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Abstract. This study investigates the influence of organizational justice on employee
performance within Nigeria's organized private sector. Utilizing a quantitative research design, data
were collected from 107 respondents via an online survey distributed through email and social media.
The findings reveal significant positive correlations between distributive justice and employee
performance (r = 0.674, p < 0.000), procedural justice and employee performance (r = 0.718, p <
0.000), and interactional justice and employee performance (r = 0.681, p < 0.000). These results
indicate that fair distribution of rewards, transparent decision-making processes, and respectful
interpersonal interactions enhance employee performance. The study suggests that organizations
should implement equitable remuneration structures, regularly review reward programs, and establish
recognition initiatives to boost employee performance.
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1. Introduction

In today's competitive business landscape, organizations worldwide are increasingly
recognizing the pivotal role of organizational justice in fostering employee performance and overall
success. This is more so, especially in recent times, as the business environment globally has been
volatile, uncertain, complex, and ambiguous (VUCA), and the Organised Private Sector (OPS) in
Nigeria is not exempted from this reality (Demirbas. Can and Arabaci: 2022 Can et al, 2023). In the
context of the organized private sector of the Nigerian economy, where businesses face humerous
challenges such as; multiple taxations, inadequate, unpredictable, and unstable foreign exchange,
increasing cost of doing business, corporate governance imbroglio, unstable and unfavourable
government policies, customer apathy, political and cultural unrest and many more which have
contributed to the turbulence being experienced in the OPS, an understanding of the influence of
organizational justice on employee performance is crucial for sustainable growth and competitiveness
(Asu et al (2021).

The need for organizational justice in influencing employee performance has roots that extend
back through the evolution of organisational psychology, management theory, and societal changes
from the Early Management Theories of the Late 19th to the Early and Late 20th Century and to the
present. While the early management theories focused primarily on efficiency and productivity, often
neglecting the human aspect of work, the Human Relations Movement, led by researchers like Elton
Mayo, highlighted the importance of social factors in the workplace, and studies such as the
Hawthorne experiments revealed that factors like recognition, attention, and fair treatment
significantly influenced employee productivity and satisfaction (Kwok-Angus, 2014). The Equity
theory, proposed by J. Stacy Adams in the 1960s, suggested that individuals compare their inputs

5


mailto:n.can@visitula.edu.pl
https://www.researchgate.net/scientific-contributions/Kwok-Angus-C-F-2114895182?_sg%5B0%5D=MSx4_r6llN5GYPbtWOTuTfXEFzgfuQ5plZ8YAabPC6auMBYIU597qGPA_6N3cuapBHl7bks.wCnKRlFTmjcwoCt22WQKfiFp4UnqUc2adGJMPRTxLC2_W4I0vp-83ka5D99D4kOUg49gYWvfBJSf3CkbU9nEPQ&_sg%5B1%5D=rnDidbV7NblwG14jULUvjVwp1N3baHH_G8pOfyDIzuEmTN7ZyhKUomndbkGGVW0a4iCFTC0.nNaNfLd-5vGqE29xwz8pBHLY5zzwAlJUaD9ncqQlFvLmvgmVVpCTVTf6MXa8GFIJ2z2YOxdS_9AJ2pcFcaC4vA&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6InB1YmxpY2F0aW9uIiwicGFnZSI6InB1YmxpY2F0aW9uIiwicG9zaXRpb24iOiJwYWdlSGVhZGVyIn19

Journal of Entrepreneurship and Development Economics 2024 (1) |

(effort, time, skills) and outcomes (rewards, recognition) to those of others, and when perceived
inequalities arise, employees may experience feelings of inequity, leading to reduced motivation and
performance. According to Przgezek et al. (2021), building upon equity theory, the organizational
justice theory of the 1970s-1980s emerged as a framework for understanding fairness perceptions in
the workplace and Researchers such as Jerald Greenberg delineated three main components of
organizational justice: distributive, procedural, and interactional justice.

Furthermore, as time progressed, there was a societal shift towards greater awareness of social
justice issues, diversity, and inclusion which have influenced organizational norms and expectations
regarding fair treatment of employees especially now with an increasingly globalized and competitive
business environment, organizations recognize the strategic importance of maximizing employee
performance and engagement as fair and just treatment of employees is not only a moral imperative
but also a business necessity for attracting and retaining talent and maintaining a positive
organizational reputation (Marshev, 2021).

Therefore, the history of the need for organizational justice on employee performance reflects
a progression from an early emphasis on efficiency to recognition of the critical role of fairness,
respect, and equity in driving individual and organizational success. As organizations continue to
evolve, the pursuit of organizational justice remains a fundamental aspect of promoting employee
well-being, engagement, motivation, perception, and performance in the modern workplace, also,
guaranteeing the survival and sustainability of any business entity (Swalhi et al., 2017). Agrawal,
(2012) opined that the ability of employees to perceive the organization they work for as being fair,
equitable, and transparent is more than enough to drive productivity, efficiency, and impact on
bottom-line profitability. Also, employees with a high perception of organizational justice tend to
develop a positive attitude, demonstrate loyalty, and enjoy serving the organization while those with
a negative perception tend to show behaviours that could jeopardize the existence and longevity of
such an organisation through their poor commitment and disengagement which could negatively
impact their productivity and performance (Ozbek et al., 2016).

In the same vein, the Organised Private sector is the most critical in the Nigerian economy
and accounts for 90% of the Nation’s gross domestic product (Osinbajo, 2018 : Can and
Tursunbadalov. 2019). Various studies have demonstrated that when employees are not treated fairly,
their output suffers as a natural response to unfair treatment and affects the overall commitment to
the ethos of the organization (Igbal et al., 2017). Therefore, there is the need to maximize the potential
of human resources, create an enabling environment for them to strive, and enable them to impact the
productivity and efficiency of the OPS, this is why organisational justice is critical to the way
employees perceive their organization’s commitment, fairness, and display of equity by the
management of its human resources, customers, vendors, and other stakeholders (Ghosh et al., 2017).

The concept of organisational Justice in connection to employee performance has garnered a
wide range of research interest. Despite tremendous progress in the topic, it is difficult to determine
which type of organisational justice (distributive, procedural, or interactional) influences employee
performance the more. Rather than generalizing, this research examined the extent to which each
organisational justice variable influences employee performance in Nigeria's private sector.

Research Questions
I.  What is the relationship between distributive justice and employees' performance?
ii.  What is the relationship between procedural justice and employees' performance?
iii. Is there any significant relationship between interactional justice and employees'
performance?

Research Objectives
i.  Examine the relationship between distributive justice and employee performance.
ii.  Determine the relationship between procedural justice and employee performance.
iii.  Ascertain the significance of interactional justice in influencing employee performance.
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Research Hypotheses
Hoi  There is no significant relationship between distributive justice and employees’ performance
Ho2  No relationship exists between procedural justice and employees' performance
Hos  No significant relationship exists between interactional justice and employees' performance

2. Literature Review
2.1 Conceptual Review

Organisational Justice

Humans are "social animals™ that engage in social relationships with others and with
organizations. They give these interactions their time and attention, collaborate or compete with one
another, and display acts of affection, solidarity, or aggressiveness. People want their activities, work,
and devotion to be valued and to yield the desired results, regardless of their underlying motivations.
Within the context of organizations, these advantages could include compensation, incentives, social
recognition, or other expressions of gratitude from coworkers, especially superiors. The employee's
perception of the organization as a fair player is contingent upon the degree to which their work is
valued by the organization. When an employee evaluates the organization in this way, they
unknowingly move into the managerial domain known as organizational justice (Przeczek, et al.
2021). Justice is a fundamental concept in ethics, law, and society, aiming to uphold fairness, equality,
and the protection of rights for all individuals. It involves treating individuals fairly and impartially,
ensuring that they receive what they are due or entitled to. According to Wahby et al. (2022), justice
can be understood as an action or decision that is considered morally right, taking into account the
ethical, religious, equitable, fair, or legal aspects. Adamovic (2023) opined that studying how workers
feel about justice at work is known as organizational justice. Pracha, et al. (2020) asserted that
organizational justice is regarded as a crucial element in comprehending organizational behavior; it
emphasizes the decisions made by managers, perceived equality, the impact of justice, and the
relationship, somewhat objectively, between individuals and their surroundings in organizations.

Most literature reported that the concept of organisational justice emanated from Adam’s
equity theory (Adam, 1965) which argued that employees do conduct a comparative analysis of their
perceived inputs to the organisation with their outputs and that of their colleagues. The input, in this
case, includes their time, expertise, effort, competencies, years of experience, cooperation, etc. and
their output refers to their rewards and benefits such as promotion, awards, recognition, pay rise,
training & development opportunities, career advancement opportunities and other job-related
resources that enhance their performances on the assigned roles (Pracha, et al. 2020 & Ghosh et al.,
2017). It is about judging the contribution-outcome ratio that is equivalent to that of their colleagues.
(Przeczek et al. 2021 & Baldwin, 2006).

Moral and ethical considerations make justice in business and the workplace crucial. Business
and financial scandals serve as examples of this, such as the exploitation of third-world populations
by multinational textile companies (Global Slavery Index, 2018), CEOs of loss-making companies
receiving multimillion-dollar compensation (The New York Times, 2020), the prevalence of tax
havens (Transparency International, 2019), bribery and corruption in numerous nations, and the most
recent cryptocurrency scams (Financial Times, 2022). Not only is it morally right to act justly, but it
also presents a desirable financial opportunity. Justice is a useful tool that managers may utilize to
improve workers' job performance, organizational affiliation, and job satisfaction. Additionally, it
lessens the likelihood that workers may want to leave their jobs, feel the need to take revenge, and
participate in unproductive work practices like stealing or dispute. Additionally, treating employees
fairly is a prerequisite for developing productive working relationships with them, and doing so will
enhance managers' reputations as better individuals and leaders (Adamovic, 2023).

Distributive Justice
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Distributive, procedural, and interactional justice are the three interconnected subdivisions of
organizational justice (Zeki et al. 2019). Perceived fairness in the output that employees receive is
known as distributive justice (Pracha, et al. 2020, Zeki et al. 2019 & Cropanzano et al., 2007 & Xu,
et al. (2024). Distributive fairness is viewed by employees if they receive rewards or penalties solely
for their actions and if all employees within the same organization receive the same treatment when
it comes to resource allocation (Rahman et al., 2016). Therefore, Distributive Justice is about what
persons obtain. It speaks to the equity of the results obtained from the allocation of decisions
(Goodfaith, et al. 2021). Distributive justice addresses employment-related outcomes that impact
people’s attitudes, such as job satisfaction in cases where resources are allocated fairly and justly, and
negatively impacts turnover intentions in cases where resources are allocated unfairly. Since any
perception of unfairness in this regard causes employees to exert less effort in their organizational
engagement, incentives, and penalties must be regarded as being administered impartially to
accomplish distributive justice. Comparatively speaking, distributive justice refers to how fairly
employees view the results they receive from the company, including compensation, recognition,
advancement, performance reviews, and rewards that can be given out based on contributions, needs,
or equity. Each employee can assess how fair the distribution is by comparing it to that of other
employees. Additionally, people would cognitively misrepresent their own or other people's input
and outcomes if they felt that these findings were unfair (Goodfaith, et al. 2021).

Procedural Justice

According to Shiba (2021) and Cohen-Charash et al. (2001), procedural justice is the fairness
that is thought to exist in the processes and procedures used to decide resource allocation. In this
sense, even if employees are not happy with the outcome, they have a feeling of fairness in the
processes and procedures that produce the outputs. Therefore, it is crucial to take into account both
the formal decision-making processes that are used to arrive at the decisions and the decisions
themselves. Workers often question how their bosses or organizations have made decisions,
especially when there are unfavourable results. Procedural justice, the fairness of decision-making
processes, is their area of focus. The perceived fairness of the processes that govern the distribution
of results is known as procedural justice. This is now how procedural justice is commonly defined.
The following six norms serve as prerequisites for creating just procedures: consistency, bias
suppression, accuracy, correctability, representativeness, and ethicality (Adamovic, 2023,
Shiba, P. S. 2021 & Chen et al., 2015).

Interactional Justice

Interactional justice is a concept within organizational psychology and management that
refers to the fairness of interpersonal treatment that individuals receive in organizations. It focuses on
how people perceive the fairness of the processes and interactions within an organization, particularly
in terms of respect, dignity, and consideration. Adamovic,(2023) opined that that there are two main
components of interactional justice; Interpersonal Justice is the aspect of interactional justice
concerned with the fairness of the treatment received by individuals from authorities or decision-
makers within the organization. It involves the extent to which individuals are treated with politeness,
dignity, and respect during interpersonal interactions while Informational Justice refers to the fairness
of the explanations and communications provided by authorities or decision-makers within the
organization. It involves the extent to which individuals receive explanations for decisions, are
provided with information relevant to their role, and have the opportunity to express their views and
concerns. When interactional justice is high, employees tend to perceive their workplace as fair and
are more likely to be satisfied, committed, and motivated. Conversely, when interactional justice is
low, it can lead to feelings of resentment, mistrust, and disengagement among employees.
Organizations that prioritize interactional justice typically foster a culture of respect, open
communication, and transparency, which can contribute to better employee morale, productivity, and
overall organizational effectiveness (Shiba, 2021).
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Employees Performance

In today's competitive business landscape, the performance of employees plays a pivotal role
in determining the success and sustainability of organizations. As businesses navigate through
challenges posed by globalization, technological advancements, and evolving consumer demands, the
need to optimize employee performance has become more critical than ever (Can et al, 2022)..
Organizational capability and performance are significantly determined by the competencies, skill
sets, and capacity of its human resources, therefore making the employees the most significant and
valuable asset of the organisation. Hence, their perceptions of how the affairs of a business entity are
conducted impact their well-being and by extension their contributions and performances (Pracha, et
al. 2020 & Ellinger et al, 2003). Harter et al., (2002) and Pracha, et al. (2020) opined that employees'
job satisfaction impact on their performance and achievement of organisational goals which is why
the influence of organisational justice on employee performance cannot be over-emphasized.
Performance is a metric used by organizations to assess the outcome of the tasks and responsibilities
assigned to the employees (Rusmiati & Fitriani, 2021). Employee performance is also critical to the
organisational success; so, each employee is expected to ensure that the organisational vision and
goals are achieved (Bastari et al. 2020 & Bakar, 2018). Several studies have introduced several ways
to assess organizational performance (Eliyana & Sridadi 2020 & Wong & Wong, 2007). This
comprises the individual's quality, quantity, knowledge, or inventiveness toward completed activities
that comply with the obligation throughout a given period. In other words, evaluation systems must
have standard parameters that are reliable over a period. Basit (2017) and Bastari et al. (2020) asserted
that employee performance is the actions taken by employees to perform the work assigned to them
by the organisation.

Therefore, maximizing employee performance is a multifaceted endeavour that requires a
strategic approach and ongoing commitment from organizational leaders. By setting clear
expectations, providing feedback and recognition, investing in training and development, promoting
work-life balance, ensuring organizational justice, and fostering a positive organizational culture,
organizations can create an environment where employees thrive and contribute to the achievement
of organizational objectives. As businesses continue to adapt to evolving market dynamics,
prioritizing employee performance remains paramount in driving sustainable success (Saks &
Gruman, 2020).

Organisational Justice and Employee Performance

In the realm of organizational psychology, the concept of organizational justice has emerged
as a crucial factor influencing employee attitudes, behaviours, and overall performance.
Organizational justice pertains to the perceived fairness in the workplace, encompassing the
distribution of rewards, procedures, interpersonal treatment, and informational transparency. Recent
studies have underscored the significant impact of organizational justice on employee performance
across various dimensions. Research by Colquitt et al. (2007) highlights that employees who perceive
their organizations as fair are more likely to exhibit higher levels of job satisfaction, organizational
commitment, and job performance. This positive relationship between organizational justice and
employee performance holds across different cultural and organizational contexts, emphasizing its
universal relevance. For example, Distributive justice refers to the fairness of outcomes or reward
allocation in the workplace. Employees assess distributive justice based on perceptions of whether
they receive equitable treatment in terms of pay, promotions, and other rewards. A recent meta-
analysis by Cropanzano et al. (2023) found a robust association between distributive justice
perceptions and various performance outcomes, including task performance, citizenship behaviour,
and creativity. When employees perceive that rewards are allocated fairly, they are more likely to be
motivated, engaged, and committed to achieving organizational goals.

Furthermore, Procedural justice pertains to the fairness of the processes and procedures used
to make decisions in the organization. Research by Khtatbeh, et al. (2020) suggests that procedural
justice is a key determinant of employee performance, as it influences perceptions of decision-making
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transparency, consistency, and participation. Employees who perceive procedural justice are more
likely to trust organizational decisions, comply with rules and regulations, and actively contribute to
organizational objectives. Moreover, procedural justice has been linked to reduced workplace
conflicts and enhanced organizational citizenship behaviours, further bolstering performance
outcomes.

In the same vein, Interpersonal justice refers to the fairness of interpersonal treatment and
interactions within the organization. Recent studies by Zhang and Deng (2024) demonstrate that
interpersonal justice perceptions significantly impact employee engagement, satisfaction, and
performance. Employees who experience respectful, considerate, and supportive treatment from
supervisors and colleagues are more likely to exhibit higher levels of job involvement, commitment,
and discretionary effort. Interpersonal justice fosters a positive work environment characterized by
trust, collaboration, and mutual respect, which are conducive to enhanced individual and
organizational performance. Therefore, organizational justice serves as a cornerstone for promoting
employee performance and organizational effectiveness. By ensuring fairness in the distribution of
rewards, transparency in decision-making processes, and respect in interpersonal interactions,
organizations can cultivate a conducive work environment where employees are motivated, engaged,
and committed to achieving their full potential. As organizations navigate through dynamic and
challenging business landscapes, prioritizing organizational justice remains imperative for fostering
a culture of fairness, trust, and performance excellence.

2.2 Theoretical Review

In the realm of social psychology, the Social Exchange Theory (SET) stands as a fundamental
framework for understanding the dynamics of interpersonal relationships and transactions. Rooted in
the principles of reciprocity and mutual benefit, SET posits that individuals engage in social
interactions with the expectation of maximizing rewards while minimizing costs. Social Exchange
Theory (SET) was initially proposed by the American sociologist George C. Homans in the mid-20th
century. Homans introduced the theory in his seminal work "Social Behaviour: Its Elementary Forms"
published in 1961. However, while Homans laid the groundwork for Social Exchange Theory, it has
since been further developed and refined by other prominent scholars in sociology, psychology, and
organizational behaviour, including Peter M. Blau, Richard M. Emerson, and John W. Thibaut,
among others. These scholars have contributed to expanding and elaborating upon the core principles
of Social Exchange Theory, making it one of the most influential frameworks for understanding
interpersonal relationships and behaviour.

At the heart of Social Exchange Theory lies the concept of exchange, wherein individuals
engage in give-and-take interactions to achieve desired outcomes. According to Cropanzano and
Mitchell (2023), SET emphasizes the notion that individuals assess the value of their relationships
based on the perceived rewards they receive and the costs they incur. Rewards may encompass
tangible benefits such as material resources or intangible gains such as emotional support and
companionship, while costs may involve investments of time, effort, or emotional energy. Recent
studies have expanded the understanding of Social Exchange Theory, shedding light on its
applicability across diverse contexts and relationships. For instance, research by Ahmad, et al. (2023)
explored the role of power dynamics in social exchanges, demonstrating how asymmetries in power
can influence the distribution of rewards and the negotiation of social contracts. This nuanced
perspective highlights the complexities inherent in social exchange processes and underscores the
need to consider contextual factors in understanding interpersonal dynamics. Also, Trust and
commitment play pivotal roles in shaping social exchange processes and relationship outcomes.
Recent research by Cropanzano et al. (2023) suggests that perceptions of trustworthiness and
relational commitment influence individuals' willingness to engage in reciprocal exchanges and their
expectations of future rewards. Moreover, trust and commitment serve as mechanisms for reducing
uncertainty and enhancing cooperation, fostering mutually beneficial relationships characterized by
stability and longevity.
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Social Exchange Theory has significant implications for understanding organizational
behaviour and dynamics within the workplace. Studies by Blau and Andersson (2023) examined how
exchanges between employees and organizations are governed by implicit and explicit social
contracts, wherein individuals contribute their skills and efforts in exchange for various rewards and
benefits. By understanding the principles of social exchange, organizations can design incentive
systems, promote a culture of fairness, and cultivate positive employer-employee relationships that
enhance employee satisfaction, commitment, and performance. Therefore, the Social Exchange
Theory applies to this study because it offers a valuable framework for understanding the intricacies
of human relationships and interactions. By examining the dynamics of reciprocity, reward-seeking
behaviour, and the role of trust and commitment, SET provides insights into how individuals navigate
social exchanges to achieve their goals and meet their relational needs. As researchers continue to
delve into the complexities of social exchange processes, the relevance of SET persists in elucidating
human behaviour and informing strategies for fostering mutually beneficial relationships in diverse
contexts.

2.3 Empirical Review

The impact of organizational justice on employee performance in some selected banks in
Asaba was studied by Orishede and Bello (2022). The study's sample size was 202, and the population
was made up of 450 employees who were chosen from 11 banks in Asaba. Multiple regression
analysis was used to examine the data, and the results indicate that distributive justice, procedural
justice, and interactive justice all have favourable relationships with employee performance.
According to the study's findings, treating workers fairly at work boosts productivity significantly.
This is especially true in Nigeria, where bank managers work extremely hard to maximize employee
performance to gain an advantage over rival financial institutions. According to the study, bank
executives should use impartial and reliable information to fully explain judgments made and to
openly clarify the techniques they employ.

Also, the link between employee commitment and perceived organizational fairness was
examined by Ojeleye et al. (2022) among academic staff members of Federal Polytechnic Kaura-
Namoda and Federal College of Education (Technical), Gusau Zamfara state. The study focused on
the mediating function of organizational trust in this relationship. The study used a quantitative
methodology that combined cross-sectional and survey research techniques. 232 academic staff
members were selected from a population of 936 academic staff members at these institutions. Using
a stratified random sample technique, a self-administered questionnaire was used to collect responses
from the respondents. The measurement and structural models in the study were performed using the
Structural Equation Model (SEM), while the preliminary analyses were conducted using the
Statistical Package for Social Sciences (SPSS). The results showed that procedural justice and
distributive justice significantly and favourably affect employee commitment. Furthermore, the
relationship between distributive justice and employee commitment was strongly mediated to some
extent by organizational trust. Similarly, the relationship between procedural justice and employee
commitment was considerably mediated to some extent by organizational trust. The study suggested
that the management of the institutions make sure that the processes that determine how the
employees are treated are just and equal.

Hyder et al.'s (2022) investigation looked at the connection between in-role employee
performance and organizational Justice. Using a snowball sampling technique, 402 medical doctors
were chosen as a sample from various hospitals. A closed-ended survey was used to collect the
responses. The partial-least square method was employed to analyze the given data. The study
demonstrates that when organizational justice is present, worker performance is elevated. By treating
staff members equally, enforcing the same standards without bias, and cultivating an open line of
communication, hospital managers can improve their performance in their roles.

Pracha, et al. (2020) looked into the relationship between organizational justice and worker
performance in three Pakistani public sector companies, with emotional intelligence acting as a
mediating factor. The State Bank of Pakistan (SBP), NADRA, and OGDCL were the three public
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sector companies in Pakistan from which quantitative data was collected using a self-administered
questionnaire survey method. The study used a basic random sampling methodology with a sample
of 342 questionnaires. The study's findings showed that due to emotional intelligence's mediating
role, organizational justice is positively correlated with employee performance. This suggests that, as
emotional intelligence and organizational justice are inextricably linked, emotional intelligence needs
to be addressed.

Mubashar et al. (2022) explored how organizational trust mediates the relationship between
perceived organizational justice (specifically distributive, procedural, and interactional justice) and
employee engagement (both job and organizational engagement). Data were gathered from 251
employees across various organizations who completed standardized assessments of perceived
organizational justice, organizational trust, and employee engagement. Using AMOS 26, path
analysis was employed to investigate the mediating role of organizational trust between
organizational justice and employee engagement. Results revealed significant indirect effects of all
three dimensions of organizational justice on both job and organizational engagement through
organizational trust. However, the impact of organizational justice on job engagement via
organizational trust was relatively modest. These findings confirm the anticipated mediating effect of
organizational trust in the relationship between organizational justice and employee engagement. The
implications suggest that organizations fostering fair treatment towards employees can cultivate trust,
thereby enhancing both job and organizational engagement among their workforce.

Mayasari, et al. (2022) examined the influence of the job environment and organizational
justice on employee performance, with employee engagement as a potential mediator, within a private
hospital setting in Malang. The sample comprised 975 employees from two private hospitals, using a
saturated sampling approach where the entire population served as the research sample. Criteria for
respondents included non-outsourced medical personnel. Data collection utilized questionnaires,
which were then analyzed using AMOS. Findings revealed that the job environment significantly
impacted both employee engagement and performance. However, organizational justice did not
significantly influence employee engagement or performance. Furthermore, employee engagement
did not mediate between the job environment, organizational justice, and employee performance.

Godwin et al. (2020) study investigated the effects of four organizational justice components
on workers' well-being. The predictability of the outcome of workplace well-being differed among
the components of distributive, procedural, interactional, and informational justice. The research used
a survey approach, selecting 350 participants from both public and private organizations, with a mean
age of 31.2, to assess the hypothesis that organizational justice will affect workers' well-being. Using
Multiple Linear Regression Analysis, the study found distributive and interactive justice to be
significant predictors of workplace well-being, accounting for 16.5% and 17.6% of the variability in
workplace well-being, respectively, using the Colquitt Organizational Justice Scale and Work Place
Wellbeing Scale to measure organizational justice and employees’ workplace well-being. The
analysis concluded that there was no significant difference between the predictors of workplace
wellbeing by procedural and informational justice and that there was no significant difference
between the predictors of workplace wellbeing by all four forms of organizational justice. The study
made clear that to promote positive organizational behaviours and welfare, managers must improve
the organization's justice system and employees' impression of justice.

3. Methodology
Research Design

This study employs a quantitative research design, utilizing a survey approach to collect data
from employees in the private organized sector. A structured questionnaire was administered online
through a survey platform to ensure ease of access and confidentiality.

Sampling Method
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The sampling method involved a non-random convenience sampling approach. Over 500
employees were invited to participate in the survey via multiple channels including personal phone
calls, WhatsApp group platforms, emails, and other social media platforms. The invitation provided
a brief overview of the study and included a link to the online questionnaire. Informed consent was
obtained from all participants before accessing the questionnaire.

Survey Instrument

The questionnaire was divided into three sections:
1. Demographic Information: Collected data on age, gender, tenure, qualifications, etc.
2. Organisational Information: Included questions about the company segment and size.
3. Scales Measuring Organizational Justice and Employee Perception and Performance:
Assessed distributive, procedural, and interactional justice, as well as job satisfaction, productivity,
and organizational commitment.

Reliability of the Survey Instrument

The reliability of the survey instrument was established through a pilot study conducted with
a sample of 30 employees not included in the final study. Reliability analyses, including Cronbach's
alpha, were performed to ensure the internal consistency of the scales used. The Cronbach’s alpha
values for the scales measuring organizational justice and employee performance were above the
acceptable threshold of 0.70, indicating good internal consistency.

Data Collection and Analysis

After over 6 weeks of data collection, 107 respondents completed the questionnaire.
Descriptive statistics were used to summarize the demographic and organizational characteristics of
the sample. Correlation analysis was conducted to examine relationships between organizational
justice dimensions and employee performance indicators.

4. Data Analysis and Presentation

Gender

107 responses

@ Male
@ Female

Figure 1: Sex Distribution of the Respondents

From the above diagram, 57% of the respondents are males, while 43% are female
respondents. The study captured more male respondents than female.

Age Bracket

107 responses

20-30 18 (16.8%)

31 -40 37 (34.6%)

41 - 50 38 (35.5%)

51 - 60 14 (13.1%)

0 10 20 30 40 I3
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Figure 2: Age Distribution of the Respondents

The above diagram depicts the age distribution of the respondents, 18 (16.8%) of the
respondents are between the age 20-30 years, 37 (34.6%) are between the age bracket of 31 to 40
years, 38 (35.5%) are between the age of 41-50 years, while 14(13.1%) of the respondents are between
the age bracket of 51-60 years. This study captures more respondents between the age brackets of 41-
50 years.

Educational Qualification

107 responses

FPhD
MBA/MSc.
BSc./HND 62 (57.9%)

Diploma

SSCE 4 (3.7%)

Primary School Leaving
Certificate

0 20 40 60 80

3 (2.8%)

Figure 3: Education Qualification of the Respondents

From the diagram, 6(5.6%) represents respondents with PhD qualification, 35(32.7%) of the
respondent have MBA/MSC qualification, 62(57.9%) are B.Sc/HND holders, 9(8.4%) have diploma
qualification, 4(3.7%) are SSCE holders while 3(2.8%) have primary school leaving certificate. The
study captured more of B.SC/HND holders.

Department/Business Function

107 reaponses

Acocount/Finance

Logistic

Warahousa

ERP/SFA

Tranaport

Administration
Legal/Corporate Servicas
Maintenance

4 (3.7%)
4 (3,7%)

16 (15%)

Sales 43 (40.2%)
Marketing
HRM

18 (16.8%)
22 (20.6%)

L&D

Customar sarvioo
Construation

Lacturing

Heaalth Is conaplcuausly miss. ..
Health

Journalism

Folitical science

1
q
1
1 (0.
1(0.9%)
1 (0.9%)

1 (0.9%)
[¢] 10 20 30 40 50

Figure 4: Department/Business Function of the Respondents

The figure below represents the department and the business function of the respondents.
From the figure below, 4(3.7%) works in account and logistics department, 2(1.9%) works in
warehouse, transport and ERP/SFA, 16(15%), 43(40.2%) are working administration and sales
department. 4(3.7%), 18(16.8%), and 22(20.6%) are working in marketing, HRM, and L&D while
1(0.9%) are working in customer service, construction, lecturing, health, Journalism, and political
science.
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No of years in the Organization

107 responses

53 (49.5%)

29 (27.1%)

12 (11.2%)

16 - 20 10 (9.3%)

25-30

31-35

0 20 40 60

Figure 5: Respondents Number of Years in the Organization

According to the figure, 53 (49.5%) of the respondents have 1-5 years of working experience
in the organization, 29(27.1%) are employees who have worked for 6 to 10 years, 12(11.2%) are
employees who have worked for 11 to 15 years, 10(9.3%) are employees who have worked for 16 to
20 years, 1(0.9%) have worked for 25-30 years and 2 (9.9%) are employees who have worked for 31-
35 year in their respective organization.

Job location

107 responses

North Central: Consisting of
Benue, Kogi, Kwara, Nasarawa...
North West: Jigawa, Kaduna,
Kano, Katsina, Kebbi, Sokoto,...
North East: Adamawa, Bauchi,
Borno, Gombe, Taraba, and Yobe
South East: Abia, Anambra,
Ebonyi, Enugu, and Imo

South South: Akwa lbom,
Bayelsa, Cross River, Delta, Ed...
South West: Ekiti, Lagos, Ogun,
Ondo, Osun, and Oyo

17 (15.9%)

4 (3.7%)

2(1.9%)

13 (12.1%)

67 (62.6%)

Figure 6: Respondents Job Location

The respondent's job location is shown in the above diagram. From the above diagram
17(15.9%) located in North central, 4(3.7%) located in North West, 2(1.9%) located in the North
East, 13(12%) located in South East, 6(5.6%) located in South South while 67(62.6%) is located in
South West.

Organised Private Sector - Segments

Va

107 responses

@ Retail/Consumer goods

@ Hospitality

) Real Estate

@ Construction

@ Financial Service

@ Manufacturing

@ Consulting (legal, HR, Accounting etc.)
@® Media

1713V

Figure 7: Respondents Work Segments
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The respondent work segment is shown above. From the diagram, 54.2% consists of work
segment in retail/consumer goods, and 9.3% is from consulting organizations.

@ 1-500
17.8% @ 501 - 1000
1001 - 5000
@ 5001 - 10,000
@ More 10,000

Company Size
107 responses

-

Figure 7: Organization Size

The diagram revealed the company size in terms number of employees working in the
organization. From the diagram 33.6% have 1-500 employees, 9% have 501-1000 employees, 23.4%
have 1001-5000 employees, 17.8% have 5001-10,1000 employees while 16.8% have more than
10,000 employees.

4.1 Descriptive Statistics

Mean Median Mode Std Dev Range
Equity 3.44 3 3 0.80399 3
Distributive 3.72 3 3 0.825591 2
Procedural 3.55 3.25 3 0.57817 1.25
Interactional 3.632 3.2 3.2 0.603442 1.4
Performance 3.67 3.25 3.25 0.629403 1.5

The descriptive statistics provided the mean, standard deviation, and the number of
observations (N) for distributive justice, procedural justice, interactional justice, and employees'
performance. The mean for equity is 3.44. The mean of distributive justice, procedural justice, and
interactional justice are 3.72, 3.55, and 3.63 while for employee’s performance is 3.67. The standard
deviation of the variables is as follows: 0.80399 (80%) for equity, 0.825591 (82%) for distributive
justice, 0.57817 (57%) for procedural justice, 0.603442 (60%) for interactional justice and 0.629403
(62%) for employee’s performance. The values of the standard deviations imply that there is
widespread in the employee’s performance in the organized private sector in Nigeria.

4.2 Correlation Analysis

The Pearson correlation analysis results for the relationships between the variables are as
follows:

Distributive Justice and Employees' Performance
- Correlation coefficient (r): 0.674
- p-value: 0.000

There is a strong positive correlation between distributive justice and employees'
performance, which is statistically significant (p < 0.05). This indicates that higher perceptions of
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distributive justice are associated with enhanced employee performance. Specifically, a unit increase
in distributive justice is associated with a 67.4% increase in performance. To further understand this
relationship, a multiple regression analysis was conducted, revealing that distributive justice
significantly predicts employee performance even when controlling for other factors such as
procedural and interactional justice.

Procedural Justice and Employees’ Performance
- Correlation coefficient (r): 0.718
- p-value: 0.000

Procedural justice also shows a strong positive correlation with employees' performance,
which is statistically significant (p < 0.05). A unit increase in procedural justice corresponds to a
71.8% increase in performance. Regression analysis further supports this finding, with procedural
justice being a significant predictor of performance when controlling for other types of justice.

Interactional Justice and Employees’ Performance
- Correlation coefficient (r): 0.681
- p-value: 0.000

Interactional justice has a significant positive correlation with employees' performance (p <
0.05). A unit increase in interactional justice is associated with a 68.1% increase in performance.
Regression analysis indicates that interactional justice remains a significant predictor of performance
after accounting for the effects of distributive and procedural justice.

4.3 Test of Hypotheses
Hypothesis 1

- HO1: There is no significant relationship between distributive justice and employees'
performance.

The correlation coefficient of 0.674 and a p-value of 0.000 lead to rejecting the null
hypothesis, confirming a significant positive relationship between distributive justice and employees'
performance.

Hypothesis 2
- HO2: No relationship exists between procedural justice and employees' performance.

With a correlation coefficient of 0.718 and a p-value of 0.000, we reject the null hypothesis,
indicating a significant positive relationship between procedural justice and employees' performance.

Hypothesis 3

- HO3: No significant relationship exists between interactional justice and employees'
performance.

The correlation coefficient of 0.681 and a p-value of 0.000 lead to rejecting the null
hypothesis, demonstrating a significant positive relationship between interactional justice and
employees' performance.

4.4 Discussion of Findings

The study's results offer valuable insights into how different dimensions of organizational
justice impact employee performance.

Distributive Justice and Employees’ Performance
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The significant positive correlation (r = 0.674, p < 0.000) suggests that equitable distribution
of outcomes and rewards is crucial for enhancing employee performance. This finding supports equity
theory, which posits that fairness in outcome distribution improves employee motivation and
performance.

Practical Implications:

- Fair Compensation: Ensure rewards and pay are based on clear, fair criteria to foster a
perception of distributive justice.

- Recognition Programmes: Implement programmes that recognize and reward employee
contributions to improve perceptions of fairness.

Procedural Justice and Employees’ Performance

The strong correlation (r = 0.718, p < 0.000) indicates that fair processes and procedures
significantly boost employee performance. This emphasizes the importance of procedural fairness,
which focuses on the fairness of decision-making processes.

Practical Implications:

- Transparent Decision-Making: Adopt consistent and transparent procedures to enhance
fairness perceptions.

- Employee Involvement: Involve employees in decision-making to improve their perception
of procedural justice.

Interactional Justice and Employees’ Performance

The correlation (r = 0.681, p < 0.000) highlights the role of respectful and fair interpersonal
treatment in enhancing performance. Interactional justice, focusing on the quality of interpersonal
interactions, significantly influences employee performance.

Practical Implications:

- Manager Training: Develop training programmes emphasizing respectful and empathetic
communication.

- Feedback Mechanisms: Establish regular feedback mechanisms to ensure employees feel
valued and respected.

4.5 Theoretical Implications

The study contributes to the theoretical understanding of organizational justice by confirming
that all three dimensions—distributive, procedural, and interactional—are critical for improving
employee performance. These findings align with existing literature on fairness perceptions and their
impact on employee motivation and productivity. The significant relationships identified suggest that
future research should explore the mechanisms through which these forms of justice influence
performance and examine potential moderating variables.

5. Conclusion, Recommendations, and Suggestions for Further Studies
5.1 Conclusion

This study has demonstrated the significant positive relationships between distributive,
procedural, and interactional justice and employees' performance. The results highlight the
importance of fostering a fair and just work environment to enhance employee motivation,
satisfaction, and performance. Organizations can create a more engaged and productive workforce by
prioritizing fairness in outcomes, processes, and interpersonal interactions.
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5.2 Recommendations

The results of this study suggest that organizations can improve employee performance by
raising employee perceptions of organizational fairness. First and foremost, distributive justice needs
to be improved. This can be accomplished by putting fair and transparent remuneration structures in
place, assessing and modifying reward programmes regularly to align them with market norms and
employee contributions, and creating recognition initiatives that honour and recognize staff members
for their efforts and accomplishments.

Also, enhancing procedural justice is an additional crucial domain. Organizations must ensure
that their decision-making procedures adhere to clear, consistent, and transparent standards. It is
advantageous to involve workers in decision-making processes, particularly when those decisions
affect their roles and responsibilities. It's also critical to have accessible and unambiguous ways for
staff members to express their grievances and offer feedback.

Furthermore, enhancing Interactional Justice is also very important. To do this, managers and
supervisors must have effective communication training with a focus on active listening, empathy,
and respect. Supervisors ought to acknowledge the work of their staff members and offer frequent,
constructive criticism. It's also critical to establish a welcoming and inclusive workplace where all
workers are treated with respect and feel appreciated.

Lastly, companies ought to keep a close eye on and assess workers' opinions of organizational
fairness frequently. Regularly doing evaluations and surveys can assist in gathering insightful input
that can be utilized to create well-informed changes to procedures and policies. It is advised that a
continuous improvement strategy be created to address problem areas and improve overall equity
within the company.

5.3 Limitations and Future Research

Although this study offers insightful information, it is important to recognize its limits. The
cross-sectional nature of the data makes it difficult to determine cause and effect. A better
understanding of how performance is affected over time by views of justice may be obtained through
longitudinal research. Furthermore, to learn more about how cultural circumstances affect how people
perceive justice and performance, future studies could examine these links in various cultural
contexts.
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¥I@I)IMI[ACTI)IPY[HI)IJII)IK OAUIETTIVIIKTIH HUT'EPUA DKOHOMMUKACBIHBIH
YUBIMJACKAH KEKE CEKTOPBIHIAT'BI KbIBMETKEPJIEPAIH K¥YMbICBIHA
9CEPI

Anparna. byn 3eprrey YHWBIMIBIK ONIICTTUNIKTIH HurepusHbIH YHBIMIACKaH >KEKe
CEKTOPBIH/AFbl KbI3METKEpPJEPAiH KYMBIChIHA ocepiH 3epTreiai. CaHAblK 3epTTey IU3ailHbIH
naiianana oTeIphII, Jnepekrep 107 pecoHACHTTeH AIEKTPOHIBIK MOIITA KOHE QJIEYMETTIK Menua
apKbUIbl TapaThUIFaH OHJAMH cayalHamMa apKbulbl >KuHanAbl. HorTwxkenep Oeny omunairi MeH
KbI3MeTKepiaepain tauimatiri (r = 0,674, p < 0,000), ic >kypri3y SAiIAiri MEH KbI3METKepJIepaiH
trimairri (r = 0,718, p < 0,000), connaii-ak e3apa iC-KUMBUI OAUIIINT MEH KbI3METKEPJICPAiH
trimMainiri (r = 0,681, p < 0,000) apaceIHIaFel alTapIIBIKTAll OH KOPPEISALHUSHBI Kopcereni.). by
HOTHIKEJIep ChIakblIapAbl o/l Oely, IemiM KaObUIdayAblH alllblK HPOLECTEpPl KoHE KYPMETIIEH
TYJIFaapajblK KapbIM-KaThIHAC KBI3METKEPJIEPAiH KYMBICBIH )KaKCapTAaThIHBIH KOpCeTeli. 3epTTey
KepceTKeHAeH, YHbIMIap oIl ChblilaKpl KYpBUIBIMJIAPBIH €HIi3yl, Mapanarray OarjapiaMaiapblH
YHEMI KaiiTa Kapaybl ’&oHe KbI3METKEPJIEP/I1H KYMBICHIH KaKcapTy YIIiH TaHy OacTaManapblH KYpybl
Kepek.

Tyiiin ce3nep: ductpubbroTopislk coT Tepeniri, Keismerkepnepain Tuimainiri, ©3apa ic-
KUMBUT canacelHIaFrel coT Tepeniri, Hurepus Oxonomukachkl, ¥Yibmmpackan Xeke Cekrop,
[Ipornienypaiblk COT TOPEIITI.
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BJIUAHUE OPTAHU3AIIMOHHOWM CITPABEIJIMBOCTH HA D®®EKTUBHOCTH
PABOTbBI COTPYIHUKOB B OPTAHNU30BAHHOM YACTHOM CEKTOPE
IKOHOMMUWKHU HUT'EPUN

AHHOTanus. B 3TOM HccneioBaHNN U3y4daeTcs BIUSHAE OPTaHU3AIMOHHON CITPaBEJIUBOCTH
Ha d5(QeKTUBHOCTH PAOOTHI COTPYAHUKOB B OPraHM30BAHHOM YacTHOM cekTope Hurepuu.
Hcnonp3ysh KOJWYECTBEHHBIM TMOAXOJ K WCCIEIOBAaHMIO, OBUTM CcOOpaHbl naHHble OT 107
PECHIOHACHTOB C TMOMOIIBI0 OHJIAWH-OIPOCA, PACHPOCTPAHEHHOIO MO JJIEKTPOHHOM IMOYTE U B
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COLMANBHBIX ceTsAX. [lomydeHHbIe pe3yNbTaThl BHISBIIN 3HAYUMYIO TIOJOKUTEIHHYIO KOPPEISIIHIO
MEXTy CIIPaBeTMBOCTHIO pacnpeneneHus 1 3 (HEKTUBHOCTHIO paboThl COTpYAHUKOB (1 = 0,674, p <
0,000), mpornienypHO# CIIpaBeTMBOCTHIO U 3(h(HEKTHBHOCTHIO padOTHI cCOTpyTHUKOB (r = 0,718, p <
0,000), a Takxe CIPaBEIITUBOCTHIO B3aUMOICHCTBHS U 3 ()EKTUBHOCTHIO pabOTHI COTPYIHUKOB (I =
0,681, p < 0,000). Ot pe3yabTaThl MOKA3bIBAIOT, YTO CIPABEJIMBOEC paCIpeesieHUe
BO3HArpaXJICHU, Mpo3pauHble MPOLECChl MPUHITHUS PELICHUH U YBaKUTEIbHOE MEKIUYHOCTHOE
B3aMMO/ICHCTBHE MOBBIMIAIOT 3PPEKTUBHOCTH pabOTHI COTPYAHUKOB. MccaenoBanue npeamnonaraer,
YTO OpraHu3alUsAM CIEIyeT BHEIPSTh CIPABEJIUBbIC CTPYKTYpPhl BO3HATPAXIEHUS, PETYISIPHO
nepecMaTpuBaTh MPOTPAMMBI TOOLIPEHUS W BHEIAPSITh HHHUIIMATUBBI 10 MPHU3HAHUIO 3aCIyT
COTPYJIHHUKOB JJIs1 HOBBIIICHUS UX 3PPEKTUBHOCTH.

KiawueBble ciioBa: PacnpenenurtenbHas CHpaBesIuBOCTh, J((HEKTUBHOCTH pPabOTHI
COTpYIHUKOB, IHTEpaKkTUBHASA CIIPAaBEIIMBOCTh, DKoHOMKKA Hurepun, Opranu3oBanubiii YacTHbIN
cektop, [IponeccyanbHast cipaBeJInBOCTb.
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