
















































































Managers create justice perceptions by gauging whether outcomes are proportional to
their input, meet expectations, and compare their input or outcome ratio to those of their
counterparts (Alder & Ambrose, 2005; Colquitt et al. 2006; Greenberg, 2006). Cropanzano et
al. (2007) also identified three allocation rules that can lead to distributive justice and if
applied appropriately: (i) equality (to each the same) (ii) equity (to each in accordance with
contributions), (iii) and need (to each in accordance with the most urgency) (Adams 1965;
Leventhal, 1976). If managers believe that distributive justice exists and rewards are
distributed equitably and linked to their efforts, increases the level of trust and boost their
morale and motivation (Nadler & Lawler, 2007) which gave managers immense satisfaction
with their work environment and co-workers, and enhance managerial effectiveness.

2, Procedural Justice (PJ)

Thibaut and Walker (1975) introduced another dimension of organizational justice namely
procedural justice (Greenberg & Colquitt, 2005). Thibaut & Walker (1975) defined
procedural justice as being concerned with the procedures used in the allocation of resources
and emphasize on the importance of fairness of the methods or procedures used (decision
criteria, control of the process) at workplace. Procedural justice refers to “the perceived
faimess of the process or procedures used to determine organizational outcomes” (Folger &
Greenberg, 1985; Lind & Tyler, 1988) |

Procedural justice has been adapted in organizational setting by the efforts of Folger
& Konovsky (1989) and Greenberg (1990), with the need to consider justice in policies or
procedures used for decision making at workplace. Procedural Justice is characterized by the
fairness of the processes that are used to determine what outcomes are used, how they are

distributed, and to whom the outcomes are given.
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Leventhal (1980) developed the idea of procedural justice by identifying six justice
rules as: (a) consistency rule, stating that allocation procedures should be consistent across
persons and over time, (b) the bias-suppression, stating that personal self-interests of
authorities should be prevented from operating during the allocation process, (c) the accuracy
rule, referring to the goodness of the information used in the allocation process, (d) the
correctability rule, dealing with the existence of opportunities to change an unfair decision,
(e) the representativeness rule, stating that the needs, values, and outlooks of all the parties
affected by the allocation process should be represented in the process , and (f) the ethicality
rule, according to which the allocation process must be compatible with fundamental morale
and ethical values of the employees.

Dogan (2002) has defined procedural justice as the degree of being fair on methods,
procedures and policies which are the bases of identifying and measuring the elements like
wage, promotion, financial potential, working conditions and performance evaluation. Ding
& Lin (2006) have defined procedural justice as a perceived faimess of procedures which are
the means used to make or implement decisions and determine the outcomes.

In the organizational context, procedural justice is considered an important resource
in social exchange (Loi et al. 2006). Previous researches demonstrated that procedural justice
often is more predictive of a variety of work attitudes such as organizational commitment
(Warner et al. 2005), job satisfaction, organizational citizenship behavior, psychological well
being and mainly focused on employee perceptions of how they are treated by their managers
and organizations (Kray & Lind, 2002). It is suggested that the contribution of procedural

justice is positively associated with cognitive, affective and behavioral reactions at
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