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Purpose – The present study aims to demonstrate the effect of organizational justice perceptions 
of nurses on their burnout levels.  

Design / Methodology/ Approach – For this purpose, face-to-face interviews were carried out 
with 200 nurses working at public hospitals in Tokat province. The data were evaluated through 
structural equation modelling.  

Results – As a result of the study, it was found out that there was a negative significant 
relationship between organizational justice and burnout. It was also demonstrated that the level 
of procedural justice perception from the subdimensions of organizational justice were the 
highest whereas emotional exhaustion from the subdimensions of burnout was the most 
commonly observed among the participants. 

Discussion – As a result of the study, a negative significant relationship has been found out 
between the organizational justice perceptions and the burnout levels of nurses. This result is in 
parallel to the literature in general terms. 

Introduction 

Organizations gradually have more difficult times with the increase of the importance of competition in 
today’s world. The success of organizations aspiring to draw ahead in competition depends considerably on 
the human factor. In other words, the high performance of employees in organizations is one of the most 
important factors that lead organizations to success. Thus, it is necessary that organizations carry out 
performance evaluations regularly. Thus, they can be aware of the factors that might affect employees’ 
performance and maximize it by providing necessary improvements. 

One of the most significant organizational factors that affect the employees’ performance in an organization 
is their perceptions of justice. Having a perception about whether organizational operations are fair or 
unfair, employees adjust their attitude and behaviour in line with this perception. 

Some problems are observed among employees who are supposed to cope with stress and work under high 
performance pressure in organizations. One of the most common of these problems is burnout. Burnout can 
be described as the termination of one’s energy in mental and physical terms. The factors affecting burnout 
can be divided in two: organizational and personal factors. Organizational justice and burnout are one of 
these organizational factors. In the literature, it is seen that the concept of burnout is not sufficiently 
investigated especially for the occupational group of nursing, compared to other organizational factors. 
Thus, the present study aims to contribute to the literature by investigating the relationship between these 
two factors. 

Healthcare services carried out by nurses are of considerable importance in the provision of health services 
(Top et al., 2010: 21). For this reason, it is crucial to improve the working conditions and welfare of nurses 
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and other personnel who might have a direct effect on their being a more attentive towards patients 
(Karsavuran, 2014: 141). Thus, there is a significant relationship between the job satisfaction of nurses and 
the services quality perceived by patients (Atkins et al., 1996: 20). The irregularity of the working hours of 
nurses, the occupational risks, intensive stress, pressure etc. can be count among the difficulties of the 
profession (Karakuş, 2011: 55). Taking these factors into account, it becomes essential to handle the concept 
of burnout for profession of nursing (Çatak and Bahçecik, 2015; Baykan et al., 2014).    

In the light of the aforementioned explanations, it is aimed to answer the question “Is there a relationship 
between the organizational justice perceptions and burnout levels of nurses?” In this regard, the concepts of 
burnout and the perception of organizational justice will be handled in the first place, Afterwards, the data 
and the results obtained in the study will be discussed and recommendations will be made. The findings and 
results obtained in the study are expected to contribute to healthcare and nursing management.  

1. Theoretical Framework 
In this part of the study, the concepts of burnout and organizational justice will be handled in the first place. 

1.1.  Burnout 
The concept of burnout was first used in the literature by Herbert J. Freudenberger in 1974. Freudenberger 
defines burnout as the state of failure, wearout, decrease of one’s energy and power or the state of 
exhaustion of the internal resources of an individual resulting from unsatisfied needs (Ardıç and Polatcı, 
2008: 70). However, the definition that is most commonly used in the literature is the one made by Maslach 
and Jackson in 1981. Maslach and Jackson define burnout as a syndrome of emotional exhaustion, 
depersonalization, and reduced personal accomplishment that can occur among individuals who work with 
people in some capacity (Maslach and Jackson, 1981: 99). Maslach handles burnout in three subdimensions: 
exhaustion, depersonalization, and reduced personal accomplishment (Maslach et al., 2001: 402-403). The 
Maslach Burnout Inventory developed by Maslach is used as a basis in the academic studies carried out in 
this field (Helvacı and Turhan, 2013: 59). 

Maslach created a model by conceptualizing burnout as a process (Cordes and Doughtery, 1993). According 
to this model, burnout is observed first in the form of emotional exhaustion among the employees of an 
organization. Emotional exhaustion describes a feeling of being emotionally overextended due to depleting 
one’s resources and energy in his /her job. It is associated with work stress and is considered as the most 
important indicator of burnout (Çalışkan, 2014: 369). The continuance of emotional exhaustion leads to 
depersonalization of employees. Depersonalization refers to showing a negative attitude towards other 
people. The individuals suffering from depersonalization treat the people they serve as an object rather than 
a human-being (Barutçu and Serinkan, 2008: 546). Using humiliating words while speaking with people 
whom he/she provides a service; never-ending chats with colleagues, the extension of break-times, the 
unnecessary use of professional jargon can be count among the symptoms of depersonalization. According 
to the model, employees end up with a feeling of reduced personal accomplishment which refers to a 
negative self-evaluation (Derin and Demirel, 2012: 512). 

The studies carried out on burnout which is very significant especially for employees who are in direct 
interaction and communication with people focus naturally on the professions of nurses, doctors, teachers 
and lawyers who are supposed to build an intensive relationship with people. It has been confirmed in 
studies that healthcare workers suffer considerably from burnout  due to the environment they work in 
healthcare organizations (Çimen, 2002; Derin and Demirel, 2012; Barutçu and Serinkan, 2008; Çalışkan, 2014; 
Güllüoğlu Işık, 2015; Helvacı and Turhan, 2013; Kavlu and Pınar, 2009; Kaya et al., 2007; Kulakçı et al., 2015; 
Metin and Özer, 2007; Sarsılmaz et al., 2015; Şahin et al., 2008; Yakut et al., 2013; Yavuzyılmaz et al., 2007; 
Tunçel et al., 2014).  

In the literature, burnout is handled based on two main factors: organizational and personel factors. Personal 
factors include gender, marital status, income, length of service, education level, having or not having 
children, etc.  (Garner et al. 2007; Metin and Özer, 2007; Yavuzyılmaz et al., 2007; Ardıç and Polatcı, 2008; 
Kavlu and Pınar, 2009; Yakut et al., 2013; Tunçel et al. 2014; Kulakçı et al., 2015). Maslach and Leiter (1997) 
categorize the organizational factors associated with burnout as follows: workload, control, premium, sense 
of belonging, justice and values. It has been observed that organizational factors have been more effective 
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than personal factors in causing burnout (Polatcı and Özyer, 2015: 32). In the present study, the effect of 
organizational justice - one of the organizational factors - on burnout is investigated. 

1.2.  Organizational Justice 
The concept of organizational justice became known with Adams’ Equity Theory in 1996 and is mainly 
associated with the equity/justice perceived by employees in an organization (Yeniçeri et al., 2009: 84). In 
other words, the concept refers to the employees’ perception of justice (Uluköy, 2014: 213). 

Representing the perception of individuals about being treated fairly in the workplace and the effect of this 
perception on their behaviour, the concept of organizational justice is handled in 3 subdimensions (Colquit 
et al., 2001: 426-427); 

 Distributive Justice, 
 Procedural Justice 
 Interactional Justice 

Distributive justice refers to the fair distribution of resources given out by the organization, among the 
employees. Employees have an idea about whether the management treats them fairly or unfairly by 
comparing the gains such as their income, premium and social rights with those of other employees. The 
idea they have affects the attitude and behaviour of employees either positively or negatively (Özdevecioğlu, 
2003: 78). 

Procedural justice is about organizational processes (Özyer and Azizoğlu, 2014: 98). Employees’ perceptions 
of justice are not only limited to their gains or those of their colleagues because they question how these 
gains are determined. They try to learn which methods are used and as a result, have a perception about the 
final distribution (Karaeminoğlulları, 2006: 16). 

Interactional justice refers to whether managers explain the decisions they take about the distribution, 
honestly and respectfully (İçerli, 2010: 86). In other words, interactional justice is a type of justice that 
employees develop in line with the attitude shown by their seniors (Bies, 2001: 91). 

There are several studies on the organizational justice perceptions of healthcare workers. These studies 
demonstrate the importance of the organizational justice perception in terms of healthcare workers (Erkuş et 
al., 2011; İyigün, 2012; Işık et al., 2012; Çalışkan, 2014; Bağcı, 2016; Cihangiroğlu et al., 2016; Arı et al., 2017; 
Karaca and Özmen, 2018). It has been found out that especially the studies handling the case of nurses are 
very limited. Thus, the present study will make a contribution to the literature by helping to understand the 
organizational justice perceptions of nurses. 

1.3.  Organizational Justice vs. Burnout  
In the literature, there are many studies handling the relationship between organizational justice and 
burnout (Yeniçeri et al., 2009; Kılıç and Seymen, 2011; Şeşen, 2011; Uluköy, 2014; Pelit and Bozdoğan, 2014; 
Çalışkan, 2014; Güllüoğlu Işık, 2015, Şimşek et al., 2015; Balaban and Konyalı, 2016).  

The findings of these studies generally pointed to a negative relationship between the organizational justice 
perceptions of employees and their burnout levels. The policies and practices that are parallel to 
organizational justice expectations help employees relax psychologically and prevent their suffering from 
burnout (Balaban and Konyalı, 2016; 194). Some of these studies were also carried out in healthcare sector 
(Kılıç and Seymen, 2011; Çalışkan, 2015; Güllüoğlu Işık, 2015).    

Kılıç and Seymen (2011) concluded in the study aiming to find out the relationship between income injustice 
and burnout, that employees suffering from income injustice had higher levels of burnout. Çalışkan (2014) 
found a negative significant relationship between organizational justice and burnout. As for the study 
investigating the relationship between the emotional exhaustion and organizational justice perceptions of 
nurses working at a private hospital (Güllüoğlu Işık, 2015), it concluded that there was a negative 
relationship between distributive justice (one of the subdimensions of organizational justice) and emotional 
exhaustion. 
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2. Method  
2.1.  The Purpose and Hypothesis of the Study  
The present study aims to find out the relationship between the organizational justice perceptions and 
burnout levels of nurses. For this purpose, the below model was created: 

 

 

 

 

 

 

 

Figure 1. Study Model 

There are a number of studies pointing to a significant and strong relationship between the justice 
perceptions and burnout levels of employees. In this regard, it is expected that the burnout levels of nurses 
decline as their organizational justice perceptions increase. In order to test this expectation, the below 
hypothesis has been developed: 

H1: The organizational justice perceptions of nurses affect their burnout levels negatively.  

2.2.  The Sample of the Study 
The study group consists of nurses working at public hospitals in the province of Tokat. The survey form 
developed for data collection was administered to 200 randomly-selected nurses who volunteered to take 
part in the study. Ten of these survey forms were excluded from the evaluation for being incomplete or not 
being filled properly. As a result, the analyses were carried out with the data obtained from 190 nurses. 

In Table 1, the distribution of the sample according to demographic characteristics is summarized. 
According to the table, 76.8% (146) of the sample are female; 28.4% (54) are aged 18-25; 65.8% (125) are 
married and 44.2% (84) have bachelor education.  

Table 1. Distribution of the Sample According to Demographic Characteristics 

Demographic Characteristics Number Percentage 
Gender Female 146 76.8 

Male 44 23.2 
Age Group 18-25 54 28.4 

26-30 32 16.8 
31-35 26 13.7 
35 and older 78 41.1 

Marital Status Married 125 65.8 
Single 65 34.2 

Education High-School 54 28.4 
Associate Degree 47 24.7 
Bachelor’s Degree 84 44.2 
Postgraduate Degree 5 2.6 

In Table 2, the distribution of the sample according to the mode and conditions of work is summarized. 
According to the table, 33.2% of the participants (63) have 0-5 years of experience; 76.8% (146) are 
department nurses; 31.1% work in internal clinics and 29.5% (56) always work in the night shift. 
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Table 2. Distribution of the Sample According to Mode and Conditions of Work 

Mode and Conditions of the Work Number Percentage 
Experience 0-5 63 33.2 

6-10 48 25.3 
11-15 26 13.7 
16 and more 53 27.9 

Clinical Duty  Department Nurse 146 76.8 
Head Nurse 20 10.5 
Other 24 12.6 

Unit of Service Internal Clinic 59 31.1 
Surgery Clinic 32 16.8 
Emergency 18 9.5 
Intensive Care Unit 44 23.2 
Surgery Room 6 3.2 
Other 31 16.3 

Length of Service in 
the Unit 

0-5 104 54.7 
6-10 61 32.1 
11-15 15 7.9 
16-Above 10 5.3 

Mode of Work Day-shift 56 29.5 
Night-shift 35 18.4 
Job Rotation 19 10.0 
Guard duty 80 42.1 

2.3. Scales Used in Data Collection  

The scale used for data collection in the present study consists of 3 section. In the first section, there are 
demographic statements developed in order to find out the characteristics of the sample group. 

In the second section, the organizational justice scale is given place. Consisting of 20 items and 3 sub-
dimensions, this scale was developed by Niehoff and Moorman (1993) and adapted to Turkish by Atalay 
(2007). 

In the third and the last section of the survey form, the Maslach Burnout Scale is employed. The Maslach 
Burnout Scale consists of 22 items and 3 sub-dimensions which are depersonalization, emotional exhaustion 
and reduced personal accomplishment. In this scale developed by Maslach (1982) and adapted to Turkish by 
Ergin (1992), the items in the reduced personal accomplishment scale are positive statements compared to 
the subdimensions of depersonalization and emotional exhaustion. Low scores given to these items point to 
a high level of burnout (Ardıç and Polatcı, 2008: 79).  For this reason, the items in the subdimension of 
reduced personal accomplishment are reverse-coded items. The survey questions were prepared using the 
five-point Likert-type Scale. The participants were asked to code the right option for themselves in a numeric 
scale from 1 to 5 (1: Never; 2: A few times a year; 3: A few times a month; 4: A few times a week; 5: 
Everyday) 

The reliability and validity tests of the scales were carried out as they were developed before the study. In 
order to test the validity of the scales for the sample of the study, a confirmatory factor analysis was carried 
out. The fit values of the standard model according to the confirmatory factor analysis are given on Table 3 
(Meydan and Şeşen, 2011: 37). 
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Table 3. Fit Values of the Standard Model 

Measure of Fit Good Fit Values Acceptable Fit Values 
RMSEA 0.00<RMSEA<0.05 0.05<RMSA<0.08 

GFI 0.90<GFI<1.00 0.85<GFI<0.90 
AGFI 0.90<AGFI<1.00 0.85<AGFI<0.90 

IFI 0.95<IFI<1.00 0.90<IFI<0.95 
NFI 0.95<NFI<1.00 0.90<NFI<0.95 
CFI 0.97<CFI<1.00 0.95<CFI<0.97 
RFI 0.90<RFI<1.00 0.85< RFI <0.90 

As a result of the analysis carried out using Amos, 2 items (Item 12 and Item 22) of the burnout scale were 
excluded from the survey form in line with the recommendation of the software. The results demonstrating 
the validity of the scale are summarized on Table 4.   

Table 4. Fit Values of the Recommended Model and Standard Measures of Fit 

Scale X2 Sd X2/Sd P GFI IFI CFI RMSEA 

Organizational Justice 217.261 143 1.519 0.0000 0.900 0.976 0.975 0.052 

Burnout 204.650 140 1.462 0.0000 0.906 0.964 0.962 0.049 

In order to test the reliability of the scales, Cronbach’s Alpha values were evaluated. These values are 
summarized below on Table 5: 

Table 5. Cronbach’s Alpha Coefficient Values of the Scales 

Name of the Scale Number of Item Cronbach’s Alpha Value 

Perceived 
Organizational 
Justice  

Total Perceived Organizational Justice 20 0.942 

Distributive Justice 5 0.783 
Procedural Justice 6 0.895 
Interactional Justice 9 0.913 

Burnout Level Total Burnout Level 20 0.775 
Emotional exhaustion 9 0.645 
Depersonalization 4 0.809 
Reduced Personal Accomplishment 7 0.732 

According to the results of the confirmatory factor analysis carried out to test the validity of the 
organizational justice and burnout scales, it is seen that the goodness of fit values of the scales are acceptable. 
It has been found out that the Cronbach’s Alpha Coefficients of all scales and subdimensions are higher than 
the threshold value of 0.6 which demonstrates that the scales are reliable, as well. In conclusion, both scales 
are verified, valid and reliable. 

2.4. Findings 
The fit indices obtained as a result of the structural equation modelling which was established to evaluate 
the relationship between the organizational justice perceptions and burnout levels of nurses are given on 
Table 6. 

Table 6: Model 

Measure of fit Value Goodness of Fit 
X2 /sd 2.548 Acceptable Fit 
RMSEA 0.061 Acceptable Fit 
IFI 0.973 Good Fit 
NFI 0.957 Good Fit 
CFI 0.973 Good Fit 
RFI 0.919 Good Fit 
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Table 6 shows that the model can be used. The test results concerning the established model are summarized 
in Figure 2: 

Figure 2. Test Results of Structural Equation Model 

 

 

 

 

 

 

According to the findings, there is a negative significant relationship between the organizational justice 
perceptions and the burnout levels of nurses. A positive increase in their organizational justice perceptions 
will brings along a decline of 0.36 points in their burnout levels. 

On the other hand, it has been found out that the organizational justice perceptions of nurses are more 
effective on emotional exhaustion compared to other subdimensions of burnout. This finding demonstrates 
that nurses suffer mostly from emotional exhaustion. In other words, the findings of the study indicate that 
nurses generally do not experience depersonalization or reduced personal accomplishment but in fact, suffer 
from emotional exhaustion. 

Besides, it has been demonstrated that the procedural justice from the subdimensions of organizational 
justice perception is more influencing compared to the other subdimensions. 

2.5. Conclusion and Recommendations 

Being of great importance for the society, hospitals are healthcare organizations that offer a labour-intensive 
service. Thus, their meeting the needs of the society depends considerably on the performance of healthcare 
workers. For this reason, hospital managements should provide an environment where the personnel can 
develop a positive attitude towards their job. 

In the present study, the relationship between the organizational justice perceptions and burnout levels of 
nurses has been investigated. For this purpose, face-to-face interviews have been carried out with 190 nurses 
working in Tokat province. 

As a result of the study, a negative significant relationship has been found out between the organizational 
justice perceptions and the burnout levels of nurses, in the first place. This result is in parallel to the 
literature in general terms. Many studies in the literature suggest that there is a negative relationship 
between organizational justice perceptions and burnout levels (Kılıç and Seğmen, 2011; Uluköy, 2014; 
Çalışkan, 2014; Güllüoğlu Işık, 2015). In conclusion, it can be said that practices aiming to increase the justice 
perceptions of nurses at hospitals will reduce their burnout levels. 

Furthermore, it has been found out that the emotional exhaustion levels of nurses are much higher 
compared to the subdimensions of depersonalization and reduced personal accomplishment. This result is in 
parallel to the literature (Barutçu and Serinkan, 2008; Çalışkan, 2014). Based on this finding, healthcare 
managers are recommended to take measures in order to reduce the burnout perceptions of nurses. 
Otherwise, it is expected that the emotional exhaustion experienced by nurses will lead to depersonalization 
and then, reduced personal accomplishment. As a result, the increase of the burnout levels of nurses might 
result in negative effects on hospital performance.  

Within the scope of the study, it has also been concluded that the levels of procedural justice perceptions of 
nurses are much lower compared to the other subdimensions which is in parallel to the literature. For 
example; Şahin and Taşkaya (2011) found out that the procedural and distributive justice perceptions of 
nurses were lower. However, Söyük (2007) found out that the distributive justice perceptions of nurses were 
lower compared to the levels of other subdimensions. The difference of these results might be explained 
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with the sample of the study because Şahin and Taşkaya (2010) carried out their study at a public hospital 
whereas Söyük (2007) carried out his study at a private hospital. Due to the standard salary procedure 
applied in the public sector, the distributive justice perceptions of nurses working at public hospitals is not 
expected to be lower compared to the other subdimensions. As for procedural justice, it is about the 
decision-making process of employees concerning the obtained gains. So, the lack of a performance-based 
salary system in the case of nurses might have led to low procedural justice perceptions. 

Based on the results of the present study, a study handling the case of nurses working in public and private 
sector where a performance evaluation system is carried out might contribute to the literature. Thus, it can 
be understood whether low procedural justice perception results in fact from the performance evaluation 
system. 

REFERENCES 

Ardıç, K., & Polatcı, S. (2008). Tükenmişlik sendromu akademisyenler üzerinde bir uygulama (GOÜ 
Örneği). İktisadi ve İdari Bilimler Fakültesi Dergisi, 10(2), 1-28. 

Arı, M., Gülova, A. A., & Köse, S. (2017). Örgütsel Adalet Algısı İle Örgütsel Bağlılık Davranışının İlişkisi: Bir 
Sağlık Kuruluşunda Araştırma. Dokuz Eylül Üniversitesi Hemşirelik Fakültesi Elektronik 
Dergisi, 10(1).43-51. 

Atalay, D. D. (2007). Denklik duyarlılığı açısından algılanan örgütsel adalet-örgütsel bağlanma 
ilişkisi. Yayımlanmamış Doktora Tezi) Ankara Üniversitesi Sosyal Bilimler Enstitüsü, Ankara. 

Atkins, P. M., Marshall, B. S., & Javalgi, R. G. (1996). Happy Employees Lead to Loyal Patients. Marketing 
Health Services, 16(4), 14. 

Bağcı, Z. (2016). Hemşirelerin Örgütsel Adalet Algılarının İş Tatminleri Üzerindeki Etkisini İncelemeye 
Yönelik Bir Araştırma. Pamukkale Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, (25), 330-346. 

Balaban, Ö., & Konyali, H. (2016). Kamu Çalışanlarının Tükenmişlik Düzeyleri Ile Örgütsel Adalet Algıları 
Arasındaki Ilişkinin Incelenmesi: Sakarya Sgk Örneği. Siyaset, Ekonomi Ve Yönetim Araştırmaları 
Dergisi, 4(1). 

Barutçu, E., & Serinkan, C. (2008). Günümüzün Önemli Sorunlarından Biri Olarak Tükenmişlik Sendromu 
ve Denizli’de Yapilan Bir Arastirma. Ege Academic Review, 8(2), 541-561. 

Baykan Z, Çetinkaya F, Nacar M, Kaya A, Işıldak M,Ü. (2014). Aile Hekimlerinin Tükenmişlik Durumları ve 
İlişkili Faktörler. Türk Aile Hekimleri Dergisi 18(3):122-133. 

Bies, R. J. (2001). Interactional (in) Justice: The Sacred and the Profane, Advances in Organizational Justice 
içinde, J. Greenberg & R. Cropanzano (Eds.), Stanford, CA: Stanford University Pres, 89-118. 

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2001). Justice at the millennium: a 
meta-analytic review of 25 years of organizational justice research. Journal of applied 
psychology, 86(3), 425. 

Cordes, C. L., & Dougherty, T. W. (1993). A review and an integration of research on job burnout. Academy 
of management review, 18(4), 621-656. 

Çalışkan, S. C. (2014). Pozitif Örgütsel Davranış Değişkenleri Ile Yeni Araştırma Modelleri Geliştirme 
Arayışları: Pozitif Örgütsel Davranış Değişkenlerinin Işe Adanmışlık, Tükenmişlik Ve Sinizm 
Üzerine Etkileri Ve Bu Etkileşimde Örgütsel Adalet Algısının Aracılık Rolü Üzerine Bir Araştırma. 
B. Dokuz Eylül Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, 16(3), 363-382. 

Çatak T, Bahçecik N. Hemşirelerin İş Yaşamı Kalitesi Ve Etkileyen Faktorlerin Belirlenmesi. MUSBED 
2015;5(2):85-95. 

Cihangiroğlu, N., Şahin, B., & Uzuntarla, Y. (2016). Hekim Ve Hemşirelerin Psikolojik Sözleşme Ve Örgütsel 
Adalet Algılarının Karşılaştırması. Gülhane Tıp Dergisi. 58: 148-152 



E. Irk – M. Ardıç – A. Balcı 11/2 (2019) 1172-1182 

İşletme Araştırmaları Dergisi                                                                                                 Journal of Business Research-Turk 1180 

Çimen, M. (2002). Maslach Tükenmişlik Ölçeği Sağlık Personeli Türkiye Normlarının Silahlı Kuvvetler 
Sağlık Personeli Tükenmişlik Puanları Ile Karşılaştırılmalı Olarak Incelenmesi. Toplum Ve Hekim 
Dergisi. 17: 212, 216. 

Derin N. ve Demirel E,T. (2012). Tükenmişlik Sendromunun Örgütsel Bağlılığı Zayıflatıcı Etkilerinin Malatya 
Merkez’de Görev Yapan Hemşireler Üzerinde Incelenmesi]. Süleyman Demirel Üniversitesi İktisadi 
Ve İdari Bilimler Fakültesi Dergisi2012;17(2). 509-530. 

Ergin, C. (1992). Doktor ve hemşirelerde tükenmişlik: Maslach Tükenmişlik Envanterinin Uyarlanması. VII. 
Ulusal Psikoloji Kongresi, Ankara. 

Erkuş, A., Turunç, Ö., & Yücel, R. (2011). Örgütsel adalet ve örgütsel bağlılık arasındaki ilişkilerde içsel ve 
dışsal iş tatmininin aracılık rolü: Bankacılık sektöründe bir araştırma. Eskişehir Osmangazi 
Üniversitesi İİBF Dergisi, 6(1), 245-270. 

Garner, B. R., Knight, K., & Simpson, D. D. (2007). Burnout among corrections-based drug treatment staff: 
Impact of individual and organizational factors. International Journal of Offender Therapy and 
Comparative Criminology, 51(5), 510-522. 

Helvacı İ, Turhan M. (2013). Tükenmişlik Düzeylerinin İncelenmesi: Silifke’de Görev Yapan Sağlık 
Çalışanları Üzerinde Bir Araştırma. İşletme ve İktisat Çalışmaları Dergisi. 1(4):58-68. 

Işık, O., Uğurluoğlu, Ö., & Akbolat, M. (2012). Sağlık Kuruluşlarında Örgütsel Adalet Algilarının Örgütsel 
Bağlılığa Etkisi. Dogus University Journal, 13(2). 254-265. 

Işık, Ö. G. (2015). Duygusal Tükenmişlik Ve Kurumsal Adalet İlişkisi: Özel Bir Hastanede Görev Yapan 
Hemşireler Üzerine Bir Araştirma. Intermedia International Peer-Reviewed E-Journal Of 
Communication Sciences, 2(2). 

İçerli, L. (2010). Örgütsel Adalet: Kuramsal Bir Yaklaşım. Girişimcilik ve Kalkınma Dergisi. 5(1), 67-92. 

İyigün, N. Öykü (2012). “Örgütsel Adalet: Kuramsal Bir Yaklaşım”, İstanbul Ticaret Üniversitesi Sosyal 
Bilimler Dergisi, Yıl:11, Sayı:21, Bahar 2012, s.49-64. 

Karaeminoğulları, A. (2006), Öğretim Elemanlarının Örgütsel Adalet Algıları İle Sergiledikleri Üretkenliğe 
Aykırı Davranışlar Arasındaki İlişki ve Bir Araş- tırma, Yayımlanmamış Yüksek Lisans Tezi, 
İstanbul. 

Karaca, E ve Özmen, A. (2018).  Örgütsel Adaletin Örgütsel Vatandaşlık Davranışına Etkisi: Kamu ve Özel 
Sektörde Karşılaştırmalı Bir Araştırma. Kastamonu Üniversitesi İktisadi ve İdari Bilimler Fakültesi 
Dergisi. 20/1. 7-30.  

Karakuş, H. (2011). Hemşirelerin Iş Tatmin Düzeyleri: Sivas Ili Örneği. Dicle Üniversitesi Sosyal Bilimler 
Enstitüsü Dergisi, 3(6), 46-57. 

Karsavuran, S. (2014). Sağlık Sektöründe Tükenmişlik: Ankara'daki Sağlık Bakanlığı Hastaneleri 
Yöneticilerinin Tükenmişlik Düzeyleri. Hacettepe Üniversitesi İktisadi ve İdari Bilimler Fakültesi 
Dergisi, 32(2).  

Kavlu, İ., & PINAR, R. (2009). Acil Servislerde Çalışan Hemşirelerin Tükenmişlik ve Iş Doyumlarının Yaşam 
Kalitesine Etkisi. Turkiye Klinikleri Journal of Medical Sciences, 29(6), 1543-1555. 

Kaya, M., Üner, S., Karanfil, E., Uluyol, R., Yüksel, F., & Yüksel, M. (2007). Birinci Basamak Sağlık 
Çalışanlarının Tükenmişlik Durumları. TSK Koruyucu Hekimlik Bülteni, 6(5), 357-363. 

Kılıç, T., & Seymen, O. A. (2011). Sağlık Sektöründe, Tükenmişlik Sendromuna Etki Eden Faktörlerin Analizi 
ve Bir Araştırma. Yönetim ve Ekonomi Araştırmaları Dergisi, 16, 47-67. 

Kulakçı, H., Ayyıldız, T., Veren, F., Kalıncı, N., & Topan, A. Zonguldak İl Merkezi Kamu Hastaneleri’nde 
Çalışan Ebe ve Hemşirelerin Mobbing ve Tükenmişlik Düzeylerinin ve Bunları Etkileyen Faktörlerin 
Değerlendirilmesi. Koç Üniversitesi Hemşirelikte Eğitim ve Araştırma Dergisi (HEAD), 12(2), 133-
141. 



E. Irk – M. Ardıç – A. Balcı 11/2 (2019) 1172-1182 

İşletme Araştırmaları Dergisi                                                                                                 Journal of Business Research-Turk 1181 

Maslach, C. ve Jackson, S. E. 1981. The Measurement Of Experienced Burnout. Journal of Occupational 
Behaviour, 2, 99-113. 

Maslach, C. ve Michael P. L. (1997), The Truth About Burnout, Jossey-Bass, San Francisco, CA. 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual review of psychology, 52(1), 397-
422. 

Metin, Ö., & Özer, F. G. (2007). Hemşirelerin Tükenmişlik Düzeyinin Belirlenmesi. Journal of Anatolia 
Nursing and Health Sciences, 10(1). 

Meydan Cem Harun, Şeşen Harun (2011), Yapısal Eşitlik Modellemesi Amos Uygulamaları. Detay 
Yayıncılık; Ankara. 

Niehoff, B. P., & Moorman, R. H. (1993). Justice as A Mediator Of The Relationship Between Methods Of 
Monitoring And Organizational Citizenship Behavior. Academy of Management journal, 36(3), 527-
556. 

Özdevecioğlu, M. (2003). Algılanan Örgütsel Adaletin Bireylerarası Saldırgan Davranışlar Üzerindeki 
Etkilerinin Belirlenmesine Yönelik Bir Araştırma. Erciyes Üniversitesi Iktisadi Ve Idari Bilimler 
Fakültesi Dergisi, (21), 77-96. 

Özyer, K., & Azizoğlu, Ö. (2014). İş Hayatında Kadınların Önündeki Cam Tavan Engelleri Ile Algılanan 
Örgütsel Adalet Arasındaki Ilişki. AİBÜ-İİBF Ekonomik Ve Sosyal Araştırmalar Dergisi. 

Pelit, E., & Bozdoğan, İ. (2014). Çalışanların Örgütsel Adalet Algılamalarının Tükenmişlik Düzeyleri 
Üzerindeki Etkisi: Kemer’deki Beş Yıldızlı Otel Işletmelerinde Bir Uygulama. İşletme Araştırmaları 
Dergisi, 6(2), 37-66. 

Polatcı, S., & Özyer, K. (2015). Rol Stresörlerinin Tükenmişlik Üzerindeki Etkilerine Yönelik Bir 
Araştırma. The Journal of Academic Social Science Studies, 33(1), 29-40. 

Sarsılmaz H, Yıldırım Y, Fadıloğlu Ç.(2015). Evde Bakım Hemşirelerinde Tükenmişlik. Acıbadem 
Üniversitesi Sağlık Bilimleri Dergisi 2015;6( 1):13-20. 

Söyük, S. (2007). Örgütsel adaletin iş tatmini üzerine etkisi ve İstanbul ilindeki özel hastanelerde çalışan 
hemşirelere yönelik bir çalışma. İstanbul Üniversitesi Sosyal Bilimler Enstitüsü Doktora Tezi, 
İstanbul. 

Şahin, B., & Taşkaya, S. (2010). Sağlık Çalışanlarının Örgütsel Adalet Algılarını Etkileyen Faktörlerin Yapısal 
Eşitlik Modeli İle İncelenmesi. Hacettepe Sağlık İdaresi Dergisi, 13(2). 

Şahin, D., Turan, F. N., Alparslan, N., Şahın, İ., Faıkoğlu, R., & Görgülü, A. (2008). Devlet Hastanesinde 
Çalışan Sağlık Personelinin Tükenmişlik Düzeyleri. Archives of Neuropsychiatry/Noropsikiatri 
Arsivi, 45(4). 

Şeşen, H. (2010). Adalet Algısının Tükenmişliğe Etkisi: İş Tatmininin Aracı Değişken Rolünün Yapısal Eşitlik 
Modeli İle Testi. Savunma Bilimleri Dergisi, 9(2), 67-90. 

Şimşek, M. Ş., Emhan, A., Demirtaş, Ö., & Topuz, G. (2015). Mobing, Algılanan Örgütsel Adalet ve 
Tükenmişlik İlişkileri Üzerine Bir Alan Araştırması. Bartın Üniversitesi İİ BF Dergisi, 6(11), 199-214. 

Top, M., Gider, Ö., & Ünalan, D. (2010). Hastane Sektöründe İş Performansını Etkileyen Örgütsel 
Değişkenlerin (Faktörlerin) İncelenmesi: Kayseri Ve Kocaeli İllerindeki Hemşireler Üzerine Bir Alan 
Araştirmasi. Yönetim: İstanbul Üniversitesi İşletme İktisadı Enstitüsü Dergisi, (66), 71-96. 

Tunçel, Y. İ., Kaya, M., Kuru, R. N., Menteş, S., & Ünver, S. (2014). Onkoloji Hastanesi Yoğun Bakım 
Ünitesinde Hemşirelerin Tükenmişlik Sendromu. Türk Yoğun Bakım Derneği Dergisi. 12(2).57–62 

Uluköy M.(2014). Sağlık Çalışanlarının Örgütsel Adalet Algısı Ile Tükenmişlik Duyguları Arasındaki Ilişki: 
Bir Uygulama. Dumlupınar Üniversitesi Sosyal Bilimler Dergisi. 39: 213-226. 

Yakut, H. İ., Kapisiz, S. G., Durutuna, S., & Evran, A. (2013). Sağlık Alanında Çalışma Yaşamında 
Tükenmişlik. Jinekoloji-Obstetrik ve Neonatoloji Tıp Dergisi. 10(38).1564-1571. 



E. Irk – M. Ardıç – A. Balcı 11/2 (2019) 1172-1182 

İşletme Araştırmaları Dergisi                                                                                                 Journal of Business Research-Turk 1182 

Yavuzyılmaz, A., Topbaş, M., Çan, E., Çan, G., & Özgün, Ş. (2007). Trabzon Il Merkezindeki Sağlık Ocakları 
Çalışanlarında Tükenmişlik Sendromu Ile Iş Doyumu Düzeyleri Ve Ilişkili Faktörler. TSK Koruyucu 
Hekimlik Bülteni, 6(1), 41-50. 

Yeniçeri, Ö., Demirel, Y., & Seçkin, Z. (2009). Örgütsel Adalet Ile Duygusal Tükenmişlik Arasındaki Ilişki: 
İmalat Sanayi Çalışanları Üzerine Bir Araştırma. Karamanoğlu Mehmetbey Üniversitesi İktisadi ve 
İdari Bilimler Fakültesi Dergisi. 11(16). 83-99. 

 

 


