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Abstract: To achieve profits, management has to put in place several inputs. Of all the inputs, human 
resources or the employees are the most important and yet, the most unpredictable. Research has identified 
organizational culture and organizational justice as two factors enabling employee satisfaction. Upon, their 
identification, research has continued into these areas as two separate fields and has come up with several 
results. However, little is known on how these two interrelate and their effect on one another. This study 
sought to provide this information by investigating the correlation between these two factors. To do this, a 
cross-sectional survey was carried out among 223 health workers from a public hospital in Malatya, Turkey 
during May and June 2014. Out of a maximum of 20, organizational culture and organizational justice 
received mean scores of 11.4 ± 2.3 and 14.0 ± 4.8 respectively. Correlation analysis showed that almost all the 
domains of organizational culture had a statistically significant moderately positive relationship (0.434 ≤ r ≤ 
0.636) with the domains of organizational justice with the exception of the power domain. This study finds a 
statistically positive correlation between overall justice scores and overall culture scores. However the 
correlation between them is moderate indicating that it is possible that other factors are equally or even 
more important in their determination. Thus, while managers can use organizational culture as an indication 
of organizational justice, they should not totally rely on one as a measure of the other. 
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1. Introduction 
 
Staff associated with an establishment has their own motives for joining the company. A function of the 
companies is usually to be a source of developing human relationships (Desson & Clouthier, 2010). When 
faced with problems, companies provide possible solutions. This is the point of connect for organizational 
culture. The main concern of organizations is to make profits. However, to achieve this, organizations must 
ensure a secure and healthy environment for the employees through which they can reach their goals. 
Organizational culture points to behaviours done by a set of people inside a company. Employees incline 
towards certain attitudes to conform and be efficient (Peters & Waterman, 1982). We can then say that 
organizational culture compresses of norms and values. Organizational justice is another major part of viable 
companies. It is a function of how fair a company is (Colquitt, Conlon, Wesson, Porter & Ng, 2001). 
Organizations could their employees to adapt their values and norms via their cultures. Thus, they may 
constitute a link between their staff and institution. Successful businesses shape their organizational culture 
in accordance with their aims and objectives and take precautions to protect this (Schneider, Ehrhart, & 
Macey, 2013). The effect of organizational culture on how justice is viewed has also great importance on 
employees in the aspects of catching organizational aims and making employees adapted to organization. The 
ones who have not organizational justice perception, which also includes justice perception in working 
environment can not adapt organizational culture. The importance of both organizsational culture and justice 
to the cohesiveness of employees and in turn continued successs of the business has been established on 
other studies (Schein, 2006; Shao, Rupp, Skarlicki & Jones, 2013). Recent development in the study of 
organizational justice  has seen the development of new domains as well as multi-level research into group 
setings as to the interactions between the various domains of organizational justice (Goodin, 2010; Usmani & 
Jamal, 2013). However, little is known as regards the role of organizational culture in either promoting or 
hindering organizational justice. This information is crtical to managers as it would increase their 
understanding of the mechanics that shape organizational culture and justice, both factors which are of 
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immense importance to rowth and success of their establishment. This study seeks to provide this 
information by investigating the relationship of organizational culture with organizational justice. 
 
2. Literature Review 
 
Organizational Justice: The concept of organisational justice, originated from Greenberg in 1987, and it is 
the way an employee perceives the company’s deeds, choices and engagements and the way they influence 
the staffs’ own attitudes and actions. Organizational justice is a term very similar to concept of fairness. In 
every organization, employees are sensitive to decisions made on an everyday basis by their employers 
and/or management, and group them as either unfair or fair. The pattern of these judgements influences the 
employee’s behaviour and has been shown to have an effect on employee motivation, retention and output. 
The importance of organizational justice should be of paramount importance to the management as it is 
critical to the success of any establishment. In fact, it has been described as the glue that allows employees to 
work together in an effective manner (Cropanzana, Bowen & Gilliland, 2007). The importance of 
organizational justice has resulted in the large amount of literature available to managers on the subject in 
relation to many other aspects of the workplace (Frenkel, Li & Restubog, 2012; Shao et al., 2013). Analysis of 
the literature on organizational justice has revealed 3major parts to organizational justice, i.e. distributive 
justice, procedural justice and interactional justice.  
 
Distributive justice: Distributive justice has to do with the allocations or outcomes that some employees get 
and others do not. Distributive justice deals with the basic truth that it is impossible to treat all employees in 
the exact same way. Thus, distributive justice requires that the distribution of results is segregated in the 
workplace based on the share of input received by each employee. Thus, employees are worried with the 
proportion of their input to their rewards. This description of distributive justice has its backgrounds 
grounded in the equity theory. Cropanzana, Bowen, & Gilliland (2007) opine that the equity theory is 
interested in the ratio of how much employees get to how much we contribute. Thus, it would be termed as 
distributive fair if a particular employee received less than another but was also expected to contribute less 
than his colleague with the higher pay. However, modern developments in the study of distributive justice 
have highlighted other components or factors that are to be taken into consideration in the conceptualizing 
distributive justice. The allocation rules of equality (to each the same), and need (to each in accordance with 
the most urgency) have also gained prominence with researchers suggesting that the management does not 
have to sacrifice one allocation rule for the other but rather adopt a mix that best suits their organization 
(Colquitt, Greenberg, & Zapata-Phelan, 2005). 
 
Procedural Justice: Procedural justice is the ways by which results are apportioned. Leventhal (1980) and 
Leventhal, Karuza, & Fry (1980) originated research work in the area of procedural justice and concluded 
that it consists of the basic principles of consistency (implying staff are given equal treatment), lack of bias 
(implying no discrimination) and correctness when making decisions. In addition, procedural justice deals 
with the methods used in reaching decisions, emphasizing such principles as the fact that decisions must be 
reached after adequate input by all stakeholders and that norms of practice are not violated(Cohen-Charash & 
Spector, 2001; Colquitt et al., 2005).Studies show that even in the cases of unfavourable decisions, adequate 
attention to procedural justice can lead to greater support of the decisions and increased t rust and 
commitment to the employers. For example, Mauborgne & Kim (2005)  in their book opined that fair 
processes had the ability to stimulate intellectual and emotional recognition which, in turn, builds trust and 
commitment culminating in voluntary cooperation in execution of agreed decisions. 
 
Interactional justice: It simply alludes to the manner of treatment of a person t o another. Interactional 
justice is exhibited when information is shared to all who require it in an appropriate manner with speech 
lacking in  vulgar or lewd remarks (Blodgett, Hill & Tax, 1997). Colquitt et al. (2001) grouped interactional 
justice in to two main aspects. The first aspect, otherwise known as informational justice refers to the 
truthfulness of an employee and/or employer and the provision of adequate justifications when results do 
not come out as favorably as expected. The second part, also known as interpersonal justice, refers to the 
respect and dignity with which one treats another (Bies & Moag, 1986; Blodgett et al., 1997; Skarlicki & 
Folger, 1997). Both aspects are equally important. Since interactional justice focuses on personalized 
transactions, employees often request it from supervisors or the management. Thus, as found out in a study 
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by Skarlicki & Latham (1996), training supervisors and management staff to provide explanations and 
apologies (informational justice) and to treat their reports with courtesy and respect (interpersonal justice) 
yielded improved relations with the employees. Current research on organizational justice has provided 2 
new components of organizational justice. They are temporal and spatial justice 
 
Temporal justice: Goodin (2010)originated the idea of time justice with emphasis the authority each 
individual has over his or her time. He defined it as ‘having discretionary control over one’s time’. This new 
component of organizational justice arose out from the same concept but in a different setting. Temporal 
justice in an organization is concerned with fair distribution of time. It is a function of how each employee 
views the amount of time given him to complete tasks or in another sense how time-consuming his tasks are 
(Usmani & Jamal, 2013). 
 
Spatial justice: In general terms, spatial justice is a fixated and thoughtful stress on the geographical domain 
of justice. It is the equitable allocation of resources across geographical units (Usmani & Jamal, 2013). 
Geologically irregular improvement also provides a context for understanding injustice in the workplace 
(Soja, 2009). Spatial justice has an impact on the circulation of resources across zones (Lefebvre, 1968 & 
1972). Present-day research into organizational justice has shed light on the factors that make staff care 
about justice (content theories) and the procedures that result in both the creation of fairness perceptions, e 
(process theories) (Rupp, 2011). In addition, recent research also has shifted attention from studying the 
degree to which employees view themselves as being treated fairly to how employees perceive the treatment 
of others as either fair or unfair. This has also led researchers to consider employees’ reactions to corporate 
social responsibility which is now being treated as a special case of third-party justice perceptions (Skarlicki 
& Rupp, 2010; Topa, Moriano & Morales, 2013). Finally, research on organizational justice has become more 
and more multilevel, exploring how shared perceptions of justice form within work groups and organizations 
(justice climate), and has dealt with how justice perceptions and reactions vary across cultural groups (e.g., 
organizational and national cultures) (Li & Cropanzano, 2009; Rupp, 2011). 
 
Organizational Culture: Organizational culture has been defined as “a pattern of shared basic assumptions 
that was learned by a group as it solved its problems of external adaptation and internal integration, that has 
worked well enough to be considered valid and, therefore, to be taught to new members as the correct way to 
perceive, think, and feel in relation to those problems” (Schein, 2006). With this definition, it becomes 
obvious that the term organizational culture applies to any institution be it schools, clubs, governments, 
companies or even the family. It is developed over time as continued patterns of thinking and actions 
eventually become routine and acceptable to any group. In fact, such pattern becomes a norm that it becomes 
expected of members of such a group, with anyone not adhering to it seen as being odd or a misfit. Research 
bearing on the topic of organizational culture dates as far back as the Henry Mayo studies of the 1930’s when 
he described work group cultures. However, the delineation of organizational culture as a field of its own did 
not occur until the 1980’s when researchers such as Deal and Kennedy (1984), Ouchi(1981), and Peters and 
Waterman (1982) published their books on the subject. Since then, the body of academic literature bearing 
on the subject as a real one with tangible effects has grown. Researchers have deduced that organisational 
culture is just like the personality of an individual. 
 
However due to the different perspectives from which the several authors have looked at organizational 
cultures, there have been many definitions and determinants associated with organisational culture. For 
instance, while Deal and Kennedy (1982) named four broad kinds of cultures, namely the tough-guy/macho 
culture, “the work-hard/play-hard culture, the bet-your company culture and the process culture”, Handy, 
(1996) explained organisational culture by via4kinds of classifications, “power, role, task and person cultures. 
Continued research into organization culture came up with the organizational culture model. This descriptive 
model is aimed at investigating the discrepancies if any between the prevailing and favoured cultures in a 
company. The organisational culture model lists the four dimensions of culture orientation (power, role, 
achievement and support) and measures them in two manners of operation, namely formalisation and 
centralisation (Carroll & Harrison, 1998). Each mode can then be quantified as either high or low. 
 
Importance of organizational culture: As has been deduced from management theory, organizational 
culture has powerful effects on the way organizations and its members think and behave. Thus organizations 
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with the right kind of culture that matches with the kind of enterprise in which an organization is engaged 
has been generally noticed as being among the most important factors of how effective or successful the 
organization will be. Barney (Barney, 1986)attributed the continued financial excellence of major 
conglomerates as Procter and Gamble, MacDonald’s etc. to their strong organizational culture. Other benefits 
of a strong organizational culture include being a powerful lever for guiding behaviour (Deal & Kennedy, 
1982), facilitates goal alignment (Brown & Dodd, 1998) and cohesiveness, loyalty, lower employee turnover 
and organisational commitment among employees (Martins & Terblanche, 2003). All of these benefits are 
garnered because of the manner in which organisational culture shapes several aspects of an organisation’s 
activities. Examples are: 

 Making right decisions 
 Appropriate behaviour and work relationships 
 Manner of task implementation 
 Efficacy of processes 
 Willingness to adapt and 

Summarily, the kind of culture prevalent in an organization is an indicator of the level of success of new 
initiatives embarked upon by the organization and the possibility of it achieving its overall goals. 
 
3. Methodology 
 
The aim of this study is to examine the relationship between organizational culture and organizational justice. 
To do this, the study will determine the perceptions of staff on each of the dimensions of culture and justice 
that are overwhelming and available in organization. The quantitative research methods were used in this 
study for data collection purposes. Quantitative approach is considered to be the best way to measure 
individual’s perceptions because, as stated by Edwards (1998), “quantitative methods have the advantage of 
allowing researchers to measure and control variables.survey research method was conducted to measure 
the relationships among studied concepts”. This method allows for statistical analysis, and more time efficient 
(Meredith, Raturi, Amoako-Gyampah, & Kaplan, 1989). 
 
Hypothesis: The hypothesis which was adopted by the study as follows:  
H0: There is a no relationship between dimensions of culture (achievement, support and hierarchy) and 
justice (procedural, interactional and distributive).  
H1: There is a relationship between dimensions of culture (achievement, support and hierarchy) and justice 
(procedural, interactional and distributive). 
 
Sample: The data were collected from 258 full-time health care employees from a public hospital in Malatya, 
Turkey during May and June 2014. 35 surveys had to be discarded due to incomplete information. 223 
surveys were included in the analysis. 
 
Instruments: NihalMamatoğlu (2006) developed organizational culture scale using the Harrison's 
organizational culture model (hierarchy, achievement, power, support). The questionnaire has 16 questions 
and quantifies each of the 4 domains of organizational culture. Each of these domains has 4 structured 
questions to measure it. The questionnaire used a five-point Likertscale for respondents to rate dimensions of 
organizational culture. The Organizational Justice scale was adapted for use in this study. İt  is a standardized 
questionnaire developed by Colquitt et al. (2001)  it consists of 20 items measuring the 3 domains of justice 
this study seeks to examine i.e.distributive, procedural and interpersonal justice. The items are rated on a 5-
point scale (1 = “Very few” to 5 = “Substantially”). Reliablity tests were conducted on data received from a 
pre-test among a similar population in another city (Istanbul), Cronbach Alpha scores of 0.94 was obtained 
indicating that the ability of the questionnaire to measure what is intended is very strong. Overall scores were 
calcluated by adding the scores for the individual domains. 
 
4. Results and Discussion 
 
Socio-demographic characteristics: Almost two-thirds of the respondents (65.9%) were female with other 

76 (34.1%) as male. One hundred and seventy-six respondents representing a little more than three-quarters 
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(78.9%) were married leaving 47 respondents (21.1%) as single. The majority of the respondents had 

completed tertiary education (76.7%). The rest of the socio-demographic characteristics are shown in  

Table 1. 
 
Table 1: Socio-demographic characteristics of respondents 
 N % 
Gender   
Male 76 34.1 
Female 147 65.9 
Age Group   
Under 20 4 1.8 
20-29 43 19.3 
30-39 103 46.2 
40-49 57 25.6 
50 and above 16 7.2 
Marital Status   
Single 47 21.1 
Married 176 78.9 
Educational level   
Basic 52 23.3 
Tertiary 171 76.7 
Job position   
Doctor 23 10.3 
Nurse 84 37.7 
Other 116 52.0 
Tenure   
10 years or less 151 67.7 
Above 10 years 72 32.3 
Wage   
0-2000 Tl 64 28.7 
More than 2000Tl 159 71.3 
Work status   
Public 165 74.0 
Private 58 26.0 
 
Culture and Justice Scores: The average score for each of the variables is listed in  

Table 2. It shows that all 4 domains of the organizational culture category had around the same average 
scores (Max=12.7, Min= 10.5). Of the 4 domains however, power domain had the highest score (12.7 ± 2.7) 
with hierarchy having the least score (10.5 ± 3.3). In the organizational justice category, greater variance was 
observed between the domains. While interactional justice had a very high score (17.3 ± 6.7), distributive 
justice had below average scores (9.8 ± 4.3). The overall average score for organizational justice was 14.0 ± 
4.8. 
 
Table 2: Descriptive statistics for Culture and Justice Scores 

Category Variable Mean* ± S.D 
 
 
CULTURE 

Achievement 11.2 ± 3.4 
Power 12.7 ± 2.7 
Support 11.2 ± 3.3 
Hierarchy 10.5 ± 3.3 
Overall 11.4 ± 2.3 

 
 
JUSTICE 

Procedural 14.8 ± 5.3 
Interactional 17.3 ± 6.7 
Distributive 9.8 ± 4.3 
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Overall 14.0 ± 4.8 
* The maximum score for each domain is 20 and minimum is 0 
Relationship between organizational justice and organizational culture: Inferential analysis was carried 

out on the various domains of both organizational culture and organizational justice. Results show that there 

moderately positive correlations between the domains of organization and the domains of organizational 

justice, with all the results being significant at less than 0.1%. The stand out results however, were in the 

correlation of the power domain, where power was negatively correlated with each of the domains of 

organizational justice and with the overall scores for organizational justice (-0.149 ≤ r ≤ -0.071). However, of 

the four correlation results, the only one statistically significant at 5% level of significance was the correlation 

between the power domain and distributive justice (p= 0.026) ( 

Table 3). 
 
Table 3: Correlation analysis between organizational culture and organizational justice 
 ORGANIZATIONAL JUSTICE 

Procedural Interactional Distributive Overall 
R 

(p-value) 
R 
(p-value) 

R 
(p-value) 

R 
(p-value) 

  O
R

G
A

N
IZ

A
T

IO
N

A
L

 
C

U
L

T
U

R
E

 

Achievement 0.582 
(<0.001) 

0.557 
(<0.001) 

0.446 
(<0.001) 

0.606 
(<0.001) 

Power -0.071 
(0.288) 

-0.124 
(0.065) 

-0.149 
(0.026) 

-0.128 
(0.056) 

Support 0.636 
(<0.001) 

0.570 
(<0.001) 

0.434 
(<0.001) 

0.629 
(<0.001) 

Hierarchy 0.570 
(<0.001) 

0.545 
(<0.001) 

0.493 
(<0.001) 

0.610 
(<0.001) 

Overall 0.622 
(<0.001) 

0.565 
(<0.001) 

0.450 
(<0.001) 

0.626 
(<0.001) 

 
Multiple regression analyses were run to predict the overall justice score from each of the domains of 
organizational culture. These variables statistically significantly predicted overall justice score F (4, 218) = 
51.613, p<0.001 R2=0.486. All the four domains added statistically significantly to the prediction (p<0.05) 
(Table 4) 
 
Table 4: Regression Analysis for Overall Justice Score 
Dependent  variable Independent  variables R2 Beta p 
Overall Justice Score 0.486 0.002 

Achievement 0.289 0.01 
Power -0.202 0.22 
Support 0.431 <0.001 
Hierarchy 0.384 <0.001 

 
Similar results were obtained by Usmani and Jamal (2013) in their study on organizational justice. The 
difference in the power domain observed could be as a result of the fact that Usmani and Jamal conducted 
their study in Pakistan, a country Hofstead (1997) described as being high on power distance to the extent 
that the employees almost take it as a requirement for them to face injustices from their superiors at work. 
They may be ignorant about employee rights and the concept of equity within a company. And if they did, fear 
of being laid off as well as a high unemployment rate makes them accept whatever conditions there are 
presented with. On the contrary, Turkey belongs to Europe where employee rights are well recognized and 
workers do not fear being unfairly treated due to their opinions. The average scores received in the justice 
domains were also similar to those obtained by Kivimäki, Elovainio, Vahtera, & Ferrie, (2003) in their study 
on  organizational justice in Finland. This may be due to the fact that both Countries are in the same continent 
and as such similar circumstances prevail in the workplace. The lowest scores of distributive justice may be a 
pointer to the continued shift of the management from focusing on how to distribute resources to their 
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manner of decision making and interaction with employees. The highest scores in the interactional justice 
domain further pint to this fact. This study finds a statistically positive correlation between overall justice 
scores and overall culture scores. However the correlation between them is moderate indicating that it is 
possible that other factors are equally or even more important in their determination. Thus, managers should 
not totally rely on one as a measure of the other. 
 
This study was conducted to snapshot the perceptions of the health care employees at a time and analysis 
have been performed with the help of their responses. Identifying the changes on the perceptions of the 
health care employees after a period of time may be valuable for the researchers for achieving a better 
understanding on these concepts. The changes and the reasons of the changes maybe helpful for the 
managers in making correction in their organization culture, work environment, management styles, and job 
and organization related arrangements. So, a longitudinal study may be applied to evaluate the shift in time. 
This study is conducted with the participation of a state hospital organizations in Malatya, Turkey. A broader 
study may be applied the proposed model to various hospitals from various countries. 
 
5. Conclusion 
 
Practically speaking, knowing how perceived distributive justice and procedural justice affect the 
organizational culture can influence management decisions in determining the mechanism to effect in order 
to ensure that employees are committed and goals are met. This study finds a statistically positive correlation 
between overall justice scores and overall culture scores. However the correlation between them is moderate 
indicating that it is possible that other factors are equally or even more important in their determination. 
Thus, managers should not totally rely on one as a measure of the other. 
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