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Abstract 
The study is aimed to investigate the impact of organizational justice 

over the satisfaction level as perceived by the employees regarding 

their jobs in the public sector organizations of Pakistan. A total of 105 

employees selected from different hierarchical levels of an organization 

responded to the questionnaires used for the evaluation of this study. 

The collected data is analyzed with the help of the SPSS 22.0 version, 

which provided the descriptive statistical analysis that further reveal 

means of employee’s job satisfaction and the three variables of 

organizational justice, i.e. reported as close to 3.0. Reliability of the 

study is considered as adequate because the Cronbach Alpha values 

were reported considerably above than the predetermined threshold of 

0.70 for all the four variables of the study. Multiple regression analysis 

were also conducted to test the hypotheses of the study and as a result, 

it was evaluated that two out of three dimensions of the organizational 

justice, i.e. distributive and interactional have significant positive 

impact over the employee’s job satisfaction, while the procedural 

justice has no impact at all. The study will help the decision makers 

and especially the HR executives in obtaining some better 

understanding of the relationship between employee’s job satisfaction 

and organizational justice, so that they can formulate certain suitable 

strategies for the employees and organization as a whole, which in 

turns lead to higher level of satisfaction among employees and improve 

their performance as a whole. A number of limitations of this study and 

recommendations for the future researchers are also discussed at the 

end of the study. 

Keywords: Organizational Justice, Career Satisfaction, Public Sector 

Organizations 

 

Introduction 

Organizations are established on the basis of social and societal 

parameters, where human beings are considered as the most important 
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asset for continuous efficiency and effectiveness. Organizations usually 

need a team of competent managers and workers to achieve their 

objectives because they cannot imagine success and good market 

reputation without the commitment and efforts of its employees (Bruns, 

2014). Career development of employees is not possible without a bright 

prospectus for the career satisfaction because it has been assessed as 

highly crucial factor for the growth of both organization and its 

employees. Kaya & Ceylan, (2014) defined career satisfaction as the 

overall attitude and orientation on an individual towards his/her work 

role or career as a whole. Career satisfaction has been evolved as an 

important factor in the workplace because success of an organization can 

result only on the basis of individual success of its employees. A number 

of studies have been conducted over this subject, which shows that career 

satisfaction makes the employees more motivated and committed 

towards their organization.  

Therefore, studies have paid serious attention to various factors 

that have a strong influence over the career satisfaction of employees. 

Organizational justice is one of such factors, which is basically reflected 

in individual’s perception regarding the fairness of the overall attitude 

and treatment of an organization towards its employees or those 

particular individuals and their corresponding reactions towards such 

perceptions (Gozukara, 2017). Employees feel more satisfied, when they 

are fairly rewarded by their respective organizations for the work they 

have done by making it sure that such rewards are purely against their 

genuine contribution towards the achievement of the goal of organization 

and consistent with rewards and recognition policies of their respective 

organizations. These rewards could be consisted upon variety of 

perquisites and benefits other than monetary gains only. Employees 

having higher career satisfaction are more motivated because they 

believe that the tremendous success and future of the organization would 

also put positive impacts over the quality and attitude of their work and 

career as a whole, therefore such employees show higher productivity 

and retention rate in the long run. 

The concept of organizational justice has gained significant 

importance during the past few decades and recognized an emerging 

issue in the field of human resource development (HRD) just because of 

its high influence over areas like organizational development, career 

development and training and development (Flamholtz, 1990). 

Organizational justice is highly important in the distribution of career 

development opportunities and resources and selection of employees in 

the planning, development and evaluation of different career 

development programs. It is also closely related to the process of 
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selection of participants for the training and development programs and 

the allocation of such opportunities into different regions or areas 

(Wooten & Cobb, 1999). The importance of organizational justice has 

been largely recognized by the western countries and private sector of 

Pakistan, but the public sector organizations of Pakistan are still in their 

early stages of recognizing the concept of organizational justice and 

subsequent adaptation of systematic approaches towards career 

satisfaction. 

Literature Review 

The study is examining three major dimensions of the 

organizational justice, i.e. procedural justice, interactional justice and 

distributive justice because all of these are considered as highly essential 

factors for influencing the satisfaction level of employees towards their 

job or careers through a comprehensive literature review.  

Organizational Justice 

 The concept of social justice can be defined as the extent of 

fairness in a society regarding the reconciliation of equality and liberty, 

whereas, organization justice is defined as the extent of fairness and 

equality, exhibited by an organization towards its employees and the 

overall perception of the employees of having fair treatment in an 

organization. Degoey, (2000) suggested that research over the topic of 

organizational justice potentially explain several organizational behavior 

outcomes variables. It is basically described in relation to the extent of 

fairness enjoyed by the employees at their workplace and the perception 

they develops regarding the fair treatment by the management, which in 

turn influences the other work related variables (Sullivan, Haunschild & 

Page, 2007). Organizational justice can help clarify why employees 

strike back against discriminatory results or wrong procedures and 

interactions (Sahin, 2013). The perception of employees basically relates 

to three dimensions of the organizational justice, i.e. procedural, 

interactional and distributive justice.  

Procedural Justice  

 This particular dimension of the organizational justice relates to 

the perception of employees regarding the fairness of the procedures and 

rules that regulates the organizational processes. This concept was first 

originated from a legal dispute. According to this concept, it is not only 

the outcomes that an individual receives from an organization, but also 

the extent of fairness residing into a particular process, which has been 

designed and implemented for a given decision and plays crucial role in 

the perception of justice by the individuals (Mirchandani & Lederer, 

2012). According to Lin & Leung, (2013), there are six major procedural 

rules, which are fundamental to all allocation contexts for instance; 



Advances in Managing Operations and Sustainability (AMOS 2017) 

Journal of Managerial Sciences  140  Volume XI Number 03  

consistency, accuracy, bias suppression, representativeness, correct 

ability and ethicality. The application of these six procedural rules ensure 

the fair allocation of resources or outcomes among the participants or 

beneficiaries because this type of justice is dealing beyond the self-

interest and therefore, it could be called as a kind of social justice within 

the boundaries of an organization. The concept of procedural justice put 

emphases upon group values instead of intellectual or individual values, 

therefore it suggests that most of the time, values of an individual 

member of a group do not lie in economic concerns only, but it also lies 

into the psychological and social aspects(Gibson, 1989). As a result, the 

individuals prefer to follow fair procedures even in circumstances, where 

they have to scarify their personal gains because justice fundamentally 

relates to the social morality or moral values of an individual. Although, 

in certain situations the outcome of this type of justice seems 

disadvantageous to others, but when the process is perceived as fair, the 

person would openly accept the consequences related to the process 

(Theodorakopoulos, Ram & Kakabadse, 2014). 

Interactional justice 

 The concept of interactional justice is developed through 

extension into the concept of procedural justice and it implies to the 

perceptions of an individual towards fairness of his/her interaction with a 

decision maker or the person responsible for the execution of the process 

of outcomes allocation. According to this concept people evaluates the 

fairness of such interactions by assessing its quality through their 

interpersonal skills. This assessment also helps the individual in finding 

out that how much dignity and respect has been given to them by the 

decision maker through evaluation of the way in which the decision 

maker provided them explanations regarding their relative outcomes 

from the underlying systems(Farmer & Meisel, 2010). Dai & Xie, (2016) 

argued that interactional justice basically focused upon the fairness of the 

way in which the communication or interaction with the decision makers 

is carried out. A number of research studies have been conducted over 

the topic of interactional justice that identified two sub-kinds of this 

category; interpersonal justice and informational justice. Although, these 

two categories of the interactional justice considerably overlaps, but 

studies have evaluated that both of them should be considered separately 

or independently because each of them has their own unique effect on the 

justice perceptions made by the individual. Interactional justice contains 

various actions that show sensitivity, i.e. when a manger treats his 

subordinate with dignity and respect, he/she shall become emotional and 

most of the time positive affections are created in his/her mind 

(Suchman, 1997).Won-Kyung Oh, Keon-Kang Son, Min Soo Kim & 
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ShinKyungShik, (2013) reported that a considerable number of perceived 

injustices are neither reported in case of procedural justice nor in 

distributional justice because in these cases people are not exposed to 

discussion or counter comments from the decision maker, which occurs 

in case of interactional justice, therefore, this category of justice is 

comparatively more important from the perspective of an organizational 

setup. 

Distributive Justice 

 Distributive justice refers to the interest or gain of an individual 

with the allocation of resources or outcome associated with such 

allocation in an organization. The concept has been discussed since 

1950s on the basis of the social justice theory, where Wakefield, (1988) 

argued that whenever individuals are going through a transaction or 

entered into any sort of exchange relationship with others, they expect 

fair exchanges and in addition to that they exhibit normative expectations 

regarding the future out come and become more sensitive in situations 

where other gets more resources or outcomes from the transaction of 

exchange than they get for themselves. Pevnick, (2007) conducted a 

study and evaluated that with respect to the exchange theory; there are 

two types of exchanges; the social exchange and economic exchange. 

The former one is based upon such an understanding among two 

individuals in which one party honor a favor to the other, which in turns 

creates future constructive obligation over the other party, which are 

usually settled on his own discretion. Wang & Su, (2013) suggested that 

a person’s present expectations regarding the exchange relationships are 

greatly affected by his/her past experiences and satisfaction, which in 

turn makes him/her skeptical and alert for entering into new exchange 

relationship. The concept of distributive justice can be explained in terms 

of equity because in the theory of equity an individual perceive balance 

between the input and outcomes, where input is referred to the 

contribution of an individual towards his/her organization, while 

outcome is referred to the return given by an organization to that 

particular individual, which includes both the monetary and intrinsic 

rewards. A number of empirical studies used the equity theory for 

assessment of the satisfaction and motivation level among the individuals 

under different conditions, i.e. it was evaluated that the response or 

perception of an individual towards the fairness of the outcomes of 

allocated resources depends upon his/her specific condition, i.e. 

equitably rewarded, under rewarded or over rewarded. For example, 

individuals in the under-rewarded category, usually feel angry and de-

motivated to work in the best interest of the organization, while on the 

other hand individuals having over rewarded condition usually feel guilty 



Advances in Managing Operations and Sustainability (AMOS 2017) 

Journal of Managerial Sciences  142  Volume XI Number 03  

(Sangiovanni, 2012). Further, it is evaluated that whenever a person 

comes across distributive injustice or inequality, then in such situation 

he/she shall make two different types of comparisons, i.e. the 

interpersonal comparison with his own outcome and the interpersonal 

comparison of his outcome with the outcomes of the other individuals. 

The perception of unfair distribution of rewards relative to the work 

input of individuals create considerable level of tension among the 

individuals and they tend to resolve this tension through intrinsic 

motivation or fare of loss of the benefit associated with the outcome or 

exchange relationship. However, the procedures for determining the 

validity of the outcomes is more crucial then the outcomes of a resource 

allocation itself, therefore majority of the researchers put emphases upon 

the procedural justice instead of distributive justice (Wakefield, 1988). 

Job Satisfaction 

 Job satisfaction has been studied widely over the past several 

decades because it is one of the important and crucial concepts of the 

Human Resource Management or organizational research. Job 

Satisfaction has been defined with a standard global definition and also 

with respect to different circumstances and situations because it is a more 

subjective matter, where individuals are allowed to make their own 

interpretations in certain situations to which they have been exposed. It is 

defined as the internal satisfaction and feelings of relaxation of a person 

towards his/her job or a perceived outcome or inflow of resources that an 

individual expects from his/her job or position (Ziegler, Hagen & Diehl, 

2012). However, there is no standard benchmark or measurement tool to 

measure the level of satisfaction an employee or individual is enjoying 

because one person may have a different level of satisfaction from the 

other, therefore, the researchers have identifies a number of factors that 

relates to the attitude and overall behavior of the individual at their 

workplace.  

 Cakmur, (2011) evaluated that Job Satisfaction is highly crucial 

for the success of an organization because it build-ups the overall attitude 

of employees towards their work and the organization as a whole, for 

example, employees, who are satisfied from their job shows higher level 

of motivation and involvement into the specific tasks assigned to them 

under their specific job description and also contribute actively in other 

areas of the organization to help the organization in achievement of their 

ultimate goals. Job satisfaction can also be measured from the effective 

reaction of an employee towards a particular job, which is based upon a 

comparison between the expected and actual performance of that 

particular employee. The attitude of employee includes his/her 

assessment of both the extrinsic and intrinsic factors related to his/her 
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job, which in turn help him/her in determining the extent to which they 

are satisfied from their jobs. Furthermore, it has been evaluated that more 

satisfied employees usually show more involvement into their work and 

come-up with different innovative ideas that incorporate continuous 

quality improvement into their activities and encourage them to 

participate into the decision making process of the entity (Alessandri, 

Borgogni & Latham, 2016). Some of the studies also show that in a 

customer oriented industry, job satisfaction of employees is also 

positively correlated to the extent of satisfaction of the customer 

(Amoopour, Hemmatpour & Mirtaslimi, 2014). 

Methodology 

Research Philosophy 

 This study has been conducted on the basis of data collected 

from both the primary and secondary resources; therefore, the researcher 

considered both the interpretivism and post positivism paradigms for the 

evaluation of the subject matter. The simultaneous use of these models 

helped the researcher in testing the hypothesis through performing 

experiments over the data collected during the questionnaires and 

evaluation of the research topic through critical application of the related 

literature and findings of past studies. 

Research Approach 

The study used quantitative techniques for the collection of data 

through distribution of questionnaires among the target audiences and a 

deductive approach was applied for responding to the research problem. 

The researcher used past literature and theories for developing a detailed 

understanding of the research topic, so that an informed conclusion could 

be reached through the empirical evaluation of the responses obtained 

from the participants. 

Instrument Development  

 In order to complete the study, a questionnaire was designed by 

reviewing the prior literature, however, some modification were 

incorporated into some of the phrases according to the topic and target 

audiences of the study. The questionnaire is basically divided into three 

categories to address the three dimensions of the organizational justice, 

i.e. procedural, interactional and distributive justice. The respondents of 

the study were asked to record their responses over a 5 point Likert scale 

ranging from “Strongly agree” at number 1 to “Strongly disagree” at 

number 4. The respondents were assured that their responses would be 

solely used for the execution of this study and would be kept confidential 

from their organization and other regulatory bodies of the country.  
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Research Design 

 The basic purpose of this study was to evaluate the impact of 

organizational justice over the performance and satisfaction level of 

employees in public sector organization of Pakistan, therefore, opinions 

of public sector employees were obtained regarding the way they 

perceive their satisfaction level in their particular organization. The 

design of this study was based upon quantitative analysis of the 

responses obtained to check the various hypotheses developed during the 

course of the study. In order to get appropriate results, the researcher 

used deductive approach, which helped in deduction of the inappropriate 

responses to increase the reliability of the study towards the subject 

matter. However, due to the distribution of well structured questionnaires 

among the participants, there were very remote chances of the 

researcher’s intervention.  

Sample Size and Sampling Methodology 

 Population for this study comprised upon all the public sector 

organizations of Pakistan, but a representative sample of 15 

organizations from three major public sectors of the country was drawn, 

for example, from healthcare sector five major hospitals of the country 

was selected; Leady Reading Hospital Peshawar (LRH), Pakistan 

Institute of Medical Sciences (PIMS), Jinnah Hospital Lahore, Jinnah 

Post Graduate Medical Center Karachi (JPMC) and Lady Dufferin 

Hospital (LDH), from the judiciary sector of the country High courts of 

all the four provinces and the federal capital Islamabad were selected, 

while at last 5 major universities of the country were selected from the 

education sector including University of Peshawar, University of Punjab, 

Lahore, University of Karachi, University of Baluchistan, Quetta and 

Quaid-e-Azam University, Islamabad.  The selection of these 

organizations was made with an objective to evaluate the overall attitude 

and level of satisfaction among the employees of all the four provinces 

and federal capital of the country. Individual references were used for the 

collection of data from these companies and questionnaires were 

distributed among the employees through emails. Total of 300 employees 

were selected randomly from different management levels ofall the 

selected organizations, however, only 109 participants responded to the 

questionnaires. Among these 109 participants, responses of four 

participants were declared as invalid and therefore, only 105 responses 

were considered as valid for the purpose of this study.  

Theoretical Framework 

 The conceptual framework of the study is presented in the 

following figure in which the relationship of three independent variables; 

procedural justice, interactional justice and distributive justice is 
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portrayed with the only dependent variable of the study, i.e. Job 

Satisfaction. Different dimensions of employee’s job satisfaction are 

discussed in this study and critical evaluation of all these dimensions 

helped in development of three hypotheses, which are evaluated against 

the data obtained from the responses to reach a conclusion over the 

subject matter.  

 

 

 

 

 

 

 

 

 

Figure: Conceptual Framework of Research Hypothesis 
 H1: Distributive Justice has a significant positive impact over employee’s job satisfaction. 

 H2: Procedural Justice has a significant positive impact over employee’s job satisfaction. 

 H3: Interactional Justice has a significant positive impact over employee’s job satisfaction. 

 

Analysis 

Table – 1: Demographic Profile of the Participants of the Study 

Demographic Variables  Frequency Percentage % 

Age 

18-25  

26-40 

41-60 

above 60 

Total  

Education Level 

illiterate 

high school students 

graduates 

post graduates 

Total  

Socio-Economic Level 

upper class 

middle class 

lower class 

Total  

Occupation 

Operational Level  

 Tactical Level 

 Strategic Level 

Total 

 

37 

48 

20 

0 

105 

 

3 

12 

55 

35 

105 

 

13 

50 

42 

105 

 

28 

52 

25 

105 

 

35.2 

45.7 

19.1 

0 

100 

 

2.8 

11.4 

52.4 

33.4 

100 

 

13 

47 

40 

100 

 

26.67 

49.53 

23.8 

100 

Corporate image 

H1 

H2 

H3 

Distributive Justice 

Procedural Justice 

Interactional Justice 
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 As provided in table 1, the highest number of respondents to this 

study falls into the age group of 26-40 representing 45.7%, followed by 

the age group of 18-25 representing 35.2% of the selected sample. 

However, no respondent is falling into the age group of above 60 

because of the maximum age limitation imposed by the government for 

public sector jobs. In terms of education level the highest numbers of 

respondents were graduates representing 52.4% of the selected sample, 

followed by the postgraduates representing 33.4%. Whereas, in terms of 

the socio-economic level of the selected sample, the highest number of 

respondents fall into the middle class income, which is followed by the 

respondents from the lower class income segment of the selected sample. 

Moreover, in terms of the occupation status of the respondents, it is 

evaluated that the highest number of respondents representing 49.53% of 

the selected sample, fall into the tactical level of an organization and this 

is because of the fact that majority of the tactical level employees have 

more grievances regarding their status and designation and they are more 

likely to notify such matters to the management or external evaluator, 

which is also a sort of showing their frustration. It is also evaluated that 

in terms of occupation or designation the operational and strategic level 

of employees have responded in relatively equal proportion.  

 

Table 2: Descriptive Statistics and Correlation between the variables 

  Mean Standard 

Deviation 

DJ PJ IJ Cornbach 

Alpha 

Distributive Justice 2.8921 0.9018 1   0.8623 

Procedural Justice 3.0032 0.6782 .621
**

 1  0.7128 

Interactional Justice 2.8909 0.7843 .025
**

 .398
**

 1 0.7698 

Job Satisfaction 3.1871 0.8183 .013
**

 .673
*
 .033

**
 0.8602 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 Hypothesis of the study were evaluated under the multiple 

regression analysis, where job satisfaction was taken as dependent 

variable. The results of the descriptive statistics and correlation is given 

in table 2, which shows that the distributive justice and interactional 

justice has a significant positive correlation with the level of employee’s 

job satisfaction, i.e. P < 0.01,  hence supporting H1 and H3. However, 

the results of procedural justice show no correlation with employee’s job 

satisfaction, which shows that employees perceive the prevailing 

procedures in their organization as inequitable with respect to the 

distribution of resources within the organization. Whereas, table 3 

contains the regression analysis, which shows that Hypothesis 1 and 

Hypotheses 3 are supported because of having positive values of Beta, 

i.e. 0.592 and 0.734, respectively, while Hypothesis 2 is rejected for 
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having a negative value of Beta -0.032. The positive values of Beta 

shows that distributive and interactional justice has a significant positive 

correlation with the satisfaction level of employees, while the negative 

value of Beta for procedural justice shows highly negative correlation 

with job satisfaction.   

Table – 3: Regression Analysis 
 Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity 

Statistics 

Β Std. Error Beta 

Tolerance VIF 

(Constant) 0.376 .205 
 

1.788 .073   

DJ 0.592 .091 .658 6.732 .000 .372 2.584 

PJ -0.032 .147 -.029 -0.271 .793 .239 4.098 

IJ 0.374 .106 .352 3.489 .001 .371 2.802 

Dependent variable: JS 

 

Discussion 

 A number of issues have been identified in this study regarding 

the impact of these three types of organizational justice over the 

satisfaction level of employees towards their jobs. The findings of this 

study evaluated that there is significant positive correlation of 

distributive justice with the level of employee’s job satisfaction. The 

results of this study are in conformity with the results obtained from the 

study of Schappe, (1998), who found that distributive justice has a 

significant influence over the level of job satisfaction. Similarly, another 

study conducted by Lambert, Hogan & Griffin, (2007) evaluated that 

distributive justice is a strong indicator of employee’s job satisfaction in 

terms of their salary level. This study has also showed that distributive 

justice is a strong indicator of job satisfaction because employees are 

more concerned about the equitable distribution of outcomes associated 

with a transaction among all the relevant stakeholders of that particular 

transaction. Similarly, the study has also evaluated that the interactional 

justice has a significant positive impact over the job satisfaction, which is 

in line with the past studies conducted by Ismail, Mashkuri, Sulaiman & 

Kee Hock, (2011), Ismail & Zakaria, (2009) and Martínez-Tur, Peiró, 

Ramos & Moliner, (2006). According to the study of Mashkuri, 

Sulaiman & Kee Hock, (2011), it was evaluated that the participation of 

employees in determination of their pay gives them a strong feeling of 

belongingness with the organization and they perceive a high level of 

interactional justice within the institution, which in turns motivate them 

towards the unified goals of the organization and improve their 

satisfaction level in the long run. Moreover, the study has surprisingly 

evaluated that the procedural justice has a negative correlation with 
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satisfaction level of employees, which is in variance of the results of the 

studies of Meral & Yaslioglu, (2017) and Yoon, (1996), where it was 

evaluated that the procedural justice is a strong indicator of the degree of 

satisfaction an employee enjoys within an organization. The results of 

this study has not supported this hypothesis and reason behind this is 

solely related to the culture of the Pakistani economy and especially the 

public sector organizations because there is a high degree of politics in 

the Pakistani public sector and therefore, employee perceive high degree 

of biasness and lack of consistency among various departments and 

organizations of the economy.  

Conclusion 

 The objective of this study was to evaluate the impact of three 

main dimensions of the organizational justice over the level of job 

satisfaction among employees of the public sector organizations of 

Pakistan. For the purpose of this study a representative sample of 109 

employees were selected from 15 different public sector organizations of 

Pakistan, however, later on 105 valid responses were considered for the 

purpose of statistical evaluation through the SPSS data analysis tool and 

multiple regression analysis was carried out for testing the hypotheses 

developed for the evaluation of this study. However, the results of this 

study also showed distributive statistics along with reliability testing of 

all the four variables as well as considered the demographic attributes of 

the participants. 

 The descriptive statistical analysis evaluated that there is a 

considerable room for betterment in the employee’s job satisfaction and 

three dimensions of the organizational justice as perceived by the 

participants of the study reporting mean values equals or close to 3.0. 

The values of Cronbach Alpha show a considerable level of internal 

consistency among the reliability measure of all the selected four 

variables, i.e. crossing the predetermined threshold of 0.70. The model 

shows no multi-collinearity between the independent variables of the 

study. However, two out of three hypotheses were supported by the 

statistical analysis of the Reponses, i.e. distributive and interactional 

justice has positive impact on job satisfaction, while interactional justices 

showed negative impact. Therefore, the study concluded that only two 

dimensions of the organizational justice (distributive and interactional) 

have a significant positive correlation with the level of job satisfaction 

among employees of the public sector organizations of Pakistan.   

Limitations and suggestions for the future studies 

 Although, the study has been conducted with appropriate 

planning and supervision, but no study is free from inherent limitations 

residing in the circumstances in which a particular study is conducted. 
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Therefore, this study has also reported a few limitations, which must be 

considered by the future researchers before doing research over the given 

topic: 

 The study has considered only one aspect of the employee’s attitude, 

i.e. job satisfaction; therefore its results are also limited in scope. 

Evaluation of this topic should be done by taking into account the 

other attitudes of employees as well such as employee engagement, 

organizational citizenship behavior, turnover intention, work 

performance, organizational commitment, etc…  

 The study is performed in the public sector organizations of a 

developing country, Pakistan only, therefore its implications for the 

other regions may not derive the same results because of the cultural 

and overall work environment differences, therefore, it is suggested 

that future studies should be carried out over two different countries, 

so that the researcher could get a broader understanding of the 

impact of organizational justice over the level of job satisfaction 

among employees of public sector organizations.  

 This study is a cross-sectional study, therefore if future studies are 

conducted over longitudinal model, then there would be greater 

chances that such studies would capture the perceptions and attitudes 

of employees in a different manner due to differences in the time 

periods and accordingly report variance with the findings of this 

study. However, on the other hand, this could also be perceived as 

positive development in the field of research over this topic because 

the use of new model would require the researchers to use a different 

methodology in order to enhance the reliability of their studies.    
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