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Abstract 

 

Job satisfaction and organizational justice one of the topics which neglected in the context 

of Middle East countries in general and particularly in Iraq. The study aims to find the effect of 

organizational justice on job satisfaction among secondary schools’ teachers and enrich the 

body of knowledge in Iraq and the Middle East countries. The study conducted in 8 secondary 

schools in Heet city province of Anbar, Iraq, 98 valid questionnaires were analysed by SPSS. 

The results showed the components of organizational justice’s distributive justice and 

interactional justice are positively affect on job satisfaction. However, distributive justice found 

a high effect on Job satisfaction. While, Procedural justice found non-significant effect on job 

satisfaction may because of the environment and policy of public schools in Iraq which is 

directly related to government policy in case of, promotions, salary and employment etc. 

This result helps school’s administration to manage the schools and understand teachers 

desire better than before. Meanwhile, teachers, when feel treated fairly from school 

administration and the rewards are distributed fairly and equitable in the school will lead to 

increase job satisfaction and could increase their productivity and performance. 
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Introduction 

 

Job satisfaction (JS) one of the focal points of several studies and attracts the attention of 

scholars and researchers until now. Job satisfaction considers an important factor in every work 

environment which can lead the success in any workplace. According to [1] job satisfaction 

refers to the attitude that clarifies the level of individual feeling related to their job. However, 

organizational justice (OJ) refers to employee’s assessment to fairness, equal and equality 

treatment in the workplace. Exercising justice in the workplace from management lead to 

achieving organizational objectives and gain a succeed [2]. Create and provide a justice climate 

in organizations will positively reflect on employee’s motivation and performance [3], when 

treat employees fairly in an organization they will do their duty in a good way, however, when 

they feel, treat unfairly will lead to low job satisfaction in workplace [4]. Nevertheless, 

organizational justice consists of several dimensions that comprise various facets procedural 

justice (PJ), distributive justice (DJ) and interactional justice (IJ) [5], and job satisfaction 
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consists of several dimensions pay, promotion, co-work, supervision, job condition [1]. A 

number of studies has been conducted to exam the association and impact of (OJ) on (JS) [2], 

[3], [24], [30]. 

However, limited studies conducted in Middle East countries as well, developing countries 

[30], [4] and particularly in Iraq. Furthermore, most of the previous studies conducted in 

western countries or south-east Asia countries and the culture, environment and processes in 

Iraq and Middle East countries are totally different about these countries. Thus, it is eligible to 

examine this topic in Iraq context. the purpose of this study to find and exam the impact of (OJ) 

dimensions on (JS) in Iraq setting and particularly in the education field, among secondary 

schools’ teachers in Heet city – the province of Al Anbar, Iraq. 

 

Literature Review 

 

Job Satisfaction 

Brief [6], [1] defined JS as individuals’ feelings and attitudes toward their job in different 

aspects. The feelings towards JS is the difference between the rewards and appreciation 

received by individuals and what expected to receive. JS is positive or negative feelings and 

attitudes of individuals towards their job [7]. However, individuals with a high level of 

satisfaction could lead to a positive attitude and low level of satisfaction may lead to a negative 

attitude in workplace [8]. High level of job satisfaction considers important for individuals to 

increase their performance and to the organizations to gain the success [9], [10]. 

Regardless of positive attitude [7] mentioned the negative experiences for employees 

consider one of the elements leads to dissatisfaction with current working. As well, one of the 

significant elements may occur for job dissatisfaction by experiences among the employees’ is 

(OJ). According to [1] there are serval dimensions of (JS) namely: pay, supervision, promotion, 

co-workers and work itself, appreciation, communication, fringe benefits, job conditions 

recognition and security. All the above dimensions are fitting to measure job satisfaction, this 

study will select some of these dimensions, because difficult to cover all the dimensions in one 

study. 

 

Organizational Justice 

Since 1987 by Greenberg OJ has been developed to multidimensional variables, and define 

organizational justice as to how fairly individuals treated by the organization and how their 

perception toward the organization justice [5]. The fair treatment of employees in workplace 

leads to creating a high level of trust in an organization [11]. The three dimensions of justice 

have been widely accepted among the researchers and scholars namely; Distributive justice, 

Procedural justice, and Interactional justice. However, [12] reported staff members in 

organizations assess fair treatment on three dimensions distributive justice (DJ), procedural 

justice (PJ) and interpersonal justice (IJ). 

 

Distributive Justice 

(DJ) refers to organizational outcomes should be fair and equitable through payment, job 

assessment, benefits, discipline, and promotion [13], [16] mentioned distributive justice refers 

to equity and not equality. Equality indicate to all the individuals in the workplace considered 

their efforts as the same and no matter which one more impact or which one high performance 

between each other in the workplace. However, equality defined by [15] all the individual 

treated as a same regardless of their performance or impact they have. Equity refer to the 

contribution and efforts made by a particular individual in the workplace [31], [18]. Related to 

the principle of equity exchange employees usually compare what other colleagues in same 
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level and situations received and then evaluate whether is it fair or unfair [17]. On other words 

Individual assess what they and others achieved and what they and others received. 

Employees evaluate the fairness of organization outcome by compeering between the input 

which reflects in time, efforts and outcomes that received such as pay and promotions [12]. 

 

Procedural Justice 
[20] confirmed that (PJ) as the second dimension of justice rules. However, procedural 

justice refers to the operations and procedures that the institution depends on to achieve the 

results is fair [13], [31]. Individuals looking to the, open and fair, procedures regardless of the 

outcome [15]. The fair and just of the processes and procedures could be more essential than 

the results itself [18]. [19] and defined (PJ) as the assessment of the decision-making process 

in an organization and the degree of equitable of this decision. However, [20] described the 

procedural justice it is how the decisions are clearly, ethical, reliable and correctable. 

 

Interactional Justice 

Created by [21] this dimension as the third one which describes and explains organizational 

justice, and refers to the fair received by individuals through resource allocation and decision 

making. However, Interactional justice refers to honesty, respect, and integrity with 

subordinates [21], [2] defined interactional justice as a free flow of information among 

individuals within the organisation, and managers should concern of employees needs and 

appear empathy to them and improve the communication with subordinates [14], [22] suggested 

that (IJ) breakdown into two parts called interpersonal justice and information justice, and 

confirmed this model empirically by [23]. Interpersonal justice refers to the level of respect, 

honesty, dignity and respect to individuals by the authorities or by third parties which related 

to carry out procedures [23]. Information justices refer to clarify and justify why these 

procedures used and why outcomes distributed in these methods [23]. As long interactional 

dimension consists of informational and interpersonal justice this study will focus only on 

interactional justice which covers both informational and interpersonal justice. 

 

Organization Justice dimensions and Job Satisfaction 

Job satisfaction one of the important elements has been attracted the attention of (OJ) 

scholars and researchers. Meanwhile, most of the results reported there is a positive and 

significant relationship between these two variables. (OJ) its important element of JS and (OJ) 

can improve and increase (JS) among staff [8]. High level of organizational justice leads to 

increase job satisfaction in the organization among employees’ and indicates more eager to 

achieve the organizational objectives [7]. Meta-Analytic Review conducted by [23] showed 

distributive and (IJ) positively correlated with some sub-dimensions of JS, while other sub-

dimensions negatively correlated with JS. 

Likewise, payment not enough to get employees satisfaction there are several elements 

significant correlated with JS such as promotion, workload and satisfaction with current work 

[24]. Theoretically, all the aspects of OJ predict JS [2]. However, the relation and impact among 

justice dimensions and JS empirically tend to be contrast, such as [2], [23] reported distributive 

justice has been more important and predictor to JS than procedural and interactional justice. 

contrary to others [25] reported only procedural justice impact on JS, while distributive justice 

has non-significant impact on JS. In another study, in the context of Thailand [12] concluded 

that (DJ) and (PJ) has no impact on JS. Another study conducted in context of Turkey , bank 

sector by (Bayarçelik & Findikli, 2016) reported interactional has no significant effect on JS , 

on the other hand found distributed and procedural significant impact on JS. Meta-analysis by 

[26] reported there is a positive correlation between (DJ), (PJ) and (JS) degree of correlation 

are 0.35 and 0.36 respectively. another two studies conducted in Middle East countries which 
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our study focus in this area by [27] (Fernandes & Awamleh, 2006) in United Arab Emirates 

(UAE) and concluded JS affected by (DJ) and (IJ) but not, procedural justice. and study by [5] 

in Jordan and reported JS affected by organizational justice. according to the above clearly 

shown, there is a contrast in result among the dimensions of organizational justice in a different 

context may due the context of study or the sector which the study conducted or the culture, 

even widely accepted and confirmed the positive and significant impact among these 

dimensions and JS. to solve this contrast and exam these dimensions in the context of Iraq 

particularly among academic staff, study propose the following hypotheses, similar Proposition 

confirmed by [28]. 

H1: DJ is positively impact on JS among academic staff. 

H2: PJ is positively impact on JS among academic staff. 

H3: IJ is positively impact on JS among academic staff. 

 
Fig. 1. Framework of study 

Methodology 

 

The sample size of this study consisted of 210 teachers who teaching in 8 official secondary 

schools during the 2018-2019 academic year in Heet city- the province of Al Anbar, Iraq. The 

study was deployed Stratified random sampling technique, the selection based on the number 

of teachers in each school. The Questionnaires were distributed by self-administration total 

valid Questionnaires 98. The data were analysed by statistical package for the social sciences 

(SPSS) version 23. 

 

Measures 

The questionnaire items were translated into Arabic language because all the items were 

adapted from previous studies in the English language, “translation-back translation” process 

[29]. Five- point Likert- scale were used from 1= strongly disagree to 5= strongly agree. 

Organizational justice consists of three dimensions and measured it as following: 

Distributive justice which focuses to measured equality and equity through perceived of 

teachers. measured by 5 items adapted from [20]. Procedural justice refers to the rareness of 

bias, truth, ethics of process and evaluates the decision-making. This dimension measured by 6 

items adapted from [20]. Interactional justice measured 6 items adapted from [21]. Job 

satisfaction measured by 5 items adapted from [1] which focused on measuring the level of 

satisfaction among school teachers.  

 

Data Analysis 

In this section, the results will be starting with demographic characteristics as represented in 

Table 1. The majority of the respondents Male with 60% while 40% are Female. The largest 

response for this survey was with age group of 40 to 49 (43%) and close to this result was with 
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the group of 30 to 39 (37%) while the young group below 30 years are 4% and above 60 years 

5%. As expected in Qualifications, most (81%) of the respondents with bachelor’s degree while 

(9%) hold Master degree, Diploma with (6%) and only (3%) holding PhD. A large proportion 

(34%) 11to 15 years working experience while (32%) more than 26 years working experience, 

(13%) between 23-45 and only (8%) between 16-20 years. 

 
Table 1. Demographic description 

 Count Column N % 

Gander Male 59 60.2% 

Female 39 39.8% 

Age Below 30 4 4.1% 

30-39 36 36.7% 

40-49 42 42.9% 

50-59 11 11.2% 

60 and above 5 5.1% 

Qualifications Bachelor 80 81.6% 

Master 9 9.2% 

Diploma 6 6.1% 

PhD 3 3.1% 

Tenure 11-15 years 34 34.7% 

less than 10 years. 11 11.2% 

16-20 8 8.2% 

23-45 13 13.3% 

more than 26 32 32.7% 

 

Validity and Reliability 

Cronbach’s alpha refers to assess internal consistency and clarify how the items are 

associated with each other. Cronbach’s alpha greater than .80 considered good. Table 2 shown 

all the factors level are greater than 0.885 which reflect a good level of reliability. Meanwhile, 

all factors are with good factor loading values, all the factor loading greater than 0.70 and 

significant. 
Table 2. Validity and Reliability 

Variables items Factor loading Cronbach alpha 

Job 

satisfaction 

JS1 

JS2 

JS3 

JS4 

JS5 

.895 

.892 

.903 

.921 

.623 

.904 

DJ 

DJ1 

DJ2 

DJ3 

DJ4 

DJ5 

.934 

.835 

.860 

.872 

.860 

.922 

PJ 

PJ1 

PJ2 

PJ3 

PJ4 

PJ5 

PJ6 

.752 

.878 

.816 

.852 

.812 

.841 

.903 

IJ 

IJ1 

IJ2 

IJ3 

IJ4 

IJ5 

IJ6 

.719 

.885 

.881 

.768 

.768 

.775 

.885 

Note: DJ: Distributive justice, PJ: Procedural justice, IJ: Interactional justice 
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Table 3 describes the Correlation matrix of all the variables which used in this study DJ, PJ, 

IJ, and JS are positive and significant correlated. Moreover, DJ more important in predicting JS 

(r=.829). Similarly, procedural justice more important in explaining JS (r=.450) and then 

interactional justice less than the previous two variables but positive and significant with 

(r=.257). Further, the high correlation was shown between distributive justice and procedural 

justice (r=.466). 

 
Table 3. Correlation 

Variables DJ PJ IJ JS 

DJ 1 .466** .142 .829** 

PJ  1 .376** .450** 

IJ   1 .257* 

JS    1 
**. Correlation is significant at the 0.01 level (2-tailed). 

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

 

To test the three hypotheses, which consists of components of OJ toward JS. 

First hypothesis DJ toward JS reported as shown in table 4 estimated regression statistically 

significant at (P .000<0.05). Dependent variable JS explained the variance by 0. 708. However, 

this was supported by the correlation that showed a positive and significant relationship 

between DJ and JS r=0.829. Through the rank of a parameter of the standardised beta showed 

the distributive highly impact on job satisfaction. These results support H1 distributive justice 

significantly influences on job satisfaction. however, DJ index (β=0.797) is a significant and 

positive impact on JS of academic staff. Second hypothesis PJ toward JS result showed 

estimated regression statistically non-significant on JS at (P.627>0.5). the rank of a parameter 

of standardised beta indicated PJ does not impact on JS among schoolteachers. 

These results do not support H2. meanwhile, PJ index (β=0.029) is a significant and positive 

impact on JS of academic staff. 

Third hypothesis IJ toward JS the regression statistically significant on JS see table 4 at 

(P.030<0.5). parameter of the standardised beta showed the PJ impact on job satisfaction. 

These results support H3 IJ significantly influences on JS. Foremother IJ index (β=0.133) is 

a significant and positive impact on JS of academic staff. 

 
Table 4. Regression 

Hypotheses Beta P value Sig. Remark 

DJ JS .797 .000 < 0.5 Supported 

PJ JS .029 .672 > 0.5 Not supported 

IJ JS .133 .030 < 0.5 Supported 

R=.841, R2 =.708. Std. Error of the Estimate. .525. 

 

Discussion 

 

Ensuring justice and equity in the schools or organisations among teachers or employees 

may create a great challenge. That’s is not surprising several researchers, schoolers and 

organizations have empirically exam the organisational justice in the workplace (Theo and Lim, 

2001). The fairness and just environment for various categories of schools could lead to increase 

the teacher’s productivity and efficiency. This study tried to examine how OJ dimensions 

predict JS among teachers in Heet secondary schools. The results of this study expand the 

previous studies results which reported distributive and interactional justices are significantly 

impacting on job satisfaction similarly, [3], [8], [4] and this confirmed by correlations matrix 

which shown high correlations among these three justice dimensions. The greater interest that 

DJ has reported a stronger and could be the most important impact on JS than interactional and 
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PJ, this result indicating the schools’ directors should pay more attention to methods distribute 

which are related to schedule loads, rewards and responsibilities among teachers, similar result 

found with [2]. Job satisfaction significantly impacted by interactional justices. This indicates 

the schools’ directors need to ceaselessly evaluate and enhance the relationship with teachers 

such as increasing the level of trust, respect and honest also, the act and interact way with their 

teachers and avoid the conflict or misunderstandings. study findings provide support for 

previous studies by [11], [4] that reported positive and significant effect of DJ and IJ on JS 

among schools’ teachers. a potential reason that the schools’ teachers would assume to given 

fair share in the distribution of resources within the of school. Thus, when the managers treat 

teachers in a brusque and offensive manner, they will feel not satisfy and this could lead 

eventually impact their outcome and productivity. In general, the study findings emphasize the 

importance that schools teachers attach to fairness and equality in the management of schools. 

taking into account Iraq facing several issues such as security issues, financial issues, services 

issues and school’s infrastructure issues which negatively affected to teaching system and 

schools. This study found the procedural justice non-significantly impact of job satisfaction 

among schools teachers in Heet, This is may the teachers look to procedural justice dimension 

out of equation because of the environment or policy of public schools in Iraq which is different 

from the private sector in promotions, salary and employment etc, it is related to government 

policy. 

On other word teachers in secondary schools reducing the importance and impact of 

procedural justice on job satisfaction because of prevailing environmental and policy 

dimensions in the country like Iraq. the same results reported by [27], [12] which found job 

satisfaction does not affected by PJ. 

 

Conclusion 

 

Results of this study in line with most of the previous studies conducted to exam the impact 

of organizational justice on job satisfaction. However, results indicated that the high of fairness 

in schools will lead to high job satisfaction. This result helps school’s administration to manage 

the schools and understand teachers desire better than before which cold to increase job 

satisfaction among schools’ teachers. Lastly, teachers, when feel treated fairly from school 

administration and the rewards are distributed fairly and equitable in the school will increase 

job satisfaction and could increase their productivity and performance. 

Study findings have implications for future studies in the context of Iraq. However, can’t 

generalize this result due to the study conducted only in one area. the future studies can exam 

the OJ and JS in private schools or in public schools with more than one area, furthermore, can 

exam these variables in bank sector or health sector, especially the context of Iraq suffering 

from limited studies in most of the sectors.  
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