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Oz
Bu calismanin amaci etik iklimin, algilanan orgiitsel adaletin alt boyutlar (prosedur adaleti, dagitim adaleti,
etkilesim adaleti) ile arasindaki iliskiyi inceleyerek etik iklimin calisanin adalet algilamasinin yordayicist
olup olmadigini arastirmaktir. Arastirma kismina gecilmeden once etik, is etigi, etik iklim, etik iklimin
sonugclari ve etik iklim modeli hakkinda bilgi verilmistir. Daha sonra algilanan orgiitsel adalet, orgiitsel
adaletin sonuclari ve etkileri hakkinda bilgi verilmistir. Etik iklim ve algilanan orgiitsel adalet iliskisi hak-
kinda teorik ve gorgul bulgulara yer verildikten sonra arastirma kismina gecilmistir. Calismanin arastirma
kisminda ise, etik iklimin ¢alisanin adalet algilamasinin anlamli bir yordayicisi olup olmadigini belirlemek
amaciyla Tokat ili bankacilik sektortiinde saha arastirmasi yapilmistir. Arastirma kisminda hazirlanan anket
formu Tokat ili merkez ilcesinde faaliyet gosteren 22 banka subesinde gorev yapan 210 banka personeline
uygulanmistir. Arastirmada elde edilen verilerin analizinde, tanimlayici istatistikler ve regresyon analizi uy-
gulanmistir. Arastirmada elde edilen verilerin degerlendirilmesi sonucunda; etik iklim ile algilanan orgiitsel
adalet boyutlar arasinda pozitif bir iliski oldugu ve etik iklimin calisanin adalet algilamasini her ti¢ boyutta
pozitif yonlit olarak yordadig: belirlenmistir. Calismanin sonunda arastirma bulgularina dayanarak uygula-

maya ve arastirmaciya yonelik cesitli oneriler sunulmustur.
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Globallesen diinya pazar1 ve artan rekabetcilik neticesinde is hayat1 gittikce daha
yogun rekabetin yasandigi bir hal almaktadir. Bu yogun rekabet sartlarinin yasandigi
is diinyasinda faaliyet gosteren isletmelerin ahlaki agidan istenilen diizeye ulagsmasi
icin etik kavraminin gerekliligi her gegen gilin daha agik bir sekilde ortaya ¢ikmak-
tadir. Kar ve siirdiiriilebilirliklerini saglama gayreti iginde bulunan isletmelerden bu
amaglarina ulasirken etik ve ahlaki degerlerden 6diin vermemeleri beklenmektedir.
Bu agidan isletmelerde etik yonetim anlayisinin benimsenmesi, etik degerlere orgiit
kiiltiiriinde yer verilmesi, olusturulan etik kodlarla igsletmenin faaliyetlerine yon ve-
rilmesi isletmeler i¢in 6nemli hususlardir. Etik ve ahlaki degerlerin isletme faaliyet-
lerine niifuz etmesinin en etkili yollarindan biri de orgiitte etik iklim olusturmaktir.

Yirmi birinci yiizyil diinyasinda orgiitlesen ¢aligma ve is hayatinda orgiitlerin,
birey igin yeni bir yasam alan1 oldugu gériilmektedir. Orgiitsel adalet kavrami bu
alanda karsimiza ¢ikmakta ve 6nemli diizeyde orgiitsel sonuglara (is performansi, or-
giitsel baglilik vb.) etki ettigi goriilmektedir (Sokmen, Bilsel & Erbil, 2013, s. 35-36;
Ulukap1 & Bediik, 2014, s. 776). Orgiitsel adalet algis1 en genis ifadesiyle, ¢alisanin
bagli bulundugu orgiit i¢inde kendisine ne kadar adil davranildigi konusundaki algi-
larindan olusmaktadir (Greenberg, 1996, s. 24).

Orgiitlerde ¢alisanlarin olumlu algilarinin Srgiitsel bagliligl, verimliligi, orgiitte
caligmaya devam etme kararini, orgiitsel vatandaslik davranisi gelistirdigi, olumsuz
algilarn ise orgiitsel bagliligi zayiflattigi hatta ortadan kaldirdigi, isten ayrilmalar
kolaylastirdigi, verimliligi diistirdiigii, saldirgan davraniglara yonelttigi s6ylenebilir.
Dolayisiyla orgiitsel adaletin, ¢alisan bireylerin kisisel doyumu ve orgiitiin etkili bir
bicimde iglevlerini yerine getirebilmesi i¢in bir gereklilik oldugu ve adaletsizligin de
orgiitsel bir sorun kaynagi olarak goriilmesi gerektigi ortaya ¢ikmaktadir (Cihangi-
roglu & Yilmaz, 2010, s. 210).

Etik ve adalet kavramlari bir arada incelendiginde, bu iki kavramin birbirinde ba-
gimsiz diisliniilmesi miimkiin olmadig1 gériinmektedir. Her iki kavramin ¢ok farkl
ve ortak orgiitsel sonuglara etki ettigi bilinmekle birlikte, birbirleri iizerindeki etkisi
¢ok incelenmemistir. Kavramsal ve kuramsal olarak ele alindiginda; etik kavraminin
unsurlart arasinda adaletin, adalet kavraminin alt etkenleri arasinda ise etigin énem-
li bir yere sahip oldugu goriilmektedir. Literatiir incelendiginde bu iki kavrama ait
caligmalar daha ¢ok kuramsal boyutta kalmaktadir ve birbirleri arasindaki iliskiyi
gorglil olarak ortaya koyan calisma sayist sinirlidir.

Etik iklim ve algilanan orgiitsel adalet kavramlari arasindaki iligkinin hangi diizey-
de ve ne boyutta oldugunun gorgiil bir calisma neticesinde ortaya konmasinin litera-
tiire bu alanda katkida bulunacagi varsayilmaktadir. Etik iklim ve algilanan orgiitsel
adalet kavramlar1 orgiitler agisindan ¢ok onemli sonuglar ve etki alani genis olan
kavramlar olarak literatiirde yer almaktadir. Orgiitsel adalet kavrami; is tatmini, is
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gdren performansi, zarar verici saldirgan davranislar, orgiitsel gliven, orgiitsel vatan-
daslik, orgiitsel bagllik, isten ayrilma niyeti vb. pek cok pozitif ve negatif davranis-
sal ve tutumsal sonuglara etki etmektedir. Orgiit agisindan bu denli 5neme haiz olan
orgiitsel adalet kavraminin etik iklim ile olan iliskisinin orgiitsel adalet boyutlarina
da yer verilerek kapsamli sekilde ortaya konulmasi sonucu elde edilecek sonuglar
15181inda isletme, isletme iist diizey yonetimi ve yoneticilerine ¢esitli 6nerilerde bu-
lunulmasimin da orgiitler agisindan énem arz ettigi diisiiniilmektedir. Bu noktadan
hareketle calismadaki amag; etik iklim ve algilanan orgiitsel adalet arasindaki iligkiyi
gorgiil bir ¢alisma ile ele alarak etik iklimin ¢alisanin orgiitsel adalet algilamasini
aciklama oranini orgiitsel adaletin boyutlar (prosediir adaleti, dagitim adaleti, etkile-
sim adaleti) diizeyinde belirlemektir. Diger bir ifadeyle arastirmada, “Etik iklim ¢ali-
sanin prosediir adaleti algisinin, dagitim adaleti algisinin, etkilesim adaleti algisinin
yordayicisimidir?” hipotezleri test edilecektir.

Etik Iklim
Etik kavrami “ethos” sdzciiglinden tiiretilmis olup bu sdzciik Yunanca “karakter” anla-
mina gelmektedir. Etik, tiim etkinlik ve amaglarin yerli yerine konulmasi; neyin yapilaca-
81 ya da yapilmayacagmin; neyin istenecegi ya da istenmeyeceginin; neye sahip olunaca-
81 ya da olunamayacagmin bilinmesidir. Etik; “insanlarin kurdugu bireysel ve toplumsal
iligkilerin temelini olusturan degerleri, kurallari dogru-yanlis, ya da iyi-kotii gibi ahlaksal
acidan arastiran bir felsefe disiplini” olarak da tanimlanabilir (Akarsu, 1984, s. 62).

Is etigi, etigin uygulamali bir boyutudur. Dolayis1 ile etik tamimlarinin is hayatina
uygulanmast adina is etiginin kapsami hakkinda bilgi olusturmaktadir (Halic1, 2000,
s. 25). Etik kavramu insan unsurunun oldugu her alanda, toplumun her kesiminde yer
alabilecek genis kapsamli bir degerdir. Is etigi ise ¢alisma hayat1 ve is alanii kendine
0zel alan olarak tayin ederek kendine 6zel bir boyut olusturmaktadir. Burada akla gelen
ilk soru, etik ve is etigi degerlerinin farkli olup olmadigidir. Aslinda is etigi konusun-
da ret edilmesi gereken ilk yargi, is diinyasina ait 6zel bir etigin oldugu ve buna da ig
etigi dendigi seklindeki yanlis diisiincedir (Arslan, 2005, s. 4). Is etigi, etigin 6zel bir
uygulama alani belirleyerek, genel etik bakig acis1 ile dogru ve yanlis kavramlarinin ig
hayat1 kapsaminda arastirmaktadir (Kirel, 2000, s. 6). Is etigi, sadece basit kisisel veya
bireysel iliskilerden olusmamaktadir. Is etiginin birgok diizeyde uygulamalari oldugu
goriilmektedir. s etigini temel bes diizeyde ele almak miimkiindiir (Halic1, 2000, s. 26);

- Bireysel diizey: Bireysel anlamda etik; “insanin biitiin hareket ve faaliyetlerinin
temelini, yani onun tartigmalarinda, konugmalarinda, tavir takinmalarinda, bir seyi
savunmasinda veya reddetmesinde, sevmesinde veya nefret etmesinde, begenme-
sinde veya begenmemesinde, saygi gostermesinde veya gostermemesindeki temeli
tetkik eden” kavram olarak tanimlanmaktadir (Simsek, 2002, s. 396).
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- Orgiitsel diizey: Bireylerde oldugu gibi, 6rgiitlerin de etik davranislarini belirleyen
cesitli deger sistemleri vardir. Her orgiit kendine ait ortak bir deger sistemi gelis-
tirir. Ahlak dis1 6rneklerle sonuglanan kararlari veren orgiitler bu davranislarindan
sorumludur (Ozkalp & Kirel, 2003, s. 237).

- Mesleki diizey: Mesleksel diizeyde etik anlayisi ¢aliganin bagli bulundugu meslek
grubunun kendi i¢inde olusturdugu etik deger ve kurallarin benimsenmesi ve uy-
gulanmasi olarak tanimlanabilmektedir. Hekimlerin meslek hayatlarina baslarken
ettikleri Hipokrat yemini bu duruma 6rnek olabilir(Arslan, 2005, s. 83).

- Toplumsal diizey: Is etiginin ele alindig1 diger bir diizey de toplumsaldir. Top-
lumsal diizeyde yasalar, normlar, gelenek ve gorenekler dikkate alinmaktadir.
Bunlar, davranislarin yasal ve ahlaki kabullenebilirligini ortaya koymakta ve top-
lumdan topluma farklilik gosterebilmektedir. Rusya’da kabul edilen bir iskolunun
Tiirkiye’de kabul gormemesi, gelenek ve goreneklerin goreceligine bir 6rnektir
(Halic1, 2000, s. 27).

- Uluslararasi diizey: Son olarak ele alinacak diizey kiiltiirel, politik, dini vb. unsur-
larin ele alindig1 uluslararasi diizeydir. Globallesen diinya ticaret pazari ve buna
bagli olarak gelisen uluslararasi igletmeler, 6zellikle yukarda sozii edilen unsurlar-
da farkliliklarla karsilastikca etiksel olaylarin ¢ézlimiinde daha zorlanmaktadirlar
(Halici, 2000, s. 28).

Orgiitsel etik kurallar, rgiitiin genel degerler sistemini tanimlayan, drgiit iiyeleri
arasindaki iletisim ile orgiitsel isleyisin nasil olacagini belirleyen yazili veya yazili
olmayan diizenlemelerdir (Obuz, 2009, s. 24). Bu agidan orgiitsel diizeyde etik diize-
yin, etik iklim kavrami ile iligkili oldugu soylenebilir.

Etik ile ilgili diger bir 6nemli kavram ise “etik iklimidir”. Etik iklim kavraminin li-
teratiir gegmisine baktigimizda Victor ve Cullen (1988), “Journal of Business Ethic”
dergisinde yayinlanan etik iklim ¢aligmalari ile is ve etik literatiiriindeki yerini aldig1
goriilmektedir (Martin & Cullen, 2006, s. 176).

Etik iklim, arastirmacilar ve akademisyenler tarafindan genellikle orgiit ikliminin
bir alt iklimi olarak goriilmekle birlikte etik liderligin daha genis ve daha merkezden
uzak etkisi, orgiitiin etik genel durumu yada altyapist olarak tanimlanmaktadir (Yag-
mur, 2013, s. 20).Bir diger tanimlamaya gore etik iklimin, orgiitsel kiiltiir ve is iklimi
kavramlarindan ortaya ¢iktig1 one siiriilmektedir. Victor ve Cullen (1988) caligmalarin-
da etik iklimi, orgiitsel kiiltiir ve is iklimi kavramlariyla birlestirerek olugturmuslardir.
Orgiit kiiltiirii genel tanim olarak; paylasilan inanglar, degerler, aliskanliklar ve orgiitiin
gelenekleri olarak tanimlanabilir. Etik iklim, orgiitsel kiiltlir kavramu ile birlestiginde,
orgiitsel kiiltiiriin etik boyutlar1 olarak kavramlastirilabilir. Is iklimine bakildiginda ise,
Orgiitiin yontem ve uygulamalarina iliskin ¢alisan algilarinin paylagimidir. Bu iki kav-
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ramla birlestirilerek etik iklim, orgiit kiiltiirliniin etik goriintimlerine iliskin paylasilan
algilar olarak tanimlanmaktadir (Ozcelik, 2011, s. 5). Etik iklim, bir kurumda olusan
etik sorunlarla nasil basa ¢ikilacagi ve etik agidan hangi davranisin dogru hangi davra-
nisin yanlis oldugu hakkindaki ortak algilamalardir (Elgi, 2005, s. 7).

Etik iklim Modeli

Etik iklim, Victor ve Cullen tarafindan yapilan ¢alismalarla literatiire kazandiril-
mustir. Victor ve Cullen’in (1988) ¢aligmalarinda kavrami agiklamak adina iki bo-
yuttan olusan bir Etik iklim Modeli sundugu gériilmektedir(Akbas, 2010, s. 123).
Modelde iki boyuttan birinci boyut, orgiitsel karar vermede etik dlgiitleri (egoizm,
yardimseverlik, ilkelilik); ikinci boyut ise, etik kararlarda referans olarak kullanilan
(bireysel, yerel, evrensel) analiz diizeylerini gostermektedir. Bu iki boyut tablo haline
getirildiginde asagida goriildiigii lizere lie ii¢ bir matriste dokuz teorik etik iklim tiirii
ortaya ¢ikmaktadir(Victor ve Cullen, 1988). Victor ve Cullen’in ¢alismalarinda orta-
ya koydugu faktdr analizinde bu dokuz faktdr bes Etik Iklim’e indirgemistir. Tablo
1’de etik iklimin iki boyutlu teorik bigimi goriilmektedir.

Tablo 1
Etik Iklim Modeli (Victor ve Cullen, 1988, s. 104)
Inceleme Yeri
Bireysel Yerel Evrensel

~ Egoizm Kisisel Cikar Kurum Cikar1 Verimlilik
M o
E % Yardimseverlik Arkadaglik Takim Cikari Sosyal Sorumluluk

ilkelilik Kisisel Ahlak Kurum Kural ve Prosediirler Yasa Ve Mesleki Kodlar

Modelde ilk ve en 6nemli yap1 olan egoizm, bencillik ve bencilligi maksimize etme-
ye ¢alisan davraniglarin iizerinde yogunlagsmaktadir. Diger iki ilave yap1 olan yardim-
severlik ve ilkelilik ise, calisanlarin iyi olmasindan bahseder. Yardimseverlik, bunu en
fazla sayida insana, en fazla iyiligi saglayacak kararlar ve hareketler vasitasiyla gercek-
lestirir. Tlkelilik teorisinde; kurallar, kanun, yasa ve prosediirler digerlerinin iyiligi icin
olan kararlar1 ve hareketleri belirler. Egoizm, yardimseverlik ve ilkelilik, etik kararlarin
ifade edildigi kesin ve itiraz edilemeyecek rehberlerdir. Victor ve Cullen’in arastirmast,
organizasyonda bir baskin (dominant) kriter ortaya ¢iktigini ve bununda organizasyo-
nun etik iklimini tanimladigin1 gostermektedir (Martin & Cullen, 2006, s. 177).

Yardimsever bir iklim karakterine sahip olan organizasyonda, ¢aliganlar tarafindan
etik problemleri tanimlamak ve ¢dzmek i¢in digerlerinin iyi, mutlu ve refah i¢inde
olmasi gibi teleolojik bir diisiince baskin mantik olabilir. Biiyiik 6l¢iide prensipli bir
iklimde de, kurallarin veya kanunun uygulanmasi ve yorumlanmasi mantigin baskin
formu olabilecegi gibi biiyiik dl¢iide egoist bir iklimde de, bencillik baskin bir diisiin-
ce oldugu 6ne siiriilmektedir (Victor & Cullen, 1988, s. 105).
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Etik iklimin yatay ekseni modelin analiz diizeylerini ifade etmektedir. Daha 6nce
bahsedilen her bir etik kriterdeki muhtemel etik iklim tiplerini anlamak igin, ii¢ Or-
giitsel analiz diizeyi kavramlastirilir. Analiz diizeyleri, Tablo 1’de yatay ekseninde
gosterildigi gibi; bireysel, yerel, evrensel olarak belirtilmistir.

Etik iklim tipolojisinde bireysel diizey, etiksel muhakemede bireyin kendisini re-
ferans alan yaklasimdir. Yerel diizey, organizasyondaki etik mantigin kaynagini belir-
ler. Evrensel diizeyde organizasyondaki etik mantigin kaynagi, organizasyon haricin-
de profesyonel bir dernek ya da kanun kurulusu gibi kurumlar tarafindan belirlenir.
Etik mantigin evrensel kaynaklari, organizasyonlarin disinda meydana getirilmis so-
yut kavramlar olabilir. Her ne kadar inceleme yerleri, genel kaynaklar1 ve etik analiz
diisiincesinin limitlerini tanimlasa da, her kriterde inceleme yerleri ve etik kriterlerin
iligkisi farklilik gostermektedir (Victor & Cullen, 1988, s. 106—107).

Etik iklimin Sonuclar

Orgiitte olusan etik iklim, ¢alisan tarafindan hissedilecek ve fark edilecektir. Cali-
san tarafindan hissedilen etik iklim algis1 pek ¢ok orglitsel sonuca neden olmaktadir.
Bu sonuglardan ilki, etik ve etik olmayan davranis ve tutumlara olan etkisidir. Or-
giitlerde bireylerin etik tutum ve davranislar etkilemede kullanilabilecek en etkili
araglardan birisinin etik iklim oldugu sdylenebilir. Yoneticiler basit etik kodlarla, etik
ve olumlu bir etik iklim olusturabilirler (Ozyer, 2010, s. 30). Eser (2007, s. 19) calis-
masinda, etik iklim ¢alisanin etik olmayan davraniglar iizerinde de etkili oldugunu
ortaya koymaktadir. Etik iklim kavrami bagkalarimi aldatmamak, kendi ¢ikart i¢in
kars1 tarafin ¢ikarmi tehlikeye sokmamak, kisacasi bagkalarin zaaflarindan ¢ikar
saglamamak gibi konularla iligkili oldugu ag¢iktir. Etik iklim orgiitte olusturuldugu
takdirde bu ve benzeri davraniglarin azalmasi ve 6nlenmesi beklenecektir. Eren ve
Hayatoglu (2011, s. 12), etik iklimin, is tutumlar1 ve is performansi arasindaki ilis-
kisini inceledikleri ¢alismada, etik iklim ile orgiitsel baglilik ve yoneticiye giiven
arasinda anlamli bir iliski oldugunu; etik iklim ile is tatmini arasinda anlamli bir
iligki olmadigini gdstermistir. Bicer’in (2005, s. 87) calismasinda, etik iklim ile is
tatmini, orgiitsel baglilik ve isten ayrilma niyeti arasinda anlamli iliski oldugu ortaya
konmustur. Calisanlarin etik iklim algilar yiikseldike¢e, isten tatmin olma derecele-
rinin ve Orglite olan bagliliklarinda énemli diizeyde artig oldugu ve bunun yaninda
isten ayrilma niyetinin azaldigi ifade edilmistir. Donertas’in (2008, s. 73) etik iklimin
kuruma giiven tizerindeki etkisini arastirdig1 ¢alismasinda, etik iklim ile kuruma kars1
hissedilen giiven arasinda dogru orantili bir iliski oldugu gosterilmistir.

Arastirma sonuglarinin ortaya koydugu iizere etik iklimin pek cok orgiitsel sonug
tizerinde anlamli etkisi oldugu goriilmektedir. Etik iklimin etkili oldugu baslica alanlari
etik olmayan tutum ve davranislar (Peterson, 2002), orgiitsel baglilik (Bulut, 2012, s.
73; Schwepkwer, 2001), is tatmini (Kaplan, Ogiit, Karayel & Ilhan, 2013, s. 127), isten
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ayrilma niyeti (Oriicii & Ozafsarlioglu, 2013, s. 352-353), yonetici ve kuruma karst
duydugu giiven (Biite, 2011, s. 186) olarak siralanabilir.

Etik kavramina iliskin kuramsal yaklagimlara bakildiginda deontolojik kuramlar-
da adalet yaklagiminin temel unsurlardan biri olarak ele alindigin1 goriilmektedir.
Bu yaklagimda esit dagilimin 6nemi vurgulanmis ve kisilerin orgiit iginde tistlendi-
8i 6dev ve ylkiimliilikkler neticesinde ortaya cikan fayda ve maliyetleri bireyler ve
gruplar arasinda ne 6l¢iide esit dagitilabildigi sorunu incelenmistir. Bu durumun ada-
let teorilerinde dagitim adaletinin temelini olusturdugu da ifade edilebilir. Bu agidan
etik ve adaletin iligki i¢inde oldugu sdylenebilir.

Orgiitsel Adalet

Adalet, “yasalarla sahip olunan haklarin herkes tarafindan kullanilmasinin saglan-
mast, tiire; hak ve hukuka uygunluk, hakki gbzetme; bu isi uygulayan, yerine getiren
devlet kuruluslar ve herkese kendine uygun diiseni, kendi hakki olan1 verme, dogru-
luk” anlaminda tanimlanmistir (TDK, t.y.).

Adalet kavrami, insanoglunun topluluklar halinde yagamaya baslamasiyla birlikte,
onemsedigi temel degerler arasinda yer almaktadir (Deyneli, 2010, s. 1). insanlarin
haklaria saygi gostermek, herkesi esit tutmak, hakkini vermek demek olan adalet
insan topluluklarimin temelidir (Giiltekin, 1983, s. 25).

Orgiitlerde calisma ortaminda adaletin roliinii tanimlamak igin “orgiitsel adalet”
kavrami son 50 yildir 6rgiit yazininda ve bilimsel ¢aligmalarda kullanilmaya baglan-
mustir (Yildirim, 2007, s. 256). Orgiitsel adalet, temel olarak iki unsuru igermektedir.
Birincisi, adil ve ahlaki uygulamalar; ikincisi, islemlerin 6rgiit igerisinde egemen ki-
linmasini ve tesvik edilmesidir. Yoneticilerin davranislarinin yonetilenler tarafindan
adil, ahlaki ve rasyonel olarak degerlendirildigi orgiitler orgiitsel adaletin tesis edildi-
gi orgiitlerdir (Iscan & Naktiyok, 2004, s. 7).

Orgiitsel adalet kavrammin gegmisi Adams’mn (1965) Esitlik Teorisi’ne kadar uzan-
maktadir. Adams’n esitlik teorisi, kisinin kendi ¢abalar1 veya katkilar1 dahilinde elde
ettigi kazanimi bagkalar1 ile kiyaslamasi sonucu algiladigi esitlik veya esitsizlik durumu-
dur (Greenberg, 1987, s. 11). Personel, yoneticilerin uygulamalarinin adil olup olmadi-
gma yaptiklar1 bu karsilastirma ve degerlendirme sonucunda karar vermektedirler (Gre-
enberg, 1990, s. 401). Bu durumda orgiitsel adalet, calisanin igyerindeki uygulamalara
iliskin zihinde olusturdugu adalet algisi olarak tanimlanabilir (Greenberg, 1996, s. 24).

Greenberg’in (1990) tamimlamasina gore orglitsel adalet; “isyerinde adaletin, bi-
reye ve orgiite olan etkilerini ortaya ¢ikarmasini saglayan terim”dir. “Orgiitsel adalet
calisanlara Orgiit igerisinde adaletli davranilip davranilmamasiyla iligkilidir.” (Green-
berg, 1990, s. 339). Ayrica orgiitsel adalet, bir isyerinde adaletin roliinii agiklamakla
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birlikte, orgiitiin fonksiyonlarini yerine getirmesi ve ¢alisanlarin memnuniyeti agi-
sindan da dnemli bir kavramdir (Greenberg, 1987, s. 399). Orgiitsel adalet kavrami
bireylerin Orgiit igindeki adalet algilarina dayanmaktadir. Bireylerin algisal yorumlari
zamanla kisinin tutumuna donligmekle beraber, tutumlarin da bireylerin davranislari-
nin belirleyicisi oldugu kabul edilmektedir (Fortin, 2008, s. 94).

Alg1 kavraminin 6znel olmasi nedeniyle adalet algilamasi ayni1 sirkette ¢aligandan
calisana degisiklik gosterebilmektedir. Ayni ¢alisma sartlarina sahip bireyler birbirin-
den farkli adalet algilamalarina sahip olabilmektedirler. Calisanlarin kiiltiirleri, deger
yargilari ve esitlik hassasiyetleri adalet algilamalari ile iliskilidir (Ozdevecioglu, Su-
can & Akin, 2008, s. 632).

Orgiitlerde olumlu adalet yargilar; drgiitsel sorumlulugun gelismesi ve drgiit yet-
kililerinin algilanan mesruiyetinin artmasini, ¢alisanlarda giivenin gelismesini ve
orgiitsel politika ve hareketlere kars1 olumlu tutumlar gelismesini saglamaktadir. Bu-
nunla beraber olumlu adalet yargilarinin en biiyiik etkisi, grubun ve grup otoritesinin
kabul edilmesiyle ilgili davraniglarda goriilmektedir. Grup ¢ikarlarini ve amaglarini
on plana ¢ikarmakta, bireysel ¢ikarlari ikinci plana almaktadir. insanlar, kendilerine
adaletli davranildigina inandiklarinda orgiitsel vatandaslik davranislari sergilemekte-
dirler (Lind, 2001, s. 58).

Orgiitsel adalet hem galisan hem de &rgiit agisindan dnemli bir kavramdar. Ciinkii ¢a-
lisanlar tarafindan yapilan adil algilayislar ¢alisanlarin pozitif davraniglarina katki sag-
lamaktadir. Diger taraftan, orgiit i¢i adaletsizlikler de orgiitlerin amaclarina ulasmasin
zorlagtiran olumsuz tutum ve davraniglara sebep olmaktadir (Beugre, 2002, s. 1092).

Orgiitsel Adaletin Boyutlar

Orgiitsel adalet yazinin temelinde iki unsur vardir. Bunlar, dagitim ve islem (pro-
sediir) adaletidir. Daha sonra Bies ve Moag’in (1986) yaptig1 ¢aligmalarla 6rgiitsel
yazinda gelistirilen ve literatiirdeki yerini alan model ise etkilesim adaleti olmustur
(Ambrose, 2002, s. 804).

Arastirmacilar tarafindan ¢ok ¢esitli orgiitsel adalet boyutlari tizerinde durulsa da
ilgili literatiirde orgiitsel adalet kavraminin i¢ temel boyutu iizerinde uzlasildigi go-
rillmektedir. Bu ¢calismada da literatiire uygun olarak orgiitsel adalet “dagitim adaleti,
prosediir adaleti ve etkilesim adaleti” olmak {izere ii¢ boyutuyla ele alinacaktir.

Orgiitsel adalet boyutlarindan &ncelikli olarak &rgiitsel adaletin temeli olarak kabul
edilebilecek dagitim adaleti ele almacaktir. Odiillerin ve kaynaklarin dagitim sistemi-
ne bakildiginda, kiigiik gruplardan toplumun tiimiine kadar her biiyiikliikteki sosyal
sistemde olusan evrensel bir olgu oldugu goriilmektedir. Gruplar, orgiitler ve top-
lumlar 6diil, ceza ve kaynaklarin dagitimi sorunuyla ilgilenirler. Bu nedenle, pek ¢ok
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disiplinden gelen sosyal ve siyaset bilimciler, iktisat¢ilar, sosyologlar ve psikologlar
dagitim sorunuyla ilgilenmisglerdir (Leventhal, 1980’den akt.,Y1ldirim, 2002, s. 28).

Prosediir adaletini Cropanzano ve Folger (1991) “kazanimlarin belirlenmesinde
kullanilan metotlar, mekanizmalar ve siireclerle ilgili adalet algilamasi” olarak ta-
mimlamislardir (Cihangiroglu & Yilmaz, 2010, s. 202). Dogan (2002, s. 72), prosediir
adaletini; tcret, terfi, maddi olanaklar, ¢aligma sartlar1 ve performans degerlemesi
gibi unsurlarin belirlenmesi ve 6l¢iimiinde kullanilan 6rgiit i¢i siire¢, metot, uygula-
ma, prosediir ve politikalarin adil olma derecesi olarak tanimlanmaktadir.

Adalet arastirmalariin sosyal yonlii genislemesine bagli olarak etkilesim adaleti
kavramu ilk kez Bies ve Moag (1986) tarafindan yapilan ¢aligmalarla ortaya konmusg
ve Orgiitsel adaletin ii¢lincli boyutu olarak literatiirdeki yerini almistir. Greenberg
tarafindan prosediir adaletinin insan iligkilerindeki goriintiisii olarak ele alinmigtir
(Greenberg, 1990, s. 411). Bies ve Moag tarafindan yapilan tanimda 6nemle {istiinde
durulmasi gereken konu ve etkilesim adalet algisinin temel belirleyicisi olan durum,
tutum ve davranis niteligi diger bir ifadeyle muamele kalitesidir. Calisanlar, karar ve-
rilirken kurallarin ne olduguna veya bu kurallarin ne kadar kat1 uygulandigina degil;
bu kurallar uygulanirken kendilerine davranis sekline ve yapilan agiklamanin yeterli
olup olmadigina 6nem verirler. Etkilesim adaletini, kurallarin ve islemlerin uygu-
lanmasinda calisanlarin karsilagtigi kisilerarasit davranisin kalitesine iligkin algilar
olusturmaktadir (Yilmaz, 2004, s. 27).

Orgiitsel Adaletin Sonuclar: ve Etkileri

Algilanan orgiitsel adalet algis1 ¢alisanlarin davranig ve tutumlarini 6nemli bo-
yutta etkilemektedir. Bu algtya bagli olarak ¢alisanin tutum ve davranislart olumsuz
sonuglar dogurabilmektedir. Orgiitsel adalet algisimin diisiik olmasi durumunda ¢a-
lisanlarda performans diisiikliigii goriilebilmekte, bireysel is doyumu ve is tatmini
azalabilmekte, calisanlar kimi zaman zarar verici ve saldirgan davranislar sergile-
yebilmektedir. Algilanan orgiitsel adalet, ¢alisanin 6rgiit icinde pek ¢ok davranis ve
tutumunu etkilemektedir. Bunlara 6rnek olarak orgiitsel giiveninin azalmasi, 6rgiitsel
vatandasligin istenilen diizeyde gelismemesi, orgiitsel bagliligin azalmasz, isten ayril-
ma niyetinin artmasi, ¢alisan sagliginin bozulmasi, tiikkenmislik sendromu vb. negatif
sonuglara yol agmaktadir (Cag, 2012, s. 49).

Orgiit icinde adalet algis1 ¢alisanlar icin dnemli bir giidiileyici arac olarak kabul
edilmektedir. Bu durum Cohen-Charash ve Spector (2001) ¢alismalarinda Sekil 2°de
sematize edilmistir. Algilanan adaletin onciilleri arasinda orgiitsel ciktilar, orgiitsel
uygulamalar ve algilanan 6zellikler yer almaktadir. Sonuglari arasinda ise is perfor-
mansi, zarar verici ve saldirgan davranislar, ekstra rol davraniglari, ¢alisanin tutum
ve duygularmi bulunmaktadir.
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Orgiitsel Ciktilar Performans

Ciktinin Degeri
Orgﬁtsel Uguinusiar Ekstra Rol Davranmig1
Adalet Normlanina Baglilik Algilanan Adalet
Insan Kaynaklariyla Dagitim
Ileti'sim' Davraniglann Prosediir Zarar Verici
Kalitesi Etkilesim Davranmiglar
Algilanan Ozellikler Tutumlar ve Duygular
Demografik
Kisilik

Sekil 1. Orgutsel adaletin yansimalari (Cohen-Charash & Spector, 2001, s. 283).

Algilanan orgiitsel adalet ile olumlu drgiit sonuglart ile pozitif yonlii, olumsuz tu-
tum ve davraniglar ile negatif yonlii bir iliskinin varligindan s6z edilebilir. Bu duruma
ornek olarak bazi ¢calismalarda, ¢aliganda olusan adaletsizlik algisinin, ig gorenlerin
is yavaslatma, hirsizlik, misilleme, hatta isi kasitli olarak sabote etme gibi tepkilere
neden oldugu belirtilmektedir. Adaletsizlik algilamalarinin bu tip olumsuz sonuglar
dogurmasina karsin, olumlu adalet algilamalar ise oOrgiitsel baglhlik, orgiitsel va-
tandaslik davraniglart ve 6rgiit politikalarini ve kurallari kabul etme gibi orgiit i¢in
faydali olan davranislarin sergilenmesinde etkili olmaktadir (Lind ve ark., 2000, s.
559’dan akt.,Tuna, 2013, s. 1001).

Etik iklim ve Algilanan Orgiitsel Adalet iliskisi

Adalet ve etik kavramlart incelendiginde bu iki kavramin birbirinde bagimsiz dii-
stiniilmesi miimkiin degildir. Etik kavraminin alt etkenleri arasinda adaleti, adalet
kavramimin unsurlari arasinda etik kurallar1 gorebilmek miimkiindiir. Diger yonden
temel etik davraniglar ve ilkelere bakildiginda adalet, esitlik, dogruluk ve adil bir
yonetimin ilk siralarda yer aldig1 goriilmektedir (Aydin,2010).

Ekiztepe (2011), konaklama isletmelerinde etik iklim, orgiitsel adalet ve orgiitsel
baglilik iligkisini aragtirdig1 ¢aligmasinda, etik degerleri yiiksek olan ¢aliganlarin ada-
let algilarinin olumlu etkilendigini, bunun sonucunda da ¢aliganlarin kaliteli hizmet
sunumunu gerceklestirdikleri ve etik sorunlarla kolay bir sekilde basa ¢ikabildiklerini
ortaya koymustur. Ayni1 zamanda orgiit icindeki etik dis1 uygulamalarin ¢alisanlarin
adalet algilarin zayiflatarak orgiitsel yasam kalitesini olumsuz yonde etkileyecegini
belirtmistir. Luria ve Yagil (2008) ise “Restoran Isletmelerinde Prosediir Adaleti, Etik
Iklim ve Hizmet Ciktilar1” adli calismalarinda, prosediir adaleti ile etik iklim arasinda
pozitif yonli anlamli bir iligkili oldugunu ortaya koymuslardir. Fein, Tziner, Lusky
ve Palachy (2013) “Etik Tklim, Adalet Algis1 ve Lider-Uye Etkilesimi Arasindaki {lis-
ki” adli ¢alismalarinda, etik iklimin orgiitsel adalet boyutlarindan sadece prosediir
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adaleti ile iligkili oldugunu belirtmistir. Benzer bir calismada Tziner, Felea ve Vasiliu
(2015), etik iklim algilanan orgiitsel adalet ve lider-iiye etkilesimi arasindaki iliskiyi
Roman organizasyonlarinda incelemistir. Caligmalarinda etik iklimi boyut diizeyin-
de ele alarak, egoist etik iklim boyutunun orgiitsel adalet boyutlar: ile negatif yon-
L iliski, ilkelilik ve yardimseverlik etik iklim boyutlarin orgiitsel adalet boyutlar
ile pozitif yonlii iliski i¢inde oldugunu tespit etmistir. El¢i, Karabay ve Akyiiz’iin
(2015), “Etik Iklimin Orgiitsel Adalet ile Tiikenmislik Davranis1 Arasindaki Aracilik
Rolii: Finans Sektorii Uzerine Bir Arastirma” adli calismasinda, prosediirel adalet ve
dagitim adaletinin etik iklimin anlamli bir yordayicist oldugunu ortaya koymuslardir.
Deconinck, Johnson ve Busbin (2012), “Orgiitsel Adaletin Satis Personellerinin Etik
Iklim Algisi, Orgiitsel Baglilig1 ve Isten Ayrilma Niyeti Uzerine Etkisi” adl1 calisma-
larinda ise, prosediir adaleti ve dagitim adaletinin satis personelinin etik iklimi ile
direkt bir iligki i¢inde oldugunu tespit etmislerdir.

Bu nedenlerle orgiitte is ahlakina uygun davraniglarin ¢alisanlarin ortak algisi ola-
rak benimsendigi, beklenen ve istenen dogruya yonlendiren orgiitsel uygulama, is-
lemler, prosediirler ve kurallarin var oldugu, 6rgiitte uygun ve uygun olmayan davra-
niglarin ¢aliganlar tarafindan hissedildigi bir 6rgiit iklimi olarak etik iklimin ¢aliganin
adalet algilamasi tizerinde etkili olacagi diistiniilmektedir.

Orgiitsel adalet boyutlar1 diisiiniildiigiinde orgiitte etik iklim olusumu adma var
olmasi beklenen, calisani istenen dogruya yonlendirecek prosediir, islem ve politika-
lar ile etik kodlarin varliginin prosediir adalet algisi ile dogru yonde iliski gosterece-
8i beklenmektedir. Benzer sekilde orgiitte kurum ve takim ¢ikari, arkadaslik, iyilik,
yardimseverlik vb. kavramlar1 6n plana alan etik iklimin ¢alisanda etkilesim adalet
algist iizerinde etki edecegi ongoriilmektedir. Orgiit lideri ve drgiit yapisinda etige ait
degerleri benimsenmesi durumunda hakkaniyet ilkesi geregince ¢alisana adil iicret,
sorumluluk ve is yiikil verilecegi ve bu durumun dagitim adaleti algilamasina etki
edecegi beklenmektedir.

Yontem

Evren ve Orneklem

Aragtirmanin evrenini Tokat Ili merkez ilgesinde faaliyet gdsteren 17 banka ve
buna bagli 22 subedeki 270 banka personeli olusturmaktadir. Arastirmada evren ola-
rak bankacilik sektorii belirlenmistir. Arastirma evreni olarak bankacilik sektoriiniin
segilmesinin birgok nedeni bulunmaktadir. Oncelikli olarak, gelisen ve biiyiiyen ban-
kacilik sektorii Tirkiye’de, finansal sektoriin temelini olusturmaktadir. Bu durumun
temelinde, Tirkiye’deki finansal kaynaklarin ¢ok biiyilik bir boliimiiniin bankalar
tarafindan toplanmasi ve yine bankalar tarafindan kullandirilmasi yer almaktadir
(Kesbig, Cinar & Duramaz, 2014, s. 35). Bir diger neden ise, Tiirkiye’deki enflas-
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yon oranlarmin diismeye baslamasi ve giinlimiizdeki seviyeye gerilemesi ile sektor
yeni arayislara siiriiklenmesidir. Yasanan biiyiik rekabet, marjinal miisteriye yonelim
ve dolayisiyla karliligimi arttirmaya ¢alisan bankalar pazarlamaya agirlik vermis ve
tiriin ¢esitliligini (kredi karti, bireysel ve ticari kredi ¢esitleri) arttirarak 6zellikle en
karli bankacilik anlayigin1 benimsemeye baglamistir (Gliney & Mandaci, 2009, s.
88). Ozellikle finansal piyasalarda yasanan krizlerin etkisiyle, kiiresel rekabet orta-
minda ayakta kalabilmek icin agresif satis hedefleri belirleyen bankalar, miisterilere
yonelerek karlilik diizeylerini arttirma yolunu tercih etmekte ve bu sartlar altinda he-
deflerine ulagsmay1 saglayarak kendi konumlarini korumaya ¢aligmaktadir (Solmaz &
Ugma, 2010, s. 98). Bu ve benzeri hususlar dikkate alindiginda, sektoriin etik ve etik
iklim algilarinin diger sektdrlere oranlara daha biiyiik 6nem arz ettigi diisiiniilmek-
tedir. Bu nedenle arastirma evreni olarak bankacilik sektorii secilmistir. Tablo 2’de
aragtirmaya katilan banka personelinin cinsiyet, yas, egitim diizeyi, medeni durumu,
calistig1 sektor, kurumdaki calisma siiresi, kurumdaki pozisyonu, gelir diizeyi gibi
degiskenlere ait bulgulari, frekans dagilimlari ve yiizde oranlari ile ortaya konmustur.

Tablo 2
Evrende Yer Alan Banka Personelinin Demografik Ozelliklerine Iliskin Dagilim
F % F %
Cinsiyet Erkek 127 60,5 Medeni Evli 123 58,6
Kadin 83 39,5 Durum Bekar 87 41,6
21-25 28 133 . Kamu 66 31,4
Yas 26-30 74 35, SeKOr Ozel 144 68,6
31-35 62 29,5 0-1000 TL 8 38
36-40 23 11,0 1001-1500 TL 51 243
41 ve lizeri 23 11,0 ) 1501-2000 TL 75 357
Egitim  Lise 2110 gzlzléyi 2001-3000 TL 45 214
On Lisans 33 15,7 3001-4000 TL 20 9.5
Lisans 141 67,1 4001 TL ve iistii 152
Lisansiistii 15 7,1
1 yildan az 28 13,3 Giivenlik Gorevlisi 10 48
1-5 yil 76 36,2 Gise Gorevlisi, Banko Hizmetleri Asistan1 59 28,1
Calisma 6-10 yil 72 343 Kurumdaki Musteri Temsileisi, Operasyon Memuru, (s 5
Stiresi Pozisyon Me@ur o L
s w6 S ol Oy Vel g7 1
15 yildan fazla 20 9,5 Miidiir, 2.Miidiir, Miidiir Yardimcisi 19 9,0

Arastirmaya katilan personelin %78,1 ile 35 yas ve alt1 genclerden olustugu go-
rillmektedir. Ayrica personelin biiyilik bir cogunlugunun (%74,2) egitim seviyesinin
lisans ve lisansiistli diizeyinde oldugu goze carpmaktadir. Kadinlarin Tiirkiye’deki
isgiicline katilim oranlar diisiiniildtigiinde sektor olarak kadin ¢alisma oranin orta-
lamanin iizerinde bir yiizdeye (%40,5) sahip oldugu goriilmektedir. Diger bir hu-
sus personelin %63,8’inin 2000 TL alt1 gelir elde ettigi ve bunun alinan egitim ve
is yiikiine oranla diistik bir {icret diizeyi olarak nitelendirilebilecegidir. Bu veriler
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orneklemin ana kiitle 6zelliklerini dogru bi¢imde yansittigini ortaya koymaktadir.
Arastirmada tam say1 hedeflenerek 270 banka personeline de anket dagitilmig ve 220
anketten (%81 oraninda) geri doniis saglanmustir. 10 ankette eksikler bulundugundan
dolay1 degerlendirme dis1 tutulmus olup 210 anket analize dahil edilmistir.

Veri Toplama Araclari

Aragtirma, anket yontemi kullanilarak gergeklestirilmistir. Anket 5°1i Likert tipi dere-
celendirme dlgegine gore hazirlanmustir. Olgekte ifadeler “S Kesinlikle Katiltyorum”, <4
Katiltyorum”, “3 Ne Katiliyorum Ne Katilmiyorum”, “2 Katilmiyorum”, “1 Kesinlik-
le Katilryorum” bigiminde kodlanmustir. Arastirmada “Etik Iklim Olgegi” ve “Orgiitsel
Adalet Olgegi” olmak iizere iki 6lgek kullantimistir. Olcek toplam 35 ifadeden olusmak-
tadir. Olgek sorularmin 1-7. maddeler arasindaki ifadelerde etik iklim dlgegi yer almak-
tadir. Bu kisimda orgiitiin etik iklimi, Qualls ve Puto’nun (1989) dlgegini temel alarak
Schwepker, Ferrell ve Ingram’in (1997) gelistirdigi 7 ifadeden olusan “Etik iklim Olgegi”
ile degerlendirilmistir. Schwepker ve arkadaslarinin arastirmalari, etik iklim ve etik catig-
manin satig personelinin rol ¢atismasi iizerindeki etkisini belirlemek {izere olusturulmus-
tur. Orijinal formu 5°1i Likert tipi derecelendirme dlgegine gore hazirlanan 6lgek, 0,892
Cronbach Alfa i¢ tutarhilik katsayisi ile giivenilir diizeyde yer almaktadir (Schwepker,
2001). Olgek, Tiirkiye’de Bulut (2012) ve Ozgelik (2011) tarafindan yapilan arastirma-
larda kullanilmistir. Croanbach Alfa i¢ tutarlilik katsayilari; Bulut (2012) tarafindan 0,92,
Ozgelik (2011) tarafindan 0,89 olarak raporlanmustir. Ankette 8-27. maddeler arasindaki
ifadelerde algilanan orgiitsel adalet 6lgegi yer almaktadir. Bu kisimda algilanan orgiitsel
adaleti dlgmek amaciyla Niehoff ve Moorman (1993) tarafindan gelistirilmis olan “Or-
giitsel Adalet Olgegi” kullamlmustir. Olgek dagitim adaleti, prosediir adaleti ve etkilesim
adaleti algisim Slgmek iizere ii¢ boyuttan ve 20 ifadeden olusmaktadir. Olgegin orijinal
formu i¢in Cronbach Alfa i¢ tutarlilik katsayilar1 dagitim Adaleti 0,74, islem Adaleti 0,85
ve etkilesim Adaleti 0.92 olarak bildirilmektedir (Niehoff & Moorman, 1993). Niehoff
ve Moorman’e (1993) ait dlcek, Tiirkiye’de yapilan nicel aragtirmalarda orgiitsel adalet
alaninda en sik kullanilan 6lgek olarak karsimiza ¢ikmaktadir (Kutanis, 2015, s. 17). Ay-
rica Olgek, Giirbiiz ve Mert (2009) tarafindan yapilan gecerlilik ve giivenilirlik uygula-
mast neticesinde, lilkemizde orgiitsel adalet algis1 6lgtimlerinde kullanilabilecek gecerli
ve glivenilir bir 6lgme araci olarak tespit edilmistir. Arastirma 6lgeginde 28-35. maddeler
arasindaki ifadeler demografik 6zellikler ile ilgili sorular1 kapsamaktadir.

Arastirma Olceklerinin Giivenilirlik ve Gegerliligi
Aragtirmada kullanilan Sl¢ekler daha 6nceden bir¢ok arastirma da kullanilmis olup gii-
venilirligi ve gegerliligi test edilmistir. Arastirmada Schwepker ve arkadaglarinin (1997)

gelistirdigi 7 ifadeden olusan “Etik Iklim Olgegi” 7 ifade ve tek boyuttan olusmaktadir.
Niehoff ve Moorman’e (1993) ait “Orgiitsel Adalet Olgegi” ise 3 boyuttan ve 20 ifadeden
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olugmaktadir. Arastirma dlgeklerinin gegerliligi i¢in AMOS (21.0) programi kullanilarak
dogrulayici faktor analizi yapilmistir. Arastirmada en diistik faktor yiikiine sahip olan 6r-
giitsel adalet 6lgeginin dagitim adaleti boyutundaki “Gdorevimle ilgili sorumluluklarimin
adil oldugu kamsindayim” ifadesi analizden ¢ikarildiginda 6lgek uyum iyiligi agisindan
kabul edilebilir hale gelmistir. Yapilan gecerlilik i¢in DFA sonucunda etik iklim dl¢eginin
tek faktorlii yapiya, orgiitsel adalet dlgeginin 3 faktorlii orijinal yapisia uyum sagladigi
goriilmektedir. Uyum indeksi degerleri Tablo 3’te gdsterilmistir.

Tablo 3

Ol¢elklerin Dogrulayict Faktor Analizi Sonuglar

Olgek / Model Ax? df Ax*/df RMSEA  CFI RFI IFI GFI
OAO (1 madde ¢ikarild)) 324,54 143 2,269 0,078 0,958 0,913 0,958 0,861
EIO 22,89" 11 2,082 0,072 0,992 0,992 0,992 0,971
p<.001.

OAO = Orgiitsel Adalet Olgegi, EIO= Etik Iklim Olgegi.

Bu arastirmada kullanilan her iki 6lgek “Cronbach Alfa” i¢ tutarlik katsayisi analizi
uygulanarak giivenilirlik analizine tabi tutulmustur. Alfa degeri 0 ile 1 arasinda degerler
alir ve analiz sonucunun giivenilir oldugunu sdyleyebilmek i¢in alfa kat sayisinin en az
0,7 olmas1 beklenmektedir (Altunisik, Coskun, Bayraktaroglu & Yildirim, 2010, s. 124).

Tablq 4 B B .
Etik Iklim Olgegi ve Orgiitsel Adalet Olgegi Giivenilirlik Analizi
Madde Sayis1 Cronbach Alfa Degeri

Etik Tklim Olgegi 7 0,944
Prosediir Adalet Boyutu 6 0,916
Dagitim Adalet Boyutu 4 0,903
Etkilesim Adalet Boyutu 9 0,971
Orgiitsel Adalet Olgegi 19 0,966

Giivenilirlik analizi sonucuna gore etik iklim 6l¢eginin Cronbach Alfa i¢ tutarlilik
katsayis1 0,944°tiir. I¢ tutarlilik katsayis1 oramin yiiksek diizeyde olmas1 nedeniyle 61-
¢egin yeterli giivenilirlik diizeyinde oldugu kabul edilmektedir. Tablo 4’te goriildigii
gibi orgiitsel adalet 6lgeginin genel Cronbach Alfa i¢ tutarlilik katsayisi 0,966°dir.
Orgiitsel adalet alt boyutlar1 olan prosediir adaleti boyutunun Cronbach Alfa i¢ tu-
tarlilik katsayisi degeri 0,916 dagitim adaletinin Cronbach Alfa i¢ tutarlilik katsayisi
degeri 0,903, etkilesim adaleti boyutunun ise Cronbach Alfa i¢ tutarlilik katsayisi
degeri 0,971 olarak bulunmustur. Bu sonuglar genel olarak arastirmada kullanilan
Olceklerin yiliksek derecede giivenilir olduklarini gdstermektedir.

Arastirma Modeli ve Hipotezler

Calisma tanimlayict bir arastirmadir. Calismada hipotezler etik iklimin orgiitsel
adalet algisini agiklama oranini belirlemek iizere asagidaki sekilde olusturulmus ve
model lizerinde gosterilmistir.
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Hipotez 1: Etik iklim ¢alisanin prosediir adalet algisinin anlamli bir yordayicisidir.
Hipotez 2: Etik iklim ¢alisanin dagitim adalet algisinin anlamli bir yordayicisidir.

Hipotez 3: Etik iklim ¢alisanin etkilesim adalet algisinin anlamli bir yordayicisidir.

I\II{i Algilanan Prosediir Adaleti

Algilanan Dagitim Adaleti

ETIK iKLIM

Algilanan Etkilesim Adaleti

Sekil 2. Arastirma modeli.

islem
Veriler IBM SPSS v.20.0 programinda degerlendirilmistir. Modelde tahmin edilen
etkilerin belirlenmesinde, Basit Dogrusal Regresyon Analizi kullanilmistir.

Arastirmanin Kisit ve Varsayimlari

Arastirmada ana kiitle ve 6rneklem, tek bir sektdriin personeline ve sadece Tokat
ili merkez ilgesinde uygulanmistir. Bu durumlar sonuglarin genellenememesi nede-
niyle aragtirmanin en temel kisitin1 olusturmaktadir. Dolayisiyla ¢aligmanin bulgulari
veri toplanan bolgedeki banka subeleri i¢in agiklama degeri tagimaktadir.

Bulgular

Hipotezlerin Test Edilmesine Yonelik Analizler

Etik iklimin, 6rgiitsel adaletin boyutlar1 olan prosediir, dagitim ve etkilesim adaleti
iizerine etkisini belirlemek amaciyla uygulamada basit dogrusal regresyon analizi
kullanmlmistir. Etik iklimin ¢aliganin prosediir adalet algisinin yordayicisi olup ol-
madigini belirlemek iizere Tablo 5°te regresyon analizi sonuglarina yer verilecektir.
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Tablo 5

Etik Iklim ile Prosediir Adaleti Arasindaki Iliskiyi Olgmeye Yonelik Regresyon Analizi Sonuglart

Bagimsiz Degisken Bagimli Degisken R F )4 B t
Etik Iklim Prosediir Adaleti ,395 137,733 .000" ,631 11,735
‘p<.01.

Tablo 5 incelendiginde p degerinde (0,000) model anlamli bulunmustur. Diizeltilmis R?
degerine bakildiginda etik iklimin prosediir adaleti algisinin yordayicist oldugu ve aciklama
oraninin %39,5 oldugu goriilmektedir. Tablo 5°te 3 degerine (0,63 1) bakildiginda etik iklim
ile prosediir adaleti arasinda pozitif yonlii ve anlamli bir iligkinin var oldugu goriilmektedir.
Etik Iklim’deki bir birimlik artigin prosediir adalet algisi iizerinde 0,631°lik bir artisa neden
olmaktadir. Bu sonuglara gére H1 hipotezi desteklenmektedir. Etik iklim ve dagitim adalet
algist arasinda kurulan basit regresyon analizi sonuglar agagida yer almaktadir:

Tablo 6

Etik Iklim ile Dagitim Adaleti Arasindaki Iliskiyi Ol¢gmeye Yonelik Regresyon Analizi Sonuglart

Bagimsiz Degisken Bagimli Degisken R F )4 B t
Etik Tklim Dagitim Adaleti 217 58,984 .000" ,470 7,680
p<.0l.

Tablo 6 incelendiginde p degerinde (.000) model istatiksel olarak anlamli bulun-
mustur. Dizeltilmis R? degerine bakildiginda etik iklimin dagitim adaleti algisinin
yordayicist oldugu goriilmektedir. Diger iki boyuta gore daha diisiik etkiye sahip ol-
makla birlikte agiklama oraninin %21,7 oldugu goriilmektedir. Tablo 6’da [ degerine
(0,470) degerine bakildiginda etik iklim ile dagitim adaleti arasinda pozitif yonlii
ve anlamli bir iligkinin var oldugu goriilmektedir. Bu sonuca gore etik iklimdeki bir
birimlik artigin prosediir adaleti algisi iizerinde 0,470’lik bir artisa neden olmaktadir.
Bu sonuclara gére H2 hipotezi desteklenmektedir. Etkilesim adaleti algisinin olugu-
munda etik iklimin roli olup olmadigini belirlemek amaciyla yapilan basit regresyon
analizi sonuglar1 asagida yer almaktadir;

Tablo 7

Etik Iklim ile Etkilesim Adaleti Arasindaki Iliskivi Olgmeye Yonelik Regresyon Analizi Sonuglart

Bagimsiz Degisken Bagimli Degisken R’ F )4 B t
Etik Tklim Etkilesim Adaleti 0,360 118,590 .000" 0,603 10,890
p<.0l.

Tablo 7 incelendiginde p degerinde (0,000) model istatiksel olarak anlamli bulun-
mustur. Diizeltilmis R? degerine bakildiginda etik iklimin etkilesim adaleti algisinin
yordayicist oldugu ve agiklama oranimin %36 oldugu goriilmektedir. Tablo 7°de beta
degerine (0,603) baktigimizda etik iklim ile etkilesim adaleti arasinda pozitif yonlii
ve giiclii anlamli bir iliskinin var oldugunu goriilmektedir. Etik iklimdeki bir birimlik
artis etkilesim adalet algisi tizerinde 0,603’liik bir artisa neden olmaktadir. Bu sonug-
lara gore H3 hipotezi desteklenmektedir.
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Sonuc ve Oneriler

Yasadigimiz yiizyilda etik ve adaletin toplumun her alaninda ihtiya¢ duyulan temel
nitelikler oldugunu miisahede etmekteyiz. Kiiresellesen diinya ekonomisinde, agir re-
kabet kosullar altinda hayatta kalma ve karlilik amaglarmi gerceklestirmeye caligan
isletmeler, hem Orgiit hem de calisan bazinda etik degerlerden taviz verme noktasina
gelebilmektedir. Is diinyasi, toplum ve ¢alisanlarina karst sorumluluklari bulunan islet-
meler, orglitlerinde etik degerlerin olugmasi igin gerekli ortami hazirlamali ve ¢alisan-
larmi1 bu yonde tesvik etmelidir. Bu agidan etik iklim orgiitte etige ait degerleri, dogru-
yu ve yanlisi ¢alisanlara hissettirerek, calisanin etik tutum ve davranislar gelistirmesini
saglayacak onemli bir unsur olarak gerekliligini ortaya koymaktadir. Bu gerekliliginin
disinda etik iklimin 6rgiit i¢inde birgok orgiitsel sonuca etki ettigi bilinmektedir.

Bu sonuglar arasinda oldugu ortaya konan algilanan orgiitsel adalet kavrami, or-
giitler agisindan bir¢ok sonuca etki eden 6nemli bir kavram olarak literatiirdeki yerini
almistir. Algilanan orgiitsel adalet, is tatmini, i§ goren performansi, zarar verici saldir-
gan davranislar, orgiitsel giiven, orgiitsel vatandaglik, orgiitsel baglilik, isten ayrilma
niyeti vb. pek ¢ok pozitif ve negatif davranigsal ve tutumsal sonuca etki etmektedir.

Bu ¢alismada amag, drgiitte olusan etik iklim ve algilanan orgiitsel adalet kavramlar ara-
sinda iliski diizeyi ortaya konarak etik iklimin ¢alisanin adalet algilamasi olusumu tizerinde
(prosediir adaleti, dagitim adaleti, etkilesim adaleti) etkisi olup olmadigini incelemektir.

Analiz sonuglarina bakildiginda her ti¢ hipotezin desteklendigi goriilmektedir. Hipo-
tezlerdeki agiklama oranlarina bakildiginda dagitim adalet algilamasi agiklama oranin
diger iki boyuta gore daha diisiik oldugu goriilmektedir. Dagitim adalet algis1 biiyiik
oranda bireysel gorecelik iceren adil {icret, is yiikii, sorumluluk ve 6diil dagitimi gibi
kavramlari temel almaktadir. Bu durumun agiklama oranini etkiledigi diisiiniilmektedir.

Arastirma sonucunda etik iklim ve orgiitsel adalet boyutlar1 arasinda anlaml ve
pozitif yonlil bir iliskinin var oldugu goriilmektedir. Bu sonug iizerine yapilan reg-
resyon analizi neticesinde ¢alisanin prosediir, dagitim ve etkilesim adalet algisinin
olusumunda orgiitte olusan etik iklimin dnemli bir belirleyici oldugu sonucuna ula-
stlmistir. Bu sonuca gore orgilitte olusan olumlu etik iklim ¢alisanin adalet algisini
olumlu yonde etkileyecek iken, olumsuz bir etik iklim ayni sekilde ¢alisanin adalet
algilamasini olumsuz yonde etki edecektir.

Arastirma sonuglari, daha 6nceki sinirli sayida olan ¢aligmalarda ortaya konan
Ekiztepe (2011) ve Luria ve Yagil (2008) bulgular ile uyum gostermektedir. Bu
aragtirma sonucunda orgiitsel etik iklimin, ¢alisanin adalet algilamasinin olugumuna
onemli diizeyde etki eden bir unsur oldugu ortaya konmustur. Caliganin orgiit etik
iklimini olumlu olarak algilamas1 adalet algilamasini ve dolayisiyla adalet algilama-
smin etki ettigi her orgiitsel sonuca olumlu yonde katki saglayacaktir.
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Bu sonuca gore orgiitte etik iklimin saglanmasi adina, isletme is etigine ait deger-
leri yazili ve resmi kurallar olarak ¢aliganlarina sunmalidir.

Isletme is etigine ait politikalara sahip olmali, bunlari siddetle tesvik etmeli ve
kurumsal boyutta etik kodlar belirlemelidir. Belirlenen orgiit politikalar1 ve etik
kodlarin ¢aliganin tutum ve davranislarinda uygulanmasi saglanmalidir.

Odiil ve ceza sisteminin davranis ve tutum gelistirme iizerinde etkisi goz ard1 edil-
memeli ve orgiitte konulacak ceza ve ddiiller ile is etigine uygun davranis sergile-
yenler ddiillendirilirken aykir1 davranis sergileyenler cezalandirilmalidir.

Is performans degerlendirme kriterleri arasinda etik degerler yer almalidir.

Isletme ¢alisanlarin dagitim adalet algilamasiin degerini yiikseltecek orgiitsel uy-
gulama (licret diizeyi, 6diil, prim vb.) ve islemler gergeklestirmelidir.

Bu arastirma da tiim alan ¢aligmalarinda oldugu gibi bazi simirlamalara sahiptir.

Ancak sahip oldugu tiim sinirlamalara ragmen literatiire katkilar saglamaktadr. Iler-
leyen zamanlarda bu konuda yapilacak olan c¢alismalara 1g1k tutabilmesi ve faydali
olabilmesi i¢in baz1 6nerilerde bulunulabilir.

Arastirma, nicel bir ¢aligma olarak yapilmustir. Bundan sonraki yapilacak olan ¢alisma
nitel bir ¢aligma olabilir ya da nitel ve nicel bir ¢aligma beraber yliriitiilerek kavramlar
arasindaki iliskiyi anlamaya yonelik daha derinlemesine sonuglar ortaya konabilir.

Bu arastirma, tek sektor tizerinde uygulanmistir. Daha sonra yapilacak olan aras-
tirmalar farkl sektorlerde faaliyet gosteren caliganlar tizerine uygulanabilir. Elde
edilen veriler neticesinde orgiitlerin karsilastirilmasi yoluna giderek, ¢esitli meslek
gruplarinda ortaya ¢ikan sonuclarin degerlendirilmesi yapilabilir.

Aragtirma, sadece Tokat ili merkez ilgesinde uygulanmistir. Daha sonraki ¢alisma-
lar farkli il, bolge veya genis 6rneklem grubu segilerek olusturulabilir. Elde edilen
sonuglar karsilastirma yapilarak degerlendirilmesi yapilabilir.

Arastirmada etik iklim degerlendirmesi Schwepker ve arkdaglarinin(1997) gelis-
tirdigi 7 ifadeden olusan tek boyutlu etik iklim 6l¢egi baz alinarak ele alinmis-
tir. Daha sonraki arastirmalarda etik iklimin farkli boyutlar1 ¢er¢cevesinde de ele
alimmasi konuya yeni bakis agilar1 saglayabilecektir. Egoizm, yardimseverlik ve
ilkelilik temelli iklim tiplerinin ayr1 ayr1 ele alinmasi arastirmaya derinlik katarak
farkli sonuglar verebilir.

Arastirma analizi iki degisken ele alinarak yapilmistir. Sonraki arastirmalarda
aragtirma kapsami genisletilerek orgiit iklimi, orgiit kiiltiirii, etik liderlik vb. farklh
degiskenler de analize dahil edilebilir.
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The professional job market has become increasingly competitive because of
rapid globalization. In relation to this, discussing the concept of ethics in businesses
operations, in which intense competition is experienced, has become an urgent task.
These businesses are expected to observe ethical rules while trying to make profit and
ensure sustainability. Therefore, ethical values should be given an important place in
organizational culture, and organizational operations should observe ethical codes
that have been established. One of the most effective ways of integrating ethical
values into business operations is to foster an ethical climate within the organization

Organizations provide new areas of organized work and professional life for
individuals in the 21st century. In this context, people become acquainted with the
concept of organizational justice, which has been found to have a significant impact
on organizational results, such as work performance, organizational commitment,
and so on (Sokmen, Bilsel, & Erbil, 2013, pp. 35-36; Ulukap1 & Bediik, 2014, p.
776). In its broad definition, the perception of “organizational justice” comprises the
perceptions of all employees about whether or not they are being treated justly in the
company in which they work (Greenberg, 1996, p. 24).

On the one hand, positive perceptions of employees develop organizational
commitment and productivity, improve the organizational citizenship behavior
of employees, and help them decide on whether they should continue to work for
the business. On the other hand, negative perceptions may weaken employees’
commitment to the organization, even destroy it. Such perceptions can also decrease
employees’ productivity, heighten aggressive behavior, and influence their decision
to resign. Thus, organizational justice must be present in a company so obtain self-
satisfaction and the organizations can proceed with the operations effectively. In this
regard, in justice must be regarded as an organizational problem (Cihangiroglu &
Yilmaz, 2010, p. 210).

When the concepts of “ethics” and “justice” are studied together, it is impossible
to consider them independently of each other. Although they affect various
organizational results, their effects on each other have not been studied much in the
literature. When studied conceptually and theoretically, “justice” can be considered
an element of ethics and “ethics” is also an important sub-element of justice. Based
on literature reviews, studies about these two concepts are more theoretical, and only
a few empirically show the relationship between them.

An empirical study that is performed to reveal the level and extent of the relationship
between ethical climate and perceived organizational justice can contribute to the
literature in this field. Both concepts have very important consequences and significant
overall impact. Organizational justice affects a multitude of positive and negative
behavioral and attitudinal results, such as job satisfaction, employees’ performance,
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harmful aggressive behaviors, organizational trust, organizational citizenship,
organizational commitment, intention to quit one’s job, and so on. Previous studies
have revealed the relationship between organizational justice and ethical climate.
Providing suggestions for businesses, higher management, and CEOs in accordance
with these findings is important; furthermore, the dimensions of organizational justice
should be included in such studies.

From this point of view, the purpose of the current study is to determine the extent to
which ethical climate is accountable for employees’ perception of organizational justice.
By performing an empirical study, we aim to show the relationship between ethical climate
and perceived organizational justice. The study should be performed by considering three
dimensions of organizational justice, namely, procedural justice, distributional justice,
and interactional justice. This study will test the following hypothesis: Is ethical climate a
predictor for employees’ perceptions of procedural, distributional, and interactional justice?

Ethical Climate

The concept of “ethics” was derived from the word “ethos,” which means
“character” in Greek. Hence, the term refers to knowing what to do and what not to
do, knowing what to demand or not to demand, and knowing what to possess and not
to possess. Ethics can also be defined as “a philosophical discipline, which studies
the values and rules that form the basis of the individual and social relationships that
human beings have established in terms of ethical aspects such as right or wrong or
good or bad” (Akarsu, 1984, p. 62).

Work ethic is an applied dimension of ethics that covers professional life (Halici,
2000, p. 25). On the one hand, ethics is such a far-reaching value that can be observed
in all human interactions and at all levels of society. Work ethic, on the other hand,
is specifically related to professional life and work areas, thus forming a specific
dimension for itself. The first question that comes to mind is whether the values of
ethics and work ethic differ. In fact, the first judgement to be rejected about work
ethic is the misconception that there is an ethic related to work only, that is, work
ethic (Arslan, 2005, p. 4). Work ethic investigates the concepts of right and wrong
in the work context by determining a special area of application (Kirel, 2000, p. 6).
Work ethic is not simply composed of private or personal relations, rather, it can be
observed that there are applications at various levels. According to a previous study,
it is possible to study work ethic at five basic levels (Halic1, 2000, p. 26).

-Individual level: Ethics in individual sense is defined as “a concept that investigates
the basis of all human being behaviors, namely, their discussions, conversations,
attitudes, accepting something or rejecting it, loving or hating something, showing
respect or not” (Simsek, 2002, p. 396).
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-Organizational level: As in individuals, organizations also have various value systems
that determine the ethical behaviors of the organizations. Every organization develops a
value system that is specific to itself. The organizations that make decisions resulting in
unethical examples are responsible for these behaviors (Ozkalp & Kirel, 2003, p. 237).

-Professional level: The concept of ethic at the professional level can be defined
as adopting and applying the ethical values and rules that the professional group
in which people work have developed specifically for themselves. The Hippocratic
Oath taken by the doctors when they start their professional life can be an example of
this case (Arslan, 2005, p. 83).

-Social level: Another level in which work ethic is dealt with is the social one. In
the social level, laws, norms, traditions, and customs are taken into account. These
determine whether the behaviors are legal and ethical and may vary from one society
to another. A business line that is accepted in Russia may not be accepted in Turkey;
this is an example of the relativity of traditions and customs (Halic1, 2000, p. 27).

-International level: The last level to be studied is the international level, in which
the elements of culture, politics, religion, etc., are studied. International businesses
that develop from a globalized world trade market may experience difficulties in
solving ethical challenges as they face differences in the elements mentioned above
(Halic1, 2000, p. 28).

Organizational ethical rules are written or unwritten regulations that define
the general values system of the organization; such rules also determine how the
communication between the employees of the organization is carried out and how
the organization will function (Obuz, 2009, p. 24). In this respect, ethical level at
the organizational level can be related to ethical climate, which is another important
concept related with work ethic. This concept has been mentioned by Victor and
Cullen (1988) in “Journal of Business Ethic” in their ethical climate studies (Martin
& Cullen, 2006, p. 176).

Although ethical climate is usually regarded as a sub-climate of organizational
climate by researchers and academicians, it is generally defined as the effect of ethical
leadership that is broader and far from the center, which is the general ethical condition
or infrastructure of the organization (Yagmur, 2013, p. 20). According to another
definition, ethical climate emerged from the concepts of organizational culture and
work climate. Specifically, Victor and Cullen (1988) formed the concept of ethical
climate by combining these two concepts. Organizational culture, in general, can be
defined as shared beliefs, values, habits, and organizational traditions. Ethical climate,
when combined with the concept of organizational culture, can be conceptualized as
the ethical dimensions of the organizational culture. As for work climate, it refers
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to the shared perceptions of employees concerning the methods and practices of the
organization. When combined with these two concepts, ethical climate is defined as
the shared perceptions about the ethical outlook of organizational culture (Ozcelik,
2011, p. 5). Ethical climate can also refer to the shared perceptions about how ethical
problems in an organization will be dealt with as well as which behaviors are deemed
right and wrong within this context (El¢i, 2005, p. 7).

The Model of Ethical Climate

Ethical climate was first introduced into the literature by Victor and Cullen (1988),
who presented a model of ethical climate composed of two dimensions to explain
this concept (Akbas, 2010, p. 123). The first dimension represents ethical criteria
(egoism, helpfulness, and principlism in organizational decision making), whereas
the second dimension represents analytical levels (individual, local, and universal),
which are used as reference in ethical decisions. These two dimensions comprise nine
ethical climate types in a three by three matrix (Victor & Cullen, 1988). Victor and
Cullen (1988) have reduced these nine factors to five ethical climates in the factor
analysis they performed. The two-dimensional theoretical form of the ethical climate
model is shown in Table 1 below.

Table 1
The Ethical Climate Model (Victor and Cullen, 1989, p. 104)
Place of Study
Individual Local Universal
Egotism Self-interest Organizational interest Productivity
Helpfulness Friendship Team interest Social Responsibility

Ethical
Criteria

Organizational Rules and

Laws and Professional Codes
Procedures

Principlism Personal Ethic

Egoism, which is the first and most important part of the structure, focuses on the
behaviors that seek to maximize self-interest and selfishness. The other two added
structures, which are helpfulness and principlism, refer to how good the employees
are. Helpfulness achieves this through decisions and behaviors that will bring the most
goodness to as many people as possible. In principlism theory, rules, laws, codes, and
procedures determine the decisions and behaviors that determine the goodness of
people. Egotism, helpfulness, and principlism are all unquestionable guidelines that
express ethical decisions. Victor and Cullen reported that a dominant criterion exists
in the organization, which in turn, defines the ethical climate of that organization
(Martin & Cullen, 2006, p. 177).

In an organization with a helpful climate, a teleological logic may be dominant in
order for the others to be good and happy, thus defining and solving the ethical problems
of the employees. In a mostly principled climate, the application and interpretation of
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rules and laws could be a dominant form of logic, whereas in a mostly egoist climate,
egotism could be the dominant factor (Victor & Cullen, 1988, p. 105).

The horizontal axis of the ethical climate represents the levels of analysis found
in the model. In order to comprehend the probable ethical climate types in each ethic
criteria mentioned above, three levels of organizational analysis are conceptualized.
The levels of analysis are presented as individual, local, and universal levels, as
shown in the horizontal axis in Figure 1.

In ethical climate typology, the individual level is an approach wherein the
individuals take themselves as reference in reasoning. The local level determines the
source of ethical logic. In the universal level, the source of the ethical logic in the
organization is determined by an outside professional association or law establishment.
The universal sources of ethical logic could be abstract concepts developed outside
the organization. Although the places of study define the general sources and limits of
the concept of ethical analysis, the places of study in each criterion and the relations
among the ethical criteria may vary (Victor & Cullen, 1988, pp. 106—107).

The Consequences of Ethical Climate

The ethical climate that has been developed within the organization is palpable,
and how this climate is perceived by the employees can lead to many organizational
consequences. The first consequence is the effect of ethical climate on the behaviors
and attitudes of the employees, which may be ethical or unethical. Ethical climate is
one of the most effective tools that can be used in improving the ethical attitudes and
behaviors of employees in the organizations. Managers can foster an ethical climate
that is ethical and positive by using simple ethical codes (Ozyer, 2010, p. 30). In
his study, Eser (2007, p. 19) showed that ethical climate also has an effect on the
unethical behaviors of the employees. In a way, ethical climate must be fostered
not to deceive others and risk the interests of others for one’s own interest. In other
words, the climate must not be exploitative.

Once the appropriate ethical climate is developed within an organization, the
incidents of such behaviors can decrease or even prevented entirely. In their study on
the relationships among ethical climate, work attitudes and work performances, Eren
and Hayatoglu (2011, p. 12) found significant relationships among ethical climate,
organizational commitment, and trust in the manager. Meanwhile, they found no
significant relationship between ethical climate and job satisfaction. In comparison,
Bicer (2005, p. 87) reported a significant relationship between ethical climate and job
satisfaction, but no significant relationship between organizational commitment and
intention to leave one’s job. When the perception of ethical climate increased, the
level of job satisfaction and commitment to the organization increased significantly
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and the level of intention to leave the job decreased. Donertas (2008, p. 73) studied the
effect of ethical climate on trust in an organization and found a directly proportional
relationship between the two.

As shown in the findings above, ethical climate has significant effects on various
organizational results. The main areas on which ethical climate has an effect are as
follows: unethical attitudes and behaviors (Peterson, 2002), organizational commitment
(Bulut, 2012, p. 73; Schwepkwer, 2001), job satisfaction (Kaplan, Ogiit, Karayel, &
[lhan, 2013, p. 127), intention to leave the job (Oriicii & Ozafsarlioglu, 2013, pp.
352-353), and trust in the manager and the organization (Biite, 2011, p. 186).

In studying the theoretical approaches related with the ethic concept, the justice
approach is regarded as a basic element in the deontological theories. In this approach,
the importance of equal distribution is emphasized along with the problem of how
justly the benefits and costs resulting from the tasks and responsibilities, which are
taken by employees within the organization, are distributed among the individuals
and the groups. This forms the basis of distributional justice in justice theories, and
this can be further explored in studying the relationship between ethics and justice.

Organizational Justice

Justice is defined as ensuring that “everybody can use of the rights given by the
laws; the appropriateness to customs, rights, and laws; giving the share of the those
who apply it, state organizations, and everyone; the rightfulness” (Tiirk Dil Kurumu
[TDK], n.d.). The concept of justice has taken its place among the important basic
values among human beings living in a society (Deyneli, 2010, p. 1). “Justice” also
means respecting human rights, accepting everyone as equals, and giving their rights,
which are the basic assumptions of most human societies (Giiltekin, 1983, p. 25).

Meanwhile, the concept of “organizational justice” has been used in the literature
of organizations and scientific studies in order to define the role of justice in work
places and professional organizations (Yildirim, 2007, p. 256). Organizational
justice essentially includes two elements: (1) upholding fair and ethical practices,
and (2) ensuring that such procedures prevail in the organization and are promoted
appropriately. The organizations wherein the behaviors of the managers are regarded
as just, ethical, and rational by the employees are those that have a developed sense
of organizational justice (Iscan & Naktiyok, 2004, p. 7).

The concept of organizational justice goes back to Adam’s (1965) equality theory. This
theory is about the condition of equality or inequality perceived by people by comparing
their gains through their own efforts and contributions to those of others (Greenberg, 1987,
p. 11). In this sense, the employees decide whether the practices of their managers are just
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according to the results of the comparisons and evaluations they make (Greenberg, 1990,
p. 401).Thus, organizational justice can be defined as the perception of justice formed by
employees concerning the prevailing practices in their work place (Greenberg, 1999, p. 24).

According to Greenberg (1990), “justice” is “a term that helps to bring about
the effects of justice on the individual and the organization organizational justice is
about whether the employees are treated justly within the organization.” (Greenberg,
1990, p. 339). In addition to its explanation of the role of justice in a workplace,
organizational justice is an important concept that enables organizations to perform
their functions and employees to gain satisfaction from their work (Greenberg, 1987,
p. 399). The concept of organizational justice depends on the perceptions of justice of
individuals within the organization. The perceptional interpretations of the individuals
eventually turn into their attitudes, which in turn, determine their behaviors within
the organization (Fortin, 2008, p. 94).

As the concept of perception is subjective, the perception of justice may vary from
one worker to another in the same organization. The employees who have the same
working conditions may have different perceptions of justice. Employees’ cultural
values, value judgements, and sensitivity level for equality are all related to their
perceptions of justice (Ozdevecioglu, Sucan, & Akin, 2008, p. 632).

Positive judgements on the level of organizational justice help ensure the legality of
the executives’ perceptions of justice as well as develop employees’ commitment to the
organization, their trust in the organization, and their positive attitudes for the organizational
policies and practices. However, judgements of justice have the most significant impact on
the behaviors related to the acceptance of the group and group authority. In this case, the
employees’ priority shifts to preserve the interest of the group rather than their personal
interests. When people believe that they are being treated justly, they perform the behaviors
that comply with organizational citizenship (Lind, 2001, p. 58).

On the one hand, organizational justice is important for both the employees and
the organization, because positive perceptions of justice contribute to the positive
behaviors of the employees. On the other hand, injustices experienced within the
organization can lead to negative attitudes and behaviors that make it difficult for the
organization to reach its targets (Beugre, 2002, p. 1092).

Dimensions of Organizational Justice

Two elements of organizational justice, distributional justice and procedural justice,
have been proposed in the literature. A third dimension, interactional justice (Ambrose,
2002, p. 804), came from the model developed by Bies and Moag (1986). To conform to
the literature, this paper examines organizational justice using these three dimensions.
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Distributional justice, which can be regarded as the basis of organizational justice,
will be studied first. When considering the distribution system of rewards and
resources, a universal fact is formed in every social system. Groups, organizations,
and societies all deal with the problem of distributing rewards, punishments, and
resources. For this reason, many scientists from a variety of disciplines, including
social scientists, political scientists, economists, sociologists, and psychologists,
have explored the problem of distribution (Leventhal, 1980; Yildirim, 2002, p. 28).

Meanwhile, Cropanzano, and Folger (1991) defined procedural justice as “‘the perception
ofjustice related to the methods, mechanisms and the procedures in determining the gains”
(Cihangiroglu & Yilmaz, 2010, p. 202). Dogan (2002, p. 72) defined procedural justice as
the level of justice in the procedures, methods, practices, procedures, and politics within
the organization, which are used to determine and evaluate various elements, such as
wages, promotions, fringe benefits, working conditions, and performance evaluation.

The concept of interactional justice was first defined by Bies and Moag (1986).
This concept later became the third dimension of organizational justice. Greenberg,
meanwhile, refers to interactional justice as the image of procedural justice in human
relations (Greenberg, 1990, p. 411). One similarity about the definitions offered by
Greenberg and by Bies and Moag is that they both focus on the quality of the attitudes
and behaviors. Employees do not value what the rules are and how strictly they are
followed; however, they value the way they are treated while these rules are followed
and whether the explanations made to them are satisfactory. Interactional justice refers
to perceptions about the quality of interpersonal behaviors performed by employees
in the implementation of the rules and procedures (Yilmaz, 2004, p. 27).

The Effects of Organizational Justice

Perceived organizational justice has a significant effect on the behaviors and attitudes
of employees, that is, such behaviors and attitudes may lead to negative consequences
depending on their perceptions. When employees’ perception of organizational justice
is low, their performance may decrease along with their job satisfaction; moreover, they
may also show harmful and aggressive behaviors. Indeed, perceived organizational
justice affects a wide range of employee behaviors and attitudes within the organization.
For example, depending on their perception of organizational justice, employees’
organizational commitment and trust in the organization decrease, their intention to
leave the organization increases, the level of organizational citizenship does not reach
the desired level, the health condition of the employees deteriorates, and an overall
feeling of exhaustion is experienced, among others (Cag, 2012, p. 49).

Justice perception within the organization is regarded as an important motivating
factor for the employees (Cohen-Charash & Spector, 2001). This is shown in
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Figure 1. The reflections of organizational justice (Cohen-Charash & Spector, 2001, p. 283).

Figure 2 as well. The priorities of perceived justice include organizational outputs,
organizational practices, and perceived characteristics, whereas the outcomes include
work performance, aggressive behaviors that can lead to harm, extra role behaviors,
as well as the attitudes and feelings of the employees.

A positive relationship exists between perceived organizational justice and positive
organizational results, whereas a negative relationship exists between perceived
organizational justice and negative attitudes and behaviors. Some studies have found
that, on the one hand, the perception of injustice leads to job inefficiency, acts of theft,
retaliation, and even sabotaging the business on purpose. On the other hand, the perception
of justice leads to enhanced commitment to the organization, behaviors of organizational
citizenship, and accepting organizational politics and rules, which are all useful for the
organization as a whole (Lind et al., 2005, p. 559 as cited in Tuna, 2013, p. 1001).

Ethical Climate and its Relationship with Organizational Justice

As previously stated, when the concepts of justice and ethic are studied, it is
impossible to separate one from the other. However, it is possible to see justice as a
sub-element of the concept of ethic, whereas ethical rules can be seen as an element of
justice. When the basic ethical behaviors and principles are considered, righteousness
and a fair management are placed on top of the hierarchy (Aydin, 2010).

In her study about ethical climate, organizational justice, and the organizational
commitment in businesses operating in accommodation sector, Ekiztepe (2011) showed
that the employees with a high level of ethical values tend to have a positive perception
of justice, which in turn, helps them provide high quality service and deal with ethical
problems easily. The researcher has also pointed out that unethical practices within the
organization can have a negative impact on employees’ perception of justice, which in
turn, would negatively affect the quality of organizational life. In their study on procedural
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justice, ethical climate, and service outputs in restaurants, Luria and Yagil (2008) found
a positive and meaningful relationship between procedural justice and ethical climate.

Meanwhile, Fein, Tziner, Lusky, and Palachy (2013) suggested that ethical climate
is related only to procedural justice, which is a dimension of organizational justice. In
a similar study, Tziner, Felea, and Vasiliu (2015) examined the relationships among
ethical climate, perceived organizational justice, and leader—member exchange. After
examining ethical climate at a dimension level, they found that the egoist climate
dimension has a negative relationship with organizational justice dimensions,
whereas the principlism and helpfulness dimensions of the ethical climate have a
positive relationship with organizational justice dimensions. In their study, Elgi,
Karabay, and Akyiiz (2015) proposed that procedural justice and distributional
justice are meaningful predictors of ethical climate. Meanwhile, Deconinck, Johnson,
and Busbin (2012) determined that procedural justice and distributional justice are
directly related with the perception of ethical climate of the sales personnel.

Forthe above mentioned reasons, ethical climate can be considered an organizational
climate, in which behaviors that are compliant with the work ethic are the common
perceptions of the employees. Moreover, in this climate, organizational practices,
processes, procedures, and rules are present, and employees notice the acceptable and
unacceptable behaviors within the organization, which can have an important effect
on the employees’ perception of justice.

When the dimensions of organizational justice are considered, we can expect parallel
relationships among the procedures, processes, policies, and ethical codes, which are
supposed to form the ethical climate in the organization and guide the employees toward
the desired righteousness and correct perceptions of procedural justice. Similarly, we
can predict that ethical climate, which favors the team and group interest, friendship,
goodness, helpfulness, and so on, within the organization, can have an effect on employees’
perception of interactional justice. Furthermore, when the ethical values related with the
leader and the structure of organization are adopted, in compliance with the principle of
justice, employees shall be fair wages and be given reasonable responsibilities and work
load, which in turn, can affect their perception of distributional justice.

Method

Population and Sample

The population sample for this study consisted of 270 bank employees working in 22
branches of 17 banks operating in the Tokat city center. Participants were chosen from
the banking sector based on several reasons. First, the banking sector that is constantly
developing and expanding is the core component of the financial sector in Turkey,
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because great amounts of financial resources in Turkey are collected by the banks and
then lent to others for business purposes (Kesbi¢, Cinar, & Duramaz, 2014, p. 35).

Another reason for choosing the banking sector is that it has directed its attention to
other areas since interest rates began to fall. At present, there exists fierce competition
among banks who attempt to attract marginal customers. Banks aim to increase profit
rates by focusing on marketing, specifically by increasing their product range, such
as offering credit cards and individual and commercial credits, and adopting the most
profitable banking concepts (Giliney & Mandaci, 2009, p. 88). Banks that choose to adopt
aggressive sales targets, especially because of the crisis in the financial markets, prefer
to increase their profit rates by focusing on customers; in doing so, they aim to survive
the global competition, maintain their market positions, and achieve their goals under
these conditions (Solmaz & Uc¢ma, 2010, p. 98). When this and other similar factors are
taken into account, organizations’ perceptions of ethic and ethical climate become much
more important than those of other sectors. Hence, the study sample was chosen from
the banking sector. Table 2 presents the following characteristics of banking employees:
gender, age, level of education, marital status, the sectors in which they are employed, the
length of employment, the position in the organization, the level of income, and others.
Data about these variables, frequency distributions, and percentages are also provided.

As can be seen, 78.1% of the employees consist of young people who are 35 years
old or below. In addition, the educational level of the majority of the employees

Table 2
Distribution of the Demographic Characteristics of the Bank Employees in the Population
F % F %
Male 127 60.5 Marital Married 123 58.6
Gender .
Female 83 39.5 Status Single 87 41.6
Age 21-25 28 133 Sector Public 66 314
(years) 26-30 74 352 Private 144 68.6
31-35 62 29.5 0-1000 TL 8 38
3640 23 11.0 1001-1500 TL 51 243
41 and over 23 11.0 15012000 TL 75 357
Education High School 21 10 Level ofIncome 2001-000 TL 45 214
Two-year degree 33 15.7 3001-4000TL 20 95
Undergraduate 141 67.1 4001 TL and more 1 52
Graduate 15 7.1
Lessthan 1 year 28 13.3 Security Employees 10 438
1-5 76 36.2 Cash desk clerk, Teller 59 28.1
Customer
6-10 72 343 Representative, Operation 65 31.0
é;ﬁ;};;in t Position in the Clotk, Clerk
(years) organization Servi_ce Official, Operation
11-15 14 6.7 Official, 57 271

Customer Relations Executive

More than 15

20 9.5 Manager, Vice Manager 19 9.0
years
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(74.2%) is at the undergraduate and graduate levels. When the percentage of the
employed women in Turkey is considered, this sector has an employment level
(40.5%) that is higher than the average. About 63.8% of the employees earn 2,000 TL
or lower, which can be considered a low level of wage compared with their educational
levels and workloads. These data indicate that the sample represents the population
correctly. A whole number was targeted in the study and 270 bank employees were
asked to complete the questionnaire. Of these, 220 (81%) filled in the questionnaire.
As there were missing parts in 10 of the returned questionnaires, they were excluded,
resulting in 210 remaining questionnaires for subsequent analysis.

Data Collection

The study was performed by using the method of questionnaire, which was developed
using a five-point Likert scale. The items in the scale were coded as follows: “5 - 1
absolutely agree,” “4 -  agree,” “3 - I neither agree nor disagree,” “2 - I don’t agree,” and
“1 - I absolutely don’t agree.” Two scales were used in the study: “Ethical Climate Scale”
and “Organizational Justice Scale.” The integrated scale consists of a total of 35 items.
Items 1-7 cover the ethical climate scale. In this part, the ethical climate of the organization
was evaluated using the “Ethical Climate Scale” which comprised seven items developed
by Schwepker, Ferrell, and Ingram (1977), drawing upon Qualls and Puto’s (1989) scale.
The study conducted by Schwepker et al. was developed to determine the effect of ethical
climate and ethical conflict on the role conflict among sales employees. The scale with a
5-point Likert type scale is reliable with a Cronbach alpha of .892 for internal coefficient
of consistency (Schwepker, 2001). In Turkey, this scale was used in studies conducted
by Bulut (2012) and Ozgelik (2011). Cronbach alpha internal coefficients of consistency
were reported as .92 by Bulut (2012) and .89 by Ozgelik (2011).

Items 8-27 of the scale cover the perceived scale of organizational justice. In this
part, the “Organizational Justice Scale,” first developed by Niehoff and Moorman
(1993), was used to measure perceived organizational justice. The scale consists
of three dimensions to measure the perceptions of distributional justice, procedural
justice, and interactional justice, using 20 items. For the original form of the scale,
the Cronbach alpha internal coefficients of consistency were reported as .74, .85, and
.92 for distributional justice, procedural justice, and interactional justice, respectively
(Niehoff & Moorman, 1993). The scale developed by Niehoff and Moorman (1993)
is the most frequently used scale in Turkish quantitative studies performed in the
field of organizational justice (Kutanis, 2015, p. 17). After performing the validity
and reliability tests of the scale developed by Giirbiiz and Mert (2009), this was
determined to be a valid and reliable measurement tool that can be used to measure
the perception of organizational justice in Turkey. Items 28-35 in the research are
related to the participants’ demographic characteristics.
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Reliability and Validity of the Research Scales

The scales used in the study were used in many previous studies and already tested
for reliability and validity. The “Ethical Climate Scale,” which was developed by
Schwepker et al. (1977), consists of seven items and one dimension, whereas the
“Organizational Justice Scale,” which was developed by Nichoff and Moorman
(1993), consisted of three dimensions and 20 items. In order to test the validity of the
research scales, confirmatory factor analysis was performed by using AMOS (21.0).
When the item “I suppose that my responsibilities related with my work are fair” in
the distributional justice dimension of the organizational justice scale (which had
the least factor load) was deleted, the scale became acceptable in terms of goodness
fit of the scale. The results of the confirmatory factor analysis to test the validity
indicated that ethical climate complied with an original one-factor structure, whereas
the scale of organizational justice complied with an original three-factor structure.
The fit index values are shown in Table 3.

Table 3

Results of the Confirmatory Factor Analyses of the Scales

Scale/ Model Ax? df Ax*df  RMSEA  CFI RFI IFI GFI
OJS (1 item removed)  324.54" 143 2.269 .078 958 913 958 .861
ECS 22.89" 11 2.082 .072 992 .992 .992 971
“p<.001.

0OJS = Organizational Justice Scale, ECS = Ethical Climate Scale.

Both scales used in this study were subjected to reliability analysis by analyzing the
Cronbach alpha internal coefficient of consistency. The analysis is reliable if the alpha value
is at least 0.7 (Altunisik, Altunisik, Coskun, Bayraktaroglu, & Yildirim, 2010, p. 124).

Table 4
Reliability Analysis for the Ethical Climate Scale and the Organizational Justice Scale
Number of Items Cronbach Alpha Value

Ethical Climate Scale 7 944
Procedural Justice Dimension 6 916
Distributional Justice Dimension 4 903
Interactional Justice Dimension 9 971
Organizational Justice Scale 19 966

According to the reliability analysis, the Cronbach alpha internal coefficient of
consistency is .944. The scale is reliable enough because of such a high value. As
seen in Table 2, the general Cronbach alpha internal coefficient of consistency of
the organizational justice scale is .966. The coefficients of consistency for the sub-
dimensions of organizational justice (procedural justice, distributional justice, and
interactional justice) are .916, .903, and .971, respectively. These results show that
the scales used in this study are highly reliable.
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The Research Model and Hypotheses

This study is a descriptive one. Hence, the hypotheses below are developed to
determine the extent to which ethical climate accounts for employees’ perception of
organizational justice, as shown on a model.

Hypothesis 1: Ethical climate is a meaningful predictor of employees’ perception
of procedural justice.

Hypothesis 2: Ethical climate is a meaningful predictor of employees’ perception
of distributional justice.

Hypothesis 3: Ethical climate is a meaningful predictor of employees’ perception
of interactional justice.
’\II{i Perceived Procedural Justice

Perceived Distributional
» | Justice

ETHICAL
CLIMATE

Perceived Interactional
Justice

Figure 2. The research model.

Process
Data were evaluated using IBM SPSS v.20.0 program. Simple linear regression
analysis was used to determine the estimated effects in the model.

Limitations and Assumptions of the Study

The population and the sample of the study consisted of only one sector in the Tokat
city center, and this is the most basic limitation of the study. Therefore, the findings of
the study carry value for the banks operating only in the data collection site.
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Findings

Analysis to Test the Hypotheses

To determine the effects of ethical climate on procedural justice, distributional
justice, and interactional justice, simple linear regression analysis was performed.
Table 5 shows the results of the regression analysis conducted to determine whether
ethical climate is a predictor of employees’ perception of procedural justice.

Table 5

Results of Regression Analysis to Determine the Relationship between Ethical Climate and Procedural Justice
Independent Variable Dependent Variable R’ F p B t
Ethical Climate Procedural Justice .395 137.733 .000" .631 11.735
‘p<.0l.

As shown in Table 5, the model is statistically significant (p = .000). The corrected R?
value shows that ethical climate is a predictor of employees’ perception of procedural
justice perception with accountability percentage of 39.8%. The § value (.631) indicates
that there is a positive and meaningful relationship between ethical climate and
procedural justice. A one-digit increase in the ethical climate leads to an increase of .631
on the perception of procedural justice. Hence, according to these results, Hypothesis 1
is supported. Meanwhile, the results of the simple regression analysis to determine the
relationship between ethical climate and distributional justice are given below.

Table 6

Results of Regression Analysis to Determine the Relationship between Ethical Climate and Distributional Justice
Independent Variable Dependent Variable R’ F )4 B t
Ethical Climate Distributional Justice 217 58.984 .000" 470 7.680
‘p<.0l.

As shown in Table 6, the model is statistically significant (p = .000). The corrected
R? value shows that ethical climate is a predictor of distributional justice perception.
Although it is less effective than the other two dimensions, its accountability
percentage is 21.7%. The B value (.470) in the table indicates that a positive and
meaningful relationship exists between ethical climate and distributional justice. A
one-digit increase in the ethical climate leads to an increase of .470 on the perception
of distributional justice. Hence, according to these results, Hypothesis 2 is supported.
The results of the simple regression analysis to determine the relationship between
ethical climate and interactional justice are given below.

Table 7

Results of Regression Analysis to Determine the Relationship between Ethical Climate and Interactional
Justice

Independent Variable ~ Dependent Variable R F P B t
Ethical Climate Interactional Justice .360 118.590 .000" .603 10.890
p<.01.
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As shown in Table 7, the model is statistically significant (» =.000 ). The corrected
R? value shows that ethical climate is a predictor of interactional justice perception
with an accountability percentage of 36%. The p value (.603) in the table indicates
that there exists a positive and meaningful relationship between ethical climate and
interactional justice. A one-digit increase in the ethical climate leads to an increase
0f 0.603 on the perception of distributional justice. Hence, according to these results,
Hypothesis3 is supported.

Results and Suggestions

Ethics and justice are basic components of any modern society. In the globalized
economy, businesses that try hard to survive amidst competitive conditions while
achieving their profit targets may neglect ethical values for both the organization and
the employees. In the business world, organizations that show responsibility towards
their employees and the society must foster the ideal atmosphere to create ethical values
within the organization and encourage employees to exert effort to reach this aim. From
this point of view, ethical climate is a vital element that helps develop ethical attitudes
and behaviors among employees by evoking ethical values, such as what actions are
considered right or wrong within the organization. Apart from this essential role, ethical
climate has an effect on many other outcomes within the organization.

The concept of perceived organizational justice has a significant impact on many
business-related outcomes. Specifically, it has an effect on many positive and negative
behavioral and attitudinal outcomes, such as job satisfaction, the performance of the
employees, the emergence of harmful and aggressive behaviors, organizational trust,
organizational citizenship, organizational commitment, intention to quit the job, and so on.

The aim of this study is to search whether ethical climate has an effect on the
development of employees’ perception of justice perception (procedural justice,
distributional justice, and interactional justice) by determining the level of
relationship between the concepts of ethical climate developed in the organization
and the perceived organizational justice.

The results of the analysis indicate that all three hypotheses are supported. When
the percentages are studied, the percentage of the perception of distributional justice
is lower than those of the two other dimensions. The perception of distributional
justice is mainly related with the concepts that are individually relative, such as fair
wages, work load, and distribution of responsibility, and rewards. Such factors affect
the percentage.

Moreover, a meaningful and positive relationship exists between ethical climate
and the organizational justice dimensions. The results of the regression analyses
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showed that the ethical climate in an organization is an important factor that
facilitates the development of employees’ perceptions of procedural, distributional,
and interactional justice. Based on these findings, a positive ethical climate in an
organization would positively affect employees’ perception of justice, whereas a
negative one would have a negative effect.

The results of the study are in accordance with the findings of Ekiztepe (2011) and
Luria and Yagil (2008), who reported that organizational ethical climate has a very
huge impact on the development of employees’ perception of justice. The employees’
positive perception of the ethical climate in an organization affects their justice
perception and every organizational outcome on which the perception of justice has
an effect as well. We present the following suggestions based on our findings.

* Businesses should communicate the values related with the business ethics as
written and official rules to their employees in order to create an ethical climate in
the organization.

* Businesses should have policies about business ethics, promote them strongly,
and determine ethical codes at the institutional level. They should ensure that the
determined organization policies and ethical codes are observed by the employees.

* The effects of a reward and punishment system on the behaviors and attitude
development of employees should never be neglected with the rewards and fines
to be determined. Those who behave incompliance with the ethical codes should
be rewarded, whereas those who do not should be punished.

» Ethical values should be among the criteria in evaluating an employee’s job
performance.

* Businesses should initiate organizational practices (wage levels, rewards, and bonuses)
and operations in order to increase employees’ perception of distributional justice.

This research study also has some limitations as is the case with all other field
studies. Despite all the limitations, however, it also makes several contributions to
the literature. Some suggestions are made to future researchers in this area to help
and guide them.

» This study was conducted as a quantitative study. Subsequent studies can try a
qualitative one or a combined qualitative and quantitative approach to obtain
results aimed at understanding the relationships among these concepts.

* This study was conducted in one sector only. Future studies may use populations
from different sectors. With the help of the results obtained, organizations can be
compared and the results obtained from various business areas may be evaluated.
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* The study was confined only to the Tokat city center. Future studies can be
performed in different cities and regions. The population of the study could also
be bigger. A comparison of the results obtained from these studies can be made.

* The evaluation of ethical climate in this study was performed by using the ethical
climate scale developed by Schwepker et al. (1997), a one-dimensional scale with
seven items. Future studies may deal with different dimensions of ethical climate,
thus bringing to the subject matter new insights. Types of climate based on egoism,
helpfulness, and principles may be examined in separate studies to provide deeper
insights into the subject matter.

* Finally, the analysis was performed using only two variables. By expanding the scope
of the research for future studies, different variables, such as organizational climate,
organizational culture, ethical leadership, and so on, can be analyzed as well.
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