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1. Introduction

Over the last five decades, the concept of organizational justice has been a topic of
interest for human resource management, industrial organizational psychology and
organizational behaviour alike.

Justice has become "the magjor interest of organizations and employees’ (Saucan
and Micle, 2011, p.291). Thus, organizations and managers do not want organizational
events to be perceived as unfair and to lead to negative attitudes and behaviors, such as
theft, sabotage, bribery, and abuse. The perception of fairness generates positive attitudes
and behaviors of employees, increasing performance at work and more engagement in
organizational change.

Current research sets out the many practical implications of organizational justice,
defines specific theories and models in relation to ethics, law, and equity. Moreover, there
is a need to create a culture of organizationa justice, which is the basis for defining the
identity of the organization and its relations with interest holders.

This paper aims to explain the concept of organizational justice, to present its
forms, as well asits implications for organizations. It defines the concept of culture based
on organizational justice and establishes its role within an organization.

2. The concept of organizational justice and itsforms. Theories and models

For Jerald Greenberg (Greenberg, Bies si Eskew, 1991), the creator of the concept,
organizational justice explains "the role of fairnessin analyzing the workplace." The author
believes that organizationa justice refers to the ways in which employees determine
whether they have been properly treated and the ways in which other work-related
variables are influenced.

”Organizational justice is based on an individual’s perception of the fairness of
treatment received from an organization, and their behavioral reactions to such
perceptions” (Tran, 2016).

The theories of organizationa justice are differentiated according to the elements
they highlight, depending on the rules being applied and the components being eval uated.

The definition of the concept of distributive justice is attributed to Homans (1961),
who felt that "the sense of justice or injustice is determined by the exchange relationship
generated by the profits/ investments ratio, this theoretical model being applied not only in
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cases of two actors in adirect relationship, but also in cases where a third party intervenes,
such as the employer of thefirst two" (llut, 2015, p.6).

Distributive justice was aso defined by Deutsch (1969), who studied the
correctness of the allocation of results obtained by employees. The rules underlying this
form of organizationa justice are: equity, equality and needs. Equity corresponds to
individuals perceptions of results that commensurate with their contribution. For example,
performance rewarding is a method of distributing equity: employees who work harder are
more productive and want to receive more than those who do not get involved in the same
way. Applying equality is considered fair when team members are rewarded based on the
results of the whole group. Employees sometimes appreciate that the distribution of reward
according to needs is fair when everyone receives an equal share of the benefits employees
need (Grover, 1991).

The concept of procedural justice, created by authors Thibaut and Walker (1975),
refers to the study of correctness of the resource allocation process at organizational level.
Leventhal's theory (1980) identifies eight aspects of the fairness process. "consistent,
beyond person and time, error-free, based on correct information, easily corrected,
representative of employee preoccupations, based on moral standards.”

Research reveals that distributive justice is more important after a decision to hire a
person has been taken, while procedural justice is more important during the recruitment
and selection process (Bauer et al., 2001).

Interpersonal and informational justice was defined by Greenberg (1993).
Interpersonal justice represents interpersonal equity or interpersona treatment of
individuals. People treated with dignity and respect are perceived as being approached in
an equitable interpersonal manner (Saucan and Micle, 2011, p. 296). Managers who want
to behave correctly should take into account: the views of employees, the perception of
neutrality and consistent application of rules, timely use of answers, proper use of
explanations, and treating people with dignity and respect (Greenberg, Bies and Eskew,
1991).

Informational justice refers to the quantity, nature, centering and synchronization of
information provided to an individual or group. When individuals receive more credible
information in atrial, they will perceive informational justice asfairer.

Authors Colquitt, Greenberg and Zapata-Phelan (2005) created a staging of models
and theories on organizational justice in four periods: the stage of distributional justice
(equity, equality and need); the stage of procedural justice (consistency, lack of bias,
accuracy, representation of all concerned, correction and ethics); the stage of interactional
justice (interpersonal justice, informational justice); the integrative stage.

The theoretical model of organizational justice is the theory of equity, created by
Adams (1965). According to this theory, people tend to identify the consequences of
inequity, to compare these consequences to one's own with the consequences to another
person, and to restore equity.

Folger (1986) founded referent cognitions theory, stating that judgments on justice
are triggered by comparing a real personal experience with a hypothetical one. Thus,
people can make mental scenarios and claim that if a decision-maker acted otherwise, the
result would have been beneficial to him.

The fairness theory, created by Folger and Cropanzano (2001), claims that the
person who holds responsibility can make judgments about fairness. The following
conditions must be met: the occurrence of unfavorable conditions and the responsible
person, the occurrence of a consequence due to actions committed by the responsible
person and the violation of ethical principles.
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The model of group value (Lind and Tyler, 1988) considers that the perception of
justice, respect and fairness influences not only the results obtained, but also the values of
the group (neutrality or suppression of differences in decison-making, trust or
benevolence, recognition of status within the group.

The fairness heuristic theory, founded by Lind (2001), states that social and
organizational relationships are created on the basis of repeated encounters with a
"fundamental social dilemma’: either people obtain results or benefits by identifying with
the authority, or become exploitable and compelled to comply with the authority's
regquirements. The consequences of applying this theory may be: the effect of primordiality
(the most accessible information is the one underlying the judgment); the effect of
substitutability (if information about correctness is missing, people use other types of
fairness to form their own judgments).

Perhaps the most comprehensive of theories is the theory of uncertainty
management (Van den Bos, 2002), according to which managers use correctness to
manage situations of uncertainty. Applying fairness when there is a difference between
one’s own knowledge and experience creates a sense of security for individuals in relation
to the socia environment. Sometimes, when there is no information to issue judgments
about how fair they are being treated, individuals take information from others and rely on
it, evenif it is not complete and verifiable (Beugre, 2007).

Moliner, Cropanzano and Martinez-Tur (2017, p.4) differentiated among three
roads to organizational justice:

a) Instrumental models in which individuals care about justice in order to achieve

personal benefits;

b) Interpersona models in which justice permits the creation of close relations

among actors;

¢) Mora principlesin which justice isimportant to humansin its own right.

3. Implications of organizational justice

Scholarly literature shows that organizationa justice plays an important role in the
efficient functioning of an entity (Virgolino, Coelho and Ribeiro, 2017; Rastgar and
Pourebrahimi, 2013). Hundreds of studies note the relationship between the perception of
organizational justice or injustice and the actions of managers, but also the positive or
negative impact on the beliefs, actions and results of an organization. Moreover, there are
studies according to which employees decide to become more or less involved in an
organization, or become part of the organization, depending on the perception of
organizational justice. Thus, organizational justice becomes an indicator of the respect that
organizations display towards their own employees (Bakhshi, Kumar and Rani, 2009), but
also to other interest holders. Organizational justice also positively influences employee
engagement, knowledge sharing and innovation-based behavior (Kim and Park, 2017).

According to Cropanzano, Bowen and Gilliland (2007, p. 6), organizational justice
has the following consequences:

-impacts workplace performance and interpersona relationships;
thus, if managers apply interpersonal justice, they create strong relationships
with subordinates, motivating them to achieve high performance;

- Creates positive organizational behaviors;, people who are treated
fairly are more tempted to follow the rules of the workplace, to help others
and to surround themselves with the right people;

- provides customer satisfaction and creates attachment and loyalty;
thus, organizational justice contributes to the creation of good internal and
external relations;
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-it lies at the core of the organizational values system and of the
management philosophy, and creates a culture of organizational justice.

Organizational justice also has implications in work motivation (Cropanzano and
Rupp, 2003, p.83). When individuals think they are being treated properly, they tend to
record high performance and show organizational citizenship behavior, rejecting conflicts.
Interpersonal relationships are seen as socia exchanges between employees and leaders.

The implications of organizationa justice are evident in al essential activities of
human resources management (Saucan and Micle, 2011, pp. 297-298).

- in decisions regarding the selection of human resources, the main
rule of distributive justice is equity, so itsviolation is percelved as unfair;

-in selection decisions, procedura justice decreases in importance,
following the feedback of the employment decision;

- interpersonal justice becomes more important during the interview,
and informational justice is most important after a negative decision,

- for performance evaluation, the most powerful rule of distributive
justiceis equity, and itsviolation is perceived as unfair;

- for the alocation of compensation, distribution based on fairness or
equality will be considered fair, although the effect is relative, depending on
the characteristics of the situation, the allocation of the decision and the
individual differences;

- for compensation, information aspects are more important than
interpersonal issues in generating perceptions of fairness of remuneration;

- the alocation of benefits will be perceived even more correctly to
the extent that it will be made on the basis of equality, provided that the need
is based on the granting of family benefits;

- equity is the most important distributive principle in making a
decision to dismiss or promote, and equality is more important when
assessing the severity of redundancy packages;

-the dimensions of interpersonal and informational justice are
important in redundancy and promotion situations.

The perception of individuals on the role of leaders in organizationa justice is
important when it comes to creating and maintaining good working relations, trust, respect
and mutual obligations. For some authors (Erdogan and Liden, 2006, p. 3), collectivism is
a moderator of the employee-leader relationship, based on maintaining harmonious
relations.

For Hosmer and Kiewitz, organizational justice is related to "attitudinal changes in
job satisfaction, organizationa commitment and manageria trust beliefs; behavioral
changes in task performance activities and ancillary extra-task efforts to assist group
members and improve group methods, numerical changes in the quantity, quality and
efficiency of divisional outputs and, though this is far more tentative, eventual changes in
the competitive advantage and finacial performance of the full organization” (Hosmer and
Kiewitz, 2005, p.67.).

The theory of equity explains motivation, emphasizing individual perception of the
correctness of a situation and how inequity causes certain behaviors. If an employee
perceives that he/ she is not treated fairly compared to other colleagues, he/ she will react
in one of the following ways: he/ she will try to adjust the effort to the reward, will ask to
be paid after the work is done, will try to change his/ her perception, will leave the
organization. Other studies highlight the consequences of organizational injustice: negative
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behaviors such as loss of confidence, labor dissatisfaction, increased business intentions
and absenteeism (Deery, Iverson and Walsh, 2006; Montes and Irving, 2008).

4. Culture based on organizational justice - a sour ce of competitive advantage

A culture based on organizational justice is a form of positive organizational
culture, representing the set of values, norms and behaviors that ensure correct
organizational relationships based on trust, respect and tolerance.

Some empirical studies establish the correlation between organizational justice and
organizational culture as a mediator of the exchange relationship between leaders and
employees (Erdogan, Liden and Kraimer, 2006, pp. 395-406). Others believe that the
perception of organizational justice and organizational culture influences organizational
commitment (Y avuz, 2010, pp. 695-701).

The elements of a culture based on organizational justice are: organizational values
oriented towards the correct treatment of employees; behavioral rules aimed at observing
equity/ equal treatment; accepted and expected behaviors, based on mutual understanding
and agreement. The particularly important role of leaders must be emphasized as they
direct the other managers towards following the specific values of a culture based on
organizational justice.

A culture based on organizational justice can exercise within the firm four main
functions (Adler, 1986, p.145):

a) employee integration within the organization (organizational justice helps new
employees create the perception that the organization is interested in providing
equal chances, respect and good working conditions, favoring rapid integration
and high performance);

b) helps employees achieve their objectives (a culture based on organizationa
justice generates trust, attachment and involvement from employees in response
to leaders' behaviors and decisions);

c) protection of employees against potential threats from the external environment
(a culture based on organizational justice will alow the proper treatment of
conflicts and the highlighting of slippages from its values);

d) preserving and sharing the values and traditions of the organization (fairness,
equality, equity, mutual respect are essential values specific to culture based on
organizational justice).

In our opinion, knowledge of these functions and the development of a culture
based on organizational justice leads to the successful accomplishment of the
organization's objectives and strategy. Such an organizational culture allows the prevention
and combating of incorrect behaviors, and the identification of employees/ managers with
illicit practices. Under these conditions, the prerequisites for achieving some outstanding
performance are met. Understood and accepted, the specific values of a culture based on
organizational justice constitute an engine that stimulates the continuous growth of results.
Companies that have a culture based on organizational justice thus have a competitive
edge.

The advantages of a culture based on organizational justice are worthy of
consideration. Perceptions of justice correlate negatively with destructive deviance. When
employees see that they have been treated incorrectly, there is a greater likelihood of them
violating organizational rules and engaging in unwanted actions directed at the
organization or other individuals. Through a culture based on organizationa justice,
counter-productive behaviors are prevented (Pitariu, Sulea, Zaborila and Maicutoiu, 2008).

5. Conclusions
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Organizational justice explains why fairness is important at work, referring to the
ways in which employees determine whether they have been properly treated and the ways
in which other labor-related variables are influenced.

The culture based on organizational justice is a new concept, a form of
organizational culture characterized by values such as fairness, mutual respect, equality,
and equity. Organizational justice positively influences employee engagement, knowledge
sharing and innovation-based behavior. Developing an organizational culture based on
organizational justice becomes a necessity because its benefits are irrefutable.

Organizational justice based culture helps increase employee involvement, citizen
behavior and, of course, helps achieve superior results and competitive advantage.
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comportamentul organizational. Cercetdrile actuale stabilesc numeroasele implicatii practice ale justitiei
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1. Introducere

In ultimele cinci decenii, conceptul de justitie organizationald a reprezentat,
deopotriva, o problematica de interes pentru managementul resurselor umane, psihologia
organizationald industriald sau comportamentul organizational.

Justitia a devenit "interesul major al organizatiilor si angajatilor” (Saucan si Micle,
2011, p.291). Astfel, organizatiile si managerii nu doresc ca evenimentele organizationale
percepute ca fiind incorecte sa conduca la atitudini Si comportamente negative, precum
furtul, sabotajul, luarea si darea de mitd, abuzul. Perceptia corectitudinii genereaza
atitudini si comportamente pozitive ale salariatilor, cresterea performantelor in munca si a
implicarii in schimbarile organizationale.

Cercetdrile actuale stabilesc numeroasele implicatii practice ae justitiei
organizationale, definesc teorii si modele specifice, in legdturd cu etica, legea si echitatea.
Mai mult, se apreciaza ca este nevoie de crearea unei culturi a justitiei organizationale, care
sa stea la baza definirii identitatii organizatiei si a raporturilor sale cu detinatorii de
interese.

Lucrarea de fata isi propune sa explice conceptul de justitie organizationala, sa
prezinte formele acesteia, precum si implicatiile asupra organizatiilor. Se defineste
conceptul de culturd bazata pe justitia organizationald si se stabileste rolul acesteia in
cadrul unel organizatii.

2. Conceptul dejustitie organizationala si formele acesteia. Teorii si modele

Pentru Jerald Greenberg (Greenberg, Bies si Eskew, 1991), creatorul conceptului,
judtitia organizationald explica “rolul corectitudinii in analiza locului de munca”. Autorul
considerd ca justitia organizationala se refera la caile pe baza céarora angajatii stabilesc
daca au fost corect tratati si la caile prin care se influenteaza alte variabile legate de munca.

"Justitia organizationald se bazeaza pe perceptia individului asupra corectitudinii
tratamentului primit din partea organizatiei Si pe reactiile comportamentale la aceste
perceptii” (Tran, 2016).

Teoriile privind justitia organizationala se diferentiaza in functie de elementele pe
care le evidentiaza, in functie de regulile aplicate si de componentele evaluate.

Se considera ca definirea conceptului de justitie distributivd se datoreazad lui
Homans (1961), care aprecia ca ”sentimentul de dreptate sau de nedreptate este determinat
de relatia de schimb generatd de raporturile dintre profituri si investitii, acest model
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teoretic neaplicandu-se numai Tn cazurile a doi actori aflafi intr-o relgie directd, ci si in
cazurile n care intervine o a treia parte, cum ar fi angajatorul primilor doi” (llut, 2015,
p.6).

Justitia distributiva a fost definitd si de Deutsch (1969), care a studiat
corectitudinea alocarii rezultatelor obtinute de salariati. Regulile care stau la baza acestei
forme de justitie organizationala sunt: echitatea, egalitatea si nevoile. Echitatea corespunde
perceptiei indivizilor asupra rezultatelor, care sunt proportionale cu contributia lor. Spre
exemplu, recompensarea in functie de performantd este o metoda a distribuirii echitatii:
sdariatii care muncesc mai mult, sunt mai productivi si doresc sa primeasca mai mult decét
cei care nu se implicd Tn aceeasi masurd. Aplicarea egalitatii este consideratd corectd atunci
cand se recompenseaza membrii unei echipe, pe baza rezultatelor intregului grup. Uneori,
salariatii apreciaza ca distribuirea recompenselor in functie de nevoi este justd atunci cand
fiecare primeste o parte egala din beneficiile de care angajatii au nevoie (Grover, 1991).

Conceptul de justitie procedurald, creat de autorii Thibaut si Walker (1975), se
refera la studiul corectitudinii procesului de alocare a resurselor la nivel organizational.
Teoria lui Leventhal (1980) identifica opt aspecte ale procesului de corectitudine:
consistent, dincolo de persoana si dincolo de timp, nesupus erorii, bazat pe informatii
corecte, posibil de corectat, reprezentativ pentru preocupérile salariatilor, bazat pe
standarde morale”.

Cercetarile evidentiaza ca justitia distributiva este mai importantd dupa ce decizia
de angajare a unei persoane a fost luatd, iar justitia procedurald este mai importantd in
timpul procesului de recrutare si selectie (Bauer et al., 2001).

Justitia interpersonala si informationala au fost definite de Greenberg (1993).
Astfel, justitia interpersonala reprezintd echitatea interpersonalda sau tratamentul
interpersonal a indivizilor. Persoanele tratate cu demnitate Si respect sunt percepute ca
fiind abordate intr-o manierd interpersonala echitabilda (Saucan si Micle, 2011, p.296).
Managerii care doresc sa aiba un comportament corect trebuie sa urmareasca: luarea in
considerare a punctelor de vedere ale anggatilor, impresia de neutralitate si aplicarea
consecventa a regulilor, utilizarea la timp a raspunsului, utilizarea adecvata a explicatiilor
si tratarea cu demnitatesi respect (Greenberg, Bies si Eskew, 1991).

Justitia informationald vizeazd cantitatea, natura, centrarea si sincronizarea
informatiei asigurate unui individ sau unui grup. Atunci cand indivizii primesc informatie
credibild mai repede, Tn cadrul unui proces, ei vor percepe justitia informationala ca fiind
mai echitabila.

Autorii  Colquitt, Greenberg si Zapata-Phelan (2005) au creat o etapizare a
modelelor si teoriilor privind justitia organizationald in patru perioade: etapa justitiei
distributive (echitate, egalitate Si nevoie); etapa justitiei procedurale (coerenta, lipsa de
partinire, acuratete, reprezentarea tuturor persoanelor implicate, corectare, eticd); etapa
justitiei interactionale (justitie interpersonald, justitie informationald); etapa integrativa.

Modelul teoretic al justitiei organizgionale este teoria echitatii, creatd de Adams
(1965). Potrivit acestei teorii, camenii au tendinta de a identifica consecintele inechitatii
constatate, de a compara aceste consecinte asupra propriei persoane cu consecintele asupra
altel persoanesi de arestabili echitatea.

Autorul Folger (1986) a fundamentat teoria cognitiilor, apreciind ca judecétile
privind justitia sunt declansate de compararea unei experiente personale reale cu una
ipoteticd. Astfel, oamenii pot realiza scenarii mentale Si pot sustine ca, dacd un decident ar
fi attionat altfel, rezultatul ar fi fost avantgjos pentrul €.

Teoria corectitudinii, creata de Folger si Cropanzano (2001) sugine ca persoana ce
detine responsabilitate poste face judecdi privind corectitudinea. Trebuie Tndeplinite
urmatoarele conditii: aparitia unor conditii nefavorabile si a persoanei responsabile,
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aparitia unei consecinte ce se datoreazd unor actiuni savarsite de persoana responsabild si
incdlcarea unor principii etice.

Modelul valorii grupului (Lind si Tyler, 1988) considera ca perceperea justitiei, a
respectului si corectitudinii influenteazd nu numai rezultatele obtinute, ci si valorile
grupului (neutralitatea sau reprimarea diferendelor Tn luarea deciziilor, increderea sau
bunavointa, recunoasterea statutului in cadrul grupului.

Teoria euristica a corectitudinii, fundamentata de Lind (2001), stabileste faptul ca
relgiile sociale si organizationale se creeaza pe baza intalnirilor repetate cu “dilema sociala
fundamentald”: fie oamenii obtin rezultate sau beneficii prin identificarea cu autoritatea, fie
devin exploatabili si nevoiti sd se supund cerintelor autoritatii. Consecintele aplicarii
acestei teorii pot fi: efectul primordialitatii (informatia cea mai accesibilad este cea care sta
oamenii folosesc alte tipuri de corectitudine Tn a-si forma propriile judecati).

Poate, cea mai cuprinzatoare dintre teorii, este teoria managementului incertitudinii
(Van den Bos, 2002), potrivit careia managerii utilizeaza corectitudinea pentru a gestiona
situaiile de incertitudine. Aplicarea corectitudinii atunci cand se constata diferente intre
propriile cunostinte si experiente creeaza indivizilor sentimentul de securitate in raport cu
mediul social. Uneori, cand nu existd informatii pentru a emite judecati privind
corectitudinea cu care sunt tratati, indivizii preiau informatii de la altii si se bazeaza pe
acestea, chiar daca nu sunt complete si verificabile (Beugre, 2007).

Moliner, Cropanzano si Martinez-Tur (2017, p.4) au diferentiat trei cdi ale justitiei
organizationale:

a) Modele personale, in care persoanele se ocupa de justitie pentru a obtine

beneficii personale;

b) Modele interpersonae, n care justitia permite crearea unor relgii stranse intre

actori;

c) Principii morale, in care justitia este importanta pentru oameni in sine.

3. Implicatiile justitiei organizationale

Literatura de specialitate arata ca justitia organizationala joacd un rol important in
functionarea eficientd a unei entitati (Virgolino, Coelho si Ribeiro, 2017; Rastgar si
Pourebrahimi, 2013). Sute de studii observa relatia dintre perceptia asupra justitiei sau
injustitiei organizationale si actiunile managerilor, dar si impactul pozitiv sau negativ
asupra credintelor, actiunilor si rezultatelor unei organizatii. Mai mult decat atat, exista
studii potrivit cdrora salariatii decid sa se implice mai mult sau mai putin intr-o organizatie
sau sa devind sau nu parte a organizatiei in functie de perceptia privind justitia
organizationala. Astfel, justitia organizationald devine un indicator al respectului pe care
organizatiile il manifesta fatd de proprii angajati (Bakhshi, Kumar si Rani, 2009), dar Si
fata de ceilalti detinatori de interese. De asemenea, justitia organizationald influenteaza
pozitiv angajamentul Tn munca al salariatilor, schimbul de cunostinte si comportamentul
bazat pe inovare (Kim si Park, 2017).

Potrivit autorilor Cropanzano, Bowen si Gilliland (2007, p.6), justitia
organizationala are urmatoarele consecinte:

- influenteaza performanta la locul de muncd si relatiile
interpersonale; astfel, dacd managerii aplica justitia interpersonald, creeaza
relatii puternice cu subordonatii, ceea ce conduce la motivarea acestora
pentru a obtine performante ridicate;

- Creeaza comportamente organizaionale pozitive; astfel, oamenii
care sunt tratati corect sunt mai tentati sa respecte regulile de la locul de
munca, sa Ti ajute pe ceilalti si sa se inconjoare de oameni corecti;
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- oferd satisfactie clientilor si creeaza atasament si loiditate; astfel,
justitia organizationald contribuie la crearea unor bune relatii interne si
externe;

- sta la baza sistemului de valori organizationale, a filosofiei de
management si creeaza cultura justitiei organizationale.

De asemenea, justitia organizationald are implicatii asupra motivatiei in munca
(Cropanzano si Rupp, 2003, p.83). Atunci cand indivizii cred ca sunt tratati corect, tind sa
Tnregistreze performante ridicate si sa manifeste comportament cetatenesc organizational,
respingand conflictele. Reldiile interpersonale sunt vdzute ca fiind relatii sociale de
schimb ntre angaj i si lideri.

Implicatiile justitiei organizationale sunt evidente in toate activitdtile esentiale ale
managementului resurselor umane (Saucan si Micle, 2011, pp.297-298):

- In deciziile privind selectia resurselor umane, regula principala a
justitiei distributive este echitatea, astfel Incat incdlcarea acesteia este
perceputa ca nedreptate;

- Tn deciziile de selectie, justitia procedurald scade n importanta,
urmand feedback-ul deciziei de anggjare;

- judtitia interpersonald devine mai importantd in timpul interviului,
iar ceainformaionala este cea mai importanta dupa o decizie negativa,

- pentru evaluarea performantei, regula cea mai puternica de justitie
distributiva este echitatea, incalcarea ei fiind perceputa ca nedreapta;

- pentru alocarea compensatiei, distribuirea bazatd pe echitate sau
egalitate va fi consideratd corectd, desi efectul este relativ, depinzand de
caracteristicile situatiei, alocarea deciziei si diferentele individuale;

- pentru compensatie, aspectele informationale sunt mai importante
decét aspectele interpersonale Tn generarea perceptiilor asupra echitatii
remunergiet;

- alocarea beneficiilor va fi perceputa cu atat mai corect ih masura in
care se va face pe baza egalitatii, cu conditia ca nevoia sa stea la baza
acordarii unor beneficii legate de familie;

- echitatea este cel mai important principiu distributiv in luarea unel
decizii de concediere sau promovare, iar egalitatea este mai importanta cand
se face evaluarea severitatii pachetelor de concediere;

- dimensiunile justitiei interpersonale si informationale sunt
importante Tn situatii de concediere si promovare.

Perceptia indivizilor privind rolul liderilor in asigurarea justitiei organizationale
devine importantd atunci cand se urmadreste crearea si mentinerea unor bune relatii de
munca, a Tncrederii, respectului si obligatiilor reciproce. Pentru unii autori (Erdogan si
Liden, 2006, p.3), colectivismul este un moderator al relatiei angajati — lideri, bazat pe
mentinerea unor relatii armonioase.

Pentru Hosmer si Kiewitz, justitia organizationalda se refera la “schimbarile de
atitudini privind satisfactia la locul de munca, Tncrederea in organizagie si manageri;
schimbarile comportamentale pentru obtinerea performantelor, eforturile auxiliare de
sprijinire a membrilor grupului i Tmbunatatirea metodelor de grup; schimbari Tn ceea ce
priveste cantitatea, calitatea si eficienta rezultatelor si eventualele schimbari privind
avantajul competitiv si performanta financiara a intregii organizatii” (Hosmer si Kiewitz,
2005, p.67.).

Teoria echitatii explica motivatia, punand accentul pe perceptia individuala asupra
corectitudinii unel Situatii si a modului in care inechitatea cauzeaza anumite
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comportamente. Tn sSitugia in care un angajat percepe cd nu a fost tratat corect in
comparatie cu ceilalti colegi, va reactiona in unul din urmatoarele moduri: va incerca sa
ajusteze efortul cu recompensa, va cere sa fie platit dupa munca prestatd, va incerca sa 1si
schimbe perceptia, va pardsi organizatia. Alte studii evidentiaza consecintele injustitiei
organizationale: comportamentele negative, precum pierderea increderii, insatisfactia in
muncd, cresterea intentiilor de afaceri si absenteismul (Deery, Iverson si Walsh, 2006;
Montessi Irving, 2008).

4. Cultura bazata pe justitia organizationala — sursa de avantaj competitiv

Cultura bazata pe justifia organizationala este o forma a culturii organizationale
poztive, reprezentdnd ansamblul valorilor, normelor si comportamentelor care asigura
relatii organizationale corecte, bazate pe incredere, respect si toleranta.

Unele studii empirice stabilesc corelaia dintre justitia organizationald si cultura
organizationald, ca mediator al relatiei de schimb dintre lideri si salariati (Erdogan, Liden
si Kraimer, 2006, pp.395-406). Altele considera ca perceptia asupra justitiei
organizationale si cultura organizationald influenteazd angajamentul organizational
(Yavuz, 2010, pp.695-701).

Elementele culturii bazate pe justitia organizationald sunt: valorile organizationale
orientate spre tratamentul corect a angajailor; normele de comportament orientate spre
respectarea echitatii/egalitatii de tratament; comportamentele acceptate Si asteptate, bazate
pe Tntelegere si acord reciproc. Rolul deosebit de important al liderilor trebuie subliniat
deoarece acestia i orienteaza pe ceilalti manageri, in directia respectatii valorilor specifice
culturii bazate pe justitia organizgionald.

Cultura bazatd pe justitic organizationald poate exercita in cadrul firmei patru
functii principale (Adler, 1986, p.145):

€) integrarea saarigilor In cadrul organizatiei (justitia organizationald creeaza
noilor salariati perceptia ca organizatia este interesata de asigurarea sanselor
egale, a respectului si a unor bune conditii de lucru, care sd favorizeze
integrarea rapida si obtinerea unor performante ridicate);

f) directionarea salariatilor catre realizarea obiectivelor urmarite (cultura bazata pe
justitie organizationald genereaza incredere, atagament si implicare din partea
angaj&ilor, ca raspuns la comportamentul si deciziile liderilor);

g) protectia salariatilor fatd de amenintarile potentiale ale mediului extern (cultura
bazatd pe justitia organizationald va permite tratarea corespunzatoare a
conflictelor si evidentierea derapajelor de la valorile sale);

h) pastrarea si transmiterea valorilor si traditiilor organizatiei (corectitudinea,
egalitatea, echitatea, respectul reciproc sunt valori esentiale, specifice culturii
bazate pe justitia organizationald).

Tn opinia noastrd, cunoasterea acestor functii si dezvoltarea culturii bazate pe
justitia organizationald conduce la indeplinirea cu succes a obiectivelor organizatiei, a
strategiei stabilite. O astfel de culturd organizationala permite prevenirea si combaterea
comportamentelor incorecte, identificarea angajatilor/managerilor cu practici ilicite. In
aceste condlitii, existd premisele obtinerii unor performante deosebite. Intelese si acceptare,
valorile specifice culturii bazate pe justitie organizationald se constituie Tntr-un motor care
impulsioneaza cresterea continud a rezultatelor. Firmele care detin o culturd bazata pe
justitie organizationala detin, astfel, un avantaj competitiv.

Avantajele acestel culturi bazate pe justitie organizationala sunt demne de luat Tn
considerare. Perceptiile asupra justitiei coreleaza negativ cu devianta destructiva. Atunci
cand angajatii percep ca au fost tratati incorect, va exista o mai mare probabilitate ca
acestia sa incalce regulile organizationale si de a se implica 1n actiuni nedorite, indreptate
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spre organizatie sau spre alti indivizi. Printr-o cultura bazatd pe justitie organizationala se
previn comportamentele contraproductive (Pitariu, Sulea, Zaborild si Maicutoiu, 2008).

5. Concluzii

Justitia organizationald explicd de ce corectitudinea este importanta la locul de
muncd, referindu-se la céile pe baza carora angajatii stabilesc daca au fost corect tratati si
la céile prin care se influenteaza alte variabile legate de munca.

Cultura bazata pe justitie organizationald reprezintd un concept nou, o forma a
culturii organizationale, caracterizatd de valori, precum corectitudine, respect reciproc,
egalitate, echitate. Justitia organizationald influenteaza pozitiv angajamentul in muncad al
salarigtilor, schimbul de cunostinte si comportamentul bazat pe inovare. Dezvoltarea unei
culturi organizationale bazate pe justitie organizationald devine o necesitate deoarece
beneficiile acesteia sunt incontestabile.

Cultura bazata pe justitie organizationala contribuie la cresterea implicarii
sdariatilor, a comportamentului cetatenesc si, bineinteles, la obtinerea unor rezultate
superioaresi a avantajului competitiv.
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