 and 333 people. The sample of this research is 370 people.
The demographic characteristics of the teachers who participated in the study are presented in
Table 1.
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Table 1. Demographic Characteristics of the Sample Group
Variables
Gender

Educational Status

School Type

Age

Being from the Same
Union

Professional Seniority

f

%

Female

243

65,7

Male

127

34,3

Total
Bachelor’s Degree

370
322

100
87,0

Master’s Degree

48

13,0

Total

370

100

Normal Secondary School

331

89,5

Imam Hatip Secondary School

39

10,5

Total
20 - 30

370
65

100
17,6

31 - 40

167

45,1

41 and over

138

37,3

Total
Yes

370
109

100
29,5

No

261

70,5

Total

370

100

0 – 5 Years

34

9,2

6 – 10 Years

96

25,9

11 – 15 Years

83

22,4

16 – 20 Years

82

22,2

21 Years and over

75

20,3

Total

370

100

As can be understood from Table 1, 65.7% (243) of the teachers participating in the study are
female and 34.3% (127) are male. According to the educational status variable, 87% (322) of
the participants have a bachelor’s degree, while 13% (48) have a master’s degree. While
89.5% (331) of the participants work in the normal secondary school, 10.5% (39) of them
work in the imam hatip secondary school. 17.6% (65) of the participants are between 20 and
30 years old, 45.1% (167) are between 31 and 40 years old, and 37.3% (138) are aged 41
years or older. While the rate of participants who are from the same union as the school
administrator is 29.5% (109), the rate of participants who answered no to this question is
70.5% (261). In terms of teachers’ professional seniority variable, the rate of teachers with 05 years of professional seniority is 9.2% (34), the rate of teachers with 6-10 years of
professional seniority is 25.9% (96), the rate of teachers with 11-15 years of professional
seniority is 22.4% (83), the rate of teachers with professional seniority of 16-20 years is
22.2% (82) and finally, the rate of teachers with professional seniority over 21 years is 20.3%
(75).
Data Collection Tools
In the study, the "Organizational Justice Scale" was used to measure teachers’
perception levels of organizational justice, and the "Organizational Climate Scale" was used
to measure teachers’ perception levels of school climate.
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Organizational Justice Scale (OJS)
OJS was developed by Niehoff and Moorman (1993) to measure teachers’ perceptions
of organizational justice towards their schools. This scale has been adapted to Turkish by
Polat (2007). In the Likert type data collection tool, the items were graded with 5 intervals
between “(1) Strongly Disagree, and (5) Strongly Agree”. The scale consists of 19 items and
3 dimensions. Of these 19 items, 6 are about “distributive justice”, 9 are about “procedural
justice”, and 4 are about “interactional justice” sub-dimensions. Polat (2007) found the
Cronbach’s Alpha reliability coefficient α=.96 for the entire scale, and the Cronbach’s Alpha
reliability coefficient for the sub-dimensions of organizational justice was calculated as α=.89
for distributive justice, α=.95 for procedural justice, and α=.90 for interactional justice. In this
study, the Cronbach’s Alpha reliability coefficient for the entire scale was found α=.97 and
the Cronbach’s Alpha reliability coefficient for the sub-dimensions of organizational justice
was calculated as α=.89 for distributive justice, α=.92 for procedural justice, and α=.85 for
interactional justice. According to Büyüköztürk (2014), the internal consistency coefficients
being greater than .70 indicate that the reliability of the scale is high. Calculated internal
consistency coefficients show that the reliability of the scale is high.
Organizational Climate Scale (OCS)
The "Organizational Climate Scale", developed by Hoy et al. (1991), finalized with
the contributions of Hoy and Tarter (1997) and adapted to Turkish by Yılmaz and Altınkurt
(2013). In the Likert type data collection tool, the items were graded with 4 intervals between
“(1) Rarely Occurs, and (4) Very Frequently Occurs”. The scale consists of 6 dimensions and
39 items. 9 of these items are related to the supportive principal, 7 to the peremptory
principal, 5 to the restrictive principal, 7 to the sincere teacher, 7 to the collaborative teacher,
and 4 to the reckless teacher. As a result of the Cronbach’s Alpha test method used by Yılmaz
and Altınkurt (2013) to determine reliability in terms of internal consistency, it was found to
be .89 for the supportive principal behavior sub-dimension, .78 for the peremptory principal
behavior sub-dimension, .73 for the restrictive principal behavior sub-dimension, .82 for the
sincere teacher behavior sub-dimension, .80 for the collaborative teacher behavior subdimension and .70 for the reckless teacher behavior sub-dimension. In this study, the
Cronbach’s Alpha reliability coefficient for the entire scale was found α=.84 and the
Cronbach’s Alpha reliability coefficient for the sub-dimensions of organizational climate was
calculated as α=.93 for the supportive principal behavior, α=.85 for the peremptory principal
behavior, α=.70 for the restrictive principal behavior, α=.90 for the sincere teacher behavior,
α=.81 for the collaborative teacher behavior and α=.75 for the reckless teacher behavior.
Calculated internal consistency coefficients show that the reliability of the scale is high.
Data Collection and Analysis
Firstly, research ethics committee approval and official permission from the provincial
directorate of national education were obtained in order to apply the scales. After the
researchers introduced themselves and briefly talked about the main lines of the research, they
gave the scales to 410 teachers who wanted to participate in the research on a voluntary basis,
and the scales filled in by the teachers were collected by the researchers to be used in the
study. After collecting 410 data, 40 scales that were incomplete, incorrectly filled or not filled
in at all were removed, and the data of the remaining 370 scales were processed into the SPSS
program for analysis.
In order to understand whether the variables are in a normal distribution, skewness and
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kurtosis values were analyzed. According to Tabachnick and Fidell (2014), if the skewness
and kurtosis values are between +1.5 and -1.5, the values are considered to have a normal
distribution and analyzes are performed accordingly.
Table 2. Measures of Central Tendency of Variables and Kurtosis-Skewness Coefficients

Organizational
Justice

Standard
Coefficient of
Error
Kurtosis
Kurtosis

Median Mode

4,00

4,00

5,00 -,63

,13

,00

,25

4,00

5,00 -,79

,13

,52

,25

4,00

5,00 -,62

,13

-,09

,25

4,25

5,00 -,97

,13

,84

,25

2,49

2,49 ,40

,13

,99

,25

3,00

3,00 -,42

,13

-,57

,25

2,29

2,43 ,15

,13

-,54

,25

1,80

1,60 ,68

,13

,14

,25

2,43

2,14 ,15

,13

-,21

,25

2,93

3,00 -,35

,13

,44

,25

1,75

1,00 ,72

,13

-,14

,25

Distributive
3,96
Justice
Procedural Justice 3,91
Interactional
4,24
Justice
Organizational
2,49
Climate
Supportive
2,98
Principal
Peremptory
2,21
Principal
Restrictive
1,98
Principal
Sincere Teacher 2,49
Collaborative
2,91
Teacher
Reckless Teacher 1,76

Coefficient
Skewness

Standard
of
Error
Skewness

Arithmetic
Mean

of

of

When Table 2, which includes the measures of central tendency and kurtosis - skewness
values of the variables, is examined, it is seen that the kurtosis and skewness values of the
variables are between -1 and +1. Accordingly, it was seen that the variables showed a normal
distribution, and it was appropriate to perform parametric tests in the analysis of the data.
The relationships between organizational justice, sub-dimensions of organizational justice,
distributive justice, procedural justice, interactional justice, and school climate variables were
analyzed by calculating the Pearson correlation coefficient. In correlation analyzes, a
correlation coefficient of ,10 ≤ r < ,30 indicates that there is a low level of correlation, ,30 ≤ r
< ,50 indicates that the relationship is moderate, and r ≥,50 indicates that there is a high level
of relationship (Field, 2013).
Findings
In order to reveal the relationship between organizational justice and its subdimensions and school climate, Pearson correlation coefficients were calculated, and the
findings are shown in Table 2.

Table 3. Pearson’s Correlation Analysis Results
1

2

3

4

5

1-Organizational
Justice
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2-Distributive
Justice

,922**

3-Procedural Justice ,962**

,812**

4-Interactional
Justice

,865**

,738**

,773**

5-School Climate

,446**

,407**

,432**

,387**

6-Supportive
Principal
7-Peremptory
Principal
8-Restrictive
Principal

,766**

,688**

,732**

,708**

,581**

-,102*

-,083

-,075

-,168**

,398** -,178**

-,214**

-,198** -,189**

-,227**

,428** -,174** ,382**

9-Sincere Teacher

,240**

,218**

,222**

,237**

,642** ,309**

-,072

,068

10-Collaborative
Teacher
11-Reckless
Teacher

,465**

,435**

,425**

,448**

,623** ,482**

,002

-,027

-,300**

-,275** -,282**

-,278**

,200** -,289** ,198** ,469** -,001

,457**
-,213**

**p<,01
When Table 3 is examined, it is seen that there is a positive, moderate and significant
relationship between organizational justice and school climate (r =,45, p <,01). There is a
positive, moderate, and significant relationship between school climate and distributive justice
(r=,41, p<,01), procedural justice (r=,43, p<,01), and interactional justice (r =,39, p<,01).
When Table 3 is examined, there is a high level of positive correlation between the
distributive justice sub-dimension and the supportive principal sub-dimension (r =,69, p <,01).
The relationship between the distributive justice sub-dimension, the restrictive principal subdimension (r =-,20, p <,01) and the reckless teacher sub-dimension (r =-,28, p <,01) is
negative, significant, and low. The relationship between the distributive justice sub-dimension
and the sincere teacher sub-dimension (r =,22, p <,01) is positive, significant, and low. The
relationship between the procedural justice sub-dimension and the supportive principal subdimension (r =,73, p <,01) is high, positive and significant. It is seen that the relationship
between the procedural justice sub-dimension, the restrictive principal sub-dimension (r =,19, p <,01) and the reckless teacher sub-dimension are (r =-,28, p <,01) negative, low and
significant. While the relationship between the procedural justice sub-dimension and the
sincere teacher sub-dimension (r =,22, p <,01) is positive, low and significant, the relationship
between the collaborative teacher sub-dimension (r =,43, p <,01) is positive, moderate and
significant. The relationship between the interactional justice sub-dimension and the
supportive principal sub-dimension (r =,71, p <,01) is high, positive, and significant. The
relationship between the interactional justice sub-dimension and the peremptory principal
sub-dimension (r =-,17, p <,01), the restrictive principal sub-dimension (r =,23, p <,01) and
the reckless teacher sub-dimension (r =-,28, p <,01) is negative, significant and low.
When looking at the relationship between organizational justice and sub-dimensions of school
climate, it is seen that there is a positive, high-level significant relationship between
organizational justice and the supportive principal sub-dimension (r=,77, p<,01) and the
collaborative teacher sub-dimension (r=,47, p<,01). There is a negative, low-level significant
relationship between organizational justice and the restrictive principal sub-dimension (r=,21, p<,01). It is seen that the relationship between organizational justice and the peremptory
principal sub-dimension (r=-,10, p>,01) is negative, low and not significant. While there is a
positive, low-level, significant relationship between organizational justice and sincere teacher
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sub-dimension (r=,24, p<,01), it is seen that there is a negative, moderate, significant
relationship between organizational justice and reckless teacher sub-dimension (r=-,30,
p<,01). The results of the simple regression analysis performed regarding the prediction of
organizational justice and its sub-dimensions for the school climate variable are given in
Table 4.
Table 4. Simple Regression Analysis Results Related to the Prediction of Organizational
Justice on School Climate
Predictive Variable B
Constant
1,721
Organizational Justice

,192

β

ShB
,082
,020

t
,446

p

r

21,089

,000

9,567

,000

,446

R2= 0,199
p= 0,000

R= 0,446
F(7,529)= 91,522

When the correlation coefficient between organizational justice, which is the predictor
variable, and the school climate, which is the predicted variable, is examined in Table 4, it is
seen that there is a moderately positive relationship (R =0,446) between the perception of
organizational justice and school climate. When the analysis results are examined,
organizational justice perception is a significant predictor of school climate (R=0,446,
R2=0,199, F(7,529)=91,522, p<0,01). Organizational justice perception explains nearly 20%
of the school climate variance.
Table 5. Multiple Linear Regression Analysis Results Related to the Sub-Dimensions of
Organizational Justice Predicting the School Climate
Predictive
Variable

B

ShB

Constant

1,721

,090

Distributive Justice

,052

,033

Procedural Justice

,098

Interactional Justice

,042

R= 0,446
F(2,511)= 30,370

β

t

p

Paired-r

Partial r

19,224

,000

,134

1,591

,113

,407

,083

,035

,250

2,795

,005

,432

,145

,034

,096

1,243

,215

,387

,065

R2= 0,199
p= 0,000

When Table 5 is examined, it is seen that all sub-dimensions of organizational justice are
predictors of school climate (R=0,446, R2=0,199, p<,01). The three sub-dimensions of
organizational justice, distributive justice, procedural justice and interactional justice, explain
20% of the variance of the school climate. The order of importance of the sub-dimensions of
organizational justice, which is the predictor variable, in explaining the school climate is
procedural justice (β=0,250), distributive justice (β=0,134) and interactional justice
(β=0,096). When the values regarding the significance of the regression coefficients are
examined, it is seen that the procedural justice sub-dimension of organizational justice
(p<,05) significantly explains the school climate.
When the binary correlation and partial correlation between the sub-dimensions of
organizational justice, which is the predictor variable, and the school climate, which is the
predicted variable, are examined, it is seen that there is a moderate positive relationship
(r=0,41) between the distributive justice sub-dimension and the school climate. When the
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effects of the other two sub-dimensions are controlled, it is seen that this relationship
decreases even more (r=0,08). It is seen that there is a moderately positive correlation
(r=0,43) between the procedural justice sub-dimension and the school climate. When the
effects of the other two dimensions are controlled, it is seen that this relationship decreases
even more (r=0,15). It is seen that there is a moderately positive relationship (r=0,39) between
the interactional justice sub-dimension and the school climate. When the effects of the other
two dimensions are controlled, it is seen that this relationship decreases even more (r=0,07).

Dependent
Variable

Table 6. Regression Analysis Results Related to the Organizational Justice Predicting
Principal Behaviors Sub-Dimensions of the School Climate
Supportive Principal

Peremptory Principal
β

Restrictive Principal

B

β

t

p

B

Organizational
Justice

,734

,766

22,860

,000

-,093

F

522,587

3,906

17,693

R

,766

,102

,214

R2

,587

,011

,046

t

p

,102

1,976

B

,049

β

,185

t

p

,214

4,206

,000

It is seen that the organizational justice variable is a significant predictor of the supportive
principal (R=,766, R2 =,587, p <,01) and the restrictive principal (R =,214, R2=,046, p <,01)
variables. It is seen that the organizational justice variable explains nearly 59% of the
variance for the supportive principal sub-dimension, 1% of the variance for the peremptory
principal sub-dimension, and nearly 5% of the variance for the restrictive principal subdimension.

Dependent
Variable

Table 7. Regression Analysis Results Related to the Organizational Justice Predicting
Teacher Behaviors Sub-Dimensions of the School Climate

Organizational
Justice
F
R
R2

Sincere Teacher

Collaborative Teacher

Reckless Teacher

B

β

t

p

B

β

t

p

B

β

t

p

,217

,240

4,751

,000

,282

,465

10,068

,000

-,260

-,300

-6,022

,000

22,567
,240
,058

101,368
,465
,216

36,265
,300
,090

It is seen that the organizational justice variable is a significant predictor of the sincere
teacher (R =, 240, R2 =, 058, p <, 01), collaborative teacher (R=,465, R2=,216, p <,01) and
reckless teacher (R =,300, R2=,090, p <,01) variables. It is seen that the organizational justice
variable explains nearly 6% of the variance for the sincere teacher sub-dimension, nearly 22%
of the variance for the collaborative teacher sub-dimension, and 9% of the variance for the
reckless teacher sub-dimension.
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Discussion
As a result of the research, it was found that there is a positive, moderately significant
relationship between organizational justice and school climate, and that organizational justice
significantly predicts the school climate. A positive, moderately significant relationship was
found between the “distributive justice”, “procedural justice”, and “interactional justice” subdimensions of organizational justice and the school climate. The order of importance of the
sub-dimensions of organizational justice in explaining the school climate was found as
procedural justice, distributive justice, and interactional justice.
In the study, it was concluded that organizational justice significantly predicted the supportive
principal and restrictive principal variables, which are sub-dimensions of school climate
related to principal behavior and had no significant relationship with the peremptory principal
variable. It is seen that perceived organizational justice positively affects the supportive
principal sub-dimension of the school climate, has a negative effect on restrictive principal
behavior, and has no effect on the peremptory principal behavior. From this point of view, it
can be said that as teachers’ perceptions of justice towards their schools increase, they find
school administrators more supportive. In the study conducted by Çekiç (2018), there was a
moderate positive relationship between the perception of organizational justice and the
supportive principal and peremptory principal behaviors, while there was no relationship
between the perception of organizational justice and the restrictive principal behavior.
According to Achmadi (2016), school administrators’ fair approach to teachers has a
significant effect on the climate in the school. In the research conducted by Huang et al.
(2019) with employees of the ecology industry, a positive significant relationship was found
between organizational justice and organizational climate, and it was suggested that the
principals should adopt a leadership approach taking this into account. A similar result can be
seen in the study conducted by Çekiç (2018) in primary schools. According to this study, as
the level of organizational justice in schools increases, the perception towards school climate
increases positively. In the research conducted by Raj et al. (2016) in telecommunication
organizations, it was found that there is a strong relationship between organizational justice,
organizational climate, and organizational citizenship behavior. In addition, it has been
concluded that organizational justice has a significant effect on the perception of
organizational climate and promoting organizational citizenship behavior.
Considering the sub-dimensions of the school climate related to teacher behavior, it was
found that while the perception of organizational justice positively affected cooperative
teacher behavior and sincere teacher behavior, it had a negative effect on reckless teacher
behavior. In the study conducted by Dipaola and Guy (2009), it was also concluded that
cooperative and sincere teacher behaviors increased in schools where teachers perceived that
they were treated fairly. When the research results are evaluated in the context of all subdimensions of the school climate, it is seen that the effect of organizational justice perception
on the supportive principal sub-dimension, which is one of the sub-dimensions of the school
climate, is seen to be the most.
Conclusion
According to these findings obtained as a result of the research, it has been observed
that the relationship between organizational justice and school climate is at a moderate level.
Organizational justice is a significant predictor of school climate. Each of the distributive
justice, procedural justice and interactional justice sub-dimensions of organizational justice
has a moderately positive relationship with school climate. The order of importance of the
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sub-dimensions of organizational justice in explaining the school climate was also found as
procedural justice, distributive justice and interactional justice. In addition, it was concluded
in the study that organizational justice significantly predicted supportive principal and
restrictive principal variables, which are sub-dimensions of school climate related to school
principal behaviors, and that there was no significant relationship between it and the
imperative principal variable. It is seen that perceived organizational justice has a positive
effect on the supportive principal sub-dimension of the school climate, has a negative effect
on the restrictive principal behavior, and has no effect on the peremptory principal behavior.
Some of the positive or negative perceptions about the school climate can be explained by
organizational justice. In other words, the school climate perceptions of the teachers, who
think that they are treated fairly, who find the practices in the school fair, who are included in
decision-making processes, and who think that their wishes and needs are given importance,
will be positively affected. It can be said that teachers’ perceptions of organizational justice
and school climate affect their performance, their communication within the school, their
interactions, and the quality of education. Based on these findings, it can be said that the
perception of practices as fair by teachers in defining responsibilities, distributing rewards,
allocating resources at school, in the process of carrying out procedures, in communication
and interaction affects teachers’ attitudes towards school climate.
Recommendations
According to the results of the research, it is seen that the perception of organizational
justice predicts the school climate. Based on this result, school administrators who want to
establish more equitable educational institutions can act impartially and act fairly in the
distribution of the awards. At the beginning of the year, he can act in a balanced way in
sharing the lessons among the teachers. Care can be taken to act impartially and fairly in
assigning various extracurricular activity tasks to teachers and in defining and distributing
responsibilities. Also, school administrators can objectively consult their opinions and collect
information from them on issues that concern teachers, without making any distinction
between them. The decisions taken can be shared with the teachers clearly and understandably
and, if requested, with their reasons. School administrators may take care to be impartial and
consistent with all teachers in applying legislation provisions such as laws, regulations, and
circulars.
School administrators can make teachers feel that they value teachers with their behavior and
words, and they can take care of teachers’ happiness. In schools, action can be taken by
considering the expectations and needs of teachers. Both school administrators and teachers
can show more supportive and sharing behaviors among themselves. School administrators
can apply questionnaires measuring the school climate from time to time in order to observe
how the atmosphere in the school is perceived by the teachers and take the necessary
measures according to the results of these questionnaires. In order to increase communication
and interaction in the school, various activities that teachers can participate in with their
families, training that can contribute to professional development, social activities and
meetings can be organized both inside and outside the school.
In summary, it is important to design fair organizations in order for teachers to perceive the
climate in their schools more positively, because working in schools that teachers do not
perceive as fair and have a negative climate will negatively affect their performance and
decrease their motivation. Therefore, appropriate policies can be developed by policymakers
(Ministry of National Education, Provincial Directorate of National Education, etc.) to
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increase the level of justice in schools. Theoretical and practical training on organizational
justice and climate can be planned for school administrators and they can be interacted with
school administrators who can demonstrate good examples in this sense.
Limitations
This research, like many studies, is limited to the determined population and sample.
Therefore, a similar study can be conducted throughout Turkey in order to obtain more
generalizing results. Similar studies can be conducted in different school types or different
education levels, on the basis of a certain branch, in other cities, regions or countries to test
the results in different populations and samples. In addition to this, since this research is a
quantitative study conducted with the relational survey model, similar studies with mixed
patterns can be designed in which qualitative data collection techniques are also used in order
to reveal data diversity. This study focuses on the relationship between organizational justice
and sub-dimensions of organizational justice and school climate, and different studies can be
conducted to test the effects of different variables on the school climate, which are considered
to affect teachers’ perception levels of school climate.
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