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The purpose of the current study is to understand the relationship between organizational justice
and the effect of the fatalism on work related stress. Although, organizational justice has been found
to be a significant predictor of the work related stress in previous studies, fatalism which can be
related with work related stress and organizational justice as well, has not been studied before
together. In this correlational study, organizational justice, four dimensions of fatalism and job type
were considered as predictors and work-related stress was the criterion variable. In total, 100
academics and 66 support staff have participated to this study. Multiple regression analysis with
backward elimination was conducted. Results indicated that organizational justice, job type and luck
were significant predictors of the work-related stress. While an increase on organizational justice
perceptions lowers the work-related stress, luck and work-related stress seem increasing together.
Additionally, academic personnel have higher stress levels than support staff. However, superstition,
personal control, and predetermination dimensions of the fatalism were not found to be significantly
associated with work related stress. Policy improvements were offered in line with the findings and
recommendations for future studies were prescribed in discussion.
© 2021 IJPES. All rights reserved
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1. Introduction
The rate of change in every field in the twenty-first century, where people work more and spent longer hours
to live a more comfortable and prosperous life than in previous, is also reflected in the change in individuals'
expectations. As people's expectations increase, so does the expectations for them in business life. Some of
these expectations were met but some of them not even people try harder. Individuals give some physiological
and psychological reactions in challenging situations in which they cannot fully utilize their current potentials,
cannot cope with the situations, and therefore their expectations are not met. These reactions are generally
referred to as stress (Morey, Boggero, Scott, & Segerstrom, 2015).
Work related stress is one of the most important and rapidly growing factors affecting ones’ health. According
to “Stress in America: The State of Our Nation Report 2017” (APA, 2017) the increase on the percentage of
Americans experiencing at least one symptom of stress (i.e. feeling nervous, anger, fatigue) in the past month
reached to 75 which was 71 in 2016. Similarly, Health and Safety Executive (HSE) (2017) reports, that stress,
depression or anxiety accounts for the 40 percent of the total work-related ill health cases in Britain. According
to APA (2017), money and work are the top stressors among Americans, by considering the results of surveys
being conducted more than a decade. There are numerous studies all over the world suggesting similar results
too. For example, Leka, Griffiths and Cox (2003) indicates that work related stress can cause psychological
(such as; depression, anxiety, illogical thinking and decision making and so on) and physical problems (such
as; headache, muscle-skeleton disorders, high blood pressure and even in extreme cases heart attack). In fact,
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work related stress affects people negatively in any way (Kotteeswari & Sharief, 2014). For that reason,
increasing our insights on work stress can be beneficial for coping the negative effects of stress.
When work-related stressors examined, job reorganization (change) and job insecurity, workload, being
subject to unacceptable behaviors, lack of supervisory support, work-family conflict, mobbing, discrimination,
interpersonal relations arise as common stressors (Pan-European opinion poll on occupational safety and
health report [EU-OSHA], 2013; HSE, 2017; International Labour Organization [ILO], 2016; Leka, Griffiths, &
Cox, 2003). As some of these factors related with justice, it is not surprising that researcher has empirically
exhibited the relationship between organizational justice perceptions of employees and work related stress
(Fox, Spector, & Miles, 2001; Judge, & Colquitt, 2004; Lambert, Hogan, & Griffin, 2007). However, there can be
a factor which may be related with both justice perceptions of individuals and stress; fatalism which is not
adequately examined enough in organizational behavior literature. Since, justice understanding of the
individuals may be related with their fate understanding too (Elder, 1966). Jacobson (1999), for example, found
that justice perception and fatalism are correlated with each other. Hunt (2004), also, argues that beliefs about
wealth and poverty are generally examined by the view of individualist and structuralist point of views, but,
fatalistic view is another source which in turn may affect the work related stress because of the relation
between just distribution and work related stress. However, fatalism which is described as beliefs on nonpersonal forces for the things happens in the life (Wheaton, 1983), generally examined in theology (Kaya &
Bozkur, 2015) and health behavior (Shen, Condit & Wright, 2009).
Fatalism can be described as “everything has been determined before, and one cannot change what will
happen” (Kaya & Bozkur, 2015, p. 942). In literature, there is no consensus on the dimensionality of fatalism
(Shen et al., 2009). As can be seen in Powe and Finnie’s study (2003), scales measuring the fatalism generally
regarded as only one dimensional. Shen et al. (2009), on the other hand, criticize that view and suggest a multidimensional solution which has predetermination, luck, and pessimism dimensions. Elder (1966), on the other
hand, suggest theological and empirical fatalism dimensions for participants in India. Contrary, Hunt (1996),
consider fatalism as one dimensional and also handles together with luck. In this study, as conducted in
Turkish context where most of the people label themselves as Muslim, Kaya and Bozkur’s (2015) study results
are followed in which four dimensional factor solution is suggested, namely; predetermination, luck, personal
control and superstitiousness. One of the interesting promises of their study is the addition of
superstitiousness, which can be described as believing in protection power of some objects, being punished
just after doing something by the power of undefined things cannot be explained by just luck or
predetermination.
Hunt (2004; 1996) reports that, in American sample, people tend to believe that poverty and wealth are
consequences of individual attributions which is followed by structuralist views, and least favorable of the
beliefs are fatalistic views (God’s will and Good Luck) however results also suggest that 25 percent of the
participants think that fatalistic reasons (such as, luck) are important especially among disadvantaged groups.
Ehsani and Hosseini (2015) also indicate that low income is significantly related with fatalism. Similarly,
Aslantekin, Erdem, Aslan and Göktaş’s study (2005) support that finding, and they add that fatalism level of
the participants significantly differ according to educational level where higher levels of education indicate
lower fatalism. Similarly, Beckert and Lutter (2013) report that spending money for lottery is significantly and
positively predicted by low income and high fatalism which can be considered as a way of copping the
poverty. Kaya and Bozkur (2015) even states that there are thoughts that fatalism used as a way to manage the
low income people. For those reasons, poverty or wealth which can be considered as a consequence of
distribution may also be related with organizational justice perception and in turn related with stress. By
considering the previous studies, it can be said that less educated and disadvantaged or low income groups
(Aslantekin et al., 2005; Beckert & Lutter, 2013; Ehsani &Hosseini, 2015; Hunt, 2004; 2002; 1996; Powe, Daniels,
& Finnie, 2005; Straughan & Seow, 1998) may be more fatalistic. So employees who are paid lower, in this
study the support staff, may show more work related stress due to being paid less, but at the same time, they
may show higher levels of fatalism as well. However, fatalism can be a way for them to cope with this situation
and may result a decrease in stress levels as well.
In health behavior studies, effect of fatalism is examined, especially, on cancer cases (e.g. De Los Monteros &
Gallo, 2011; Miles, Voorwinden, Chapman, & Wardle, 2008; Powe et al., 2005; Powe & Finnie, 2003). In
common, fatalism found to be a significant factor affecting the cancer screening behaviors in a negative way.
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Fatalism also considered as a predictor of depression but can be thought as a way of coping strategy too
(Aranda, Castaneda, Lee, & Sobel, 2001). Similarly, Egede and Bonadonna (2003), consider fatalism and other
religious views as a coping strategy on diabetes cases. Park, Edmondson and Mills (2010), on the other hand,
argue that stress and religiosity, which consist of the fatalism believes, have a recursive relation. So, it can be
said that, lack of control on the things happening around us may cause stress, however blaming the external
forces may also be a good tool for coping with the stress as a result of undesirable happenings. As in the case
of undesirable consequences of unjust distribution happens to people, like in poverty situation, then, the
people who have higher levels of fatalism should be living less stress. On the other hand, if fatalism is response
to stressors, then mutual / reciprocal increase should be expected on both stress levels and fatalism scores.
While studying the relationship of fatalism and stress, it is also important to include justice perception to
models, as they may be sharing some variance together. Studies regarding to justice on organizational level,
suggest that satisfaction of the justice perceptions is very important to keep the employees together
(Cropanzano, Bowen, & Gilliland, 2007). Employees evaluate the consequences of each decision taken in the
organization and judge their fairness (Colquitt, 2001). However, these judgements are based on employees’
subjective perceptions of fairness rather than the exact fairness (Cropanzano et al., 2007). So the employees’
satisfaction about fairness is indeed how it’s perceived by employees. In this context, justice and fairness are
the concepts about the perceptions of the decisions and their consequences in organizational settings (Judge
& Colquitt, 2004).
Organizational justice, although there are different views on its dimensionality, has three basic dimensions
which are related with each other (Cropanzano et al., 2007; Neuman, 2004). Distributive justice, as one of the
first defined dimension of the organizational justice is about the balance between the output of the employee
and what is obtained as a result of it (Folger & Konovsky, 1989). Procedural justice, on the other hand, is about
the role definition of the employees while having decision (Cropanzano et al., 2007), that is about the
perception on how fair is the process while the decision is taken and implemented (Moorman, Blakely, &
Niehoff, 1998; Tyler, 1988; Gilliland, 1993) and is derived from the law terminology (Greenberg, 1987). The last
important component of the organizational justice is interactional justice, which is about treating employees
with respect and dignity (Bies, 2005; Skarlicki & Folger, 1997) in other words it refers the quality of the
interpersonal interaction in work settings (Cropanzano, Prehar, & Chen, 2002).
Organizational justice literature presents that justice perception of employees are related with some
organizational and individual factors. For example, Efeoğlu and İplik (2011) have found that organizational
justice perceptions of the employees are related with cynicism. Bakhshi, Kumar, and Rani (2009) found that
distributive justice and procedural justice are significant predictors of organization commitment while
distributive justice significantly predicts the job satisfaction. DeConinck and Stilwell (2004) also found
significant relation between organizational justice and organizational commitment. Elovainio, Kivimäki, and
Vahtera (2002) even indicated that organizational justice has an impact on the health conditions of the
employees. McFarlin and Sweeney (1992) also suggested that pay satisfaction and job satisfaction can be
predicted by distributive justice whereas procedural justice is a significant predictor of organizational
commitment and employees’ evaluation of managers.
As stated before, organizational justice is, additionally, a significant predictor of work-related stress (Fox et
al., 2001; Francis & Barling, 2005; Judge & Colquitt, 2004; Lambert et al., 2007). If an employee thinks that s/he
is not treated justly, and the employee has not got the power to change the situation, then employee may start
to show stress symptoms. In this study, as already supported by the literature, organizational justice is
considered as a significant predictor of work-related stress along with fatalism.
It is very important for university personnel who have a critical role in the development of science-producing
and future-generating individuals to work in a healthy environment. The purpose of the current study is to
understand the relationship between work related stress, organizational justice, job type and the possible effect
of the fatalism on university personnel. Since employees faces many stressors which occur from injustice
behaviors of the supervisors or unequal distribution of resources, fatalism as it is also considered as a source
of distribution in society by some people, may be related with work stress. Additionally, employees having
diverse positions in an organization may be payed and treated differently, so job type is also considered to be

179

International Journal of Psychology and Educational Studies, 2021, 8(4), 177-185

related with work related stress. In this context the research question of this study is “Do organizational justice
perceptions and fatalism level of university personnel predict their work-related stress perceptions?”
2. Method
2.1. Design
In this study, correlational study design is followed (Fraenkel & Wallen, 2006). For testing the hypothesis
multiple regressions analysis was conducted. In this study, p value of .05 and below was accepted as the
significance level. Total score of three dimensions of organizational justice, four dimensions of fatalism and
job type are threaded as predictors of the work-related stress.
2.2. Participants and data collection procedure
Participants are chosen from the academics and support staff from the university of the researchers, as it is
difficult to reach other work settings and universities for this kind of study where there are questions which
may be considered as sensitive, since their fatalistic understanding may also reveal their religious
understandings. Before conducting the study, permissions were gathered from ethic committee of the
university. In order to warrant anonymity, participants informed that any questions that may yield their
identity can be omitted, additionally questionnaires are collected in manner that no one can distinguish one
from another. As a result, some of the participants did not indicate their title, responsibility, faculty or
department. For that reason, it was impossible to give detailed information about participants, and include
some demographics into the model. In total, 100 academics and 66 support staff have participated in the study,
where the 85 of the participants were male and 70 of them were female. When the ages of the participants who
have filled that information vary between 20 to 56.
2.3. Measures
2.3.1. Organizational justice scale. In order to measure the organizational justice perceptions of the
participants, organizational justice scale developed by Niehoff and Moorman (1993) and adapted to Turkish
by Yıldırım (2007) is used. The scale has three dimensions, Distributional Justice, Procedural Justice, and
Interactional Justice. Cronbach alpha values of each dimension, in Turkish form, are .81, .89, and .95
respectively as reported by Yıldırım (2007).
2.3.2. Fatalism scale. In this study, for measuring the fatalistic understandings of the participants, Fatalism
Tendency scale developed by Kaya and Bozkur (2015) is used. This scale has 24 items for measuring, four
dimensions: predetermination, luck, personal control and superstitiousness. Internal validity test results of the
scale can be considered satisfactory, as Cronbach alpha value for the whole scale estimated as .86, while .86
for predetermination, .71 for luck, .78 for personal control, and .78 for superstitiousness.
2.3.3. Job stress scale. For measuring the work-related stress, Job Stress Scale developed by House and Rizzo
(1972) and adapted to Turkish by Efeoğlu (2006) is used. This scale is unidimensional and has seven items.
Results regarding to internal validity show Cronbach alpha values between .71 and .89 in previous studies
(e.g. Grandey & Cropanzano, 1998; Güler, 2013).
2.4. Limitations
One of the main limitations of this study was the impossibility of gathering detailed information from
participants for anonymity reasons. Some little information, for example knowing one’s age and department
may easily reveal the participant’s identity. For that reason, although participants asked to give information
about these demographics, they were also informed that they can omit these questions. Many participants, in
turn, did not respond these questions. So, it was impossible to compare the stress levels, or fatalism levels of
participants on different levels of their academic career.
3. Findings
Before conducting regression analysis, a parametric statistical procedure, assumptions were checked. Results
indicated nearly normal distribution for continuous variables, as controlled by skewness and kurtosis values
and they were between -.565 and .625 values, additionally histogram graphs were on acceptable shape. As the
control of z-scores of the variables indicated two outliers they have been removed from the data set, in total
164 participants’ data were used in analysis. Additionally, residual plots were almost normally distributed
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and there was no heteroscedasticity problem as the visual check of the P-P plots and scatter plots indicates.
Multi-collinearity, another assumption of the regression analysis, was checked via Pearson correlations, VIF
values and Tolerance values. Among organizational justice sub scales there were higher levels of correlation,
between .49 and .79, detected. For that reason, total score gathered from the sub scales were used in this study.
All other correlations after computing total scores for organizational justice, were below .41 (Table 1).
Additionally, all the VIF values were below two on the last regression model and tolerance values were above
.10. Auto correlation on the other hand controlled by Durbin Watson value and found to be around acceptable
range (DW= 1.98). By considering all, regression analysis was conducted.
Table 1. Correlations Among Dependent and Independents Variables
1
2
3
4
5

Work related stress
Justice
Luck
Superstition
Personal control

6 Predetermination

1
-.403**
.222**
.046
.003

2

3

4

-.116
.063
.007

.410**
-.062

-.238**

-

.072

.077

.223

.338

-.128

**

5

**

6

Mean
16.60
3.34
10.62
12.37
22.61

sd
5.84
15.34
2.81
4.33
3.59

Cronbach Alpha
.88
.95
.63
.76
.69

-

24.91

7.38

.68

** Correlation is significant at the .01 level

In this study regression analysis preferred, by backward elimination method, where all the variables are
included at the first run and deletion of the most insignificant predictors in each run. Results revealed four
models (Table 2). First model in which all the variables entered, explains 24 percent of the variance on work
related stress significantly [F(6,163)=8.31, p<.05]. As personal control found least significant variable in the
model, it is removed. In the second model in which 24 percent of the variance on work related stress can be
explained significantly [F (5, 163) =10.03, p<.05]. In the second model, superstition was the least significant
variable has a p value greater than .05 and removed from the analysis. In the third model, again, 24 percent of
the variance significantly explained by justice, luck, predetermination, job-type [F (4, 163) =12.60, p<.05].
However, predetermination dimension has a p value greater than .05, and removed from the analysis as well.
On the last run, all the variables entered to model, organizational justice, luck and job-type explained the
almost 23 percent of the variance on work related stress significantly [F (3, 163) =15.78, p<.05].
When the
standardized β values were checked on the final model, organizational justice (β = -.384, t=-5.488, p<0.001),
luck (β =.200, t=2.842, p<0.05) and job-type (β = .187, t=2.679, p<0.05) were found to be significant predictors of
the work related stress.
Table 2. Multiple Regression Analysis Results
1
2
3
4

Model
Justice, luck, superstition, personal
control, predetermination, job-type
Justice, luck, superstition,
predetermination, job-type
Justice, luck, predetermination, jobtype
Justice, luck, job-type

R

R2

R2 Change

F

F Change

.491

.241

.241

8.310**

8.310

.491

.241

.000

10.034**

.007

.491

.241

.000

12.601**

.062

.478

.228

-.012

15.777**

2.602

Note: Backward elimination method was used

4. Results and Discussion
Findings of the current study suggest that organizational justice perceptions of the participants is a significant
negative predictor of work related stress, which means increase on the justice perceptions of the participants
lower the work related stress levels of the university personnel. This finding is similar with the previous
studies (e.g. Fox et al., 2001; Francis & Barling, 2005; Judge & Colquitt, 2004; Lambert et al., 2007).
In this study, among the fatalism dimensions, only luck is found to be a significant predictor of the workrelated stress. Indicating that increase in the luck belief associated with the increase on work related stress.
This may be due to the fact that, participants who experiences more work-related stress may try to explain
undesired outcomes in work settings by luck. This may help them cope with the stress faced in work settings,
as Kuşat (2000) and Foster and Kokko (2009) suggest. Similarly, West, Griffin and Gardner (2007) suggest that
luck and similar beliefs increase when there is ambiguity and help people to find causal explanations for the
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outcomes. This finding can, also, be considered as a support for the Hunt’s (2004) study in which participants,
coming from lower socioeconomic backgrounds, consider unjust distribution occurs from fatalistic forces.
Academic personnel found to be experiencing higher levels of stress in this study too. This may be due to
higher amount of workload in Turkish university settings (Sarvan & Karakaş, 2001). Additionally, promotion
expectations of the academic personnel may lead higher levels of stress as well, especially for assistant
professors (Göksel & Tomruk, 2016). However, support staff, in general, do not rush for promotion, since they
have limited opportunity to get promotion in organizational structure of the universities in Turkey, at the
same time finding a fatalistic explanation may be reducing their stress level too. Additionally, academics are
also responsible from teaching in universities, which is generally thought as one of the most stressful
occupation (Johnson et al., 2005).
Surprisingly, procedural and interactional justice were not found as significant predictors of work-related
stress. This may be due to facts that, as a bureaucratic public university where most of the personnel and
managers are well educated, stuffs behave each other kindly and procedures are executed in similar manner
for all. Moreover, superstition, personal control and predetermination dimensions were not found significant
predictors of work-related stress.
By considering all, it can be recommended that there is a need for some improvements on role definitions,
salaries, promotions, and work conditions of academics in Turkey. As some of the academics work without
job security, and promotion conditions are considered very strict. While some academics who have finished
their doctorate, studies work as research assistants, some of them have assistant professor degree, which
differs their earnings and rights significantly. However, work conditions and academic culture vary among
universities dramatically. Additionally, regional cultures also differ from one province to another. For that
reason, similar studies can be conducted before setting an understanding on the possible effect of fatalism. It
should be noted that, this study has been conducted in university setting where most of the participants have
higher levels of education. Academics, some of the participants of this study, conduct scientific research. In
other organizations, where employees are not familiar with scientific methods, other dimensions of the
fatalism may also be related with job stress. Conducting similar studies in different work settings is
recommended for understanding possible effect of fatalism on organizational issues.
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