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Abstract  

This study examines the relationship between organizational justice and organizational 

identification among primary school teachers in Erzurum, Turkey, during the 2023-2024 academic 

year.The research was conducted with 392 participants. Using a quantitative structural equation 

modeling approach, data were analyzed through SPSS and AMOS programs. Findings revealed 

that social justice leadership demonstrates a strong positive correlation with organizational 

identification. Specifically, distributive justice showed a positive relationship with organizational 

identification, while procedural and interactional justice dimensions yielded no statistically 

significant relationships. These results align with previous research on organizational justice and 

identification. The study discusses theoretical and practical implications and offers 

recommendations for educational administrators and future research directions. 
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A Structural Equation Modeling Examination of Teachers' Organizational Identification 

Perception with Social Justice Leadership 

 

Introduction 

Education is an undeniably important phenomenon in terms of shaping the foundations and 

future of society. Teachers are the main implementers of educational processes and policies. 

Teachers play an important role in determining both their social role and functions, and the strength 

of the relationship their students establish with the education process. The reason for this is that 

the teacher is the only entity that brings together and coordinates all the inputs of the educational 

activity, and is the character who affects the students the most as a role model. Therefore, they are 

strongly influenced by the attitudes and behaviors of their teachers and adopt the teacher role as a 

model. 

School administrators are responsible for organizing and meeting all the needs of the schools 

they manage. For this purpose, they plan, give orders, organize, direct, and coordinate employees. 

Finally, they carry out the work that needs to be done in the school through actions and activities 

within the scope of their duties. The main goal is to provide a good education in schools in 

accordance with national policy. 

On the other hand, leaders must be as motivating as they are managerial and supervisory. 

This shows that principals should not only manage the school but also have the qualities to 

motivate their employees. To achieve this, they must ensure that the teachers under their control 

work efficiently. This can be done by observing teachers and meeting their expectations. To 

properly motivate teachers, it is necessary to be sensitive to their expectations and to meet those 

expectations. A number of studies have shown that the qualitative dimension of school 

administrators' leadership is measured by the level of teacher motivation. This is because teacher 

motivation decreases over time, and the quality of teaching also decreases. However, it is possible 

to increase the quality of education by reviving this motivation with the qualified leadership of 

school administrators. Factors such as communication with teachers and taking their expectations 

and needs into account shape the leadership skills of school administrators and the job satisfaction 

experienced by teachers. 

School principals must increase fair practices and promote social justice. The impact of 

administrators' responsive behavior on teachers' commitment, success, and motivation in schools 

is undeniable, but it also has a significant impact on the school climate that affects all stakeholders 

in the school (Küçükçene and Aydoğan, 2018). It has been stated that a fair management approach 

is an important factor in the success and effectiveness of administrators (Topcu, 2019), and social 

justice leadership has been advocated as the most appropriate leadership style for creating a healthy 

organizational climate (Marshall, 2004; Shields, 2004; Theoharis, 2007). Therefore, school 

administrators need to realize the importance of social justice leadership in the school climate. 

They should be able to ensure transparency and accountability in teacher-student-administrator 

communication and include all stakeholders in the management process (Ruich, 2013; Yüner and 

Burgaz, 2019). Climates that affect employees' perceptions of the institution are also influenced 



 

Journal of Educational Leadership and Policy Studies (JELPS) Volume 9 Fall 2025 Issue                                  3 

 

by the policies adopted by the management (Yüner and Burgaz, 2019). In the context of schools, 

the most important person creating the school climate is the school principal, whose leadership 

style makes the school climate good or bad (Sergiovanni, 1991, as cited in Yüner and Burgaz, 

2019). Therefore, principals prioritizing justice in the policies they follow and showing respect for 

individual differences without discriminating between employees and service recipients indicate 

their commitment to social justice (Çalışkan, 2015). Schools operating with a sense of justice 

increase their effectiveness and capacity, which leads to the emergence of a positive institutional 

climate. In this context, the progress of the school can be built and developed based on the actions 

of the school principals (Uğurlu, 2009; Theoharis, 2007). 

Social justice, which has dimensions of individual, social life, and society, is distinguished 

by rights and justice. Social justice in organizations is the interaction between the leader, 

employees, and other interest groups that arises in the relationship between the leader and 

followers (Demir, 2021). Social justice in educational organizations is distinguished by the 

dimensions of critical awareness, stakeholder support, participation, and distributive justice 

(Bozkurt, 2017; Freire, 2004; McKenzie et al., 2008; Rawls, 1993). Critical awareness means an 

environment where employees express their opinions freely, are supported in developing 

innovative ideas and projects that contribute to the development of the organization, and are 

appreciated. This support is the support given by all other educational stakeholders (teachers, 

parents, students), especially the school principal, to achieve the goals of the organization. 

Participation in social justice leadership is the involvement of school administrators, teachers, and 

other educational stakeholders in the organizational decision-making process. This situation can 

be expressed as the functioning of democracy in the school. Distributive justice, on the other hand, 

is the fair distribution of an organization's resources, skills, and opportunities among all 

employees. This can be considered a fair distribution for all employees to benefit equally from 

these opportunities. Belief in social justice in relations with employees and administrators is 

considered very important in educational organizations. Social justice in schools can also be 

defined as creating a fair school climate (Wang, 2018). In a healthy school climate, teachers are 

expected to trust the principal and their colleagues. Considering that teachers are role models for 

students, it is inevitable to expect and seek a healthy school climate (Baş and Şentürk, 2011). 

The school climate is directly related to how school principals perceive and implement social 

justice (Wang, 2015). In other words, the principal's fair management style directly affects 

teachers' performance in schools (Alkış and Güngörmez, 2015). Therefore, school principals must 

meet the increasing expectations to ensure social justice (Gevirtz, 1998). Açıkalın (1998) points 

out that the school principal is an important factor in school performance. A good principal in a 

school with limited resources increases school success. On the other hand, a school principal who 

cannot manage a school with abundant resources may negatively affect the development of the 

school (Kesen et al., 2019). 

Studies have shown that a school principal exhibiting effective social justice leadership has 

a positive effect on teachers' motivation, commitment, and job satisfaction (Kocabaş and 

Karaköse, 2005; Madenoğlu et al., 2014; Serin and Buluç, 2012). Teacher motivation is an 

important factor in student achievement and school development (Kocabaş and Karaköse, 2005). 

School administration is also considered one of the important factors affecting teacher motivation. 

This is because there are both national and international studies in the literature showing that 
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school principals are effective in increasing teacher motivation. (Ada et al., 2013; Aksel and Elma, 

2018; Boydak et al., 2010; Eres, 2011; Kocabaş and Karaköse, 2005; Shepherd-Jones and 

Salisbury-Glennon, 2018). Employees' perception of justice affects their positive or negative 

attitudes and behaviors towards the organization they work for. 

Organizational identity refers to the employee who identifies with the organization and 

adopts the organizational identity (Kaya, 2020; Mael and Ashforth, 1992). In another definition, 

the organization's identification is expressed as the employee's mental and emotional integration 

with the organization (Riketta, 2005). In a more general expression, organizational identification, 

which means employees feeling themselves as a whole within the organization (Mael and 

Ashforth, 1992, p. 103), attracts great interest from researchers because it motivates employees to 

work for the interests of the organization, increases work efficiency, and develops psychological 

relationships with the organization (Reade, 2001; Edwards, 2005; Cheung and Law, 2008). 

Employees who believe that management practices are consistent with social justice find it easier 

to be loyal to their superiors and identify with their organization. Loyalty to the leader is generally 

highlighted as one of the sub-dimensions of organizational commitment (leader, colleagues, unions 

and unions within the organization, service recipients in the organization) (Ceylan and 

Doğanyılmaz, 2007; Cheng et al., 2003). Since ancient times, many philosophers and spiritual 

leaders have sought to detect forms of injustice in their societies and determine principles that can 

guide the creation of a just society. Therefore, social justice (SJ) is important for many societies 

(Kenreich 2013; Oplatka and Arar 2016). 

 

Theoretical Framework 

 

The concepts of social justice leadership, organizational justice, and organizational 

identification are theoretically explained under this research title. In addition, the hypotheses that 

emerged from reviewing national and foreign literature regarding the relationships between the 

concepts and the research model created based on these hypotheses are presented. 

 

Social Justice Leadership 

 

The term "social justice" is used to express the idea that everyone in social life can get what 

they deserve and benefit from opportunities. Social justice has been examined in the field of 

educational sciences in connection with democracy, and later in the context of equal opportunity 

and equal benefit from possibilities in educational organizations (Börü, 2019; Koçak and Özdemir, 

2019; Kondakçı and Zayim, 2015; Özdemir, 2017; Özdemir and Pektaş, 2017). All countries have 

established legal regulations so that citizens can benefit from basic education, and all citizens can 

equally benefit from the opportunities of educational institutions. However, despite all the legal 

provisions, the practices of the institutions may differ. One of the main reasons for this difference 

may be the approaches of organization leaders to social justice leadership. The fact that all citizens 

can benefit equally from educational organizations that support disadvantaged citizens and that all 

school employees have equal opportunities to access school equipment is related to the school 

principal's social justice leadership (Bozkurt, 2018; Gören, 2019; Koçak and Özdemir, 2019). In 

the literature review, social justice leadership in educational organizations is designed to support 
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educational stakeholders, distribute institutional resources fairly, and allow all educational 

stakeholders to participate in the school's decision-making process. 

• Critical Awareness in social justice leadership is being aware of the social and economic 

inequalities between employees and citizens serving in educational organizations. Social 

justice leadership accepts differences as a value. It is leadership that avoids inequality 

resulting from differences (Bozkurt, 2017). 

• Stakeholder Support, as a sub-dimension of social justice leadership, is evaluated as the 

support given by the leader to educational stakeholders (teachers, students, and parents) so 

that they are not negatively affected by their social, cultural, and economic differences. 

The "student-parent-school contract" implemented by the Ministry of National Education 

in schools is a form of implementation of the support dimension for interest groups led by 

social justice (Student-Parent-School Contract, 2005). The purpose of this contract is to 

ensure the mutual rights and obligations of students, parents, and the school. 

• Distributive Justice, another sub-dimension of social justice management, can also be 

expressed as the fair distribution of institutional opportunities among all employees of the 

institution (Polat, 2007). 

• Participation is the participation of the stakeholders of educational organizations in the 

decisions taken on behalf of the organization (Furman, 2012). 

 

Organizational Identification 

 

Organizational identification is the individual's identification with the organization, seeing 

the organization's values as their own, and valuing the organization's benefits as their own 

(Ashforth and Mael, 1989). In another definition, the organization's identification is expressed as 

the employee's mental and emotional integration with the organization (Riketta, 2005). In a more 

general expression, organizational identification, which means employees feeling themselves as a 

whole within the organization (Mael and Ashforth, 1992), attracts great interest from researchers 

because it motivates employees to work for the interests of the organization, increases work 

efficiency, and develops psychological relationships with the organization (Reade, 2001; Edwards, 

2005; Cheung & Law, 2008). Employees who believe that management practices are consistent 

with social justice find it easier to be loyal to their superiors and identify with their organization. 

Loyalty to the leader is generally highlighted as one of the sub-dimensions of organizational 

commitment (leader, colleagues, unions and unions within the organization, service recipients in 

the organization) (Ceylan and Doğanyılmaz, 2007; Cheng et al., 2003). Since ancient times, many 

philosophers and spiritual leaders have sought to detect forms of injustice in their societies and 

determine principles that can guide the creation of a just society. Therefore, social justice (SJ) is 

important for many societies (Kenreich 2013; Oplatka and Arar 2016). 

Organizational identification is considered a dimension of social identification. Social 

identification is the individual's feeling of belonging to their social environment and seeing the 

norms and values of their social environment as their own values (Boroş, 2008; Van Veelen et al., 

2006). Many studies have revealed that employees who feel a sense of belonging to an organization 

and identify their values with the values of the organization do more rewarding work. Employees 

who identify with the organization work more voluntarily, produce innovative ideas, adhere 
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strictly to the organization's goals, and show high performance (Balcı et al., 2012; Edwards, 2005; 

İşcan, 2006). Organizational identification also has positive aspects for the employee. High job 

satisfaction and an organization to be proud of are the individual positive aspects of organizational 

identification (Van Knippenberg and Sleebos, 2006; Yuki, 2003). If an individual's membership 

in an organization is more important than their membership in other social groups, it can be said 

that the individual's level of identification with the organization is high (Karabey and İşcan, 2007). 

When people adopt the values and goals of the organization, they create more effective and 

efficient decision-making structures based on the organization's values and goals. This constitutes 

an advantage as it increases the chance of making decisions that are beneficial to the organization 

even without supervision in the organization (Miller et al., 2000). 

Discussions on social justice in education have focused on leadership. It is known that school 

principals' social justice leadership affects students' academic performance (Özdemir, 2017), 

teachers' professional performance (Jacobson, 2019), employees' commitment to the institution 

(Uğurlu, 2009), targeted quality education services (Shaked, 2019), and many other factors 

affecting the school climate. School principals are known to be effective in many factors in schools 

(Küçükçene and Aydoğan, 2018), and social justice leadership behaviors have also been found to 

affect the perceptions of teachers, students, and other employees regarding schools (Yüner and 

Burgaz, 2019). How teachers and other stakeholders in the school perceive the concept of justice 

is the key to the implementation of justice in this school. In this context, based on the assumption 

that perceptions form attitudes, and attitudes form behaviors over time, it is predicted that social 

justice leadership behaviors exhibited by principals in schools will affect teachers' perceptions of 

commitment and the organizational citizenship behaviors they display for their institutions. 

In addition to the official job description, schools now need teachers who are independent 

and work towards the school's goals. Schools are goal-oriented organizations surrounded by a 

human community. Employees must actively cooperate for an institution to achieve its goals, and 

it is stated by İplik (2010) that extra-role behaviors include helping others, undertaking tasks not 

in the job description, establishing good relations with the manager, and not complaining about 

the situation. These are voluntary and selective behaviors that are individual initiatives and are not 

included in the corporate role definition. 

In their studies, Çetin, Korkmaz, and Çakmakçı (2012) found that teachers exhibited a 

moderate level of organizational identification behavior, and social justice leadership positively 

affected the quality of the principal-teacher relationship and the level of teachers' organizational 

identification. In a study by Çelik and Ünal (2013), it was found that when school principals 

exhibited high social justice leadership behavior, teachers also exhibited high organizational 

identification behavior, and there was a positive relationship between social justice leadership and 

organizational identification behavior. Özdemir (2010) found that the social justice leadership 

shown by the administrator positively affected teachers' organizational identification behaviors. In 

the long run, increased administrator support will encourage teachers to be more voluntary in 

realizing institutional goals, participating in research and decision-making processes, and making 

sacrifices for institutional goals. A high level of social justice leadership helps employees be proud 

of their membership and feel valued (Cheung and Law, 2008). This feeling of respect and pride 

also increases the employees' sense of belonging to the institution (Moorman, 1991). Generally 

speaking, all the research conducted has shown that social justice leadership has a positive effect 
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on organizational identification. The investigation of the relationship and interaction between these 

two variables, which are extremely important for educational organizations and whose relationship 

with many variables has been demonstrated, has become a research topic and will provide 

extremely important findings in the context of positively affecting many unexplored organizational 

behaviors and increasing the effectiveness and efficiency of educational organizations in reaching 

their goals. 

Moving from this evaluation, the following questions were sought to be answered in this 

study examining the relationship between social justice leadership and organizational 

identification in schools: 

• What is the relationship between social justice leadership and teachers' perceptions of 

organizational identification in schools? 

• What is the relationship between the sub-dimensions of social justice leadership and 

teachers' extrinsic satisfaction? 

 

Research Model and Hypothesesn 

 

The conceptual model of this study, which will address the effect of social justice leadership 

in schools on teachers' perception of organizational identification, can be seen in Figure 1. 

 

 
Figure 1. A Structural equation model for the relationship between social justice leadership and 

organizational ıdentification 
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The following hypotheses were developed within the framework of the theoretical research 

model expressed above. 

• H1: The support dimension of social justice leadership positively affects teachers' 

organizational identification. 

• H2: The participation dimension of social justice leadership positively affects teachers' 

organizational identification. 

• H3: The distributive justice dimension of social justice leadership positively affects 

teachers' organizational identification. 

• H4: Social justice leadership positively affects teachers' organizational identification. 

 

 

Method  

 

Research Design 

This research was conducted using the relational survey model with the help of structural 

equation analysis. Relational survey models are studies in which the relationships between two or 

more variables are described and analyzed in depth (Karakaya, 2011). Structural equation 

modeling is a form of multivariate analysis used to test models that typically include observed and 

latent variables, formed by the combination of factor analysis and regression analysis (Gürbüz, 

2019). For this purpose, correlation analysis and structural equation model were used to determine 

the relationships between school burnout and academic motivation. 

 

Working Group 

The working group of the research consists of teachers working in middle schools in the 

central districts (Yakutiye, Palandöken, Aziziye) of Erzurum province in the 2023-2024 academic 

year. Convenience sampling, one of the non-probability sampling methods, was used as the sample 

in the research because it is easy to apply, quick, and low-cost (Böke, 2009). In this context, the 

participants of the study consist of 392 people selected by the convenience sampling method. The 

demographic variables of the participants are given below. 

 

Table 1. Demographic characteristics of participants 

Demographic Features   N 

Gender Male 182 

 Female 210 

 Total 392 

Age 21-30 years old 27 

 31-40 years old 152 

 41-50 years old 138 

 Over 50 years old 75 

 Total 392 

Marital status Married 212 

 Single 180 
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 Total 392 

A total of 392 participants were included in the study. 46.4% of the participants were male 

(n=182) and 53.6% were female (n=210), showing a balanced gender distribution. When the age 

distribution is examined, it was determined that the vast majority of the participants were in the 

31-40 age range (38.8%; n=152). This is followed by individuals in the 41-50 age range (35.2%; 

n=138) and those over 50 years old (19.1%; n=75). Participants in the 21-30 age range (6.9%; 

n=27) constitute the lowest proportion. This situation shows that the sample mostly consists of 

individuals in the middle age group. When the distribution of the participants by marital status is 

examined, it was determined that 54.1% were married (n=212) and 45.9% were single 

(n=180).This finding shows that more than half of the sample consists of married individuals. 

 

Data Collection Tools 

The Social Justice Leadership Scale used in the research is a 5-point Likert-type scale 

developed by Bozkurt (2017), consisting of 4 dimensions and 34 items. The dimensions of the 

scale consist of critical consciousness (7 items), stakeholder support (11 items), participation (10 

items), and distributive justice (6 items). The Organizational Identification Scale, developed by 

Mael and Ashforth (1992) and adapted into Turkish by Tak and Aydemir (2004), was used to 

determine the organizational identification levels of the teachers in the study. The scale, which is 

unidimensional in structure, consists of 6 items. 

 

Data Analysis 

The data obtained in the research were analyzed using SPSS 26.0 and AMOS 24.0 package 

programs. First, missing data, outliers, and normality checks were performed on the dataset. Since 

the ratio of missing data was below 5%, it was completed with the mean, and multivariate outliers 

were determined by the Mahalanobis distance method and excluded from the analysis (Tabachnick 

& Fidell, 2019). Before analyzing the reliability and validity of the scales, descriptive statistics 

were examined for each variable. The internal consistency of the scales was evaluated with the 

Cronbach's alpha (α) coefficient, and since α > .70 in all sub-dimensions, it was concluded that the 

scales were reliable (Nunnally & Bernstein, 1994). In addition, Composite Reliability (CR) and 

Average Variance Extracted (AVE) values were calculated; it was observed that structural 

reliability was ensured because the CR values were above .70 and the AVE values were above .50 

(Fornell & Larcker, 1981). A two-stage analysis process was followed to test the validity of the 

model. In the first stage, the validity of the measurement model was evaluated by performing 

Confirmatory Factor Analysis (CFA). The fit indices (χ²/df, RMSEA, CFI, GFI, AGFI, NFI) 

obtained from the CFA result were found to be within the generally accepted cut-off values (χ²/df 

< 5; RMSEA < .08; CFI, GFI, NFI > .90) (Hu & Bentler, 1999). This result showed that the model 

showed a good fit with the data. In the second stage, the effect of social justice leadership on 

organizational identification was tested by applying Structural Equation Modeling (SEM). The 

significance of the path coefficients in the structural model was examined with the critical ratio 

(CR) and p-values. Paths found to be significant at the p < .05 level were kept in the model. The 

explanatory power of the model was evaluated with the determination coefficient (R²). The 

analysis results showed that social justice leadership has a positive and significant effect on 

organizational identification. This finding reveals that leaders who adopt social justice principles 
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can increase the level of teachers' identification with their organizations. This situation is also 

consistent with Berkovich's (2014, 2015) studies, which treat social justice leadership as a form of 

contextual and transformative leadership. 

 

 

Findings 

 

In this section, findings derived from the data obtained in our study on the effect of social 

justice leadership on organizational identification are presented. 

Figure 2. Path Analysis Diagram of the Relationship Between Social Justice Leadership and 

Organizational Identification 

 

The direct effect of social justice leadership on organizational identification was found to be 

significant and strong (β=0.714, p<0.05). This finding reveals that social justice leadership 

significantly increases employees' level of identification with the organization. When the 

standardized regression weights for the sub-dimensions of social justice leadership are examined, 

the strongest effect is in stakeholder support (β=0.766). The effect level of critical consciousness 

is (β=0.728), the effect level of the participation dimension is (β=0.721), and the effect size of 

distributive justice is (β=0.651). When the factor loadings for organizational identification 

indicators are examined, it is seen that items Ö4 (β=0.961) and Ö5 (β=0.911) have the highest 

factor loadings. This indicates that these items are the indicators that best represent the 

organizational identification construct. As a result, it has been empirically supported that social 

justice leadership practices are an effective mechanism in strengthening organizational 

identification. 

 

Table 2. Path Analysis Diagram of the Relationship Between Social Justice Leadership and 

Organizational Identification    
Standardized Regression 

Weights 

S.E. 

ORGIDENTIFIC <--- SJLEADERSHIP ,714 ,205 
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CRITICALCONSCIOUSNESS <--- SJLEADERSHIP ,728 
 

STAKEHOLDERSUPPORT <--- SJLEADERSHIP ,766 ,258 

PARTICIPATION <--- SJLEADERSHIP ,721 ,277 

DISPTRIBUTIVEJUSTICE <--- SJLEADERSHIP ,651 ,293 

Ö6 <--- ORGIDENTIFIC ,639 
 

Ö5 <--- ORGIDENTIFIC ,911 ,284 

Ö4 <--- ORGIDENTIFIC ,961 ,282 

Ö3 <--- ORGIDENTIFIC ,903 ,271 

Ö2 <--- ORGIDENTIFIC ,666 ,291 

Ö1 <--- ORGIDENTIFIC ,420 ,353 

χ²/df=4.15; NFI=.90; CFI=.92; GFI=.99; AGFI=.89; RMSEA=.062 

 

The fit indices of the research model were found to be at an acceptable level. The chi-

square/degrees of freedom ratio (χ²/df=4.15) is below 5 and within acceptable limits (Wheaton, 

Muthen, Alwin, and Summers, 1977). NFI (0.90) and CFI (0.92) values being above 0.90 indicate 

that the model shows a good fit (Bentler and Bonett, 1980). The GFI value (0.99) is at an excellent 

fit level (Jöreskog and Sörbom, 1993). The AGFI value (0.89) is close to 0.90 and at an acceptable 

level. The RMSEA value (0.062) being below 0.08 shows that the model exhibits good fit (Browne 

and Cudeck, 1993). 

 

 

Dıscussıon And Conclusıons 

In this study, the effect of social justice leadership on organizational identification was tested 

with structural equation modeling. Research findings revealed that social justice leadership has a 

strong and significant effect on organizational identification (β=0.714, p<0.05). This finding 

shows that social justice-oriented leadership behaviors significantly increase employees' level of 

identification with the organization. The findings obtained are consistent with Theoharis's (2007) 

theoretical framework of social justice leadership. Theoharis (2007) suggested that social justice 

leaders increase organizational commitment by empowering marginalized groups and promoting 

equality. The findings of the current research empirically support this theoretical proposal. 

Similarly, Furman (2012) emphasized that social justice leadership enables members to establish 

deeper connections with the organization by transforming organizational culture. The results of 

this study confirm this perspective. 

When the sub-dimensions of social justice leadership are examined, it is seen that 

stakeholder support has the highest standardized regression weight (β=0.766). This finding shows 

that leaders' efforts to give voice to all stakeholders and include them in decision-making processes 

play a critical role in strengthening organizational identification. DeMatthews (2018) emphasized 

the importance of stakeholder participation in social justice leadership and stated that such 

practices increase organizational trust and commitment. The findings of the current study support 

DeMatthews's (2018) views. 

The critical consciousness dimension also showed a strong effect (β=0.728). This result 

reveals that leaders' awareness of recognizing and addressing systemic inequalities positively 

affects employees' identification with the organization. Freire's (2000) critical pedagogy theory 
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argues that conscientization is a fundamental element of social change. The findings of this study 

show that Freire's (2000) theoretical framework is also valid in an organizational context. Brooks 

and Jean-Marie (2007) stated that developing critical consciousness in school leaders forms the 

basis of equity-focused practices. 

The participation dimension (β=0.721) and distributive justice dimension (β=0.651) also 

showed significant effects on organizational identification. Findings regarding the participation 

dimension are consistent with Ryan's (2006) view that democratic leadership and social justice are 

intertwined. Findings regarding distributive justice support the validity of Adams's (1965) equity 

theory in the context of organizational identification. Adams (1965) suggested that fair distribution 

of resources creates positive effects on employee attitudes. 

When factor loadings for organizational identification indicators are examined, it is seen that 

items Ö4 (β=0.961) and Ö5 (β=0.911) have the highest values. This supports the structural validity 

of Mael and Ashforth's (1992) organizational identification scale. Ashforth and Mael (1989) stated 

that organizational identification is the degree to which an individual identifies themselves with 

the organization and perceives the organization's successes and failures as their own successes and 

failures. 

When the fit indices of the research model are examined, it is seen that the model fits the 

data well (χ²/df=4.15; NFI=0.90; CFI=0.92; GFI=0.99; AGFI=0.89; RMSEA=0.062). These 

values are consistent with the cutoff points suggested by Hu and Bentler (1999) and indicate that 

the model shows acceptable fit. Schermelleh-Engel et al. (2003) stated that an RMSEA value 

below 0.08 indicates good fit. 

The findings of this study can also be interpreted from a social identity theory perspective. 

Tajfel and Turner (1979) suggested that individuals define themselves by the groups they belong 

to and adopt these groups' values. Social justice leadership shapes the organization's value system 

on the basis of equality, justice, and inclusiveness, enabling employees to identify with these 

values. Van Dick et al. (2004) stated that organizational identification is influenced by leaders' 

ethical and value-oriented behaviors. 

Shoho et al. (2011) emphasized the importance of transforming social justice leadership from 

being merely a theoretical concept into practice. The findings of this study support this view by 

showing that social justice leadership practices are effective on concrete organizational outcomes. 

Increased organizational identification is associated with positive outcomes such as employee 

performance, organizational citizenship behavior, and reduced turnover intention (Riketta, 2005). 

The strong effect of social justice leadership on organizational identification reveals that 

leaders need to be equipped not only with managerial skills but also with social responsibility and 

ethical values. Brown et al. (2005) emphasized the positive effects of ethical leadership on 

employee attitudes. Social justice leadership can be considered an extension of ethical leadership, 

and the findings of this study parallel Brown et al.'s (2005) study. 

This research has empirically demonstrated that social justice leadership has a strong and 

positive effect on organizational identification. Structural equation modeling results showed that 

social justice leadership explains a significant portion of the variance in organizational 

identification. These findings show that developing social justice-oriented leadership practices in 

organizations can be an effective strategy for increasing organizational identification. 
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Research results revealed that four dimensions of social justice leadership (stakeholder 

support, critical consciousness, participation, and distributive justice) are in significant 

relationships with organizational identification. The fact that the stakeholder support dimension 

shows the strongest relationship emphasizes that leaders' inclusion of all stakeholders in decision-

making processes and giving voice to them a voice has critical importance in strengthening 

organizational identification. 

In conclusion, this research has shown that social justice leadership is an effective leadership 

approach in strengthening organizational identification. For organizations to achieve sustainable 

success, they need to focus not only on economic performance but also on social justice and 

equality principles. Social justice-oriented leadership practices can increase organizational 

effectiveness by enabling employees to establish stronger bonds with the organization. 

 

References 

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.), Advances in experimental 

social psychology 2(1), 267-299. Academic Press. https://doi.org/10.1016/S0065-

2601(08)60108-2 

Aksoy, S., & Ertürk, A. (2014). Influence of organizational justice perception on organizational 

identification. Research Journal of Business & Management-RJBM, 1(3), 253-262. 

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of 

Management Review, 14(1), 20-39. https://doi.org/10.5465/amr.1989.4278999 

Balcı, A., Baltacı, A., Fidan, T., Cereci, C., & Acar, U. (2012). Örgütsel sosyalleşmenin, örgütsel 

özdeşleşme ve örgütsel vatandaşlıkla ilişkisi: İlköğretim okulu yöneticileri üzerinde bir 

araştırma. Eğitim Bilimleri Araştırmaları Dergisi, 2(2), 47-74. 

Başar, U., & Sığrı, Ü. (2015). Effects of teachers' organizational justice perceptions on intention 

to quit: Mediation role of organizational identification. Educational Sciences: Theory and 

Practice, 15(1), 45-59. 

Bentler, P. M., & Bonett, D. G. (1980). Significance tests and goodness of fit in the analysis of 

covariance structures. Psychological Bulletin, 88(3), 588-606. 

https://doi.org/10.1037/0033-2909.88.3.588 

Berkovich, I. (2014). A socio‐ecological framework of social justice leadership in education. 

Journal of Educational Administration, 52(3), 282-309. https://doi.org/10.1108/JEA-12-

2012-0131 

Berkovich, I. (2015). Beyond the school walls: The social ecology of social justice leadership. 

Educational Administration Quarterly, 51(5), 771-811. 

https://doi.org/10.1177/0013161X15569593 

Boroş, S. (2008). Organizational identification: Theoretical and empirical analyses of competing 

conceptualizations. Cognitive, Creier, Comportament/Cognition, Brain, Behavior, 12(1), 

1-27. 

Bozkurt, B. (2017). Okul müdürlerinin sosyal adalet liderliği davranışlarına yönelik bir ölçme aracı 

geliştirme çalışması. Gaziantep University Journal of Social Sciences, 16(3), 721-732. 

Bozkurt, B. (2018). Sosyal adalet liderliği ile yöneticiye bağlılık ve örgütsel vatandaşlık 

davranışları arasındaki ilişki [Yayımlanmamış doktora tezi]. Gaziantep Üniversitesi. 



 

Journal of Educational Leadership and Policy Studies (JELPS) Volume 9 Fall 2025 Issue                                  14 

 

Börü, N. (2019). İlkokullarda sosyal adaletin gelişimine yönelik uygulamaların ve okul 

müdürlerinin liderlik davranışlarının değerlendirilmesi. Eğitim ve İnsani Bilimler Dergisi, 

10(20), 131-164. 

Brooks, J. S., & Jean-Marie, G. (2007). Black leadership, White leadership: Race and race relations 

in an urban high school. Journal of Educational Administration, 45(6), 756-768. 

https://doi.org/10.1108/09578230710829874 

Brown, M. E., Treviño, L. K., & Harrison, D. A. (2005). Ethical leadership: A social learning 

perspective for construct development and testing. Organizational Behavior and Human 

Decision Processes, 97(2), 117-134. https://doi.org/10.1016/j.obhdp.2005.03.002 

Browne, M. W., & Cudeck, R. (1993). Alternative ways of assessing model fit. In K. A. Bollen & 

J. S. Long (Eds.), Testing structural equation models (pp. 136-162). Sage. 

Castillo, C., & Fernández Alarcón, V. (2017). Relationships between the dimensions of 

organizational justice and students' satisfaction in university contexts. Intangible Capital, 

13(2), 282-301. 

Celep, C. (2003). Ortaöğretimdeki öğretmenlerin mesleki tükenmişlikleri. 2000'li Yıllarda Lise 

Eğitimine Çağdaş Yaklaşımlar Sempozyumu (s. 239-252). İstanbul Kültür Üniversitesi. 

Ceylan, A., & Doğanyılmaz, H. (2007). Yöneticiye sadakat ve işgören performansı arasındaki 

ilişkilere yönelik bir araştırma. Yönetim, 18(56), 31-39. 

Chen, S. Y., Wu, W. C., Chang, C. S., Lin, C. T., Kung, J. Y., Weng, H. C., & Lee, S. I. (2015). 

Organizational justice, trust, and identification and their effects on organizational 

commitment in hospital nursing staff. BMC Health Services Research, 15(1), 1-17. 

Cheng, B., Jiang, D., & Riley, J. H. (2003). Organizational commitment, supervisory commitment, 

and employee outcomes in the Chinese context: Proximal hypothesis or global hypothesis? 

Journal of Organizational Behavior, 24(3), 313-334. 

Cheung, M. F., & Law, M. C. (2008). Relationships of organizational justice and organizational 

identification: The mediating effects of perceived organizational support in Hong Kong. 

Asia Pacific Business Review, 14(2), 213-231. 

Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in organizations: A meta-analysis. 

Organizational Behavior and Human Decision Processes, 86, 278-321. 

Çalışkan, A. (2015). Örgütsel adaletin örgütsel bağlılığa etkisi: Etik iklimin aracılık rolü. 

Uluslararası İktisadi ve İdari Bilimler Dergisi, 1(2), 115-141. 

Çelik, M., & Ünal, A. (2013). Okul yöneticilerinin öğretimsel liderlik davranışı ile öğretmenlerin 

örgütsel vatandaşlık davranışı analizi. Uşak Üniversitesi Sosyal Bilimler Dergisi, 6(2), 

239-258. 

Çetin, Ş., Korkmaz, M., & Çakmakçı, C. (2012). Dönüşümsel ve etkileşimsel liderlik ile lider-üye 

etkileşiminin öğretmenlerin örgütsel vatandaşlık davranışı üzerindeki etkisi. Educational 

Administration: Theory and Practice, 18(1), 7-36. 

DeMatthews, D. (2018). Community-engaged leadership for social justice: A critical approach in 

urban schools. Routledge. 

Demir, S. (2021). Lider-üye etkileşim kuramı ve bazı çıktıları. Anı Yayıncılık. 

Dutton, J., Dukerich, J., & Harquail, C. V. (1994). Organizational images and membership 

commitment. Administrative Science Quarterly, 39(2), 239-263. 



 

Journal of Educational Leadership and Policy Studies (JELPS) Volume 9 Fall 2025 Issue                                  15 

 

Edwards, M. R. (2005). Organizational identification: A conceptual and operational review. 

International Journal of Management Reviews, 7(4), 207-230. 

Eisenberger, R., Fasolo, P. M., & Davis-LaMastro, V. (1990). Effects of perceived organizational 

support on employee diligence, innovation, and commitment. Journal of Applied 

Psychology, 53, 51-59. 

Freire, P. (2004). Pedagogy of the Oppressed. Continuum Press. 

Furman, G. (2012). Social justice leadership as praxis: Developing capacities through preparation 

programs. Educational Administration Quarterly, 48(2), 191-229. 

https://doi.org/10.1177/0013161X11427394 

Gören, S. Ç. (2019). Sosyal adalet liderliği, okul yaşam kalitesi ve okula aidiyet duygusu ilişkisi 

[Yayımlanmamış doktora tezi]. Hacettepe Üniversitesi. 

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of Management 

Review, 12(1), 9-22. 

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow. Journal of 

Management, 16(2), 399-432. 

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: 

Conventional criteria versus new alternatives. Structural Equation Modeling: A 

Multidisciplinary Journal, 6(1), 1-55. https://doi.org/10.1080/10705519909540118 

Ismail, M., & Bebenroth, R. (2016). Organizational justice and organizational identification of 

millennials in mergers and acquisitions: A conceptual framework. European Journal of 

Social Sciences, 51(4), 397-409. 

İplik, F. N. (2010). Örgütsel vatandaşlık davranışı. Nobel Kitabevi. 

İşcan, Ö. F. (2006). Dönüştürücü/etkileşimci liderlik algısı ve örgütsel özdeşleşme ilişkisinde 

bireysel farklılıkların rolü. Akdeniz Üniversitesi İdari ve İktisadi Bilimler Fakültesi 

Dergisi, 6(11), 160-170. 

İyigün, N. Ö. (2012). Örgütsel adalet: Kuramsal bir yaklaşım. İstanbul Ticaret Üniversitesi Sosyal 

Bilimler Dergisi, 11(21), 49-64. 

Jacobson, S. (2019). Social justice leadership for academic, organizational, and community 

sustainability in high-needs schools: Evidence from New Zealand, Belize, and the USA. In 

P. S. Angelle & D. Torrance (Eds.), Cultures of social justice leadership (pp. 21-42). 

Palgrave Macmillan. 

Jöreskog, K. G., & Sörbom, D. (1993). LISREL 8: Structural equation modeling with the SIMPLIS 

command language. Scientific Software International. 

Judge, T. A., & Colquitt, J. A. (2004). Organizational justice and stress: The mediating role of 

work-family conflict. Journal of Applied Psychology, 89(3), 395-404. 

Karabey, C. N., & Iscan, O. F. (2007). Örgütsel özdeşleşme, örgütsel imaj ve örgütsel vatandaşlık 

davranışı ilişkisi: Bir uygulama. Atatürk Üniversitesi İktisadi ve İdari Bilimler Dergisi, 

2(21), 231-241. 


