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Abstract

The study examines the effect of procedural Justice and Interactive justice on Job Satisfaction at Gombe State Higher
Educational Institutions (HEI). Two dimensions of organizational justice were taken which include procedural justice
and interactional justice. The research was conducted among teaching and non-teaching staff of Gombe State Higher
Educational Institutions (HEI). Relevant literatures were reviewed on job satisfaction, procedural justice, interactive
justice, empirical review of the relationships among the variables were assessed. The study is underpinned by the
theory of social exchange theory. The study employed a quantitative research design method. The population of the
study is 2711teaching and non-teaching staff of the six Higher Educational Institutions (HEI) owned by Gombe State.
The sample size of 338 taken from Krejcie and Morgan table. Data was collected through the personal distribution
and retrieval of structured questionnaires. Basic description profile of the respondents was analysed. The tool of
Analysis was multiple regression. Findings from the study indicated that, both procedural justice and interactive
justice were reported to have positive significant effect on job satisfaction in Gombe State Higher Educational
Institutions (HELI. It is recommended that government and management of the Gombe State tertiary institution should
do more in ensuring there is fair playing ground for all the staff as it increases job satisfaction which also increases
employee productivity. It is also recommends that interactive justice which include how employees perceived being
treated should be of less priority to management of these tertiary institutions as it also decreases job satisfaction.
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1. Introduction

The concept of job satisfaction has been studied widely,
and still receiving attention. When employees are both
satisfied with their jobs and committed to the
organization, the bond with the organization will be
strengthened and will result in greater cooperation and a
reduced likelihood of quitting. Staffs with higher
satisfaction are more likely to behave with high
productivity, less absenteeism, stress and resignation.
Higher job satisfaction is also considered as an effective
approach to retain and attract staff. Job satisfaction is
important because it enhances employee morale, creates
enjoyable relationships with co-workers, promotes

creativity and innovation and encourages organizational
citizenship behavior and influence organizational
success. In addition, job satisfaction leads to increased
employee retention, lower levels of absenteeism, higher
productivity and better quality service (Chin, 2018).

Job satisfaction plays a very important role in the
workplace for both employees and businesses. Staffs that
are happy in their jobs will have a better quality of life
than those who aren’t, and businesses who keep their
staff happy will often see a plethora of positive effects in
the workplace.

A more detailed focus on job satisfaction shows that
employees may be satisfied with some aspects of the job,
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but not with others (Fennell, 2021). Although the various
aspects of job satisfaction such as pay and supervision
are differentially related to its proposed antecedents as
well as outcomes, the majority of research did not focus
on the different facets but on a general, global level of
job satisfaction.

However, organizational justice is an important area of
research in  human resource management and
organizational behavior since the 1990s although its
origin is traceable to longer periods. Indeed, justices in
organizations have considerable appeal just like in
society as a whole. Organizational justice affects the life,
relationship, and wellbeing of the workforce and the
individual worker. The perception of justice is important
as it can affect the management by affecting
performance and engendering  counterproductive
behavior and workplace conflict (Woldearegay, 2021).
Organizational justice may also affect staff attitudes,
intentions, and behaviors (Lambert et al., 2020).
Organizational justice could be seen from different
perspectives which include but not limited to
distributive, procedural, interactional and interpersonal.

Employee job satisfaction in any organization in ideal
situation supposed to be the focus of management as it
will increase productivity and encourage workers to
contribute more to achieve organizational goals and
objectives. However, Gombe State tertiary institutions’
employees are surrounding by various problems which
hindered them from given out their best in terms of
meeting the aspirations of the founding fathers of such
institutions. Problems such as staff promotion, welfare,
bottom loaded staff, favoritisms, wrong placement of
some employees and many others.

To this end, organizational justice such as procedural
and interactional may be seen as solution to this carnage
that is haunting the tertiary education system for almost
a decade now. How does procedural justice affect job
satisfaction of employees in Gombe state tertiary
education? Does interactional justice improve or
otherwise employee job satisfaction? The study attempts
to provide answer to these questions.

Objective of the Study

The general objective of this study is to examines the
effect of procedural Justice and Interactive justice on Job
Satisfaction at Gombe State Higher Educational
Institutions (HEI). While the specific objectives are:

i.  To examine the effect of procedural justice on
job satisfaction in Gombe state tertiary
institutions.

ii.  To evaluate the effect of interactional justice on
job satisfaction in Gombe state tertiary
institutions.

2. Literature Review

Employees’ Job Satisfaction

Job satisfaction is an important work attitude for both
staff and their employing institutions. Job satisfaction is
the pleasurable or positive emotional feelings a worker
has about his or her job experiences in relation to
previous experiences, current expectations, or available
alternatives. It is also ‘the extent to which people like or
dislike their jobs’ (Lamond, et al., 2017; Spector, 1997)
Job satisfaction results when employees’ appraisals of
their job experiences fulfill their employment-related
wants and needs and lead to a positive emotional states
(Lambert et al., 2020). Job satisfaction is associated with
reduced work absenteeism, lower levels of job burnout,
decreased turnover intent/turnout, increased support for
educational programs, higher life satisfaction, greater
commitment to the organization (Keena et al., 2020), an
increased likelihood of engaging in pro-social work
behaviors (i.e., going above what is expected), greater
creativity and support for organizational change and
improved performance (Woldearegay, 2021).

Organizational Justice

Organizational justice is one of the most frequently
researched areas in human resources management,
organizational psychology and organizational behavior.
Organizational justice
perception of justice in a workplace. It is defined as “the
degree to which individuals believe that the outcomes
they receive and the way in which they are treated by an
organization are fair, equitable and in line with expected
moral and ethical standards” (Singhry, 2018).

represents an employee’s
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Procedural Justice

This refers to employees’ perceived fairness about the
authority’s decision-making processes, and the HR
policies and practices and processes that subsequently
affect their work outcomes (Fujimoto et al., 2013).
Procedural justice focuses on the organization’s decision
to impose punishments and distribute rewards such as
pay raises promotion and performance appraisal ratings.
(Hur et al., 2014; Singhry, 2018)found a significant
relationship between procedural justice and job
performance.

Interactional Justice

This refers to ‘employees’ perceived fairness about the
quality of interpersonal treatment that employees receive
from an authority’(Le et al., 2020). It relates specifically
to how fairly management distributes communication
opportunities and how the quality of supervisor
employee communication is perceived by employees. It
addresses the issue of how respectfully managers
communicate with subordinates and how fairly they
distribute  communication  opportunities  among
subordinates. Interactional justice is divided into
interpersonal justice and informational justice.

De Clercq et al., (2020) investigates the relationship
between employees’ perceptions of procedural justice
and their job performance. A Survey data was collected
in three rounds among employees and their supervisors
in Pakistan. The study found a positive relationship
between procedural justice and job performance.

Lambert et al., (2020) examine how the perception of
distributive justice (fairness of outcomes) and procedural
justice (fairness of processes to reach outcomes) are
linked with job stress of correctional staff in southeast
Nigeria. The findings showed a significant relationship
between organizational justice and job stress. Contrary
to a similar study in the United States that found that
distributive justice had more impact on correctional job
stress, employee perceptions that organizational
processes and procedures were fair and transparent were
associated with a reduced level of stress in Nigeria. One
implication of the study findings is that the impact of the

distributive and procedural types of justice on staff
morale and stress may be attributed to environmental
context and situation. The authors did not indicate the
population of their respective study areas and as well as
the instruments used in data collection and tools of
analysis

Qureshi et al., (2020) used survey data from 827 police
officers from the Indian state of Haryana to explore how
distributive and procedural justice affects job
involvement. Ordinary least squares (OLS) regression
analysis indicated that both components of procedural
justice (promotions and evaluations) were positively
related to and significant predictors of, job involvement;
however, distributive justice did not have a significant
effect in the multivariate analysis.

Woldearegay, (2021) examine the relationship among
interactive justice and job satisfaction in the Ethiopian
federal state media sector. Data were gathered from
samples of journalists working for Ethiopian Television,
Addis Ababa Media Network, Ethiopian Press Agency
and Ethiopian News Agency using self-administered
scales. Findings of multiple regression analyses
indicated that job satisfaction and interactive justice
together explained more than a third of the variance in
organizational commitment. Partial least squares
methods further showed paths: (a) between interactive
justice and commitment, (b) interactive justice and job
satisfaction, (c) job satisfaction and commitment were
significant. A mediation effect of job satisfaction on the
relationship between interactive justice and commitment
was also observed.

The authors did not indicate the population of their
respective study areas and as well as the instruments
used in data collection and tools of analysis.

Zahednezhad et al., (2020) tested a hypothetical model
linking various dimensions of organizational justice to
the job satisfaction and nurses' intention to leave the
profession based on the theoretical assumptions of the
Alexander model of voluntary turnover. A cross
sectional survey methods of 317 inpatient ward nurses of
six teaching hospitals in Tehran, Iran during 1
September 2017-14 November 2018 were conducted.

137


HP USER
Typewritten text
137


POLAC MANAGEMENT REVIEW (PMR)/Vol.3, No. 3 FEBRUARY, 2024/ ISSN ONLINE: 2756-4428; www.pemsj.com

Clinical nurses were recruited by a multistage random
sampling. Data were collected using structured
guestionnaires of organizational justice, job satisfaction,
and nurses' intention to leave. Data were analyzed by
structural equation modeling using Amos 22 statistical
program. The structural equation model demonstrated
adequate fit and the hypothesized correlations were
partially supported. The findings suggested that the
distributive justice (p < .001; B = 0.24) and interactional
justice (p < .001; B = 0.44) could indirectly affect the
nurses' intention to leave the nursing profession via the
direct impact on job satisfaction. Furthermore,
distributive and interactional justice could reduce the
intention to leave the nursing profession by influencing
the job satisfaction of the clinical nurses.

This study is influenced by the theoretical framework of
Zahednezhad et al.,(2020). This study aims to test a
hypothetical model linking various dimensions of
organizational justice to the job satisfaction and nurses'
intention to leave the profession based on the theoretical
assumptions of the Alexander model of voluntary
turnover. This study is influenced by the organizational

Independent Variable

justice theory proposed by Kreitner & Kinicki (2014);
Sembiring et al., (2020) It states that organizational
justice has three different components, i.e. distributive
justice, procedural justice and interactional justice.
Distributive justice reflects the perceived fairness of how
resources and rewards are distributed or allocated.
Procedural justice refers to the perceived fairness of the
processes and procedures used to make distribution
decisions. Interactional justice is related to the quality of
interpersonal treatment received by members.

According to the social exchange theory, negotiated
exchanges between employees and employers form the
basis of social relationships (Blau, 1964). It is suggested
that workers exchange their inputs (physical and mental
effort, skills, time, etc.) for specific incentives that the
organization provides (salary, benefits, as well as
intangibles such as recognition, respect, reputation, and
status). It represents employee’s mental tally of the “give
and take” of the employment relationship. In line with
the theory, behavioral responses to justice perceptions
have been described as manifestations of social
exchange at the work- place (Mylona & Mihail, 2019).

Dependent Variable

Organizational Justice

Procedural Justice

Interactive Justice ]

Figure 1. \

Job Satisfaction

)

Source: Adapted from the work of Ashraf et al., (2020), Dhaouadi & Sliti, 2020; Niehoff & Moorman, 1993).
Figure 1 shows the relationship between dependent variables (procedural justice and interactive justice) and

dependent variable (Job Satisfaction).

3. Methodology

This study employed a quantitative research design
based on descriptive survey method. The survey adopted
a cross-sectional strategy where questionnaires were
given to respondents only once. The total population of
the study is two thousand seven hundred and eleven
(2,711) for the six institutions which consists of GSU

(1469), CONS (108), GSPB (271), COELSN (219),
COEB (402) and COHSTK (242) respectively. Table 1
below, described the population of the six institutions
across four different cadres. The record was obtained
from the Registry Department of the six Higher
Educational Institutions as at 2022-2023. However, this
study used Krejcie and Morgan (1970) Table for the
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determination of sample size. Based on the staff
population of 2,711, the sample size will be 338,
comprising of 183, 14, 34, 27, 50 and 30 for the six
Higher Educational Institutions respectively. The
respondents will be selected through a proportionate
random sampling technique of the four categories of
Table 1: Reliability

staff in the six Higher Educational Institutions in
Gombe. Multiple regressions was used to test the
hypotheses developed results

4. Results and Discussion

Construct Cronbach's Alpha N of Items
Procedural Justice 0.812 6
Interactive Justice 0.860 7

Job Satisfaction 0.842 9

Table 1 shows reliability of the items in the constructs
with procedural justice having 6 items with a cronbach’s
alpha of 0.812, interactional justice has 7 items with
cronbach’s alpha of 0.860 and job satisfaction with 9

Table 2: Correlation

items with Cronbach’s alpha of 0.842. this shows the
items that measured the three constructs are reliable
enough to measure the constructs.

Procedural Interactive Job satisfaction
Procedural Pearson Correlation 1
Sig. (2-tailed)
N 325
Interactive Pearson Correlation 370" 1
Sig. (2-tailed) .000
N 325 325
Job satisfaction Pearson Correlation -.050 -.204" 1
Sig. (2-tailed) .369 .000
N 325 325 325
**_Correlation is significant at the 0.01 level (2-tailed).
Table 2 shows correlations of constructs that made up
the study. This indicates no multicollinearity among the
constructs understudy.
Table 3 Normality Test
Procedural Interactive Job_satis
N Valid 325 325 325
Missing 0 0 0
Skewness -.190 -.782 -.324
Std. Error of Skewness 135 135 135
Kurtosis 261 -.404 -778
Std. Error of Kurtosis 270 270 270
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Table 3 shows normality values of all the constructs.
Skewness for the three construct is within -1 and +1
values which indicates the data is belt-shaped that is

Table 4: Model Summary

normally distributed and Kkurtosis values are within -3
and +3 threshold. This shows there is no issue of
peakness or flatness of the data understudy.

Model R R Square

Adjusted R Square Std. Error of the Estimate

1 206 420

.360

.05786

a. Predictors: (Constant), interactive, Procedural

Table 4 shows the adjusted R square of 0.36 which
indicates that the two constructs used in the study

Table 5: ANOVA

(procedural and interactive justice) explained 36% of the
variation in dependent variable (job satisfaction)

Model Sum of Squares df Mean Square F Sig.
1 Regression 4.423 2 2.212 7.106 .001°
Residual 100.209 322 311
Total 104.632 324
a. Dependent Variable: Job satisfaction
b. Predictors: (Constant), interactive, Procedural
Table 5 shows that organizational justice is significant.  effect on job satisfaction in Gombe State tertiary
This indicates that organizational justice has significant  institutions.
Table 6: coefficient
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 4.587 .256 17.932 .000
Procedural .029 .057 .029 502 .616
interactive -.165 .045 -.215 -3.657 .000

a. Dependent Variable: Job satisfaction
4.1 Test of Hypotheses

HO; Null there is no significant effect of procedural
justice on job satisfaction in Gombe state tertiary
institutions. The null hypothesis is accepted since the
significant value is more than 0.05 that is 0.616. The
results show that procedural justice has no significant
effect on job satisfaction in Gombe state tertiary
institutions.

HO, there is no significant effect of interactive justice on
job satisfaction in Gombe state tertiary institutions. The
null hypothesis is rejected because p-value of 0.000 is
less than 0.05. The result indicates that there is
significant positive effect of interactive justice on job
satisfaction in Gombe state tertiary institutions.

4.2 Discussion of Finding

There is insignificant positive effect of procedural justice
on job satisfaction in Gombe State tertiary institutions.
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The result conforms with that of and contradict that of
Qureshi et al., (2020)

There is significant negative effect of interactive justice
on job satisfaction in Gombe State Tertiary Institutions.
This means that when interactive justice is increase by
one unit job satisfaction will reduce by 0.215. The result
conforms with that of Woldearegay, (2021) and
contradict that of Zahednezhad et al.,(2020).

5. Conclusion and Recommendations

The study concludes that there is significant effect of
organizational justice on job satisfaction in Gombe state
tertiary institutions. It also concludes that procedural
justice ha insignificant positive effect on job satisfaction
in Gombe state tertiary institutions. Lastly interactive
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