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 The purpose of this article is, determine the relationship between organizational justice 

perceptions in employees and job satisfaction levels with regard to moderating effect of 
job satisfaction at the employees of Medical Sciences in yasouj. This is a survey 

research. The research method is a descriptive survey. This study was conducted in 

employees of Medical Sciences in yasouj in iran. The sample comprise 190 employees, 
which were selected randomly. Data have been collected by a researcher-developed 

questionnaire and sampling has been done through census and analyzed using SPSS and 

PLS softwares. The validity of the method was achieved through content validity and 
the reliability through Cronbach Alpha and composite reliability. the study finds out 

some interesting conclusions: (1): organizational justice is positively associated with 

job satisfaction (2): job satisfaction is positively associated with organizational 
citizenship behavior, (3): organizational justice is positively associated with 

organizational citizenship behavior.  
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INTRODUCTION 

 

Human resource, as the most strategic element of any corporation, has been specially paid attention by 

management researchers. Justice and its administration is one of the basic and intrinsic essences of human, 

whose existence has always provided a correct bed to develop human societies throughout the history. Opinions 

concerning justice have developed in parallel with development and progress of human society. 

First organizational justice variable was announced as a reward and punishment in an organization. Then 

applying the laws and the process equally were added. And lastly human relations and the interaction were 

added and then that was come out. One of the types of organizational justice is distributive justice that refers to 

the fairness of results to which staffs will receive [1] Other type of organizational justice is procedural justice 

that this type of justice states the fairness of procedures used to determine of these results [2]. The third type of 

justice in organization is called interactional justice and the way in which organizational justice is taken by 

administrators to subordinates. 

Family, university, social environment and workplace are the places where Individuals in search of justice. 

Starting from that research organizational justice can be raised if they are behaved fairly and their organizational 

dependency and productivity can be raised and by the way job satisfaction trust to management and their work 

demand and performance can be raised also [3]. 

staffs appraise their experiences at job in terms of whether these experiences are just and whether 

corporations show interest as an person [4] If the staffs perceive a decision as being fair, the recruitment 

relationship is more likely to include higher commitment and more job satisfaction [5] When the staffs have 

been subjected to unjust decisions or results, negative reactions arise towards the corporation, such as weak 

performance, turnover intention and absenteeism [7].  

Organizational justice is as a base for the procedure of organizational effectiveness and job satisfaction of 

staffs [8].  



346                                                          Gholam Sajadi Khah et al, 2014 

Advances in Environmental Biology, 8(25) Special 2014, Pages: 345-351 

 

Organizational justice: 

Justice perceptions have been considered as illustrative variables in organizational probe [9] Organizational 

justice explain the individuals or groups understanding of the justice of treatment received from an corporation 

and their behavioral response to such realizations [10] In the available literature, justice has been conceptualized 

based on three dimensions comprise distributive justice, interactional justice and procedural justice. Distributive 

justice refers to the perceived fairness of the rsults, procedural justice refers to the perceived fairness of the 

instruments used to determine those rsults [7] and interactional justice refers to the fairness of interpersonal 

behavior [11]. 

Most reseraches demonstrate that shared viewpoints in the job environment concerning justice impress an 

individual‟s justice understanding [12] For example, Lind et al [13] have shown that communication between 

employees concerning a managers personal behavior influenced persons justice perceptions. 

about the necessity and the importance of organizational justice, it is adequate that the essence of justice in 

the organization leads to the development of its programs, persistent improvement of organization performance, 

a large and massive power in order to synergistic development and creating opportunities to excellence in 

organisation.  

Organizational justice explain the individuals and groups understanding of the fairness of behaviour 

received from an corporation and their behavioral response to such perceptions [14] Organizational justice 

theories concentrate on perceived fairness in the work environment [2] The contents is generally analyzed in 

three levels: distributive, procedural and interactional justice [5 and 15].  

 

Distributive justice: 

refers to the perceived fairness of the means used to decide those consequences staffs receive;  

 

procedural justice: 

refers to the perceived fairness of the means used to decide those consequences, and  

 

interactional justice: 

describes the quality of interpersonal behaviour received at the hands of decision-makers.  

 

Organizational citizenship behavior: 

Organizational citizenship behaviors are behaviors of a cautionary essence that are not part of staffs formal 

role stipulations, however these behaviors contribute to the efficacious functioning of an organization [16 and 

17]. Organizational citizenship behaviors are useful and favorable from an organizational outlook, but managers 

have difficulty eliciting their incidence or punishing their absence via contractual adjustment and formal 

rewards because the behaviors are arbitrary [8] Chiang and Birtch [18] report that extra role behaviors in Hong 

Kong hospitality are influenced generally by non-financial rewards. Organ [19] explained five degrees of 

Organizational citizenship behaviors: 

Organ   has examined the Organizational citizenship behaviour under five topics  

1. Altruism 2.  Courtesy, 3. Conscientiousness, 4. Sportsmanship and 5. Civil Virtue 

- Helping behaviours: Helping behaviour comprise all sorts of voluntary practices of employees 

showed to  help the fellow employees in performing their job and overcoming obstacles within the organization 

[20]. 

- Courtesy: Courtesy attitude covers up all behaviours for helping others in avoiding problems to 

happen . instances of this attitude comprise trying to prevent other employee from suffering as a outcome of a 

definite event  , informing fellow employee on work schedule about the subjects which must be taken into 

consideration in  advance [21] 

- Conscientiousness: This attitude, defined as upholding excellent level work awareness, comprise 

voluntary  behaviour that goes beyond then lowest expected role definition and performance of employee more 

than  expected lowest level. 

- Sportsmanship: Sportsmanship is defined as refraining from practices which may lead to inadequate 

tension  at the workplace and maintaining synergistic atmosphere within the organization versus any adverse 

incidents ([22]. 

- Civil Virtue: Civil virtue in this context means wide level interest in and wide level loyalty to the  

organization.  

 

Job Satisfaction: 

Francies and Milbourn (1980) attempt to brief the divers definitions of job satisfaction as follows: 

generally, job satisfaction is the outcome of the individual‟s perception of what is required and what is received 

from various facets of the work situation. 
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Job satisfaction has been defined as relation between what one expects from job and what his understanding 

about getting from job (Lock & A., 1996). Job satisfaction has been extensively studied by scolars from last four 

decades. Job satisfaction is taken based on supposition that superior job satisfaction lead to superior work 

performance [23] 

Job satisfaction is very main in retaining and catching the consideration of skilled employees. Job 

satisfaction is a understanding of staffs about their duties and the organizations in which they work. Job 

satisfaction as an staffs feedback to his work, on the basis of comparison between desired rewards and factual 

rewards [24].  

As an attitude, job satisfaction is conceptualized as consisting of evaluative, cognitive and affective 

components. 

 

Evaluative Component: 

An individuals overall response to the employing organization is summarized in the evaluative component. 

It represents dislike vs. like for the organization. 

 

Cognitive Component: 

An individual's perceptions, beliefs, expectations opinion and regarding the organization are concentrate of 

his or her cognitions. staffs hold cognitions about each of the four main inducement systems. 

 

Affective Component: 

positive affect outcomes from feedback, information, and situations that affirms or reinforces the 

individual's self worth and self-concept, while negative affect is evoked by invalidating conditions. 

 

A literature: 

various studies have been conducted to illustrate the matter of the allocation phenomenon (i.e., the 

distribution of positive and negative reinforcements) in corporation. For example, Lawler [26] noted that the 

distribution of organizational rewards such as promotion, pay, performance evaluations,status, and job tenure 

can have strong effects on job satisfaction, quality of work life, and organizational effectiveness. 

According to Williams and friends (2002) there are some preconditions of organizational citizenship 

behaviors. The primary condition is the perceptions of the employees about the decision and actions [14] These 

perceptions set the trust of the employees into motion and then stiffen their citizenship behaviors. The more 

justice perception means more positive state of mind. Williams, demonstrate that the positive determine of the 

mind increases the possibility of performing definite organizational citizenship behaviors. In this ground, the 

psychological conditions and humors of staffs are among the most important variables determining the 

relationships between organizational justice perceptions and organizational citizenship behaviors. As is stated in 

the researches of Organ, staffs behave positively when they perceive correct practices [27] 

Zainalipour et al [28] in article with title "A study of relationship between organizational justice and job  

satisfaction among teachers in Bandar Abbas middle school" investigated relation between organizational justice 

and job satisfaction between teachers in Bandar Abbas. Research findings suggested significant positive 

relationships between organizational justice and job satisfaction. Correlation analysis for the three ingredients of 

organizational justice showed that two dimensions of organizational justice comprise ,distributive and 

interactional justice had positive relations with four dimensions of job satisfaction comprise supervision, 

coworker, pay and promotion and they did not have correlation with nature of job as a dimension of job  

satisfaction.  

Than, Objectives of this research are:  

1- To find out the relationship between organizational justice and job satisfaction 

2- To find out the relationship between job satisfaction and organizational citizenship behaviors 

3- To find out the relationship between organizational justice and organizational citizenship behaviors 

 
 

From the above mentioned model the following main hypothesis are developed: 

1- organizational justice is positively associated with job satisfaction. 

organizational 

justice 

job 

satisfaction OCB 
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2- job satisfaction is positively associated with organizational citizenship behaviors 

3- organizational justice is positively associated with organizational citizenship behaviors. 

 

Methodology: 

The current article have a descriptive-correlative method. The matters are chosen among staffs of Medical 

Sciences in yasouj. Data collection is done through random sampling. First, a group of 30 persons were selected 

from the subjects and the questionnaire distributed among them. After extracting the data from the responses of 

the intended group and the variance estimate, the volume of the sample of the study was drawn by using 

cookran formula. 190 persons were selected randomely as the subjects of the study. In this study, questionnaire 

was used as a data collection tool. The validity of its content was ensured by using the expert viewpoints and 

consensus. The validity of its structure was measured through using the structural functions. The internal 

reliability of the items was verified by computing the Cronbach‟s alpha. suggested that a minimum alpha of 0.7 

sufficed for stage of search. The Cronbach alpha estimated for organizational justice was 0.771 and job 

satisfaction was 0.763. As the Cronbach‟s alpha in this research were all much higher 0.7, the constructs were 

therefore deemed to have adequate reliability. 

In table 1 our research the reliability of the items is checked through Cronbach‟s alpha that is More than 0.7 

which shows that our research variables are reliable and there exists internal consistency between them: 

 
Table 1: reliability coefficient of research variables related to given hypotheses 

Cronbach alpha variables 

0.771 organizational justice 

0.763 job satisfaction 

0.840 organizational citizenship behaviors 

 

Findings: 
Descriptive data: 

This study attempts to understand the relationships among organizational justice, job satisfaction and 

organizational citizenship behaviors. Table 2 Descriptive statistical data shows the relation to the employees 

participated to the research (n = 190). The social demographic  qualification of the participants are as follows: 

68 male and 122 female participated to the research. 

The educational background of the participants are; 21 people  diploma, 27 people have super- diploma,109 

people  have Bachelor, and 33 people phd and Master degree. 

 
Table 2: Demographic qualifications of participants 

Frequency   

68 Female 

Gender 122 Male 

190 Total 

21 diploma 

Education 

27 super - diploma 

109 Bachelor 

33 PHD and Master 

190 Total 

0 Under 20 Age 

58 21 – 30 

 80 31 – 40 

35 41 - 50 

17 More than 50 
 

190 Total 

 

Structural relationships in the conceptual model were tested with PLS. The maximum likelihood fitting 

function was used to estimated parameters. According to the indexes it can be concluded that the model have a 

good fitness. In Table 3 the composite reliability of each variable was examined and the coefficients for all 

variables above .7. 

 
Table 3: AVE values and composite reliability 

Composite reliability  AVE variable  

.840 .552 organizational justice 

.793 .505 job satisfaction 

.891 .678 organizational citizenship behaviors 

 

In Table 4 correlation between research variables was investigated: For example, the correlation between 

two variables organizational justice and job satisfaction is .756 which indicates a high correlation between these 

two variables. 
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Table 4: Correlation Between research variables 

Feature 1 2 3 

1 organizational justice .756 - - 

2 job satisfaction .411 .702 - 

3 organizational citizenship behaviors .367 .630 .822 

 

Results: 

In the Table 5 significant , T , mean and Difference of mean For each of the variables in research variables 

was examined: 

 
Table 5: significant , T , mean and Difference of mean 

Difference of mean mean T sig Variable 

0/39 3/90 9/09 0/000 organizational justice 

0/62 3/64 15/85 0/000 job satisfaction 

0/66 3/63 14/04 0/000 organizational citizenship behaviors 

 

In the Table 6 research hypothesis was investigated. The data about any hypothesis include Beta, T -Test 

and Result For each of the variables in research Hypothesis was investigated. For example, in The first 

hypothesis, Beta is .21, T value is 2.76 and Hypothesis was accepted: 

 
Table 6: analyzing the hypotheses of research 

variable  
Beta 

 
T- Test 

 
Result Independent dependent 

organizational justice job satisfaction .21 2.76 confirmed 

job satisfaction organizational citizenship behaviors .12 2.00 confirmed 

organizational justice organizational citizenship behaviors .35 4.78 confirmed 

 

 

1 hypothesis: 

organizational justice is positively associated with job satisfaction among staffs of Medical Sciences in 

yasouj. 

According to results of table 6, since observed Beta is .21, T value is 2.76, so there is a relationship between 

organizational justice and job satisfaction among employees of Medical Sciences in yasouj with 95% 

confidence. 

 

2 hypothesis: 

job satisfaction is positively associated with organizational citizenship behaviors among staffs of Medical 

Sciences in yasouj. 

According to results of table 6, since observed Beta is .12, T value is 2.00, so there is a relationship between 

job satisfaction and organizational citizenship behaviors among employees of Medical Sciences in yasouj with 

95% confidence. 

 

3 hypothesis: 

organizational justice is positively associated with organizational citizenship behaviors among staffs of 

Medical Sciences in yasouj. 

According to results of table 6, since observed Beta is .35, T value is 4.78, so there is a relationship between 

organizational justice and organizational citizenship behaviors among employees of Medical Sciences in yasouj 

with 95% confidence. 

 

Conclusions: 

The aim of this article is, determine the relationship between organizational justice perceptions in staffs and 

job satisfaction levels with regard to moderating effect of job satisfaction at staffs of Medical Sciences in 

yasouj. With regard to the analysis of data, the following results were obtained: organizational justice is 

positively associated with job satisfaction, job satisfaction is positively associated with organizational 

citizenship behaviors and finally organizational justice is positively associated with job satisfaction.  

By making seminars that based on the relationships between organizational justice and job satisfaction may 

make directors more awareness. In addition employees wages, the employee rights, working conditions, social 

requirements, improvements in the overall levels of job satisfaction can be increased. Secondary employees 

views can be taken to make the research comprehensive. 
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Findings of this article means that if staffs find their organization just and fair in distribution, processes and 

interactional system, staffs feel more satisfied in terms of their pay, future progress opportunities, work 

schedule, colleagues, and supervisors. With regard to the research finding, under suggestions presented:  

- Evaluating the performance of employees based on justice-centeredness  

- Understanding and appreciation of the good work of employees by managers, and giving suitable 

feedback on their performances  

- Creating a proposal system in organization in line with participation of employees and respect them  

- Increasing the level of trust in the organization and establish a close relationship between managers and 

employees 

 

REFRENCES 

 

[1] Moorman, Robert, H., 1997. Reelationship Between Organizational Justice and Organizational 

Citizenship.Journal of Applied Psychology, 76(6): 845-855. 

[2] Greenberg , J.,  1990. Organizational justice: Yesterday, today and tomorrow . Journl of management, 

16(3): 399-432. 

[3] Yılmaz, G., 2004. „İnsan Kaynakları Uygulamalarına İlişkin Örgütsel Adalet Algısının Çalışanların Tutum 

ve Davranışları Üzerindeki Etkisi‟. Doktora Tezi. İstanbul Üniversitesi Sosyal Bilimler Enstitüsü. 

[4] Lind, E.A., T.R.T yler, 1988. The Social Psychology of Procedural Justice, NY: Plenum Press. 

[5] Colquitt, J.A., D.E. Conlon, M.J. Wesson, C.O.L.H. Porter and K.Y. Ng, 2001. “Justice at the millennium: 

A meta-analytic review of 25 years of organizational justice research”, Journal of Applied Psychology, 86: 

425-45. 

[6] Lock, & A., E., 1996. What is Job Satisfaction?. Organization Behavior and Human Performance. Academy 

of Management, 4(4): 309-414. 

[7] Folger, R. and M.A. Konovsky, 1989. “Effects of procedural and distributive justice on reactions to pay 

raise decisions”, Academy of Management Journal, 32(1): 115-130. 

[8] Moorman, R.H., G.I. Blakely, 1995. Individualism-collectivism as an individual difference predictor of 

organizational citizenship behavior. Journal of Organizational Behavior., 16: 127-142.  

[9] Leventhal, G.S., 1976. The distribution of rewards and resources in groups and organizations. Advances in 

Experimental Social Psychology, 9: 91-131. 

[10] James, K., 1993. The social context of organizational justice: cultural, intergroup and structural effects on 

justice behaviors and perceptions. In: Cropanzano, R. (Ed.), Justice in the Workplace: Approaching 

Fairness in Human Resource Management. Erlbaum, Hillsdale, NJ, pp: 21-50. 

[11] Martı´nez-Tur, V., J.M. Peiro´, J.y. Ramos, C. Moliner, 2006. Justice perceptions as predictors of customer 

satisfaction: the impact of distributive, procedural, and interactional justice. Journal of Applied Social 

Psychology, 36(1): 100-119.  

[12] Degoey, P., 2000. Contagious justice: Exploring the social construction of justice in organizations. 

Research in Organizational Behavior, 22: 51-102. 

[13] Lind, E., L. Kray and L. Thompson, 1998. The social construction of injustice: Fairness judgments in 

response to own and others‟ unfair treatment by authorities. Organizational Behavior and Human Decision 

Processes, 75: 1-22. 

[14] Aryee, S., P.S. Budhwar and Z.X. Chen, 2002. Trust as a Mediator of The Relationship between 

Organizational Justice and Work Outcomes: Test of A Social Exchange Model. Journal of Organizational 

Behavior, 23: 267‐285. 

[15] Bies, R.J., and J.S. Moag, 1986. “Interactional justice: Communication criteria of fairness” in Research on 

Negotiations in Organization, Vol.1, (ed. R. J. Lewicki, B.H. Sheppard and M.H. Bazerman, Greenwich), 

Ct: JAI Press. 

[16] Athanasou, M.G.C., J.N. King,  2002. Job satisfaction and organizational citizenship behaviour: a study of 

Australian human-service professionals. Journal of Managerial Psychology, 17(4): 287-297. 

[17] Robbins, S.P., 2001. Organizational Behavior. Prentice-Hall, Upper Saddle River, NJ. 

[18] Chiang, F.F.T., T.A. Birtch, 2008. Achieving task and extra-task-related behaviors: a case of gender and 

position differences in the perceived role of rewards in the hotel industry. International Journal of 

Hospitality Management, 27(4): 491-503. 

[19] Organ, D.W., 1990. The motivational basis of organizational citizenship behaviour. Research in 

Organizational Behaviour al, pp: 43-72.  

[20] Organ, D.W., 1990. Themotivational basis of organizational citizenship behavior. In: Staw, B.M., 

Cummings, L.L. (Eds.), Research in Organizational Behavior, vol. 12. JAJ Press, Greenwich, CT, pp: 43-

72. 

[21] Williams, S., R. Pitre and  M. Zainuba, 2002. Justice and Organizational Citizenship Behavior Intentions: 

Fair Rewards Versus Fair Treatment. The Journal of Social Psychology, 142(1): 33‐44. 



351                                                          Gholam Sajadi Khah et al, 2014 

Advances in Environmental Biology, 8(25) Special 2014, Pages: 345-351 

 

[22] Podsakoff, P.M., S.B. MacKenzie, J.B. Paine, D.G. Bachrach, 2000. Organizational citizenship behaviour s: 

A critical review of the theoretical and empirical literature and suggestions for future research. Journal of 

Management, 26: 513-563.  

[23] Yang, S.-B., G.C. Brown and Byongook Moon, 2011. Factors Leading to Corrections Officers Job 

Satisfaction. Public Personnel Ianagement, 40(4): 359-369. 

[24] Mosadeghrad, A.M., 2003. The role of participative management (suggestion system) in hospital 

effectiveness and efficiency. Journal of Organizational Behavior, 8(3): 85-90. 

[25] Lawler, E.E., III., 1977. Reward systems. In J. R. Hackman & J. L. Suttle (Eds.), Improving Life at Work: 

Behavioral Science Approaches to Organizational Changes, Santa Monica, CA: Goodyear Publishing. 

[26] Asgari, A., A.D. Silong, A. Ahmad and A.S. Bahaman, 2008. The Relationship between Transformational 

Leadership Behaviors, Organizational Justice, Leader-Member Exchange, Perceived Organizational 

Support. European Journal of Scientific Research, 23(2): 227-242. 

[27] Zainalipour, H., A. Sheikhi, A. Fini, S.M. Mirkamali, 2010. A study of relationship between organizational 

justice and job satisfaction among teachers in Bandar Abbas middle school. Procedia Social and Behaviour 

al Sciences, 5: 1986-1990.  

 


