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Abstract. This study aimed to explore teachers' perspectives on sustainable
organizational justice using the phenomenological research method. Conducted
during the 2023-24 academic year, the research involved 34 teachers in the
central district of Bolu. Data collection employed semi-structured interviews, and
content analysis was utilized for data interpretation. According to the study
findings, teachers emphasized the importance of interactional justice when
evaluating the fairness of school principals and identified a fair school principal
as someone with impartiality and objectivity, treating everyone equally. In
schools lacking sustainable organizational justice, common observations
included cliques and relationships based on personal interests. Teachers either
remained silent in the face of injustices or addressed concerns directly with the
school principal to assert their rights. It is crucial for school principals to cultivate
a democratic school climate to foster sustainable organizational justice. This
includes modeling fair behavior, equitably distributing duties and
responsibilities, and ensuring inclusive decision-making processes. Based on
these findings, recommendations for promoting sustainable organizational justice
include maintaining open communication channels, prioritizing democratic
school climates and participation, and adopting inclusive and participatory
management approaches in decision-making and practices.
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1 Introduction

The question of how the relationship between the ruler and the ruled should be
continues throughout human history. This relationship has been framed either as a
social contract or a master-slave dynamic [1] in social structures. The management
process undeniably involves the operation of many complex structures, with its central
subject being human beings. Consistency, clarity, objectivity, and equality—
collectively understood as justice—are crucial in the form, effect, and continuity of
mutual relationships within this context. Plato viewed justice as essential for
maintaining social order and a measure of virtue in ancient times, advocating that every
individual should receive their due for justice to prevail. Conversely, Aristotle
distinguished between distributive justice and rectificatory justice, emphasizing the role
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of economic order in societal justice [2]. In daily life, the concept of justice signifies
the alignment of behavior or actions with fairness, accuracy, and integrity [3], playing
a crucial role as a mediating variable in the relationships between the ruler and the ruled
[4]. Organizational justice, reflecting the concept of justice within organizations,
involves the fair distribution of resources and gains based on relationships within the
organization [5]. It also contributes to organizational sustainability, manifesting in the
behavior of managers across all organizational processes in accordance with the
principles of equality, reciprocity, objectivity, and rationality.

1.1  Organizational Sustainability

Since the 1980s, the concept of sustainability has gained prominence due to issues like
poverty, environmental challenges, and the climate crisis. Over time, it has evolved to
become one of today's most crucial concepts, impacting various aspects of society
including social, environmental, economic, and cultural dimensions. Sustainability
entails using natural resources at a rate that allows them to regenerate naturally,
ensuring that the current generation's needs are met without compromising the ability
of future generations to meet their own needs [6]. In organizational terms, sustainability
involves integrating sustainable practices within organizations [7]. It encompasses
organizations' efforts to operate in a balanced manner, ensuring their long-term
existence while extending the principles of sustainability to the broader external
environment in which they operate at all organizational levels [8].

Organizational sustainability, extending beyond mere economic focus,
encompasses a broad-spectrum including accountability, environmental considerations,
and social relations [9]. Sustainable organizations not only generate financial value but
also demonstrate awareness of their impact on employees, customers, and society,
understand their environmental footprint and aim to integrate environmental sensitivity
with social responsibility [10]. It is crucial to prevent potential damages in sustainable
management processes by prioritizing environmental relationships, safeguarding
human rights, devising solutions to improve the lives of disadvantaged groups,
enhancing commitment through effective employee communication, and mitigating
threats for health and safety while addressing needs and interests [11]. Organizational
sustainability necessitates that managerial actions and relationships embody principles
of justice, equality, impartiality, and inclusivity. Managers who uphold these
sustainable human resources principles are instrumental in establishing sustainable
organizational justice. This concept is crucial within sustainability frameworks because
employees' satisfaction with their perception of organizational justice significantly
impacts job satisfaction, thereby enhancing organizational sustainability [12]. It is not
rational to expect economic, ecological, cultural and social development in
organizations and societies where sustainable organizational justice is not achieved.

1.2 Sustainable Organizational Justice and Educational Organizations

Greenberg introduced the concept of organizational justice [13], which was inspired by
Adams' equity theory, as the justice perceived by the individual in the organization [14].
Organizational justice, which is the positive perception of managers' decisions and
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practices related to the organization and employees by employees [3], is the reflection
of the concept of justice [15], based on the principle that everything should be shared
fairly and equally among people so that everyone gets what they deserve or need.
Organizational justice emerges in the evaluation process of managerial decisions
regarding variables such as distribution of tasks, compliance with working hours,
granting authority, wage level, and distribution of rewards [3] [16]. Although different
classifications of organizational justice exist in the literature, distributive, procedural
and interactional justice [17] are the most common ones. Distributive justice, referring
to the results of organizational decisions, is the sharing of results such as reward,
punishment, wage, status, promotion among employees and the perception of the
fairness of this sharing [18]. While procedural justice is related to the fairness of the
ways of making decisions rather than the fairness of the decisions taken [19];
interactional justice includes honesty, politeness, valuing, respecting and informing in
communication with employees [20] [21]. Studies on organizational justice show that
fair practices affect various important attitudinal variables such as organizational
citizenship, organizational commitment, employee satisfaction and reduction in
resignation intention [2] [14] [16] [22] [23] [24]. In the literature, organizational justice
is recognized as the key to sustainable organizational justice and sustainable success as
it supports sustainable management or organizational life and increases employees’
intrinsic motivation [23]. Sustainable organizational justice entails a management
approach emphasizing justice and equality in managerial actions and relationships
between managers and employees, making it a focal point in emerging research. The
link between organizational justice and sustainability extends beyond conventional
perspectives, contributing significantly to an organization’s sustainability image from
a values-oriented standpoint. It symbolizes the organization’s virtuous stance, with
society recognizing the values it upholds, thereby ensuring sustainability [23]. Hence,
sustainable organizational justice stands as a cornerstone in fostering developed and
prosperous societies and organizations.

Since the publication of the United Nations' report "Our Common Future" in 1983,
sustainability has become a central concern, aiming to achieve targets across 17 critical
areas by 2030 [25]. These areas include "quality education," "reducing inequalities,"
and "peace, justice, and strong institutions," all of which directly or indirectly impact
educational organizations. The report outlines sub-goals such as eliminating
discriminatory laws, policies and practices, reducing inequalities, and fostering equal
opportunities through supportive legislation and inclusive decision-making
mechanisms [25]. These goals align closely with principles of fair, inclusive, and
egalitarian governance, essential for sustainable development. Particularly, the goal of
"peace, justice, and strong institutions" emphasizes creating peaceful and inclusive
societies, ensuring universal access to justice, and establishing effective, accountable,
and inclusive institutions at all levels—areas that educational administrators must be
mindful of in their policies and practices.

The primary responsibility for ensuring institutional sustainability in school’s rests
with the school administrator. Organizational justice, essential among the core
professional values for school administrators, represents a crucial ethical principle [26].
Achieving these goals necessitates creating high-quality work environments that
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enhance teachers' subjective well-being, motivation, and productivity. Practices such
as equitably distributing tasks and rewards among teachers, assigning equal
responsibilities, enhancing their involvement in decision-making processes, and
improving educational quality will positively impact teachers' perceptions of
organizational justice. Moreover, the objective of "Establishing responsive, inclusive,
participatory, and representative decision-making mechanisms at all levels" [25], part
of the goal for peace, justice, and strong institutions, underscores the necessity for
teachers' participation in school decision-making mechanisms. Administrators aiming
to foster a democratic, trustworthy school environment with high standards of living
and a culture of collaboration must prioritize justice. Indeed, adopting a fair
management approach directly influences the sustainability of organizational justice.

2 Aim of the Research

This study aimed to explore teachers' perspectives on sustainable organizational justice.
Specifically, it sought to identify the essential characteristics and behaviours that school
administrators should exhibit, as well as strategies to promote sustainable
organizational justice within schools.

3 Method

This qualitative research employed phenomenology as its model to explore teachers'
perceptions of sustainable organizational justice in schools. The study group consisted
of 34 teachers employed in public schools in the Bolu province during the 2023-2024
academic year. Of the teachers, 20 were female and 14 were male; 16 were classroom
teachers, 18 were subject matter teachers, 31 held undergraduate degrees, while 5
postgraduate degrees. Regarding seniority, 12 participants had 0-5 years of experience,
10 had 6-10, 4 had 11-15, 5 had 16-20, and 4 had more than 20 years. Study data were
collected through semi-structured interviews. Prior to formulating the interview
questions, a comprehensive literature review was conducted on school administrators'
fair attitudes, organizational justice, and sustainability. Questions were then developed
based on this framework. The questionnaire consisted of two parts: the first part
included questions about personal information, while the second part focused on the
study's subject matter. A draft form was created and validated through expert opinion,
followed by a pilot test to ensure question clarity and comprehensibility. After refining
the questions based on the feedback received, the final semi-structured interview form
included the following questions:

1. What does it mean for a school principal to be fair?

2. What are the characteristics that a fair school principal:

a) should have?
b) should exhibit in their behaviours?

3. How is the working environment and labour relations in a school where there is

no justice?
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4. How do you respond and react in situations where there is no justice?

5. What measures should be taken to ensure the sustainability of justice in schools?

6. What role should the school principal play in promoting sustainable
organizational justice?

The research data were collected between March and April 2024. Content analysis
was employed to analyze the collected data. Content analysis aims to extract various
concepts that help in interpreting the data [27]. During analysis, the researcher
condensed participants' lengthy responses while preserving their core ideas. Themes,
categories, and codes were established based on a predefined conceptual framework.
Tables were created for each research question to organize these themes, categories,
and codes systematically. Direct quotations from participants supporting each theme,
category, and code were identified with unique identifiers (e.g., P1, P2).

During the analysis of research data, participant validation was employed as needed
to ensure accuracy and fidelity to participants' intended meanings. This process
involved confirming exactly what participants intended to convey, thereby enhancing
the validity of the research [28]. Participants were given sufficient time during data
collection to provide detailed evaluations on the subject, further bolstering the
research's validity. To maintain validity in the research findings, the data analysis
process was meticulously explained, and findings were interpreted within the context
in which the data were situated. Sub-themes and categories were structured based on
the theoretical framework, and all findings were presented without interpretation to
ensure internal reliability post-analysis [27]. In addition, expert opinion was used to
verify whether the opinions represented the themes and categories.

4 Results

On the table 1 you can see teachers’ views about “Fairness of the School
Administrator”.

Table 1. Teachers' Views on the Fairness of the School Administrator

Theme Category Participants
Using objective criteria in ~ P3,P4,P13 3
evaluation
Distributive Non-discrimination in P4,P14 2
(n=8) rewards and punishments
Equality in services P4,P6 2
Appreciating success P2,
Observing rights - non- P3,P4,P5,P9,P11,P14,P16,P21 15
discrimination in actions P25, P26,P28,P29,P31,P33,P34
Procedural =\ 1 ing fair distribution  P7,P9,P21 3
(n=21)
of tasks

Co-operating-leading P2,P3 1
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Attention to merit P2 1
Complying with P1 1
regulations in decisions
Communicating without P1,P2,P3,P6,P8.P10,P11,P12,P15, 17
discrimination of political P17, P19,P20,P24,P25,P27,P28,
thought, gender, race P30
Honest and consistent P1,P16,P18,P22,P24 5
behaviour

Interactional Creating a democratic P9,P17,P29,P32 4

(n=32) atmosphere

Equal tolerance P5,P6,P8 3
Treating everyone with P11,P23
respect
Not being emotional in P2 1
decisions

Table 1 shows that teachers' views on the fairness of school administrators are grouped
under three categories: interactional, procedural, and distributive justice. The most
frequently mentioned views by teachers are related to interactional justice, while the
least emphasized are practices related to distributive justice. This finding indicates that
teachers place more importance on interactional and procedural justice when perceiving
school administrators as fair. According to the teachers, a fair school administrator is a
principal who communicates without discriminating based on political thought, gender,
or race, behaves honestly and consistently, treats everyone with respect and equal
tolerance, and creates a democratic environment in terms of interactional justice. In the
dimension of procedural justice, a fair school administrator is someone who observes
rights, does not discriminate, and cooperates with regulations in decision-making. In
the distributive justice dimension, a fair school administrator is a person who uses
objective criteria in evaluations, does not discriminate in reward and punishment, and
pursues equality in service.

An example of distributive justice from the teachers' perspectives is "...using
objective criteria in performance evaluation (P3)". "Observing everyone's rights and
acting in accordance with those rights (P16)" can be given as an example of procedural
justice and "reflecting the principle of impartiality in all practices and relations of
teachers without discriminating language, religion, race, thought, lifestyle, political
opinion, giving importance to merit, not acting emotionally in their decisions,
appreciating success and acting in accordance with regulations (P2)" can be given as
an example of interactional justice.

On the table 2 you can see teachers’ views about “characteristics of a fair school
administrator”.

n
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Table 2. Teachers' views on the characteristics of a fair school administrator

Themes Codes Participants n
Impartiality - P1,P2,P3,P4,P6,P10,P12,P13,P14,P16, 20
objectivity P17,P18P20,P21,P24,P25,P29,P30,P33,

P34
Ability to P3,P10,P12,P17,P18,P19,P20,P21,P26, 10
communicate - P27
empathy
Respect-Courtesy P3,P7,P11,P12,P15,P19,P20,P27,P31,P 9
Personal » 34
Characteristics
Honesty P1,P3,P13,P14,P20,P24,P31,P34 8
Consistency and P5,P13,P15,P17,P18,P24,P28 7
determination
Humanistic - P11,P13,P14,P16,P20,P27 6
Constructive
Open-minded- P11,P12,P13,P17,P26,P30 6
Innovative
Democratic P3,P9,P10,P29,P34 5
Reliable P3,P8, P20,P28,P33 5
Experienced and P1,P2,P8,P15,P20,P21,P23,P33 8
well-equipped
Fair in division of P4,P5,P9,P10,P15,P32,P33 7
labour
Rewarding success P1,P3,P4,P10,P13,P22,P25 7
Openness to P3,P6,P12,P30,P31 5
Professional co.op.erz-ttlon
characteristics Discipline P2,P6,P22 3
Trusting staff P5,P10,P33 3
Providing equal P3,P14,P32 2
opportunities
Making rational P5,P17 2
decisions
Being solution- P10,P25 1
oriented
Listening to P18 1

everybody

According to Table 2, teachers' views on the characteristics of fair school administrators
are categorized under two themes: personal and professional characteristics. The most
frequently mentioned characteristic in the personal characteristics theme is impartiality
and objectivity, followed by the ability to communicate and empathize, respect and
courtesy, honesty, consistency and determination, humanistic and constructive
approach, open-mindedness and innovation, democratic principles, and reliability.
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Professional characteristics include being experienced and equipped, fairness in
division of labor, rewarding success, openness to cooperation, discipline, trusting staff,
and providing equal opportunities.

Examples of teachers' views on the characteristics of a fair school administrator are
as follows: "...making decisions impartially without discrimination (P2)", "...not
discriminating in rewarding (P6)", "...not discriminating, being at equal distance to
everyone under all conditions (P12)", and "evaluating the staff only by what they do in
their work (P15)".

On the table 3 you can see teachers’ views about “behaviours of fair school
administrators “.

Table 3. Teachers' views on behaviours of fair school administrators

Themes Codes Participants n
No discrimination and P3,P10,P12,P13,P14,P15,P18,P 18
equal treatment 20,P24,P25,P27,P28,P29,P30,P

31,P32,P33,P34
Being open to P12,P13,P14,P18,P21,P23,P34 7
communication
Behaving consistently P4,P10,P13,P17,P29,P31,P32 7
Respectful, courteous, P2,P7,P11,P16,P19, P21 6
tolerant behaviour
Giving everyone what they ~ P1,P5,P16,P22,P23 5
deserve
Distributing responsibilities  P3,P9,P26,P34 4
. fairly

Behaviours Being honest and keeping P4,P5,P7,P13 4
promises
Valuing the teachers P1,P3,P34 3
Evaluating with objective P1,P3,P4 3
criteria
Making decisions jointly P3,P6,P20, 3
Implementing legislation P23,P32 2
Knowing the needs and P3,P4 2
differences of employees
Demonstrating a P3 1
transparent management
style

Other It is impossible to be fair P8 1

Table 3 shows that the most frequently mentioned behaviour a fair school principal
should exhibit is treating everyone equally without discrimination. Other important
behaviours identified by teachers include being open to communication, acting
consistently, showing respect, kindness, and tolerance, giving everyone what they
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deserve, distributing responsibilities fairly, being honest, and keeping their word.
Notably, one teacher expressed the belief that a school principal cannot be fair under
any circumstances. The high frequency of responses emphasizing non-discrimination,
openness to communication, and respectful behaviour highlights the importance of
interactional justice.

Examples of teachers' views are as follows: "...treating staff equally, knowing their
needs and differences, ensuring that decisions are made jointly, making evaluations
according to reliable and objective criteria (P3)"; "...giving everyone their rights,
standing by the righteous (P3)"; "giving everyone their rights, standing by the righteous
(P5)"; "...approaching the events objectively, listening to all parties involved in the
event, making impartial and correct decisions in order to set an example for future
events (P17)"; and "being fair is a very ambitious concept, I don't think it is possible
(P8)."

On the table 4 you can see teachers’ views about “Working Environment and Work
Relations in Schools Where There is No Justice”.

Table 4. Teachers' views on working environment-work relations in schools where there is no

justice
Themes Codes Participants n
Widespread P1,P3,P4,P6,P8,P10,P12,P14,P22,P23,P 12
grouping 28,P31
Low motivation P2,P4,P5,P7,P9,P10,P20,P22, 11
P26,P28,P34
Insecurity P1,P3,P13,P15,P20,P24,P27,P29,P32,P3 10
3
Inefficiency-failure ~ P5,P9,P10,P11,P12,P14,P17,P17,P25,P3 10
Work 2
environment  Tension and P2,P3, P6,P11,P16,P19,P26,P28,P34 9
(n=79) conflict
Reluctance to goto ~ P2,P5,P9,P11,P17,P28,P30,P31,P34 9
school and do work
Restlessness P1,P9,P15,P18,P27,P29,P30 7
Low group P4,P6,P10,P11,P21,P25,P30 7
dynamics
Rampant jealousy P2,P11,P27,P32,P34 5
and gossip
Relationships based  P1,P4,P5,P8,P18,P30,P32 7
on common interest
Work Disconnected and P8,P19,P21,P22,P23,P34 6
relations poor
(n=22) communication
Insincerity P7,P8,P13,P28 4
Disrespect P14,P15,P30 3
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Widespread P15,P30,P34 3
nepotism

Table 4 shows that teachers believed grouping would be widespread, motivation would
decrease, and they would feel insecure if justice didn’t exist. Inefficiency and failure
would be common. Teachers also stated that the working environment would be tense
and conflicting, with reluctance to attend school and work along with restlessness, a
decrease in group dynamics, and the prevalence of jealousy and gossip. The most
frequently expressed views about the negative situations in work relationships are the
spread of interest-based relationships and disconnected, low communication.
Insincerity, disrespect, and nepotism were also mentioned.

Examples of teachers' opinions include: "...motivation disappears, working together
and cooperation disappear, grouping starts...(P4)", "...the staff does not trust the
principal, they respect the principal on the surface, but this is not internalized...(P13)",
"teachers come to school just to fill their shifts, most of the time everyone is
tense...(P28)", "...there are too many communication problems between teachers,
everyone is fighting just because of the nepotism of the principal, no one wants to do
their job properly...(P32)".

On the table 5 you can see teachers’ views about “teacher reactions to unfair
practices”.

Table 5. Views regarding the teacher reactions to unfair practices

Themes Codes Participants n
No reaction - silence P4,P6,P8,P19,P22 P25 6
Talking ~ with  the  school P1,P2,P17,P20,P24 5
administrator
Standing up for their rights P1,P13,P18,P25,P28 5
Speaking up P5,P14,P16,P30 4
Reactions Ngt .cafir.lg o P21,P29,P33,P34 4
Minimising communication P23,P26,P33 3
Answering in the manner he/she P2,P28 2
deserves
Discussions/Arguments P15,P31 2
Looking for a solution to go to P7,p34 2

another school to work
Other Not being aware of problems, not P8,P9,P10,P11,P12,P13,P27 7
encountered such practices

According to Table 5, the most frequently mentioned reactions include remaining
unresponsive and silent, talking to the school principal, and asserting their rights along
with speaking up, showing indifference, minimising communication, and responding
accordingly. Seven teachers mentioned that they had not encountered unfair practices
and therefore did not know how to react.



422 M. smetolu and T. Argon

Examples of teachers' opinions are as follows: "I keep silent and cannot react
openly, because I am still a trainee (P6)." "...I talk to him/her and tell him/her that what
he/she did was not right and I seek my rights...(P1)." "...I am looking for a solution to
go to another school...(P7)."

On the table 6 you can see teachers’ views about “Actions to be taken for the
sustainability of justice at school”.

Table 6. Teachers' Views on What to Do for Sustainable Organisational Justice

Themes Codes Participants n
Distributing duties and P2,P4,P8,P12,P14,P17,P21,P22,P 10
responsibilities fairly 23,P27
Involving everyone in the P1,P2,P4,P9,P17,P18,P23,P26,P2 10
decision-making process 7,P29
Providing a democratic P2,P7,P9,P13,P19,P20,P23,P26,P 9
environment 29
Caring about the school P2,P8,P11,P16,P22,P28,P32,P34 8
image-corporate identity

School Establishing healthy P3,P8,P9,P12,P22,P30,P34 7

management  communication

(n=70) Emphasising action in P1,P3,P4,P7,P10,P28,P33 7
reward and punishment
Giving everyone a voice P2,P14,P18,P27,P29 5
Standing at an equal P4,P14,P22,P23,P27 5
distance to everyone
Valuing teachers' opinions P2,P12,P13,P34 4
Approaching teachers with P19,P24,P28 3
respect
Being conscientious P1,P7 2
Prioritising school interests P1,P5,P6,P15,P28 5
over personal interests
Being in solidarity P8,P11,P22,P30 4

Teachers L
Assigning tasks to everyone  P1,P6,P28 3

(n=15) . .
in school activities
Being respectful and PL,P5,P16 3
tolerant

Policy Paying attention to

makers persot}ahty traits 1in P13.P25.P28.P31.P32 5

(n=5) selecting school

administrators

In Table 6, teachers' views on fostering sustainable organisational justice in schools are
categorized into three themes: school administration, teachers, and policy makers.
Views on school administrators include the importance of fair distribution of duties and

responsibilities,

inclusive decision-making processes,

fostering a democratic
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environment, maintaining school image and corporate identity, promoting effective
communication, and ensuring equity in rewards and discipline. Views on teachers
includes giving priority to school interests over personal agendas, advocating for
solidarity and active participation in school activities, and emphasizing mutual respect
and tolerance among staff members. Additionally, teachers suggest that policy makers
should consider personal characteristics when selecting school principals.

Examples of teachers' opinions include: "...duties and responsibilities should be
distributed equally, decisions should be made collectively, and consistent rules should
be applied to all (P17)", "...joint decision-making is essential, with no exceptions, and
everyone should freely express their opinions (P23)", and "...the selection of school
principals should prioritize personality traits as a primary consideration (P28)".

On the table 7 you can see teachers’ views about “the role of school administrators
in sustainable organisational justice”.

Table 7. Teachers' views on the role of the school administrators in sustainable organisational
justice

Themes Category Participants n
Creating a democratic P3,P8,P14,P25,P28,P29,P31,P34 8
school climate
Creating a collaborative P1,P3,P9,P17,P23,P28 6
school climate
Creating a reliable P3,P9,P15,P23,P25,P28 6

L environment
Institutional Total quality management P11,P14,P20,P25,P32 5
structure
(n=3y) ~ approach
Prioritising the interests of P1,P3,P11,P21,P26 5
the institution
Participatory corporate P2,P3,P12,P18,P23 5
culture
Management approach open P2,P9,P24 3
to communication
Being a role model P5,P6,P7,P8,P15,P16,P20,P30 8
Being impartial P2,P6,P18,P31,P34 5
Demonstrating leadership P3,P7,P11,P14 4
Personal v, 1ying staff opinions P1,P19,P22,P27 4
att;tlll(;i e Being respectful P2,P12,P27,P34 4
behaviours  Complete fulfilment of P1,P4,P13,P26 3
(n=32) responsibilities
Being consistent and honest P1,P9,P27 3
in relationships
Being authoritarian P13 1
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Table 7 categorizes teachers' views into two themes: institutional structure and personal
attitudes and behaviors. The most frequently mentioned view regarding the institutional
structure is creating a democratic school climate followed by fostering cooperation,
building trust, adopting a total quality management approach, prioritizing institutional
interests, and promoting a participatory corporate culture. In terms of personal attitudes
and behaviours, the most common view is that the principal should serve as a role model
followed by being impartial, demonstrating leadership, valuing employee opinions and
showing respect.

Examples of teachers' views include: "The principal should establish a democratic
school climate by moving away from traditional management approaches (P14)",
"Justice is crucial; it is even more impactful when administrators embody it (P16)",
"The administrators should recognize that they are not just principals but also leaders
(P10)", " The administrator should consider the institution holistically in every
decision, seek everyone's input, and adopt a total quality approach (P25)".

5 Discussion, Conclusion and Recommendations

Teachers' perceptions of organisational justice are influenced by their evaluations of
administrators' fairness practices and these perceptions play a crucial role in intra-
organisational relations, sustainable organization, and sustainable organisational
justice. Moreover, these perceptions significantly influence the societal valuation of
schools. It is noteworthy that teachers prioritize interactional justice over procedural
and distributive justice when assessing the fairness of school administrators. This
emphasis underscores the importance teachers place on the quality of communication
and decision-making processes initiated by administrators. Given that respectful,
courteous, and mature behaviour aligns with the principles of interactional justice
within organizational justice [29], it can be argued that administrators' attitudes and
behaviors in this regard profoundly impact teachers. In the literature, Tas (2010)
highlighted that teachers' perceptions of work values primarily align with the
interactional justice dimension of organizational justice [30]. Similarly, Cansoy and
Polatcan (2018) stated that different behaviour patterns of managers in human relations
and management processes are determinant in strengthening the perception of
organisational justice [31]. These findings reinforce the results obtained in this study.
The personal characteristics of a fair school administrator, such as communication,
respectfulness, kindness, honesty, humanity, and democracy, are closely associated
with the transactional and interactional dimensions of organizational justice. These
characteristics can be linked to principles of organizational justice such as equality,
pluralism, interpersonal fairness, integrity, and social equality. Additionally, reliability
plays a crucial role in fostering stable and sustainable organizational justice within the
school environment [32]. The expectation for a school administrator to be experienced
and well-equipped, highlighted as a professional characteristic of fairness, is linked to
the belief that a meritorious administrator will uphold justice. It is anticipated that such
an administrator values work ethics and business ethics and avoids nepotism.
Characteristics like fairness in workload distribution, openness to collaboration, and
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discipline as well as leading a solution-oriented approach that ensures equal
opportunities reflect expectations aligned with procedural justice. These expectations
outline teachers' preferences for decision-making processes and their implementation.
Furthermore, the emphasis on the administrator's ability to reward success as a
secondary expectation indicates teachers' concern for distributive justice and shows that
they do not postpone their expectations in accordance with the social exchange theory.

Non-discrimination and equal treatment are the most frequently emphasized
behaviours expected of school administrators by teachers. Discrimination, defined as
depriving individuals of their rightfully distributed rights or failing to uphold these
rights [33], is deemed unacceptable regardless of circumstances. The principle of giving
everyone what they deserve is widely supported, underpinning the foundation of
organizational justice as fairness in treatment without discrimination. Karadag (2019)
emphasizes that school administrators’ behaviours such as being equal and fair is
paramount in ethical management behaviors [34], while Kazak (2021) highlights that
biased behaviors of school administrators negatively affect employees [35]. These
findings align with existing literature. Additionally, fair school administrators are
expected to value teachers, demonstrate consistency, respect, honesty, adhere to
legislation, understand the needs and differences of employees, and promote
transparent management. These insights provide guidance to school administrators on
how organizational structures, processes, and practices should be conducted.

In schools lacking organizational justice, the work environment and relationships
are expected to suffer significantly. Such environments often harbor interest groups
vying for power and pursuing self-serving agendas, leading to inevitable conflicts of
interest. Altun and Sarpkaya (2017) assert that conflict becomes pervasive in
organizations dominated by interest groups, affecting every aspect from organizational
goals to operations and decision-making processes [36]. Consequently, employees in
unjust schools may experience insecurity, fostering a tense and conflict-ridden
atmosphere with minimal and insincere communication. In such environments,
compromised communication and insecurity undermine group dynamics, where
interaction plays a pivotal role [37]. In schools lacking organizational justice, the
creation of cooperative group dynamics becomes unattainable. Moreover, nepotism is
anticipated to pervade work relations, favoring individuals in management processes,
which constitutes an ethical breach detrimental to organizational commitment and
school climate [38]. Participants noted a lack of employee motivation in such
environments. S6kmen, Bilsel, and Erbil (2013) similarly found a positive correlation
between perceptions of organizational justice and organizational performance and
motivation [39]. In schools where organizational justice is compromised, teachers fear
their efforts won't be duly recognized, eroding motivation and subsequently
diminishing performance.

Teachers’ reactions towards the unfair school principal are also remarkable.
Especially the opinions of "I do not react", "I remain silent" and "I do not care" reflect
their disillusionment with the organization. It can be said that organizational cynicism
will decrease as organizational justice increases [40]. Teachers' responses such as
talking to the principal, seeking their rights, speaking up and some teachers’ lack of
experiences such situations can be evaluated positively. It is especially pleasing that 7
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teachers expressed that they have not encountered such instances. But the views of
minimizing communication, responding in the way the administrators deserve, arguing
and looking for a solution to go to another school are situations that may cause serious
problems in the sustainability of the organisation's life.

Teachers' suggestions on ensuring sustainable organizational justice are
categorized into three themes: recommendations for school management, teachers, and
policy makers. The predominant recommendations focus on school administration for
fair distribution of duties and responsibilities followed by enhancing school image,
fostering institutional identity, implementing fair actions in reward and punishment,
and valuing teachers' input [41]. It is crucial for teachers to prioritize the school's
interests over personal ones, fostering unity of purpose and motivation. Solidarity
among teachers is essential, serving to enhance cooperation and to prevent potential
unfair practices. Moreover, the research underscores the importance of personal
characteristics alongside written exams in selecting school principals. Based on these
findings, it can be concluded that sustainable schools are characterized by democratic
environments, healthy communication, respect for rights, equitable participation,
recognition, value, and a culture of solidarity.

Teachers' perspectives highlight aspects crucial for ensuring sustainable
organizational justice, emphasizing the importance of school climate and culture.
Democratic  school climates, cultures promoting cooperation, trustworthy
environments, active participation, and role modeling are identified as key factors both
for organizational sustainability and for sustainable organizational justice. It is
recommended that school administrators should act fairly in all organisational
structures, processes and practices, create an inclusive and participatory organisational
climate and culture, prioritize communication and interaction in their attitudes and
behaviours, and consider institutional image. Since sustainable organisational justice
will positively affect organisational life, efforts should be made for an open, objective,
impartial, reassuring and cooperative corporate culture.
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