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como <a distribuição de bens escassos=. De facto, o conceito de justiça 
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é: <um processo que 

retribui=. Assim, os colaboradores estarão mais 





de responder à questão de investigação <

?=.  



sobre o tema das <recompensas= 



(< =) AND (< = OR <
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Foram assim, excluídos os artigos designados por < =, 

(<Perception of Distributive Justice=) AND (<Pay System= OR 

<System of Rewards= OR <Compensation=) AND (<Job Attitudes= OR <Employee 

Attitudes= OR <Worker Attitudes=) 

(<Perception of Distributive Justice=) AND (<Pay System= OR 

<System of Rewards= OR <Compensation=)

(<Job Attitudes= OR <Employee Attitudes= OR <Worker Attitudes=) 

AND (<Pay System= OR <System of Rewards= OR <Compensation=)
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responder à questão de investigação definida: (<

=).



"Employees9 Perceptions of CSR, 

<
workers9 Voice 

<Enhancing Employees9 Work Performance 

<

Between Supervisors9 and Employees9 
Perceptions of Pay Justice for Employees9 

workers9 Voice 

"Enhancing Employees9 Work Performance 

Supervisors9 and Employees9 
Perceptions of Pay Justice for Employees9 



Between Supervisors9 and Employees9 
Perceptions of Pay Justice for Employees9 

"Enhancing Employees9 Work Performance 

"Employees9 Perceptions of CSR, Work 

Between Supervisors9 and Employees9 
Perceptions of Pay Justice for Employees9 

It9s Only Fair: How Perceptions of 

"Employees9 Perceptions of CSR, Work 

"Employees9 Perceptions of Justice and 



Between Supervisors9 and Employees9 
Perceptions of Pay Justice for Employees9 

workers9 Voice 

 < =: 

, dos quais se realça <salários= com 8 artigos;

 < =

o < =,

 < =

o <Comportamentos de Trabalho Contraproducentes=,

 < =: inclui um subtema 3 <Ambiente Interno 

Organizacional= e um artigo; 

 < = 3 < =



De modo a responder à questão de investigação <De que forma é que as 

impactam o trabalho e as organizações?= procedeu



(permanent, Sobel9s z= 2.20, p<.01; 
temporary, Sobel9s z= 2.56, p<.05) and the 

(Sobel9s z= 4.40,

β = 0.30, p ≤ 0.001; β
0.41, p ≤ 0.001, respectively)" (Mylona et 



"The employees9 ratings of perceived 

β
regression coefficients, employees9 

pode ser definido como <a 

específica= (Mowday

commitment at low (B = 2.91, p < 0.05; 
CI4 = 0.25, 5.57 at the level of 1.5 SD below 

(B = −1.65, p = 0.49; CI = −6.29, 2.99 at the 
level of 1.5 SD above the mean)." 

between employees9 perceptions of CSR 

indicate that employees9 
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3 is thus supported: employees9 perception 

"The employees9 ratings of perceived 
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regression coefficients, employees9 

palavra latina <movere=, que 
significa <mover=. A motivação 

β
−0.11, t −8.542), (...). The correlation of the 

β

β
β −0.04, t 



the association between employees9 

presented in Table 5 show that employees9 

β
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para o <núcleo técnico= da 

"The employees9 ratings of perceived 
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regression coefficients, employees9 



related to both <requesting compensation= 
β = .11, p < .001) and <complaining= (β

χ

Δχ

β

β



 



3



3



 

A atitude é definida como <uma mentalidade ou uma tendência a agir de 

indivíduo= (



Há uns anos, surgiu a ideia de < = por Rousseau (2005) 
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definido como <a força relativa da 

específica= (Mowday et
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de motivação autónoma se define como <envolvimento ativo com tarefas que as 

crescimento.= C

<perspetiva de controlo= e <perspetivas de valorização= das recompensas. 

antes dos resultados do desempenho serem conhecidos (<perspetiva de 



controlo=), o nível de envolvimento no trabalho ser
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A palavra motivação deriva da palavra latina < =, que significa 

<mover=. A motivação é definida como o processo que inicia, orienta e mantém 





trabalhadores competitivos entre eles e pode ser visto como <explorador=. 



<cínicos=, por não confiarem nem na gestão da organização onde estão 
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perante a perceção de injustiça. Definindo assim, as trocas sociais como: <ações 

tragam e que normalmente trazem de facto dos outros= (p. 91). As relações 

<voluntários= contra outros ou contra a organização para reaver a justiça. A 



desviantes (O9Neill et al., 2011). 
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o <núcleo 

técnico= da organização. Esta contribuição pode ser direta (
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a Organização Mundial de Saúde (2022), a saúde mental é <

comunidade=. <socius 

saudável=





O presente trabalho visou responder à questão <De que forma é que as 

organizações?=
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apoiou que <quanto

organizacional, maior será o impacto=.
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inequity or unfairness between employees and managers arise when the ratio of other employees9 
inputs and outcomes is different from the individual9s own inpu 3

3 3

<
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1. Internal equity refers to the comparison among colleagues9 effort
employee9s pay compared with other employees9 pay in other 

Sobel9s z= 2.20, p<.01; temporary, Sobel9s z= 2.56, p<.05) and the job insecurity
performance relationship in the permanent sample (Sobel9s z= 4.40,



that the respondents9 affective feelings towards pay (reflected in pay satisfaction) do not account 

β = 0.30, p ≤ 0.001; β = 0.41, p ≤ 0.001, respectively)" (Mylona et al., 

"The employees9 ratings of perceived justice in regard to pay setting were positively associated 
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regression coefficients, employees9 perceived pay justice was positively associated with all of the 
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indivíduo com uma organização específica= (Mowday

ted with higher commitment at low (B = 2.91, p < 0.05; 
CI4 = 0.25, 5.57 at the level of 1.5 SD below the mean) but not high levels of perceptions of pay 
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CI = 1.48, 6.74) but not high levels of perceptions of pay basis illegitimacy (B = −3.34, p = 0.26; 
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"Hypothesis 6 predicts that distributive justice positively mediates the bond between employees9 
engagement. The results in Table 6 indicate that employees9 
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from around 0.2 to 0.65. Hypothesis 3 is thus supported: employees9 perception of manager 

"The employees9 ratings of perceived justice in regard to pay setting were positively associated 
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employees9 perceived pay justice was p

the variance in turnover intention (R 2 = .135, F (8,170) = 3.31, 
p < .05). After controlling the possible effects of demographic variables on turnover intention, 

intention (R 2 change = .099, F (4,170) = 4.86, p < .05). Among the four organizational justice 

β = −.23, p < .05)." 
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β −0.04, t 3.07) than did regular employees 



our hypothesized relationship, with strong theoretical rationale, individuals9 perceptions of their 

additional mediator (measured with items from Greenberg9s 2003 scale). The interaction between 
β

= −0.90, ns), in line with the findings with 

between employees9 perceptions of CSR and OCB. The results presented in Table 5 show that 
employees9 perceptions of CSR have a significant positive relationship with distributive justice (β
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contribuem para o <núcleo técnico= da organização. Esta 

"The employees9 ratings of perceived justice in regard to pay setting were positively associated 

4
β

employees9 perceived pay justice was positively associated with all of the outcomes, thus 

<

=
"Finally, distributive injustice is positively related to both <requesting compensation= (β
.001) and <complaining= (β

χ
Δχ

β
β

β β

β 3
β

β



β


	Siglas Utilizadas
	Introdução
	Contexto Teórico
	1. A Justiça Organizacional e Suas Dimensões
	2. O Conceito de Justiça Distributiva
	3. O Sistema de Recompensas
	4. Tipologia das Recompensas
	5. O Impacto do Sistema de Recompensas nas Perceções de Justiça Distributiva

	Metodologia
	1. Definição dos Critérios de Inclusão e Exclusão
	2. Pesquisa e Seleção dos Artigos
	3. Análise de Conteúdo

	Apresentação e Discussão dos Resultados
	1. Antecedentes de Justiça Distributiva no Sistema de Recompensas
	2. Atitudes face ao Trabalho
	3. Comportamentos no Trabalho
	4. Ambiente Organizacional
	5. Saúde Mental

	Conclusão
	Implicações Práticas
	Bibliografia
	Apêndices

