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Abstract

The authors of this article analyzed the phenomenon of the interdependence between
transactional/transformational leadership style and perceived organizational justice (and
its dimensions). In the first part of the article, the necessity to conduct detailed research
on aforementioned subject is presented. Next, a literature review was carried out in order
to examine the possibly toothcombing links between organizational justice and transac-
tional/transformational leadership (taking into consideration the multidimensionality of
those subjects). Leadership style and perceived organizational justice are linked to many
organizational aspects such as organizational citizenship behaviors, work commitment,
job satisfaction, knowledge-sharing, willingness to share knowledge, and burnout. The
authors of this publication attempted to present research scope as having growth potential
for future studies.
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Introduction

For several decades, the phenomenon of perceived organizational justice has been
of interest to a significant number of organizational behavior researchers working
on aspects of organizational culture (De Cremer & Blader, 2006; Greenberg, 1993;
Olkkonen & Lipponen, 2006). This problem has been raised many times recently. The
issue of justice is closely related to the social exchange theory introduced by Peter
Blau (1964) and Georg Homans (1958) who mentions the concept of quid pro quo (from
Latin: something for something).

Blau’s considerations introduced the notion of a norm of fair exchange. The
imbalance between the amount of work and the gratification received, the same as
the disproportion between the costs and profits, may cause negative emotions that
may lead to the disturbance of the relationship between employees and superiors.
The same, such inequities may cause counterproductive (negative, purposeful) work
behaviors directed toward coworkers, employer and/or the organization as a whole
(Blau, 1964).

Perceived justice has a huge impact on the functioning of various institutions (Rawls,
1958). It is one of the most significant and crucial elements of an organizational culture
that shapes people’s attitudes and behaviors. James Clawson (1999) recognized it as
one of the virtues of an ideal leader, which is no less important than his/her truthfulness
and trust. Both a reliable leader and an atmosphere of justice constitute the rock-solid
foundation of contemporary organizations.
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A superordinate plays an important role in motivat-
ing employees (Bass & Riggio, 2006) enhancing their
efforts and reducing the level of staff turnover (Olk-
konen & Lipponen, 2006). A strong leader enhances
(positive, purposeful) organizational citizenship be-
haviors (OCB) (Ehrhart, 2004; Podsakoff et al., 2000)
and reduces the level of occupational burnout (Oklay
& Uslu, 2015; Shanafelt et al., 2015). The leader’s ap-
proach and inspiring leadership style influence the at-
titudes of employees toward the organization, which
corresponds to their efficiency and workplace commit-
ment (Reb et al., 2019; Tziner & Shkoler, 2018).

Smart leadership practices effectively support and
strengthen the perception of positive emotions in the
workplace, which contributes to the development
of the organization and increases its income (Ozcelik
et al., 2008).

Strength and direction constitute a critical element
of managerial problems. This is one of the reasons why
the relationship between perceived organizational
justice and leadership style may be a potentially ab-
sorbing topic worthy of further analysis.

The employees’ work attitudes also constitutes
a significant factor shaping the final organizational
success. This is why this problem should be raised by
top management members and insightfully discussed
during board meetings.

The authors of this paper undertook a bibliometric
analysis using the SCOPUS database due to its high
credibility in the field of social sciences and manage-
ment as it contains articles from reliable peer-re-
viewed journals.

A search process was conducted using the words
“transactional/transformational leadership” and “or-
ganization™ justice” in the article title, abstract and
keywords. It was limited to the scientific documents
published in the field of social sciences and business,
management and accounting, written in English, and
resulted in 75 articles published in the period of
1999-2021. Most of them (52 articles) were written
in 2013-2021. This shows that the mentioned prob-
lem has been taken up relatively often in the subject
literature, but has not been excessively exploited, and
its popularity is still growing over time.

After reviewing the abstracts and contents, the
authors of this article narrowed their search to
19 publications clearly pointing out the relation
between organizational justice (and its dimensions)
and transactional/transformational leadership. In most
of them, quantitative research was conducted. The
authors mainly used exploratory factor analysis (EFA)
confirmatory factor analysis (CFA), multiple regression,
path analysis and/or structural equation modeling
(SEM). Organizational justice (as well as its dimen-
sions) and leadership styles were treated as mutually
interrelated variables (Ehrhart, 2004; Gumusluoglu
et al., 2013).

Many authors (Alamir et al., 2019; Deschamps
et al., 2016; Zhang et al., 2014) noticed and analyzed
the correlation between the assessment of leader-
ship style, the dimensions of organizational justice

and other variables such as, for instance, motivation,
innovation, attachment to the organization, and chal-
lenge stressors.

Taking the above into consideration, the authors
of this paper adopted a method based on a critical
analysis of the subject literature. The research was
undertaken in order to determine the fundamental
relations between the type of justice perceived by an
employee (i.e. distributive, procedural, interpersonal,
and informational justice), and a leadership style. Al-
though various leadership styles are discussed in the
scientific articles, transformational and transactional
approaches, announced by Burns (1978), seem to be
deeply embedded in managerial practices and com-
monly known. Thus, particular emphasis was placed
on the transactional and transformational styles
(Alamir et al., 2019; O’Reilly & Roberts, 1978; Tichy &
Ulrich, 1984; Tziner & Shkoler, 2018).

Considering this potentially promising and scientifi-
cally useful directorial trend, the authors of this article
have attempted to indicate further research direc-
tions in the field of relations between the perceived
organizational justice and the type of organizational
leadership. For this purpose, the aforementioned
literature review was conducted.

Characterization of perceived
organizational justice

Nowadays, perceived organizational justice con-
stitutes a significant part of organizational behavior
studies. Over the years, the aforementioned concept
has been brought up relatively often in the works of
researchers, such as John Rawls, John Thibaut, Law-
rence Walker, Russel Cropanzano, Jerald Greenberg,
Robert Folger, Jason Colquitt, Brian Niehoff, Robert
Moorman, Daniel Skarlicki, and many others. The
theory of justice by John Rawls (1999) is often perceived
as the basis of distributive justice. Rawls raised the
subject of the greatest equal liberty principle, followed
by the equal opportunity principle and the difference
principle. He brought up an important psychological
aspect of perceived organizational justice based on
the socially just goods distribution (Rupp et al., 2014).
The aforementioned theory of justice signaled the
need to examine the balance between the contribu-
tion of the individual (how much an employee con-
tributed to the organization) and the result obtained
(the actual profit of the individual) (Cropanzano et
al., 2007).

John Thibaut and Laurence Walker (1975) defined
the procedural justice system, suggesting a focus
on the distribution process rather than on the final
result itself (Greenberg & Folger, 1983). Employees
sometimes tend to accept the unfavorable results of
the distribution of funds. This is because they attach
greater importance to the process itself, leading
to the allocation of these resources. In line with
the fair process effect (Folger et al., 1979), people
often focus primarily on the decision-making proc-
ess and its correctness, rather than on the further
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result. Gerald Leventhal (1980) introduced six main
principles relating to procedural justice. These rules
concern: representativeness (respecting the interests of
all involved parties), consistency (process equivalence
across persons and time), bias suppression (excluding
any decision-maker’s private interests), accuracy (act-
ing on possibly the most reliable way), correctability
(allowing for the possibility of decision correction),
and ethicality (respecting moral principles) (Cropan-
zano et al., 2001; Leventhal, 1980). Peculiarly, Thibaut
and Walker perceived procedural and distributive
justice as a separate context, meanwhile Leventhal
considered procedural justice as the base of goods
allocation (Colquitt & Shaw, 2005).

Robert Bies and Joseph Moag (1986) introduced
another important level of perceived organizational
justice: the interactional dimension that can be seen
as the human aspect of the decision-making process.
It reflects the relationship between the decision-
maker and his/her subordinates who are the subject
of the decision (Bies, 1987). Jerald Greenberg (1993),
examining the subject of interactive justice, sug-
gested separating interpersonal and informational
justice (Colquitt et al., 2001). Interpersonal justice is
directly related to the way the decision-maker treats
the employees. It is important that the employee is
respected and treated with human dignity (Ambrose
& Schminke, 2009). Research on organizational behav-
ior has proved that interactional justice is a reliable
antecedent of employees’ attitudes and behaviors
(Colquitt et al., 2001). Moreover, informational fair-
ness reflects the correctness of informing employees
about the applicable procedures.

Appropriate time is also extremely important, in
which the employer honestly informs subordinates
about obligatory procedures and employees’ rights
(Bakhshi et al., 2009). The spirit of interactional jus-
tice is one of the most important elements of organi-
zational law and order. Namely, a decreased sense of
interactional justice may cause violent behaviors in
the workplace. It is a predictor of verbal aggression
directed toward colleagues and superordinates, acts
of sabotage as well as a decline in organizational
engagement. It is also a source of counterproductive
work behaviors, which are very harmful for every or-
ganization (Brimecombe et al., 2014; Cohen-Charash
& Spector, 2001).

The belief of fair treatment generates enhanced
work engagement and confidence in one’s supervi-
sor, which may ultimately result in greater employee
productivity (Masterson et al., 2000; Tyler, 2010).

An unfavorable atmosphere may lead to employ-
ees’ depression, sadness, distrust, insecurity, lack of
motivation, or anxiety (Cohen-Charash & Spector,
2001; Fox et al., 2001). Similarly, employees who
are worried about being uninformed while working,
may provoke detrimental behaviors (e.g. excessive
absences and/or chronic lateness and/or sloppi-
ness/neglect). Those beliefs are consistent with the
cognitive theory of emotions (Bandura, 1977; Hlupic
et al., 2002).

Significance of leadership

Leadership is one of the most discussed subjects in
the field of resource management (Cascio & Aguinis,
2008; Karam et al., 2019). Its common definitions are
often contradictory or inconsistent (Avery, 2004). One
of the most widespread and universal approaches sug-
gests that leadership refers to the personal ambitions
and motivations of subordinates to achieve the long-
term goals of their organization (Prentice, 2004).

Leadership is usually considered in the context
of the group relations, and leaders are perceived as
people who influence the behavior of other group
members. The leader is a person stimulating work-
ers to undertake common and effective actions in
the business scope of the enterprise they belong to.
Thus, leadership can be described as a process in
which an entity may motivate the group and encour-
age its members to achieve organizational goals and
obligations (Avery, 2004).

The quality of the leader-follower relation shapes
employees’ work experiences and behaviors (Pic-
colo & Colquitt, 2006). Moreover, a clever leader
thinks about the firm’s goals, but also takes care of
subordinates’ needs and requirements. The leader
encourages subordinates to participate actively in
the decision-making process and carefully listens
to their remarks and comments (Yukl, 2010). Such
a responsible and friendly behavior is a good sign of
organizational justice, particularly the interpersonal
and informational one.

Each leader possesses a unique and personalized
leadership style. However, one of the classifications
includes style-oriented behavior (Blake & Mouton,
1981). The aforementioned behavioral style is charac-
terized by either task- or relationship-orientation. The
American management theorists Robert Blake and Jane
Mounton (1981) introduced a managerial grid model
that became popular and useful in management sci-
ence. The concept of those researchers is related to
the phrase: The power to change. The model is based
on two dimensions related to the leader’s behavior:
concern for people (a friendly, flexible leader devoted
to his/her employees), and concern for production
(keeping strict formal rules). Both dimensions may be
presented on the grid with various intensity, which
creates multiple leadership styles.

Another popular approach deeply discussed in
the literature is the situational approach. It demands
a flexible and responsive leader, followed by a con-
scious follower. Both the leader’s and subordinate’s
behavior must be well accommodated to the current
situation (Hersey & Blanchard, 1988).

Many styles of leadership have been considered in
the subject literature (Blake & Mouton, 1981; Clawson,
1999; Den Hartog et al., 1999). However, the most
widespread styles are the transactional and transfor-
mational ones (Sfantou et al., 2017).

According to Bass (1985) the transactional leader
operates within the present system or culture, avoids
risk, skillfully manages the time and efficiency, and
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monitors the procedures to maintain the control. Such
aleader prefers stable, predictable environments where
progress control constitutes a successful strategy. In
this approach, the tasks must be well-defined, and an
employee should be aware of the given obligations and
possible rewards (Evans, 1996). The approach presents
two possible paths: reward and punishment. The roles
of every employee should be well-defined to verify the
subordinate’s scrupulousness, and to discipline them
if needed. It is an instrumental act that provides clear
rules and responsibilities. It avowedly presents possible
penalties for ones’ insubordination. According to Bass
and Avolio (1990), transactional leadership constitutes
rather a starting point for effective leadership. Transac-
tional leadership does not consider raising employees’
potential and motivation. A raw transactional approach
concerns merely requirements and tasks.

Although the transformational leader may be
considered as distinct from the transactional leader
(Burns, 1978), both leadership approaches are some-
what overlapping (Bass, 1990). Another significant
approach is the transformational leadership style.
Those styles may be perceived either as supplemen-
tary or disparate.

The transformational leader highly appreciates the
human factor and articulates a vision of the future
(Burns, 1978), presents charisma, intellectual stimula-
tion, and individual consideration (Bass, 1990). He/she
should be concentrated on employees’ needs and
values. His/her followers are usually motivated and
engaged in collaboration by a friendly and respectful
organizational atmosphere. Employers tend to spread
the values and visions among people and encourage
them to be creative and devoted to their work. Such
aleader has to present a respectful and moral attitude
to the organization. His/her actions are inspiring and
really motivating and he/she must be fully responsible
for the determined goals (Avolio & Bass, 1990; Cho &
Dansereau, 2010). The leader efficiently directs his/her
employees to the determined goal by showing the
correct path and carefully supporting their actions.
Inspiring leaders stimulate employee satisfaction, and
self-reported effort and job performance (Bryman,
1992; Podsakoff et al., 1996).

There are no perfect leadership styles. However,
the reasonable and clever superordinate should use
both (or more) of them to accommodate to certain
conditions. A smart leader should present both the
transactional, as well as transformational approach
(Bass, 1999).

Organizational justice and its dimensions
in relation to transactional/
/transformational leadership

The authors of this paper took the effort to analyze
the relations between the perceived organizational
justice and leadership style presented in an organiza-
tion. The literature review and opinions gathered in
the analysis suggest a significant relation between

these aspects. There are manifold researches in the
field of organizational behavior concerning human fac-
tors. The aspects of common relations, interpersonal
treatment, quality of relations, personal behavior,
and common attitudes are often mentioned in the
literature (Furman, 2012; Reb et al., 2019; Zeffane,
1994). The specific type of intraorganizational rela-
tions are leader-member links and issues. Although
various leadership styles have been distinguished,
mainly the transactional and transformational ap-
proaches are examined. A great variety of leadership
styles suggests the need for further and more complex
research, including less popular styles, e.g. the Fidler
model, and the situational approach by Hersey and
Blanchard (1988) and Blake and Mouton (1981).

The authors of this paper conducted an analysis
of the most accurate researches considered in the
mentioned publications. The results are presented in
the Table 1, arranged alphabetically by the author’s
name.

Analysis of the data gathered among Turkish teach-
ers pointed out the significant positive relationships
between transformational leadership, organizational
justice, organizational support, and quality of work
life perceptions. Further path analysis revealed that
teachers’ perceptions about the presence of transfor-
mational leadership behavior among school adminis-
trators had a significant, indirect and positive effect on
teachers’ perceptions of organizational justice (Akar
& Ustuner, 2019).

Research undertaken among Syrian higher educa-
tion employees proved that transformational leader-
ship has both a direct and indirect impact on work
engagement (mediated by interactional fairness),
while transactional leadership has an impact on work
engagement (through distributive fairness) (Alamir et
al., 2019).

Carter et al. (2009) analyzed about 240 subor-
dinate-supervisor dyads. They noticed the relation
between in-role task performance and extra-role orga-
nizational citizenship behavior through the reciprocal
relationship between subordinate and supervisor and
interactional justice.

In addition, research among Korean banking sector
workers showed the impact of perceived organiza-
tional justice on both the individual and group levels
on the relationship between transformational leader-
ship and OCB (Cho & Dansereau, 2010).

Dai et al. (2013) undertook an analysis of 358 valid
responses from Taiwanese hotel workers. The gathered
data showed that the transactional and transformation-
al leadership styles affect procedural and distributive
justice significantly and positively. Transformational
leadership positively affects organizational commit-
ment through distributive justice and trust, while
transactional leadership enhances organizational
commitment through distributive justice.

Research among 253 Canadian healthcare manag-
ers showed the positive impact of transformational
leadership on motivation. The relation is mediated
by some dimensions of organizational justice. The
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Table 1
Presentation of the research results described in the chosen publications

Author Influence of Characterls.tlc Influence on G Method Eaniney Country
of the relation factor group
transformatio- | significant, | perceptions of 658 Teachers,
Akar & Us- . SS .
1. nal leadership | indirect and | organizational SEM school Turkey
tuner, 2019 . L L. L.
behavior positive effect justice administrators
transforma- interactional
. tional direct and . 502 higher
Alamir et al., . . work fairness and . .
2. leadership and indirect O SEM education Syria
2019 h . engagement distributive
transactional impact . employees
. fairness
leadership
transforma- 243
3 Carter et al., tional positive followers’ job mteirac.tlonal CFA subordinate USA
2009 . performance justice and 237
leadership :
supervisor
tran‘sforma- individual mediated 159 banking
Cho & Dan- tional - and group .
4. . significant OCB o regression, sector Korea
sereau, 2010 leadership level justice
. . SEM workers
behaviors perceptions
transforma- procedural 700
Dai et al., tional and significantly and employees of .
> 2013 transactional | and positively | distributive CFA international Taiwan
leadership justice tourist hotels
transforma- multiple re-
Deschamps . . employee organizational | gression and | 253 healthcare
6. tional positive L Lo . Canada
et al., 2016 . motivation justice path analysis, managers
leadership
SEM
transforma- o
7 Gumusluoglu tional positive organlz.atlonal prf)ceglural CFA 445 R&D Turkey
etal., 2013 . commitment justice employees
leadership
transforma- N
8. | Katou, 2015 tional positive organizational prf)cet_:lural SEM 1250 Greece
. growth justice employees
leadership
300 university
employees
transforma- . . o SEM and and 122
Khaola & . partially affective organizational employees
9. tional . - A process macro . Lesotho
Rambe, 2020 . mediated commitment justice . from public
leadership techniques .
and private
sector
organizations
. 1200 full-time
Kim & Kim transforma- affective rocedural employees
10. ’ tional positive organizational p . CFA poy Korea
2015 . . leadership of local
leadership commitment
governments
Kirkman et tran.sforma- .. procedural 560 followers China,
11. tional positive S CFA and 174
al., 2009 . justice USA
leadership leaders
distributive 353
Le & Lei transforma- Knowledge- justice, employees of
12. 2017 ’ tional positive -sharing procedural SEM manufacturing/| China
leadership behavior justice, trust service
in leadership companies
Pillai etal,, | ‘ransforma- proce- 192 leaders
13. " | tional leader- | indirect effect 0OCB dural justice EFA and 155 USA
1999 . .
ship and trust subordinates
transforma- China,
14, Pillai et al., tional positive pr.ocet.tlura] CFA 476 Singa-
2011 . Jjustice employees pore,
leadership .
Taiwan
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Table 1, continve

Author Influence of Characterls_tlc Influence on MEiuRe Method Eanined Country
of the relation factor group
. transforma- . . .
Is. Sanchez et tional negative work-fqmﬂy 1nt§racF|onal CFA 466 Colombia
al., 2020 . conflict justice employees
leadership
transforma-
16. Song et al., prf)cefjural positive 0CB tional SEM 182 Korea
2012 justice . employees
leadership
Strom et al., distributive .. employee transactional hilerarch.]cal 356
17. and procedural positive . regression USA
2014 HE engagement leadership employees
justice analyses
. transforma- o
18. Tziner & Sh- tional positive commitment orggngtlona] SEM 260 Israel
koler, 2018 . justice employees
leadership
reduce the
negative effect
of hindrance
stressors
on job perfor- transactional/ 339
Zhang et al challenge mance/ job transforma- employees
19 v /foster . CFA . China
2014 stressors o performance tional and their
a positive leaders supervisors
link between
challenge
stressors
and perceived
justice

Note. The table contains the nineteen most relevant interdependencies selected by the authors of this paper.

Source: authors’ own work.

results indicate that while transformational leaders
influence each type of organizational justice, follow-
ers’ motivation is enhanced mostly by procedural and
interpersonal justice and little by distributive justice
(Deschamps et al., 2016).

Research done among Turkish R&D workers out-
lined the significant impact of transactional leadership
on work engagement through interactional fairness.
The researchers showed that transformational leaders
enhance perceived procedural fairness in the case of
a narrow span of control, and in the case of a wide
span control, transformational leadership has a sig-
nificant positive effect on supervisor engagement, but
has no significant impact on employee engagement
(Gumusluoglu et al., 2013).

A survey among 1250 Greek employees at three
hierarchical positions shed light on transformational
leadership having a positive influence on organizational
growth. The impact is mediated by procedural justice,
trust, and organizational commitment (Katou, 2015).

A random survey of employees from Lesotho was
used to examine the serial mediating roles of organi-
zational justice and affective commitment in transfor-
mational leadership — OCB relationship. A significant
relation between transformational leadership and
organizational justice was observed. Perceived organi-
zational justice and affective commitment appeared to
be serial mediators between transformational leader-
ship and OCB (Khaola & Rambe, 2020).

A Korean cross-level study showed the partial
mediation of procedural justice on the relationship
between transformational leadership and affective
commitment (Kim & Kim, 2015). The results appeared
to be consistent with previous studies (cf. Avolio et
al., 2004; Walumbwa & Lawler, 2003).

A cross-level, cross-cultural examination under-
taken in the USA and China showed that procedural
justice mediated the link between transformational
leadership and power distance orientation with fol-
lowers’ organizational citizenship behavior. Although
there was no significant difference between the Ameri-
can and Chinese interviewees, there was a suggestion
to repeat the research on larger and more diverse
sample (Kirkman et al., 2009).

In turn, Le and Lei (2017) noticed the problem of
knowledge-sharing behavior. Their research proved
that distributive justice, procedural justice and trust
mediate the relationship between transformational
leadership and knowledge-sharing behavior. More-
over, transformational leadership and procedural
justice have more significant effects on knowledge
collecting, but trust and distributive justice have more
significant effects on knowledge donating.

Pillai et al. (1999) examined MBA students, mem-
bers of the Chamber of Commerce in the USA and
employees of Australian companies. They shed light
on the problem of the influence of perceived organi-
zational justice, job satisfaction, and the leader-fol-
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lower relation in shaping the sense of procedural and
distributive fairness.

The research conducted in the Confucian Asian
Cluster showed that procedural and distributive jus-
tice support the trust in the transformational leader.
Taiwanese transformational leaders develop the sense
of procedural justice, commitment and trust (Pillai et
al., 2011).

Sanchez et al. (2020) involved the problem of work-
family conflict. They showed the positive influence of
transformational leadership on the work-family bal-
ance, as long as the leader promotes organizational
justice.

The Korean research discusses the influence of
procedural justice on transformational leadership and
OCB. Moreover, transformational leadership positively
affects OCB. The results suggest that transformational
leadership partially mediates the relationship between
organizational procedural justice and OCB (Song et
al., 2012).

Distributive and procedural justice enhancing en-
gagement would be more pronounced among workers
encountering low transactional leadership than in the
case of high transactional leadership. Researchers sug-
gests that a low transactional leadership style elicits
uncertainty about one’s social self in the workplace.
Uncertain employees tend to leave their job to find
one where there is the atmosphere of justice (Strom
et al., 2014).

A survey administered to young-to-adult Israeli
workers showed that both transformational and
transactional leadership associate positively with
organizational justice. In the case of older workers,
transformational leadership associates positively with
organizational justice; but transactional leadership is
linked to it negatively (Tziner & Shkoler, 2018).

Research conducted on follower-leader dyads
tested the influence of leadership and justice in the
stressor-job performance relationships. Transactional
leaders reduce the negative effect of hindrance stress-
ors on job performance. In turn, the transformational
approach develops the positive effect of challenge
stressors on job performance as they stimulate a posi-
tive link between challenge stressors and perceived
justice (Zhang et al., 2014).

A further review of the analyzed articles points out
the possible direction of the examined issues. Namely,
especially transformational leadership is presented
as a trigger of organizational citizenship behaviors,
organizational commitment and work motivation.
The aforementioned factors are catalyzed by orga-
nizational fairness in the general context. Especially,
interpersonal and interactional justice enhances posi-
tive employee behaviors toward an organization.

Distributive justice is also considered as a stimu-
lating factor in the relation between leadership style
and employees’ attitudes toward their organization.
Other important catalysts influencing the relation
between leadership style and employee commitment
are: commitment to the supervisor, self-efficacy, and
an atmosphere or procedural justice. Further, a col-

lective identity shapes the employees’ approach to an
organization. In addition, it is worth mentioning the
employees’ behavior-forming role of the perceptions
of justice both at the individual, as well as at the group
level (Cho & Dansereau, 2010), which may constitute
a future research direction.

Conclusions

The authors of this paper attempted to outline the
complex and elaborate problem of the interrelation
between leadership style and perceived organiza-
tional justice. The literature review was undertaken
in order to close the gap on the link existing between
the abovementioned issues. Moreover, these aspects
may play a mediating role in the relationship involv-
ing OCB, work commitment, sense of job satisfaction,
knowledge sharing, willingness to share knowledge,
and intention to quit the job. What is more, both
perceived justice and leadership shape the employee’s
motivation, innovation, readiness to work, and creativ-
ity. These issues play an important role in the whole
management process, which results in the improve-
ment (or the falloff) in organizational performance.

The relationship between leadership style and
organizational equity has been analyzed many times
in the subject literature, however, this topic has not
been fully exploited yet. This is why these problems
should be further examined. These issues should be
insightfully analyzed, as they are multidimensional
and multi-faceted, and they differ over time. Owing
to the fact that both organizational justice as well as
leadership styles are not unambiguous and include
various subtypes, further examinations should be
conducted.

The analyzed phenomena refer to the empirical
research conducted among medical personnel, bank
employees, and academic staff. It may be useful and
interesting to test the employees working in other
types of organizations. Leaders involved in every sin-
gle organization should be aware of the significance
of their attitude toward their employees. Namely,
through a more accurate approach and proper work
style and support, leaders may influence employees’
work effectiveness and organizational performance.

Each specific dimension of perceived organiza-
tional justice may support the leader’s ability to
guide his/her subordinates’ actions. Advanced re-
search on leadership effectiveness may shed some
light on justice dimensions, as factors enhancing the
relations between leadership effectiveness and other
factors, i.e. employees’ motivation, job satisfaction,
and knowledge sharing intention, etc. It brings out
the moderating attribute of perceived organizational
justice types.

The literature review undertaken by the authors
of this paper may constitute a theoretical foundation
to prepare and conduct future empirical research
concerning the interrelations between perceived
organizational justice and leadership style. Undoubt-
edly, the current state of knowledge demands further
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insightful analysis and discussions on the points which
may be raised in such research. Further testing of the
relations may point to their potential direction and
intensity, taking into consideration various economic
sectors and cultural contexts.
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