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Introduction
It is reality that assets do everything possible but we cannot 

deny the fact that it is the employees who make things possible in 
the organization. Employees are the most valuable assets of any 
organization either it is profitable organization or non-profitable 
organization. Today the main issue for competitive organization is the 
retaining of its valued employees. It is generally in an organization's 
best interest to consume its energy to retain the quality employees 
[1]. The purpose of this research is to find the effect of job design on 
employee turnover intention. Job design is the process in which tasks 
of job are organized in order to reduce the turnover of employees 
and dissatisfaction. When jobs of employees are properly designed 
then employees felt satisfaction in organization and there will be low 
turnover intention. Many variables can affect the employee turnover 
intention i.e. pay, working environment, coworker’s relationship, 
job security and recognition. This research study only examines the 
effect of job design on turnover intention. So far the job designs have 
negative effect on turnover intention [2]. According to Leeand Maurer, 
if the job is well designed then there will be less turnover intention in 
the organization. It is the process of setting together a series of tasks, 
responsibilities and duties to produce a multifaceted for employees to 
assume in their work and to respect as their own. It is critical not only is 
it the basis of individual achievements and satisfaction during work. It 
is compulsory to take the job safely, economically and efficiently.

One of the most vitally researched element in today’s competitive 
setting is job satisfaction because it is related to various psychological 
and workplace issues. Job satisfaction is the physical and psychological 
well-being of employees which has close relationship with the 
productivity, absenteeism, employee relations, and employee’s turnover 
[3]. Job satisfaction has a close association with human motivational 
theories. The most popular theories need hierarchy theory by Maslow, 
two factor theories by Herzberg and Job Characteristics Model. 
Maslow’s need hierarchy suggests the five levels of human requirements 
consisting of basic needs, security, social need, admiration and self-
realization. Providing the mentioned factors can help in motivating 
and enhancing the satisfaction level of the employees. Similarly two 
factor theories proposed Hygiene and Motivation factors in order to 
determine the satisfied and dissatisfied employees. Hygiene factors 

are linked with job dissatisfaction including working environment, 
organization’s policies and rules, and relationship with peers etc. 
When hygiene factors are delivered to employees they can achieve a 
neutral state (neither satisfied nor dissatisfied). In order to satisfy the 
employees, organization needs to focus on providing motivator factors 
such as recognition, responsibility and achievement. The two essential 
factors of job satisfaction are intrinsic and extrinsic. Intrinsic factors 
are psychological in nature that comes from within the individual, as 
illuminated in Job Characteristics Model the five key job characteristics: 
identity of tasks, variety in skills, importance of workload, feedback 
and autonomy, influence psychological states, which leads to job 
satisfaction. Whereas extrinsic factors of satisfaction come from the 
external environment in which the individual works. In order to make 
employees more productive and satisfied both intrinsic and extrinsic 
sources must be provided. Most of the definitions and theories clarify 
that organizations cannot achieve employee’s satisfaction merely 
by providing good pay and benefits. For an organization to strive 
for employee’s satisfaction, the HR professionals must take care of 
other factors too. That includes trust, respectful treatment of all the 
employees, a working environment that is free from stress, morale 
issues, they must be provided with career advancement opportunities, 
a sense of security, and transparent information sharing regarding 
performance and health of the organization etc.
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Job design is specifying the methods and contents of any job 

in such a method that different requirements of job holder can be 
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Abstract
The aim of this research is to scrutinize the impact of organizational justice on job satisfaction. The relationship 

of three dimensions of organizational justice (Distributive justice, Procedural justice and Interactional justice) was 
observed with job satisfaction to know whether it has positive or negative effect on employees. The scale for 
organizational justice was based on literature and survey whereas for job satisfaction, Minnesota Job Satisfaction 
scale was used as data collection tool. This survey was carried out in different Departments of Peshawar University 
and ICP. For reliability of data, Cronbach’s alpha coefficient was used. For normality of data Kolmogorov-Smirnov 
and Shapiro-Wilk Tests were applied. The results of these tests showed respective satisfactory values. Descriptive 
statistics, regression analysis, and correlation were used for data analysis. The results found that most of the 
employees want fairness in interaction, procedures and distribution of resources. The results also found positive 
correlation between organizational justice and job satisfaction.
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effectively and efficiently satisfied [4]. Job design is the one of the topics 
of motivational concepts to the structure of task to improve satisfaction 
and productivity [5]. Job design is the procedure by which managers 
take decision for individual job authority and duty [6]. It is the process 
of setting together a series of tasks, responsibilities and duties to 
produce a multifaceted for employees to assume in their work and to 
respect as their own. It is critical not only is it the basis of individual 
achievement and satisfaction during work. It is compulsory to take the 
job safely, economically and efficiently [4].

Several researchers used three facet construct of organizational 
justice which is composed of distributive procedural, and interactional 
[7-9], which are understudy in this research. There are various research 
studies in which negative significant effects are found on the intentions 
of employees to leave their jobs based upon procedural justice and 
interactional justice [8-10]. In some other research studies positive 
significant relations have been found between facets of organizational 
justice on organizational commitment, procedural justice and 
interactional justice [7-9].

Kaul and Singh [11] conducted a research study in which 
they studied about the organizational justice as an enhancer of 
organizational commitment. The findings of this study showed that 
organizational justice play a vital role in enhancing the organizational 
commitment [12]. Many researchers agreed with the fact that the 
degree of satisfaction and turnover rate of employees are inversely 
related to each other. It means that when the essential requirements of 
employees are accomplished within an organization, they will surely 
work their without any intention to leave their job.

Al-Kilani [13] conducted research in which he studied about 
the effects of organizational justice on intentional to leave: with 
investigating the mediating role of organizational commitment and 
job satisfaction. The findings of this study presented that organizational 
justice positively related to organizational commitment and job 
satisfaction but it was found that negative relationship is presented 
between organizational justice and intentions to leave job. 

Satisfaction of employees from job is one of the major issues 
organizations are facing today. There are several elements that must 
be fulfilled to achieve the job satisfaction level of workforces. These 
elements include job design, manager concern for his employees, 
working environment, appreciation and rewards, and social 
relationships [14].

The perception of employees varies about level of satisfaction. There 
may be an organization that provides same facilities to all employees, 
but it will give rise to different results regarding satisfaction. Some 
employees will be satisfied while others may be dissatisfied from their 
job [15].

The success level of an organization is dependent upon the 
satisfaction level of its workforce. There is a strong link between job 
satisfaction and different organizational events that might include 
performance, moral values, leadership, conflicts, and incentives. 
Organizations produce quality products only when its employees are 
satisfied from their job. This satisfaction will be achieved only when 
their level of job security, pay and promotions, working condition, 
relations with their co-workers and supervisors are highly achieved.

Satisfaction of job varies from person to person based on their 
attitude and behavior towards their work. It may be affected by social 
and cultural values, management style and involvement of labors, work 
position and empowerment.

Workforce satisfaction can be enhanced with good job 
opportunities, high salary, and good relationship among employees, 
appropriate training sessions, career development and better working 
environment. These help organizations work in a more effective way.

Workers ‘roles, job satisfaction can be achieved by proper 
management and planning of the organization with efforts that are 
required to bring the best qualities and skills of employees through 
training sessions. These satisfying and supportive platforms lead to 
more satisfied employees because their future is more secure and they 
are getting enough remuneration which results in better performance. 

The quality of products, services of organizations and response 
of employees has close links with the satisfaction level of employees. 
This satisfaction can be accomplished only when higher authorities 
of the organization take care of all the responsibilities associated with 
their employees by providing friendly environment, health insurance, 
cooperative co-workers and chance for getting high position.

The policies and schedule of job, and better earning facilities are 
the key elements which attract employees and have am effective impact 
on the overall productivity of the organization. Research has shown 
that even if most of the factors associated with job satisfaction are 
achieved, but still pay structure is the basic entity which influences the 
performance in a positive or a negative manner.

The expected outcomes that employees receive from their job 
results in job satisfaction. This may comprise of high gratitude from 
his boss, good salary package, promotion’s opportunity, and minimum 
workload [16].

Job satisfaction can be best interpreted by procedural justice. When 
employees perceive that the procedures and strategy of an organization 
is based on justice then they get more satisfied and give their best 
performance to the organization. Hence procedural justice delimits the 
overall turnover rate of employees.

According to the researcher, the top contributors regarding job 
satisfaction include respect and honor that are given to all employees, 
rewards/benefits, compensation and security of job. These contributors 
act as a baseline for gaining high satisfaction level. Ensuring these 
elements can lead to a more stable and well-established organization.

Organizational justice is related to the level of fairness because it 
has a positive impact on performance of employees, specifically justice 
deals with the circumstances in which employees match their job 
activities and how it influence their performance related to the work 
[17].

When employees in an organization come to know that they are 
appreciated for their work and treated fairly and equally by their 
employers then they work with full interest and devotion. This fair 
treatment from managers boosts up the moral of employees which 
increases their performance [18].

Campbell et al. studied how the justice effects and support 
employees burnout and turnover intention. The three aspects of 
burnout are emotional exhaustion, depersonalization, and diminished 
accomplishment [19]. They investigated the influence of three forms of 
organizational justice as they affect the three features of burnout and 
ultimately the turnover.

Organizational justice is actually the fair division of tasks and 
unbiased behavior of supervisors with their subordinates. It is the belief 
and conception of employees about decisions that are made within 
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an organization. It mainly deals with the impartial attitude towards 
employees.

Theoretical framework of research

It is a model which describes the basis behind the research study. 
It grasps a theory that requires to investigate in the research (Figure 1).

Research hypotheses

H1: The higher the distributive justice, the higher will be job 
satisfaction;

H2: The higher the procedural justice, the higher will be job 
satisfaction;

H3: The higher the interactional justice, the higher will be job 
satisfaction.

Research Methodology
The research is quantitative in nature. The hypothesis will be tested 

after the collection of numerical data. Wyse describes quantitative 
research as giving numerical values to the problem. Attitudes, 
opinions and behaviors can be quantified through quantitative 
research. According to Sukamolson quantitative research describes 
a phenomenon by gathering numerical data which is analyzed using 
statistical and mathematical tools and methods. 

First the data was obtained from the specified organizations then 
it was computed using a statistical tool SPSS, from which statistical 
calculations were made and conclusion was drawn from it, similarly the 
research analyzed and attempted to uncover the significance of human 
behavior, beliefs and emotions. Staw et al. [20] in their research concluded 
that positive emotions lead to favorable work outcomes in terms of 
performance evaluation and working relationship with coworkers. 
The purpose and objective of this research is to reveal the relationship 
between job satisfaction and perceived level of organizational justice by 
the faculty members of public sector universities of Peshawar therefore 
type of investigation was correlational.

Data collection

Data was collected through primary source i.e., personal interviews 
from the respondents and questionnaire. According Akbayrak [21] 
every data collection technique has its own merits and demerits, the 
selection of the data collection technique depends on the variables 
involved, and therefore the technique must fulfill the purpose of the 
research. However Johnson et al. [22] describe questionnaire method 
good for measuring attitude; also it’s an easy method for data analysis 
when the questions are close ended. Likert Scale of 5-points was used 
for questionnaire and that was designed after conducting interviews 
and a detailed literature reviews. Questions of the questionnaire were 
mainly divided between two sections; the first section was related to 
organizational justice while the second section was about job satisfaction. 

For job satisfaction, Minnesota Job Satisfaction questionnaire was 
used. According to Gay et al., the Minnesota questionnaire makes it 
easy to measure a more individualized outcome of workers satisfaction 
[23]. This individualized result is helpful because two individuals 
may have same level of satisfaction for different reasons. While 
questions regarding the three dimensions of organizational justice like 
distributive, procedural and interactional justice were self-extracted by 
conducting interviews and literature review.

Research population and sampling

General Public Sector Universities of Peshawar were taken as the 
population of the study. Respondents of this research include faculty 
members of different Departments of Peshawar University and ICP. 
The sample size was 125 for each university and questions were asked 
from different faculty members in order to have better understanding 
that helps in making the research more authentic. The technique used 
for sampling is convenience sampling. The subjects are selected just 
because they are easiest to recruit for the study. 

Results and Data Analysis
The questionnaire was first composed, assembled and then assessed 

by 6 participants who were not part of the research. This was conducted 
in order to ascertain the potency and effectiveness of the instrument.

For testing the hypothesis, questionnaires were distributed 
among lecturers and professors to collect the required data. Among 
250 questionnaires, the researcher got 220 filled questionnaires and 
20 were discarded due to uncertainties. Data were then combined to 
be analyzed for result. It was examined with a statistical tool SPSS, 
reliability was tested through Cronbach’s alpha test, Heteroscedasticity 
of the variables are tested with Glejser Test to determine if there is 
difference in the residual variance, normality was tested through 
Kolmogorov-Smirnov and Shapiro-Wilk and linearity test was applied. 
Certain reliability measures such as Regression, correlation tests to 
identify how organizational justice affects job satisfaction.

Reliability analysis

The values of alpha of all these variables are more than the 
acceptable ranges i.e., significance of a variable 0.60 is the thresh hold 
value in social sciences researches. The values of the variables are above 
0.60 which means that the data of this study is reliable (Tables 1-5).

DISTRIBUTIVE JUSTIVE

PROCEDURAL JUSTICE

INTERACTIONAL JUSTICE

Job Satisfaction

Figure 1: Independent variable and dependent variable.

Reliability statistics
Cronbach's Alpha Cronbach's Alpha based on 

standardized items
No. of items

0.669 0.705 2

Table 1: Reliability test.

Reliability statistics
Cronbach's Alpha No. of items

0.605 6

Table 2: Reliability test for distributive justice.

Reliability statistics
Cronbach's Alpha No. of items

0.437 6

Table 3: Reliability test for procedural justice.

Reliability statistics
Cronbach's Alpha No. of items

0.598 8

Table 4: Reliability test for interactional justice.
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The above figures of the Tables 1-5 show that the data which has 
been collected on the scale of job satisfaction is normal due to the 
insignificant value of both tests because the P value is the more than 
0.05.

The above Table 6 shows that the data which has been collected on 
the scale of distributive justice is normal due to the insignificant value 
of both tests because the P value is the more than 0.05.

Table 7 shows that the data which has been collected on the scale of 
procedural justice is normal due to the insignificant value of both tests 
because the P value is the more than 0.05.

The above Table 8 shows that the data which has been collected on 
the scale of interactional justice is normal due to the insignificant value 
of both tests because the Probability value is the more than 0.05.

The above results of the Table 9 indicating that there is proper 

linearity in Distributive Justice (DJT), as the significance value of 
Deviation from Linearity in above table is greater than 0.1.

The above results of the Table 10 indicating that there is proper 
linearity in Procedural Justice (PJT), as the significance value of 
Deviation from Linearity in above table is greater than 0.1.

The above results of the Table 11 indicating that there is proper 
linearity in Interactional Justice (IJT), as the significance value of 
Deviation from Linearity in above table is greater than 0.1.

Heteroscedasticity of the variables are tested with Glejser Test 
to determine if there is difference in the residual variance. Based on 
output Coefficient the obtained value of the independent variables i.e., 
DJT is 0.330, for PJT the sig value is 0.347 and the sig value for IJT is 
0.501 which is above the desire level that is 0.05. Which concludes that 
there is no heteroscedasticity problem (Table 12).

Descriptive statistics

Questions of this research were based on five Likert scale that 
includes strongly disagree, disagree, neutral, agree and strongly agree. 
A statistical tool SPSS was used to analyze the data SPSS. The statistical 
results were shown by above table. The names of the variables are 

Reliability statistics
Cronbach's Alpha No. of items

0.773 15

Table 5: Reliability test for job satisfaction.

Tests of normality
 Kolmogorov-Smirnova Shapiro-Wilk
 Statistic df Sig. Statistic df Sig.
Job satisfaction 0.05 200 .200* 0.992 200 0.345
aLilliefors significance correction.
*This is a lower bound of the true significance.

Table 6: Job satisfaction Kolmogorov-Smirnov and Shapiro-Wilk.

Tests of normality
 Kolmogorov-Smirnova Shapiro-Wilk
 Statistic df Sig. Statistic df Sig.
DJT 0.058 200 0.094 0.989 200 0.118
aLilliefors significance correction.

Table 7: Distributive justice Kolmogorov-Smirnov and Shapiro-Wilk.

Tests of normality
 Kolmogorov-Smirnova Shapiro-Wilk
 Statistic df Sig. Statistic df Sig.
PJT 0.06 200 0.081 0.99 200 0.205
aLilliefors significance correction.

Table 8: Procedural justice Kolmogorov-Smirnov and Shapiro-Wilk.

Tests of normality
 Kolmogorov-Smirnova Shapiro-Wilk
 Statistic df Sig. Statistic df Sig.
IJT 0.056 200 .200* 0.988 200 0.1
aLilliefors significance correction.
*This is a lower bound of the true significance.

Table 9: Interactional justice Kolmogorov-Smirnov and Shapiro-Wilk.

ANOVA Table
   Sum of squares df Mean square F Sig.
Job satisfaction x DJT Between groups (Combined) 15.229 20 0.761 2.056 0.007

Linearity 8.985 1 8.985 24.262 0
Deviation from linearity 6.244 19 0.329 0.887 0.599

Within groups 66.289 179 0.37 - -
Total 81.517 199 - - -

Table 10: Linearity test for DJT.
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mentioned in the first column, observations are shown in the second 
column, minimum values are shown in the third column. Next to 
minimum column, there is another column which holds the maximum, 
which varies from 1.00 to 5.00 for each and every variable. Another 
column displays the mean value for all variables under consideration. 
The mean age of most of the employees is 1.5750 which shows that most 
of the employee’s age ranges between 25 and 39. Majority of the faculty 
members are male as per result. The employees in ICP and Peshawar 
University are mostly post graduates. The descriptive statistics of 
organizational justice and job satisfaction shows that most of the 
employees are at the neutral level of their satisfaction, as it depends on 
the overall justice level of the organization (Tables 13 and 14).

The effect of correlation among dependent and independent 
variables is shown by above Table 15, correlation determines the 
strength and bonding of relationship between variables. The results are 
showing positive and significance correlation between all independent 
and dependent variables. DJT, PJT, IJT are positively significantly 
correlated with job satisfaction (JS), where Distributive Justice(DJT) is 
0.332 which is above the critical value showing firm correlation between 
DJT and JS. The value of Procedural Justice (PJT) is 0.320 which is 
above the critical value indicating a strong correlation concerning PJT 
and JS. Similarly the Interactional Justice IJT is 0.498 which is above 

the critical value which declared that there is a strong correlation in 
between IJT and JS.

The R square value shows the overall variation by the predictor 
variables. The above result shows 33% change/variation in dependent 
variable is caused by independent variables. The F-value is well above 
the desired level of model significance i.e., 4 or above and the calculated 
F-value is 33% which suggest that the overall model is highly significant 
variable (Table 16).

The above Table 17 shows the results of multiple regressions carried 
for the data analysis of this study. The above figures identifies that all 
facets of organizational justice i.e., distributive justice, procedural 
justice and interactional justice has positive impact on the level of job 
satisfaction of these two institutions faculty members. On analyzing 
the results it is clear that the three independent variables significantly 
predict change in dependent variable i.e., job satisfaction. The Beta 
values represent the unit change incurred in independent variables will 
bring how much unit change in dependent variable. Whereas T value 
expresses the significance of the independent variables and dependent 
variable, so the Beta value for DJ is 0.208, T value is 3.44. For PJ the 
Beta value is 0.181 and T value is 2.96. Similarly Beta value for IJ is 0.41 
and T value 6.92. The P value is less than the significant level for all the 
independent variables.

ANOVA Table
   Sum of squares df Mean square F Sig.
Job satisfaction x DJT Between groups (Combined) 17.152 18 0.953 2.68 0

Linearity 8.335 1 8.335 23.439 0
Deviation from linearity 8.817 17 0.519 1.458 0.115

Within groups 64.366 181 0.356 - -
Total 81.517 199 - - -

Table 11: Linearity test for PJT.

ANOVA Table
   Sum of squares df Mean square F Sig.
Job satisfaction x DJT Between groups (Combined) 28.157 23 1.224 4.038 0

Linearity 20.216 1 20.216 66.678 0
Deviation from linearity 7.941 22 0.361 1.191 0.262

Within groups 53.36 176 0.303 - -
Total 81.517 199 - - -

Table 12: Linearity test for IJT.

Coefficientsa

Model Unstandardized coefficients Standardized coefficients t Sig.
B Std. error Beta

1 (Constant) 0.332 0.179  1.853 0.065
DJT 0.033 0.034 0.072 0.976 0.33
PJT -0.036 0.038 -0.07 -0.944 0.347
IJT 0.029 0.043 0.05 0.674 0.501

aDependent variable: Job satisfaction.

Table 13: Glejser Test for heteroscedasticity.

Descriptive Statistics
 N Minimum Maximum Mean Std. deviation
Age 200 1 3 1.575 0.67576
Gender 200 1 2 1.03 0.17102
Marital status 200 1 2 1.565 0.497
No of years worked 200 1 4 2.255 1.0562
Education 200 1 4 3.74 0.51354
Organization 200 1 2 1.5 0.50125
Valid N (list wise) 200     

Table 14: Descriptive statistics.
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Conclusion
This research study covers the effect of OJ on the workforce 

job satisfaction level of public sector universities of Peshawar. The 
research analyzed the data of 200 employees whom were randomly 
selected. The data was analyzed through set of statistical techniques 
i.e., Reliability, factor analysis, correlation and regression. The results 
declared that fairness in organizational procedures and system leads 
to more satisfied employees. The results have shown that correlation 
of OJ and job satisfaction is positive. The research also found that if 
there is fairness in the interaction with employees, and justice in 
procedures and distribution of resources then it will lead to maximum 
job satisfaction level. The results of this research study proved that the 
objectives designed for this research were accomplished and a successful 
test of all hypotheses was carried out. In a nutshell, it is proved that 
all sub-dimensions of the OJ i.e., distributive justice, procedural and 
interactional justice have significantly positive influence on the job 
satisfaction.

Distributive justice will be implemented in these organizations by 
giving incentives, fringe benefits and bonuses to their employees for 
their work. All employees shall be treated with equality and equity by 
satisfying their needs.

Procedural Justice will be implemented by showing consistency, 
lack of bias behavior, accuracy in decision making, representation of all 
concerned processes, avoid mistakes and show ethical behavior by both 
management and employees.

Interactional Justice will be implemented by showing courtesy, 
dignity and sharing relevant information with their employees and 
treating their employees with kindness.
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