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Abstract 
The research is conducted for health sector workers. The research is carried out to examine the 
relationship between job satisfaction, organizational commitment, organizational justice and 
supervisor support concepts.The survey was delivered to health sector employeesand a total of 
432 completed questionnaires were used for analysis. The observation period took place 
between May and July 2017.Correlation, regression, T test and Anova analyzes were applied to 
the research data that obtained by the questionnaire. At the end of the research, positive linear 
relationship is find between job satisfaction, organizational commitment, organizational justice 
and supervisor support. The differences in some demographic variables are also find out in the 
research. 
Keywords: Job Satisfaction, Organizational Commitment, Organizational Justice, Supervisor 
Support, Health Sector 
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1. Introduction 

In today's conditions where constant change is experienced, it is seen that the fact that the 
businesses can continue their existence by providing a competitive advantage depends on 
gaining a human resources structure that adapts to change by following the developments 
related to human resources management. The developments experienced in this rapid change 
process also affect the health sector, as well as all businesses. 

Health Organizations should develop themselves and have a human resources structure that is 
appropriate for change to be able to increase their effectiveness and efficiency. Depending on 
the change taking place along with the restructuring in human resources structures of health 
businesses that have great importance in terms of the service sector, such a study was carried 
out in order to emphasize that important studies should be carried out on organizational justice, 
supervisor support, job satisfaction and organizational commitment. 

The concepts of justice, supervisor support, job satisfaction and commitment, that are included 
in organizational behavior issues, are among the key concepts used in recent years, and their 
contributions to the productivity of the organization are accepted in the science world. It was 
seen that these concepts began to be used more as their benefits on the effectiveness of 
organizational activities were noticed. When these concepts are discussed together by taking 
into account the relationships between each other, they are seen as triggering factors in terms of 
organizational productivity. Justice perception reinforces employees' supervisor support 
perception, and the employees who satisfy in their job and get supports from their managers in 
all issues are willingly committed to their organizations. 

The concept of supervisor support stands out as a concept which has been newly discussed in 
researches compared to the concepts of justice, job satisfaction and commitment in the 
literature. It has become necessary to examine the concept of supervisor support, which is 
usually, restrictively expressed as a sub-variable of organizational support, more 
comprehensively as a variable by itself. In this context, in this study, the concept of supervisor 
support was addressed and discussed and its relationship with some other organizational 
behavior issues was investigated. 

It is thought that this study, in which the concepts of justice, job satisfaction, commitment and 
supervisor support were addressed together, will contribute to the literature of organizational 
behavior. 

Although the concepts of supervisor support, organizational justice, job satisfaction and 
organizational commitment have been examined in different combinations in different areas, 
the examination of these four concepts together and the application of these concepts in the 
health sector have been scarcely encountered. The study was considered necessary due to the 
fact that the health sector has an intensive working environment and that the concepts 
discussed in the research have not been adequately investigated in this sector. 

The literature summaries on the concepts of organizational justice, supervisor support, job 
satisfaction and organizational commitment were firstly mentioned in the study. Then, within 
the scope of field research, the relationship between these concepts was examined in the health 
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sector and it was aimed to reach the outputs related to the functions that were considered 
necessary to be developed.  

This is the first study to examine the relationship between related concepts together. However, 
it has been seen that these four concepts are associated with each other in different 
combinations and that these concepts have been frequently used together in various researches. 
So it is anticipated that a model in which the relation between all of the concepts can be 
evaluated and that there is a relation between these concepts.  

According to this aim, surveys were sent to 600 health sector employees working in hospitals 
in the Southeastern Anatolia Region of Turkey, such as doctor, nurse, laboratory assistant / 
technician, health officer, patient caregiver etc. and a total of 432 completed questionnaires 
were used for analysis. The observation period took place between May and July 2017. 
Correlation, regression, T test and Anova analyzes were applied to the research data that 
obtained by the questionnaire.  

The data obtained were thought to be useful to managers, employees and academicians 
especially in the health sector. The research question of this study is as follows: Do 
organizational justice and supervisor support perceptions of health employees have an effect 
on their job satisfaction and organizational commitment levels?It is aimed to answer the 
research question through regression analysis. 

2. Literature Review 

2.1 Organizational Justice 

It is unthinkable that the concept of justice, which is very important in all social environments, 
is neglected in organizations. However, the investigation of justice as a concept which is cared 
in organizations is a relatively new issue compared to the investigation of it in the fields of law 
and social sciences (Çakmak, 2005: 19). 

The efforts to explain and define justice as an issue which has been cared and considered 
important in the business environment since the 1960-1970s have led to the development of a 
new literature called organizational justice (Greenberg, 1990: 400). 

Organizational justice is explained as a set of rules and social norms about how the distribution 
of organizational resources (awards and penalties), the procedures used in the determination of 
these distribution decisions, and the inter-personal behaviors taking place during the execution 
of these procedures should be (Folger and Cropanzono, 1998: 110-111). 

Due to intense competition in our day, the survival of organizations depends on the fact that 
they get the productivity they expect from their employees. The fact that the organizations get 
the productivity they expect from their employees depends on employees' job satisfaction, 
motivation and performance levels. The concept of organizational justice which is thought to 
affect all these factors is a very important issue in determining employees' thoughts about their 
organization and what kind of attitudes and behaviors they have towards their organizations in 
accordance with these thoughts (Cohen-Charash and Spector, 2001: 278-279). 
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Accordingly, it has been observed that there are decreases in employees' job satisfaction, 
motivation and performance levels, that are important factors affecting their productivity, if 
they do not find their organizations fair. In addition, it has been determined that employees' 
discontinuances and intention to leave work have increased and that the stress and tension 
experienced in organizations have reached the highest level (Schminke et al., 2000: 294; 
Çakmak, 2005: 21). 

When the concept of organizational justice is investigated, it is seen that it has been generally 
examined in three main dimensions in the literature. The first one of these dimensions is the 
distributive justice, the second one is the procedural justice and the third one is the interactional 
justice. While distributive justice is related to the gains and distributions acquired by the 
employee, procedural justice is mostly about the procedures used to make distribution 
decisions. In the third dimension, interactional justice, the nature of the relationships between 
employees is at the forefront (Aktaş, 2010: 80). 

2.2 Supervisor Support 

Supervisor support is expressed as the support that the employees receive from their managers 
at the first level (Yoon and Lim, 1999). By definition, supervisor support is employees' 
perception that their managers support, encourage and care about them (Burke, Borucki and 
Hurley, 1992). According to another expression, organizational support of the manager to the 
employee and the positive business relationship between manager and employee are expressed 
as supervisor support (Bhanthumnavin, 2003). According to Powell (2011), supervisor support 
is the fact that the manager observes the contributions of the employees and cares about their 
wellbeing. According to another definition, supervisor support is to encourage employees, to 
support them and to deal with their problems (Babin and Boles, 1996).  

When the definitions in the literature are generally evaluated, we can express supervisor 
support as the employees' level of getting help and support from their managers in all matters 
related to business in terms of employee perceptions in determining the level of interaction 
between employees and managers. 

Supervisor support is a very important factor for the employees who want to be respected and 
valued by their top executives and to be appreciated by what they do. People form and develop 
their behaviors according to their surroundings and those around them. Based on this fact, a 
manager represents the organization in the eyes of the employee, and to be supported by the 
manager in his/her eyes means to be supported by the organization (Tongur, 2011). 

Bhanthumnavin (2000) suggested that supervisor support, which is discussed as 
one-dimensional, is composed of three dimensions, informational, material and emotional. The 
informational dimension of supervisor support is defined as the awards, penalties, feedback, 
knowledge and skills which are necessary to increase the productivity of employees, in which 
job related issues are focused. The materials, equipment, time, services, finance and human 
resources which are required for employees to reach their goals constitute the material 
dimension of supervisor support. The emotional dimension of supervisor support is explained 
as appreciating, caring, loving and respecting the employees, and supporting them by helping 
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them deal with difficulties, stress, and conflict resolution. In a similar research, it was also 
stated that trust, respect, and the manager's effort to help his/her employee are among the 
supervisor support components, which are thought to be important (Gagnon and Michael, 2004; 
Giray, 2013). 

2.3 Organizational Commitment 

Organizational commitment, which is seen as a frequently used concept especially in the field 
of organizational behavior, has become a focus on which researches have been carried out by 
academicians for many years. The studies carried out merge on a common point that the 
concept of organizational commitment expresses a psychological state that characterizes the 
relationships of employees with the organization (Güçlü, 2006: 8, Varol, 2010: 3). According 
to Meyer and Allen, who are believed to have made the most significant contributions to the 
studies carried out in this field, the concept of organizational commitment is defined as "a 
psychological state that ensures individual's commitment to the organization" (Meyer and 
Allen, 1991). In other descriptions made about the concept of organizational commitment, 
organizational commitment (Bakan, 2011: 8-10): 

• is the process of integration and harmonization of the purposes and values of the 
organization with the purposes and values of the individual (Hall et al., 1970: 176). 

• is the relative degree of an individual's interest in a particular organization and his/her 
self-identification with the organization (Mowday et al., 1979: 224). 

• is the internalization of the organizational purposes and characteristics by the individual 
and the psychological interest and commitment to the organization that enable him/her to adapt 
to the organization (O’Reilly and Chatman, 1986: 492). 

• is the fact that employees want to continue to work, regularly come to the workplace, 
protect their organizations' assets and integrate them with their purposes (Meyer and Allen, 
1997). 

In the definitions made on organizational commitment, it has been determined that the 
concepts such as identification, integration, psychological bond, volunteering, harmony, 
adaptation, participation power etc. have been used frequently. 

When the definitions in the literature are examined in general, organizational commitment can 
be defined as "the relative psychological bond that describes the employees' level of making a 
sacrifice for their organizations to become compliant by being identified with the 
organizational purposes and values in the mutual interaction process". 

Meyer and Allen, (1991) state that organizational commitment consists of three components 
including affective commitment, continuance commitment and normative commitment. 
Affective commitment is the desire of an individual working in a business to stay in the 
business emotionally by his/her own preference (want to stay). Continuance commitment is 
that the employee feels obligated to stay in the organization (must to stay). Normative 
commitment is a type of commitment in which the employee feels that he/she is obliged to 
maintain the membership to the organization because he/she feels responsible for the 
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organization to which he/she feels belonged and he/she thinks that he/she has duties that should 
be carried out within these responsibilities (ought to stay) (İnce and Gül, 2005: 68; Kaya and 
Selçuk, 2007: 180). 

2.4 Job Satisfaction 

Job satisfaction is one of the most important and most studied organizational behavior issues 
examined. According to Spector (1997), job satisfaction is the positive feelings that people feel 
towards their jobs.Locke, one of the most cited writers on job satisfaction, defines this term as: 
The happy mood that comes after employees' self-evaluation of their work (Locke, 1976). Job 
satisfaction according to Weiss (2002); is the emotional reaction that employees receive from 
their business environment (from colleagues, customers, managers, and others). 

The fact that the individual is pleased with the job he/she does is related to job satisfaction. The 
fact that employees are satisfied with their job is very important both for themselves and for 
their organization. Job satisfaction refers to the levels of satisfaction of the physical, mental 
and social needs of employees in line with their expectations and is one of the most important 
conditions for them to be successful, happy and productive (Hoş and Oksay, 2015, 9). While 
job satisfaction provides positive effects such as being efficient and productive, job 
dissatisfaction causes employees to have negative effects such as withdrawing from the job, 
lack of continuity or leaving work (Greenberg and Baron, 1995). 

2.5 The Relationship Between Supervisor Support, Organizational Justice, Job Satisfaction 
and Organizational Commitment 

It is very important for today's organizations to ensure the psychological and social satisfaction 
of employees. In addition, organizations have to improve the commitment of their employees 
with high satisfaction and efficiency to the organization to ensure that they stay in the 
organization and to increase their efficiency. It is very important that employees are satisfied 
with their work so that they can be committed to their organizations. Employees can work more 
efficiently in the atmosphere of satisfaction to be created, and this will also lead to increased 
profitability of the organization. Therefore, employees' commitment to their organization and 
satisfaction with their work are among the concepts that may be perhaps the most basic 
building blocks in the formation of a productive working environment. The motivations of 
employees increase in an organization with a high level of commitment and satisfaction while 
the motivations of employees decrease in an environment without them. The commitment of 
employees who are not satisfied with their jobs to the organization becomes weaker, such a 
situation can cause workers to leave their organizations, lack of continuity, and decrease in 
efficiency and performance. 

Employees' justice perception towards their organizations and support from their managers are 
also very important for them to be able to become committed and satisfy their organizations. 
Employees will be able to work more efficiently and effectively in a fair working environment, 
and this will also help the organization to increase its profitability. The concept that could be 
the most basic building block in the formation of employees who are committed to the 
workplace and satisfy in it emerges as the justice perception. The motivation of employees 
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increases in an organization where there are fair practices that are performed in the 
organizational sense and by managers sensitively, whereas the commitment and satisfaction of 
the employees who encounter unfair practices to their organizations are decreased. The satisfy 
of employees, whose sense of justice has been damaged and who are deprived of supervisor 
support, in their organization is decreased, and this situation may lead to the fact that the 
employees with low commitment leave their organizations, discontinue or have decreases in 
their performance. 

From this point of view, we can develop the hypotheses of the research as the following; 

H1: There is a positive relationship between the organizational justice, supervisor support, job 
satisfaction and organizational commitment perceptions of the employees working in 
organizations. 

H2: Organizational justice and supervisor support have an effect on organizational 
commitment. 

H3: Organizational justice and supervisor support have an effect on job satisfaction. 

In the literature review performed, no scientific study has been found regarding the presence of 
a direct relationship between organizational commitment, job satisfaction, supervisor support 
and justice. However, it has been seen that these four concepts are associated with each other in 
different combinations and that these concepts have been frequently used together in various 
researches. The concepts of commitment, job satisfaction and justice are among the concepts 
that have been found to have linear relationships among them in the literature. It has been 
assumed that the perception of supervisor support, which is one of the premises of 
organizational support which is seen to be associated with the organizational commitment, job 
satisfaction and justice perceptions, is indirectly associated with these three concepts. In this 
context, a hypothesis model in which all variables can be addressed together was developed to 
test the examined concepts with hypotheses. The model showing the linear relationship among 
the concepts developed by using the literature is presented in Figure 1.
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Figure 1. Research Model 

3. Research Method 

Population and Sample of the Research: A questionnaire consisting of 27 questions was 
used except demographic variables to test the hypotheses and the model. These scales were 
distributed randomly to the employees of hospitals operating in the southeastern provinces of 
Turkey, and a total of 432 scales were used for the analyses. 

Data Collection Tools: The demographic information form, organizational justice, supervisor 
support, job satisfaction and organizational commitment scales were used in the collection of 
the data. The reliability analyses of the scales were performed and they were found to be at a 
high level. The skewness and kurtosis values were found between -2 and +2 and their 
distributions were normal. 

A 5-point Likert scale was used to determine to what extent the participants agreed the 
statements included in the questionnaire. Accordingly, the statements were listed as "Strongly 
Disagree (1)", "Disagree (2)", "Partially Agree (3)", "Agree (4)" and "Totally Agree (5)". 

a) Demographic Information Form: This questionnaire, which is aimed at collecting 
demographic information of the employees of the organization, includes characteristics such as 
age, gender, educational status, marital status, work experience and title. 

 

Organizational 
Justice 

Job Satisfaction 

Organizational 
Commitment 

Supervisor 
Support 
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b) Organizational Justice: This scale was developed by Niehoff and Moorman (1993) to 
measure employees' justice perception levels. The Cronbach's Alpha coefficient was found as 
0.81 in the reliability analysis performed for this scale consisting of 6 questions.  

c) Supervisor Support: This scale was developed by Karasek (1985) and adapted by Kula 
(2011) to measure employees' supervisor support perception levels. The Cronbach's Alpha 
coefficient was found as 0.85 in the reliability analysis performed for this scale consisting of 7 
questions. 

d) Job Satisfaction: The scale prepared by Spector (1985) and adapted by Kula (2011) was 
used to measure the job satisfaction. Corrections were made in the statements of the scale 
consisting of 9 questions which was adapted to Turkish. The Cronbach's Alpha coefficient was 
found as 0.84 in the reliability analysis performed. 

e) Organizational Commitment: This scale was developed by Nyhan (2000) ve Porter-Smith 
(1970) and adapted by Bakiev (2011) to measure employees' organizational commitment 
perception levels. The Cronbach's Alpha coefficient was found as 0.80 in the reliability 
analysis performed for this scale consisting of 5 questions. 

Analysis of Data: SPSS 18.0 statistical program was used in the evaluation of the data. The 
t-test, Anova, correlation and regression were used in the analysis of the obtained data. The 
evaluation of the data was performed based on the total scores of the answers the participants 
gave to each question. The statistical significance level was accepted as p<0.05. 

4. Results 

Correlation and regression analyses were used to test the research hypotheses. Information 
about the people who participated in the research are presented in the following tables. As it is 
seen in this table, 432 people from among the employees working in health businesses 
participated in the research. 
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Table 1. Demographic variables 

Variables Frequency Percentage 
(%) Variables Frequency Percentage 

(%) 
Gender Marital Status 
Men 174 40,3 Married 291 67,4 
Women 258 59,7 Single 141 32,6 
Age   Work Experience 

20-30 174 40,3 
5 years and 
less than 5 
years 

143 33,1 

31-40 200 46,3 6-10 years 129 29,9 
41-50 51 11,8 11-15 years 69 16 
51 and over 7 1,6 16-20 years 59 13,7 

Title 21 years and 
over 32 7,4 

Doctor 52 12 Educational Status 

Nurse 214 49,5 Primary 
School 24 5,6 

Laboratory 
Assistant / 
Technician 

68 15,7 High School 90 20,8 

Health Officer 43 10 Undergraduate 259 60 
Patient 
Caregiver 12 2,8 Postgraduate 59 13,7 

Other Staff 43 10 Total 432 100 

When the distribution of health sector employees according to age groups is examined, it is 
seen that 40,3% (174 people) of the employees are between the ages of 20-30, 46.3% of them 
(200 people) are between the ages of 31-40, 11.8% of them (51 people) are between the ages of 
41-50, and 1.6% (7 people) of them are aged 51 and above; when their distribution according to 
their gender is examined, it is seen that 40.3% (174 people) of the employees are male and 
59.7% (258 people) of them are female; when their distribution according to their marital status 
is examined, it is seen that 67.4% (291 people) of the employees are married and 32.6% (141 
people) of them are single; when their distribution according to their educational status is 
examined, it is seen that 60% (259 people) of the employees have undergraduates, 20.8% (90 
people) of them are high school graduates, 5.6% (24 people) of them are primary school 
graduates, and 13.7% (59 people) of them are postgraduates; when their distribution according 
to their work experiences is examined, it is seen that 33.1% (143 people) of the employees have 
a work experience 5 years and less than 5 years, 29.9% (129 people) of them have a work 
experience between 6-10 years, 16% (69 people) of them have a work experience between 
11-15 years, 13.7% (59 people) of them have a work experience between 16-20 years, and 
7.4% (32 people) of them have a work experience of 21 years and above; it is seen that 12% (52 
people) of the employees are doctors, 49.5% (214 people) of them are nurses, 15.7% (68 people) 
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of them are Laboratory Assistant or Technician, 10% (43 people) of them are health officers, 
2.8% (12 people) of them are Patient Caregiver, 10% (43 people) of them are other staff; it is 
sean that % 66.4 (287 people) of the employees are public staff, % 33.6 (145 people) of the 
employees are private sector staff, and all these above mentioned  information are presented in 
Table 1. 

The correlation analysis was performed to investigate whether there was a statistical 
relationship between the concepts, which were discussed in the research. 

Table 2. Correlation between supervisor support, job satisfaction, organizational justice and 
commitment 

  1 2 3 4 
1. Job Satisfaction 

Correlation 
Coefficient

1 0,679** 0,654** 0,579**
2. Organizational 
Commitment  1 0,573** 0,438**

3. Organizational Justice   1 0,513**

4. Supervisor Support     1 

**Correlation is significant at the 0.01 level (2-tailed). 

Table 2 shows that the relationship between organizational justice and supervisor support was 
determined as 51%, the relationship between organizational justice and job satisfaction was 
determined as 65%, the relationship between organizational justice and organizational 
commitment was determined as 57%, the relationship between supervisor support and job 
satisfaction was determined as 58%, the relationship between supervisor support and 
organizational commitment was determined as 44%, and the relationship between 
organizational commitment and job satisfaction was determined as 68%. As it is seen in this 
table, there is a positive linear relationship between organizational justice, supervisor support, 
job satisfaction and organizational commitment (p<0.001). Therefore, the first hypothesis (H1) 
of the research was accepted. 

Within the scope of the research model, the regression analysis was performed to show in 
what ratio the dependent variable was dependent on the independent variable. 

Table 3. Regression between organizational commitment, supervisor support and 
organizational justice 

Dependent 
Variable R2 Independent 

Variable B Βeta t p 

Organizational 
Commitment 0,376 

Organizational 
Justice 0,435 0,488 10,633 0,000 

Supervisor 
Support 0,122 0,189 4,129 0,000 
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In this study, it was aimed to determine in what ratio the dependent variable of "organizational 
commitment" was dependent on the independent variables of "organizational justice" and 
"supervisor support", and how effective the variables of organizational justice, supervisor 
support were on the organizational commitment variable was also determined.  

According to the linear regression results in Table 3, the variables of "organizational justice", 
"supervisor support "have a statistically significant (p<0.001) effect on the variable of 
"organizational commitment". 

The level of the variables of organizational justice and supervisor support explaining the 
variable of organizational commitment was determined as (R2 = 0.376). 

It is understood from the values in column R2 in Table 3 that "organizational justice" and 
"supervisor support" explained 38% of the variance of the dependent variable "organizational 
commitment", in other words, the organizational commitment perceptions of employees were 
shaped depending on their justice and supervisor support perceptions by 38%. Therefore, the 
first hypothesis (H2) of the research was also accepted. 

In this model, there is no auto-correlationDurbin Watson1.5<d=1.84<4.  

Table 4. Regression between job satisfaction, supervisor support and organizational justice 

Dependent 
Variable R2 Independent 

Variable B Βeta t p 

Job Satisfaction 0,542 

Organizational 
Justice 0,587 0,528 13,436 0,000 

Supervisor 
Support 0,240 0,297 7,564 0,000 

In this study, it was aimed to determine in what ratio the dependent variable of "job 
satisfaction" was dependent on the independent variables of "organizational justice" and 
"supervisor support", and how effective the variables of organizational justice and supervisor 
support were on the job satisfaction variable was also determined.  

According to the linear regression results in Table 4, the variables of "organizational justice", 
"supervisor support" have a statistically significant (p<0.001) effect on the variable of "job 
satisfaction". 

The level of the variables of organizational justice and supervisor support explaining the 
variable of job satisfaction was determined as (R2 = 0.542). 

It is understood from the values in column R2 in Table 4 that "organizational justice" and 
"supervisor support" explained 54% of the variance of the dependent variable "organizational 
commitment", in other words, the organizational commitment perceptions of employees were 
shaped depending on their justice and supervisor support perceptions by 54%. Therefore, the 
first hypothesis (H3) of the research was also accepted. 

In this model, there is no auto-correlation for Durbin Watson: 1.5 <d = 1.6 <4. 
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T test and Anova analysis results according to some demographic variables: 

• Male employees have higher levels of job satisfaction and organizational commitment 
than women (t: -1.74, p<0.001; t: -2.49, p<0.001). 

• Job satisfaction, organizational commitment and organizational justice perceptions were 
found to be higher among the age group 20-30 than the other age groups (F: 6.29, P<0.05; 
F:6.80, P<0.005, F:3.34, P<0.005). 

• Higher education health workers have higher levels of job satisfaction, organizational 
commitment, organizational justice and supervisor support than others (F: 22.57, P<0.005, F: 
12.70, P<0.005, F: 14.41, P<0.005, F: 8.70, P<0.005). 

• Laboratory Assistant / Technician workers were found to have higher levels of job 
satisfaction, organizational commitment, organizational justice and supervisor support than 
other workers (F: 18.75, P<0.005, F: 12.62, P<0.005, F: 14.93, P<0.005, F: 9.58, P<0.005). 

• Public employees' organizational justice and supervisor support scores were found to be 
higher than private hospital workers (t: -8.32, p<0.001; t: -5.68, p<0.001). 

5. Conclusion 

In the study, relationships between the concepts of organizational justice, supervisor support, 
job satisfaction and organizational commitment were investigated. The results supporting 
research problem were obtained as a result of the research. The results obtained within the 
scope of the tests and analyses performed in the research are stated below. 

In the research carried out, as it is seen in Tables 2, 3 and 4 it was concluded that the 
relationships between organizational justice, supervisor support, job satisfaction and 
organizational commitment were statistically significant. In the analysis performed, it was 
concluded that the significance of the correlation coefficient indicating the strength (degree) 
of the relationship between binary variables was high, in other words, there was a positive, 
high relationship between variables. 

When the effects of the concepts on each other were examined in the study, it was observed 
by the regression analysis performed that the variables of organizational justice, supervisor 
support and job satisfaction had a statistically significant effect on the variable of 
organizational commitment.  

When these results and the studies examining the relationships between these concepts were 
compared, it was seen that the results supported each other and two hypotheses of study were 
accepted. 

When the bilateral relationships between the variables were examined in the study;  

It was seen that there was a positive relationship between employees' supervisor support 
perceptions and justice perceptions, and it was assumed that this situation was due to the 
strong effect of justice perception on supervisor support perception. Fair behaviors shown 
towards employees enable them to be pleased with their managers. Thus, their supervisor 
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support perceptions are reinforced in the positive sense. To support this, Alexander and 
Ruderman (1987) indicated in their study that employees' perceptions towards distributive 
and procedural justice affect the trust in senior managers. 

It was seen that there was a positive relationship between employees' job satisfaction 
perceptions and justice perceptions, and it can be said that this was due to the fact that the 
concept of justice is a basic building block in the formation of employees' job satisfaction 
perceptions. Organizations with high levels of justice perception have been found to be 
associated with many positive work outcomes in organizational terms such as job satisfaction 
at a high level, life satisfaction, organizational norms and willingness to comply with 
regulations (Lambert et al., 2007). The low perception of justice has been found to be related 
to negative job results such as low job satisfaction, intent to leave work, absenteeism, burnout 
(Lambert, et al., 2007; Lindquist and Whitehead, 1986). On the other hand, in studies 
examining the relationship between organizational justice dimensions and job satisfaction, 
(suggest that the distribution justice perception is a significant measure of job satisfaction 
(McFarlin and Sweeney, 1992; Çınar Altıntaş, 2017: 333). 

In the study, it was observed that there was a positive relationship between job satisfaction 
perceptions and supervisor support perceptions.A strong relationship between supervisor 
support and employee job satisfaction has been observed in studies (Perrewe and Carlson, 
2002). Employees are found to be satisfy with their work when there is a high level of 
supervisor support in a workplace (Baloyi, Van Waveren and Chan, 2014). 

It was seen that there was a positive relationship between employees' organizational 
commitment and justice perceptions. In many studies, it has been revealed that there is a 
positive relationship between organizational justice and organizational commitment (Dailey 
and Kirk, 1992: 305; Sweeney and Mcfarlin, 1993: 23). The distributive justice, which 
includes the distribution of organizational benefit to human resources in a fair way, has an 
effect to increase the commitment of human resources to the organization (Brewer, 1996: 24; 
Özler, 2010: 52). The organizational commitment of the individuals, who have a perception 
that organizational rewards and resources are not distributed fairly, will be negatively 
affected (Organ, 1988: 547). Employees want to complete their tasks more successfully and 
also want to take advantage of the emerging results to the extent of their performance by 
benefiting from the resources of the organization equally (Bakan, 2011: 194). When 
employees perceive that organizations provide fair and objective outputs in return of their 
performance, they tend to become more committed to the organization. Cropanzano and 
Folger (1991) indicate that explicit and clear procedural behaviors have an effect on 
organizational commitment. Orpen (1994) indicates that human resources will exhibit a high 
level of organizational commitment when distributive justice is provided within the 
organization. The fact that distributive justice is not implemented effectively causes people to 
think that they cannot receive a recompense for their works in human resources and 
negatively affects their commitment to the organization (Özler, 2010: 52). 

It was seen that there was a positive relationship between employees' organizational 
commitment and supervisor support perceptions. In the studies examining the relationship 
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between the dimensions of organizational commitment (affective, continuance and normative 
commitment), which is an important concept in organizational behavior literature, and 
supervisor support, significant relationships were found between supervisor support and 
affective commitment and normative commitment (Casper, Harris, Taylor-Bianco and 
Holliday Wayne, 2011; Çakmak-Otluoğlu, 2012; Gagnon and Michael, 2004; Ng and 
Sorenson, 2008; Dawley, Andrews and Bucklew, 2008; Giray, 2013).  

It was seen that there was a positive relationship between employees' organizational 
commitment and job satisfaction perceptions. There are many studies regarding the presence of 
a positive relationship between organizational commitment and job satisfaction. In the 
researches carried out, job satisfaction and organizational commitment have effects enhancing 
each other. However, there are also studies reaching different results (Dağdeviren Gözen, 2007, 
86; Örücü et al., 2010, 4). Four models were developed to examine the relationship between 
organizational commitment and job satisfaction. These can be expressed as “job satisfaction 
leads to organizational commitment”, “organizational commitment leads to job satisfaction”, 
“job satisfaction and organizational commitment mutually affect each other” and 
“organizational commitment and job satisfaction are independent” (Bayrak Kök, 2006, 300). 
While job satisfaction is related to the job-related feelings and attitudes of employees in their 
organizations, organizational commitment deals with the feelings and attitudes of employees 
towards the organization in general (Çetinkanat, 2002: 2-3; Yenihan, 2014, 175). 

It has been observed that male employees have higher levels of job satisfaction and 
organizational commitment than women. 

Job satisfaction, organizational commitment and organizational justice sentiments of those 
aged between 20-30 were higher in the survey than the other age groups. This can be explained 
by the fact that the young age group newly started to work has a tendency to feel themselves 
part of the work and the institution, to effortnot to lose the job, and to emerge from the 
competitive sentiments. Administrators should provide more managerial support for this age 
group in terms of organizational productivity. 

It was found that the level of job satisfaction, organizational commitment, organizational 
justice and supervisor support were higher in the surveyed according tohealth workers which 
are higher education level than the others. This can be explained by the fact that highly 
educated employees perceive work-related activities in every sense better in proportion to their 
education level. In other words, it can not be ruled out that the level of the relationship of 
educated people with each other, both with the work and with the managers, is higher in 
absolute terms than the ones with lower levels of education. 

It was found that the Laboratory Assistant / Technician employees had higher levels of job 
satisfaction, organizational commitment, organizational justice and supervisor support than the 
other job titles. This may be due to the fact that the work done by the laboratories or technicians 
is a guaranteed profession in the sense of sectoral need. Or it may be because the relationships 
with other employees are low or restricted in their business. 
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According to another result of the research, it is seen that the employees of the public sector 
have higher organizational justice and supervisor support scores than private hospital 
employees. This may be due to a periodic difference in the appearance of the expected 
otherwise. From the perspective of private sector employees, this may be due to their low level 
of confidence in each other and their managers. 

More effective results can be achieved if the research is done in different sectors as well as in a 
more comprehensive way. 
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