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Abstract 

Within the scope of this research article, the connection between organizational justice and job 

satisfaction was investigated. The influence of organizational justice on workers' levels of job 

satisfaction was analyzed using three different dimensions: interactional justice, distributive 

justice, and procedural justice. The opinions of workers were polled to determine whether or not 

a culture of fairness exists inside the business and, if it does, whether or not it has an impact on 

the degree of job satisfaction those workers report having. According to the findings, there is a 

substantial association between distributive justice, interactional justice, and work satisfaction. 

[Citation needed] It is expected that if this research were to be repeated by other researchers in 

various nations and circumstances with only a few minor changes, it will emphasize the 

significance of this topic on a much larger scale. 
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Introduction 

There is a strong correlation between an individual's workplace conduct and his or her job 

happiness. It is a set of feelings and thoughts that employees have towards their current position. 

Extreme happiness to extreme discontent is the spectrum of work satisfaction. Employees have 

opinions on different elements of their jobs, including their work, their coworkers, supervisors, 

or subordinates, and their compensation. The significance of job satisfaction becomes more 

apparent when considering the negative effects of job unhappiness, such as disloyalty, increased 

absenteeism, low productivity, turnover, and a rise in the frequency of accidents, among others 

(Aziri, 2011). Al-Zu'bi (2010) argues that for businesses to remain successful in the current 

global business climate, they must understand the elements that influence employee work 

satisfaction and morale. Numerous elements, such as the nature of the work, income, growth 

possibilities, management, work groups, and working environment, impact job happiness. (Aziri, 

2011) Organizational justice, which refers to the fair treatment of employees, is one aspect that 

influences the job satisfaction of employees. It relates to how employees view the fairness of 

results, procedures, and interactions. 
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Satisfied employees have a sense of equality and believe they are adequately compensated for 

their true contributions to the firm. The incentive may contain several bonuses and perks in 

addition to monetary compensation. The performance, productivity, commitment, and retention 

rates of employees with more work satisfaction are often higher. (Al-Zu'bi, 2010) Organizational 

Justice must thus prevail. As organizational justice is a broad notion, it encompasses everything 

from wage structure to treatment by the boss. Organizational behavior researchers have 

recognized three forms of organizational justice: distributive, procedural, interpersonal (further 

subdivided into interactional), and informational justice (Colquitt et al. 2005, Greenberg, & 

Zapata-Phelan, 2005). 

 

 
Research’s Aim & Purpose 

The study intends to analyze the impact of organizational Justice (OJ) with respect to 

distributive, procedural, interpersonal among the employees of service sector. 

 

 
Therefore, the following objectives is framed for the study: 

To analyze the effect of Organizational Justice (OJ) withrespect to distributive, procedural, 

interpersonal justice among the employees of service sector. 

 

 
Significance of study 

Organizational justice (OJ) may be an essential factor in determining employee and management 

happiness, which is a topic that is now receiving a lot of attention. People want to be dealt with 

in a just manner. Employees who are treated honestly by their employers feel as though they 

have some influence over the outcomes of their future endeavors with those companies (Adams, 

1965). They are recognized as valuable contributors to their social group and treated as such 

(Tyler & Blader, 2000). People frequently get the impression that they inhabit a world in which 

fairness prevails (Folger, 1998). A fundamental aspect of human nature is the expectation of 

receiving just treatment. Equal treatment of all parties is another crucial factor (Ambrose, 2002). 

Employees want to be treated with respect not just by their immediate supervisors but also by 

their coworkers and the senior management of the company. In order to collaborate efficiently, 

employees need to be treated fairly in the workplace (Cropanzano, Bowen & Gilliland, 2007). 

Employees are generally encouraged to participate in undesirable organizational behavior such 

as quitting, absenteeism, or sabotage when they are subjected to unfair treatment such as harsh 

communication, poor work relationships, and the fulfillment of individual psychological needs 

(Cropanzano et al., 2007). Organizational Justice (OJ) is essential to the functioning of a 

company and has a significant influence on both the financial and mental well-being of an 

employee. As a consequence of this, it has a more significant influence on companies, 

particularly in terms of promoting a constructive connection between an employer and their 

workforce. 
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Figure 1.1: source ( https://wendyhirsch.com/blog/fairness-change-management-process) 

 

 
Literature Review 

Usmani, S., & Jamal, S. (2013) in their research paper examined the relationship between 

organizational justice and job satisfaction. This link was analyzed in the context of Pakistan, 

focusing on personnel in the banking industry in the metropolitan metropolis of Karachi. The 

results indicate a substantial correlation between distributive justice, interactional justice, 

temporal justice, and work satisfaction. 
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Okocha, B. F., & Anyanwu, S. A. (2016), in their study investigates the relationship between 

organizational justice and employee happiness in Port Harcourt banks. Sixty staff members were 

picked at random from seven banks operating in the Rumuokoro-Uniport axis of Port Harcourt, 

Rivers State, Nigeria. The data collecting tool is a questionnaire and an interview, and sixty 

copies of the questionnaire are evaluated. Spearman's Rank Order Coefficient To test the 

hypotheses, coefficient statistics are utilized. The data demonstrate a substantial relationship 

between organizational justice and employee happiness. Therefore, the study suggests that 

organizations should be able to apply fairness to employee compensation and advancement. 

As an extension of Saks's (2006) antecedents-consequences model, the purpose of the study is to 

investigate whether perceptions of distributive, procedural, and interactional justice are related to 

employee engagement and to examine the possibility of interrelationships between these three 

dimensions of justice. Using correlations and hierarchical regression analysis, the links between 

perceptions of justice and engagement were investigated. Results indicate that distributive, 

procedural, and interactional are interconnected. Moreover, distributive and interactional justice 

take priority over procedural justice in determining job engagement, but distributive justice is the 

most influential factor in determining OE, followed by procedural and interactional justice 

(Ghosh, P.& Rai, A.& Sinha, (2014). 

This study's objective was to examine the connection between organizational justice and 

employee job satisfaction. Privatized banks (ABL, UBL, SCB, Kasahf, & Alfalah) were chosen 

for the study, and 100 questionnaires were issued to banking staff; 53 were returned for a 

response rate of 53%. This study demonstrates that distributive justice has a favorable and 

substantial effect on work satisfaction. The investigation also indicated a negative link between 

procedural fairness and work satisfaction. The amount of practical organizational fairness might 

increase work satisfaction. 

In order to control employee turnover and other behaviors, the majority of managers base their 

strategies on concrete supports (pay and perks) and human resource policies. This study argues 

that the impression of organizational justice is a significant element in shaping employee 

behavior in the workplace and may be used as an effective management technique. Examining 

the influence of distributive and procedural justice on employees' trust in their organizations 

(organizational trust) and on employee turnover, this study suggests that employees are highly 

sensitive to justice-related issues in their organizations and that organizational trust mediates the 

relationship between organizational justice and employee turnover. According to data collected 

from 597 employees at five private telecommunications firms in South Asia, both distributive 

and procedural justice boost employee trust in their business and reduce employee turnover. 

Additionally, the statistics indicate that employees are more concerned with procedural fairness 

than with distributive justice (Lam, S. S., Schaubroeck, J., & Aryee, S. (2002). 

Ozel, A., & Bayraktar, C. A. (2017). In their work measures organizational justice's influence on 

work satisfaction. Organizations need "organizational justice" and "work happiness" to achieve 

their goals. Employee job satisfaction is determined by their sense of organizational fairness and 

how fairly they are treated. Motivated, satisfied employees offer value to their company. In a 

competitive company environment, organizational fairness and work happiness become 
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• Procedural Justice 
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& thoughts 
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• Intrinsic 
Satisfaction 
• Extrinsic 
Satisfaction 

• General 
Satisfaction 

 

 
increasingly crucial. It's a two-part study. In the study's theoretical section, organizational justice 

and work satisfaction are explored in length. The study's independent variable was organizational 

justice, while the dependent variable was work satisfaction. Then, the research model and 

implementation were introduced. 165 Turkey-based workers participated in this study. The study 

employed surveys to obtain data. Organizational justice positively increased work satisfaction, 

the study found. 

 

 
Results & Discussion 

Employees desire to work for ethical and honest businesses and to be treated with respect. 

Organizational justice refers to employees' perceptions of workplace fairness and their 

subsequent job satisfaction. That organizational justice is the employee's impression of their own 

treatment's fairness. It is the amount to which fair rules and processes exist and are followed to in 

an organization, as well as the degree to which individuals regard their leaders to be fair, truthful, 

and logically or rationally motivated in their actions (Choi, 2008). 

 

 
Figure 1.2: Conceptual framework of study 

The majority of managers build their strategy to control employee turnover and other behaviors 

among employees around concrete supports (pay and fringe benefits), as well as practices related 

to human resource management. According to the findings of this study, the perception of 

organizational justice is not only a significant component in shaping the conduct of employees in 

the workplace, but it also has the potential to be an effective management technique for people. It 

was found that employees are very sensitive to justice-related issues in their organizations, It 

appears that both distributive and procedural justice contribute to an increase in workers' faith in 

their organization and a reduction in the number of workers who leave their jobs. According to 

the findings, workers are more worried about the fairness of the procedures involved in their jobs 

than they are with the distribution of wealth. 
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Conclusion 

Job satisfaction, which is the study variable in organizational psychology that has been examined 

the most, was found to have a positive correlation with organizational justice. Workers who have 

a lower level of perceived justice are less likely to be content with their occupations, whereas 

workers who have a greater level of perceived justice are more likely to be satisfied with their 

jobs. Organizational Justice (OJ) can affect employee and manager satisfaction. Fairness is 

important. Fairly treated employees feel in charge of their futures. They're respected group 

members. People think they live in a just world. Humans need fair treatment. Fairness is also 

crucial. Superiors, coworkers, and senior management must treat employees well. Effective 

teamwork demands workplace fairness. Unfair treatment like unpleasant communication, bad 

work relationships, and the fulfillment of individual psychological needs drive employees to 

participate in undesirable organizational behavior like resignation, absenteeism, or sabotage. 

Organizational Justice (OJ) is important for organizational performance and employee economic 

and emotional well-being. It has a bigger influence on organizations, especially on employer- 

employee relationships. 

References 

1. Adams, J. S. (1965), "Inequity in Social Exchange", in L. Berkowitz (Ed.), Advances 

in Experimental Social Psychology, vol. 2: 267-99. New York: Academic Press. 

2. Al-Zu’bi, H. A. (2010). A study of relationship between organizational justice and job 

satisfaction. International Journal of Business and Management, 5(12), 102-109. 

Retrieved from http://ccsenet.org/journal/index.php/ijbm/article/view/8495 

3. Aziri. B. (2011). Job Satisfaction: A literature Review. Management Research And 

Practice. Vol 3 (4 (2011), 77-86 

4. Colquitt J.A., Greenberg, J., & Zapata-Phelan, C. (2005). What is organizational 

justice: An historical analysis. In Greenberg, J., & Colquitt, J.A. (2004). Handbook of 

organizational justice 3-57. Mahwah, NJ: Lawrence Erlbaum 

5. Cropanzana, R., Bowen, D. E., & Gilliland, S. W. (2007). The management of 

organizational Justice. Academy of Management Perspectives, 34-48. 

6. Ghosh, Piyali & Rai, Alka & Sinha, Apsha. (2014). Organizational justice and 

employee engagement: Exploring the linkage in public sector banks in India. 

Personnel Review. 43. 10.1108/PR-08-2013-0148 

7. Lam, S. S., Schaubroeck, J., & Aryee, S. (2002). Relationship between organizational 

justice and employee work outcomes: a cross‐ national study. Journal of 

organizational behavior, 23(1), 1-18. 

8. Okocha, B. F., & Anyanwu, S. A. (2016). Organizational justice and employee 

satisfaction: A study of selected Banks in Port Harcourt. International Journal of 

Advanced Academic Research/Social & Management, 2(9), 1-12. 

9. Ozel, A., & Bayraktar, C. A. (2018). Effect of organizational justice on job 

satisfaction. In Industrial Engineering in the Industry 4.0 Era (pp. 205-218). 

Springer, Cham 

10. Naeem, F. (2017). Organisational Role Stress and its Consequences across Functions: 

A Case Study of Private Sector Executives. Delhi: Excel India Publishers. 

http://www.skirec.org/
mailto:skirec.org@gmail.com
http://ccsenet.org/journal/index.php/ijbm/article/view/8495


ECONSPEAK: A Journal of Advances in Management IT & Social Sciences, 
Vol. 8, Issue 3, March 2018 Impact Factor 5.132 ISSN: (2231-4571) 
www.skirec.org Email Id: skirec.org@gmail.com 

An International Double-Blind, Peer Reviewed, Refereed Open Access Journal - Included in the International Indexing Directories Page 189 

 

 

 

 
11. Naeem, F. (2018). Antecedents of Organisational Stress among Bank Exectutives. 

Jaipuria International Journal of Management Research, 82-91. 

12. Usmani, S., & Jamal, S. (2013). Impact of distributive justice, procedural justice, 

interactional justice, temporal justice, spatial justice on job satisfaction of banking 

employees. Review of integrative business and economics research, 2(1), 351-383. 

http://www.skirec.org/
mailto:skirec.org@gmail.com

