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Abstract 

The purpose of this research is to examine the mediating effect of job satisfaction on the relationship between the perception of 
organizational justice and the intention to leave. To investigate the stated relationships data is collected from public and private 
banks in İstanbul. Questionnaires are prepared based on the measurement instrument used by Niehoff and Moorman (1993), 
Minnesota Satisfaction Questionnaire (1967) and Grandey (1999). A total of 294 headquarter and branch employees filled out 
questionnaires. The obtained data from the questionnaires are analyzed through the SPSS statistical packaged software. The 
results indicate that procedural and distributive justice has significant influence on intention to leave. In addition, job satisfaction 
mediated the relationship between procedural and distributive justice and turnover intention. Lastly, interactional justice has no 
significant influences on neither job satisfaction nor turnover intention. 
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1. Introduction 
 
Principles and rules within organizations are determined by the top management so as to fulfill and protect the 
interests of both the organization and the individuals. The employees who obey these rules or norms usually keep on 
working with positive emotions within the institution (Özdevecioğlu, 2005:269). What is mainly important is to 
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apply those specified principles, rules and norms equally and fairly to everyone within the institution. The practices 
carried out within this framework are described in the literature by the concept of organizational justice. The 
evaluations made by the employees as to how fair the administrative practices within the institution are explained by 
the term referred to as the perception of organizational justice (Greenberg, 1990). The degree of justice perceived in 
the so-called practices and in the distribution of the rewards that are performed for the employees forms the opinion 
in the employees’ minds that their interests and rights will be protected in the future. These positive thoughts and 
perceptions are associated with positive business outcome over the behaviours and attitudes of employees (Colquitt 
et al., 2001: 428). Additionally, the perception of organizational justice is a major factor in terms of how employees 
react to unemployment, whether or not they accept their tasks according to the instructions given by their 
administrators, their loyalty to the organization, whether or not they exhibit behaviours of organizational citizenship, 
and also in defining job satisfaction  (Dieckman et al., 2004: 239). 
 
Job satisfaction, in general, is the positive or negative attitudes of a person towards his/her job. In this context, 
positive spiritual status toward the job are equivalent to job satisfaction, and negative attitudes towards the job will 
reveal job dissatisfaction (Mathur et al., 2011: 219). A high level of job satisfaction pertaining to employees is an 
important element in the performance and success of the organization. From this perspective, it follows that the 
managements comprising employees satisfied with their job are more efficient than those in which employees that 
are dissatisfied with their job are involved (Judge et al., 2001), in addition to which those whose job satisfaction 
levels are quite high keep on working in the same management for a longer period of time (Shalley et al., 2000). 
 
Apart from positive emotions and attitudes developed towards work, job dissatisfaction occurs as the result of 
negative experiences. As the employees’ dissatisfaction with the current working conditions and practices increases, 
the sense of job dissatisfaction escalates, as well. One of the significant elements of experiencing job dissatisfaction 
on the part of employees is the perception of organizational justice. Both of the two meta-analytic studies that 
evaluated the relationship between organizational justice and job satisfaction have put forward the powerful 
correlation between the variables (Cohen-Charash and Spector 2001; Colquitt, 2001). The intention for leaving 
one’s job is the thought of an individual about leaving the job in a near future (Mobley, 1982). While leaving the 
job, the individual leaves at the same time his/her experiences and knowledge. For this reason, cease of employment 
(resignation) causes managements to pay such costs as the cost of job recruitment and placement, educational costs, 
and the cost of damages or accidents in the process of  the adaptation to work (Sanderson, 2003: 46).  
 
The objective of this research is to examine to what extent the perceptions of organizational justice pertaining to the 
employees working in the banking sector affect their job satisfaction at work and also to investigate their intentions 
to resign from work as the result of this effect. While examining the effect of organizational justice on the intention 
to leave work, the means of satisfaction at work pertaining to employees is considered to be the mediator. In the 
native literature, the number of studies that investigate the effects of the perceptions of organizational justice on the 
intention to leave work is rather limited for our country in particular (Örücü and Özafşaroglu, 2013, 336). In 
addition to this, as for the relationship between the perception of organizational justice and the intention to leave 
work, no study dealing with the effect of the mediator of job satisfaction has yet been found. 
 
2. Literature Review 
 
2.1. Perception of Organizational Justice  
Studies regarding organizational justice start with Adams’ Equity Theory. In Equity Theory, the degree of job 
success and job satisfaction of individuals is related with equity/inequity perceived by the employee as regards the 
environment she/he is working in (Luthans, 1981:197). In this theory, working individuals compare what they 
achieve as the result of their own labor with those achieved by the other colleagues of theirs, such as applying the 
rule of ‘equal pay for equal work’ to employees in an equal manner, and having equal rights in given permissions. 
The perception of justice is not confined to the comparison of outputs alone. The organizational rules and principles, 
and the way these rules are applied as well as the interaction between employees are also taken into consideration 
(Özdevecioglu, 2005:270). 
 
In the light of this information, organizational justice represents the individuals’ perceptions of fair/just behaviours 
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within the organization and their behavioural reactions to such perceptions (Eryee et al. :269). In general, 
organizational justice is examined in three basic dimensions. Distributive justice explains the fact that the 
administration distributes rewards, punishment or resources in line with given criteria as well as the reactions of the 
individuals to the consequences of this distribution. Procedural justice, on the other hand, stands for the perception 
of justice pertaining to the administration in regard to the procedures applied by them while taking decisions. 
Interactional justice, however, represents the perceptions of the individuals in regard to the quality of behaviours 
they confront while the organizational procedures are being applied (Colquitt and J. Greenberg, 2003:159).  
 
2.2. Job Satisfaction 
Locke stated that job satisfaction was "a pleasurable or positive emotional state resulting from the appraisal of one's 
job or job experiences" (Locke, 1976:1300). In other words, job satisfaction is the positive or negative emotional 
evaluation of the employee regarding to what extent s/he is satisfied with her/his job (Spector, 1997). In this respect, 
job satisfaction is a subjective evaluation unique to the individual on a considerable level. This attitude developed by 
the individuals towards their work can be positive or negative in terms of various internal and external factors of the 
job performed, such as payment, working conditions and workplace environment. Job satisfaction has emotional and 
cognitive dimensions. While the emotional dimension shows the existing emotional mood of the individual, the 
cognitive dimension means cognitive content as well as the evaluation of current conditions and the comparison of 
expectations and standards (Organ, 1988:547). In general, while the employees with a high level of sense of job 
satisfaction behave in a positive and constructive manner towards their work and their organization, those with a low 
level of sense of job satisfaction bear negative feelings for work (Greenberg and Baron, 2000:43).  
 
2.3. Intention to Leave Work 
Leaving work (resignation), in general, is the employee’s either voluntary or involuntary resignation from the 
organization. Resignation generally takes place by following a certain process. One of the most important stages in 
this process is the intention to leave work (Price, 1977:3). Within this framework, the intention to leave work is 
defined as one’s thought to seriously leave his/her current job (Mor Barak et al., 2001:633). The intention to leave 
work emerges from various external factors like alternative job opportunities, or for reasons unique to the individual, 
or from organizational factors (Cotton and Tuttle, 1986).  
 
3. Framing Hypotheses  
 
3.1. Relationship Between The Perception of Organizational Justice and Job Satisfaction 
McFarlin and Sweeney (1992) indicated that distributive justice was a more powerful predictor of job satisfaction 
than was procedural justice. Furthermore, Masterson, Lewis, Goldman and Taylor (2000) revealed that procedural 
justice was a stronger predictor of job satisfaction than interactional justice, while both had significant independent 
effects. Also according to the native literature; in accordance with the researches carried out in the field of 
organizational justice, high levels of the perception of justice boost employees’ job satisfaction. In the organizations 
where the perception of organizational justice is at higher levels, employees’ job satisfaction rates are quite high, 
which indicates that employees seem  to be more eager to fulfill the institutional targets. When there is no perception 
of justice, declines in job satisfaction rates are observed (Keklik and Us 2013:148). Thus, in this research it was 
hypothesized that organizational justice perception is an important predictor of job satisfaction. 
 
H1: An employee's perceptions of distributive, procedural and interactional justice, will influence his/her job 
satisfaction. 
 
3.2. Relationship Between The Perception of Organizational Justice and The Intention to Leave Work 
Organizational justice perceptions may also predict employees’ intention to quit. Robert and his colleagues (et al. 
1999) stated that organizational justice perception has a negative relation with intention to leave. Eric and Nancy 
(2008) indicated that organizational justice perception indirectly affects intention to leave. Similar results are found 
in the native literature, as well. When the employees’ perceptions of justice towards their organization is at high 
rates, their performances at work escalate, and their intentions to leave work decreases (Örücü and Özafşarlıoğlu 
2013; İyigün 2012; İşcan and Naktiyok 2004). 
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H2: An employee's perceptions of distributive, procedural and interactional justice will influence his/her turnover 
intentions. 
 
 
3.3. Relationship Between Job Satisfaction and The Intention to Leave Work 
 
High levels of job satisfaction decreases the rate of employees in organizations who intend to leave work. The 
studies that confirm this relationship are many in number (Aghaei et al., 2012; Mitchell et al., 2001; Mobley, 1982). 
A negative relationship between job satisfaction and the intention to leave work is consistently confirmed in the 
native literature, as well (Hacıoğlu et al.  2009:70). According to the researches carried out, it was put forward that 
the employees whose job satisfaction rates were high did not consider changing their jobs; on the contrary, they kept 
on arriving at work just on time (Ünler et al., 2014:240).  
 
3.4. The Mediating Effect Of Job Satisfaction On The Relationship Between The Perception of Organizational 
Justice and The Intention To Leave Work              
 
Organizational justice affects employees’ motivations and job satisfaction rates as well as their commitment to their 
organization, which also increases the success rates of organizations (Martin and Bennet, 1996; İyigün 2012: 60). If 
employees perceive that they are incorporated into the decisions implemented within the organization in regard to 
the matters involving themselves and if they also perceive that they have equal opportunities to reach the 
administrators, their perceptions of justice within the institution will also get strengthened. Since the strong 
perception of justice within the organization will increase the employees’ commitment and trust towards the 
organization, the employees, in this regard, will not ever have the intention to leave their work  (İyigün 2012: 60). 
Moreover, the researches also informed that perceptions of distributive and procedural justice had interactive effects 
on job satisfaction and commitment (McFarlin and Sweeney,1992; Tang and Sarsfield-Baldwin1996). 

H3: An employee's job satisfaction will mediate the relationships among perceptions of distributive, procedural 
and interactional justice, and intention to leave 

 
 

 

 

 

 

 

 

 

 
Figure-1  

Model of the study 
 

4. Methodology 
 
4.1. Research Goal 
 
In this study, we aimed to investigate the mediating effect of job satisfaction on the relationship between the 

perception of organizational justice and the intention to leave work. 
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 4.2 Sample and Data Collection 

The data collected from the employees who work for of public and private banks in İstanbul. The survey was 
conducted with the link invitation to the headquarters and branches employees that easily accessed via an Internet 
portal. 500 employees were randomly selected to participate in this study, and a total of 294 responded, turned back 
and approved to the assessment. The sample consisted of 169 (57,5%) male and 125 (42,5%) female participants 
who ranged in age from 18 to 39 years old. In total, 170 (57,8%) of employee works for private and 124 (42,2 % ) 
for public banks and 111 of participants works in headquarter of these banks. 

 
4.3. Measures 

 
Perception of organizational justice is measured with three dimension as distributive justice, procedural justice 

interactional justice. These 20 questions are adopted from Niehoff and Moorman (1993). The Cronbach alpha 
for the 20 items was 0.954. The 9 items were related to procedural justice (alpha value 0.947), 6 items to 
interactional justice (alpha value 0.892) and 5 items to distributive justice (alpha value 0.889). Reliability and factor 
analysis of organizational justice are given in table 1. 

 
Table 1. Reliability and Factor Analysis of Organizational Justice 

 

Dimension  Item Factor Loading Variance Cronbach's Alpha 

Procedural Justice 

Ad13 0,831 

28,843 0,947 

Ad12 0,785 
Ad15 0,749 
Ad17 0,715 
Ad14 0,714 
Ad18 0,712 
Ad16 0,701 
Ad19 0,699 
Ad20 0,605 

Interactional Justice 

Ad8 0,795 

20,911 0,892 

Ad7 0,786 
Ad9 0,706 
Ad6 0,616 
Ad11 0,588 
Ad10 0,566 

Distributive Justice 

Ad3 0,839 

19,776 0,889 
Ad2 0,809 
Ad4 0,769 
Ad5 0,761 
Ad1 0,723 

Total Variance  % 69.53 
 
Minnesota Satisfaction Questionnaire developed by Weiss and friends (1967) is used to measure job satisfaction. 
The Cronbach alpha was found to be 0.929. 
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Respondents also completed the 3-item intention to leave scale that developed by Grandey (1999). The Cronbach 
alpha was calculated to be 0.908. All scales used a five-point Likert-type scale, ranged from 5 “totally agree” to 1 
“totally disagree”. Factor loadings of intention to leave scale are given in table 2. 

 
Table 2. Reliability and Factor Analysis of Intention to leave  

 
Factor Loading 

I intend to leave with this job indefinitely. ,950 

I often think to leave this job. ,924 

I would leave this job if I could find a better one ,891 

Total Variance  %84,978 

Cronbach Alpha 0.908 
 
In our questionnaire 43 items are used to measure perception of organizational justice, job satisfaction and 

intention to leave. Before testing the given hypotheses, the validity and reliability of our scale is assessed. The 
principle factor analysis with varimax rotation is applied to identify component factors having eigenvalues greater 
than one.  

4.4. Analyses and Results 

The correlations among and descriptive statistics for the variables in this study are given in Table 3.  
Table 3. Means, Standard Deviations and Correlations 

Variable Mean SD 1 2 3 4 5 

Procedural justice 3,024 0,898 1,000     
Interactional justice 2,655 0,902 0,806** 1,000    
Distributive justice 2,801 0,993 0,563** 0,568** 1,000   
Job satisfaction 3,127 0,791 0,735** 0,646** 0,651** 1,000  
Intention to leave 2,579 1,127 -0,463** -0,429** -0,452** -0,592** 1,000 

n = 294,  **p<.01 level (2-tailed) 

Among the correlation table, there are positive correlations between perception of organizational justice with job 
satisfaction and negative correlation between intentions to leave. Our research model is analyzed according to Baron 
and Kenny’s (1986) the mediation conditions. Thus, to evaluate the established hypotheses, we used hierarchical 
regression analyses for mediation analyses. The mediation analyses results are given in Table 4.  

Table 4 Regression Analyses for Mediation 
 

 Regression Model 1  Regression Model 2 Regression Model 3 
 Job satisfaction Intention to leave Intention to leave 
Independent 
Variables 

ß t p ß t p ß t p 

Constant 0,913 8,682 0,000 4,638 22,226 0,000 5,273 23,997 0,000 
Procedural justice 0,450 8,199 0,000 -0,319 -2,932 0,004 -0,006 -0,056 0,956 
Interactional justice 0,036 0,652 0,515 -0,09 -0,827 0,409 -0,065 -0,637 0,524 
Distributive justice 0,271 7,577 0,000 -0,305 -4,300 0,000 -0,116 -1,601 0,111 
Job satisfaction       -0,696 -6,364 0,000 
F 159,8 35,789 40,622 
Model (p) 0,000 0,000 0,000 
R2 0,619 0,263 0,351 
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Three step hierarchical regression analysis was employed for hypotheses 1, 2, and 3. According to the Table 4, 
procedural justice (ß=0,450) and distributive justice (ß=0,271) have significant effect on job satisfaction on the other 
hand interactional justice has no significant effect on job satisfaction (p=0.515>0.05). For the first hypothesis while 
employee's perceptions of distributive and procedural justice, will influence on his/her job satisfaction is supported, 
employee's perceptions of interactional justice, will influence on his/her job satisfaction is not supported. In the 
second model, procedural justice (β=-0,319; p= ,004) and distributive justice (β=-0,305; p= ,000), ) have significant  
negative influence on intentions to leave. Besides interactional justice has no significant influences on intention to 
leave (p=0.409>0.05). The second hypothesis that procedural and distributive justice perceptions would decrease 
his/her turnover intentions is supported. In the last regression analyses procedural justice, distributive justice, 
interactional justice and job satisfaction was entered to the model to find out the mediation effect. Results have 
indicated that after job satisfaction has been accounted for, the procedural (β=-0,006; p= ,956)  and distributive  
justice (β=-0,116; p= ,111) is not significant influence on the intention to leave. So, regression analysis results 
showed that job satisfaction will mediate the relationships between perceptions of only for distributive and  
procedural justice, and turnover intentions. So H3 is supported.  

 
5. Discussion  

 
The purpose of this research was to examine the mediating effect of job satisfaction on the relationship between 

the perception of organizational justice and the intention to leave organization. Correlations between employees’ 
organizational justice perceptions were significantly related to job satisfaction and organizational turnover 
intentions. According to the results, it was found that interactional justice has no significant influences on neither 
job satisfaction nor turnover intention. On the other hand results showed that perception of procedural and 
distributive justice had a direct effect on job satisfaction and decrease the intention to leave work. The fairness of 
firm’s procedures has impact on turnover intentions and job satisfaction however, previous studies had claimed that 
procedural justice concerned on more organizational outcomes and the attitudes of employees toward the institution 
(Folger andKonovsky, 1989; Lind and Tyler, 1988), however distributive justice connected more important 
predictor of individual outcomes like intentions to quit and satisfaction with work (McFarlin and Sweeney, 1992). 
Our findings were similar with Yavuz (2010), Eğilmezkol (2011) and Homayouni (2014) research findings. While 
job satisfaction of employees is high, they may become highly committed to their organizations which in turn results 
in lower turnover rates (Nadiri and Tonova, 2010). By the way it was also found that job satisfaction effect mediate 
the relationships between perceptions of distributive and procedural justice, and intention to leave. This finding is 
the originality of this study.  
 

There are also some limitations that need to be addressed. The sample was gathered from only from private and 
public banks which are located in İstanbul. The results could be generalized after only collecting more data from 
different part of the cities in Turkey. And also in data collection, participation banks could take into consideration 
and sample size have to increase for future research. 
 

References 
 

Aghaei , Najaf; Moshiri, Keivan and Shahnaz Shahrbanian (2012),  “Relationship between Organizational Justice and Intention 
to Leave in Employees of Sport and Youth Head Office of Tehran”,  European Journal of Experimental Biology, 2 (5), 
p:1564-1570 . 

Aryee, S., P. S. Budhwar and Z. X. Chen, “Trust as a Mediator of the Relationship between Organizational Justice and Work 
Outcomes: Test of a Social Exchange Model”, Journal of Organizational Behavior, 23, 2002, p. 267-285.  

Cohen-Charash, Yochi and Paul E. Spector; (2001), “The Role of Justice in Organizations: A Meta-Analysis ”, Organizational 
Behavior and Human Decision Processes, 86(2), ss. 278-321.  

Colquıtt, Jason A and Greenberg, J. (2003) Organizational Justice: A Fair Assessment of the State of the Literature. In. 
Organizational Behavior, Ed: J. Greenberg, Second Edition, Lawrence Erlbaum Associates Inc, New Jersey 2003. 

Colquıtt, Jason A., Donald E., Conlon, Christopher O.L.H. Porter, Michael J Wesson ve Yee K. NG; (2001), “Justice at the 
Millenium: A Meta Analytic Review of 25 Years of Organizational Justice Research”, Journal of Applied Pschology, 
86(3), ss. 425- 445.  



410   Ebru Beyza Bayarçelik and Mine Afacan Findikli  /  Procedia - Social and Behavioral Sciences   235  ( 2016 )  403 – 411 

Colquıtt, Jason A.; (2001), “On The Dimensionality of Organizational Justice: A Construct Validation of a Measure”, Journal of 
Applied Psychology, 86(3), ss. 386-400.  

Cotton, John L. ve Tuttle, Jeffrey M., 1986, “Employee Turnover: A Meta-Analysis and Review with Implications for Research”, 
The Academy of Management Review, 11(1), p:55–70.  

Diekmann, Kristina A., Zoe I. Barsness ve Harris Sondack; (2004), “Uncertainty, Fairness Perceptions, and Job Satisfaction: A 
Field Study”, Social Justice Research, 7(3), ss. 237-255.  

Eğilmezkol, G., (2011). Organizational justice and organizational commitment in work life, a study aimed at the analysis of the 
organizational justice and organizational commitment of the employees in a public bank. Undergraduate dissertation. 
Ankara: Gazi University. 

Folger, R., Konovsky, M.A., 1989. Effects of procedural and distributive justice on reactions to pay raise decisions. Academy of 
Management Journal 32 (1), 115– 130. 

Grandey, A. A. (1999). The Effects of Emotional Labor: Employee Attitudes, Stress and Performance. 
Undergraduate Dissertation. Colorado State University, Colorado. 

Greenberg, J. (1990). “Organizational justice: Yesterday, today and tomorrow” Journal of Management, 16, 399 ,432. 
Greenberg, Jerald ve Baron, Robert A. (2000), Behavior in Organizations, Seventh Edition, New Jersey: Prentice Hall.  
Homayouni, V., (2014). Örgütsel bağlılık, iş tatmini ve işten ayrılma ilişkisi: Otel işletmeleri çalışanları üzerine bir araştırma. 

Yüksek Lisans Tezi. Erzurum: Atatürk Üniversitesi SBE. 
İşcan, Ö.F. ve Naktiyok, A., 2004. “Perceptions Of Employees about Organizatonal Commitment and Justice as Determinants of 

Their Organizational Coherence. Ankara University Social Sciences Journal, 59 (1), ss.181-281. 
İyigün, N.Ö., 2012. Organizational Justice: A Theoritical Approach, Istanbul Commerce University Social Sciences Journal, 

(21), ss.49-64. 
Judge, Timothy A.; Bono, Joyce E.; Thoresen, Carl J. And Patton, Gregory K. ( 2001) The Job Satisfaction-Job Performance 

Relationship: A Qualitative and Quantitative Review, Psychological Bulletin, 127(3), p: 376-407. 
Lambert, Eric and Nancy Hogan (2008), “The Importance of Job Satisfaction and Organizational Commitment in Shaping 

Turnover Intent: A Test of a Causal Model”, Criminal Justice Review, 34(1), p: 96-118. 
Lind, E.A., Tyler, T.R., 1988. The Social Psychology of Procedural Justice. Plenum 

Press, New York. 
Locke,E.A. (1976). The nature and causes of job satisfaction. In M.D. Dunnette (Ed.), Handbook of industrial and organizational 

psychology (pp.1297-1349). Chicago: Rand McNally.  
Martin, C., and Bennett, N. (1996). “The role of justice judgments in explaining the relationship between job satisfaction and 

organizational commitment”, Group and Organization Management, 21, 84-104.  
Masterson, S. S., Lewis, K., Goldman, B. M., & Taylor, M. S. (2000). Integrating justice and social exchange: The differing 

effects of fair procedures and treatment on work relationships. Academy of Management Journal, 43, 738-748.  
Mathur, Garima; Banerjee, Richa; Pygnavil, Rajesh S.; Tripathi, Shikha; Pathak, Arti; Sharma, Bhavana and Meera Kaul 

Upadhyay (2011), “Stress and Job Satisfaction- A Study of Academicians” in: A Systematic Guide to Write a Research 
Paper, Ed: Bhakar, S.S. and Mehda, S., Excel Books, First Edition,  p:219 

McFarlin, D. B., & Sweeney, P. D. (1992). Distributive and procedural justice as predictors of satisfaction with personal and 
organizational outcomes. Academy of Management Journal, 35(3), 626-637.  

McFarlin, D., Sweeney, P.D., 1992. Distributive and procedural justice as predictors 
of satisfaction with personal and organizational outcomes. Academy of Management Journal 35 (3), 626–637. 

Mitchell, T.R., Holtom, BC, Lee, TW, Erez, M. 2001. Why people stay: using job embeddedness to predict voluntary turnover. 
Academy of Management Journal, 44(6):1102-1121.  

Mobley, W.H., 1982. Employee Turnover: Causes, Consequences, And Control, MA, Addison-Wesley. 
Mor Barak, Michalle E., Nissly, J. A. ve Levin, A., 2001, “Antecedents to retention and turnover among child welfare, social 

work, and other human service employees: What can we learn from past research? A review and metanalysis”, Social 
Service Review, 75(4), s:625-661.  

Nadiri, H. and Taanova, C. (2010), “An investigation of the role of justice in turnover intentions, job satisfaction, and 
organizational citizenship behavior in hospitality industry”, International Journal of Hospitality Management,29p.33–41. 

Niehoff, B.P., Moorman, R.H., (1993). Justice as a mediator of the relationship between methods of monitoring and 
organizational citizenship behavior. Academy of Management Journal 36, 527–556. 

Organ, Dennis W. (1988), “A Restatement of the Satisfaction-Performance Hypothesis”, Journal of Management, 14, 547-557.  
Örücü, E. ve Özafşarlıoğlu, S., (2013). “The influence of organizational justice on the turnover intention: a study in the republic 

of South Africa. Mustafa Kemal University Social Sciences Journal,. 10 (23), ss.335-358. 
Özdevecioğlu, Mahmut (2005), “Algılanan Örgütsel adaletin Bireylerarası saldırgan Davranışlar üzerindeki Etkilerinin 

Belirlenmesine Yönelik Bir Araştırma”,  in: Çalışma Yaşamında Dönüşümler – Örgütsel Bakış, Ed.: Aşkın Keser, Nodel 
Yayınları, Birinci Baskı, p:269. 

Price, James L., 1977, The study of turnover. Ames: The Iowa State University Press.  
Sanderson, P. A. (2003), “The Relationships Between Empowerment and Turnover Intentions in a Structured Environment: An 

assessment of the Navy’s Medical Service Corps,Regent University”, School of Leadership Studies,  



411 Ebru Beyza Bayarçelik and Mine Afacan Findikli  /  Procedia - Social and Behavioral Sciences   235  ( 2016 )  403 – 411 

Shalley, Christina E.; Gilson Lucy L. and Terry C. Blum (2000), Matching Creativity Requirements and the Work Environment: 
Effects on Satisfaction and Intentions to Leave, The Academy of Management Journal, 43(2), p: 215-223. 

Spector, Paul E. (1997), Job Satisfaction, California: Sage Publications Inc. 
Tang, T., and Sarsfield-Baldwin, L. (1996). “Distributive and procedural justice as related to satisfaction and commitment” SAM 

Advanced Management Journal, Summer, 25- 31.  
Ünler, E., Arda, Ö.A., Kılıç, B., Yurdakul, H., Koç, E., Yılmaz, Ş., Duyar, D., Ersül, M., Erben, G.S. ve Irak, D.U., 2015. 

Örgütsel Adaletin Peşinde. Ed: E. Ünler & H.Gürel , İstanbul: Beta Publication. 
Yavuz, S., (2010). A research about the perception of organizational justice influence on the job satisfaction. Undergraduate 

dissertation, İstanbul: Marmara University. 
 


