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Abstract

This study examines the effects of organizational justice on
job performance and job satisfaction, with equity sensitivity as a
moderating  variable.  Organizational  justice encompasses
distributive, procedural, and interpersonal dimensions, all of which
significantly influence employee attitudes and behaviours. The
study explores correlations among these dimensions, job
performance, job satisfaction, and the moderating role of equity
sensitivity.
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Data were collected through a survey of employees across
various industries to assess perceptions of organizational justice,
job performance, job satisfaction, and equity sensitivity.
Regression analysis revealed that all dimensions of
organizational justice are statistically significant and positively
related to job satisfaction, with procedural justice showing the
strongest effect. Conversely, only distributive justice
significantly predicted task performance, while procedural and
interpersonal justice had no significant impact. Procedural justice
also exhibited the strongest positive effect on organizational
citizenship behaviour, followed by distributive justice, whereas
interpersonal justice did not significantly influence citizenship
behaviour.

Furthermore, procedural justice negatively impacted
counterproductive behaviour, while distributive and interpersonal
justice showed no significant effects. Equity sensitivity directly
influenced job satisfaction but did not moderate the relationship
between procedural justice and job satisfaction. Similarly, equity
sensitivity failed to moderate relationships between procedural,
interpersonal, and distributive justice with task performance.

Notably, equity sensitivity moderated the relationship
between procedural justice and counterproductive behaviour,
indicating that procedural justice’s impact on counterproductive
behaviour varies with levels of equity sensitivity. No evidence
was found for a direct effect of equity sensitivity on
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counterproductive behaviour or its moderation of relationships
involving interpersonal and distributive justice.

Keywords: Organizational Justice, Job Performance, Job
Satisfaction, Equity Sensitivity, Distributive Justice, Procedural
Justice, Interpersonal Justice, Employee Attitudes, Citizenship
Behaviour, Counterproductive Behaviour.
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Introduction

Organizational justice has emerged as a critical concept in
management and organizational behaviour, significantly
influencing employee attitudes and behaviours. Rooted in
Adams' (1965) equity theory, which emphasizes fairness in social
exchanges, the concept has evolved to encompass distributive,
procedural, and interpersonal justice dimensions. Recent research
continues to validate equity theory’s relevance in contemporary
organizational settings (e.g., Taiwo et al., 2022; Zhang & Wang,
2023), particularly in global virtual teams and quantitative
analyses of fairness perceptions (Colquitt et al., 2013).

Distributive justice, concerned with the perceived fairness of
outcomes, has been linked to job satisfaction, organizational
commitment, and performance (Fang et al., 2016). Procedural
justice, which pertains to fairness in decision-making processes,
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has been shown to influence employee satisfaction and mitigate
negative reactions to unfavourable outcomes (Leventhal, 1980;
Colquitt et al., 2013). Additionally, interpersonal justice,
focusing on respectful treatment by authorities, has been
associated with increased job satisfaction and organizational
citizenship behaviors (Bies & Moag, 1986; Masterson et al.,
2000).

Equity  sensitivity ~moderates the relationship  between
organizational justice and employee outcomes, categorizing
individuals into equity-sensitive, benevolent, and entitled groups
(Huseman et al., 1987). Studies indicate that individuals with high
equity sensitivity exhibit stronger emotional reactions to perceived
injustices, influencing job satisfaction and workplace behaviors
(Cohen-Charash & Spector, 2001; Schmitt et al., 2016). Moreover,
job satisfaction remains a key predictor of performance, retention,
and overall employee well-being (Judge & Bono, 2001; Harter et
al., 2002).

This study examines the relationships among distributive,
procedural, and interpersonal justice and their impact on job
satisfaction and performance, while assessing the moderating role
of equity sensitivity. Using empirical data from various
industries, this research provides insights into how fairness
perceptions shape workplace dynamics and contribute to
managerial strategies for a more equitable and engaged
workforce.
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Research Problem

Despite extensive research on organizational justice, significant
gaps remain in understanding its impact on employee outcomes.
This study focuses on the interactive effects of distributive,
procedural, and interpersonal justice on job satisfaction and
performance, with equity sensitivity acting as a moderating
factor. Limited research has explored how these dimensions work
together, especially across different industries and cultural
contexts (Colquitt et al., 2013; Fang et al., 2016). Moreover,
while equity sensitivity influences fairness perceptions, its role in
shaping responses to organizational justice  remains
underexplored (Schmitt et al., 2016). This study aims to address
these gaps by investigating the combined effects of justice
dimensions, the moderating role of equity sensitivity, and
variations across diverse settings, contributing valuable insights
for both theory and managerial strategies (Zhang & Wang, 2023).

Objectives of the Research
This study aims to investigate the following objectives:

Objective 1: To examine the impact of organizational justice
(distributive, procedural, and interpersonal) on job satisfaction.

Objective 2: To analyse the impact of organizational justice on
job performance.
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Objective 3: To explore the impact of the organizational justice

on the job performance with equity sensitivity as a moderating

variable

Objective 4: To explore the impact of organizational justice on
job satisfaction with equity sensitivity as a moderating

variable
Research Model

Organizational Equity sensitivity Job performance
justice
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Distributive -
justice e s Task
_— - 17 e
- : —3| performance
= >
justice & H6 Organizational |
T citizenship
B behaviours
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Research Design and Methodology

Research Method:

This study uses a quantitative approach to examine the relationships
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among organizational justice dimensions (distributive, procedural,
interpersonal) and their impact on job satisfaction and performance.
Numerical data were collected and analyzed using statistical
procedures (Kothari, 2004; Malhotra et al., 2013).

Research Design:

A descriptive research design was chosen to analyze how
organizational justice affects job satisfaction and performance and
how equity sensitivity moderates these relationships (Malhotra et al.,
2013; Creswell, 2014).

Time Frame:

Data collection took place over two months, with questionnaires
distributed at different times of the day and on weekdays and
weekends to ensure a diverse sample.

Population:
The study targets employees from various sectors in Egypt,

including financial institutions (EFG Hermes, KPMG) and
industries such as E-commerce, FMCG, and Education.

Sampling Method:

A convenience sampling technique was used to collect responses
from 281 participants. This approach was chosen for its
practicality and relevance to the study's focus on organizational
justice and its impact on employee outcomes (Fatt & Shamsudin,
2015; Gonzalez & Garcia, 2021).
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Data Collection Method:

Primary data were gathered through online surveys using a 5-
point Likert scale, ensuring efficiency and wide reach. Secondary
data from academic sources supported the study's context and
findings.

Questionnaire Design

The questionnaire measured key variables (organizational justice,
job satisfaction, performance, and equity sensitivity) with
multiple items to gather comprehensive data.

The study’s variables were defined both conceptually and
operationally. Organizational justice refers to employees'
perceptions of fairness in social and financial exchanges with
their organization (Rai, 2013), measured using Colquitt’s (2001)
justice scales. Job satisfaction is defined as an employee’s
attitudinal and psychological response to their organization,
involving cognitive and affective elements (Bakhshi, 2009), and
was measured using the scale by Ng (2022). Job performance is
the overall measure of an employee’s productivity and task
execution quality (Ratia, 2019), assessed using the Individual
Work Performance Questionnaire (IWPQ) by Ramos-Villagrasa
et al. (2019). Equity sensitivity describes how individuals
perceive and react to fairness in input-output ratios at work
(Woodley, 2016), measured using the validated scale by Foote
and Harmon (2006).
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Data Analysis and Results

The key results of the study showed that most scales
demonstrated good reliability, with Cronbach’s alpha values
above 0.6—particularly strong for Equity Sensitivity and
Procedural Justice. Validity was confirmed through literature
support and significant inter-construct correlations, ensuring the
effectiveness of the measurements. Factor analysis confirmed
distinct and valid constructs, supported by KMO and Bartlett’s
tests. Procedural justice showed the strongest positive
relationship with job satisfaction, highlighting the importance of
fair processes. Additionally, procedural justice was linked to
improved contextual performance, while distributive justice had a
stronger impact on task performance.

The reliability for the dimensions mentioned in this study are

as follows
No. Details Cronbach’s Alpha
1 Equity Sensitivity 0.779
2 Procedural Justice 0.682
3 Interpersonal Justice 0.734
4 Distributive Justice 0.583
5 Job Satisfaction 0.689
6 Task Performance 0.659
7 Contextual/ Citizenship Behaviour 0.590
8 Counterproductive Behaviour 0.561

To ensure the reliability of the measurement scales used in this
study, Cronbach's alpha was employed, with a threshold value of
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0.6 considered acceptable for internal consistency (Cronbach,
1951; Malhotra, 2002). The equity sensitivity scale, assessed
through a 16-item questionnaire, yielded a Cronbach’s alpha of
0.779, indicating good reliability. Organizational justice was
measured through its three sub-dimensions: procedural justice (7
items, a = 0.682), interpersonal justice (4 items, o = 0.734), and
distributive justice (4 items, a = 0.583). Job satisfaction,
evaluated using a 7-item scale, had a Cronbach’s alpha of 0.689.
Job performance was divided into task performance (5 items, o =
0.659), contextual performance or citizenship behavior (8 items,
a = 0.590), and counterproductive work behavior (5 items, a =
0.561). Despite some values being marginally below the
threshold, all constructs were deemed to have acceptable
reliability for the purposes of this study, and all items were
compiled into a single questionnaire for distribution. In addition
to reliability, content and construct validity were ensured through
the adaptation of measurement items from previously validated
studies. The items used in the questionnaire were derived from
established scales widely recognized in the literature, ensuring
content validity. Construct validity was assessed through the
alignment of each item with its respective theoretical dimension
and supported by expert review during instrument development.
Together, the analyses confirmed that the constructs in this study
demonstrated satisfactory reliability and validity, supporting the
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appropriateness of the measures for subsequent statistical
analysis.

Pearson correlation
Table (1) Pearson Correlation Matrix between the study variables:

Study variables
Equity Procedu Interpersonal § Distributive . Citizenship Countgrprod
ral A L Job Satis. Task per. . uctive
Sens. I justice justice behaviour .
justice behaviour
Equity Sensitivity 1 0.121* 0.178** 0.153* .051 0.242** 0.178** -0.198**
Procedural justice 0.121* 1 0.502** 0.545** 0.605** 0.242** 0.518** 0.174**
Interpersonal justice 0.178** 0.502** 1 0.360** 0.484** 0.147* 0.344** -.052
Distributive justice 0.153* 0.545** 0.360** 1 0.561** 0.318** 0.395** -0.114
Job satisfaction .051 0.605** 0.484** 0.561** 1 0.210** 0.507** -0.214**
Task performance 0.242**  0.242** 0.147* 0.318** 0.210** 1 0.353** -0.142*
Contextual/ citizenship 0.178** 0.518** 0.344** 0.395** 0.507** 0.353** 1 -0.303**
Counterproductive § ) geex | 1 740x -052 -114 -0.214%* -0.142* -0.303* 1
behaviour

The correlation analysis revealed that Equity Sensitivity had weak
positive correlations with Procedural Justice (r = 0.121*) and
Interpersonal Justice (r = 0.178**), moderate positive correlations
with Task Performance (r = 0.242**) and Citizenship Behaviour (r
= 0.178**), and a negative correlation with Counterproductive
Behaviour (r = -0.198**). Procedural Justice showed strong
positive correlations with Job Satisfaction (r = 0.605*%),
Citizenship Behaviour (r = 0.518**), Interpersonal Justice (r =
0.502**), and Distributive Justice (r = 0.545**), as well as
moderate positive correlation with Task Performance (r = 0.242**)
and a negative one with Counterproductive Behaviour (r = -
0.174**). Interpersonal Justice was moderately correlated with Job
Satisfaction (r = 0.484**), Distributive Justice (r = 0.360**), and
Citizenship Behaviour (r = 0.344**), but had little to no link with
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Counterproductive Behaviour (r = -0.052). Distributive Justice
strongly correlated with Job Satisfaction (r = 0.561**) and
moderately with Task Performance (r = 0.318**) and Citizenship
Behaviour (r = 0.395**), while negatively correlated with
Counterproductive Behaviour (r = -0.114). Job Satisfaction showed
positive links with Task Performance (r = 0.210**) and Citizenship
Behaviour (r = 0.507**), and a negative correlation with
Counterproductive Behaviour (r = -0.214**). Task Performance
was positively related to fairness variables and strongly with
Citizenship Behaviour (r = 0.353**), and negatively related to
Counterproductive Behaviour (r = -0.142**). Citizenship
Behaviour had strong positive ties with Job Satisfaction (r =
0.507**) and Procedural Justice (r = 0.518**), and a strong
negative relationship with Counterproductive Behaviour (r = -
0.303**). Finally, Counterproductive Behaviour was negatively
correlated with nearly all variables, especially Citizenship
Behaviour (r = -0.303**) and Equity Sensitivity (r = -0.198*%*).

Multiple Regression Analysis

The multiple regression analyses provide insights into the
relationships between the dimensions of organizational justice
and various employee outcomes.

In Table 2, the analysis of job satisfaction shows that all three
dimensions of organizational justice significantly contribute to
job satisfaction. Among them, Procedural Justice has the
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greatest impact (Beta = 0.337, p < 0.05), followed by
Distributive Justice (Beta = 0.303, p < 0.05), and Interpersonal
Justice (Beta = 0.206, p < 0.05), suggesting that fair procedures
and resource allocation are most strongly associated with
increased job satisfaction.

Table (2):Multiple Regression analysis results of
standardized beta coefficients of the dimensions of
organizational justice and job satisfaction
Coefficients®

Model Unstandardized Coefficients Standardized Coefficients

B Std. Error Beta t Sig.
(Constant) 6.766 1.283 5.273 .000
Procedural.Justice .325 .055 .337 5.956 .000
Interpersonal.Justice .305 .075 .206 4.053 .000
Distributive.Justice .503 .087 .303 5.788 .000

R square=0.437, F=83.027, p< 0.05

In Table 2.1, the regression analysis for Task Performance
reveals that Distributive Justice is the only dimension with a
significant contribution (Beta = 0.265, p < 0.05), highlighting
that employees are more likely to perform well when they
perceive fairness in the distribution of rewards and resources.
The other two dimensions, Procedural and Interpersonal
Justice, show no significant effect on task performance.
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Table (2.1): Multiple Regression analysis of standardized
beta coefficients of the dimensions of organizational justice
and Task Performance

Model Unstandardized Coefficients Standardized Coefficients

B Std. Error Beta t Sig.

(Constant) 14.032 1.065 13.171 .000
Procedural.Justice .059 .045 .095 1.295 .196
'merpers“;”a””s“c 004 062 004 061 952
Distributive.Justice .280 072 .265 3.885 .000

R Square =0.108, F =11.174, p<0.05

Table 2.2 examines Contextual Performance (extra-role behaviors
like helping colleagues) and indicates that Procedural Justice has
the most significant effect (Beta = 0.389, p < 0.05), suggesting that
fair procedures foster behaviors that go beyond the basic job
requirements. Distributive Justice also contributes, though to a
lesser extent (Beta = 0.150, p < 0.05), while Interpersonal Justice
does not show a statistically significant effect.

Table (2.2): Multiple Regression analysis of standardized beta
coefficient of the dimensions of organizational justice and contextual

performance
Model Unstandardized Coefficients Standardized Coefficients
B Std. Error Beta t Sig.
(Constant) 18.759 1.258 14.906 .000
Procedural.Justice 317 .053 .389 5.933 .000
Interpersonal.Justice 118 .074 .094 1.604 110
Distributive.Justice .210 .085 .150 2.463 .014

R Square=0.93, F=38.210, p < 0.05
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Lastly, in Table 2.3, the analysis of Counterproductive
Behavior shows a negative relationship with Procedural Justice
(Beta = -0.181, p < 0.05). This suggests that when employees
perceive fair procedures, they are less likely to engage in
negative behaviors that undermine the organization. Distributive
Justice and Interpersonal Justice have no significant effects on
counterproductive behavior.

Table (2.3): Multiple Regression analysis of standardized
beta coefficient of the dimensions of organizational justice
and counterproductive performance

Model Unstandardized Coefficients Standardized Coefficients

B

Std. Error

Beta

t

Sig.

(Constant)

16.552

1.438

11.510

.000

Procedural.Justice

-.144

.061

-.181

-2.363

.019

Interpersonal.Justice

.063

.084

.051

747

.456

Distributive.Justice

-.046

.097

-.034

-.476

.634

In summary, the results indicate that Procedural Justice is the
most influential dimension in shaping job satisfaction and
contextual performance, while Distributive Justice plays a key
role in task performance. Additionally, Procedural Justice helps
reduce counterproductive behaviors.

Two way analysis of variance

The two-way ANOVA analysis examined the effects of equity
sensitivity (categorized into three groups: entitled, benevolent,
and sensitive) and different dimensions of organizational justice
(procedural, interpersonal, and distributive justice) on various
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dependent variables, including job satisfaction, task performance,
citizenship behavior, and counterproductive behavior.

The two-way ANOVA results showed that while equity
sensitivity did not significantly interact with organizational
justice dimensions (procedural, interpersonal, and distributive) in
predicting job satisfaction, task performance, or citizenship
behavior, each justice dimension had significant main effects—
especially procedural justice, which strongly influenced job
satisfaction  and  task  performance. = However, for
counterproductive behavior, a significant interaction was found
between equity sensitivity and procedural justice: entitled
individuals exhibited reduced counterproductive behavior when
perceiving high procedural justice, while benevolent and
sensitive types showed weaker or no variation. This highlights
procedural justice as a key moderating factor in reducing
negative workplace behavior among equity-sensitive individuals.

The analysis of hypotheses

Distributive justice demonstrated a positive and significant
impact on task performance (H1), citizenship behaviour (H2),
and job satisfaction (H4), highlighting the importance of fair
distribution in enhancing employee performance and satisfaction.
However, it did not significantly affect counterproductive
behaviour (H3), suggesting that the distribution of resources does
not directly influence harmful actions in the workplace.
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Procedural justice had a strong positive influence on citizenship
behaviour (H6) and job satisfaction (H8), emphasizing its role in
fostering positive workplace behaviors and overall satisfaction.
Additionally, procedural justice was found to negatively impact
counterproductive behaviour (H7), showing that fairness in
processes helps reduce harmful behaviors. However, procedural
justice did not significantly affect task performance (H5),
indicating its lesser impact on performance compared to other
dimensions of justice.

Interpersonal justice had a positive influence on job satisfaction
(H12), but did not significantly affect task performance (H9),
citizenship behaviour (H10), or counterproductive behaviour
(H11), suggesting that interpersonal interactions have a weaker
but still relevant role in employee satisfaction.

Moderation by equity sensitivity revealed more nuanced
findings. For distributive justice, equity sensitivity significantly
moderated its impact on task performance (H13a), with entitled
individuals showing the strongest positive performance under
high distributive justice. No significant moderation was found for
other outcomes, including citizenship behaviour,
counterproductive behaviour, or job satisfaction (H13b, H13c,
H13d). For procedural justice, equity sensitivity moderated its
relationship with counterproductive behaviour (H13g), with
entitled individuals being more influenced by procedural
fairness. However, equity sensitivity did not significantly

YoYo iyl - AUl aal) e Gealad) alaall
ov)



THE IMPACT OF ORGANIZATIONAL JUSTICE ON JOB ....
Haidi Gamal Zaki Sayed

moderate procedural justice’s impact on task performance,
citizenship behaviour, or job satisfaction (H13e, H13f, H13h).
Finally, no significant moderation by equity sensitivity was
found for interpersonal justice across all outcomes (H13i-H13l).

In summary, while distributive, procedural, and interpersonal
justice all play significant roles in shaping various work
outcomes, the influence of equity sensitivity highlights the
variability in responses depending on individuals’ justice
preferences, particularly in relation to distributive and procedural
justice.

Research Discussion

This study provides meaningful insights into how organizational
justice—comprising distributive, procedural, and interpersonal
dimensions—positively  influences job  satisfaction and
performance, reinforcing prior research that emphasizes fairness
as a core driver of employee motivation and well-being (Colquitt
et al., 2001; Cropanzano & Wright, 2001). Fair distribution of
rewards, equitable decision-making, and respectful treatment
were all associated with enhanced employee outcomes, with
interpersonal justice playing a particularly strong role in fostering
job satisfaction (Bies & Moag, 1986; Greenberg, 1990). These
effects are underpinned by Social Exchange Theory (Blau, 1964),
which suggests that fair treatment encourages reciprocal positive
behaviors, such as increased effort and organizational
commitment (Folger & Cropanzano, 1998). Importantly, the
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findings highlight the moderating role of equity sensitivity—
defined as the degree to which individuals value fairness in the
workplace (Huseman et al., 1987)—in shaping employee
reactions. Highly equity-sensitive employees exhibited stronger
positive responses to perceived fairness, particularly in terms of
job satisfaction and performance, whereas those with lower
sensitivity were less affected by justice perceptions (Shaw et al.,
2009). These results suggest that organizations should adopt
fairness strategies that account for individual differences in
justice orientation, tailoring interventions to better support
diverse employee needs and optimize organizational outcomes.

Conclusion

The study proposed four main hypotheses based on the
relationships between organizational justice, job performance,
job satisfaction, and equity sensitivity. These hypotheses were
tested using quantitative methods, and the findings reveal
Important insights into these relationships.

Hypothesis 1: Organizational justice has a positive impact on job
performance.

Result: This hypothesis was supported by the data, showing a
significant  positive  relationship  between  perceptions  of
organizational justice and employee job performance. Employees
who perceive their workplace as fair—whether in terms of the
distribution of rewards, the fairness of procedures, or the quality of
interpersonal treatment—tend to perform better (Colquitt, 2001).
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This finding aligns with previous studies that suggest fairness in
organizational processes enhances motivation and effort, leading to
improved performance (Cropanzano & Wright, 2001). The results
also support the notion that fair treatment fosters a sense of
organizational commitment, which in turn drives higher levels of
performance (Mayer et al., 2009).

Hypothesis 2: Organizational justice has a positive impact on
job satisfaction.

Result: The findings supported this hypothesis as well, showing
a strong positive relationship between organizational justice and
job satisfaction. When employees feel they are treated fairly—
whether it’s in terms of distributive, procedural, or interactional
justice—they report higher levels of satisfaction with their jobs
(Greenberg, 1990). This aligns with a large body of research that
links fairness in organizational practices to employee well-being
and job satisfaction (Colquitt et al., 2001; Cropanzano & Rupp,
2008). In particular, interactional justice, which refers to the
quality of interpersonal treatment by supervisors, was found to be
a key predictor of employee satisfaction (Bies & Moag, 1986).

Hypothesis 3: Equity sensitivity moderates the relationship
between organizational justice and job satisfaction.

Result: This hypothesis was partially supported. The study found
that employees with high equity sensitivity (those who have a
stronger preference for fairness in exchanges) were more likely
to report higher job satisfaction when they perceived
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organizational justice as high. Conversely, employees with low
equity sensitivity (those who are less concerned with fairness)
did not show as strong a connection between fairness perceptions
and job satisfaction. These findings are consistent with the work
of Huseman et al. (1987), who argue that individuals vary in their
sensitivity to fairness and equity, and that these differences can
significantly affect how fairness is perceived and its subsequent
Impact on satisfaction. This finding also supports the idea that
equity sensitivity should be taken into account when designing
fairness-based interventions (Shaw, 2012).

Hypothesis 4: Equity sensitivity moderates the relationship
between organizational justice and job performance.

Result: The relationship was again moderated by equity
sensitivity. For individuals with high equity sensitivity, higher
levels of organizational justice were strongly correlated with
better job performance. However, for employees with low equity
sensitivity, the relationship between justice and performance was
less pronounced. This suggests that employees who care more
about equity are more likely to be motivated and perform at
higher levels when they perceive fairness in their work
environment (Huseman et al., 1987). This finding is consistent
with Social Exchange Theory (Blau, 1964), which posits that
employees who perceive fair treatment are more likely to
reciprocate with high levels of effort and performance.

In summary, the findings of this study largely support the
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proposed hypotheses, highlighting the significant impact of
organizational justice on both job performance and job
satisfaction. Specifically, perceptions of fairness in the
workplace—whether  through distributive, procedural, or
interactional  justice—positively influence employees' job
performance and satisfaction, consistent with previous research
(Colquitt, 2001; Cropanzano & Wright, 2001). Furthermore,
equity sensitivity was found to play a crucial moderating role in
these relationships. Employees with high equity sensitivity
demonstrated stronger links between fairness perceptions and
both job satisfaction and performance, while those with lower
equity sensitivity exhibited weaker connections. These findings
reinforce the importance of considering individual differences in
equity sensitivity when designing fairness-based organizational
interventions, aligning with Social Exchange Theory (Blau,
1964) and extending the understanding of how perceptions of
fairness impact employee outcomes.
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