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Abstract 
 

This study has aimed at revealing the relationship between perceived organizational justice and the 
empowerment perception of employees. The Perceived Organizational Justice Scale and the 
Empowerment Scale have been administered to 108 employees. Correlation analysis has been made for 
determining whether there is any relationship between perceived organizational justice (and its sub-
dimensions) and empowerment, t-test for two independent samples and one-way ANOVA have been 
conducted for seeing whether justice and empowerment perceptions vary by some demographic factors 
(age, gender, educational level, and professional experience), and finally regression analysis has been 
carried out in order to reveal whether justice perception has any effect on empowerment.According to 
the research findings, there is a statistically significant positive relationship between empowerment 
perception and perceived organizational justice, procedural justice, and interactional justice. Although 
there is a variation in the perceived organizational justice and empowerment perception by gender, 
professional experience, and age, there is no such variation by educational level. According to the result 
of the regression analysis, perceived organizational justice and interactional justice as a sub-dimension 
have a statistically significant effect on empowerment perception.   
 
Keywords: Perceived Organizational Justice,Distributive Justice, Procedural Justice, Interactional Justice, 
Empowerment 

 

 
INTRODUCTION 

 
People always have a tendency to compare their inputs and outcomes with 

those of other employees working in the same organization as them. This is mainly 
because; they try to determine how fairly employees are treated in the organization. 
However, there is no scale of justice that can detect fair or unfair treatment definitely. 
Thus, not a definitely fair treatment, but the perceived justice should be focused on. It 

mailto:kubilay.ozyer@gop.edu.tr
mailto:nur@hacettepe.edu.tr
mailto:mihribancindiloglu@hotmail.com
mailto:reryigit@eng.ankara.edu.tr


 

The 2nd IBEA – International Conference on Business, Economics and Accounting 
Hong Kong, 26 – 28 March 2014  

 

 
 

is likely that those employees who perceive that they are treated fairly deliver a 
superior performance. It is thought that another way of enhancing the performance of 
employees is empowerment. Meaning more than transference of authority, 
empowerment has become an indispensable concept for the enterprises that intend 
to use their employees more productively. Thus, more attention should be focused on 
this concept. In consideration of the foregoing, the present study has concentrated on 
the effects of perceived organizational justice on empowerment.   

The study will have the following sections: (1) definitions concerning the 
concepts of perceived organizational justice and empowerment, (2) literature review 
regarding the relationship between perceived organizational justice and 
empowerment, (3) analysis and results.  

 
PERCEIVED ORGANIZATIONAL JUSTICE 
 

Studies on the concept of justice are built upon the Equity Theory of Adams 
(1965). The theory suggests that employees should have fair or equal relations, but 
should avoid unfair or unequal relations. The basis of the theory is to determine 
whether employees are treated fairly when their inputs and outcomes in their 
organizationare compared with those of others (Kamalian, 2010: 167).  

Perceived organizational justice was investigated by Niehoffand Moorman 
(1993) in three dimensions: distributive justice, procedural justice, and interactional 
justice. Distributive justicerefers to the perceptions of employees regarding whether 
there is a fair distribution when contribution and acquisition ratios are considered 
(Saufi et al., 2013: 121). It is the process of comparing the awards and acquisitions 
provided for an individual working in an organization with those provided for other 
employees (Atalay, 2012: 43). Proceduraljusticeis about the procedures applied while 
a decision is being made in an organization. It refers to perceptions regarding the 
objective provision of exact information about decisions for employees and the 
consistency of acts with the decisions taken (Kamalian, 2010: 167). It also covers 
judgments concerning the fairness of the methods, processes, and procedures 
employed in the decisions about acquisitions (Yürür, 2012: 195). Interactional justiceis 
about the perception of justice in the communication between employees and 
managers, and can also be defined as the nature of the attitudes and treatments 
which employees are exposed to (Özdevecioğlu, 2003: 79).    

Previous research demonstrates that there is a positive relationship between 
perceived organizational justice and organizational performance, job satisfaction 
(Cropanzano, 2007), and organizational commitment (Bakhshi et al., 2009). According 
to Kango (2004), organizational justice and leader-member exchange quality impact 
motivation to participate in training (Kamalian, 2010: 168). According to Polatand 
Ceep (2008),there is a positive relationship between organizational justice and 
organizational citizenship behavior and organizational trust. Gümüşlüoğluand Aygün 
(2010) report that perceived organizational justice and empowerment have a positive 
effect on commitment to organization, leader, and job.  
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EMPOWERMENT 

Empowerment involves increasing information andresource access for 
employees, and participating in decision-making processes in organizations (Spreitzer, 
1995: 1443). Laschingeret al. (2004) defined empowerment as presenting information 
support, resources, and opportunities to employees. According to Koçel 
(2013),empowerment is the process of improving the right to decide of people and 
improving individuals through cooperation, sharing, training, and team work involving 
more participation of employees.  

 
Thomas andVelthouse (1990) addressed empowerment in four dimensions in 

their study titled, “Cognitive Elements of Empowerment”: Meaningfulness, 
competence, choice and impact. Based on these dimensions of empowerment, 
Spreitzer (1995) developed a scale to measure empowerment in four dimensions: 
Meaning, competence, self-determination and impact. Meaning refers to work value 
of a work goal or purpose, judged in relation to an individual’s own idealsor standards. 
On the other hand, meaning involves a fit between the requirements of a work role 
and beliefs, values and behaviors (Spreitzer, 1995: 1443). Competence or self-efficacy 
refers to specific one’s work or a belief in one’s capability to perform work activities 
with skill (AmbadandBahron, 2012: 74). Self-determination refers to feelings of control 
over one’s work (Lashinger, 2004: 529). Impact refers to the extent to which an 
individual can influence strategic, administrative or operating outcome at work 
(Spreitzer, 1995: 1444).   

 
According to Jha (2010), empowerment is important to the organizational change 

process because empowerment satisfies the individual’s need for a sense of control 
and this is particularly critical when the changes are beyond the individual employee’s 
control. The previous research demonstrates that there is a positive relationship 
between empowerment and organizational commitment (Kraimer et al., 1999; 
SağlamandErgeneli, 2003; Rawat, 2011), job satisfaction (Lashinger, 2004), motivation 
(Ryan and Deci, 2000), and organizational citizenship behavior (Arslantaş, 2007).  

 
Many researchers have showed that there is a relationship between 

organizational justice and empowerment. According to Kamalianet al. (2010), 
empowerment will increase when there are justice and fairness in the organizational 
environment. Saufi et al., (2013) suggest that organizational justice has a positive 
effect on psychological empowerment. DanessandZamani (2012) revealed that there 
was a positive relationship between empowerment and such dimensions of 
organizational justice asdistributive justice, procedural justice, and interactional 
justice. Yürürand Demir (2011) associatedthe three dimensions of organizational 
justice with empowerment.   
 
RESEARCH DESIGN 
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Participants and The Scales Used in the Study 

 
The scales have been administered to a total of 108 public employees in the 

municipality of Tokat city –Turkey by means of convenience sampling technique. The 
research sample has consisted of 350 people.140 out of 300 questionnaires have been 
returned. Since there has been incomplete or incorrect marking in 32 of the returned 
questionnaires, such questionnaires have not been included in the study. Thus, the 
study has been conducted by using a total of 108 questionnaires.    

 
Two different scales have been employed in the study. One of these scales is the 

“Perceived Organizational Justice Scale” by NiehoffandMoormann (1993). The other is 
the “Empowerment Scale” devised by Spreitzer (1995). The Perceived Organizational 
Justice Scale consists of twenty questions and three sub-dimensions (distributive 
justice, procedural justice and international justice) whereas the Empowerment Scale 
is comprised of twelve questions totally.  
 
The Hypotheses of the Study  

The hypotheses of the study, in light of the explanations offered above, have 
been formulated as follows: 

H1: There is a positive relationship between distributive justice and the 
empowerment perceptions of employees. 

H2: There is a positive relationship between procedural justice and the 
empowerment perceptions of employees.  

H3: There is a positive relationship between interactional justice and the 
empowerment perceptions of employees.  

H4: There is a positive relationship between perceived organizational justice and 
the empowerment perceptions of employees. 

H5: Perceived organizational justice, procedural justice, interactional justice, 
distributive justice, and empowerment perception do not vary by demographic 
characteristics (age, gender, professional experience, and educational level).  

 
ANALYSES 

 
The relationships between the Perceived Organizational Justice levels of the 

people employed in public institutions and their levels of empowerment have been 
examined through correlation analysis. Another purpose of the study is to 
demonstrate the relationships between the sub-dimensions of Perceived 
Organizational Justice Scale and the empowerment.  

 
The reliability levels of the relevant scales and sub-dimensions of Perceived 

Organizational Justice Scale have been measured via Cronbach’s Alpha values. The 
relevant figures are presented in the tables below. According to table 2, the Perceived 
Organizational Justice Scale and the organizational commitment scale can be 
considered reliable as a whole (and also with regard to their sub-dimensions). Table 1 
covers the generally accepted evaluation in regard to Cronbach’s alpha values. 



 

The 2nd IBEA – International Conference on Business, Economics and Accounting 
Hong Kong, 26 – 28 March 2014  

 

 
 

 
 
 
 
 
 

Table 1: 
Generally Accepted Cronbach’s Alpha Values 

 
 
 
 
 
 
 
 
 
 

 
When the data presented in the table 1 and table 2 are taken together, it 

becomes apparent that both scales (as well as sub-dimensions of Perceived 
Organizational Justice Scale) have acceptable levels of reliability. The reliabilities of 
Perceived Organizational Justice (0.913), interactional justice (0.938) and 
empowerment (0.902) are perfect whereas those of distributive justice (0.835) and 
procedural justice (0.873) are good.  

Table 2: 
The Result of Reliability Analyses 

  Cronbach’s Alpha Value 

Perceived Organizational 
Justice 

Total  0.913 
Distributive justice 0.835 
Procedural justice 0.873 
Interactional justice 0.938 

Empowerment 
Total           0.902 

 

Factor analysis has been made in order to determine the sub-dimensions about 
perceived organizational justice. According to the result of KMO and Bartlett’s Test of 
Sphericity,factor analysis is feasible (table 3). Three factors have been found through 
the factor analysis. These three factors can explain 67.95% of the total variance. The 
said three factors have been named as Interactional Justice, Distributive Justice, and 
Procedural Justice.  

Table 3: 
KMO and Bartlett's Test 

Cronbach's alpha Internal consistency 

α ≥ 0.9 Excellent 

0.8 ≤ α < 0.9 Good 

0.7 ≤ α < 0.8 Acceptable 

0.6 ≤ α < 0.7 Questionable 

0.5 ≤ α < 0.6 Poor 

α < 0.5 Unacceptable 
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Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .871 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 1653.546 
df 190 
Sig. .000 

 
Prior to the investigation of the relationship between Perceived Organizational 

Justice and empowerment, whether or not these variables display a normal 
distribution has been investigated. The results have showed that they display a normal 
distribution. Therefore, parametric analyses have been preferred. The Pearson 
correlation coefficient has been calculated in order to reveal the relationships 
between the aforementioned variables. Table 4 displays the results of the correlation 
analyses between Perceived Organizational Justice and empowerment. The 
correlation value between the sub-dimension of Perceived Organizational Justice and 
the empowerment has been found out to be 0.370, which is deemed to be statistically 
significant at the 0.01 level. In addition, no statistically significant correlation has been 
found between empowerment and distributive justice (0.087). The results 
demonstrate that hypothesis 1 is not correct. However, the relationships between 
empowerment and procedural justice (0.197) and between empowerment and 
interactional justice (0.452) are statistically significant, and the results demonstrate 
that hypotheses 2 and 3 are correct.  

Table 4: 
Correlations between empowerment and perceived organizational justice 

  
Perceived Organizational 
Justice DistributiveJustice ProceduralJustice InteractionalJustice 

Empowerment 
.370** .087 .197* .452** 

**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 

A correlation analysis has been conducted in order to determine whether the sub-
dimensions of Perceived Organizational Justice and empowerment vary according to 
gender, age, relevant levels of education, and professional experience. An 
independent two-sample t-test (for gender) and a one-way variance analysis (for age, 
levels of education, and professional experience) have been carried out. Both of these 
tests are parametric and the results are summarized in the table 5. According to the 
results provided in the table 5, although there is no statistically significant difference 
between the interactional justice perceptions of women and men, there is a 
statistically significant difference between the perceived justice, distributive justice, 
and empowerment perceptions of women and men.     
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Table 5: 
T-Test for 2 Independent Samples for gender 

 

Levene's Test for  
Equality of Variances 

t-test for Equality of Means 

F (Sig.) t- (Sig. 2-tailed) 
Mean 

Difference 

Perceived 
Organizational 
Justice 

Equal variances 
assumed 

0.676 (0.413) -3.066
* 

-0.52248 
Equal variances not 
assumed 

 -3.120
* 

Distributive Justice 

Equal variances 
assumed 

3.684
**

(0.058) -4.700
* 

-0.97686 
Equal variances not 
assumed 

 -5.144
* 

Procedural 
Justice 

Equal variances 
assumed 

0.064(0.801) -3.624* 

-0.83768 
Equal variances not 
assumed 

 -3.906
* 

Interactional Justice  

Equal variances 
assumed 

11.884
*
(0.001) -0.534 

-0.11614 
Equal variances not 
assumed 

 -0.463 

Empowerment  

Equal variances 
assumed 

3.168
**

 (0.078) 1.423 

0.22219 
Equal variances not 
assumed 

 1.705
** 

 *. Significant at the 0.05 level (2-tailed) 

**. Significant at the 0.10 level (2-tailed) 
 

Another question investigated in the present study is whether Perceived 
Organizational Justice levels (along with its sub-dimensions) and empowerment vary 
according to age (tables 6-7), level of education (table 8),and professional experience 
(tables 9-10). To determine this, a one-way ANOVA has been carried out to test the 
hypotheses. A statistically significant difference of 5% has been found out to exist 
between different age groups in the following elements: 

Table 6: 
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The ANOVA Results for Perceived Organizational Justice and Empowerment by 
Age 

 F Sig. 

Perceived Organizational Justice 3.757* .027 

Distributive Justice 1.516 .224 
Procedural Justice 1.863 .160 
Interactional Justice 5.863* .004 
Empowerment .898 .411 

        *. Significant at the 0.05 level 
 

Firstly, intergroup equality of variance has been tested for the Post Hoc tests to 
be administered for revealing the differences between the groups. As a result, it has 
been determined thatthe variances of the dimensions of procedural justice and 
interactional justice are not equal in terms of age groups while the variances of other 
dimensions are equal in terms of age groups. Since group sample sizes have been 
quite different from one another, Hochberg’s GT2, a Post Hoc test, has been 
conducted for equal variance assumption while Games-Howell, another Post Hoc test, 
has been carried out for unequal variance assumption.At the end of the one-way 
ANOVA,it has been determined that Perceived Organizational Justice andInteractional 
justice perception vary by age. Therefore, the table provides Post Hoc test results only 
for these two dimensions (table 6).  

Table 7: 
Post Hoc Test (Hochberg’s GT2 and Games-Howell) Results for Perceived 

Organizational Justice and Empowerment by Age 

Dependent Variable (I) Age (J) Age Mean  
Difference (I-J) 

Std. Error Sig. 

Perceived 
Organizational 
Justice 

Hochberg 

18 - 25 
26 - 35 .42536 .18865 .076 

36 - 55 .66941
*
 .26560 .039 

26 - 35 
18 - 25 -.42536 .18865 .076 

36 - 55 .24405 .22967 .640 

36 - 55 
18 - 25 -.66941

*
 .26560 .039 

26 - 35 -.24405 .22967 .640 

Interactional Justice 
Games-
Howell 

18 - 25 
26 - 35 .40000 .17667 .068 

36 - 55 1.08319
*
 .27988 .002 

26 - 35 
18 - 25 -.40000 .17667 .068 

36 - 55 .68319 .28016 .059 

36 - 55 
18 - 25 -1.08319

*
 .27988 .002 

26 - 35 -.68319 .28016 .059 

*. The mean difference is significant at the 0.05 level. 
 

According to the results provided in the table 7, variance in the perceived 
organizational justice results from the difference between the age group 18 – 25 and 
the age group 36 – 55. In addition, it has been found out that the variation in the 
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interactional justice sub-dimension of the Perceived Organizational Justice Scale 
results from the difference between the said age groups.  

According to the results provided in the table 8, the organizational justice 
(including sub-dimensions) and empowerment perceptions of the participants 
included in analysis do not vary significantly by educational level.  

 
 
 
 
 
 

Table 8: 
The ANOVA Results for Perceived Organizational Justice and Empowerment by 

Educational Levels 
 

 F Sig. 

Perceived Organizational Justice .255 .776 

Distributive Justice 1.440 .242 
Procedural Justice .326 .723 
Interactional Justice .670 .514 
Empowerment 2.107 .127 

 

It has been determined that the organizational justice (including sub-dimensions) 
and empowerment perceptions of the participants included in analysis vary 
significantly by professional experience (table 9). The equality of variances of the 
relevant variables has been tested by professional experience, and it has been 
concluded that not the variances of all variables are equal. Thus, the Games-
Howelltest, a Post Hoc test, has been employed for checking the differences. The 
results are presented in thetable 10.   

 
Table 9: 

The ANOVA Results for Perceived Organizational Justice and Empowerment by 
Professional Experience 

 F Sig. 

Perceived Organizational Justice 7.327 .000 

Distributive Justice 3.895 .011 
ProceduralJustice 4.603 .005 
Interactional Justice 6.683 .000 
Empowerment 4.435 .006 

 

According to the Post Hoc test result, perceived organizational justice, perceived 
distributive justice, and perceived procedural justice vary by professional experience. 
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While this difference is visible between the groups of 1-5 year professional experience 
and 6-10 year professional experience, it is not observed between other age groups. A 
similar variation has been found out in interactional justice perception by professional 
experience. Such variation results from the groups of 1-5 year professional 
experience,11-15 year professional experience, and 16-30 year professional 
experience.  

 

 

 

 

 

 

Table 10: 
Post Hoc Test (Games-Howell) Results for Perceived Organizational Justice and 

its sub-dimensions by Professional Experience 

Dependent Variable (I) Professional 
Experience 

(J) Professional 
Experience 

Mean Difference 
(I-J) 

Std. Error Sig. 

Perceived 
Organizational Justice 

1 - 5 

6 - 10 .55515
*
 .16053 .005 

11 - 15 .58943 .22324 .086 

16 - 30 1.02193 .42317 .155 

6 - 10 

1 - 5 -.55515
*
 .16053 .005 

11 - 15 .03429 .24622 .999 

16 - 30 .46679 .43573 .715 

DistributiveJustice 

1 - 5 

6 - 10 .70889
*
 .20579 .005 

11 - 15 .29331 .29623 .757 

16 - 30 .69104 .65560 .725 

6 - 10 

1 - 5 -.70889
*
 .20579 .005 

11 - 15 -.41558 .31834 .571 

16 - 30 -.01786 .66588 1.000 

Procedural Justice 

1 - 5 

6 - 10 .83733
*
 .19474 .000 

11 - 15 .48019 .33430 .503 

16 - 30 .58019 .84617 .899 

6 - 10 

1 - 5 -.83733
*
 .19474 .000 

11 - 15 -.35714 .35205 .744 

16 - 30 -.25714 .85333 .990 

Interactional Justice 

1 - 5 

6 - 10 .35003 .22885 .428 

11 - 15 .79262
*
 .24641 .029 

16 - 30 1.39717
*
 .34135 .014 

11 - 15 

1 - 5 -.79262
*
 .24641 .029 

6 - 10 -.44260 .30831 .489 

16 - 30 .60455 .39900 .456 

16 - 30 

1 - 5 -1.39717
*
 .34135 .014 

6 - 10 -1.04714 .38840 .075 

11 - 15 -.60455 .39900 .456 
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Regression analysis has been conducted in order to determine the effects of 

perceived organizational justice and its sub-dimensions (distributive justice, 
procedural justice, and interactional justice) on empowerment. Firstly, the effect of 
perceived organizational justice on empowerment has been investigated (table 11). It 
has been determined that 13.7% of the variable of empowerment can be explained by 
the dimension of perceived justice. The effect of Perceived Organizational Justice on 
empowermenthas been statistically significant.  

Table11: 
The Effect of Perceived Organizational Justice (POJ) on Empowerment 

Model Coefficients t-value (Sig) 

(Constant) 2.972 11.73 (0.000) 

POJ 0.332 4.058 (0.000) 

Dependent Variable Empowerment 

R
2 

0.137 

F-Value (Sig). 16.468 (0.000) 

Similarly, regression analysis has been conducted in order to investigate the effect 
of the sub-dimensions of Perceived Organizational Justice on empowerment. Stepwise 
method has been employed as a regression method. The results are presented in the 
table 12. It has been found out that the effect of the dimensions of distributive justice 
and procedural justice on empowerment is not statistically significant. It has been 
realized that only the effect of interactional justice on empowerment is statistically 
significant. It has been found out that interactive justice explains empowerment by 
19.7%.  
 

Table12: 
The Effect of Interactional Justice on Empowerment 

Model Coefficients t-value (Sig) 

(Constant) 2.896 13.542 (0,000) 

Interactional Justice 0.327 5.195 (0,000) 

Dependent Variable Empowerment 

R
2 

0.197 

F-Value (Sig). 26.992 (0.000) 

  

 
DISCUSSION 

The present study has provided many important results. First of all, there is a 
statistically significant positive relationship between empowerment and perceived 
organizational justice (and three dimensions of organizational justice). The sub-
dimension found to have the highest relationship with empowerment is interactional 
justice. Different results have been obtained by demographic variables, too. Men have 
achieved higher scores in perceived justice while women have achieved higher scores 
in empowerment. As to age, variation has been found out only between the age 
groups of 18-25 and 36-55 and only in the perceived organizational justice and its 
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interactional justice sub-dimension. No variation has been detected in others. The 
educational levels of the research participants have not led to any variation in any 
variable. Significant differences have been found out in the analyses about 
professional experience. According to such differences, as professional experience 
increases, perceived organizational justice decreases. Finally, it has been seen that the 
perceived organizational justice has a significant effect on empowerment. While 
distributive justice and procedural justice have no significant effect on empowerment, 
interactional justice has a significant effect on it. 

The most important result of the study is the effects of the perceived 
organizational justice on empowerment. That shows that organizational justice 
perception gives rise to empowerment. As stated in the beginning, empowerment 
means much more than the transference of authority. Thus, some steps other than 
the transference of authority should be taken so that the empowerment levels of 
employees increase.One of them is organizational justice. That indicates the 
importance of acting by considering the justice perceptions of employees for 
executive managers. That is a noteworthy issue in today’s business world where 
empowered employees are one of the important ways of gaining competitive 
advantages. More important results face us when analysis is made on sub-dimensions. 
It is important that interactional justice, being one of the sub-dimensions of 
organizational justice, has an impact on the empowerment levels of employees. As a 
matter of fact, empowerment involves improving the knowledge and skills of 
employees, besides the transference of authority, so that they can perform their 
works better.  

It is interesting that men have achieved higher scores in organizational justice 
while women have achieved higher scores in empowerment. As a matter of fact, this 
result may mean partly that men sacrifice themselves for organizations more, but they 
cannot receive what they deserve for it enough. On the other hand, this result may be 
implying that women want to reach decision-making positions in the organization 
more. This result may also be pointing to a glass ceiling syndrome within the 
organization.  

Another interesting research result is that as the ages of employees increase, 
there is less organizational justice perception. It is likely that when employees start to 
work in an organization, they think that they cannot perform the works expected from 
them effectively because they are inexperienced. Thus, they consider what they 
acquire fair. On the other hand, as the time passes, employees specialize in their jobs, 
and thus their productiveness increases. However,according to this research result, 
employees think that they acquire less than what they deserve despite such increase 
in productiveness. That is important because such a perception may decrease the 
productiveness of employees or even cause employees to leave the job in the course 
of time. Attention should be focused on in this matter.  

The present study has some limitations because it has been conducted with a 
specific sample group and within a specific organization. However, such limitations 
may be excused when it is considered that the present study may be the first step of 
certain detailed studies to be conducted on this subject. It is considered that more 
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comprehensive studies should be carried on empowerment by including different 
sectors in the research process so that the subject can be understood better. 
 
REFERENCES 

AMBAD, S. N. A. & BAHRON, A. (2012),” Psychological Empowerment: The Influence 
on Organizational Commitment Among Employees in The Construction Sector”, 
The Journal of Global Business Management, 8 (2): 73-81. 

ADAMS, J. S. (1965), “Inequity in Social Exchange. In L. Berkowitz (Ed.), Advances in 
Experimental Social Psychology, Academi, New York, 267-299. 

ARSLANTAŞ, C. C. (2007), “DönüşümcüLiderliğin Psikolojik Güçlendirme & Örgütsel 
Vatandaşlık Davranışı Üzerindeki Etkisi (The Effect of Transformational 
Leadership on Psychological Empowerment)”, Ammeİdaresi Dergisi, 40 (4): 81-
101. 

ATALAY, C. G. (2012), Örgütsel Adalet (Organizational Justice), Özler D. E (Ed.), 
Örgütsel Davranışta Güncel Konular (Current Issues in Organizational Behavior), 
Ekin Yayınevi, Bursa, 41-59. 

BAKHSHİ, A., KUMAR, K. & RAMİ, E. (2009), “Organizational Justice Perceptions as 
Predictor of Job Satisfaction and Organization Commitment”, International 
Journal of Business and Management, 4 (9): 145-154. 

 

CROPANZANO, R., BOWEN, D. E. & GILLIGAND, S. W. (2007), “The Management of 
Organizational Justice”, Academy of Management Perspectives, 34-48. 

DANESS, S. Y. S. & ZAMANİ, A. (2012), “The Relationship between Perception of 
Organizational Justice and Employee Empowerment in Industrial Town of 
Rasht”, Journal of Basic and Applied Scientific Research, 2 (11): 11690-11695.   

JHA, S. (2010), “Influence of Psychological Empowerment on Affective, Normative and 
Continuance Commitment: A Study in Indian It Industry”, International Journal 
of OrganisationalBehaviour, 15 (1): 53-72.  

GÜMÜŞLÜOĞLU, L. & AYGÜN, Z. K. (2010), “Bilgi Çalışanlarının Adalet & Güçlendirme 
Algılarının Örgüte, Lidere & İşe Bağlılık Üzerindeki Etkileri (The Effects of The 
Justice & Empowerment Perceptions of Information Employees on Commitment 
to Organization, Leader, and Job”), Türk Psikoloji Dergisi, 25 (66): 21-36. 

KAMALİAN, A. R., YAGHOUBİ, N. M.  & MOLOUDİ, J. (2010), “Survey of Relationship 
Between Organizational Justice and Empowerment (A Case Study)”, European 
Journal of Economics, Finance and Administrative Sciences, 26: 165-171. 

KOÇEL, T. (2013), “İşletme Yöneticiliği (Business Management)”, Beta Basım, İstanbul. 

KRAİMER, M. L., SEİBERT, S. E. & LIDEN, R. C. (1999), “Psychological Empowerment as 
a Multidimensional Construct: a Test of Construct Validity”, Educational and 
Psychological Measurement, 24 (5): 54-64. 



 

The 2nd IBEA – International Conference on Business, Economics and Accounting 
Hong Kong, 26 – 28 March 2014  

 

 
 

LASCHINGER, H. K. S.;,FINEGAN, J. E., SHAMIAN, J. & PIOTR, W. (2004), “A Longitudinal 
Analysis Of The Impact Of Workplace Empowerment On Work Satisfaction”, 
Journal Of Organizational Behavior, 25: 527-545.  

NIEHOFF, P. B. & MOORMAN H. R. (1993), “Justice as a Mediator of the Relationship 
Between Methods of Monitoring and Organizational Citizenship Behavior”, 
Academy of Management Journal, 36 (3): 527-556. 

ÖZDEVECİOĞLU, M. (2003), “Algılanan Örgütsel Adaletin Bireylerarası Saldırgan 
Davranuşlar Üzerindeki Etkilerinin Belirlenmesine Yönelik Bir Araştırma (A Study 
for Determining the Effects of Perceived Organizational Justice on Interpersonal 
Aggressive Behaviors)”, Erciyes Üniversitesi İktisadiveİdari Bilimler Dergisi, 21: 
77-96. 

POLAT, S. & CEEP, C. (2008), “Ortaöğretim Öğretmenlerinin Örgütsel Adalet, 
ÖrgütselGüven, Örgütsel Vatandaşlık Davranışlarınaİlişkin Algıları (The 
Perceptions of Secondary Education Teachers Concerning Organizational Justice, 
Organizational Trust, Organizational Citizenship Behaviors)”, 
KuramveUygulamada Eğitim Yönetimi (Educational Administration in Theory and 
Practice), 54: 307-331. 

RAWAT, P. S. (2011), “Workplace Empowerment and Commitment: An Empirical 
Study” 2nd International Conference on Humanities, Historical and Social 
Sciences, 17: 143-147.  

RYAN, R. M. & DECİ, E. L. (2000), “Self-determination Theory and The Facilitation of 
Intrinsic Motivation, Social Development and Well-being”, American 
Psychologist, 55 (1): 68-78.  

THOMAS, K. W. & VELTHOUSE, B. A. (1990), “Cognitive Elements of Empowerment: An 
Interpretive Model of Intrinsic Task Motivation”, Academy of Management 
Review, 15 (4): 666-681. 

SAĞLAM, A. G. & ERGENELİ, A. (2003), “Psikolojik Güçlendirme Algısı & Bazı 
Demografik Değişkenlerin Örgütsel Bağlılığa Etkisi (The Effect of Psychological 
Empowerment Perception & Some Demographic Variables on Organizational 
Commitment)”, HacettepeÜniversitesiİktisadiveİdariBilimlerDergisi, 21 (1): 129-
159. 

SAUFİ, M. A., KOJURİ M. A. S., BADİ, M. & AGHESHLOUEİ, H. (2013), “The Impacts of 
Organizational Justice and Psychological Empowerment on Organizational 
Citizenship Behavior: The Mediating Effect of Job Involvement”, International 
Journal of Research in Organizational Behavior and Human Resource 
Management, 1 (3): 116-135.   

SPREİTZER, G. M. (1995) “Psychological Empowerment in the Workplace: Dimensions, 
Measurement and Validation”, Academy of Management Journal, 38, 1442-
1465.  

YÜRÜR, Ş. & DEMİR, K. (2011), “Örgütsel Adalet & Psikolojik Güçlendirme: 
KarşılıklıEtkileri Üzerine Bir Araştırma (Organizational Justice & Psychological 



 

The 2nd IBEA – International Conference on Business, Economics and Accounting 
Hong Kong, 26 – 28 March 2014  

 

 
 

Empowerment: A Study on Their Mutual Effects)”, Süleyman Demirel 
Üniversitesi, İktisadiveİdari Bilimler Dergisi, 16 (3): 311-335. 

YÜRÜR, Ş. (2012), ÖrgütselAdalet (Organizational Justice), Keser, A; Yılmaz, G.; Yürür, 
Ş. (Ed.), Çalışma Yaşamında Davranış (Behavior in Work Life), 189-233, 
Umuttepe Kitabevi, Kocaeli. 

 

 


