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TNTRODUCTION
OrSanizationil juslice is conceptualizcd as a

mLrltidimensional clrnslr:uct and a ulullitalrrled
concept so rt {:overs lhl \|ho]t titing lrom svslern
ol paymenl to lr-eatmL.nt bv {rnds bos\ lColquitt
et al., 2005t Gr.cnb.rg, 2005 7:rfnt. PheL.n,
2005) 0rganir:rtiLr:r.rl lustlce rclcrs to tll.
indi,, idu:l's per.epiiLrn ol th. lairn.ss ol'
trentment rccairad from .n organrzntion and
l,r pl r\ or rll,.. r..l

0rernandes and Arvamleh, 2006).0rganizational
justice has a long history in research field and
scholars have planncd verious dimensions of
organizational justice. J Stacy Adams in 1965
prcsented his theor-v ofequality and sholved drat
pcople are $/illrng to l-eccivc a fair ret"-ard lor
wo.L. q t-\\ rp.F.ir. .. \Jv ..ll itl t . nr .

cirllcd the theory ol jLlsticc, because it !"-ill lbcus
on equitable drstribLrLion ol income anlorg
individuals to attarn a high level of motivatron.
I11 rhe organizatron and managl.ment,
orgenizational justice u,as uscd firsr by Grcenbcrg
in 1970. According to Creenberg,organizational
ju5tice is related lo enrl)loyees' perception o1'

fair-ness in lhe organization. Alter 1990, a new

chapttr begnn ir1 empilical studrcs rcgardir)11
,, ,'| l ,liol,
lN{cdo\l,al & Flclclrcr, 200,1). There are fi\,-.
dimensions ol orij:rnir:ltional lLlstice: distr ibutivc
lf.rrness ol outcomesl, procedLlral [f.rirness of
proccssesl .r1d intcractional IIeirncss ol'
intcrIersonal trcatn)L'nt or)e rereives from
other-sl Latcr on two more dtmensions of
orgnnizatiorral justrce are added by Usntani and

Jamal, 2013 .rs ternpol-al liair distribution of timc)
and spatill (lair distributlon in spaccl.

OBJECTIVES OF THE S'TUDY
Tar sludv the antecedenls and conscqucnccs

of organlzational jLrsLicr, or) the basis r)fthorough
revieLv ol earlicr studies relaterl to the topi(: tr-onr
the period ranging f|om 196,1 to 2015and to
suggest a sLrilable model depicting antecedents
and consrquences alibcling organizational jusuce.

RESEARCH METHODOLOGY
This stLrdv is conducteri to idcntiiy the

.rntcccdents an(l conseqLlences of organiziltional
justice. This study type is descriptive as r rll as
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ol carlicr signilicant studies R.s(]ar.h studics
published .luring lhe time pcriod rangirg from
196,1 to 2015 are taken rrn(ler ronsi(leration in
order lo explo].e the ant".cedents and
conscquenccs of organiz.ltional justice, ln older
to rclenlify thc sludics l-elated to the concel-ned

topic the internet search enginc Jstor.com, Willey
and emeraid,com that rover a large alatabase on

the journals relatcd to this topic are used. lhe
stuciies pLrblishe.l in narional and inlernatronal
journals and consid€red il) con[clcncL.s :1rc

collected in order to conduct a detailcd review ol
organizational justice.

LITERATURE REVIEW
o il,,r,,rr,.1 ,ljL , i ,l),,,,rir .r,";,i ,.

and processes use(i in taking decisions, rules and
social norms which nre de!,eloped through
intcrpersonal applicatrons IFolger &C ropanzano,
1998J. Il also locused on managerial and
psychological rcscarches ICo]quitt el al., 20011.

0rganizational justice rclcrs to ernl)loyee's
pel-ception regirrding iairness to the
organizational behaviors (Canrpbell & |inch,
200,1J. organizalional justrce ret".rs to the
inclividuals or groups perception ot the f.lirnL.ss
of trcatrn€nl reccived fi-om one Lllganiz.lljon .lnd
to check their behavjoral rcsponse l.r LIlel
per-ception [Yang et al., 2009]. OrgarizrLional
juslrce is a vcry common concept $/llh aliilereDt
.i l,,, r\ rl,. r \". r ph.l,. ,p'r. rl rnr.,rr.r.-r .r.

various ilelds andbranches [Hanrouleh&Heidari,
2009J. 0n the basis of r:eseal-ch, lhree types of
organizational justice have becn introduccd bv
the scholars: drstritrutive, pr'ocedural and
interactional jusliceIMc.lo!"_al& |letcher, 2004i
Nadiri&Tar)ova, 20101. Organizational justice
focused on the distriburive jusrrcc, which
describes the perccivcd fairness of outcolncs that
employees receive lron) olSanization
(Camgoz&Karapinar, 2011). The descripliorl of
lairness in the wol-kplace is consiclered as

organizational justice [Rasti]ar et al.,2012l. l herc
are fivedimensions of organizational lustjceviz:

Distributive iustice (DJ)
It refers to the pclceived lailness of the

outcarnles/ allocation of resourccs by thc
organisation [Greenberg, 1987). Distril)utive
justice is related to employees lvorklng at the
organizatiorl which obtain results for the urcrk
lhcy do and jLlstice used by ol-ganizalions through
several oulcomes like job criteria, w,ages and
promotions lMoorman, 19'l1J.

Procedural iustice [PJJ
It isa proccss lhcol-y that involves work

motivation which focuses on \4ror-kers'
p-.rceptions of lairness rhrough procedures used
to make decisions about distriburion ofoutcomes

Garul<h&Cheteshwar, 1998).lt can be reterred as

the ploccss and procedLlrepel-ceptions of
employees which are signilicantly bascd on
comparisons \.-itl) others IGrL.cnbc18, 1987;
l)eConinck, J.B, 2010J.

Interactional iustice (U)
It shows ho$,1air lhe managclncnl is treating

the employees in the org:rnization arrd it irlcludes
lhc degrce of l cspect, honesty and undel-starldinil
(Bics&Moag, 19U6). lt rciels to illleraction
bet\"-een trvo or more peoplc IMikula, I'ctriki
Talrzer, 1990)

Temporal iustice (TI)
Il nla!c{]nccrn lh. dillcrcnt vicu/ oi Fair

di\flrhLrtron oi h!ne. It is a set of poLi(:r-.s .nd
pra{Jrces that rl Lll rnrp.l.t Llrtt-"r-"nrL\: on (lifterent
people IGoodin,2010].,\ lel1 \rLr(lier h.r!'e been
found regarding tempornl r,-r\lrrr rn(i rherr
relationship with difierenl oLlt.orres

Spatial iustice [Sl)
Itincludes thc fair distl-ibulron ofspace ther

socially valucd rcsoLrrcL.s and oppoltunitics ta)

develop them [Marcuse, 2010l.Spalial justice
l)asicall) linked !rith space, location or position

{Click,Hyde&Sheikh,2012J Limitedstudieshave
been found regarding spatial justrce and their
reletionship \uth drlfcrcnl outcolncs.

ANTECEDENTS OF ORGANIZATIO\qL
JUSTICE

In the organizational context, justice reiers
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oi earlier significant studies Reseei.h studics

tr \l .h-J,lrrrts l,^ rim p^r'or'. o.. 'o|
196,1 io 2015 are taken ulrder corr:iderrlior in

order lo explor.e the antererlenti ind
consequenccs of organizational lushac lr LrrLirr
., ,l' i i) rl, \rr.d:r\ rPl.,r-rr r, rL

lopic the internet search cngille JstLrr aoxr, \\'r.le'.
and emcrald,com that cover a lergc Llal.lbasL'on
the journrls relatcd lo this topic rre used. The
studies published rn natronal an(l inlernational
iournals and considcred in confe):ences are
collected in order Lo condLlcl a detarled r-.\,i-.w of
orgallizatronal justice

LITERATURE Rf,VIEW
Organizational lustice is allocaling lhe gains

and proccsses used in takirrg decisions, rLllcs and
social norms which are developcd throuSl)
interpersonal applications (Folger &C roprnzano,
19981. lt also locused on managerial and
psychological resealches ICo]quitt et al., 20011

Organrzatlonal justice rclers lo L'mploycc's
perccption regarding iirnL'ss lo thc
organizational behaviors (Canrpbell & frnch,
20041. Organizalional lLrsti(.e ret-.rs to the
individLrals or groups perception ol ilre frrrness
oftreatment receivcd from one orgerriTnh!rr nnrl

tn .\,.k 11F.. r,-L|ri.r, r' I '
perception [Yang et a]., 2009) 0rg.rrrizaliorr.rl
jushce is a very common corlcept !\,ith dlir,erert
o.pe''. r'r ,l l-:. r p).ilo.opl.t,., r r , :
various fields anLlbranches 0lamouleh&Heidali,
2009). On the basis oF rescarch, lhree types of
organizational justice hive bcen ino'oduced b!,

the scholars: dislributive, procedural and
interactional justice(Mcdowal& liletcher, 2004;
Nadiri&Tanova, 20101. Organizational jLrstice

locuscd on the distributivc iuslice, which
describes the perceived fairness ofoutcomes thal
employecs receive lrom orgallization
[Camgoz&l(arapinar, 2011). The dcscription of
farrness in the wolkplace is consr(lere(l as

organizalional justjce IRastgar el a]., 2 0121. There
are fivedinlensions ot organizational lLrsticeviz:

Distributive iustice (DI)
It rcfers to the perccivcd failness of the

outcomes/ allocation of resources by the
organisation [Greenberg, 1987]. Dist butive
justice is related to employees working at the
organization which obtain results lor the work
they do and justice used by or ganizations through
several outcomes like job criteria, wages and
promotions [lv{oorman, 1991].

Procedural iustice [PIl
It isa process theory that involves lvork

motivation which focuses on workers'
perceptions of fairness through procedures used

to make decisions about distribution ofoutcomes

fFarukh&Cheteshwar, 1998]-lt can be referred as

the process and procedureperceptions of
employees which are significantly based on
comparisons with others IGreenberg, 1987;
Deconinck, J.B,20101.

Interactional justice (IJJ

Itshows howfairthe management is treating
the employees in the organization and it includes
the degree of respecl honestyandunderstanding

[Bies&Moag, 1986). It refers to interaction
between t\,vo or more people [Mikula, Petrik;
Tanzer, 19901.

Temporal justice (TJl
It mayconcern the different view of fair

distribution of time. It is a set of policies and
practices that \\,ill impact differently on different
people [Goodin,2010]. A fe\r studies ha\,e been
found regarding temporal jusaice and their
relationship with different outcomes.

spatial iustice (SJ)

Itincludes the fair distribution ofspace that
socially valued resources and opportunities to
deveiop them [Mdrcuse, 2010).Spatial justice
basically linked with space, location or position

[Glich Hyde & Sheikh, 2012J.Limited studies have

been found regardlng spatial justice and their
relationship with different outcomes.

ANTECEDENTS OF ORGANIZATIONAL

JUSTICE
In the organizational context, justice refers

\rol. XII, No.2; Dec. 2016 *
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to employees' perccptions of thc iairn'ss ol

treatmcnt l-ecelvL'd from organiTations'
Antece.lenls of organizatiollal justicc can be

calegorizatiol) in three gloups cnrployee
particrpation, communication and iusticc'limatc'
'Ihis categorization is not Llcliberate to be

comprehensive, but lhey charaderlze sonre ol'

the signilicant h€haviors and atlitlrdcs rel;]l{.d to

justicc perccPtlons.

Employee ParticiPation
High level of justice issupposed \.-hen

cmployecs tael lhat they have rcntribLrtion ln

processes than the employees who do not

recognize rhat they have the oppoftunitv to

participate IGreenberg &Fo]ger, 1983i Bies&

Shapiro, 1988J.'lhe pcrceptions ol inlera'lional
justice were obscNed to illcreese with L'mployee

participation lcole, lggTJEnployees Lel thal
thcy are concerncd in dccisron makrng or other

organiTational events whi.h is relT re{l Lo

perceivecl procedural justice INluh'rrrrrr:(l
2004).FLlrthermore,strtdies Ilave sho(r fhat

cmlrloyec contributroll is str{)ngll relatcd 1r rtlilre
pelcefLior of bolh procedLrral allrl nlerirtroral

iuslice [Kclnan&llang.s. 20f81 1: t\]:lnlrerl lhL'

eliL.cl ol pel-ti(1Dalir -' iiltL'r\ eai:ills r:r llllltsrellt
\\,orl(plares, !11lel e:ls orgalliz:ilLrn-rl lilsrir''olrlLl
be enhancrngbr Lr\in!l a p.Lrli.ipstrrr r' i.n'P\rork
lr'r l' lr r . l_l .'';

reorganrzation has bcen established (hrrh is

based on two way commLlnicalion, enlployec
participation, sutable support ftmctions [Wiezcr
et al., 2011J

Propasitk ) lV [d): Etnplayee participdtion

is positivety related to ot lltt h izattt)n Lll justice

Communication
one aspcct of an eflcctive communication

stratcgy is providing ullderstandablc and rational

L'xplanxtion lor diflerenl (]hanges to enhancc

pL'rception of [airness in thc organiTation

IBies&Moa!., L9B6l Proccdural iustice is

conreplualizing coInmunicarion in rerms of lhe

primar! a.cotLnts ol erplanations that
managEl!ert should provide lor lheir pl eliminal y

result IBie5& S ha trit o, 198i]l Brockneret al , 1990i

G|et'rbere 1993, 1994i Daly & Geyer, 1994J'
'lhLLs ongtring romnlunication concerning all

l)hases oi rhe rL'organization process tlrT i is

suppos.d lo b. precise, timely and helplul in

dc\.elofing fl]sitiYe vie\rs regardillg f3irness

LBrockr)rr& llr etnberg, 1990; Novelli et al., 19951'

The link b.trreen efJeclive coumlrnication and

lairnL'ss perceLrtrotls provides empirical support

tol-wr)rk in the organization [Brunillg et al , 1996)

Elrplo!et i.lrrrtL'ss lrel-ceptions also depcncl on

supplefianlnry romlllunic.ltion elements

[Marlsour-Co]e & Scott, 1998] 'l'he relationship

Dr .\ ,l \ . ro r'r'.1' .rJl'ae' r' i'
conrerlled \,. iill skilliul tlow of comnlunication

nceded in de.isiolls maldng process IKohn et al',

1990, 20081 lhe superiority of connnunication

bv orgenrrafion or lnanagcl-can improve iLlstice

l:rerccplll]rls bI improving employee pcrception

of manag-at lrllstrlortlliness and also by reducinE:

leeljng o: rrrbigLlity [Kernan&Hanges, 2008]'
Pr rtrr5rfion IV [b): Co]nmunicotian is
' '- -- -l tau\tt1ttt. tttt'nol ltt lh

Justice clinrate
Research on lusticc clinlate hrs showr that

shared perccptiorl of iustice at the group level is

posili\.elv rclated to illdividual outconles such as

tob satisfaction, comInitment IN a u mann&

Bennelt, 20001. Enlplovces worklng wilhin a tcanr

nra! sh:rrc therr perceptions lvith one anothcr

\\hich can lead to a shared intcrpr-etetion of the

lainless ol procedures lRoberson & Colquitt,

20021. Pasl rescarch stLrdics havc shown

thaiiustice clilDate is posirivelv associatcd with

distrih live and proccdural iustice [Liao & Rupp,

20051 lnd lelationship betwecn organizational

ciimate and organizationaL citizenship behavior

lcarg, &Rastogi, 2006]. Previous shrdios reveal

thc relationship between individual justice

perceptions and indivldual outcome\ wiih :r

moclerating role ol jtlstice climate IBiswas,
2007).Organizational climate and cultnre can

influence orElanizatlonal justicc.'lhe researchcr

su!,gcsls thal the tcanr level perception ofiustice
is called justrce climate Ivhich carl impact

rn.livrdual'so1,rl vlclv ol procedural justice [Li
&Cropallzano, 20091. \'\,hen thc organiTational
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clinrate is lriendl],, thc supel,,isorj sLlpport is
hiijh becalrse the sLlpL'rvisor is qir €n iree hand to
-.xercise the authontv vestL,d upon him IPowel],
2 01 1J.

Propositiotl lV (c): lustice Clinetei\
l'.-tt ttrPU 1 . lrt, .t ta . t tr. .- ', 'tot.al ju\t t. . .

In brief, employee participation,
colrrnunication and Justice clinutehas sjgn jlicant
relation rvith orilanizational justicc.

CONSEQUENCES OF ORGANIZATIONAL
JUSTICE

Ilase on review ol litcrature, conscaluences
of organizntional justice perccption are
sLunmarize(J i11len groups: Ij-ust, Job Satisfaction,
Organizationel Cornlnitlncnt, 0rg.1nis:rtional
Citizenship Behaviour,Turnover Intentions,
Pertbrmar)ce, Wol-li Engagernent, Cr)untet-pr-
odLrctivc \,Vork LlL.haviors, Absentceism and
Withdrawal and Ernotional I)iha ustro n.Th is
cateSorizatiotl is ltot planned to be exlensive,
blrt they rcpresent some ol the intportant
behaviols ,n(i attitudes related to rsri..
Perccpti0ns.

Trust
Ernploye-. perceptton of iustrLe mal..s

organjsations trustwofthy, whrl]h in llucn Les
employee bchavlour irl return [BlrLr, 1!]641. TrLrst
in supervisor pro\.ides only a lin]]tcd
underslanding of how an organtzatlon's l:rir
treatmcnt ol rls employees IRcicl)ers, 19t]5).
]'hel e is posrlive rclationship berween perccpLion
of both procedLtral and distributive Justicc lvith
lrust playr)g a ntcdiating role [Alexandcl
&Rudcrnran, 1 987).Thc employees' perLeption of
disoihutive jusLice should be positively rclated
with h ust in organizatron lAshlbrd et al., 1989,
Brockner, 19961 and it is alsoibundasoncofthe
most importaDt antecedent of hoth frLlst in
supervrsor and trust in organization IPil]ai et al.,
2 0 011. Most of the studtes examincd trust as the
mediating varjable that tnflLrencing the
organlzational justice r-elationship IRorhtnann et
al., 20071. Trusl isrnlluenced by crnployees'
perceplions of justice $,ithin the organrzation
[Va n ha la&Ahtccla, 2011]. lt eranrined that

Consequences of 0 rga n izatio nal lustice

effectiveness of organization signjiiLa:::...
oppends on rhe s(ills, expefl:se, comper.:c..i
etc. [Philip et at., 2012). It a]so examined -L1:

effecr ol di[lerpnr dimensions ol ju\ir!.
per.^p jon oI p-np]oyees oT .rLrl jn 

an
organization and showed thatthere are significani
differences between them [Piroozfar, 2013].

Propositionv (a): Orgdnlzational lustice
has pasitive significant effect on trust.

fob Satisfaction
0rganizational justice is an important

predictor ofvarious outcomes and many studies
tried to understand the relationship of these
justice factors and outcomes. Job satisfaction
represents feelings regarding the specific duties
and roles associated with one's speclfic job

[Brooke et a1., 1988).A few researchers showed
that distributive and procedurai Justice have a
significant positive relation and correlated with
job satisfaction but interactional justice has
negative relation with job satisfaction
(McFairlin&Sweeney, 1992; Tremblay and
Roussei,2001; ]awahar,2007l. tt is also
significantly positively related to justice
[Rad&Yarmohammadian, 2006J. There is strong
and positive correlation between three
dimensions of organizational justice and job
satisfactlon [Bakhshi, Kumar & Rani, 2009). These
three dimensions of organizational justice affect
job satisfaction lPark and Yoon,2009).

Prapositionv [b):Organizational Justice has
positive significant relationship with job
satisfoction.

Organizational Commitment
Prdvious studies found that a high level of

organizational commitment is correlated with
pocitire iusrice IMeypr er .r1., lqBo].There is a

stro ng relationship among d istributive justice and
organizational commitment than procedural
.Jslice [Lowp dnd Vodanovicr lqo5J.Prp\ior.
studiesreported a direct association betireen
organizational justice and organizaiion:-
commitment (Kwong and Leung, 2002; Farrn::.:
al., 1003). q ven tew.rlrdies de.erminpc .: ..
has d sigrificdnl inl-u"''i(e on "mp olee! ..,.-.

t\
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organizational comrlritlnentiWasti' 2002iT:\inan Turnoverlntentions

and Gort|rn,2009; N'lalili''U"1u "r]''"''i"tt 
Prcvir)usst ics havc sh ou'I1 organiTational

Iesearchcr strpports Lhe '"tu'"pt'n" ttttt lusti'e has a siSnificarlt negalive influence on

organizatlonal jusocc positi\'el) '"'i"";;;t 
turntrler intentrons {l)ailey & Kirk' 19921 Khatri

oroanizational commitmenr (r,"" ""; 
R;;;, et at., 2001r Ar.vce&chay,2001)' If employecs

;;-.1i:11;il;;;; Jr',::.1:;l ::*;T* ff;":";'i:::';f;i'il'i1,1f""',,'',:::::,:i"l:
:Hll::iilliI;:":l:il',:.Ii,i:,1 ',,'' q 'r rrr ' '|6 '''-' rrv ro 2' 

'1 
Jdrr'r

,:'i,., "';i .;.".''".", ,,,,." ''nln ' *' ,'" '''^''"''' 'rrlr'rr inr'\r'ir""r''"iw

Diso-ibutiveand procedrrral ,".o." oui',r,]i rlisrlibutlvel,Lstice,eD,ployee<'hosetolcavetheir

i;li;lliil:H.i,;,**)",,.,i," .,,,. ",n,,,",,i f*:: :ltl l[*'ll:'1,:i:li:;"Ii:,l1i 1l
,rt,,n, 

"t 
,t lLlll', L' . , - llr Pr' !'L|rl lr!r r" v\ ri I r

"t ttl'ti"' hds tutnovel L"ri tlistributive juslicc has a significanl
ProDasitian1(c): Ar'lanizatianal lLLstice h(ts lurnovel Dut LrrsLrrouuvEl1r'u

,,,,,;','::; ,::::'l;,:,i";i;,i')',')"^,,,,,,",,, positive erlcct on turnover rntcntion (Fireds et

iL, 2000i Cohen Charash& Spector'.200lJ-

,,n,,ln:u;,'';:,:,i,::",1r:;:i'';i,; ;;:l'"'*" i"'ru'i'o'"." n'" po'it''"iv .n""rnt"d "nd

olganizationalCitizcnshipBehaviors(oCBs)organizational]LlstiCc]]erceptionsstronglyailect
A rrrr ',.n1ft\--"JDforrlrl- '""np o" lTr_ l'l'lu'lol l" !\''"k'f'''l r'r_r"v('irl^'llol'

rtr.,l orpJr.rldr ,irll ,.r 'rr." n""''t '' -i'''i"' ""'it"irr 
-' rl' 1nL' l l' tr'" ' '"'ror " "-r 'r 'r' d

:H;:|i:;;l ;i;;",r,',,, r,a'"' 
'""' 

i*"",-"'"" i'"r"tiun'r'ip h*wcen rlrsrice perceptjons anLl

et a1., 1993; Lllakely et al.,20tl5; l'Lau & Rupp' illtelltion to leave arllong employees ILoi et a1''

;;;;, ;;;;;i.,; r;gr R"en 
"na 

cunr.,;, z o I i; 2 00 6l but both procedural arld distr.ibutive iustice

orenetaI.,20121'Previonsstndiesdemonstratcrl climensions have sigllificant efiect on intenti{)n

;,; ;;;;;;"i;;"i i".rLLe rs r)tre ot tlr" n'ost tu l''uu" Isuliman' 20071'orsanizationa]

ri*"-,i.- n.".,,.,,,,t ol LiLirenshr! hthavrors iustice has a significant ncgativc impact on

rilro.n irn.l Rvan, 19951 t'"tuu'" utol'litluul'' 
"Inplu1'""t' 

tlrrnover intenhons {Davoudi &

;'",:;,';.., ,.,'i, ,,-,'r' r '' i'r "'r'r: r" rd I rnrrl
,ilect thcir attituLlirs enLl L)"t'"tuutt 1""n ti"n Pr'opoJ_ifi(rn V[e): OrganizLttional itLstice has

;;.; ;;;; initil g.g"nir"rion.t cihzenshrp o sj!tniicont ne!1,:lttve elfect on turnovel

behaviol elpr'cteLl r',hen \\olktrs are s]lislied illls'rlions'

, 1,,', 1..1, ,n,,, " 'n . "\ r,' , 'r '.' 'r ' 'r" r 'l
li. 

"."", 
; .rr' lP"'I'J(ullFr rr -0''0 ft' Perlormance

.limpnsions olorqaniT"tiun"t 1urti." touni"i.ong organiTational 
,iustire- 

and its dimcnsions

rn**.i*fi ,"",t ttfi 1xui ;*nll: ;11 ;:;:,,,1 ;r, 
"i;:'"i ;;l:';:'1r::: :J':

IcrccDltor' ',1 ',1"_'JIn_'61 ,1' t'p''"'l l" lillk '-'\\rcl nrHon /'l'nr'l Jsli'r' 'nplo\'-

l,:;'J ;;;,,.;,";i; ,"u""i 'n,0"" "l''in"'' satisfaction and perrorman'e could be mediate'l

,:;",,,:.,; ,,;,;,"r.r.,,,h"ro,";::l;", l,:li:':'i: ':i:J;l; l;'",l l'l;.::::]
:::ll:;:l:lll:'illl::J;"J),'S;ill'il:i;i:: ,r'.,,in'il'"""a,'".:"au'arlusticeusahench'nark

:::"fi'";;i';; 
"'..'t''?"'r"p r'"ri".,'".. for determinins rairness-and perfo.nan(e or the

ICheginr, 2t]u9l Dilt"t""t o't""tt""-"f crnployees [S;hmilt &Dorfel' 1999; Andre\as

organizational lustice arld ""tt 'n*'t'"t'"'int 
&K;cmar' 20011"1he rnteractional lLrstice is also

have signiflcant and Positive *'"n""tf"" 
_"iil' 

necessary in explaining the link bct$Ieen

j;;.";;^:"", ot e,,rpr,vees o"'","'"'il'"'"'' 
Xiil.-,::],J1il::':J:il:j;ffiil"".1;:":[i:

'0nelr.opu.,rr,, v((t): orsanizdtiot)al lLtsticehos ii :ll:':l:1:]1i1,'l:I:.]':i i,l,;iilllil lXi
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Antecedents and Consequences of Organizational Justjce 7L

signilicant, bLlt pcrli)rmance is trrg:rtrreh .ntd
signilicantly co rre Lated \\,ith rlrslributiye,
procedural, intel-aclioDal jLrsti(e ffean)e et al.,
2005). Employee's pcrceftior oi horv iarr. a
decision or au ouLcome has th. l)ropensity to
iufluence his/ hcr behavioLu-.1nd Ierh)rmancc,
the trllst l)etween employccs:rn(l their nlanagers
could entlurage job s:rLtsl:rrtion and pcl lorntance
[Suliman, 2007).lmpr-ovirlg jLrsticc perceprion
implovcs p rod uctrvitv and performancL.
[Karriker& Wilh.m, 20] 11.

Propasitianv A:OUuntz tianal justice hos
u signiJicLlnt positive effect an pulormance.

Work Engagemcnt
Procedul-al justjce suggestcd that positivc

employee vie,,\,s ol proccsses .nd ploccdures js

related to higher ernploycc levels of rvork
perlormancc [Brocknerj Sregel, 1996]. therc js

positjve and signilicant relatiol) between
drmensions of organtzational justicc andr{,ork

""ngagcnlent. This is furth-"rsupportcd $,het-e
employecperception of olganiTational justrce
assists employccs to Lel as n)embers ol tlte
organizatror and thus develop relationship with
engagcnlcnt [Yilntazj Tasdan, 2001]). Prevrous
studies havcrecognized cngagement as one of the
outcomes of organizatioual justice [Buckle]r,
2008; l,in, 2010) It established that ernployees
will be engagcd, "!!hen they fecl thei/ will l)e
treatcd lairly in lerms o[ distribution {)l reu,al ds,
procedurL.s l)y $/hich dccisions to rewards al-e
lnade and finally whether bosses and collcagues
disllay coLlrresy, rvnrmth and support in their
inLeractions" [Macey et al., 2009]. [4ost ol the
studrcs examincd trust as the lncdiating valiable
influencing the organtzational iustice $rork
cngagement rclrtionship Schl)eider. et al, 2009
proposed a ntodcl o1\,ork engagclnentwith tr.ust
as a rnelliator bcfi{een the justice dimatc anl]
!\,or]( engagement.Past studies have exnnlitled the
dircct etflct of orgal]izational iustice on r,-ork
engagenent [Agar'\r,a], 201 4]

Proposi ti o nV (.q ) : O rg Ll n int a n ol j u s ti ce h ds
positive sionificant tclotian \,/ith vtorlt

Counterproductive Worl< Behaviors(CWBs)
[]oLrrterproaluctivc \\)ork behaviol-s rcier to

deliherale bchaviors oI thc part of .rn
organiz.tional menber viewcd by the
organization as opfose(l to their lcgal interests
lCruys arld Sackett, 200:lJ. 1'hcrc are manv
l-easons lhat explain $,11y organizationnl iusticc
can allect rr)unterpl oductivc u,ork behaviors
Increased procL.dural injLrstice can iead to
employee unwillrngness to obscr\rc with an
orgaDization's rules & r-.gulations ( Colren Char ash
and Spcctol',20011 becausc tl). relationship
betwcao procedural injLrstice iiLtd counteI
produ.tive $rol-i( bchaviors could l). nrediated
by norm.rtive conflict i.e., lhc extert to which
employecs mike out conflict bet$,een the nornls
of thL'ir $/orkgl-oup and system ol the
organization []\'lanriqLle and Tacorontc, 2007)
Thus, th"" nlorc perceptions ol procedural
injusti(]e can lcad ernplovees to per(]eived
normati\rc contlict thalcauscs counterproducti\,-.
!1,ork bchaviors

P ro posi tion V(h) : Orll o n i za tionlll j Lt sr.e has
neatltivc si.gtlificant teldtion ylith L:ounter-
produ(ttve work hehuriors

ABSENTEEISM AND WITHDRAWAL
Anothcr consequence o1- organizattoirr

injustice is al)senteeism, withdral\,al or Ior
altendance relaled to cquity theory [Johns, 2 U01
p.oJl, *1r,, r,-:F!, rlr . r r_1 ) v. l,., r .

unlarrly at $,orl( experieltcc ceIl resLtlt tl
\\ ilhdr r . bFl t".r,.,.r.,ro\.r....r,
Boer et al, 2002tElovaiuio cL al., 2C02 l.l'1.

'1.. 2t"Jt' \V|., I 1,,.,1' -
'1..i1^r .t ttent 1., rl- urJltr./rt'
o"g,i ril.rtrutr. .ot' .rirrr-Ir .o .,,
Jh\, ,1ts.i. . .l .., r.r.l ^,1 ll,
,d,l,rr., t \\.t rlr \\.. ot. ^J 

'. ,.
i.- .. .nL.". r . n,i ot ., i:.
r.'n|r:r'c',.nl l,,lr.t\ l -,\
.'Ll.\r'rb'rri'' ini, r'1 i.l'n r.
withdra$/al [Cohen Charash& Speftor', 200]1.
Research on ahsenteeisnt has rdentified a set of
lactor-s lhat cen explairl absences fi-om work,
professionai burnoLlt, nature and l-equirements
of lhc job, \,veak conmilment to l"-ork, and the
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feeling ol inequiry (Ile Boer et al., 2U02t Statistjcs
Canada, 2001j Chenevert et a1.,2007].

Proposttian V(i): 0rganirutiotlal jusLir: ttos
ne.qative signirtcant t-elatioh toa hsenteei:-111 ond

EMOTIONAL EXHAUSTION
Imotional exheustiorl relaLcsto employcc

health and burnout an.1 also rel;ttes lo ovrrall
perception of organizational ustice.
frr,,.jonJll' -\n.'r. .. r't i .. I .-r\6
high lcvels of ol-ganizational justice are nlol-e
likely to tcel that thL.ir expended rcs{rurces are
properly regencratecl by the organization
l^dams, 19651. A very few srudies havc been
done betrvcer emotional exhaustion and
orga n izationa I jusriceIAshiller al.,2009;
Karatepc€r ai., 20091. Past studies have becn
shown that highcr levels of enrotional
exhaustion do h.1rm to the organization that
results in decrcased employee pel-forntance,
lower levcl of lob satisfaction, reduccd
organizational contmiOnent IL]oles.,r.rl., 1997;
Demeroutiel.rl., 20051.'l'he perreptionof iustic-.

MANAGEMENT INSIGHT

incrcases emplovce heallh and decreascs burnout
( Lilj€gren& Ekherg, 20091. Disrrjbutive,
pro(:edulal and inleractional jLlstice percepttons
are able lo detain specillc levcls of enrotional
-\l d.rsrinr\ "i.n ,Jr.,reI riI ,. H,.rrev . rr
genel-althe perceptioll of organtzati{)nnl jusrjcc
gi!,cs tlle steadiest picture of the relationship
bch\'een justicc and enlotional exhaustion over
time ILiljegren& lkberg, 20091.

ProNsition VU): Oroa izoLiandl lustice hLls

t1eltdtitr si.qnilicot1t reIaLia ttith etnaLionoI

ln surnmnry, trust, lob satisfaction,
organizatronal conlmitnetlt, orgilnizational
cilizc nsh ip bel)avior-, prrformarlcc, !vork
engagement, have positiVe srgnificant r-elatioll
rvith organizational justir," !,-hcre as tLlrno\rcr
inLentiolts analLounterpr0ductive $,ork behaviors,
absentecis m aud \,vithdra$ral, enrotional
exhauslron havc egativc relatton $,ith
orgariTational jLrsticc. Proposed model- lhc
proposed model displays several antecedcnts
andconseqLtenccs of organ iz.tional ju stl ce
Perceptiors.

i:.fl Del:. 2 016
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RESEARCH GAPS AND FUTURE
DIRECTIONS

Atter reviclring the existing ljteratLlre on
the thenre indivi.lualli, and collectively, the
researchcrs lbund a hLtile gap beh,veen the stLldics
conducted till no!\,. A ilood nurrber ofstudies arc
conducted ir1 forcign countries as compared to
India. Thcrc arc mrny studtes lvhiclt shor,r the
combination ofanv two topics like organizational
justice and job satis[action, co]nmttmcnt,
tLrrnover intentions, orilaniTatiollal citizL'rship
behaviof and manv other a11i""d issues. llo\.-ever,
scanty studrcs sho$, the relationshtp beh.-e""n
organizalional justice and olher vlriables in
lndian context $rhich nccessit.tes furthcr
cxploration of thc two/three variablcs. So, the
gaps are:

. Mosl of lhc studies are conductcd in lireign
coLutrics rather than lndia.

. Majority of studies focLrsed on lhe
relationship of organiz:rtional juslicc with
few variables.

. Lxploratror in r-.lative manner is expected
to bring out indivr(lual, orgar)isational and
social implic.tion in addition to acadclnic
and rcsearch implications.

. Fe$, studies arc done in sel-vicc sector
especlally insurance sector as colupared to
olher scctors.
ln the light of the above (liscLlsscd

gap,fufther r-.seal-ch can be conducted compiling
thc antecedents and conseclueltccs of
orglniTational jLlstrcc and to proposc these as
potential rcseirch direction to strengthen
oryanizational justice in the organiz:rtional setting.
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