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Abstract

The aim of this study is to examine the relationship between strategic leadership and
organizational justice within the healthcare sector. In the context of the study, the introduced
model was tested by a questionnaire instrument with 41 items excluding demographic
variables. A total of 320 completed questionnaires were used for analysis. Correlation,
regression, T test and Anova analyzes were applied to the research data that obtained by the
questionnaire. The study focused on the employees of hospitals in the Diyarbakir province of
Turkey. The results suggest that there is a very strong positive linear relationship between
strategic leadership and organizational justice variables. The result of the study is consistent
with the results of previous research. Also, some disparities were observed among the
demographic variables of the study.

Keywords: strategic leadership, organizational justice, health sector, leadership,
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1. Introduction

We may say that one of the most important contemporary issues regarding workplace
management is the perception of trust that the workers have for the entity in which they are
employed and the quality of relationships with the management. This issue has a profound
effect on the performance of workers and therefore on the efficiency of the entity. Trust
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placed in a service provider is extremely important whether it comes from clients or workers.
This kind of workplace environment may be established only by ensuring that the executives
think long-term to secure and protect justice throughout the organization.

Justice is a value that is extremely desirable in social organizations, and a sense of justice is
important for high quality business relationships (Erdogan and Liden, 2006:3). One may not
speak of various concepts such as tranquility, happiness, trust, respect and performance when
there is no justice. Individuals deal with justice because it affects their economic gains the
most, and they become a part of reputable groups, if they act fairly (Cropanzano et al.,
2001:172).

In organizations, it is up to the top management to secure justice. It is the management-level
executives, perceived as strategic leaders in recent years, who are responsible for securing
justice in their organizations. If the workers have a perception that justice is secured in the
organization, then workers remain happy and peaceful where they are employed even in
challenging situations such as low salary levels or difficult work conditions.

When one examines the literature, it may be observed that there are few studies on
organizational justice and strategic leadership. Research done on the subject is related to
sub-levels of organizational justice and types of strategic leadership, and are assessed
differently. We did not come across any study that directly examines the correlation between
organizational justice and strategic leadership.

Research can be done in order to reveal the correlation between strategic leadership and
organizational justice. Therefore, the primary question that emerges is: “Is there any
correlation between strategic leadership and the perception of workers regarding
organizational justice?”. It is envisaged that the present research shall contribute to the
studies that are made in this field since it assesses strategic leadership from various
perspectives.

2. Literature Review
2.1 Organizational Justice

The concept of organizational justice is based on the equality theory initially revealed and
developed by Adams (1965). According to Adams (1965), individuals compare their positions
with various references continuously and uninterruptedly with others who have the same
position as them (Ozdevecioglu, 2004). Individuals may surmise that there is an equality or
inequality as a result of the comparisons they make. An individual who surmises that he/she
is subjected to an inequality develops an attitude and behaviours against such inequality (Bas
and Sentiirk, 2011; Sahin and Taskaya, 2010). These behaviours that are directed towards
eliminating any inequality may be exhibited towards other individuals and also towards the
related organization (Altintas, 2006:21).

Organizational justice includes implementation, making sovereign the encouragement of a
fair and moral structure within the organization (Iscan and Saym, 2010; Giil and Ince, 2014).
According to Taskiran (2011), the perception of organizational justice is focused on how
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much an organization perceives any behaviour to be fair rather than how fairly an individual
is treated in reality (S&kmen, et al, 2013:46). Likewise, it ensures that the individuals in any
organization make a judgement on how fairly they are treated. Accordingly, organizational
justice is the perception that workers constitute in their world of thought in relation with the
practices in the organization (Basim, et al 2011:176).

A\ MacrOthlnk International Journal of Human Resource Studies

In other words, organizational justice may be defined as the method of organizing wages,
rewards, penalties and promotions in an organization, methods of making such decisions, or
methods of communicating such decisions to the workers as well as the perceptions formed
by those workers (Igerli, 2010:69).

In current literature, organizational justice is assessed on the basis of three dimensions:
distributional justice, procedural justice and interactional justice (Nadiri and Tanova, 2010:34;
Pelit and Bozdogan, 2014:39; Judge and Colquitt, 2004; Sahin and Taskaya, 2010; Tutar,
2007; Yavuz, 2010; Polat and Celep, 2008; Bayramlik, et al. 2015; Olkkonen and Lipponen,
2006). Sub-levels that are revealed in relation with organizational justice are also referred to
as distributional justice, procedural justice and interactional justice (Y1ildirim, 2010). Relative
sub-levels shall be referred to as above in the following sections of the study.

Distributional justice is included in equality theory. According to this theory, the reward of
efforts made by individuals in any organization must match the level of such efforts (if it is
equal, then in the form of a fee etc.) (Iscan and Naktiyok, 2004:187). Distributional justice
considers sharing gains according to the principle of equality (Colquitt, 2001:386; Fox and
Miles, 2001:294). According to this principle, individuals who are at the same level from any
relative perspective, must be treated similarly, and individuals who are different must be
treated in the ratio of the difference between those involved (iscan and Sayin, 2010:196).

According to Greenberg (1990), distributional justice covers the perception that workers are
treated fairly in terms of the rewards and incentives they receive in return of their efforts
(Ang, et al., 2003:563). In this context, distributional justice is focused on various outputs,
such as wage increases, performance assessments, rewards and penalties, etc. (Tutar 2007:99).
The principle of distributional justice is that individuals must believe that they receive a fair
share of distributed sources (Ozdevecioglu 2003; Isik et al 2012; Blakely et al., 2005).

Executives who implement distributional justice distribute rewards and penalties equally
based on performance. However, it does not mean that everybody shall receive the same or
equal level of rewards or penalties (Iscan and Saym, 2010:196).

Procedural justice may be defined as the fairness level of the methods, procedures and
policies that are used in the determination and measurement of various components, such as
wage, promotion, financial opportunities, working conditions and performance assessment,
etc. (Isik, et al., 2012; Fox and Miles, 2001; Johnson et al., 2006; Kiliglar, 2011). In other
words, procedural justice refers to the implementation of various organizational procedures
equally among workmen, such as refraining from making excessive or deficient payment,
participation in decisions and providing information on the results, etc. (Iscan and Sayn,
2010:197). Procedural justice promotes having a say in the process of decision-making or
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labelling outputs on the basis of equality process criteria, such as consistency, fairness,
accuracy, representation, certainty and ethics, etc. (Colquitt, 2001:386).
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Interactional justice level is a term used by Bies and Moag (1986) for the first time, and it is
based on a study made in relation with the determination of interpersonal expectations during
recruitment procedures. Interactional justice emphasizes the justice perception that occurs
during any communication made between workers and executives who act as sources of
justice. According to this level of organizational justice, it is essential that the communication
process between the source of justice and the receiver is held within the framework of
courtesy, respect and honesty (Colquitt, 2001; Isik et al, 2012; Johnson ,et al., 2006), i.e.
interactional justice is relative to the level of candidness, sensitivity and respect that the
management exhibits in its behaviours towards subordinates (Kaplan and Ogiit, 2012:3).

Folger and Bies (1989) defined interactional justice as managerial liabilities that are directed
towards securing justice during implementation of decision-making procedures in
organizations (Arslantas and Pekdemir, 2007:267).

Interactional justice is related to the human aspect of organizational practices (Giil and ince,
2014:131; Kiliglar, 2011:25), i.e. that the things executives say to the individuals and the
manner in which such things are said during a decision-making process (Iscan and Sayin,
2010:197) may affect the justice perception of workers. From this point of view, a justice
perception is constituted according to the attitudes and behaviours that superiors exhibit
during implementation of procedures (lyigiin, 2012; Ozdevecioglu, 2003). In brief, we may
say that distributional justice is related to workers, that procedural justice is related to the
system, and that interactional justice is bi-directional (Johnson, et al., 2006:178).

Research done on organizational justice indicates that the concerns regarding justice
affect the attitudes and behaviours of workers (Judge and Colquit, 2004:395). In this context,
it is determined that the workers, who believe that they are treated fairly, shall exhibit
behaviours that are to the benefit of the organization (Bayramlik, et al., 2015:161). Also,
Pfeffer and Langton (1993) determined in the study they made that negative reactions
towards low wage, organizational policies and organizational procedures are uttered less, if
workers believe that the decision-making process is fair (Iscan ve Sayin 2010:196).

Workers exhibit positive attitudes and behaviours when they receive fair treatment, and
they may exhibit negative behaviours when they perceive an unfair situation (lyigiin,
2012:51). Workers who are of the opinion that they are subjected to an unequal treatment
may withdraw themselves from work. Such a situation may cause performance loss, absence,
leave of employment, abnormal behaviours and a decrease in the organizational citizenship
behaviour of the workers (Blakely, et al., 2005; Ozer and Urtekin, 2007).

2.2 Strategic Leadership

Although there are lots of studies available on leadership in related literature, leadership is
still left as a concept that is not quite explained (Ugurluoglu ve Celik, 2009:122). Hersey and
Blanchard (1969) define leadership as a behavioural pattern that leaders exhibit while at work
(Alam, et al., 2014:83). In another definition, leadership is a process where a person affects
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and directs the activities of others in order to achieve certain personal or group objectives,
and this process is mainly based on the capability of one person to affect others (Koel,
2014:668).

Strategic leadership is the ability to form the future by envisaging it, to form a necessary
strategic management mentality for such purposes, to authorize other executives and workers
in that direction, to direct the same towards innovative and creative objectives in the direction
of the corporate vision, and to ensure rapid strategic change, if necessary, in a complex global
environment (Altintas, 2007).

Hitt, et al. (2001) defines strategic leadership as “having the ability to see and design the
future, and to authorize others in order to perpetuate flexibility and to make strategic change,
if necessary” (Siit¢ii, 2008:55). Ireland and Hitt (2005) define strategic leadership as the skills
of seeing the future, creating a vision, ensuring flexibility, thinking strategically and the
ability to work with others in order to initiate changes that may create a realisable future for
strategic leadership and organization (Ugurlu and Celik, 2009:126).

Strategic leaders focus on people who undertake any liability for the organization, and they
do not only include the executives at the top of the organization, but also members of the top
management team (Boal ve Hooijberg, 2001:516).

Strategic leaders are people who are placed in various departments within an entity in order to
assist while achieving vision and mission objectives by using strategic management processes.
Successful strategic leaders commit themselves to providing assistance without considering
their positions in the entity during the formation of a value for all of the common groups of
the entity (Molberda, et al., 2011:31).

In the scale referred to as “Strategic Leadership Scale” in the research and developed by
Duursema (2013), Strategic Leadership is assessed under 4 sub-levels as below; Customer
Orientation, Operational Efficiency, Business Development and Organizational Creativity
(Duursema, 2013). To define,

Customer Orientation is assessed as establishing an environment of trust with both clients
and partners.

Operational Efficiency is defined as preparation of detailed plans on how to achieve a critical
duty.

Business Development is defined as making studies in the direction of business development
by raising awareness in the clients on other goods and services provided by the entity.

Organizational Creativity is defined as suggesting new ideas that may convince the clients of
the entity.

2.3 Correlation between Strategic Leadership and Organizational Justice

Although there are studies in the literature that are carried out directly on strategic leadership
and organizational justice, there is no study that assesses the correlation between the two. The
study that gets closest to this subject is the study made by GU and Ince (2014), which

113 http://ijhrs.macrothink.org



ISSN 2162-3058

\\ Macrothi“k International Journal of Human Resource Studies
A I“Stitute " 2018, Vol. 8, No. 1

examines the correlation between the sub-levels of ethical leadership and sub-levels of
organizational justice. In this study, researchers revealed that the communicative and
decision-making sub-levels of ethical leadership are correlated with procedural justice
perceptions, and that the interactional justice sub-level of workers are correlated with
procedural justice perceptions.

Arslantag and Pekdemir (2007) assessed the correlation between transformational leadership,
organizational citizenship behaviour and organizational justice in their study. Researchers
concluded in their studies that transformational leadership makes an impact on the
organizational citizenship behaviour of interpersonal justice thanks to the levels of
charisma/giving inspiration and levels of interest on a personal level, and that the
charisma/giving inspiration level and mental encouragement level of transformational
leadership makes an impact on justice.

Asgari, et al. (2008) emphasized in their study that there is a positive and direct correlation
between transformational leadership behaviours and organizational justice, between
organizational citizenship behaviours and the leader-member relationship, and between
perceived organizational support and trust as a tool.

Organizational justice perception refers to the perceptions of workers on how fairly they are
treated in the workplace (Bayramlik, et al. 2015; Johnson, et al., 2006). In this context,
following the determination of Erdogan and Liden (2006:1) is important: “A leader is a
critical source of the justice perception in a business environment, and therefore, justice
perception is related with the attitudes and behaviours directed towards leaders”.

We may develop the following hypotheses in relation to the subject based on the explanations
above as they relate to the concepts of organizational justice perception and strategic
leadership:

Hi: “There is a positive correlation between the strategic leadership expectation and
organizational justice perception of workers”.

H,: “There is a positive linear correlation between strategic leadership and sub-levels of
organizational justice.”

Hs: “Strategic leadership has a great affect on organizational justice perception.”

As a result of the hypotheses formed by a focused study of literature we may develop the
following research model, which shows the correlation between the concepts of
organizational justice perception and strategic leadership (Figure 1).
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3. Methodology of Research

Research Population and Sample: A questionnaire comprising 41 questions is used to test
the hypotheses and the model, except for demographical variables. These surveys are
distributed to healthcare personnel at any level who are employed in public or private
hospitals that operate in Diyarbakir; 320 questionnaires are used for analysis.

Data Collection Tools: During collection of data, in addition to a demographic information
form, two different scaled surveys are applied for the purpose of determining organizational
justice perception and strategic leadership levels.

a) Demographic Information Form: This questionnaire, which aims to collect demographic
information in relation to corporate employees, includes various features, such as age, gender,
education status, marital status, work experience, title, etc.

b) Organizational Justice Perception Scale: “Organizational Justice Perception Scale” is
measured by using the organizational justice perception scale developed by Colquitt (2001)
and is adapted by Ozmen, Arbak and Ozer (2007); it comprises 20 articles. According to the
reliability analysis made by Ozmen, Arbak and Ozer (2007), Cronbach Alpha values are
found to be 0.94 for distributional justice perception level, 0.86 for procedural justice
perception level, and 0.88 for interactional justice perception level. In the reliability analysis
of the questionnaire (within the scope of the research), Cronbach Alpha values are found to
be 0.95 for distributional justice perception level, 0.89 for procedural justice perception level,
and 0.96 for interactional justice perception level. As a result of the analysis of all values
obtained from the Organizational Justice Perception Scale, Cronbach Alpha values are found
to be 0.97. Distribution is normal since p>0.5 in the Kolmogrov Simornov test.

c) Strategic Leadership Scale: The Strategic Leadership Scale developed by Duursema
(2013), which includes 20 questions, is translated to Turkish and 1 question is added

115 http://ijhrs.macrothink.org



\\ MacrOthlnk International Journal of Human Fi?é);r%elssg%%lse;
- ™
A Institute 2018, Vol. 8, No. 1

subsequently. Duursema assesses Strategic Leadership under 4 sub-levels: Customer
Orientation, Operational Efficiency, and Business Development and Organizational
Creativity.

According to the reliability analysis made by Duursema, Cronbach Alpha values are found to
be 0.82 for Customer Orientation, 0.89 for Operational Efficiency, 0.88 for Business
Development and 0.79 for Organizational Creativity. In the reliability analysis of the
questionnaire (within the scope of the research), Cronbach Alpha values are found to be .91
for Customer Orientation, 0.92 for Operational Efficiency, 0.92 for Business Development
and 0.92 for Organizational Creativity. As a result of the analysis performed on all of the
values obtained from Strategic Leadership, Cronbach Alpha values are found to be 0.97.
Distribution is normal since p>0.5 in Kolmogrov Simornov test.

Analysis of Data: SPSS 18.0 statistics program is used during the assessment of data. Also,
correlation, regression, t-test and ANOVA analyses are used during comparison of variables.
Assessment of the data is based on total points obtained by participants as a result of each
answer they gave to a question. In this research, the statistical significance level is considered
to be p<0,5.

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, 302 people from among the employees working in health businesses
participated in the research.

Table 1. Demographic variables

Variables | Percentage (%) Variables | Percentage (%)
Gender Marital Status
Male 60,9 Married 68,6
Female 39,1 Single 31,4
Title Work Experience
Doctor 21,2 1-5 years 31,2
Nurse 21,9 6-10 years 28,4
Officer 24,1 11-15 years 20
Technician 14,7 16-20 years 11,6
Other 18,1 21 and above 8,8
Age Education
21-24 10,6 Primary school 7,5
25-29 23,8 High school 35,6
30-34 25,9 University 53,4
35-39 20 Master 2,8
40-44 14,4 Phd 0,6
45 and above 5,3 Total 100

n: 320

Research was performed between January and April, 2015. As it may be observed in Table 1,
out of 320 workers, the total number of participants who participated to the research, 125
(39,1%) of the participants were female and 195 of the participants (60,9%) were male. 34
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(10,6%) of the participants were aged between 21-24, 76 (23,8%) participants were aged
between 25-29, 83 (25,9%) participants were aged between 30-34, 64 (20%) participants
were aged between 35-39, 46 (14,4%) participants were aged between 40-44, and 17 (5,3%)
participants were aged 45 and above. 24 (7,5%) of the participants were primary school
graduates, 114 (35,6%) were high school graduates, 171 (53,4%) were university graduates, 9
(2,8%) had a masters degree and 2 (0,6%) had a Phd. 219 (68,4%) of the participants were
married and 101 (31,6%) were single. Regarding work experience, 100 (31,2%) of the
participants had work experience of 1-5 years, 91 (28,4%) had work experience of 6-10 years,
64 (20%) had work experience of 11-15 years, 37 (11,6%) had work experience of 16-20
years and 28 (8,8%) had work experience of 21 years and above. Regarding the titles of
healthcare personnel who participated in the research from various levels, 68 (21,2%) were
doctors, 70 (21,9%) were nurses, 77 (24,1%) were office staff, 47 (14,7%) were technicians
and 58 (18,1%) were employed in various other positions.

As it may be seen in Table 2 below, there is a very strong positive linear correlation between
strategic leadership and organizational justice (p<0,001). Therefore, the research hypothesis is
accepted.

Table 2. Correlation between Strategic Leadership and Organizational Justice

1 2
1. Strategic Leadership Spherman 1 748"
—— - Correlation
2. Organizational Justice Coefficient 1

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

As it may be seen in Table 3 below, there is also a very strong positive linear correlation
between sub-levels of strategic leadership and organizational justice (p<0.001). Therefore, the
research hypothesis is accepted.

Table 3. Correlation between Sub-levels of Strategic Leadership and Organizational Justice

1 2 3 4 5 6 7

= = O *
}Qstice Distributional . ,835 793%* *,E57 581**  493* ;548
2. Procedural Justice 1 ,866**  660** 644** 55]1** ’*582*
3. Interactional Justice 1 ,695**  714**  602** ’6i0*
Spherman

A(S. . Customer Correlation 1 J701**  642** ’621*
rientation -

- Coefficient
5. Operational wx 2 121%

.. 1 685

Efficiency ' *
6. Business 1 ,801*
Development *
7. Organizational 1
Creativity

**Correlation is significant at the 0.01 level (2-tailed).
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As it may be seen in Table 4 below, the total variation of the organizational justice variable
related to strategic leadership is determined to be 56%. Therefore, the Hz hypothesis is also
accepted.

Table 4. Strategic Leadership and Organizational Justice Regression Analysis

Dependent 2 Independent
Variable R Variable B Beta t P VIF
Strategic Organizational
Leadership 0,56 Justice 30.98 0.746 1459 0,000 1,48

There is no auto correlation in this model since Durbin Watson: 1.48<d=1.95<4.

In addition to the aforementioned analyses, anova and average analysis results are found
according to certain demographic variables:

e Significant differences are determined among age groups in terms of customer orientation,
operational efficiency and organizational creativity, which are all sub-levels of Strategic
Leadership. Such differences are found in the groups aged from 20 to 35 (F:4.91, p<0,005;
F:3.54, p<0,005; F:2.56, p<0,05).

¢ Significant differences are determined within the scope of work experience in terms of
operational justice and interactional justice, which are both sub-levels of Organizational
Justice. Such differences are found among workers with work experience of 21 years and
above (F:4.15, p<0,005; F:3.52, p<0,005).

e According to the answers given by the workers who participated in the research, on the
strategic leadership scale, X: 3,38 and organizational justice perception X: 3,10.

5. Conclusion

The research is done in order to determine the existence of a correlation between strategic
leadership and organizational justice in terms of workers employed in the healthcare sector.
As a result of the research, a positive and very strong linear correlation is determined between
strategic leadership and organizational justice. Obtained results are consistent with the studies
done previously on the correlation between various types and sub-levels of leadership and
organizational justice (Giil and Ince, 2014; Arslantas and Pekdemir, 2007; Asgari, et al.,
2008).

According to the research results, we may say that as the strategic leadership
expectations of the workers in healthcare increase, their organizational justice perceptions
also increase in a positive direction. If we consider that the service rendered by healthcare
workers is crucial, the importance of the issue shall be understood more clearly. Therefore,
senior executives employed in the healthcare sector must re-assess the performance of
workers in terms of both strategic leadership and the efficiency of the organization because of
the strong correlation between these two concepts.

Research reveals that organizational justice perceptions affect strategic leadership in the
healthcare sector at a critical level. This situation may be interpreted as follows: workers
employed in healthcare may work more effectively and efficiently in a fair work environment
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in terms of the sub-levels of such concepts, i.e. customer orientation, doing business, and
creative behaviours. Convincingly, satisfying and new ideas provided in healthcare services
are required continuously by any part of the society and affect the competition level
positively. Also, the development of the sense of justice among healthcare employees, who
are known for their high speciality level, provide positive results in terms of both healthcare
organizations and their workers.

A\\ MacrOthlnk International Journal of Human Resource Studies

As we look at research conducted within the healthcare sector, we observe how important are
both the leadership behaviours and the workers’ expectations of organizational justice (Tutar,
2007; Sahin and Taskaya, 2010; Kaplan and Ogiit, 2012). “Organizational justice causes the
legality of the organization to be perceived, and executives play the key role in terms of
achieving organizational objectives” (Moorman, 1991:852).

According to another result obtained in connection with the research, significant
differences are determined among age groups in terms of customer orientation, operational
efficiency and organizational creativity, which are all sub-levels of strategic leadership. Such
differences are found in groups aged from 20 to 35. This situation may be interpreted as
follows: the strategic leadership expectations of younger workers are higher in comparison to
other age groups. Also, executives may benefit from young workers more effectively when
they exhibit strategic leadership behaviours.

In terms of operational justice and interactional justice, which are both sub-levels of
organizational justice, significant differences are found in the research within the scope of
work experience. Differences are found among workers having work experience of 21 years
or more. Procedural justice is defined as the fairness level of the methods, procedures and
policies that are used in determination and measurement of various components, such as
wage, promotion, financial opportunities, working conditions and performance assessment.
Interactional justice is related to the level of candidness, sensitivity, and the respect that the
management exhibits in its behaviours towards subordinates. In this context, we find that the
justice expectation of those with more work experience is equally high. In other words,
experienced workers expect their managers to be more sensitive, more candid and more
relaxed in their behaviours toward them.

The correlation between strategic leadership levels and organizational justice used in the
present research for the first time makes the research unique in comparison to prior research
done on leadership and organizational justice. Also, it is envisaged that the very strong
correlation levels determined in the present research shall shed light on subsequent research.

Since the research is limited to the hospitals that operate in the Diyarbakir province, and since
limited numbers of questionnaires are used, such factors may be referred to as basic
limitations. Also, it is another limitation that workers who provide service in the healthcare
sector may not have answered questions in the survey as carefully as possible because of their
intense workload.
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