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Abstract. This study focuses on evaluating employees ' job satisfaction and the degree of fairness
within organizations. The main aim is to examine the relationship between these crucial elements
of the work environment and how they impact employee performance and company success. The
analysis of the obtained data is a crucial element of this research, as it is necessary to assess
variations in employees' perceptions and to identify potential discrepancies between satisfaction
levels and fairness perceptions. This study also explores how employees' well-being, job
satisfaction and organizational fairness relate to organizational performance. The results obtained
from this research could provide organizations with the necessary insights to improve their
employees' work environment and generate effective strategies to enhance employee job
satisfaction.

Keywords. Perception, fairness, organization, organizational culture, performance, evaluation,
satisfaction

1. Theorizing Concepts

1.1. Employee Well-being

The World Health Organization defines well-being as characterized by the presence of
,total well-being, both physical, mental, and social, and not merely the absence of disease”
(World Health Organization, 2006).

Psychologists Ed Diener, Martin Seligman, and Mihaly Csikszentmihalyi directed their
focus towards the study of mental normalcy, considering positive psychology as a shift in
orientation for psychologists, aiming to change the center of psychology from repairing the
worst aspects of life to encompassing the possibility of creating new qualities.
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The components of positive psychology appeal to the subjective perception of personal
experiences: subjective well-being (well-being), satisfaction and contentment (regarding past
events), individual engagement in activities (flow), and happiness.

Wilson (1967) suggested that a happy individual could be ,,young, healthy, well-
educated, well-paid, extroverted, optimistic, carefree, religious, married with high self-esteem,
guided by moral conduct at work, with modest aspirations, of any gender, and with good overall
intelligence” (Wilson, 1967 cited in Diener, 1999).

In the early 1990s, Diener argued that subjective well-being refers to individuals'
evaluations of their lives, evaluations encompassing both affective and cognitive dimensions
(Diener, 1999).

During the same period, Inglehart (1990) claimed that individuals transition to a post-
material phase when their basic material needs are fulfilled, focusing their attention on self-
fulfillment (Inglehart, 1990 cited in Diener, 1999).

The individual's assessment can take a cognitive form, where one consciously evaluates
their life as a whole, but this assessment can also pass through an affective filter, experiencing
and evaluating emotions as pleasant or unpleasant reactions to life events. Therefore, it can be
argued that a person experiences subjective well-being when satisfied with their life and
frequently experiences positive emotions while infrequently experiencing negative emotions
(Diener, 1999).

Subjective well-being comprises separate components: life satisfaction (general
judgments about an individual's life), satisfaction related to specific domains (work satisfaction,
marital satisfaction), positive affects (individual's experience of pleasant states and emotions),
and a low level of negative affects (individual's experience of unpleasant states and emotions,
with rare frequency).

1.2. Job satisfaction

Job satisfaction is represented by a combination of psychological, physiological, and
environmental circumstances that can determine a person to genuinely express how content
they are with their workplace (Hoppock, 1935). Another definition of the same concept is based
on an employee's role at work, where VVroom (1964) stated that job satisfaction is represented
by an individual's affective orientations towards the work roles they currently hold.

Davis and colleagues (1985) offered a definition encompassing the role of the
environment and the unique contribution of the individual. They defined job satisfaction as a
fusion of positive and negative feelings an individual holds regarding their job position,
emphasizing that when entering an organization, individuals bring their own needs, desires, and
experiences. Job satisfaction is derived from the measure to which an employee's expectations
are met and match actual rewards. Moreover, job satisfaction is closely linked to an individual's
behavior within the organization.

Aziri (2011) presents more recent definitions of job satisfaction: job satisfaction
represents a complex concept, multifaceted, with varying values for different individuals. Job
satisfaction is usually connected to motivation, but the nature of this relationship is not clear.
Satisfaction is not the same as motivation. Job satisfaction is more of an attitude, an internal
state; it could, for example, be associated with a personal sense of accomplishment, either
quantitatively or qualitatively (Mullins, 2005 cited in Aziri, 2011).

Another definition views job satisfaction as an individual's sense of accomplishment
and success at work (Kaliski, 2007, cited in Aziri, 2011). Job satisfaction is considered directly
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related to performance and the individual's well-being, stemming from an occupation that one
enjoys, performs well, and is remunerated for.

In another context, job satisfaction involves enthusiasm and happiness on the
individual's part for their job and is the main source leading to recognition, income, promotion,
and the achievement of goals that result in a sense of contentment.

Aziri believes that job satisfaction is an emotion or feeling resulting from the perception
that one's job allows for the fulfillment of material and psychological needs (Aziri, 2011).

From the given definitions of job satisfaction, we can deduce that it is influenced by
both intrinsic factors (personal motivation, responsibility, success, recognition, and other
personal factors) and extrinsic factors (salary, organizational climate, relationships with
colleagues, job security). Another classification of factors influencing job satisfaction is offered
by Zlate, who divides influences into three categories (Zlate, 2005). The first category of
influences encompasses organizational factors, referring to working conditions, the job itself,
and the possibility of advancement, followed by group factors that focus on group dynamics
and interactions horizontally and vertically between employees, and finally, personal factors
comprising an individual's personality and demographic and professional data.

The second category comprises determining factors of job satisfaction, classified as
internal and job-related factors (independence, feelings of achievement and victory, self-
esteem, and other feelings linked to work accomplishment) and external factors derived from
environmental influences.

In the book ,,Work and Satisfaction” author Catalin Zamfir (1980) analyzes factors
influencing job satisfaction, considering dimensions formed by the facilities provided to the
individual by the organization.

Facilities provided by the organization to the individual encompass technological,
social, and human conditions. The author takes into account the distance between the workplace
and the employee's residence, the duration and complexity of commuting from work to home,
work schedules, social facilities such as the presence of canteens, nurseries, or kindergartens
within the organization, economic facilities, and socio-professional facilities aiming at the
possibility of acquiring new skills or promotion. The organizational framework of work and the
general organizational framework refer to the organization's leadership, the flow of information
within the organization, inter-departmental relations, supply and logistics, coordination of
activities, and decision-making processes.

1.3. Organizational Fairness

The term ,,ethics” originates from the Greek word ,,ethos”, initially meaning ,,common
house” or ,residence”. Later, other meanings emerged for this term: ,way of thinking”,
,.character”, , morals”, ,,custom”, or ,,habit”. Despite these differing meanings, they highlight
the formation and manifestation within communal living, respecting ,,morals” or ,,customs”,
thereby constituting the force that binds people together in society (Bulgaru, 2018).

Ethics is a philosophical science that discusses morality and represents the ensemble of
concepts, ideas, values, principles, norms, and ideals guiding and regulating human conduct,
transformed into social deeds and actions. It is an important foundation for human culture,
encompassing various forms of social consciousness—economic, political, legal, etc. Moral
relationships manifest as an aspect of any type of social relationships: familial, professional,
political, economic, etc., naturally engaging the social persona of the individual (Bulgaru,
2018).
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In a general sense, professional ethics refer to the rules of conduct and modes of
behavior in fulfilling the purposes and responsibilities of a profession.

True professionalism inherently includes an ethical component expressed through moral
values such as integrity, honesty, and professional responsibility. This is explained by the fact
that ,,the profession inherently contains the norm of social responsibility”, and ,,he expected
conduct model of professionals, compared to other citizens, is determined by the ethics of their
activity, which usually takes precedence over the ethics of selfishness.

Alongside professionalism, several general ethical principles apply to all professions,
such as personal autonomy, informed consent, confidentiality, respect for intellectual property
rights, collegiality, the right to critique, and the culture of discussion.

In summary, professional ethics is a multidimensional phenomenon, representing a set
of norms and principles of professional activity in working with and for people. It's understood
as mastery and perfect command of the profession, the result of fair appreciation by society of
the specialist's activity, moral self-determination, general culture, ethical horizon, knowledge,
experience, and life position (Bulgaru, 2018).

2. Tools Used and Sample Under Study

2.1. Tools Used

The tools utilized for this research consist of questionnaires with varying numbers of
questions aimed at highlighting subjects' desires and beliefs. The three questionnaires used are:
the Organizational Well-being Scale (UWES), the Job Satisfaction Subscale extracted from the
Michigan Organizational Assessment Questionnaire, and the Organizational Fairness Scale
(ORGJUST).

The Organizational Well-being Scale (UWES) comprises 17 items divided into 3
subscales: vigor, dedication, and absorption. Items were rated using a Likert scale with 7 levels.

The Job Satisfaction Scale consists of 3 items, two directly rated and one reversely
scored, also rated using a Likert scale with 7 levels.

The Organizational Fairness Scale (ORGJUST) comprises 20 items divided into 3
scales: distributive justice, procedural justice, and interactional justice. The latter divides into
two subscales: interpersonal interactional justice and informational interactional justice.

2.2. Sample Under Study

The sample under study consists of 60 working adults at the time of completing the
questionnaires, sourced from both the public and private sectors, with different salary grades.
It comprises 30 female and 30 male subjects. The sample is a convenience sample, selected
based on participants' accessibility and availability without implementing a selection process.

Subject's gender

B Female
B ale

Age category
530
W30+

Figure 1. Distribution of subjects Figure 2. Distribution of subjects
by age category by gender

83



BLACKSEA JOURNAL The "Black Sea" Journal of Psychology

Vol. 14, Special Issue, 80-88, Fall, 2023

OF PSYCHOLOGY |SSN: 2068-4649

eISSN: 2068-4649; Print ISSN: 2068-1186 VWAWW. bSpS}/Ch ol 0gy.ro

Sector to Range of
which the monthly net
subject income
belongs B2200-5000 lei
@ Private sector B 3000-4200 lei
W Public sector B 4000+
Figure 3. Distribution of subjects Figure 4. Distribution of subjects by
By sector of employment monthly net income range

3. Creating hypotheses and testing them

3.1. First hypothesis and its testing

It is presumed that there is a significant difference between the samples of employees
in the public and private sectors regarding job satisfaction, implying that employees in the
public sector are more satisfied with their jobs than those in the private sector.
The initial step in testing the hypothesis involves checking the normality of the data distribution.
Below is the representation of the normality test, focusing on the Kolmogorov-Smirnov section,
which examines the significance threshold value. In this case, the value is 0.027 for the private
sector sample and 0.015 for the public sector sample. Both values are lower than the
significance threshold of 0.05, indicating the need for a non-parametric test, specifically the
Mann-Whitney U test.

Table 1. The normality test of the data collection

Tests of Normality
Sector to which the Kolmogorov-Smirnov* Shapiro-Wilk
subject belongs Statistic df Sig. [ Statistic df Sig.
Job Private sector ,170 30 ,027 ,934 30 ,0064
satisfaction pyplic sector 179 30 015 | 925 30 036

a. Lilliefors Significance Correction

According to the Mann-Whitney U test, a 2-tailed significance smaller than the
threshold of 0.05 was obtained. Hence, the hypothesis is confirmed. Analyzing the mean ranks
reveals differences between the samples. As the mean rank of the private sector sample is lower
than that of the public sector sample, namely 20.35 and 40.65, respectively, it is concluded that
the subjects in the public sector have a higher job satisfaction compared to those in the private
sector. Therefore, the hypothesis is confirmed.
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Table 2. Mann-Whitney U Test

Test Statistics®
Job satisfaction
Mann-Whitney U 145,500
Wilcoxon W 610,500
Z -4,535
Asymp. Sig. (2-tailed) <,001

a. Grouping Variable: Sector to which the subject belongs

Table 3. Mean ranks according to the Mann-Whitney U test

Ranks
Sector to which the Mean Sum of
subject belongs N Rank Ranks
Job satisfaction Private sector 30 20,35 610,50
Public sector 30 40,65 1219,50
Total 60

3.2. The second hypothesis and its testing

It is presumed that there is a significant and positive correlation between the level of
organizational fairness and the level of well-being in the workplace, implying that the level of
organizational fairness influences the level of well-being among employees.

The initial step in testing this hypothesis involves checking the normality of the data
distribution. Below is the representation of the normality test, focusing on the Kolmogorov-
Smirnov section, which examines the significance threshold value. In this case, the values
obtained are 0.006 and 0.039 for the public sector sample. Both values are lower than the
significance threshold of 0.05, indicating the need for a non-parametric test. Specifically, the
Spearman correlation coefficient will be applied.

Table 4. Normality test of the data collection

Tests of Normality
Kolmogorov-Smirnov® Shapiro-Wilk
Statistic Df Sig. Statistic df Sig.
Well-being in ,139 60 ,006 ,938 60 ,004
organizations
Organizational fairness 117 60 ,039 953 60 ,021

a. Lilliefors Significance Correction

According to the correlation test, a significance value of 0.003 was obtained, which is
smaller than the significance threshold of 0.05, indicating the existence of a strong correlation.
Upon analyzing Table 5, a correlation coefficient of 0.375 is observed, representing a positive
correlation. Thus, as the level of organizational fairness increases, the well-being of employees
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also increases, and conversely, if the former decreases, the latter tends to decrease concurrently.
Therefore, the hypothesis is statistically confirmed.

Table 5. Correlation Table

Correlations
Well-being in Organizational
organizations fairness
Spearman's Well-being in Correlation 1,000 3757
rho organizations Coefficient
Sig. (2-tailed) . ,003
N 60 60
Organizational fairness Correlation 375 1,000
Coefficient
Sig. (2-tailed) ,003 .
N 60 60
**_ Correlation is significant at the 0.01 level (2-tailed).

65 70 75 a0 85 an as

Organizational fairness

Figure 5. Scatterplot depicting the correlation between
well-being in organizations and organizational fairness

3.3. Third Hypothesis and Its Testing

It is presumed that there is a difference regarding job satisfaction and the salary range
of individuals, namely: it is presumed that subjects with a lower salary range have lower job
satisfaction. The first step in testing the hypothesis is to check the normality of the data
distribution. Below is the representation of the normality test, where the Kolmogorov-Smirnov
section is of interest, analyzing the significance threshold value. In this case, the values are
0.200; 0.012, and 0.015.

Although two of the significance thresholds suggest the application of a non-parametric
test, and one of them implies the application of a parametric test, a non-parametric test will be
applied, specifically the Friedman test.
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Tabel 6. Normality test of the data collection

Tests of Normality
Kolmogorov-Smirnov?® Shapiro-Wilk
Net income range Statisti Statisti
per month c df Sig. c df Sig.

Satisfaction at ~ 2200-3000 de lei  ,136 12 ,200° | 1,940 12 ,494
the workplace ~ 3000-4200 de lei  ,199 25 ,012 | ,910 25 ,030
4000+ ,203 23 015 | ,888 23 015
*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

According to the Friedman test, a two-tailed significance value lower than the
significance level of 0.05 was obtained, therefore indicating the need for a procedure to test the
hypothesis.

Table 7. Friedman Test Table 8. Friedman Procedure
Test Statistics® Related-Samples Friedman's Two-Way
N 60 Analysis of Variance by Ranks Summary

i Total N 60
Chi-Square 60,000 Test Statistic 60,000°
df 1 Degree Of Freedom 1
Asymp. Sig. <001 Asymptotlc Sig.(2- <,001

: sided test)

a. Friedman Test a. Multiple comparisons are not

performed because there are less than
three test fields.

Table 9. Mean Collections of Data

Descriptives
Intervalul venitului net
obtinut per luna Statistic ~ Std. Error

Satisfactia la locul 2200-3000 Mean 12,00 ,992

de munca de lei
3000-4200 Mean 13,16 ,574

de lei
4000+ Mean 13,96 497

According to the Friedman procedure, a two-tailed significance value lower than the
significance level of 0.05 was obtained, therefore confirming the hypothesis.

By analyzing the mean collections of data, differences between samples are observed.
Specifically, the sample with a net income of 4000+ lei per month shows a higher mean
compared to the sample earning between 3000 and 4200 lei per month, namely 13.96 and 13.16,
respectively. Although the difference is not statistically significant, there is a notable contrast
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between the mentioned first sample and the one earning between 2200 and 3000 lei per month,
which is 13.96 and 12.00, respectively. This confirms the validity of the hypothesis, indicating
differences between samples based on their monthly salary structure.

Conclusions

The research concludes that the dimensions of well-being, satisfaction, and
organizational fairness are closely interconnected and mutually influential. Additionally, when
correlating other variables such as individual income intervals, the significance of fair
compensation in an individual's performance within the organization is highlighted. Financial
rewards represent motivation and commitment that an organization offers its employees; job
satisfaction increases when employees are fairly remunerated and their efforts and contributions
are acknowledged. However, although financial rewards play a significant role in job
satisfaction, they are not the sole determinant in this regard. Organizational fairness towards
employees is equally pivotal and can influence both well-being and job satisfaction. The equity
that an organization displays towards its employees determines whether an employee feels
included in the organizational environment or not; employees have the right to fair treatment—
no discrimination or preferences among them. Organizational fairness is essential in building a
relationship of respect and trust between the two parties: the organization and the employee.
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