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ABSTRACT

The present research sought to investigate the relationship between organisational justice
and the dimensions of job satisfaction of physical education teachers. The research method
was descriptive, in general, and correlational, in particular. The population included all
the 275 physical education teachers of the city of Khorramabad, Iran in the academic year
2013-14. Out of this population, applying Krejcie and Morgan’s formula for Sample Size
Determination, 162 individuals were selected, using stratified random sampling. The data
collection instruments were Niehoff and Moorman’s Organisational Justice Questionnaire
and Wysocki and Kromm'’s Job Satisfaction Questionnaire. The data were analysed by
running the Pearson Correlation Coefficient and Multiple Regression. The results indicated
that there is a positive and meaningful correlation between the components of organisational
justice and dimensions of job satisfaction. Regression analysis showed that out of the
components of organisational justice, distributive justice has the capability of predicting
all dimensions of job satisfaction. Moreover, procedural justice has the capability to predict
satisfaction with co-workers and their supervisors. Finally, interactive justice does not
contribute to the dimensions of job satisfaction.
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represented in sports, and based on one’s
understanding of justice in sports, it is
possible to draw conclusions about justice
in society as a whole. These ideas were
later put into practice by other scholars
(Jordan, Gillentine, & Hunt, 2004; Jordan,
Turner, Fink, & Pastore, 2007). In the
latter work, they were able to establish a
link between organisational justice and
job satisfaction among head basketball
coaches at the collegiate level. According
to Jordan et al. (2007), one of the most
important psychological characteristics
of each individual that can impact his/her
performance is the motivation to act. One
type of such motivation is job satisfaction.
Job satisfaction refers to the attitudes or
views of the personnel towards the job, the
working environment and, more generally,
to the emotional reaction of the individual
to the defined role (Brayfield & Rothe,
1951; Diener, 2000). Locke (1976) defined
job satisfaction as the pleasant and positive
emotional reaction to experiences in one’s
job and career. It has also been considered as
one of the indexes of job-related happiness
(Zhang, Wu, Miao, Yan, & Peng, 2014).

It is necessary to point out that different
theories lead to different characterisations
of job satisfaction. An oft-cited theory is
Maslow’s Theory of Hierarchy of Needs.
According to Maslow (1971), this hierarchy
of needs can be considered as the relevant
framework within which we can determine
how various personal needs are satisfied in
the context of the work we do. According
to this theory, needs could be classified into

physiological needs, safety needs, affection
and belongingness needs, esteem needs
and self-actualisation or self-development
needs. Moreover, according to Maslow
(1971), an individual cannot be satisfied
unless the needs of a previous level are met,
at least to some extent.

Given the discussion so far, there is
no doubt that job satisfaction is highly
important for organisations. Various studies
carried out so far suggest that a lot of
variables are related to job satisfaction.
However, most previous studies carried
out on job satisfaction have focussed on
income, characteristics of jobs, conflict
between job and family life, stress and
leadership (Judge, Piccolo, Podsakoff,
Shaw, & Rich, 2010). However, recently,
most researchers have focussed on the
impact of personal characteristics on job
satisfaction (Zhang et al., 2014). One
individual characteristic which can have
a significant effect on job satisfaction
is organisational justice. Organisational
justice refers to the impression of fairness
(Di Fabio, & Palazzeschi, 2012). This
type of justice has also been defined as the
perception of individuals and groups of just
behaviour on the part of organisations and
their responses to such perceptions (Samad,
2006). Individuals in an organisation assess
their work experiences as either fair or unfair.
If the members of an organisation see the
decisions made by an organisation as being
just, it is highly likely that these members
will reciprocate with higher job satisfaction
and get involved in the behaviours related to
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their roles (Fischer, 2004). Bies and Moag
(1986) hold that organisational justice
has three dimensions: distributive justice,
procedural justice and interactive justice.
The first activity about organisational
justice focusses on distributive justice.
The studies in this vein have emanated
from the ideas of Adams (1965), who
suggested the Equality Theory, which is
a motivational theory in the first place.
It describes individual efforts to achieve
equity and fairness in social interactions
and exchanges. According to this theory,
employees usually compare their inputs and
outcomes with those of their co-workers and
evaluate them to see whether their rewards
are fair or not (Leventhal, 1976). It could
be said that job dissatisfaction occurs when
one perceives the proportion of one’s input
to his/her output to be unfair and unequal
(Ambrose et al., 2007). Thus, distributive
justice emphasises the perceived justice
of distribution of organisational outcomes
(Fischer, 2004; Fortin & Fellenz, 2008;
Greenberg, 1987; Kang, 2007; Othman,
2008), which involves the fair distribution
of rewards and resources (Greenberg, 1987;
Milkovich, Newman, 2005; Othman, 2008).
In addition, employees make judgements
about fairness in decision-making by
organisations to determine whether they
are free of prejudice, are exact, modifiable
and represent the views and concerns of
the employees or not (Greenberg, 1986;
Leventhal, 1980; Thibaut & Walker, 1975).
In other words, procedural justice refers
to the perception of individuals of the

degree of fairness in decisions made by
leaders to determine outcomes (Kang,
2007; Lue, 2008; Rubin, 2009; Shi, Lin,
Wang, & Wang, 2009). Interactive justice
is the third component of organisational
justice, which was pointed out by Bies and
Moag (1986) for the first time. It refers to
the quality of interpersonal relationships
between authorities (Bies & Moag, 1986).
Recent studies regard interactive justice as
consisting of interpersonal justice (sincerity
and respect), and informational justice
(adequate, honest explanations) (Bies
& Moag, 1986; Greenberg, 1993). Such
components of justice correlate with different
outcomes such as satisfaction, commitment,
citizenship, withdrawal and quitting one’s
job (Colquitt, Conlon, Wesson, Porter, &
Ng, 2001). Some of the studies carried out so
far suggest that organisational justice could
predict a lot of organisational variables
such as increased performance (Mohamed,
2014), respect for and trust in employees
(Sang Long, Wan Mardhia, Tan Owee, &
Low, 2014), satisfaction with working
environment (Elnaga & Imran, 2014),
satisfaction with pay and supervisor (Loi,
Yang, & Diefendorff, 2009; Najafi, Noruzy,
Khezri Azar, Nazari Shirkouhi, & Dalvand,
2011) and job satisfaction (Schappe,
1998). In a metanalysis, Viswesvaran and
Ones (2002) showed that the correlation
coefficient between procedural justice
and job satisfaction was 0.36 and that of
distributive justice and job satisfaction was
0.35.
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Therefore, given the discussion so far,
the findings suggest a significant correlation
between organisational justice and job
satisfaction. However, there have been
very few studies in which the relationship
between components of organisational
justice with those of job satisfaction has
been investigated concurrently. Thus,
the current study sought to fill the gap
by seeking to determine to what extent
components of organisational justice could
predict job satisfaction and its components.

METHODOLOGY

The research design adopted in the
study was descriptive, in general, and
correlational, in particular. The population
was all the teachers of physical education
formally employed with the Department of
Education, Khorram Abad, Iran. Based on
the information provided by the Bureau for
Development and Planning of Personnel, the
total population was 275 people. Applying
Krejcie and Morgan’s sample size formula,
162 teachers (80 males and 82 females) were
chosen, using stratified random sampling.
The instruments used in the study were
the Organisational Justice Questionnaire
developed by Niehoff and Moorman (1993)
and the Job Satisfaction Questionnaire
developed by Wysocki and Kromm (1986).
The former questionnaire was validated by
Naami and Shokrkon (2004) for use in the
Iranian context. This questionnaire consists
of three components of distributive justice
(six items), procedural justice (nine items)
and interactive justice (five items), with a
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S-point Likert scale. Naami and Shokrkon
(2004) established the coefficients of
construct validity and the Cronbach alpha
(reliability), which were reported to be
0.42 and 0.85 for general organisational
justice, 0.46 and 0.78 for distributive
justice, 0.57 and 0.82 for procedural justice
and 0.40 and 0.64 for interactive justice,
respectively. In the present study, the
reliability of the organisational justice
questionnaire, established through the
Cronbach alpha, was calculated as 0.85.
The Job Satisfaction Questionnaire
comprised 40 items. In this questionnaire,
five components measure satisfaction with
work itself, with the supervisor, with co-
workers, with promotional policies, with
pay and with fringe benefits on a scale of
5. In the study carried out by Kouzechian,
Zareie and Talebpour (2003), the Cronbach
alpha coefficient of the Job Satisfaction
Questionnaire was 0.92. In this study, the
Cronbach alpha coefficient was 0.91. For
data analysis, the Pearson Correlation
Coefficient and Multiple Regression
Analysis (enter method) were used. It is
also necessary to point out that because
in the current study, Maslow’s Theory of
Hierarchy of Needs and Adam’s Equality
Theory were considered as the frameworks
within which job satisfaction was addressed,
the data were analysed with an eye to these
motivational theories.

FINDINGS

Table 1 depicts the correlation between the
variables in the current study.
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Table 1

Correlation coefficient between the variables in the study

Variable MD SD 1 2 3 4 5 6 7 8
1.Distributive 14.74  3.25 1
justice
2.Procedural 18.72 4.62 0.14 1
justice
3.Interactive 29.70  6.95 0.19%  0.71%*% 1
justice
4. Work itself 36.63  7.52 0.35%* -0.06  0.03 1
5.Supervisor 27.75  5.85 0.23%* 0.21*%* 0.14 0.33%* 1
6. Co- 3523 7.50 0.36** -0/13  -0.01  0.49** 0.36** 1
workers
7.Promotion  16.27  4.80 0.25%* 0/04 0.07 0.37*%* 0.48** 0.36%* 1
8.Pay 17.96  5.40 0.24** 0.05 0.09 0.17*%  0.31**% 0.34*%* 0.54%* 1
Note: *p<0.05; **p<0.01
As suggested by the findings, the Table2

correlation coefficients between the
components of job satisfaction and the
dimensions of organisational justice ranged
from 0.14 to 0.36. In order to determine
to what extent and in what direction
organisational justice can predict job
satisfaction, multiple regression was run.
The results are given in Tables 2-6.

Prediction of Satisfaction with Work

Itself through Organisational Justice

For the purpose of investigating the
relationship between organisational justice
and satisfaction with work itself, use was
made of multiple regression analysis.
According to Table 2, the dimensions
of organisational justice can account for
14% of variance of satisfaction with work
itself. Out of the components, distributive
justice, with a beta value of 0.36, as the
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Regression analysis of dimensions of organisational
Jjustice and the component of work itself’

Cri variable R R? B B P
Distributive 0.88 0.36  0.001
justice

Procedural 0.37 0.14 -0.29 -0.17 N.S
justice

Interactive 0.09 0.08 N.S
justice

first component, contributed the most to the
prediction of satisfaction with work itself.

Prediction of Satisfaction with
Supervisor through Organisational
Justice

For the purpose of investigating the
relationship between organisational justice
and satisfaction with supervisor, use was
made of multiple regression analysis.
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Table 3
Regression analysis of dimensions of organisational
Jjustice and the component of supervisor

Variable R R? B § P

Distributive 0.39 0.22 0.001
justice
Procedural 0.29 0.08 0.27 0.21 0.05
justice
Interactive -0.04 -0.05 N.S
justice

According to Table 3, the dimensions of
organisational justice can account for 8% of
the variance of satisfaction with supervisor.
Out of the components, distributive justice
and procedural justice, with a beta value of
0.22 and 0.21 each, contributed the most to
the prediction of satisfaction with supervisor
as the second dimension of job satisfaction.

Prediction of Satisfaction with co-
workers through Organisational Justice

For the purpose of investigating the
relationship between organisational justice
and satisfaction with co-workers, use was
made of multiple regression analysis.

According to Table 4, the dimensions
of organisational justice can account for
17% of variance of satisfaction with co-
workers. Out of the components, distributive
justice, with a beta value of 0.38, and
procedural justice, with a beta value of
-0.26, contributed the most to the prediction
of satisfaction with co-workers as the third
dimension of job satisfaction.
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Table 4

Regression Analysis of Dimensions of
Organisational Justice and the Component of Co-
workers

Variable R R? B B P

Distributive 0.89 0.38 0.001
justice
Procedural 041 0.17 -0.43 -0.26 0.01
justice
Interactive 0.12 0.11 N.S
justice

Prediction of satisfaction with job
promotion through organisational
justice

For the purpose of investigating the
relationship between organisational justice
and satisfaction with job promotion, use was
made of multiple regression analysis.

Table 5
Regression analysis of dimensions of organisational
Jjustice and the component of promotion

Variable R R? B B P
Distributive 036 024 0.003

justice
Procedural 0.25 0.06 -0.03 -0.02 N.S
justice
Interactive 0.03 0.04 N.S
justice

According to Table 5, the dimensions of
organisational justice can account for 6% of
variance of satisfaction with job promotion.
Out of the components, distributive justice,
with a beta value of 0.24, contributed the
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most to the prediction of satisfaction with
job promotion as the fourth dimension of
job satisfaction.

Prediction of Satisfaction with Pay
through Organisational Justice

For the purpose of investigating the
relationship between organisational justice
and satisfaction with pay, use was made of
multiple regression analysis.

Table 6
Regression analysis of dimensions of organisational
Jjustice and the component of pay

Variable R R? B B P

Distributive 0.38 0.23 0.004
justice
Procedural 0.26 0.07 -0.16 -0.13 N.S
justice
Interactive 0.11 0.13 N.S
justice

According to Table 6, the dimensions of
organisational justice can account for 7%
of variance of satisfaction with pay. Out of
the components, distributive justice, with a
beta value of 0.23, contributed the most to
the prediction of satisfaction with pay as the
fifth dimension of job satisfaction.

Taken together, the findings of the study,
as shown in Tables 2 through 6, invariably
indicated that distributive justice could
significantly predict all the components of
job satisfaction, which is clearly consistent
with Adam’s Theory of Equality. In addition,
the findings were in line with Maslow’s
Theory of Hierarchy of needs. According
to this theory, an individual is satisfied with
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her or work when his/her expectations of the
workplace and jobs are met.

DISCUSSION AND CONCLUSION

The results of the regression analysis showed
that correlation between the components
of organisational justice and those of job
satisfaction varies. Out of the components
of organisational justice, just distributive
justice had the capability of predicting
all the components of job satisfaction;
satisfaction with work itself had a beta
value of 0.36, satisfaction with supervisor
had a beta value of 0.22, satisfaction
with co-workers had a beta value of 0.38,
satisfaction with job promotion had a beta
value of 0.24 and satisfaction with pay
had a beta value of 0.23. In other words,
distributive justice contributed the most to
the prediction of all the components of job
satisfaction. This finding is in line with the
relevant findings in the literature (Colquitt
et al., 2001; Elnaga & Imran, 2014; Loi et
al., 2009; Najafi et al., 2011; Sang Long et
al., 2014; Schappe, 1998; Whisenant, 2005).
From a theoretical perspective, the findings
related to distributive justice can be justified
with reference to the Equality Theory of
Adams. According to this theory, through
comparison between their inputs and
outcomes with those of others, individuals
can judge whether they have been give
fair rewards or not (Kang, 2007). Given
this finding, if some arrangements are in
place by the Department of Education so
that teachers of physical education see
their rewards and benefits as being fair in
exchange for the services that they render,
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their job satisfaction and motivation could
be enhanced. On the other hand, procedural
justice could account for satisfaction with
supervisor with a beta value of 0.21 and
satisfaction with co-workers with a beta
value of -0.26. Thus, it could be said that
the nature of the teaching profession of
teachers of physical education is such that
the presence or lack of perception of justice
in practice or interaction has possibly
nothing to do with the components of job
satisfaction. This could be taken to imply
that teachers of physical education do not
consider their job success in line with their
personal interests. The lack of a significant
relationship between procedural justice and
the components of job satisfaction (except
satisfaction with supervisor) suggests
that the feeling of equality or lack of it in
organisational policies and decision making
has probably no impact on the attitudes of
teachers of physical education towards job
satisfaction. The supremacy of distributive
justice, compared with other components
of organisational justice, suggests some
analytical discussions. Consistent with
Maslow’s Theory of Hierarchy of Needs
(1970), in reaction to the environment,
humans give priority to those characteristics
and components that are closer to their
basic needs. Given that distributive justice
deals with the distribution of resources, life
chances and different opportunities within
an organisation, it is more important than
other components of organisational justice.
The other point has to do with the nature
of the population of interest. Some needs

are priority for them until met so much so
that until these needs are met, they will
be priority. In other words, according to
Maslow’s Theory of Hierarchy of Needs
(1970), the low level needs of teachers of
physical education (i.e. material needs) are
not met, and this does not allow them to
pay attention to higher-order needs such as
being respected and being valuable, and has
an impact on lower-order needs. However,
the findings of the present study regarding
the priority of distributive justice suggest
that there are shortcomings in meeting
the basic needs of teachers of physical
education, and they are due to shortages of
resources or defects in distribution. Given
that distributive justice is the best predictor
of components of job satisfaction, Education
Department authorities need to pay careful
attention to equal payment to staff so that
staff can trust the distribution of resources.
This is important as it can pave the way
for job satisfaction and could promote
motivation.
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